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1.

POLICY PURPOSE

To direct salary grid placement and the rates of compensation for the Corporation’s
Management / Non-Union employees.
2.

POLICY OBJECTIVES

To establish and maintain a fair and equitable method of remuneration for all Management /
Non-Union employees.
To establish and maintain appropriate salary/wage differentials between supervisory and
bargaining unit positions.
To maintain compliance with pay equity legislation.
3.

COVERAGE

All Management / Non-Union employees of the Town of Fort Frances.
4.

JOB EVALUATION PROCESS

Job evaluation is defined as a planned process that methodically measures the value of jobs
within an organization. Value is determined by a composite of skill, effort, and responsibility
normally required to perform the work and the conditions under which the work is performed.
Value is determined by job content, without reference to job incumbents, their gender, or the
external markets. The results of job evaluation have been used to establish a wage structure
for the Management / Non-Union group.

The purpose of the job evaluation process is to establish the relative values of the various
positions within the organization and thereby to provide a basis for determining the rates of
compensation merited by the respective position. The purpose of internal equity is to provide
a consistent relationship between job value, wages and individual wage advancement within a
given employee group.
The differences between pay equity and internal equity are in the scope of equitable
“relationships.” Pay Equity examines relationships between male and female jobs only. It asks:
Which male and female jobs are similar or equal in value and should therefore be paid at the
same level? An internal equity program begins by examining value relationships between jobs
regardless of gender, then moves on to examine value relationships between groups of jobs;
and finally to examine pay relationships between individual employees.
A.

The Salary Structure Administration Practices Committee (SSAPC)

The Human Resources Manager, a member of the SSAPC Committee, and the appropriate
Supervisor will carry out the evaluation of all positions within the Management / Non-Union
group. Upon the completion of the evaluations, the SSAPC Committee will review the
completed evaluations and critically evaluate the results. The SSAPC Committee will be
comprised of:
•
The Chief Administrative Officer
•
Two Members of Council
•
Human Resources Manager
•
Representative of the Management / Non-Union group
Appropriate Supervisors will attend meetings of the SSAPC Committee where reviews of
completed evaluations are carried out. The attendance of the Supervisor will be for clarification
and information purposes only.
B.

Process and Responsibility

Evaluations will be undertaken by the Human Resources Manager and the appropriate
Supervisor, which will, by agreement, establish a point value for every Management / NonUnion position.
Based on the point values established, the Human Resources Manager would complete the
Comparative Value Listing in descending order of the points assigned to the respective
positions.
The evaluation tool to be used at the date of implementation of this policy will be that which was
undertaken by Trendline Consulting and which is attached hereto and forms a part of this policy.
C.

Appeal of Job Evaluation

Within 30 days of any evaluation of a newly created or newly changed position or of a
subsequent comprehensive re-evaluation of positions, an employee may request a review of
the job evaluation or of the calculations through which the point rating for that employee’s
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position was determined. The initial review will be conducted with the Supervisors, and the
Human Resources Manager.
If an agreement cannot be reached, the employee may request a review of their position with
the SSAPC Committee. The SSAPC Committee shall, within 30 days of receiving a request
conduct a review of the evaluation.
Within 10 days of the review of the position, the Human Resources Manager shall advise the
employee in writing of the decision of the SSCAPC Committee which decision shall be final and
binding.
5.

SETTING RATES OF COMPENSATION

A.

Point Bands

Each position will be compensated on the basis of the band or range of point values into which
the position falls. Once the total point value of the position has been determined, the Human
Resources Manager will define the appropriate point band group. The point band groups have
been provided below. There are fifteen (15) different groups ranging from ninety-five (95) to
eight hundred and seventy four (874) points. The point band will determine the appropriate
salary range.
B.

Salary Ranges

The point band number classifies the salary range. The salary level for each point band will be
graduated according to the Performance Review Policy. The lowest step in a point band range
will be 75% of the range maximum, the midpoint will be 87.5% of the range maximum, and the
highest step will be 100% of the range maximum. The rates of compensation at each step in a
range will be expressed as an hourly rate. (The annual salary of a position will be the product
or the operative current hourly rate multiplied by the number of regular annual working hours
based upon a 52-week period).
With respect to pay equity, the criteria established for modeling acceptable band variations
requires that the target maximum for Band Number 3 remains greater than or equal to that of
the male comparator position. The male comparator for Band Number 3 is the Parks Labourer
position.
6.

INITIAL PLACEMENT ON COMPENSATION GRID

Salary Administration is a two-tier structure. As recognized on the salary range table, the
minimum is 75% of the maximum and the midpoint is 87.5% of the maximum. The first tier,
from 75% to 87.5%, is reserved for previous work experience upon hiring. Tier two, from 87.6%
to 100% is reserved for performance. In certain instances, at the discretion of the Human
Resources Manager and the CAO, a candidate may be placed beyond the midpoint. At no time
shall a new employee start at a higher wage than another long-term incumbent in the same job.
A long-term incumbent is defined as an employee who has served in that job in a full-time
capacity for a period of three consecutive years or more.
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All positions start at the minimum level unless the incumbent being hired into the position
possesses previous work experience relating to the position. Previous experience is calculated
as follows:
A.

Assess 1.5 credits for each 7 years of experience in a related job with another
employer, or in an unrelated job with the Town.

B.

Asses 2 credits for each 6 years of experience in the same type of job or a job at the
same level (e.g. supervisor, or senior manager) with another employer.

C.

Assess 1.5 credits for each 7 years of experience with the Town in a related job prior
to being promoted into the current position

The sum of the credits calculated for categories A through D is equated to a percent of the
salary range as follows:
5 credits or more
4 credits
3 credits
2 credits
1 credit
Less than 1 credit
i.e.

87.5%
85.0%
82.5%
80.0%
77.5%
75.0%

(midpoint)

(Minimum)

Employee X has 3 years of related experience (category A), 10 years of experience in a
similar job (category B), and has been with the Town for one full year in the current
position (category D). The maximum in X’s salary range is $27.95 per hour. Calculation
of the percent of range is therefore:
(3/7*1) + (10/6*1.25) + (1/5*1.25) = 2.76 or 81.90%
$27.95 * 81.90% = $22.89 per hour

The wage determined after experience is taken into account will be the employee’s starting
salary. Increases in compensation will not be based on tenure but will be based on a
continuous performance evaluation process corresponding with the anniversary dates of
individual employees.
With the exception of the Fire Chief/Community Emergency Management Coordinator, an
employee holding a supervisory role shall be entitled to an effective rate of pay which is no less
than 3% more than that of his/her direct subordinates. This principle will direct the initial
placement on the compensation grid.
7.

RESCORING OF CURRENT POSITIONS

Over time and due to changes in responsibilities, there may be a requirement to re-evaluate
current positions and the corresponding point evaluation. Once a re-evaluation is completed
and there is a change to the assigned point band, the following will apply to positions where
there is an active employee:
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A.

If the position is scored at a lower point band, the employee will receive the same
percentage at the lower point band that they were receiving at the higher point band.
For example, if the employee were receiving 75% of the higher point band then the
employee would now receive 75% of the lower point band. The employee will then
progress through the salary range as per Section 8 below.

B.

If the position is scored at a higher point band, the employee will receive their current
salary plus a 3% increase (but at no time, will the employee earn less than the minimum
rate for the new point band). The employee will then progress through the salary range
as per Section 8 below.

C.

If the position is scored at the same point band, then the employee’s salary will remain
the same. The employee will then progress through the salary range as per Section 8
below.

8.

PROGRESSION THROUGH COMPENSATION GRID

Tier two involves pay for performance. After the probationary period (six months) and each
subsequent year after hire, the incumbent will receive a performance appraisal enabling him /
her to receive further percentage increases. The level of performance (excellent to
improvement essential) will determine the amount of the percentage increase.
A.

Goals and Objectives of the Process

The goal of the performance evaluation process is to foster competence, motivation and
employee satisfaction.
The objectives of the process are as follows:
•
•
•
•
•
B.

to establish clear and mutual understanding of expectations,
to establish and maintain open and constructive dialogue,
to recognize and acknowledge strengths and achievements,
to identify needs and to formulate strategies to meet these, and
to establish entitlement to salary increments or financial incentives.

The Performance Review Cycle

The performance evaluation cycle will correspond to the individual employee’s anniversary date
and will consist of the following elements:
SCORING AND EVALUATION METHOD:
OVERALL ASSESSMENT OF PERFORMANCE
E – EXCELLENT: Significantly and consistently exceeded the standard
V – VERY GOOD: Exceeded the standard
S – SATISFACTORY: Met the standard
ID – IMPROVEMENT DESIRED: Did not meet the standard

5 Points
4 Points
3 Points
2 Points
5

IE – IMPROVEMENT ESSENTIAL: Significantly below the standard
N/A – NOT APPLICABLE: Component not included in everyday duties

1 Point
N/A

MANAGEMENT / NON-UNION SALARY PROGRESSION

After 6 months
After 1 year
After 2 years
After 3 years
After 4 years

3%
3%
5%
4%
2%
2.5%

Improvement Essential
(20%-29%)
Improvement Desired
(30%-49%)
Satisfactory performance or higher
(50% or higher)
Satisfactory performance or higher
(50% or higher)
Satisfactory performance or higher
(50% or higher)
Very Good performance
(70%-89%)
Very good performance
(70%-89%)
Excellent performance
(90%-100%)
Progression continues at 2%, or 2.5% until
individual reaches the top of the salary scale.

Percentage increase applies to the employee’s current salary
9.

POLICY REVIEW AND MAINTENANCE

The SSAPC Committee will review this policy including the rates of compensation upon
approval of Council and to coincide with the budget process every second year. Based on its
review, the SSAPC Committee will submit a report with recommendations to Council with
respect to rates of compensation and to any other matter relating to the operation of the
process. The review will include but not be limited to a market comparison of the benchmark
salaries, an examination of the union and non-union differential and the base compensation
rates for bargaining unit salaries.
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10.

SALARY RANGES FOR EACH PAY BAND

The following are the salary ranges for each pay band:
1.7%

2019
35 Hours / Week

Band

40 Hours / Week

Point Range

Minimum

Maximum

Minimum

Maximum

1

95 to 139

$

27,107.12

$

36,143.16

$ 30,979.56

$ 41,306.47

2

140 to 185

$

31,087.66

$

41,449.87

$ 35,528.75

$ 47,371.28

3

186 to 232

$

35,067.18

$

46,756.58

$ 40,076.77

$ 53,436.09

4

233 to 280

$

38,283.95

$

51,045.26

$ 43,753.08

$ 58,337.44

5

281 to 329

$

42,187.19

$

56,250.27

$ 48,213.94

$ 64,286.02

6

330 to 379

$

46,091.46

$

61,455.28

$ 52,675.95

$ 70,234.60

7

380 to 430

$

49,992.67

$

66,657.23

$ 57,134.48

$ 76,179.69

8

431 to 482

$

53,839.98

$

71,784.95

$ 61,531.41

$ 82,039.94

9

483 to 535

$

57,685.26

$

76,912.66

$ 65,926.01

$ 87,900.18

10

536 to 589

$

61,529.52

$

82,040.37

$ 70,319.45

$ 93,760.43

11

590 to 644

$

65,375.81

$

87,168.09

$ 74,715.21

$ 99,620.67

12

645 to 700

$

69,220.07

$

92,293.77

$ 79,108.65

$ 105,478.59

13

701 to 757

$

73,065.35

$

97,421.48

$ 83,503.25

$ 111,338.84

14

758 to 815

$

76,911.64

$

102,549.20

$ 87,899.02

$ 117,199.08

15

816 to 874

$

80,757.94

$

107,676.91

$ 92,294.78

$ 151,840.00

1.9%

2020
35 Hours / Week

Band

40 Hours / Week

Point Range

Minimum

Maximum

Minimum

Maximum

1

95 to 139

$

27,622.15

$

36,829.88

$ 31,568.18

$ 42,091.29

2

140 to 185

$

31,678.32

$

42,237.42

$ 36,203.80

$ 48,271.33

3

186 to 232

$

35,733.45

$

47,644.95

$ 40,838.23

$ 54,451.37

4

233 to 280

$

39,011.34

$

52,015.12

$ 44,584.39

$ 59,445.86

5

281 to 329

$

42,988.75

$

57,319.03

$ 49,130.00

$ 65,507.46

6

330 to 379

$

46,967.19

$

62,622.93

$ 53,676.79

$ 71,569.06

7

380 to 430

$

50,942.53

$

67,923.72

$ 58,220.03

$ 77,627.11

8

431 to 482

$

54,862.94

$

73,148.86

$ 62,700.50

$ 83,598.70

9

483 to 535

$

58,781.28

$

78,374.00

$ 67,178.60

$ 89,570.29

10

536 to 589

$

62,698.58

$

83,599.14

$ 71,655.52

$ 95,541.87

11

590 to 644

$

66,617.95

$

88,824.28

$ 76,134.80

$ 101,513.46

12

645 to 700

$

70,535.25

$

94,047.35

$ 80,611.72

$ 107,482.68

13

701 to 757

$

74,453.59

$

99,272.49

$ 85,089.82

$ 113,454.27

14

758 to 815

$

78,372.96

$

104,497.63

$ 89,569.10

$ 119,425.86

15

816 to 874

$

82,292.34

$

109,722.77

$ 94,048.38

$ 154,724.96
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2%

2021
35 Hours / Week

Band

40 Hours / Week

Point Range

Minimum

Maximum

Minimum

Maximum

1

95 to 139

$

28,174.60

$

37,566.48

$ 32,199.54

$ 42,933.12

2

140 to 185

$

32,311.89

$

43,082.16

$ 36,927.87

$ 49,236.76

3

186 to 232

$

36,448.12

$

48,597.85

$ 41,655.00

$ 55,540.40

4

233 to 280

$

39,791.57

$

53,055.43

$ 45,476.08

$ 60,634.77

5

281 to 329

$

43,848.53

$

58,465.41

$ 50,112.60

$ 66,817.61

6

330 to 379

$

47,906.54

$

63,875.38

$ 54,750.33

$ 73,000.44

7

380 to 430

$

51,961.38

$

69,282.19

$ 59,384.43

$ 79,179.65

8

431 to 482

$

55,960.20

$

74,611.84

$ 63,954.51

$ 85,270.67

9

483 to 535

$

59,956.90

$

79,941.48

$ 68,522.17

$ 91,361.69

10

536 to 589

$

63,952.55

$

85,271.12

$ 73,088.63

$ 97,452.71

11

590 to 644

$

67,950.31

$

90,600.77

$ 77,657.50

$ 103,543.73

12

645 to 700

$

71,945.96

$

95,928.30

$ 82,223.95

$ 109,632.34

13

701 to 757

$

75,942.66

$

101,257.94

$ 86,791.61

$ 115,723.36

14

758 to 815

$

79,940.42

$

106,587.58

$ 91,360.48

$ 121,814.38

15

816 to 874

$

83,938.18

$

111,917.23

$ 95,929.35

$ 157,819.46

2%

2022
35 Hours / Week

Band

40 Hours / Week

Point Range

Minimum

Maximum

Minimum

Maximum

1

95 to 139

$

28,738.09

$

38,317.81

$ 32,843.53

$ 43,791.78

2

140 to 185

$

32,958.13

$

43,943.81

$ 37,666.43

$ 50,221.50

3

186 to 232

$

37,177.08

$

49,569.81

$ 42,488.10

$ 56,651.21

4

233 to 280

$

40,587.40

$

54,116.54

$ 46,385.60

$ 61,847.47

5

281 to 329

$

44,725.50

$

59,634.71

$ 51,114.85

$ 68,153.96

6

330 to 379

$

48,864.67

$

65,152.89

$ 55,845.34

$ 74,460.45

7

380 to 430

$

53,000.61

$

70,667.84

$ 60,572.12

$ 80,763.24

8

431 to 482

$

57,079.40

$

76,104.07

$ 65,233.60

$ 86,976.08

9

483 to 535

$

61,156.04

$

81,540.31

$ 69,892.62

$ 93,188.92

10

536 to 589

$

65,231.60

$

86,976.55

$ 74,550.40

$ 99,401.77

11

590 to 644

$

69,309.32

$

92,412.78

$ 79,210.65

$ 105,614.61

12

645 to 700

$

73,384.88

$

97,846.86

$ 83,868.43

$ 111,824.98

13

701 to 757

$

77,461.51

$

103,283.10

$ 88,527.45

$ 118,037.83

14

758 to 815

$

81,539.23

$

108,719.33

$ 93,187.69

$ 124,250.67

15

816 to 874

$

85,616.95

$

114,155.57

$ 97,847.94

$ 160,975.85

8

