CITY OF ORILLIA

TO: Council Committee
FROM: Dawn Silver, CEOQ, Orillia Public Library
DATE: October 14, 2009

SUBJECT: Library Staffing Study

Recommendation

THAT Council accept the recommendations presented in the Staffing and Organizational
Structure Study.

Background

As part of the work surrounding the new Library building, a staffing and organizational
structure study was commissioned and completed in March 2009. The consulting team of
Libraries in Transition with Peggy Walshe, A.F. Church, and Stan Squires reviewed key
documents, led a workshop with the Library Board as well as conducted interviews and
discussions with staff, City and community representatives. Human resource practices were
evaluated and both City and Board policies along with staffing practices investigated.
Comparisons with similar libraries were made and key performance indicators reviewed for
elements important to staffing. The consultants also provided a staffing and training action
plan for the transition stages to the temporary library and ultimately to the new Library.

Analysis and Options

The consultants found that the organization needs to update job descriptions as they do not
reflect the current and planned future Library functions. As well a job evaluation process is
not in place and needs to be established. Succession planning needs to be implemented in
the near future and a recruitment plan needs to be put in place. Staffing levels were found
to be too low and the ratio of part time staff to full time is higher than recommended.

To facilitate Library operations toward new services and an increase in demand by the
public, it is recommended that the organizational structure be revised as follows:

Create two new Manager positions: Manager of Administrative Services and Manager,
Community Development and Marketing.

Create a Virtual Librarian position for Information Services.
Create a System Technician position to allow for increased computer services.

Change the structure and increase hours for a Manager of Circulation and Technical
Services.

Page 3 of 23T



Page 2 of 2

Increase the hours for Children’s Services moving towards more full time positions and
reallocate staff to provide more Teen Services.

Increase the hours for Technical Services moving towards more full time positions.

The new staffing structure will reflect the changes in service delivery that have already taken
place and will take place in the future. It will be highly integrated and interactive while being
able to respond to changing service priorities, staffing pressures and community
demographics. Most importantly it will provide appropriate levels and FTE'’s of staffing in
management, supervisory and staff streams in departments which will allow for equitable
sharing of duties. By evaluating the Strategic Plan and future Library trends, themes have
emerged that need to be incorporated in to any new Library organization. These include:

» Community development and outreach
> Increased programming

The importance of technology in all aspects of operation. .

The need to ensure that the CEO is freed from the day-to-day functions in order to focus on
planning, keeping the Library on its future path and assisting the Board in its key advocacy
functions.

Staff development and succession planning.

Financial Impact

With the increase in staffing levels, there will be an increase in the staffing budget
commensurate with the new positions. The complete details are still being worked on for
submission in the 2010 budget.

Sufnmau

Without the increase and reorganization the Library and the City of Orillia is at risk of falling
behind in the services it can provide and underutilize the new Library building it is in the
process of building. Many of the recommendations have already been put into place and
the results are being seen in increased productivity, Library usage and we can anticipate
similar results from the increase in staffing.

Prepared and recommended by:

Dawn Silver, CEO
Orillia Public Library

Attachment:
o Staffing and Organizational Structure (Final Report)
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1.0 EXECUTIVE SUMMARY

Orillia Public Library contracted with the Consuiting Team of Libraries in Transition, A.F Church &
Associates and Stan Squires and Associates to assist the Library with the review of current staffing and
organization structure and with the creation of a new staffing and organization plan as the Library moves
towards its new Library facility.

In preparing its plan, the Team reviewed all key documents, conducted consultation sessions and a
survey with staff, met with the Project Committee, led 'a workshop with the Board, as well as conducting
interviews and discussions with City staff and community representatives. The full range of human
resources practices and processes were studied, from City policies and procedures that affect the
Library’s Human Resources actions, to Board policies and staffing practices. Comparator libraries were
also selected and their key performance indicators were reviewed for those elements important to
staffing. In addition, the consultants provided a recommended staffing and training action plan for the
transition stages to the temporary Library facilities and ultimately to the new Library.

In summary, the Consultants concluded that:

e The organization chart and job descriptions do not accurately reflect the current and planned
future Library functions.

= Some Board policies are in place but others need to be updated and a rigorous updating cycle
implemented.

® Ajob evaluation process is not in place and needs to be established.

« The City plays a limited role in human resources practices yet many policies and benefits enjoyed
by the Library reflect those of the City.

e Succession planning needs to be initiated in the near future.
» A proactive recruitment plan needs to be put in place.

o  Staffing levels for the library catchment areas the Library serves are too low. At least 6 extra
positions are recommended.

e The ratio of part time staff to full time staff is higher than recommended.
« A specific budget line for staff training needs to be reinstated.

In order to update the organization structure and redirect the operations towards new services in demand
by the public, it is recommended that the organizational structure be revised, as follows:

e Create an organizational structure with 4 Director reports, along with a Manager of Administrative
Services, an assistant and a City staff member. The recommended structure:

o Distributes the day-to-day operations to others, allowing the CEO to focus on planning
and coordination of the Library's upcoming transition.

o Provides an opportunity for training and succession planning for the Library.

o Update operational areas to reflect new practices, services and technologies

@Libraries in Transition, A.F. Church & Associates and Stan Squires and Associates, March 2009. 1
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o Include a Virtual Services Librarian in Information Services
; o Rename Children’s and A/V Services to Children's and Youth Services

¢ Rename Technical Services to Automated Services and create a dedicated library
Systems Technician position
o c Amalgamate the supervisory roles for Circulation Services and Technical Services into
: one position (Manager, Circulation and Technical Services} and locok to outside vendors’
services to assist in some current operational functions

o Create an outward-looking, marketing position through the redirection and creation of the
Director of Community Development and Marketing

f‘ During the transition to the new building, two contract positions are recommended for the life of the new
Library project: Coordinator, Collection Management and Coordinator, Staff Training.

In terms of staffing, therefore, new/replacement positions recommended for the Library include:

e Director of Community Development and Marketing (new position with internal incumbent)—
reporting directly to the CEO

1 e« Manager, Administrative Services (new position)—reporting directly to the CEO

s Virtual Services Librarian (new job in an opening)—reporting to the Director, Information
Services
Systems Technician (new position)—reporting to the Director, Automated Services

¢ Manager, Circulation and Technical Services (amalgamated with part- time incumbent)—
reporting fo the Director, Automated Services

e Full time Processing Clerk (amalgamating two part time positions)—feporﬁng to the new
Manager, Circulation and Technical Services

The Consultants also propose an extensive training program for all staff, especially during the time of
transition.

Blibraries in Transitioh, A.F. Church & Associates and Stan Squires and Associates, March 2008.
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2.0 INTRODUCTION

The City of Orillia Public Library contracted with Libraries in Transition, in association with A.F. Church
& Associates and Stan Squires and Associates, to conduct a study of the Library's staffing and
organizational structure.

The objectives of the Staffing and Organizational Structure Study are to provide Orillia Public Library
with:

O an organizational review, assessing the efficacy and effectiveness of the organizational
structure;

0 a staffing review, assessing staffing requirements;

O an analysis of organizational structure and staffing that relating to the Library’s Strategic Plan
for 2007-2009; and,

O an examination and analysis of the Library’s ‘business’ as it relates to staffing and structure.

Our consulting team espouses the philosophy of Form Follows Function and, accordingly, through our
approach, addresses the client's questions:

O Are we currently providing the facilities and programs that are of the greatest importance to
the community?

O Have we kept pace with the community’s demands and expectations?
0 Are we adequately and appropriately staffed to meet current and future expectations?

To meet the objectives and respond to these questions, the final report will provide a clear summary and
analysis of the organizational and staffing, an analysis of the Library’'s "business”, identify gaps in
services, and make recommendations that will align these critical elements in order to meet the Library’s
desired outcomes. From those will flow a concise action plan that the Orillia Public Library can use to
implement the recommendations. /

3.0 ENVIRONMENTAL SCAN

3.1 Community Environmental Scan

Located north of the large metropolis of Toronto in an area defined as ‘cottage country’, the City of Orillia
and environs are primarily agricultural with mineral and some forestry industry capacities. However, with
its proximity to Muskaoka, it is recognized more as a tourist destination particularly attractive to summer
cottagers and visitors. Casino Rama, a huge tourist attraction not only appeals to gamblers but also is a
state-of-the-art entertainment centre.

Culturally, Orillia is a venue for museums including the Stephen Leacock Museum, the Ontario provincial
Police Museum, the Orillia Museum of Art and History and the Orillia Opera House, located on the same
site as the Library. Parts of the local First Nations history is displayed at a National Historic Site called the

©Libraries in Transition, A.F. Church & Associates and Stan Squires and Associates, March 2009. 3
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Mnjikaning Fish Weirs. Local waterways appeal to many tourists and cruises on Lake Couchiching and
Lake Simcoe are offered.

The educational sector has recognized Orillia as an ideal site for new facilities. Georgian College of
Applied Arts and Technology provides a range of programs for students. The Learning Centre-Georgian
Bay Career Centre provides upgrading and retraining programs for adults. Lakehead University of
Thunder Bay has recently established a new campus in Orillia and offers students three new programs in
Arts and Science, potentially leading to a degree in Education.

3.1.1 Demographic/Economic Scan
Although Simcoe County’s population growth has exceeded the provincial growth of 6.1% (1996 to 2001)

and 6.6% (2001-2006) respectively, Orillia's growth for the same timeframe has slowed somewhat over
the last 10 years (4.6% 1996-2001; 3.9% 2001-20086).

According to the Census, the 2006 Crillia City population was 30,258. The City of Orillia’s forecast for
2011-2031 population based on the 2006 Census is 42,344; however, it is already -377 below the
projected 2007 figure of 31,232. However, as is explained later in this report, the Library serves a much
larger catchment area than that defined and projected by the Census for the City.

If this trend is continued the 2031 population figure could be closer to 40,000. However, there are many
factors including the new GO-train service to Barrie and the Highway 400. This will undoubtedly have an
impact on increased growth along the Highway 400 corridor and moving further into the Orillia area. The
growth in Simcoe County is one such indicator.

Orillia's population characteristics by age cohorts, compared to the Provincial growth patterns are
interesting.

_Table 1

__AgeRange . ‘| Orillia_| population ulation
Age0-14 . |' 4990 - 16.40% L 18%
‘Age 1565 | 19475 8,300,300 68%.
‘Over85 - 1,649,180 14%

' Total Sl 30,260 | 10712160280

* subsét of over 65

These statistics are comparative, showing the progression of ages. In comparison to Ontario, Orillia’s
population is aging at a higher rate. Traditionally, one of the Library’s biggest user groups is comprised of
older adults. If the 55 to 65 age group are added fo the “older adult” cchort, this population will become
even more significant. This is a consistent trend seen in Ontario libraries, although for those communities
outside GTA in what has been defined cottage country, this trend is more marked.

@Libraries in Transition, A.F. Church & Associates and Stan Squires and Associates, March 2009.

Page 10 of 23T




3.1.2. First Nations Community
One of the largest growing demographic groups in Canada, according to the latest Census is the
Community of First Nations. This is a particularly important demographic for Orillia and its future services.

According to the 2001 Census, the Mnjikaning First Nation and Rama First Nation communities
accounted for a population of 597. In the 2006 Census, this population increased to 846. This number,
however, reflects only the on-reserve First nation population. First Nations people living in Orillia itself
number 1,325 according to the 2006 Census.

3.2 Internal Library Environment

This section of the report describes the internal library environment, based on trends research from
professional literature relating to public libraries, to information seeking and to culture and recreation.

3.2.1 What is Qur Business?
Recent speeches made by public officials across Canada state what libraries have always known.

“For information, enlightenment and entertainment, public libraries are of the utmost importance
to our social fabric, they support literacy, learning and the search for knowledge.”
(December 2008. Lindsay Blackett, Minister of Culture and Community Spirit, Alberta)

“This investment will help the library promote lifelong learning and contribute to skills
development in Ontario.”
(March 2008. Aileen Carroll, Minister of Culture)

“Our public libraries play a key role as community hubs of learning and literacy,”
(February 2008. Aileen Carroll, Minister of Culture)

In 2007 a comprehensive groundbreaking study of public libraries in the United States in the 21st century
was published. Long Overdue: A Fresh Look at Public and Leadership Attitudes about Libraries in the 21
Century was produced by The Public Agenda with the support of the Americans for Libraries Council and
The Bill and Melinda Gates Foundation. The national survey conducted for this study revealed that an
overwhelming number of residents believe that public libraries will continue to play a vital role in the
community and that their communities must have well-functioning public libraries in order to be healthy
and strong. The top priorities are:

e basic services should remain free of charge;

e the library should have enough books for children;

o the library should provide numerous reference materials;

o the library should be staffed by friendly knowledgeable librarians;

o the library should provide convenient reading hours and well-maintained buildings;

= the library should provide special programs for children; and

s the library should provide books and information that are easily organized for easy self-service.

In 2008, Twitter®, Facebook®, RSS and Web 2.0 social networking technologies have redefined the
library, but has the original business of the public library changed? The answer is an emphatic no. The
core values remain even though the means to store, access and retrieve those information resources has
changed.

While the ways the library delivers its range of services may change and evolve with new technologies, it
is clear that the core values and mission of the public library will continue. The specific communities the
Library may choose to prioritize in terns of services in any given time will uniquely define each public
library. For instance, a branch library in a growing, residential community may choose to focus or prioritize
its collections, services and programs towards children, whereas a library located in a downtown,

@Libraries in Transition, A.F. Church & Assaciates and Stan Squires and Assaciates, March 2009. 5
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established older adult community may direct more of its attention to adult collections, services and
programs

Public libraries have been advocates of social inclusion for many decades. Due to its egalitarian nature,
the Library tries not to leave any community member without the information services he or she reguires.
Social inclusion will be an important factor in Orillia’s long term planning. One group that requires special
attention is the First Nations community. The census data and growth of this demegraphic reflects the
impact of this community will have on the whole community and the future of the Library’s services.

Another group that is incorporated within the social inclusion net is the youth community. Often excluded
from other community venues, the teen/youth population is one of the most challenging for any public
library to serve. It is also the future population of our community—the library has a responsibility to assist
in reinforcing the importance of literacy and information seeking to this group.

The growing poputiation of older adults will also dictate and define the business the public library is in.
Again, Orillia is in good company. Most libraries are now adopting the redefinition of this cohort based on
its size and influence. Now identified as the age group from 50 to past 80, libraries are defining their
products and services that will maintain and attract this loyal user community.

So, what business is the Library in? In short, the Library is in the information and community development
business. The Library is the pre-eminent community source for access to, and delivery of, information,
through collections in all formats, by computers, through personal research in an attractive community
setting, or through an engaging exchange of information with others, on site or on line. The Library's
audiences will shift and change with the dynamics and needs of the community. But essential o the
Library is its free and open access for all.

In order to provide services and programs for all members of Orillia population there are many operational
steps that are required. The ramifications of support by the Crillia Public Library to social inclusion go
beyond the provision of reading materials, e-services, information and literacy support.

The Library has to adopt clear directions as follows:

* Provide an ongoing review of how all services are provided to all sections of the Orillia
community

s Develop work plans and pnormze resources and review them annually

= Organize an effective training plan to enable staff to implement change effectively

s Ensure that all staff receive cultural awareness fraining to enable sensitivity and awareness
of the need of members of minority communities

»  Work with relevant groups, agencies and services to promote cultural diversity

s Improve the recruitment of staff to reflect the profile of the community

s Market library provision o groups and individuals who can be characterized as non-traditional
library users

s Select and present library materials attractively and ensure easy access to the collections

» Develop an ongomg evaluation process to review impact of library services in tackling
exclusicn and improve.

3.2.2 Overview of the Orillia Public Library

Library Structure

The Orillia Public Library, at 13,250 square feet, consists of one central location in downtown Orillia. The
building shares its site with an historic Opera House. Redevelopment of this site to include a new main
Library building, a farmers’ market and the Opera House has been the subject of major discussions for
Council and the community over the last few years. The Library building has had additions and magjor
repairs over the years. Discussions regarding a future new library facility were made urgent by the
collapsed roof over part of the original Carnegie building.

©Libraries in Transition, A.F. Church & Associates and Stan Squires and Associates, March 2008.
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The Library building occupies two floors. Technical Services, Children’'s Services, the staff area, stack
storage, all adult fiction, audiovisual collections, as well as Circulation services occupy the ground
level/semi-basement area. The second floor includes Reference Services, the reading/program room, the
Orilliana collections, teen collections and administrative services offices.

Tours of the building show that it is severely overcrowded and difficult to navigate. There is no capacity
for growth. Shelving for collections throughout the building is cramped and crammed full to overflowing,
even with the best efforts of staff to cull collections. The Children’s area is in desperate need of space
and a separate area for children's programming. It is in this area that the Library Board conducts its
monthly meetings, thus adding additional pressure to the limited space for children. The office areas for
support services are quite undersized as is the automation services area.

On the first floor, the circulation desk at the front is cramped and difficult for staff to perform all of their
required duties, especially during peak service times. Security and site lines are a definite challenge on
this floor.

The second floor appears more spacious due to higher ceilings and provides excellent reading tables for
quiet and group study. There is a small reading lounge area situated adjacent to display shelving with the
latest newspapers and journals. Due to the critical lack of space, teen and adult programming takes place
in this lounge area by moving furniture around and blocking access to the public during these
programming ‘sessions.

Parking is available at the back of the Library along with some street parking at the front of the building.
Sufficient parking is critical for this library facility especially in light of its older population and young
families with strollers and young children. Not all citizens live downtown and as this is a library with no
other branch locations, the use of library services will be wholly dependent on coming to this location from
near and far.

User population

While the City estimates Orillia’s population in 2007 at 30,856 people, the Library serves a population of
nearly 63,000 people due to contractual arrangements for library services with adjacent jurisdictions. One
contract serves 20,031 residents of the Township of Oro-Medonte with an increase of 1,700 since 2001;
the second contract serves the 12,030 residents of the Township of Severn, an increase of 900 since
2001(Census 2006). This disconnect between actual city population and population served is unique in
Ontario. Similar comparator libraries are difficult to find.

The expanded catchment area for the Library will impact Orillia library service provision in future years.
One scenario will be the end of the service contract and the funding to Orillia, if either of the two service
communities decides to develop their own services. Another scenario could be a further rapid increase in
population matching the existing Simcoe County development. Either scenario would place major
demands and pressures on the Orillia library.

The usage statistics by Oro Medonte and Severn residents are 278 and 274 resident registrations
respectively in 2007. This is a reduction from 2006 registrations of 50 patrons or a 10% decrease.
Undoubtedly a new library building will reverse this trend; it does point to an opportunity for Orillia to
market its library resources.

A new library building also invariably attracts increased usage and in particular children. The 2006
Census identifies the potential pressure points for the anticipated increased usage. There are no
additional service points in Orillia to relieve this pressure. Furthermore the location of the library within the
original footprint and surrounding attractions of the Market and Opera House could also provide additional
public traffic as families utilize more fully the total complex.

@Libraries in Transition, A.F. Church & Associates and Stan Squires and Assaociates. March 2009. 7
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Staffing levels
The Orillia Public Library has a total staff complement of 18.04 FTEs, 4.74 professional librarians, 3.56

library technicians and 11.1 non-professional staff. Thirty-eight percent (38%) of staff work on a part time
basis.

Collections

The Orillia Public Library has a collection of 131,123 volumes. Compared to other libraries serving a
population of 60,000 (Population of the City of Orillia plus contractual user groups), this collection is
drastically undersized. It is recommended that a collection review based on collection age, growth and
gaps be conducted for the Library prior to moving into its new facility to ensure optimal collection
coverage through judicious de-selection and collection building to meet the population’s needs.

Services
The Orillia Public Library offers its residents a full range of excellent services, attractive for all age groups
and interests. Here are some highlights from the Library’s past annual report.

Children’s services continues to provide Early Years programming for the youngest of the
population group, introducing them to a love for books even before they can read. Children's
services are characterized in Orillia by its extensive programming. Family Storytime is a very
popular program and the Summer "Ready to Read" program is a hit with children and their
parents. Literacy skills are the focus for school age children; Saturday programming such as the
Explorers Club is offered as is the Mariposa Chess Club. March break is always a very busy time
at the Library and a range of children’s programs are availabie. Collections for children are very
popular and now cover the whole range of multimedia.

The Library recognizes that serving teen users is mission-critical; the Library’s successful
campaign for extra resources to serve teens reflects the City's support for this community as well.
Programs that have attracted this special age group include Chick Chat, a book club for girls
fourteen and older, from all four high schools. Two other programs, CSl and Harry Potter Trivia
were very successful. The Library has responded well to youth needs, giving them their own
defined space. The Library relocated and highlighted an area that would be attractive to youth.
Their collections were brought together and augmented with graphic novels and music.

Community outreach via the Children’s Department is very important. For instance, the
Department offered programs to 69 community groups with an attendance of 4,061

Information Services offers the full range of information via collections, staff assistance and
computer access to the general population. Keeping on top of new collections and technologies
responsive {o the user group is one of the department’s pricrities. The Library’'s Community
Relations and Volunteer Coordinator designed and launched the Lifescapes program. Volunteers,
a part of this department, delivered resources to seniors, assisted in the Library's book sale and
have worked hard in advocacy events, including participation at mall booths and school visits.

Information Services partners with many community groups and organizations including
Lakehead University, Information Orillia, the Crillia Business Women'’s Association, Orillia high
school and Knowledge Ontario. Information Services contributed to the Orillia’s Big Read
committee. Through a donation, the department was able to augment its genealogy services
through refurbishing a heavily used microfilm reader/printer. The History of Orillia program was
also rewritten and updated.

The Technical Services department includes circulation services, technical processing and
systems. They were very busy, weeding older, worn collections, re-cataloguing and reclassifying
hundreds of non-fiction paperback collections. The department worked hard in developing a
requirements and draft RFP for an urgently needed automation system replacement. The
approval process has been delayed. Circulation also went through some changes. Collections
were shifted to create room for other collections and the public. Older media collections were

@Libraries in Transition, A.F. Church & Assaciates and Stan Squires and Associates, March 2008.
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culled and replaced where possible with newer media types. The department was pivotal in the
faunch of the very successful Orillia’s Big Read. 350 library patrons read Midnight at the Dragon
Café, the selected Big Read for the year.

3.2.3 Review of Key Library Documents

Future of Human Resources in Canadian Libraries. Edmonton, Alberta: 8RsCanadian Library Human
Resource Study, 2005. ’ N - ,

Recent research studied libraries covering most aspects of human resources practices including
recruitment, retirement, retention, rejuvenation, repatriation, re-accreditation, remuneration and
restructuring.

This study polled over 5,000 librarians and library staff across Canada, in all library sectors. Public
libraries represented about one half of the participants but many trends seen here reflect the trends for all
aspects of Canadian librarianship

Highlights from this Study are:

O The Library profession is aging faster than the national average.
@ Thereis a large, growing “exodus” from this workforce due to retirement.
o 2004-2014 39% (approx. 16% between 2004 and 2009)
o 2009-2014 23%
Q Paraprofessionals
o Most of this group work part time.
o Most tend to have shorter careers but do not tend to retire early.
a Professionals
o Public libraries are less attractive as an overall destination for librarians due to lower pay,
shift work and fewer full time entry-level positions.
o Overall, though, there is lower turnover and higher job satisfaction—this does, however
limit promotional opportunities within.
O A small percentage of minority groups hold public library jobs.
O There is a need for the following key skill sets:
o leadership and vision
management skills
flexibility
innovation
technology
ability to handle heavy and diverse workioad

O 0 0 00

Orillia Public Library’s Strategic Plan
The current Strategic Plan sets out these Goals for the Library:

increase its size to meet the standards for the population served

create and maintain lifelong relationships with users

optimize and customize library services to our users

advocate for increase public awareness pf the value and range of library services

develop methods of measurement to evaluate the effectiveness of library services and programs
investigate, develop and maintain partnerships in the community

attract, develop and maintain a trained and educated workforce and leadership that reflect our
values and ethics

attract and develop Board members to maintain an effective Board that reflects our values and
ethics

9) be an agent for the development of the community
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For purposes of this study, the Goals that are most important are Goal #1, and Goal #7. Goal #1 falls
within the purview of the Board and political arena. Because a well-prepared work force can develop and
implement all of the products and services that will aid the new Library and its roll out, accomplishing
Goal 7 can likely be expected to result in the success of all of the other Goals and initiatives.

Goal # 1 The Library will increase the size to meet the standards for the population served.

Strategies
) Support the activities of the Building Steering Committee and the Mayor's Library Task Force.
b) Build public support for a new and larger library.
c) Create and maintain a good rapport with all three levels of government.
Initiatives
a) Provide opportunities to involve elected representatives in library activities, services and
programs.

b) Apply for grants and other revenue opportunltles

c) Organize creative public awareness campaigns.

d) Establish a fundraising committee.

e) Secure funding from the three levels of Government.

Goal #7 The Library will attract, develop and maintain a trained and educated workforce and
leadership that reflect our values and ethics

Strategy: v ]
a) Maintain an ongoing commitment to staff training, recruitment and development

Initiatives:
a) Ensure that the library is able to recruit and retain employees.
b} Support cutstanding public service with a comprehensive staff training and development program.
c) Investigate non-monetary motivators for staff.
d) Strengthen internal communication by creation of a staff Internet.
e) Design the organization with flexibility to allow the library to react to new service needs quickly.

f) Develop a staffing succession plan containing such elements as mentoring and job shadowing.
g) Revise the Policy Manual.

dmA Planning and Management Sennces.v? Ooeraz‘/ona/ and FaC///z‘v Proqramm/nq for the Fuz‘ure Orf///a .
Public Library". ..
The purpose of this study was to develop a buxldmg program for anew L|brary and assist Wlth the site
selection. Based on the projected population for the City of Orillia, a minimum building size of 30,000 to
35,000 square feet is recommended. Not included in this building size, however, is space for Information
Orillia, a strategic partner for the Library, and space needed to provide services to the contractual clients
in the communities outside Orillia. However, it was recommended that the new Library be built on its
existing site.

@Libraries in Transition, A.F. Church & Associates and Stan Squires and Associates, March 2008,
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3.3 Library Comparators and Future Trends

3.3.1 Latest Trends in Public Libraries

Gaming in the library is one of the largest trends occurring across public libraries in North America.
Many libraries are recognizing that there is some acceptance value in this program although the public
perception is difficult to handle successfully. Whereas many parents would welcome the fact that their
child is in the public library all day, many adult users of the library may have different perceptions and
believe that the library is a replacement hangout for teens from the shopping mall.

One growth trend that public libraries are using to offset any such negativity is to provide similar gaming
opportunities for adults and in particular seniors. Medical research is showing that there are beneficial
effects for an active brain not least in delaying symptoms of dementia and other similar afflictions for the
older generation. Thus gaming opportunities for such as Solitaire, Mah-Jongg or other mind games that
are now available on the computer can be provided for seniors or adults in general.

As seniors are now the fastest growing demographic in actual numbers but also in terms of Internet and
computer literacy, the gaming programs could be a good adjunct to the genealogy and local history
research that is also fast becoming a hobby of many seniors with the ready availability of electronic
genealogical resources which had previously been unavailable without visiting the local source.

Electronic genealogical resources

The usage of the electronic genealogical resources encourages further usage of the mariy e-resources
and databases and complements Orillia’s excellent Orilliana collections. As such the availability of these
rich resources promotes further partnerships with the local historical society and other community groups.
Information My Way—sacial networking

The other major trend is reflected in the Web 2.0 toolset. Facebook and library blogs are common Web
2.0 products in place. Flickr offers opportunities for regular updates on a public library building project,
such as the one upon which Orillia is about to embark. The major difference from the traditional print
material is that the medium is immediate, and as such requires constant or daily input from the library
staff.

Online Book Clubs

One growth trend is in the online book clubs. This enables the library to reach far beyond the community.
One additional positive of the online book club is that it can also reach housebound users who are unable
to physically visit the library. It also enables the working adult to contribute their comments late at night
when the library is closed or the user who is unable to sleep at night. Libraries are already indicating that
the online book club is an excellent program to reach many users unable to visit the library in person.
Although it requires initial work to launch the word of mouth promotion is proving to be the best method of
marketing.

Collections for Youth

One of the fastest growing genres for public libraries is the growth of graphic novel genre including anime,
manga, and cartoon derivatives. The genre is definitely attracting many youth who would not be reading
any other format. The materials are easy to read and at worst provide basic literacy support. Many of the
classics have been reformatted into graphic novels. The artwork itself can be highly sophisticated and
directly addresses a multi-media environment of today’s youth. Library collections are eagerly read out
and require constant renewal.

3.3.2 Target Clientele in Libraries

Public libraries are one of the few remaining democratic environments designed to meet the information
needs of all. Community dynamics may require particular attention be paid to one segment of the
community at a given time in order to promote social inclusion. Based on trends in other libraries as well
as some of those dynamics of the Orillia community, here are some target communities on which the
Library may wish to focus some of its interests.

®Libraries in Transition, A.F. Church & Assaciates and Stan Squires and Associates, March 2008. ) 1 1
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First Nations
The Orillia Public Library as a matter of priority identified the need to build and delivery a range of

collections and services to various First Nation communities through contractual arrangements in the past
as well as through direct, on site usage.

Independent learner

Much is made of the development of new education curriculum, which enables the growth of the
independent learner. This has placed far great pressures on the public library system than the former
traditional curriculum. In previcus times the public library would in the best of circumstances receive early
notification from the local school of a current project that might resuit in an after school demand on the
public library resources. The librarian thus warned was able to prepare the shelf of Aztec materials for the
Grade Four students. This would occur every year at roughly the same time.

This system has long gone and the demands on the public library are greater. There is no prior
notification for the independent learner. The resources are in the main- electronic but the same pressure
exists on the public library in evenings, weekend and after school hours. In addition, the technical skills of
students vary and the information retrieval skills are often limited to a Google search. This need for library
staff to be familiar with literally many thousands of additional resources is placing heavy pressure on the
library to provide regular training.

In addition, the Ontario Library Association has many online training programs available through

partnership with other provincial library associations and may complement the staff training for the Orillia
Public Library.

Youth
As youth is likely the most challenging of the communities to atiract into the library, the combBination of
new, aftractively formatted collections, music, the Internet and a place to hang out makes the library a

good fit. But youth do require their own space, if not just to address their own needs, but to allow other
community groups the kind of environment they, too, would enjoy.

As the local Chamber of Commerce has addressed in its Strategic Plan of May 2007, the need to keep
youth in the community is crucial for the future of the City so there is a greater need still to make sure
there are community institutions that may address scme youth interests. Orillia Public Library is one such
institution and has already created excellent and exciting youth programs that are attractive this group.
Support of employment and the availability of career information is also an attractive offering that the
Library can provide this group. Perhaps a partnership with the Chamber should be explored to identify
ways both of these organizations can work together to keep and capture the interests of youth.

Seniors/Older Adults

Seniors in all communities represent one of the largest groups that libraries serve and Orillia is by no
means an exception. Fortunately seniors traditionally have been big library users. That said, today’s
seniors cover a larger demographic range; 50 to 65, the boomer group; 65 to 80, the traditional senior
community and 80 and older, the elderly. By virtue of the range of ages and their wide areas of inferests,
developing services and products for public libraries presents an interesting challenge.

3.3.3 Standards

Standards are also a good indicator of a library’s performance. The Standards most often quoted for
staffing levels are [FLA (International Federation of Library Associations) Standards and ALA (American
Library Association) Standards.

In 2007, the Library staff complement is 15.04 FTEs. To best predict the best staffing level for the future,

both library standards will be applied, reflecting one for a service population of 42,000 and one for over
60,000 residents. .

&Libraries in Transition, A.F. Church & Associates and Stan Squires and Associates. March 2008.
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Table 2

Library Standards

Population IFLA ALA
1 Professicnal FTE;
, 1 FTE/2,000 2 Non Professional FTE/6,000
42 000 . 21 FTEs 7 Pro-+14 Non FTEs
60,000 : 30 FTEs 10 Pro + 20 Non FTEs

3.3.4 Comparator Staffing Statistics

The latest Ontario Public Library Statistics, 2006, were released recently. For this study, personnel
comparators were isolated for review. Two groups of libraries were selected for the comparison: Aurora,
St. Thomas and Woodstock, which represent libraries serving a population range of between 30,000 and
50,000, the same as the population projected for the City of Orillia. The second group represents libraries
that meet the needs for between 50,000 to 100,000 residents (average around 60,000), a population -
range that resembles Orillia and its catchment populations that the Library serves.

Two charts were prepared; one compares staff categories, and another shows how salary allocations and
staff training data.

Table 3

Ontario Public Library Statistics 2006 Comparator Data—Personnel Profile =
' S : R o e “o " ' Volunteer
Total Staff | Librarians | Technicians | Othér | = FTEs

Population 30,000 to 50,000

Aurora | L 3049 | 4 | 1366 | 1283 o013
Woodstock _ | 1904 .| 576 1.51 11.76 | . 029
St Thomas i 2253 | -3 | 4 11553 | 033 _
Average | 2402 4.25 _6.39 13.37 25

Orillia__ 19.04 | 474 | 356 | 114 | 154

Population 50,000-100,000

Newmarket ‘ 30.61 3 911 | 175 0.37
Miton. . " ‘ 2517 | 669 531 | 1347 ] .

North Bay R 28.2 5 4.3 | .20.2 0.6
‘Average L 28 4.9 .58 - |16.96 49
Orillia ~' | 19.04 | 474 3.56 114 | 154

Highlights from the staffing levels:

o The average number of total staff for the comparator libraries serving 30,000 to 50,000 is 24.02
FTEs compared to 19.04 for Orillia. The average for the libraries serving similar catchment
populations of 50,000 to 100,000 is 28 FTEs.

»  Orillia compares well in terms of the average number of librarians for both groups.

o Orillia is below average in terms of technicians: on average, the two groups have 6.3 and 5.8
technicians respectively. Orillia has 3.56 technicians.

» In terms of “other staff, Orillia falis behind at 11.1 compared to 13.37 (30,000 to 50,000 libraries),
and 16.96 (50,000 to 100,000 libraries).

©Libraries in Transition, A.F. Church & Associates and Stan Squires and Associates, March 2009. 13
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Table 4

Staff per ‘ Staff
service Salary Salaries | Training | Training
: : point Budget % Total | Budget | % Total
Population 30,000 to 50,000. S ‘ | »
Aurora S 30.49 $1.664,347 | 722 | $8,285 0.50%
Woodstock 19.04 - $1,143,145 | 6827 | $7.570 0.66%
St Thomas - 2253 | 81222014 | 7479 | $5028 0.41%
Average 24.02 - |  $1,343,469 | 71.75 '| $6,961 0.52%
Orillia -+ 194 | $1,061,483 | 74.86 | $5678 | 0.53%
Population 50,000 to 100,000 o e e e D S
Newmarket . - ° - | 3061 | $1,499768 | 67.13 | 126439 2%
Milton SR 2517 -'| 81,510,933 72.82 | 16,208 | 1%
Nerth Bay © = o ° | 282 | $1309425| 72.65 | 3686 | -0.28%
 Average |28 .| $1,440,042| 70.87 | 15444 | 14%
Orillia_ & . =i | 19.4 .| 81,061,483 | .74.86 | .$5678 | . 0.53%

Highlights from staffing budgets:

s In terms of staff allocations, Crillia ranks lowest of all comparators.

« Proportionally speaking, the Library allocates about 75% of its budget to staff. Of the 6
comparator libraries, Orillia ranks highest.

e |n terms of the staff-training budget, the larger libraries on average dedicate more money to
training than the smaller libraries.

o \While on average the staff-training budget exceeds that of the Orillia Public Library, OPL by
percentage assigns more of its staff budget to training.

o Proportionally, 2 of the 3 larger libraries dedicate twice to 4 times more funds to staff training than

the Orillia Public Library.
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Given the unigue nature of Orillia as a seasonal community, the consultant also sampled three
comparator libraries of seasonal or fourist communities.

Table 5

Total Staff | Librarians | Technicians Other Volunteers
Stratford 21.29 7.80 3.00 1049 | 0.69
Collingwood 15.66 1.00 4.00 10.66 0.46
Innisfil 23.26 6.17 3.86 | 13.23 0.97
Average 20.07 4.99 3.62 11.46 0.71
Orillia 19.04 4.74 | 3.56 11.1 {54

Local » Staff ‘

Funding Staff Salaries % Training | Training

Per Cap Budget - Budget "*|. Budget % Total
Stratford . $49.61 | $1,280,355 C77% |  $10,627 |  0.80%
Collingwood $55.90 | $ 781,877 74% $13,187 1.70%
innisfil - $51.65 | $1,129,070 | 64% | $15,937 1 1.40%
Average 952,39 | $1,063,767 |- 72% | $13,250 | 1.30%
Orillia $38.13 | $1,061,483 75% |  $5678 |  0.53%

Based on this comparison:

» Orillia’s local per capita funding is lower;

= Staffing levels and salary budget at Orillia are second lowest of the four; and,
a  Notably, Orillia’s staff training budget is lowest.

Based on comparator libraries and recognized Standards, it is recommended that:

s Orillia's staffing levels increase from 198.04 FTEs to minimally 25 FTEs at the time of opening the

new Library. This staffing level will meet the staffing needs for the City of Orillia and addresses

some, but not all, of the staffing needs for the projected population in the larger caichment areas.

e If Orillia continues to serve the adjacent areas at the time of opening the new Library, Orillia

Public Library must increase its staffing complement to 30 FTEs over the subsequent 5 years.

o Orillia Public Library strive to increase its staff-training budget to range from 0.8% to 1.0% of the

staff budget.

®Libraries in Transition, A.F. Church & Assaciates and Stan Squires and Associales, March 2008.
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4.0 BOARD CONSULTATION - 0o

In October, Peggy Walshe conducted a workshop with the Orillia Public Library Board in order to solicit
their opinions and ideas regarding staffing for the new Library. The workshop topics discussed included:

v" An overview of staffing trends in public libraries {(see Trends Research);

v" Oriilia Public Library Strategic Plans, the skills required to fulfill the Plan and the staff who
need the skills; and

v' Current SWOT analysis of staffing issues, from the Board's point of view.

The key skills identified by the Board for each Goal are set out below.

Goal 1 - Increase Library’s Size To Meet The Standards For The Population Served -~

Skilis required:
o  Optimal organizational skills;
s  mediation skills;
¢ resilient, knowledgeable about business and grant-writing skills;

ability to deal with multi-levels of government
Who:

« Board, CEO, City Staff (planning)
Goal2 Create And Maintain Life Long Relationships With Users '

Skills required:
e« People skills for dealing with individuals with diverse backgrounds e.g. literacy
challenges, mentally challenged, homeless, accessibility-challenged individuals;
« public relations, proactive, flexibility and ability to change with the demographics;
»  policy-writing skills

Goal 3 . Optimize and Customize Library Services to User Groups

Skills required:
»  Optimal customer services skills;

s ability to translate needs io services;
e [T skills

Goal4 Advocate For lncreased Publrc A areness Of The Values And Range Of Library
Services .. SRR A e .

Skills required:
o  Optimal public speaking skills in non-jargon messages;
« ability to translate needs to services;
s lobbying skills

Goal 5 . " Develop Methods Of. Measurement To Evaluate The Effectlveness Of L/brary
' Services And Programs - : '

Skills required:
o Statistical/analytical skill sets;
« T skills;
e ability to conduct and synthesize social research;

©Libraries in Transition, A.7. Church & Associates and Stan Squires and Associates, March 2009.
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o ability to translate performance measures into clear, non-jargon messages and
statements

Goal 6 Investigate, Develop And Maintain Partnerships In The Community

Skills required:
=  Optimal negotiation skills;
e  Ability to recognize opportunities (marketers, community development
expertise/professional ;
e Ability to build new partnerships;
o  Ability to retain existing partnerships;
e Knowledge of the community and its agencies;
= Political awareness (all levels of government)

Goal 7 Aftract, Develop And Maintain A Trained And Educated Work Force And
Leadership That Reflect Our Values And Ethics

Skills required:
e« Knowledge of library workforce and trends in Ontario and Canada;
e Willingness to consider different incentives;
e Ability to create responsive, on going training program for new and existing staff

Goal 8 Attract And Develop Board Members To Maintain An Effective Board That Reflects
Our Values And Ethics

Skills required:
o Knowledge of new facility project management;
e skills in advocacy and premotion;
s  Optimal communication skills
o |deal Board members for the future?? —people who speak on behalf of the farmers’
market; -
o cultural person, fund raising skills, business-oriented person

Goal 9 The Library Will Be An Agent For The Development Of The Community

Skills required:
o Political skills (all levels of government);
o Ability to develop positive, interactive relationships with city staff and service
departments and Economic Development

As the Library grows and new positions are created to meet future needs, it is recommended that these
skill sets be incorporated into the new job requirements.

Board concerns about current staffing situation at the Library

The Board recognizes the need to revamp the current organizational chart to reflect today's services for
the users. As the workforce is aging and some of the most knowledgeable, long service library staff are
coming to retirement age the Board is keen to develop a positive and responsive succession plan for the
Library, especially for the future. This may be the time to create a proactive mentoring program within the
Library to ensure the valuable knowledge of dedicated workers is not lost in the future.

Although the Library has offered training to staff over the years, it recognizes its responsibility in planning

even more in light of the upcoming changes. At one time there had been a budget line for training but it
no longer exists. The Board suggests that decision be revisited.
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Given the data provided at the workshop with the Board regarding keener competition for library werkers,
there was discussion about how Orillia might attract new workers. Based on her experience in other
libraries and their efforts to attract new workers, the consultant offered some suggestions that highlight:

= the excitement of building a new library

« the atfractiveness of an affordable, cottage-country lifestyle near the water
s the presence of institutions of higher learning

¢ the new Recreation centre,

« Casino Rama and their top notch entertainment events

» the closeness of community and community events

« the proximity of communities such as Barrie, Toronto etc.

In addition to placing ads in key library journals and websites, the recruitment process will also inveolve a

proactive approach including perscnal visits by the CEQ to Library Schools and colleges to speak to
upcoming graduates about the benefits of public librarianship

5.0 LIBRARY STAFF CONSULTATION

The consulting team, Anne Church and Peggy Walshe, met with the staff in two sessions to discuss their
issues about staffing for the future Orillia Public Library.

In an open, informal workshop setting, the consultants asked staff:
s What are the current staffing challenges at Crillia Public Library
s What training opportunities are provided?

o What are their key concerns issues vis-a-vis planning for a new Library? What are the key staffing
issues affecting the new Library?

Current jobs

Consistently staff believes that their jobs and job descriptions have neot changed while the library services
have changed over the years. The organization chart has not changed over the years. Professional staff
and better-trained, long-term assistants believe that their jobs are too clerical. Coping with an

overcrowded building limits the distinction of services, which can be frustrating for the public and limits
staff in their use of their skills.

Reference services now seem fo be more of a babysitting service (or mediation) for the computers.

While many staff would embrace the opportunity to assume new tasks, they have little off-desk time, nor
the space to undertake projects. Desk shifts can be taken up with a lot of basic directional assistance and
frouble-shooting copiers and the fax machine.

Staff find the library very departmentalized, physically and emaotionally, due in part to the awkwardness of
the current facility. There is a need for team building and re-invention to work together towards the new
building.

Succession planning

There is some interest by some staff to move up or change their jobs. Some would like to move from
Generalist status to Specialist in some areas e.g. Children’s service.

@Libraries in Transition, A.F. Church & Associates and Stan Squires and Assacialtes, March 2009.
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Staffing levels
Staff generally do not believe that there are enough staff but space constraints exasperate the staffing
level impressions.

Telephone system
The current telephone system is inadequate, and makes inter-department communication difficult and
more time-consuming.

New Integrated Library System and Technology

One of the most frequently voiced concerns was the need for a new integrated library system, in place
prior to opening the new library. Staff want to be able to offer the public an efficient and effective library
system that will help showcase the new, state-of-the-art building. Staff also want to be fully trained in the
new system so they can serve the public with confidence.

By far, computer and more hands-on technology training are wanted, especially with the planning and
arrival of a new Integrated Library System. Most staff also welcome the arrival of Lib 2.0, a technology
convergences strategy that delivers state-of-the-art products and services seamlessly on a robust
technology infrastructure. The management of these technologies will require dedicated staffing
allocations. ‘

While we await the development of the Lib 2.0 suite of products and services, training on working with the
public to use the many online databases to which the library subscribes will be critical. Time to undertake
training, such as online tutorials, is needed.

The New Building

Staff are quite worried about the absence of action plans for the new library. For instance, the
architectural plan that is set up on the second floor was first revealed to staff the same time as to the
public. Staff were not sure if their concerns about the design are reflected in the new plan and would have
liked more time to review the plan.

Staff do not feel informed about the Jatest building plans. Although there have been discussions regarding
a transition building, staff would like to be involved with its planning in the earliest stages. Ideally they
would like to fashion the transition building functionally similar to the new building so they can work out
any service adjacency “bugs”.

In addition, the public do ask them about the status of the new building and they feel somewhat ill
equipped to respond. A script for responding to the public would be helpful.

Notwithstanding the excitement about the leaving the current inadequate space, concern about the future
was also expressed in terms of quality of life, and the need to manage the anticipated stress that
preparing for and starting up the new building will bring.

Youth services
Staff would like mare courses on and training in teen services and collections, so they feel better
prepared to serve this group.

Other

Some staff have suggested a professional development day as a way of team building and cross-
functional training.

®©Libraries in Transition, A.F. Church & Associates and Stan Squires and Associates, March 2009. 19
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5.1 Staff Survey

The Consultant prepared a survey for the Library staff that requested information about their positions at
the Library, how they learned about their positions, training they received and believed they need for their
current jobs and the human resources currently available at the Library. They were asked about the key
skill sets that will be important to serve the public in the new Library.

In summary, there were 23 responses:
17 non-professional staff responded
» 9 of 17 (53%)have been with the Library more than 10 years
11 of 17 (65%) have held the current job they now have
15 of 17 (88%) live in or around Orillia
5 of 17 (29%) learned of their positions from a posting or a perseon in the Library
4 (24%) heard of their position through the newspaper
In evaluating Human Resources within the Library:
- o nearly all were pleased with job postings and job awareness;
= about half are pleased with job descriptions;
« half or more were less than satisfied with their job interviews;
e most were satisfied with their performance evaluation but two or more
were not aware of the process;
=« most were less than satisfied with the job evaluation process but some
did not know what that was;
e there is a general awareness of legislation affecting human resources
processes.

86 professional staff responded

= 3 (50%) have been at the Library between 6 and 10 years; 2 (33%) between 16
and 20 years

half have held this job alone and the other half have held between 1 and 3 jobs
all but one lives in or adjacent to the City of Orillia
3 (50%)learned of their jobs through the Library or by a posting
In evaluating Human Resources within the Library:
« most were not satisfied with the job postings;
» most were less than satisfied with the job descriptions;
« half were more than satisfied with their job interviews;
s« most were satisfied with the performance and job evaluation processes;
» most were not satisfied with awareness and access to Library policies
and Legislation.

Staff were asked fo describe the training they have had for their existing job and the kind of fraining they
believe they will need for the new Library.

Both professional and non-professional staff believe they have received sufficient fraining to do the job
they currently have. That said, professional staff have indicated an inferest to streich themselves, and
would be interested in training in:

= Management and leadership

*  Social networking and Lib 2.0 applications

= Using the Internet to market effectively

Non-professional staff all have received on site training for their particular jobs but some would be
interested in receiving more formal training, especially in computers and customer services.

8Libraries in Transition, A.F. Church & Asscciates and Stan Squires and Associates, March 2009.
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Training needs for the New Library

Staff suggested that visiting other libraries with new facilities and layouts would be very beneficial for

visualizing the kinds of services planning that will required. Change management training will be critical

for all staff, some mentioned.

Cataloguers will need RDA and metadata training. That may be offered through SOLS.

Grant writing and marketing skills were earmarked as important for the new Library.

All staff hope that there will be training courses on the variety of technology and machines planned for the
new Library, including VOIP. Courses on customer services, customers’ orientation to the new Library

and stress management was identified as important

Staff emergency training, first aid and related courses need to be updated, according to staff.
Maintenance staff will require course unique to the new equipment and systems within the new building.

@Libraries in Transition, A.F. Church & Associates and Stan Squires and Assaciates, March 2009.
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6.0 STAKEHOLDER CONSULTATIONS AND PARTNERSHIPS =

Some consultation, documentation, and observations provided the consulting team with input regarding
the community and future parinerships.

Staff at the Chamber of Commerce recognized the importance of the Library to the community at large.
According to a spokesperson there, Chamber staff rely on the Internet and community contacts for its
information-seeking, and less on the print resources or staff knowledge from the Library. That said, the
Chamber's 2007 Strategic Plan identified at least one reason the Chamber and its members may want to
discuss potential partnerships in the future—the retention of youth in the community. Through its
resources and its place in the community, the Library offers rich business resources and space where
businesspeople could work through a mentoring program to assist youth in building a growing local
business. The new Library place would be ideal for a speakers’ program targeting youth entrepreneurship
and career opportunities. Other partners in this arrangement might include the Learning Centre, the
College and the University.

Seniors form a considerable portion of the community. The organizations that serve seniors in Orillia tend
to be recreational and more traditional. Conversations with seniors in the community support the
importance of the Library in their lives but with the development of a Recreation Centre as well as a
Library, they are concerned about the impact of all new growth on their taxes in the future. Accessibility is
always important to the seniors’ community and the winter makes getting out more difficult for older
seniors. Parking close by the Library or any facility is important.

Statistically, seniors will form a very important part of the community and a bigger opportunity for the
Library. This cohort has been redefined to capture the age group 50 to past 80. The younger group is still
very active in the community and will look to the Library to provide information about business start-up,
genealogy, latest community and political news as well as popular recreational materials. Financial and
investment programming will be particularly relevant these days. More older adults will come to rely on
the Library to provide genealogical information from local resources as well as remote resources. They
will want to know how to mine the Internet for this information and will want assistance in recreating their
family trees. A partnership with the local history society will be beneficial

Regarding the educational sector, demographics show that growth within the school age cohort is
slowing. However the significant growth within the First Nation's community defies the demographic trend.
This may, in part, account for the Simcoe school boards’ projected growth, although the rapid growth
specific to Barrie will also influence these projections. (IGAP for Simcoe County. Barrie and Orillia Final
Communities Report - Dillon Consulting).

The Library enjoys and should continue to enjoy an excellent partnership with local schools.

Partnerships with First Nations communities are already in place. Rama has already established a
reciprocal borrowing agreement with the nearby Georgian College in Orillia and with Ramara Township
Public Library. The Ramara Township library has also purchased a collection of books and materials for
the Rama library which are now held in the First nations library and yet accessible by the Ramara
residents.

@Libraries in Transitfon, A.F. Church & Assaciates and Stan Squires and Associates, March 2008.

22

Page 28 of 237




7.1 Review of HR Processes and Practices

7.1.1 The role of the City
The consultant met with Lori Bolton to discuss the relationship the Library has with the City in regards
human resources and financial management services to the Library.

The City manages the Library's payroll and accounts payable. It also houses the staff performance review
documents. The City's hiring practices and procedures are articulated in their collective agreements and
any practices flow from that. Job postings are mounted on the City's website and the local newspaper.
The Library too follows this practice. Both the City and the Library are responsible for their own firing and
disciplinary actions.

The City Human Resources department is willing {o serve as a resource for the Library in managing
straightforward legal issues; otherwise, the Library would need to seek their own legal Counsel.

The City completed pay equity and Library Managers were graded and compared to City Managers. The
City used a modified Coopers Lybrand system. When positions come open at the City they are evaluated
against the job evaluation system within 6 months of being filled. The Library itself has not adopted a job
evaluation system.

The Library is seeking its own WSIB number, separate from the City as the City does not have resources
to manage this function for the Library. The City would like the Library to adopt an up-to-date safety and
health program. ’

For the most part, by policy, the Library management and staff receive similar benefits enjoyed by the
same City of Orillia groups including its EAP plan.

7.1.2 The role of the Library Board
According to the Ontario Library Trustee's Handbook, the roles of the Board and the CEQ in matters of
personnel are delineated as follows:

Board: .
o Determines policies for the Library after careful analysis of the Chief Executive Officer’s
recommendations
e Employs CEO
« May approve and review senior level staff recommended by the CEO
s Approve salary scales for all staff
o Ensure that appropriate steps are taken to handle any grievances that have not been
satisfactorily resolved
CEO:

e Recommends policies needed, advises Board and supplies examples and sources of
information

Interprets policies and procedures to staff and public

Hires and directs subordinate staff members, adhering to Board policies

Negotiates salary scales and working conditions for staff

Handles all grievances and keeps the Board informed” (Pg 9) -

The Trustees Handbook also suggests that the CEO “inform the Board regarding staff appointments,
dismissals and any major realignment of responsibilities prior to taking action”. (Pg 7)

®©Libraries in Transition, A.F. Church & Associates and Stan Squires and Assaciates, March 2009. 23

Page 3% of 237

e wl,

oy e

S e o aTm n, Ry, eadn, SES, AR, eNn SR, eDim oS e SN ey okm, il s,

s

e S i g gw s

e

A e B



7.1.3 Library Board Policies

In addition to an array of human resources policies, the Orillia Public Library has a Personnel Committee
of the Board. The Personnel Committee's Terms of reference defines its purposes, membership, specific
duties, the Role of the CEO and meeting schedule. Minutes of this committee are not kept. The
Committee is currently conducting a complete review of its policies.

These paolicies were reviewed and updated in January 2008.

Table 5
Orillia Public Library Personnel Policies

1 | Hiring and Promotion of Employees

Probationary Period

Conditions of Employment

CEO Performance Appraisal Policy
Hours of Work

Vacations and Holidays

Leave of Absence
Time Off without Pay.
9 | Health and Safety

o | N || M]|W[N

10 | Sick Leave and Compassicnate Leave

11 | Pay out of Unused Sick Leave Credits

12 | Pension Plan

13 | Workers Compensation

14 | Health Insurance and Benefits
15 | Salary Schedule

16 | Expenses Policy for Staff
17 | Jury Duty

18 | Recognition of Years of Service

19 | Volunteer Policy

7.2 Personnel Processes

Two personnel processes evaluated by the consultants included the Job Evaluation process and the
Performance Review Process.

Job Evaluation Process
At present, the Library in general does not have a formal job evaluation process. 1t was only during the
pay equity process at the City where job evaluation was used for any part of Library operations. In this

case, the job evaluation process was applied to the Management levels of the Library, in comparison to
the City Management scale.

CLibraries in Transition, A.F. Church & Associates and Stan Squiras and Associates, March 2008.
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It is recommended that the Orillia Public Library undertake a job evaluation review in order to:
o review and update existing jobs
o ensure that the job descriptions accurately reflect the work being done
o ensure they work being done is compensated appropriately
o havein place a process to rank new job descriptions within the context of other work being done
that will come into place with the new building

There are a number of commercial products on the market that can be used for this process. The City of
Orillia used a well-known package when evaluating pasitions for purposes of pay equity.

The job evaluation process includes a number of steps:
o creation of a job evaluation commiittee that reflects the “face” of the organization. For the Orillia
Public Library, the committee might include: 3 managers and 2 non-managers. The CEO would
be involved only for the review of positions that report directly to her.

o each staff member would complete a Position Description Questionnaire that breaks down the
elements of the work being done by staff. Questions would cover:
o job “classification” and title
o brief summary of the job
o itemized duties with percentage of time spent on each

The questionnaire is then submitted to the Committee who, along with the current job description, ranks
and weights the details of it against job elements that might include:

Education
Education
Experience

Effort
Complexity

Physical Effort
Responsibility
Accountability
Supervisory Scope
Impact of Errors
Contact with Others
Working Conditions
Environmental Working Conditions
Work Pressure and Stress

Performance Review Process

An integral part for human resources management is the staff Performance Review process. The Library
does have in place a Performance Review process in place for both the CEO and the staff. As well, there
is an evaluation form for the process. The Policy Manual includes policies for reviewing the performance
of both the CEO (#506.01—last updated November 2006) and staff. (#506—Ilast updated 1980)

7.3 Salary Scale

In 2002, Crillia Public Library contracted to have a Salary Study conducted. In summary, the study
concluded that, other than the Librarian 1l position, all salary levels for Orillia were lower than the six
comparator libraries. The CEQ salary was 18% to 21% lower than the comparators. Three
recommendations from this survey included:

e adjustment of the salary grid to reflect 5 steps of equal percentage increases (4%-5%)
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