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A W A R D.

The Col lege undertook a process to wri te new job descri pt io ns for a l l fu l l -t ime

suppo rt staff post ings between Feb ruary of 2006 and the same month in 2007 . That

process resu l ted i n d raft Pos i t ion Descr i p t ion Forms (PDF ) be i ng deve loped . The

deve lopment of the PDF i nvo lved a process of exchange between the i nd iv id ua l , the i r

manage r and the Human Resou rces Department of the Col lege (HR) . I t was an ongo i ng

process i n tended to fi na l ize the PDF . I n the case of the Grievor, that back and forth

process on ly resu lted in a PDF wh ich was ag reed upon by the time of the hea ring i n Apri l of

20 1 0 . There remai ned some d isagreements wh ich I have taken account of in the heari ng

process and th is awa rd .

Susan Barke r has worked at the Col lege for some 20 yea rs and ho lds the pos i t ion of

Campus Connections Coord inator wi th i n the Corporate Market i ng and Communicatio ns

Department of the Barrie Campus of the Col lege . For prospective students at the Co l lege ,

the i r parents and a l so cu rrent students , she is the human face of the Col lege and i ts pub l ic

image . Her ro le is to set up on-s i te recru i t i ng events to ass ist prospective students i n

learn ing about the Col lege , its prog rams and services and why the part icu lar student shou ld

choose the Col lege as i ts education i nst itu tion .

On 1 March 2007 , the Col lege adv ised Ms . Barker that the pos i t ion eva l uation us ing

the new Support Staff Evaluation System had resu l ted i n her Payband be i ng set at G . The

Grievor fi led a g rievance aga inst th is outcome, c la im ing that the Payband ought to be set at

I i ns tead of the G Payband at wh ich the Col lege had estab l ished the wage . At Step One of

the g rievance process , the Un ion presented 1 5 factors/leve ls under rev iew and assessed

the po i nts on the PDF at 828 or Payband L . The Co l lege , on 5 October 2007 , adv ised that

i t d id not be l ieve there shou ld be any change to the po i n ts or the payband for the pos i t io n .

They a lso po inted ou t that the factors brought forward add up to more than that which was

g rieved . I t i s th is poi n t wh ich u l t imate ly shaped what the Col lege described as a pre l im i na ry

issue . I had to i n tervene i n the process lead i ng to the arb i tra t ion hea ring to get that matter
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reso lved and removed from what went on at the arb i t ra t ion heari ng . I wou ld l i ke to thank

the part i es fo r the i r co-operat ion i n reso lv ing those mat te rs .

The p rocess of d iscuss ion contin ued rig ht down to the day of the a rb i tration hea ri ng .

A rev ised PDF emerged from those d iscuss ions i n February 2009 . The Grievor was

advised that , from the Col lege 's perspective , they confi rmed the appropr iate pay band at G ,

compi l i ng a tota l of 508 po i n ts . By the time of the hearing , the re remai ned d isag reements

i n respect of 7 factors in the leve l and po ints for the Col lege as 508 and Payband G , and

653 and Payband J for the Un ion .

Factors i n D i spute

The five factors i n d ispute a re : # 1 A. Educat io n ; #2 . Experi ence ; #3 . Ana lys is &

Prob l em Solving ; #6 . I ndependence of Action ; and #7 . Servi ce De l ivery . Each of the

factors is dea l t wi th be low unde r sepa rate head i ngs .

1 . 1 A . Ed ucat i on : Rati nqs : Co l leqe Leve l 3 ; Un ion Leve l 4

Th is factor identi fies the m i n imum leve l of formal education that is requ i red to

pe rform the respons i b i l i t ies of the pos i t ion . The Col lege recommends a 2 year d i p loma ,

and subm i ts the cou rse work i n a 2 yea r Bus i ness D i p loma at the Col lege as an example of

cu rrent educat ion standa rds wh ich wou ld prov ide the necessary backg round to get started

at work i n g in th is pos i t ion . The Un ion pos i t ion is an h istorica l one , i n d icati ng that the factor

shou ld be h ighe r because i t was in previous job descri pt ion s descri bed as "Post Secondary

Educat ion 2-3 years" . The Un ion a lso subm i ts that the pos it ion is more i n the natu re of

marketing than a bus i ness one, and thus a 3 year Co-op d i p loma ought to be requ i red .

I find that the whole pu rpose of estab l ish i ng a new job eva luat ion scheme wi th the

new Support Staff Job Eva l uation System is to modify what has been done h istorica l ly .

Another object ive for the revis ion was to try to eva l uate the pos i t ion us i ng the cu rrent
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educat ion standa rds as a means to set the leve l a nd move away from the h is torica l

requ i rements . The new job eva l uation and job descri ption system does not p rovide for

ranges and requ i res a more prec ise articu la tion of the standard than d id the h istorica l

vers ion . Fu rthe rmo re , i t attempts to use cu rrent educat iona l standa rds rathe r than o lde r

nomenc latu re and standards .

The Educat ion and experie nce factors have been cons idered together , a nd the

in cumbent has cons iderab le expe rience i n the pos i t ion , but that does not mean that the

mi n imum shou ld reflect her persona l expe r ience i n the past . I t i s the pos i t ion that is be ing

eva l uated wi th regard to cu rrent education standa rds , not the pa rticu lar person i n the

pos i t ion based on h istorica l requ i rements . Job eva luation is concerned wi th the content of

a pos i t ion , not wi th an assessment of an i nd ivid ua l 's performance . For a l l of these reasons ,

I accept the pos i t ion of the Col lege on th is factor. Therefore , I rate the Leve l at 3 , wh ich is

a 2 year co l lege d i p loma .

2 . Experience : Rat i n .qs : Co l leqe Leve l 4 ; Un ion Leve l 5

Th is factor is to measu re the number of years of experie nce that needs to be

combi ned with the necessa ry educat ion leve l in order_to pe rform the responsi b i l i t ies of the

pos i t ion .

The Col lege departmenta l manager, if requ i red to post the pos i t ion , wou ld do so wi th

the requ i rement of 3 years of re levant experience . The Col lege notes that , wi th the

Education factor , the D i p loma wou ld requ i re co-operative p lacement . Th is aspect of that

deg ree means that the expe rience factor at 3 years adds anothe r yea r or more because of

the co-op work expe rience i n the d i p loma degree . On that bas is , the rat i ng is close to what

i t was previous ly . I t i s subm itted th is is cons istent wi th the pos i t ion requ i rements .

The Un ion a l so takes an h istorica l approach to th is factor, and ci tes the former job

eva luation system wh ich i n the j ob descript ion gave a range of 2 to 5 years . The essence
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of the Un ion 's subm iss ion is that 3 years is i nsufficient because Susan is cons istently be ing

asked to he l p i nd iv id ua l s in the Col lege wi th more exper ience than th is leve l .

As I s tated unde r the Education factor , the pu rpose of reeva l uat in g the job

eva l uation system was to break away from the o ld norms and take a fresh look wi th a

revised system . One matter which was addressed was to remove ranges and fix a number.

I n th is case , the fixed number is towa rds the centre of the h istorica l former range ,

pa rt icu larly i f account is taken of the co-op experience a new cand idate wi th a d ip loma

wou ld have .

The in cumbent has twenty years of expe rie nce at th is job . That makes her a ve ry

va lued and va l uab le employee . She has won awards and showed i n it iat ive in he r work .

Once aga in , I must emphas ize that the job eva l uation system is estab l ish ing a m in imum

requ i rement for someone to be ab le to get sta rted and move to the successfu l pu rsu i t of the

job for a long pe riod of time , as the i ncumbent has done . Moreover, th is factor does not

measu re the actua l experie nce of the i ncumbent . I do not find examples or ev idence that

conv i nce me that the experie nce factor shou ld be at 5 years , as the Un ion argues .

Therefore , I find in favou r of the Col lege on th is factor and rate the Leve l as 4 and not as
the Un ion submi ts .

3 . Ana l ys i s and Prob lem Solv i ng : Rati n .qs : Co l le .qe Leve l 2 & 3 occas iona l
Un ion Leve l 3 & 4 occas iona l

Th is factor measu res the complex ity i nvo lved i n ana lyzi ng s i tuat ions , informat ion or

prob lems of various leve ls of d ifficu l ty . I t a lso measu res leve ls of d ifficu l ty i n deve lop ing

options , so lu tions or other act ion to be taken .

The Col lege subm i ts that the work wi th students both i n the market i ng decis ion to

get i n d ivid ua ls to choose the Col lege as the i r schoo l and counse l i ng them wh i le they a re i n

the va rio us p rograms is of a routine natu re and is on ly pe rfo rmed with one student at a

time . Genera l ly speak ing , the leve l of ana lys is or prob lem so lvi n g is stra ig htforward .
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The Un ion subm i ts that good commun icat ions is the key to success i n the Campus

Connection pos it ion . The person must be ready to reso lve confl i cts i n many d ifferent

sett i ngs , from schedu l i ng of classes , examinations or othe r academ ic work issues of the

student , to h i r ing of students as "Peer Ambassadors" . Coverage of a l l pos i t ions at work

a lso adds to the compl exi ty of the decis ions to be made , a lthough the staffi ng issues for th e

ass ista nt 's absence due to late arr iva l or i l l h ea lth have been removed from the pos i t ion .

I fi nd that a good dea l of the work is of the natu re of advis i ng and commun icati ng

with a pa rt icu lar person and h is or her issue or decis ion to be made . These s i tuations or

prob lems a re brought to the i ncumbent by the cu rrent or prospect ive student . Thus , s i nce

they are eas i ly identified , i t i s a Leve l 2 defi n i t ion i n the Job Eva l uat ion Manua l . The

i ncumbent does not have to ident i fy the prob lem , a l though she does have some freedom i n

dete rmi n ing how the prob lem cou ld be reso lved .

However, the ana lys is and prob lem so lv i ng or persuas ion to choose Georg ian can

be more than mere ly "stra ightforward" , as the Col lege subm i ts . Sol u tions are most l ike ly to

requ i re co l lect ion of i nformat ion , not a l l of wh ich wi l l be ava i lab le without referri ng to others

and Col lege resources , and from time to time seek i ng add i t iona l i nformat ion form a sou rce

that th e person is unfam i l ia r wi th . Th is is more i n the natu re of Leve l 3 . What perhaps t i ps

the matte r more i n favou r of Leve l 3 is the "Peer Ambassador" aspects of the pos i t ion . The

incumbent is faced wi th the constant search for appropriate cand idates , choos i ng the best

ones to fi t varia b le requ i rements and then supervis i ng them in the i r activ it ies . The

prob lems associated wi th th is part of the pos it ion are not "eas i ly identi fia b le" and requ i re

more than "modi fication of ex ist i ng a lternatives or past practices" wh ich is the Job

Eval uat ion Manua l defi n it ion at Leve l 2 . Carefu l i nq u i ry is requ i red to fi nd the sou rce of

students and then to make the app ropriate h i r i ng decis ions . These dec is ions requ i re

thorough ana lys is , i ncl ud i n g compa risons wi th app l icant cand idates , and those who have

he ld the job in the past is important . For these reasons , I find th is factor ought to be at

Leve l 3 , as suggested by the Un ion .
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(i) The Occasional Element within the Factor

I n order to be recogn ized , th e "occas iona l " leve l must be at a h igher factor leve l than

that ass ig ned to the "regu la r & recurri ng" leve l , wh ich I h ave found above to be at Leve l 3 .

I n the i r respect ive rat i ngs of the pos it ion , both parties recogn ized an "occas iona l " e lement

to the i r eva l uat io ns , a l be it at d ifferent leve ls because they were at d i ffe rent leve ls on the

"regu la r & recu rr i ng" leve l . The Job Eva l uation Manua l requ i res that the "occas iona l" factor

is to be at a leve l h ig he r than the "regu la r & recu rring" leve l . Otherwise , the "occas iona l "

e lement and the assoc iated po in ts a re ig nored .

The s ituat ions and prob lems must not be "read i ly identi fiab le and ofte n requ i re

fu rther i nvestigation and research" . Of cou rse , th is on ly needs to occu r wi th i n the

requ i rements of the occas iona l e lement ; therefore i t does not have to occu r often . Th is is

the description of Leve l 4 . I n the past , both park i ng and fi rst a id issues found the i r way i n to

the Campus Connection area and added a d imens ion to prob lem solvi ng wh ich was not

necessa ri ly " read i ly ident i fiab le" . That i rr i ta nt , however , has s i nce been removed by the

bu i ld i ng of wal ls to enclose and separate the Campus Connection 's office , th us remov i ng

th is constant prob lem so lvi n g from the tasks performed .

However , there do appear to be s i tuations that a rise each year that requ i re

deve lopment beyond the efforts and capac i t ies of the Griever , b ut the p rob lem is ident ified

and a lways requ i res further i nvest igat ion . Examples i ncl ude : the recommendation for an

on- l i ne reg ist ration capab i l i ty to so lve the overload i ng of phone ca l ls to the centre ; the

ident i ficat ion and recommendat ion that res idence accommodation announcements to

students co incide wi th the acceptance to the Col lege program ; and the need for computers

in the Campus Connect ion a rea and recommend i ng and find i n g sponsors to p rovide

fund i ng for the improvement. These are a few i l l ust rations of prob lems which are not

a lways read i ly identifiab le , a nd requ i re fu rther investigat ion and research . Therefore , I fi nd

the occas iona l e lement ought to be recogn ized , as d id the parties . As such , I wou ld rate
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the e lement at Leve l 4 with i n th is factor .

6 . I ndependence of Act i on : Rat inqs : Co l leqe Leve l 2 & no occas iona l
Un ion Leve l 3 & 4 occas iona l

Th is factor measu res the leve l of i ndependence or autonomy of a pos i t ion . Certa i n

e lements must be cons idered , incl ud i ng the types of dec is ions that a person i n the pos i t ion

makes , aspects of the tasks that are dec ided by the person on h is or her own , and the

ru les , procedu res , past practice and qu ide l i nes that are ava i lab le to provide .q u idance and

d i rection . These cons iderat ions , as a who le , defi ne the parameters and const ra in ts of the

pos i t ion wi th i n wh ich the i ncumbent is free to act .

The U n ion subm i ts that the "Peer Ambassador" se lectio n , h i r ing and supervis i ng

j ustifi es the i r approach to a rat i ng of Leve l 3 . There is some ro l l ove r of the ambassadors

each term , and thus , th is pa rt of the work occu rs in eve ry term . Each student works 4 to 6

hours per week , resu l t i ng i n the affect that the i r combined effort is eq u iva le nt to one more

fu l l t ime person in Campus Connections . The U n ion a lso c i tes the i n i t iatives of the

i ncumbent in respect of: suggest i ng an on- l i ne inqu i ry process , now fu l ly imp lemented and

operat iona l ; students sharing what amounted to a potentia l gun v iolence s i tuat ion ; and the

G rizz ly Cub prog ram for students i n G rades 7 and 8 , wh ich Ms . Barker deve loped and

ach ieved a l l the necessa ry buy i ns and for wh ich an award from the Boa rd of D i rectors of

the Col l ege was g ranted i n recogn i t ion of her work .

The Col lege submi ts that th is factor is about the leve l of i ndependence or autonomy

i n the pos i t ion . They subm i t that the ma rketi ng aspects of the job are carried out with i n we l l

defi ned objectives created and set by others . She makes operat iona l decis ions th roughout

the day , but they are with in rout i n e gene ra l processes and gene ra l gu ide l ines . The re is i n

effect a set work rout i ne . The Grizz ly Cubs has not been part of the pos i t ion for 2 years .

However, when i t was i n operat ion , i t was a ve ry successfu l event and some of those

former g rade schoo l students are now at the Col lege as regu la r fu l l t ime students .
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I fi nd that the examples put forward by the Un ion do show the pass ion and

understand i ng that the Griever bri ngs to he r job . She has i n connect ion wi th these va rio us

matte rs over the yea rs acted i n a very i ndependent and sometimes autonomuous manner

on se lected occas ions . However, th ey a re not pa rt of th e day-to-day job rou tine , or even on

an occas iona l bas is . They are various matters that the i ncumbent recogn ized and

suggested poss i b le so l u tions , wh ich , with the he lp of others i n the Co l lege , d id become

rout i ne , or at least i n some cases for some l im ited t ime . They are not part of the pos it ion ,

but the i ncumbent has brought th is i n i t ia t ive to he r persona l work . As stated above , job

eva l uation is concerned wi th the content of the pos i t ion , not an assessment of an

i nd ivid ua l 's performance . I have a lso taken account of some of th is under the occas iona l

e lement i n Factor #3 "Ana lys is and Prob lem Solv i ng" , and I f i n d i t i s more appropriate to

account for these matters the re . I n ra t i ng the pos i t ion , I ought not to and do not take

account of these activit i es with i n th is factor. Therefore , I accept the Col lege 's subm iss ion

that the pos i t ion is p roperly wi th i n Leve l 2 .

(i) The Occasional Element within the Factor

I n order to be recogn ized , the "occas iona l " e lement with the factor must be at a

h ig her factor leve l than that ass ig ned to the "regu lar & recu rri ng" leve l , as I po i n ted out i n

the d iscuss ion of the pri or Factor. Un l ike in Factor #3 "Analys i s and Prob lem Solvi ng" , the

pa rties i n d iscuss i ng th is factor do not ag ree that there is an occas iona l e lement to the

factor under cons iderat ion here . The Co l lege d id not rate th is Leve l , wh ich I take to mean

they view i t as not present .

I n that respect , I ag ree wi th the Co l lege . I fi nd that the occas iona l e lement is not at a

factor leve l h ig her than that ass ig ned to the "regu lar & recu r ri ng" aspects of the factor. The

va r iety of in it ia t ives the in cumbent took is a reflection of her contri b ution to the pos i t ion ,

a long wi th her loya l ty and devotio n to her work at the Col lege . I find that wh i le she herse lf

may have funct ioned at a h ig her leve l , the occas iona l e lement does not come i nto p lay with

the pos i t ion . Th is is a class ic i l l ustrat ion of the need to rate the pos i t ion as opposed to the
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i ncumbent who is pe rfo rming the work . Such a fin d i ng means that under the job eva luat ion

system , the manua l req u i res that th is e lement and the assoc iated po i n ts must be ignored .

Therefore , I reject the Un ion 's pos i t ion on the occas iona l e l ement wi th i n th is factor.

7 . Se rv i ce De l i very : Ratinqs : Co l leqe Leve l 2 ; Un ion Leve l 4

Th is factor assesses the requ i red manne r i n wh ich the pos i t ion de l ivers service to

customers . I t is not to be used , howeve r , to assess the i ncumbent's in terpersona l

re lat ionsh ip wi th customers .

The Un ion subm i ts th is pos it ion is c lea rly defined i n Leve l 4 . The i n cumbent des ig ns

services for prospective and cu rrent students , parents , teachers by completing such

act ivi t ies as : Fa l l Open House , pr ivate campus tou rs , g roup tou rs , P review Sess ions and

Orientations . She ident i fied ba rriers to recru i tment such as the fact that the Campus

Connect ions faci l i ty d id not have seat i ng for fam i l ies and students wh i le they engage in on

l i n e act iv ity . She unde rtook and so lved the prob lem so that there wou ld be improved

Serv ice De l ivery in the market i ng of the Col lege . She does ana lys is of the competi tors

prog rams and adjusts the system at the Col lege to ma i nta in or ach ieve competi t ive

advantages in the way the Georg ian Co l lege services a re de l ivered . The pos i t ion requ i res

prem ier customer serv i ce over a mul t i tude of de l ivery mechan isms , a long wi th sound and

effic ient dec is ion-mak i ng and advice .

The Col lege subm i ts that the service de l ivery is centered on p lann ing of p romot iona l

events , a nd meeting wi th i nd iv id ua l app l icants and the i r fam i l ies to ass ist them to

unde rstand the co l lege process and the opt ions ava i lab le to them . Al l the services a re wel l

defined , and the i ncumbent mere ly se lects or recommends the best opt ion based on the

customer's needs .

I fi nd that the pos it ion does not requ i re the des ign of services for othe rs , as is

requ i red by the descri p t ion i n the Job Eva l uation Manua l i n Leve l 4 . The factor measu res
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the man ner i n wh ich serv ices are de l ive red . I n that context , the i ncumbent , on a l i tera l

read i ng of the manua l , m ig ht say I "design services for others by obtaining a full

understanding of their current and future needs". However , i f one th i n ks not of the des ig n ,

bu t how the service is de l ivered and the serv ice re lationsh i p in do i ng so , the pos i t ion i s not

wi th in the manua l descr i ption at Leve l 4 . I fi nd it part i cu lar ly apt that i n the "Notes to

Raters" , Leve l 3 is to be d ifferentiated from Level 2 because of the need to "ta i lor service" .

However, wh i le , as the Col lege subm i ts , i t i s correct that on many occas ions the

pe rson is determ i n i ng wh ich opt ion best su i ts the needs of the customer , wh ich is Leve l 2

on matte rs of prog ram se lection and genera l advice to prospect ive and cu rrent students

the re is a need to ta i lor the service to the student's s i tuation . Th is is the cruc ia l area wi th

prospective students about how to close the market i ng of the Col lege in favou r of that

i nst i tu t ion . Therefore , I find th is pos i t ion square ly fi ts wi th i n the descri pt ion of "Notes to

Rate rs" as set out i n Leve l 3 at page 22 of the May 2009 Job Eva l uation Manua l .

Therefore , I rate the pos i t ion at Leve l 3

CONCLUS ION

The tota l po i nts , when adjusted as rated by th is awa rd , a re "regu lar & recu rring" 538

and "occas iona l ' 1 5 , for a tota l of 553 . That po i n t tota l p laces the pos i t ion with i n Payband

H , the range i n the manua l be ing between 520 - 579 . See the attached rat i ng sheet .

The parties are hereby d i rected to take the necessa ry steps i n order to imp lement

th is decis ion and prov ide the G r ievor wi th retroact ive pay to the date of the g r ievance i n

accordance with the Payband determination of th is Award . The Col lege is d i rected to make

the ret roact ive payment not later than s ix weeks from the date of th is Award . I f there are

any d isputes as to the implementatio n of my awa rd , I reta i n j u risd ict ion to reso lve those

d isputes and iss ue a supp lementary awa rd to complete the process of ensu ring that the

Griever is pa id approp ria te ret roactive pay in accordance wi th what has been as setout

here i n th is Awa rd .
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I wi l l remai n se ized of th is matter with j urisd ict ion to complete the monetary payment

aspects of th is award for a pe r iod of 30 days from the date he re in . E i the r pa rty may on

wr i tten request to the Arb i t rator ask me to reconvene the hea ri ng for the pu rposes of

deter ri ng the monetary aspects of th is awa rd . I f no wri tte n request i s rece ived wi th i n the

stipu lated t ime frame , I wi l l no longer reta i n j u risd i ction over the implementat ion of the

remedy a ris i ng from th is Award .

DATED at LONDON , ONTARIO TH IS 1 2th DAY of APRI L , 20 1 0 .

Arb itra tor
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Arbitration Data Sheet - Support Staff Classification

Co l lege : Zncum ben t : Supe rv lso r g_d ,
Poyha nO .eq oes ted by Orle,or :

t . Conce rn ing th e a tta ch ed Pos it io n Descr ip t ion Fo rm :

a The pa rt ie s ag reed on the con ten ts n

2 . The a ttached Written Su bm ission is from : a

Factor

The Un ion d is ag rees w ith the con ten ts and the
spec ific de ta i ls a re a ttached ,

The Un ion a The Co l lege

Union

Tota l Point= Ca) + (b)

Resu lting Payband

Signatures :

(Gdevor)
(Da te)

ege Repres n taUve)
3 /, /, o

(Da te)

(Union Representative) . , (Da te)

C'Arbitratdr's Signature)


