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Job Purpose

As a member of the Senior Management team the AVP, Human Resources & Faculty Relations is responsible for envisioning and delivering Trent University’s institutional human resource strategy. The incumbent is responsible for providing strategic advice to the Executive team, and leading the broader management team through all components of strategic human resource analysis and planning. This key leadership role is also responsible for policy development, championing cultural change, and helping to steer large scale organizational changes toward successful implementation. 

The AVP is responsible for fostering constructive labour-management relations at Trent University, including the development and oversight of guiding principles and strategies for collective bargaining and dispute resolution, as well as ongoing relationship management and communication.

As the leader of the Human Resources team, the incumbent is accountable for promoting HR program innovation and development, and ensuring legislative compliance and ongoing customer service excellence. As a representative to the Human Resources Committee of the Board of Governors, the AVP is the primary contact with the Chair of the Human Resources Committee. 

Dimensions

Number of staff directly supervised:  9
Departmental Budget: $ 940 K

University Payroll: $ 85 M (5M biweekly) 
Pension Plan Assets: $192 M

Number of Unions: 4 



Number of Employees: 1986  

Key Activities

1. Acts as a senior advisor to the University’s Executive team, providing advice and input on a broad range of decisions, with a focus on ensuring that the people requirements and implications of organizational strategies are comprehensively analyzed and addressed.
2. Responsible for envisioning a human resources vision and service delivery model for the University, aligning with the University’s strategic plan and stakeholder needs.  This requires the empowerment and oversight of the Human Resources team in the development and delivery of aligned programs and services. Programs and services within this portfolio include: organization design and change, organizational culture management, leadership development, team effectiveness, recruitment, retention, employee development, performance management, benefits management, workplace accommodation, attendance management, academic and non-academic staff relations, compensation, pension, payroll and human resources information systems. 
3. Accountable for ensuring that the University meets its responsibilities under labour legislation and other employment-related legislation that governs the employment relationship between the University and its employees. These include, by way of example, the Ontario Labour Relations Act, the Employment Standards Act, the Pay Equity Act, and the Pension and Benefits Act as well as time-limited Acts as required. 
4. Provides strategic leadership for the development and delivery of Labour Relations strategy, systems, programs and expertise to the University community. In this regard, responsible envisioning and implementing a labour-management relations strategy, overseeing the negotiation of collective agreements, and overseeing grievance and arbitration processes. Provides advice and recommendations to Executive on all labour relations matters including mandates for negotiations. Chief spokesperson for faculty bargaining. Lead in significant precedent setting arbitrations and any employment related legal actions.  
5. Provides strategic leadership for Trent’s compensation, benefits, pension, perquisite, wellness and recognition policies, with a view to ensuring that Trent’s total rewards program attracts, motivates and retains employees within the University’s financial planning model.
6. Provides strategic leadership for Trent’s human resources information systems and payroll policies, objectives and procedures. Responsible for directing the research and development of human resources information systems to meet Trent’s data management and reporting needs and objectives.
7. Provides strategic leadership for Trent’s organizational development function, with a view to ensuring that the organization’s recruitment, learning and development, performance appraisal, and organization development consulting services contribute to the success of individuals and teams at Trent University. 
8. Oversees the development of Trent’s human resources policies, objectives and initiatives, and fosters a culture of teamwork and customer service excellence within the Human Resources Department.

Analytical Reasoning
The AVP, Human Resources and Faculty Relations is required to exercise a very high degree of analytical reasoning, in resolving a broad range of problems, which are most often complex in nature, with far reaching impact. 

Work examples include:

1. Provided strategic counsel to the Provost on the implementation of the Changing Academic Structures plan, including impact of the proposed changes on multiple agreements and processes (e.g. COAP and tenure).  Similarly, advised on opportunities for strategic alignment in the alignment of Executive portfolios. 

2. Provided strategic leadership in two cycles of University wide restructuring, including 15% reduction in staff through retirement incentives, lay-offs and redeployments. Involved: (1) consideration of costs, financial resources, demographics, collective agreements, union/management relations, long term operational viability, legislation and public relations (2) development of a strategy (3) negotiation with employee groups (4) development of an implementation and communication plan.

3. Chief spokesperson for faculty bargaining; this included a significant rewrite of a very complex agreement, the negotiation of changes to academic processes, and the need to obtain significant concessions on pension, compensation (the parity formula) and language issues. These were successfully achieved, including a 40% increase in faculty contributions, which is precedent setting at the provincial level. The AVP sets the mandate in consultation with the VP Administration and the VP Academic, and presents the mandate to the Board Executive for approval. Seeking board approval can be a complex process as they are often new to the issues. The AVP was required to provide training sessions to the Board on complex issues such as the Parity formula and the tenure process.  

4. Representing the University at significant precedent setting arbitrations/legal proceedings, which includes the gathering of all relevant documentation, preparation of the statement of defense/arbitration briefs, working with counsel in developing strategy, argument and prepping witnesses, in many cases presenting the case, and finally having the authority to settle where the outcome may be of high risk to the institution. Although the Vice President and President have final authority on settlements, they rely heavily on the AVP for strategy and a recommendation. Often authority is granted to AVP up to a maximum risk or amount. The AVP and Counsel successfully defended the University’s first tenure denial case at arbitration.  A second case was settled through complex negotiation at arbitration between the AVP and the President of TUFA. More recently the AVP will represent the University in a bad faith bargaining complaint at the Ontario Labour Relations Board.

5. Responsible for leading organizational changes; includes developing a culture of performance management and a focus on organizational development including the implementation of human resource best practices in existing academic processes (hiring, promotion etc.). 

6. Complete redesign of the non-union and management compensation system, including performance appraisal system. Result is a complex system that includes four components of compensation and a new appraisal system. Involved research into best practices, and knowledge of pay equity legislation, compensation methodology, and market competitors. Presented changes and acquired approval of the Executive of the Board. 

7. Currently leading the implementation of a new HRIS, Ceridian, after having successful argued for a departure from Datatel. Involved a cost benefit analysis, in comparing use of existing enterprise system to moving to an external provider. 

8. Lead in managing complex and difficult workplace accommodation cases with faculty, which often include performance issues that are complicated by mental illness. Working with the VP Academic, developed accommodation plans, including performance measures.  

9. As part of 2009 University restructuring efforts. Working with the VP Academic, the VP Administration, the Director of Finance, the Actuary, and TUFA, successfully designed, negotiated and implemented a Retirement Incentive Program for faculty.

10. Lead role in resolving complex workplace conflict such as the dispute in Political Science/Global Studies. Required to conduct investigations and make substantive recommendations to the appropriate VP. Also responsible for mediating a workplace agreement as a remedy, which requires multiple days of negotiation involving grievers, the union, and other members of the department(s). 

11. Responsible for HR Policy development – as examples researched and developed a Progressive Discipline Policy (also the basis for TUFA’s new discipline language), an Attendance Awareness program, the Career Development Program, and a Performance Appraisal system for OPSEU and Exempt staff.

12. Provided strategic advice to the Executive on the interpretation of Bill 16 – new Compensation Restraint legislation, and its application to Exempt compensation and current collective bargaining.      

Decision Making

The AVP, Human Resources & Faculty Relations operates independently at the senior level, limited by mandate and resources, seeking approval from the Vice Presidents, the President or the Board of Governors when decisions extend beyond mandate or are beyond existing Human Resources approved strategy.   Examples of decision making authority are as follows:

1. In University restructuring efforts, the AVP Human Resources and Faculty Relations had the authority to develop an overall strategy, applicable to each union group, and to negotiate and implement these strategies. The strategy was submitted for VP approval and Board approval as significant resources (over 1 million) was required to fund the TUFA/OPSEU Early Retirement incentive. Once approved, the AVP had authority to implement in consultation with each VP as to the operational impact on each of their portfolios. 

2. Acting as chief spokesperson for TUFA bargaining the AVP, after consultation with the VP Academic and the VP Administration must develop a broad mandate for Board approval, including suggested language changes, pension changes, parity changes and authority to lock out. The AVP then has the authority to negotiate within that mandate, requesting Presidential and Board approval for concessions significantly outside mandate. 

3. Authority to develop University wide contingency plans in cases of labour disruption – potential impacts on recruitment and research.  

4. Representing the University at significant precedent setting arbitrations/legal proceedings, the AVP has authority to settle where the outcome may be of high risk to the institution. Again the AVP will have consulted with the Vice Presidents and President on broad mandate, with final authority on settlement within mandate delegated to the AVP. The VPs when granting mandate approval rely heavily on the AVP for strategy and a recommendation. 

5. In response to institutional needs and/or external environmental pressures, authority to implements human resource policies and strategies with impacts institution wide, subject to PVP and Board approval (where appropriate). 

6. Authority to negotiate renewal contracts with benefits carrier (Sun Life), and EAP services. 

7. Authority to sign off on monthly and bi-weekly payroll (82 M).
Impact

Impact of the decisions assigned to the AVP Human Resources and Faculty Relations on the organization are extensive and far reaching, both in scope and over time:  errors affect employee, faculty, client, and community relations, and have a far reaching impact on the University’s image, programs and operations. Decisions and actions also can set precedent for the larger university sector. Consequence of errors is usually of major importance and the impact is felt internally and externally, and are subject to little or no checking.  There is little opportunity of correcting errors once made, except over the long term and at great cost. Examples of actual and potential impacts are as follows: 

1. In the last two rounds of OPSEU bargaining a strike deadline was set and a labour dispute was a very real possibility. A strike can have a devastating and long term impact on the organization’s ability to attract and retain students, faculty and staff. Effective contingency planning is essential, to manage operations, public relations and research. Under the leadership of the AVP a University wide detailed plan was developed but thankfully not needed.  

2. Significant concessions achieved in bargaining or arbitration can set precedent for universities across the province and even the country. Recently negotiated pension framework changes implemented in TUFA bargaining have been cited by COU as an example of progressive change required to achieved any government relief on solvency for universities. Similarly the recent Tenure Denial arbitration cases is being used as precedent by other universities in defending tenure denial cases.    

3. Mismanagement of complex medical accommodation or termination cases can lead to significant reputational impacts and costly litigation. Wrongful dismissal cases could result in awards is excess of 1M.

4. As a member of the Risk Management Threat Assessment team, responsible for decisions regarding threatening/threatened employees under the Campus Violence policy. 

5. The AVP is responsible for ensuring that appropriate staff and faculty recruitment and retention initiatives are implemented and maintained. Our ability to attract and keep excellent staff and faculty influences our culture and our future and has far reaching implications (and costs).    

6. The implementation of a new HRIS with significantly greater reporting capabilities will create the opportunity for enhanced long term strategic planning and better human resource management for the organization as a whole. The new HRIS will also improve institutional accountability at the Board level.       

Education Required

Honours University Degree (4 year) in a related field and some Graduate evel education in a Human Resource area of expertise.

CHRP designation (Certified Human Resources Professional).

Experience Required

1. Minimum ten (10) years progressively responsible expert experience in a professional Human Resources capacity—in complex professional environment.
Responsibility for the Work of Others

Responsible for the effective management and administration of human resources within the organization as a whole, initiating policies, making plans and decisions limited only by broad policy or decision of senior officials and governing bodies.  The nature of leadership provided may include:  coordinating and ensuring collaboration among the human resource team or the Dean’s Office for the accomplishment of organizational objectives, providing leadership and direction to subordinates, mentoring others, establishing corporate values and culture, and setting the framework for how people are to be treated in the workplace.
Direct Responsibility for the Work of Others: 

· Manager, Recruitment and Organizational Development

· Manager, Employee Relations





· Manager, Payroll and HRIS






· HR Specialist, Compensation






· Pension Coordinator






· HR Specialist, Labour Relations and Staffing




· Benefits Administrator







· HR Assistant

· Payroll Clerk








· Contract positions (Labour Relations Assistant and Staffing Coordinator)
Indirect Responsibility for the Work of Others: 

· Work closely and direct work in the Dean’s Office (faculty relations)

· Provide direction to Directors/Managers/Deans in the grievance/arbitration process

· Facilitate collaboration between union representatives and management representatives  

Communication

Internal:
· Employees across all units of the University.

· Managers, Directors, Chairs, Deans

· Local Union representatives

· Senior management 

· Faculty (Chairs/Associate Deans)

· University Executive

· Board of Governors
External:

· Legal Counsel

· Regional, provincial and national union/association representatives

· Arbitrators and mediators

· Labour relations colleagues at other universities, colleges and the municipality

· Community Leaders

· Government agencies (Ontario Labour Relations Board, Ministry of Labour, MTCU etc...)
Motor/ Sensory Skills

· Note taking - Must be able to take accurate notes while bargaining

· Sight, hearing - Reading of body language and exceptional listening skills   

Effort
Mental:
· Sustained concentration, focus, and sensory effort (seeing and listening) for a period of time. 

Physical:
· Sitting for long hours, carrying and lifting files, materials and equipment for bargaining (often off campus).
Working Conditions
Physical:
· Confined spaces

· Uncomfortable work environment
Psychological:
· Complaints, public criticism

· Changing deadlines, time pressures
· Dealing with frustrated, angry or confrontational people
· Lack of control over pace of work
· Multiple competing demands
· Conflicting work priorities

· Confinement
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