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First Nation Students @ University

One day in my ADMN 220 class | asked this
guestion:

“How many of you will be going back to your
own reserve after you have completed your
degree?”




Thinking About Recruitment

« Whatisour® val ue pr mposi t i
attracting a qualified and experience First
Nation workforce?

A set of benefits, offerings and experiences
provided by an organization in attracting and
retaining a qualified workforce




What is Your Employer Brand?

 An employer brand is the essence or
promise of what will be delivered if you
chose to work for us.

— How would you describe your organization as a
place to work to prospective employees?

— What is it like to work for your organization?
— How is working for your organization different?




Thinking About Your Brand

 What are the characteristics and appeal of
working in your organization?

 What are the most compelling attributes of
your organization?

 What are the current perceptions of
working within your organization?




Begin @ the Beginning

Vision Z Create a shared vision of the type of
organization you want to be

Take Stock - Understand your strengths and
weaknesses as an employer

Values z identify and uphold the values that you
want to be a part of your employer brand

Policy 7 Strengthen your HR policy to ensure it
sloyer brand




Sakimay First Nations
Project Objectives

Establish an Advisory Team
Determine salary structure for the First Nation

Recommend fair and equitable remuneration levels
based on job analysis and jib evaluation

[ONBY3IUKSY (GKS . I yRQa
transparent wage/pay management
Develop salary recommendations for all positions

Conduct employee salary evaluations and make
recommendations on incumbent wage levels
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Overview of the Process
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Job Analysis

Research Job Specifications

Roles, responsibilities, functions
Competencies
Qualifications

Competency-Based Analysis

Research competencies

|ldentify Key Elements: Job Description, Key Responsibilities,
and requisite and preferred education and experience

Analyze primary tasks and-associated knowledge, skills and
behaviours




Job Evaluation ¢ Factor Analysis

Know How

Professional content/Knowledge
Complexity and Diversity
Human Relations Skills

Problem-Solving

Thinking Challenge
Thinking Environment




Job Evaluation ¢ Factor Analysis

Accountability

Freedom to Act
Impact
Magnitude

Cultural Factors

Knowledge & Understanding
Community Engagement
Policy Impact/Influence




External Salary Research

Research

Salary Search Engines (Payscale.com, Glassdoor, etc.)
Saskatchewan Government

Government of Canada

Job Searches (Indeed.com)

National Organizations

Wage Parity
The research identifies an approximate wage disparity:
10-15% across equivalent positions off -reserve
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Determining Salary Ranges

Salary Ranges

The amount of compensation paid for a position that has specific
responsibilities, required skills, qualifications and competencies

Established through an analysi s
Job Factors
Market Conditions
Wage Parity
Financial/Budget Considerations
Internal Review

Salary ranges were developed for 55 positions
Included: vacant and proposed positions
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Salary Grids

Salary Grids

Four separate grids were developed
Managerial, Administrative 100 and 200, and Lands/Public Works

Each grid is a 10 x 10 grid

10 job class levels
10 steps in each salary range

All grids include hourly, weekly and annual salaries
Increments were based on a 2% increases

FIRST NATIONS
UNIVERSITY
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Community-Organizational Developiyent\Sakimay\Salary Grids\DRAFT
Salary Grids.xls
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Employee Salary Recommendations

Salary/Wage Recommendations

Incumbent Employees - Salary/Step recommendations were made for
each employee based on the following criteria:

Base Salary z Qualifications
Adjusted Salary 7z Direct and Indirect work experience
Relevant training and certification

Evaluation — we evaluated employees based on the information that
they had provided in their resumes.

Wage Recommendations —were made for all incumbent
employees

FIRST NATIONS
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Financial Impact

Financial Impact
Employee Adjustments —The average adjustment for impacted employees

was reported to Management and Council
1T AT PITUAABO xACA xAO Ol AEAT CAA xEAT Ol
actual wage.

Annual Budget —4EA Ei PAAO 1T £ OEA | AOEOI OU 4AA
current and future year budgetsa
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Questions
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