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The purpose of this Memorandum is to provide members of Council with the results of the investigation into
the feasibility of the City of Barrie becoming a living wage employer. This investigation took place in
response to motion 19-G-286 approved by Council on October 28, 2019.
Please note employee information in this memo is reflective of the staff population at the City of Barrie and
does not include details for service partners such as Barrie Public Library and Barrie Police Services.

LIVING WAGE EMPLOYER CERTIFICATION LEVELS
Living Wage Ontario has developed a Living Wage Employer Program with phased implementation and
three levels of certification as noted below.
1. Supporter
All full-time employees earn a living wage. The Employer is committed to begin raising the pay of all
part-time employees.
2. Leader
All full-time and part-time employees earn a living wage. The Employer commits to including living
wage requirements in service contracts and will encourage service contracts to raise the wages of
their employees to a living wage level.
3. Champion
All full-time and part-time employees earn a living wage, and all of external service contracts pay a
living wage.
LIVING WAGE EMPLOYER CERTIFICATION PROCESS
The steps below outline the anticipated process and costs of certification should Council wish to proceed.
1. Expression of Interest. Complete initial contact form. Manager of the Ontario Living Wage
Network employer program will make contact to discuss certification details and answer questions.
2. Application Review and License Agreement. A review of the application and contact with
applicant to address any questions and determine the level of recognition. Applicant will sign the
license agreement and pay the employer certification fee (noted below).
3. Certificate Presentation. Arrangement for presentation of the Living Wage Employer Certificate.
4. Recognition. Public recognition of the organization or business through social media, events and
publications. The business or organization will be listed in the Living Wage employer directory
and map.
5. Periodic Review. Each year, on the anniversary of certification, a renewal survey is sent and
invoice for the annual employer certification fee. When the living wage calculation is updated,
contact will be made to advise of the new rate. Employers have six months to make adjustments
once the new rate has been announced.
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There is an annual charge associated with the certification as noted below:

* www.livingwageontario.ca
SIMCOE COUNTY LIVING WAGE
The County of Simcoe’s Social and Community Services staff, in collaboration with the Poverty Reduction
Task Group and the Ontario Living Wage Network, establishes the living wage rate for the area. The last
published recalculation was issued January 2019 establishing the living wage at $18.01 per hour. The
detailed report, including methodology and detailed breakdown of costs, can be found at 2018 Living Wage
Recalculation for Simcoe County Report.
These rates are reviewed and updated regularly however, as noted by the Living Wage Network on
November 2, 2020 the organization made the decision not to proceed as noted below:
“Well, this is going to be a Living Wage Week like no other. For starters, we are not releasing any
new or updated living wage rates, as we usually would on the first Monday of November.
Along with our local organizers, we decided there was no way to calculate 2020 living wage rates
that would provide a useful representation of living expenses in the coming year. A few reasons
behind this decision:
•
•
•

Many calculations depend on local non-profit organizations such as United Ways, social
planning councils, and development organizations whose resources are already stretched
thin.
The calculations rely on 2019 factors and price indicators that will not be relevant in 20202021.
In the interest of consistency, a pause in calculations now could avoid any wild fluctuations
over previous and future years.

Almost all of the regional calculations have undergone a year or more without an update. We’ve just
never pressed pause for all of them at once.”
www.ontariolivingwage.ca/_livingwageweek2020
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LIVING WAGE IN OTHER MUNCIPALITIES
Staff undertook a scan of municipalities across the province and discovered that, while many
communities are examining living wage as a means of addressing poverty, only a handful have become
certified as living wage employers, as noted in the chart below.

Municipality
City of Cambridge
Municipality of North Perth
Huron County
City of Kingston

Approval by Council
November 2015
May 2019
December 2019
January 2020

Living Wage Level
Supporter
Supporter
Supporter
Supporter

CITY OF BARRIE EMPLOYEE INFORMATION
Full Time Employees
The City currently has a total of 980 active employees in the SAP system at full time hours (35 hours or
more weekly) in either permanent or temporary/casual positions.
The lowest hourly rate of pay for each employee class, excluding students, is as follows:
Employee Group
Non-Union
CUPE
BPFFA

Hourly rate
$28.30
$20.82
$28.28

Effective date
January 1, 2020
January 1, 2020
July 1, 2020

Part Time Employees
The City currently has a total of 419 active employees in the SAP system at part time hours (working less
than 35 hours weekly) in either permanent or temporary/casual positions. Part-time employees only fall
into one employee class as part-time employees are excluded from CUPE and BPFFA. It is important to
note that some part time positions are paid at the same rate as any one of the employee classes provided
the position meets the criteria for equal pay.
The lowest hourly rate of pay for each employee class is as follows:
Employee Group
Non-Union

Hourly rate
$14.92
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IMPACTS OF BECOMING A LIVING WAGE EMPLOYER
The City of Barrie is already paying its full-time employees above the current living wage rate set for Simcoe
County ($18.01).
In the event Council is interested in proceeding with commencing the certification process to become a
Living Wage Employer it is important to understand that the ‘Supporter’ level would require the City to have
a documented plan to move those working less than full time hours to the living wage. The implications of
this requirement are outlined below.
Moving Part Time Employees to Living Wage
Moving all employees who are currently below $18.01 on the part-time wage grid up to this wage rate will
include the positions noted in the chart below. This would also result in the elimination of the bottom two
levels of the part-time non-union pay grid.
BAND
4

3

Position Title
Assistant Instructor (Dance)
Senior Camp Leader
Assistant
Instructor
(General Senior Inclusion Camp Leader
interest)
Senior Skate Attendant
Assistant Instructor (Sports)
Youth Program Leader
Child Care Attendant
Elections Assistant
Custodian
Camp Leader
Program Monitor (pre-school)
Greeter
Program Monitor (Sports/Gym)
Inclusion Camp Leader
Skate Attendant
Fitness Monitor

While this change may seem relatively simple there would be implications to the way our current pay grid,
and internal equity, is structured and administered which serves an important purpose.
1. Internal Equity
Internal equity exists when employees in an organization perceive that they are being rewarded fairly
according to the relative value of their jobs within an organization. It occurs when employees perceive that
they are being compensated in a fair and equitable manner according to the relative value of their jobs
within their organization. Shrinking the differential between pay bands by elevating one role and not
subsequent roles in the structure may create issues with internal inequity. This could result in additional
costs to the City.
As an example: The Skate Attendant position sits in the lower Band 3, and one band above that (4) is the
Senior Skate attendant position. Part-time staff are promoted from skate attendant to senior skate
attendant when a position becomes available, and they have the required experience to be effective in the
senior skate attendant position, which has a greater level of responsibility. If both of these bands are
eliminated, and both the skate attendant and senior skate attendant positions were paid at $18.01, the
following issues would arise:
a. Incentive to take on the additional duties of the Senior Skate Attendant would be lessened given
that the junior role would pay the same.
b. The Senior Skate Attendants could argue unfairness in compensation provided for work done, as
they would be given the same compensation as the staff who come to them for direction and
assistance.
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2. Pay Grid
All of the City’s pay grids include both pay bands and pay steps within each band. The existing non-union
part time pay grid is included as Appendix A.
At the City, positions in bands 3, 4 and 5 of the part-time pay grid are geared towards high school and postsecondary level students, looking to earn some income on weekends and in the evenings while attending
school. Part-time positions that might attract adults that make part-time work their regular income and
career generally start at band 6. The starting wage for band 6 is currently $18.70, above the rate set as
the living wage defined by the Living Wage Network Framework.
Moving all part time employees in the bottom two pay bands to a single rate would impact the existing
progression through the pay grid that would be maintained for others in higher levels.
The Part-time and Student pay grids are designed intentionally to overlap. The top steps of the student
grid levels are the same rates as the bottom steps of the part-time grid levels. This is to ensure a seamless
transition in wage, when students who are in part-time jobs during the year, transition to full-time student
jobs in the summer. The job itself is exactly the same job they were doing as a part-timer, but in order to
be allowed to work full-time in the summer, they must be re-classified from part-time to student worker or
else the position would fall under the CUPE Collective Agreement. If a wage rate of $18.01 were
implemented for the part-time grid, but the student grid was not matched, the City would be facing a situation
whereby someone doing the same job could be making a different rate depending on the months employed.

3. Financial
In order to appropriately illustrate an annualized impact staff analyzed 2019 operational hours for those
employees not working 35 hours or more, calculating the impact of elevating the hourly rate to the current
living wage. This was done since 2020 data would be unreliable. Approximately 25% of the total part time
employees were paid below the $18.01 in 2019.
The financial impact would be approximately $200K and is largely dependent on entitlements of employees
beyond gross pay (pay in lieu of benefits etc.), what the part time numbers would be at implementation, the
living wage at that time as well as any changes to pay rates at the City as a result of an approved economic
adjustments. In addition, the potential of additional costs associated with adjusting pay grids would have to
be considered.

Prior to making a decision to proceed with the certification process all of the implications noted would require
careful consideration and a phased approach so that critical elements of internal equity and pay grid
structure were maintained while ensuring a gradual financial impact to the City.
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