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NFP GOVERNANCE ESSENTIALS PROGRAM

Better serve your
Not-For-Profit organization

“The ICD-Rotman NFP Program is an excellent preparatory
course for those new to governance—not-for-profit or
otherwise. The instructors were engaging and expertly
illustrated theory through real-life experiences. The course
material covers broad areas that are critical to today’s boards;
covering essentials for those new to board work, while rounding
out and enhancing the effectiveness of experienced directors.”

MARGIE PARIKH, MBA, CFP
CHAIR, MOUNTAIN EQUIPMENT CO-OP
DIRECTOR, PARACHUTE CANADA, CISV INTERNATIONAL

Effective governance is critical to making good organizations great, as is understanding your role as a

board director. The NFP Governance Essentials Program (NFP Program) is an intensive program designed to
help directors learn, grow, and make a positive impact. Offered at Canada’s leading business schools, the NFP
Program is taught by top faculty and highly respected directors-in-residence.

A LIMITED NUMBER OF RBC FOUNDATION SCHOLARSHIPS VALUED AT $1,000 EACH
ARE AVAILABLE FOR THIS OFFERING.

MAKE A DIFFERENCE AS AN CITY PROGRAM START DATES APPLICATION DEADLINE

NFP DIRECTOR. CONTACT THE Winnipeg April 18-19, 2016 March 17, 2016
ICD AND APPLY TODAY. Saskatoon May 16-17, 2016 March 24, 2016

Toronto June 6-7, 2016 April 28, 2016

1.877.593.7741 x228
icd.ca/NFP education@icd.ca *Applications are accepted on a first-come, first-served basis.

Supported by: In collaboration with:

RBC Foundation Executive Educati 355, EDWARDS
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ASPER SCHOOL OF BUSINESS

Jointly developed by:

e
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ACTIVE OFFICE

Revive Your 9to 5

Make any workplace an Active Office!

Switch From Sitting To Standing In 3 Seconds

Get your employees standing with VARIDESK, the simple,
height-adjustable sit/stand desk. VARIDESK ships fully
assembled, requires no installation or fastening, and
works with your exisiting furniture. Models start at $375.

CoreChair Muvman Swopper 3Dee Chair Standing Platforms
A proactive Perfect for Add movement to Add movement and
approach to standing sitting in three cushioning to a

sitting desks

dimensions ' standing desk

www.fitter1.com
1-800-fitter1
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IN THIS ISSUE

This issue of HR Professional examines
what it means to be an HR professional
through the prism of three pillars of
professionalism: education; attitudes,
values and behaviours; and regulation. The
cover feature explores the evolution of

HR as a true profession, with the biggest
Canadian advancements happening in
Ontario. To read more, turn to page 22.
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FEATURED PROGRAMS

Calgary: March 8-10, 2016
Halifax: March 8-10, 2016

Kingston: April 3-8, 2016
Organizational Design
Toronto: April 5-7, 2016
Designing Change
Calgary: April 12-14, 2016

Linking HR Strategy to Business Strategy

Managing Unionized Environments
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Coaching Skills
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Call toll free: 1-888-858-7838 Email: irc@queensu.ca

Start 2016 off right—with an investment in YOU

Hundreds of your peers have invested in their careers and contributed to their organization’s success
through Queen’s IRC open-enrolment and certificate-based programs in human resources, labour
relations and organizational development.

Our facilitators bring real-world experience to the table, giving you hands-on opportunities to learn,
design and implement HR practices that achieve a measurable impact on business results.
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Building Trust in the Workplace
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THE MAIN

ere already into the February 2016 issue of HR
Professional, and that means its time for the
HRPA Annual Conference & Trade Show! I'm
excited for this year’s event; I'll be wandering
around the trade show and sitting in on some sessions, and I
can't wait to get some feedback on the magazine from readers.
The cover feature of this issue comes from Bill Greenhalgh,
chief executive officer of the Human Resources Professionals
Association (HRPA). He gives an in-depth look at the profes-
sionalization of the HR profession and what HRPA is doing to
move the process forward. He also discusses HRPA's competen-
cy framework, updated in 2015. That article begins on page 22.
Our other feature article is by Melissa Campeau, and she ex-
plores what it means to foster a culture of positive dissent in
your organization. Coming from someone who enjoys (probably
too much) playing the “devil’s advocate” role, I think her article
gives a great perspective on using dissonance as a means for in-
novation, and why that’s healthy in our workplaces as long as it’s
managed properly. You can read her article, starting on page 32.
T hope you enjoy this issue of HR Professional, and I hope I get
the chance to meet as many readers as possible at #HHRPA2016!
If I miss you and you have any thoughts and ideas to share about
the magazine, my contact information is below, and I look for-
ward to hearing from you.

Happy reading,

Jill Harris
866-953-2182
jharris@lesterpublications.com m
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The Professional Trainer

Full Accreditation Program on Multimedia CD-ROM

The goal of this program is to teach participants how to assess the
need for training, develop the material, prepare the handouts,
deliver the content and evaluate the results. Successful
completion of all 3 Modules makes you eligible for membership in
the Canadian Professional Trainers Association, CPTA, with the RPT
(Registered Professional Trainer) designation.

This new multi-media deluxe
package includes three (3) HRPA Members! Special offer until
CD-ROMS, participant workbook ~ February 15, 2016 ... SAVE $200

and exam.
$745 Regular $945

Details at : www.workplace.ca/hr-professional.html

Institute of Professional Management

2210-1081 Ambleside Drive, Ottawa, ON, K2B 8C8 # Tel: (613) 721-5957 * Toll Free: 1-888-441-0000 * Fax:1-866-340-3586

CHOOSE A
PARTNER

WHO'LL STREAMLINE
YOUR HR

............................................

WITH ITS RANGE OF INTEGRATED SOLUTIONS FOR
EMPLOYERS, DESJARDINS SUPPORTS YOU IN YOUR
DAY-TO-DAY MANAGEMENT OF HR AND EMPLOYEE
BENEFITS SO THAT YOU AND YOUR ENTIRE TEAM
CAN ENJOY PEACE OF MIND.

PAYROLL ¢ HR « GROUP INSURANCE
GROUP RETIREMENT SAVINGS SOLUTIONS

Business

Cooperating in building the future

desjardins.com/business
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Get more out of your Human Resources
Professionals Association membership.

Because you've earned it.

Take advantage of At TD Insurance we believe your efforts should be
your group privileges: recognized. That’s why, as a Human Resources

$41 5* Professionals Association member, you have access
You could save to the TD Insurance Meloche Monnex program,

or more when you which offers you preferred insurance rates and highly
combine your home and personalized service, along with additional discounts.
auto insurance with us. Request a quote and find out how much

you could save!

Our extended business hours make it easy.
Monday to Friday: 8 a.m. to 8 p.m. (ET)
Saturday: 9 a.m. to 4 p.m. (ET)

Home and auto insurance program recommended by

Human Resources
‘ Professionals
‘ HRPAJ Association
——y HOME | AUTO | TRAVEL
D 4

Ask for your quote today at 1-866-461-5925
or visit melochemonnex.com/hrpa

The TD Insurance Meloche Monnex program is underwritten by SECURITY NATIONAL INSURANCE COMPANY. It is distributed by Meloche Monnex Insurance and Financial Services Inc. in Quebec, by Meloche Monnex Financial Services Inc.
in Ontario, and by TD Insurance Direct Agency Inc. in the rest of Canada. Our address: 50 Place Crémazie, Montreal (Quebec) H2P 1B6.

Due to provincial legislation, our auto and recreational vehicle insurance program is not offered in British Columbia, Manitoba or Saskafchewan.

*Nationally, 90% of all of our clients who belong to a professional or an alumni group (underwritten by SECURITY NATIONAL INSURANCE COMPANY) or an employer group (underwritten by PRIMMUM INSURANCE COMPANY) that have an agreement
with us and who insure a home (excluding rentals and condos) and a car on July 31, 2015 saved $415 when compared fo the premiums they would have paid with the same insurer without the preferred insurance rate for groups and the
multi-product discount. Savings are not guaranteed and may vary based on the dlient’s profile.

®The TD logo and other TD frade-marks are the property of The Toronfo-Dominion Bank.
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CHRL/CHRE Sign-off an
Important Step towards
HR Professionalization

By Brenda Clark, CHRE

ast fall, HRPA released A New Deal for Ontario’s

Changing Workplaces — a review and recom-

mendations on the Employment Standards

Act (ESA) and Labour Relations Act (LRA)
that was produced with input from an HRPA-
member survey, interviews with HR executives and
an examination of what other jurisdictions (including
Australia, UK and California) are doing around em-
ployment standards.

(For full details, see “New HRPA report urges mod-
ernization of Employment Standards Act” in the Upfront
section of this magazine.)

Aimed at assisting the Ontario government to
modernize its workplace legislation, the report makes
29 recommendations to help establish a new deal

for Ontario business and workers, including mak-
ing temporary workers permanent employees after
a prolonged period with the same employer; and ex-
panding definitions of what constitutes a contractor,
subcontractor and temporary worker; and clarifying
the relationship between the employer, the client and
these various types of workers within the Employment
Standards Act.

However, a key recommendation that speaks to me
as an HR professional is the recommendation to have
designated HR professionals (including Certified
Human Resources Professionals (CHRPs), Certified
Human Resources Leaders (CHRLs) and Certified
Human Resources Executives (CHREs)) review
and sign off on regulatory compliance documents to

THIS IS BACKED UP BY RESEARCH HRPA CONDUCTED IN 2013
AROUND HRPA MEMBERSHIP AND CONVICTION RATES UNDER
THE EMPLOYMENT STANDARDS ACT. IT FOUND THAT OUT OF
1,015 CONVICTIONS FOR ESA VIOLATIONS, NONE WERE LINKED

TO AN EMPLOYER WITH AN HRPA MEMBER ON STAFF.

__éj.— Y

rstock.com
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TIPS FROM DISPUTE
RESOLUTION EXPERTS

HOW DO YOU KNOW WHEN TO INTERRUPT SOMEONE?

We all want to be polite and let people finish their thoughts but we worry that
we’ll forget our thoughts and, more importantly, we worry that if we don’t
interrupt, the other person will think we agree with everything they’re saying.

As a general rule, it’s better not to interrupt. No one likes to be interrupted and
the other person may resent and likely won’t appreciate the interruption. If you
can write down your thoughts instead of interjecting them, you can keep them in
mind but still allow the other person to finish.

Sometimes the other person talks for a long time and apparently assumes that
you’re agreeing (because you’re not interrupting). In that case, we recommend
you jump in and say something like, “I may not agree with everything you say
and I'll address your comments at the end, but in the meantime, please continue
and | won’t interrupt”. That way, you let the person continue and make it clear
that you’re not necessarily agreeing with everything.

ALTERNATIVE DISPUTE RESOLUTION WORKSHOP

Toronto: February 2-5, April 12-15, May 31-June 3
Ottawa: February 23-26, October 18-21

“The ADR Workshop was by far the best course | have attended in my 30+ year
career in HR. A must attend for HR Professionals. | have used the tools on a
regular basis.”

- Dan Heard, HR, Ministry of Community & Social Services, Bleinheim

“I liked the wealth of knowledge and confidence of all of the instructors and
coaches. It's great to have all the resources available to you at all times
throughout the training.”

Mark McGrath, HR, Nalcor Energy, St. John’s

CONTINUING
PROFESSIONAL
DEVELOPMENT

HRPA

Windsor Law

University of Windsor
[

_——_

1.800.318.9741 | adr.ca | contact@adr.ca

B
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ensure organizations are fulfilling their
obligations around employment, labour
relations and occupational health and
safety standards.

I like this idea for two reasons:

First, from a practical perspective, it
means better compliance for organizations
— and this is backed up by research HRPA
conducted in 2013 around HRPA mem-
bership and conviction rates under the
ESA. It found that out of 1,015 convic-
tions for ESA violations, none were linked
to an employer with an HRPA member
on staff.

And second, having designated HR
professionals approve and sign off on im-
portant workplace compliance documents
is yet another mark of professionalism for
the HR profession. As this issues cover
story makes clear, human resources has
evolved to the point that it is now a true,
regulated profession on the same level as
accountant or engineers.

And like important engineering doc-
uments such as drawings, specifications
or reports require final sign-off approv-
al from a professional engineer (P.Eng.),
or public accountants signing off on au-
dit statements, it makes sense to have final
approval on workplace regulatory compli-
ance documents from a CHRP, CHRL or
CHRE.

For the same reasons the Ontario gov-
ernment granted HRPA regulatory status
over its members (access to private em-
ployee data, compliance responsibility for
employment/OHS regulations and im-
pacts of HR decisions on workers), it is
important that designated HR profes-
sionals review and sign off on documents
that are critical to both organizations and
Ontario workers.

Why? Because designated HR profes-
sionals — CHRPs, CHRLs and CHREs
— have both the education, knowledge and
experience to spot irregularities and errors
in documents and the professional ethics
and spirit of public service to do the right

thing on the behalf of all stakeholders. m

Brenda Clark, CHRE is a chair of
the Human Resources Professionals
Association (HRPA).
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PROVIDING EMPLOYEE
BENEFITS CONTINUES TO

BE A SIGNIFICANT COST FOR
EMPLOYERS

Despite cost containment efforts in re-
cent years, employer spending on benefits
programs for employees represents a sig-
nificant cost. A new benchmarking survey
conducted by The Conference Board of
Canada shows that the average cost of pro-
viding benefits for employees is $8,330 per
full-time equivalent.

“With the prevalence of chronic disease
and incidence of mental health issues in-
creasing, the costs of benefits have never
been higher,” said Nicole Stewart, senior re-
search associate, Leadership and Human
Resources Research for The Conference
Board of Canada. “Employer-sponsored
benefits are valued by employees, but in
order to control costs, organizations are go-
ing to need to make tough decisions about
where to best allocate funds.”

For employers, providing benefits while
containing costs is a constant priority.
More than half of organizations (52 per
cent) reported increases in benefits costs
for active employees, averaging 6.2 per
cent between 2013 and 2014. To manage
these costs, some employers are looking
to generic substitutions for prescription
medicines or exclude certain drugs from
coverage. Others seek to increase the em-
ployee share of premiums. However, these
solutions only address part of the cost pres-
sures facing employers. Organizations are
increasingly turning to programs aimed at

UPFRONT

physical and mental health promotion and

early assessment and intervention to help

reduce the cost of claims.
Other trends revealed in the 2015 sur-
vey include:

» More than 90 per cent of employers
provide full-time employees vision care
coverage; private or semi-private hospital
accommodation; out-of-country medical
coverage; paramedical services like
massage therapy, chiropractic coverage
and physiotherapy; major restorative
dental services; accidental death and
dismemberment; and long-term
disability.

n The survey also found that neatly all
organizations provide benefits for
permanent part-time employees who
work a minimum number of hours per
week (on average 20 hours or more).

» Most organizations don't have a set
annual maximum for prescription drug
coverage, but on average, reimbursement
is limited to 89 per cent of the claim.
Annual maximums are typically in place
for dental work.

CANADIAN WOMEN STILL
HELD BACK AS LEADERS IN THE
WORKPLACE

Randstad Canada’s fourth annual Women
Shaping Business study — conducted in
partnership with Ipsos Reid — has found
that despite efforts to achieve equality in
the workplace, nearly three-quarters (71

Nnews

per cent) of working Canadian women are
in roles below the management level, and
cite the number one barrier to leadership at
work is an employer’s fear of absence due
to family obligations. The study also dis-
covered that only five per cent of working

Canadian women are employed in science,

technology, engineering or math (STEM)

fields, presenting a major inequality in these
key areas for Canada’s future workforce and
economy.

“Change is hard, but it’s critical for busi-
nesses that want to grow and flourish,’
said Faith Tull, senior vice president of hu-
man resources at Randstad Canada. “Our
research shows that organizations that pro-
mote and support women perform better in
an array of areas, including financially, but
we're still seeing a large gap between men
and women in leadership positions, partic-
ularly in those important STEM fields.”

Other concerning findings from the 2015
Women Shaping Business study include:

m More than three-quarters of working
Canadian women believe there is
a divide compared to men in the
workplace when it comes to salaries,
influence in making important decisions,
promotions and getting the best jobs,
tasks or projects.

m Forty-two per cent of working Canadian
women believe they dont obtain
leadership positions because their
employer fears a possible maternity
leave.

» Twenty-seven per cent of working
Canadian women who are notin a

Continued on page 13
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HUMAN RESOURCE MANAGEMENT

Master of Human Resources Management
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STEM field might have pursued a
career in these areas if they had had the
right support or guidance.

“In order to remain competitive, to
attract top talent and promote gender di-
versity in more senior roles, Canadian
employers need to enhance their offer-
ings to alleviate workplace stress related
to family obligations,” said Tull. “Making
leadership opportunities accessible and at-
tractive for women starts with nurturing
a work culture of flexibility, openness and
empowerment.”

EXECUTIVES SAY IT'S MORE
CHALLENGING TO BE A LEADER
TODAY

Leading a business is only getting hard-

er, recent research found. In a Robert Half

Management Resources survey, 87 per cent

of chief financial officers (CFOs) said it is

more challenging to be a company leader
today than it was five years ago.

“Facing an ever-evolving corporate land-
scape, executives have to deal with the
pressures of emerging trends that require
them to continually reassess everything
from technology and staffing challenges,
to regulatory demands and compliance re-
quirements,” said David King, Canadian
president of Robert Half Management
Resources.

Robert Half Management Resources de-
tails five challenges facing leaders today and
the attributes needed to address them:

1. Taking a “big picture” view. Executives
are no longer tasked with just overseeing
their department. They must draw
on their strong business acumen to
understand how their unit’s decisions
and performance affect the broader
organization.

2. Overcoming  staffing

Building a skilled team in the face of

challenges.

retention
talents.
Business leaders today are tasked with

candidate shortages and

concerns requires special
fostering relationships with recruiting
sources and developing an effective
staffing management strategy, blending
full-time personnel with specialized
professionals who can be brought in on
demand.

3. Maintaining an edge over diverse

competitors. Firms face threats not
just from traditional competitors, but
also increasingly from organizations
disrupting the marketplace with new
business models. Organizations need
leaders who can anticipate changes in
the competitive landscape and inspire
innovation to stay on top.

4. Remaining compliant with evolving

Regulatory

continue to mount for many industries

mandates. pressures

and companies. Executives today need

Nnews

to be experts on the mandates affecting
their business and understand how
compliance is more than meeting a set
of requirements and can instead help
the firm prosper.

5. Keeping up with technology. As history
has repeatedly shown, technology can
change everything at a moment’s notice.
The onus is on business leaders to
monitor the technology trends affecting
their organizations and positions and
adapt accordingly.

Continued on page 15
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ONE IN THREE EMPLOYERS SAY
MORE STAFF ARE GOING INTO

WORK SICK

Nearly a third of employers have reported
an increase in people coming to work while
sick, according to the annual Chartered
Institute of Personnel and Development
(CIPD)/Simplyhealth absence manage-
ment survey.

The survey of nearly 600 employers finds
that 31 per cent of employers have seen
an increase in “presenteeism” in the last 12
months. It also shows that presenteeism is
more likely to have increased where there
is a culture in which working long hours is
seen to be the norm, and where operation-
al demands take precedence over employee
wellbeing,

“This is the fifth year in a row in which 30
per cent or more of employers have report-
ed an increase in employees coming into
work when they are ill,” said Ben Willmott,
head of public policy at the CIPD. “Its a
real concern that the problem of presentee-
ism is persisting. The message to businesses
is clear: if you want your workforce to work
well, you have to take steps to keep them
well and this means putting employee
health above operational demands.”

The CIPD believes that more organi-
zations should be developing employee
wellbeing strategies in order to promote
good health and combat presenteeism in
the workplace. There should be a clear fo-
cus on values and organizational culture,
quality of leadership and management, as
well as early access to good quality occu-
pational health and rehabilitation support.
A key emphasis should be on training line
managers to equip them with the skills they
need to manage people in a way that gets
the best out of them, while supporting their
wellbeing,

NEW HRPA REPORT URGES
MODERNIZATION OF
EMPLOYMENT STANDARDS ACT

To make Ontario a more competi-
tive business environment and provide
better protection for precarious work-
ers, the Human Resources Professionals
Association (HRPA) is urging the Ontario

government to make updates to both

the Employment Standards Act (ESA)

and the Labour Relations Act (LRA)

— foundational pieces of legislation that

underpin Ontario workplaces and the pro-

vincial economy.
Key recommendations include:

» Having designated senior HR
professionals (including Certified
Human Resources Executives (CHREs)
and Certified Human Resources Leaders
(CHRLs)) sign off on compliance
documents to ensure organizations
are fulfilling their obligations around
employment, labour relations and
occupational health and safety standards

» Protecting vulnerable workers
by treating temporary workers as
permanent employees after a prolonged
period with the same employer

» Expanding definitions of what
constitutes a contractor, subcontractor
and temporary worker, and clarifying the
relationship between the employer, the
client and these various types of workers

within the ESA

To read the full report, please visit
HRPA .ca/NewDeal.

The 29 recommendations flow from
A New Deal for Ontarios Changing
Workplaces: A Review and Recommendations
by the HRPA on the ESA and LRA -

a report produced with research from a

Nnews

HRPA-member survey, interviews with
HR executives from different industries
and sectors, as well as an investigation into
what other jurisdictions are doing with
their own employment standards.

The report focuses on five main areas of
reform, including creating a competitive
business environment and more flexi-
ble and supportive working environment,
protecting vulnerable workers, better com-
pliance and thoughtful labour reform.

“Ontario is at a critical turning point and
both the ESA and the LRA need compre-
hensive updates to keep pace with a rapidly
changing business environment and fast-
evolving workplace realities,” said HRPA
CEO, Bill Greenhalgh. “Unless these laws
are modernized, Ontario risks experiencing
a hollowing out of industries and a loss of
current and potential highly trained work-
ers to other jurisdictions. By updating the
ESA and LRA, Ontario will become a more
competitive and profitable jurisdiction for
businesses to operate in, and workers will
be happier and healthier by achieving a bet-
ter work-life balance.” m
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EFFECTIVE MANAGEMENT MIGHT BE REQUIRED FOR A MENTALLY ILL
EMPLOYEE TO REACH THEIR FULL POTENTIAL

ental health is an ever-increasing
problem in the Canadian
workforce. With the protec-
tions provided to employees,
through both privacy and human rights

legislation, many employers are reluctant

By Malcolm MacKillop and Hendrik Nieuwland

to inquire into the personal circumstanc-
es of an employee, as they are unsure of
their legal right to do so. Thus, many
employers are oblivious to organization-
al challenges caused, in some part, by
an employee’s state of mind. In cases of

mental health, however, employers may
have a legal duty to make inquiries.

The term “mental illness” encompasses
a wide range of conditions that can af-
fect an individual’s overall mood, thinking
and behaviour. Two of the most common

HRPATODAY.CA B FEBRUARY 2016 W 17
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EVEN THOUGH ACCOMMODATING AN EMPLOYEE WHO
SUFFERS FROM ANXIETY, DEPRESSION OR OTHER MENTAL
ILLNESS MAY BE A CHALLENGE, IT IS A LEGAL REQUIREMENT.

forms of mental illness are depression and
anxiety disorders,

Accordingto 2012 figures from Statistics
Canada, 4.7 per cent of Canadians aged 15
and older stated they had experienced a
major depressive episode in their lives and
2.6 per cent of Canadians aged 15 and old-
er reported symptoms consistent with an
anxiety disorder. In addition, 17 per cent
of Canadians aged 15 and older believed
they had a need for mental health care in
the past year of their lives.

Mental illness is often perceived to be
qualitatively different from physical ill-
nesses, such as heart disease or cancer.
Those who suffer from mental illness are
sometimes viewed as unproductive, non-
contributing members of society. As a result,
many of those who suffer from mental illness
do not believe it’s in their best interest to dis-
cuss mental health with their employer.

2L, CFASociety
’//\\\§’ Toronto

WHICH APPLICANT FITS
YOUR BUSINESS NEEDS?

JOB POSTING SERVICE

Access over 8,500 qualified financial industry
candidates at CFA Society Toronto's job board.

For more information email

www.cfatoronto.ca

However, employees with mental ill-
ness can make positive contributions to a
workplace. Whether an employer is aware
or not, they likely employ an individu-
al who suffers from mental illness, based
on the statistics above. While those suf-
fering from mental illness may have daily
struggles, this does not negate their posi-
tive contribution to a workplace.

However, daily struggles can and often
do present themselves within a work envi-
ronment. Employees suffering with mental
illness can oftentimes exhibit behaviour
costly to an employer, such as absentee-
ism, low morale and strained workplace
relationships. These types of behaviour
may affect an employee’s — and ultimate-
ly, an employer’s — overall productivity. In
fact, according to a December 2011 report
titled “The Life and Economic Impact of
Major Mental Illnesses in Canada” by the

Mental Health Commission of Canada,
the economic impact of mental illness on
Canadian workplaces was estimated at
$6.3 billion annually.

In order for a mentally ill employee to
reach their full potential, effective manage-
ment may be required. There are myriad
ways that an employer can offer assistance
to a mentally ill employee, says the Ontario
Human Rights Commission. Depending
on one’s needs, effective management may
include modified job duties; encourag-
ing the use of an employee assistance plan
(EAP); providing alternative supervision
arrangements; providing alternative ways
to communicate with the employee; pro-
viding job coaching; allowing a flexible
work schedule; allowing for more training
or training that is delivered in a different
way; and allowing short-term and long-
term disability leave.

Continued on page 20
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There are many ways to accommo-
date an employee with a mental illness
and employers need to work closely with
employees to determine the appropriate
approach. Although the number of so-
lutions vary, relationship building is vital
in every case. Employers would be wise
to limit the number of managers or hu-
man resources professionals an employee
engages with. The use of fewer points
of contact should foster the building of
long-lasting relationships. In addition,
employers should be aware that employee

medical information is highly sensitive.
Employers should treat such information
as confidential and ensure that it is shared
only with those the employee has agreed
may have access to the information.
Pursuant to the Ontario Human Rights
Code, employers have a duty to accom-
modate employees to the point of undue
hardship. Undue hardship can include
substantial costs to the employer, such that
the costs would alter the essential nature
of the enterprise, or substantially affect
its viability. In addition, health and safety
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considerations can factor into undue hard-
ship, where the accommodation is likely to
cause significant risks to others impacted
by the accommodation measures. Factors
such as business inconvenience and em-
ployee morale are not valid considerations
in assessing undue hardship. Where ac-
commodation causes undue hardship, the
employer is required to find the next-best
solution.

However, in considering undue hard-
ship, there is by no means a limitless right
to accommodation, Circumstances can
arise where it may not be possible to ac-
commodate mental health restrictions.
A situation where the duty to accom-
modate may be limited arises where the
employee refuses to participate in the ac-
commodation process. Employers should
keep in mind that mental illness can af-
fect an individual’s decision-making, Even
if an employee initially refuses accommo-
dation, employers should still attempt to
work through the process, as appropriate.
Having said that, there will be a limit on
the extent to which an employer can ac-
commodate an employee who refuses to
participate.

If managed propetly, employees suffer-
ing from mental illness can be a valuable
part of a team. Even though accommodat-
ing an employee who suffers from anxiety,
depression or other mental illness may be
a challenge, it is a legal requirement. Most
likely, an employer will need to approach
the situation with a softer touch rather
than an aggressive management style.

Though the duty to accommodate is a
legal requirement under the Code, accom-
modating employees with mental illness
may have additional benefits as well. For
example, appropriate accommodation
may lead to increased productivity, re-
duced costs in some cases and increases in
employee satisfaction. Accordingly, with
appropriate accommodations and effec-
tive management, employees with mental
health disabilities can more effectively
contribute to the workplace. m

Malcolm  MacKillop  and  Hendrik
Nieuwland practice employment law with
the firm Shields O’Donnell MacKillop LLP
of Toronto.
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As a true profession, HR adds tremendous value to organizations

by aligning people strategies with business objectives.
Forward-thinking HR associations are taking steps to formally
“professionalize” human resources through a common body of
knowledge, education and regulation. The CEO of the Human
Resources Professionals Association (HRPA), Bill Greenhalgh,
examines what “professionalization” means to the HR profession
and HRPA members, and the steps being taken to place HR on the
same professional tier as accountants and engineers.
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TODAY'S BUSINESS DEMANDS AND INCREASED
WORKPLACE REGULATORY REQUIREMENTS CONVERGE
TO CREATE THE NEED FOR A MORE “PROFESSIONAL"
HUMAN RESOURCES PROFESSION

By Bill Greenhalgh

t has been several decades since the “pet-

sonnel manager” has evolved into the

present-day “HR professional” when re-

ferring to someone who practices human
resources management. But what does this
title mean?

Do we mean that (1) this individual be-
longs to a profession, or (2) this individual
earns his or her livelihood practicing HR
management?

Lets consider two well-known (non-
HR) professionals for guidance: Usain Bolt,
Olympic gold medalist and 100-metre sprint
wortld record holder; and Brian Greenspan, ar-
guably Canada’s best known criminal lawyer.

Both are “professionals,” but the meaning
changes upon close inspection. Bolt is rec-
ognized as a huge talent in his field and is
universally acknowledged as a professional
athlete not just because he is paid for his ef-
forts but because he is an exceptionally good
sprinter.

Greenspan is a brilliant lawyer, and like
Bolt, because he is outstanding in his area
of expertise, the public acknowledges his
professional status. However, he is also
recognized as a professional because he is li-
censed to practice law in Ontario by the Law
Society of Upper Canada and so is a member
of the legal “profession.”

BEING PROFESSIONAL VS BEING
A PROFESSIONAL

In the first instance, Bolt is considered a pro-
fessional because he has crossed over from
being a talented amateur to someone who
has sufficient talent and commitment to earn

a living at sprinting. The same is true of pro-
fessional musicians, golfers or artists.

A member of the “professions” (as in
medicine, law or engineering), on the oth-
er hand, is considered a professional because
they have made a public commitment to
a high standard of performance, integrity
and public service and they are held to this
by the regulatory body that licenses them
to practice their profession. In this instance,
protection of the public is of greater impor-
tance than financial gain.

In parts of the world where HR has
made the greatest strides (such as the UK,
Australia, the U.S. and Canada), HR is de-
veloping into a true profession (as in law or
medicine) that requires protection of the pub-
lic. Ontario has seen the biggest advance, with
the passage of the Registered Human Resources
Professionals  Act, 2013, which confers reg-
ulatory powers on the Human Resources
Professionals Association (HRPA) to oversee
the Ontario HR profession in the public in-
terest. The legislation means HRPA-member
CHRPs/CHRLs/CHRE:s are now placed in
the same category as doctors, lawyers, engi-
neers and accountants.

However, a complicating factor is that
“human resources professional” is not a pro-
tected title — anyone can call themselves an
HR professional (just as anyone can call
themselves an engineer or an accountant).
‘This means some individuals who call them-
selves HR professionals are members of a
profession and some are not. The public
may not always be clear about the differ-
ence; the key is to differentiate those who call
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themselves HR professionals and those
who are members of the HR profession.

PROFESSIONALIZATION OF HR

We can examine what it means to be
an HR professional and a member of
the HR profession through the prism of
three pillars of professionalism: educa-
tion; attitudes, values and behaviours; and
regulation.

Education and training

Being a professional involves the ap-
plication of a conceptual or theoretical
body of knowledge and requires exten-
sive training and education to acquire.
Most professions involve degree-lev-
el education offered through the formal
educational system, which focuses on
the theory necessary to qualify for the
profession’s credentials.

After an individual has mastered the
theory, they learn how to apply it through
a period of on-the-job experience (arti-
cling, internships and supervised practice)

Wherever you need experienced employment
and labour law professionals,

that transforms academic knowledge into
professional competence.

Upon completion of the supervised
work experience period, they typically
write a final exam of one kind or anoth-
er, and if successful, become licensed to
practice their profession — although
sometimes the exam is written before
completion of the supervised work expe-
rience component,

The entire process is regulated by a pro-
fessional body overseeing standards of
entry to the profession.

A good example would be the route
taken to become a lawyer. After someone
completes a bachelor’s degree, they apply
to law school (that’s been accredited by the
provincial law society) after having passed
the law school admission test (LSAT).
After learning legal theory during three
years of law school, would-be lawyers
complete an articling period alongside a
licensed lawyer who guides them on how
to apply theory to law practice and how
to act, behave and conduct themselves as

lawyers. After completing their articles,
they must pass a provincial bar exam to be
duly licensed to practice.

Similarly, HRPA is evolving a process to
mold HR students into HR professionals.
For its Certified Human Resources Leader
(CHRL) designation — its professional-
level designation — members com-
plete a course of theoretical study (its
post-secondary academic program), fol-
lowed by a knowledge exam, a three-year
supervised HR experience period, a juris-
prudence exam and, finally, a case-based
final exam to ensure all candidates are
ready for independent professional prac-
tice. Starting Oct. 1, 2016, there will also
be a requirement to complete a two-day
professional program that looks at busi-
ness ethics and the values and behaviours
expected of HR professionals.

Attitudes, value and behaviours

When the topic of professionalism comes
up in HR circles, there are two common
responses. The first goes something like,

Continued on page 27
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“I always behave in a professional manner,
and my colleagues think of me as such/
The other response is, “I am always pro-
fessional in what I do, but there are others
in our profession who give the rest of us a
bad reputation.”

But what does “professionalism” mean
in the HR context?

Borrowing a definition of profes-
sionalism created by the Chief Justice
of Ontarios Advisory Committee on
Professionalism (which was developed to
help define professionalism for lawyers),
let’s examine HR professionalism through
several “building blocks”:

Scholarship: This what HR profes-
sionals refer to as “‘competence” What
distinguishes professionals, however, is a
sense of obligation to maintain competence
in their field linked to an independent pro-
cess to determine what that requires.

Integrity: This is a cornerstone of
professionalism and goes beyond the ob-
ligation to observe ethical standards
established by the regulator. HR pro-
fessionals must be counted on to act
according to their espoused values despite
opportunities to do otherwise.

Honour: This refers to the sense of “high-
er purpose” or serving some broader societal
good beyond the immediate interests of
clients and employers that distinguishes pro-
fessionals. The real test of professionalism
comes about when the professional must
“safeguard the higher societal value” when
the interest of the employer conflicts with
the broader public good.

Leadership: Here, leadership means
taking a proactive role on matters relating
to the profession and its impact on society.
This may include speaking out to address
a systemic injustice.

Independence: Professional autonomy
is a challenging area for HR professionals.
The phenomenon of “client capture”has been
documented in regards to lawyers. Client
capture refers to the situation where a pro-
fessional begins to identify more with their
employer and less with the profession to the
extent that the professional begins to lose
their independence and their professional
judgment becomes clouded.

Civility and collegiality: This is an in-
teresting element for HR since some HR
professionals will be members of a profes-
sional regulatory body while others will

not be, And yet, HR professionals (wheth-
er members of the regulatory body or not)
cannot stand apart from the profession
— individual HR professionals cannot di-
vorce themselves from the rest of the
profession. Whenever an HR professional
behaves in a way that falls below the ex-
pected level of professionalism, it reflects
pootly on all HR professionals.

Service to the public good: This refers
to the balance between the duty to serve the
client and the obligation to serve the pub-
lic good. Business ethics and professional

cover

ethics are not the same and this dichoto-
my presents challenges to professionals
who are guided by a commitment to serve
the public good, but are embedded within
an organization that may only be interest-
ed in maximizing profits.

Balanced commercialism: Income and
status cannot become the primary goals of
professional life — the primary goal of pro-
fessional life should be service to others.

The process of professionalization in-
cludes the evolution of the attitude and
approach to an occupation that members
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Fully equipped kitchens
Cleaning services and ensuite laundry

Certificate of Excellence

HR Professional

Contact us today at:
T:416.296.8838 | Toll Free: 1.877.228.7688
www.delsuites.com | info@delsuites.com

Toronto | Midtown | North York | Etobicoke | Mississauga | Brampton | Oakville | Markham | Scarborough
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THE PROCESS OF PROFESSIONALIZATION INCLUDES THE EVOLUTION
OF THE ATTITUDE AND APPROACH TO AN OCCUPATION THAT
MEMBERS OF THAT PROFESSION HAVE TOWARDS THEIR PROFESSION.

of that profession have towards their pro-
fession. Professionalism is one strand in
the process of professionalization.

Professional regulation

Governments regulate commercial activ-
ity to ensure the public interest is served
— including transactions between pro-
fessionals and consumers. Professional
regulation can be thought of as a form of
consumer protection.

The most common approach to the
regulation of professions in Canada is self-
regulation, where an occupational group
enters into an agreement with government
to formally regulate the activities of its
members in the public interest.

Professional self-regulation enables gov-
ernment to have some control over the
practice of a profession without direct reg-
ulation, but it’s an exceptional privilege.
Governments trust professionals to put
aside their self-interest in favour of pro-
moting and protecting the public interest.

WILLIAMS [mlzd | AV

LEGAL EXPERTISE AT WORK™

An innovative and proactive approach to labour

and employment law

At Williams HR Law, we’re focused on helping you build a better
workplace by delivering practical, customized and sustainable

HR legal solutions.

This follows from the ethos of profession-
alism — including a commitment to an
ideology of service. This ideology of ser-
vice is an integral aspect of self-regulation.

Like the Law Society of Upper Canada
or the Ontario College of Teachers, which
regulate the conduct of lawyers and
teachers in Ontario, HRPA regulates its
members.

As a regulator, HRPAs mandate is to
protect the public by ensuring member
HR professionals are competent and act
in an ethical manner; and it was grant-
ed self-regulatory powers by the Ontario
legislature through the Registered Human
Resources Professionals Act, 2013.

The government felt it was necessary for
the HR profession to be regulated for sev-
eral reasons: HR professionals are privy
to huge amounts of private data about
employees (including health and finan-
cial information); they are responsible
for compliance with labour and health

and safety regulations; and, generally, HR

Areas of Practice:

* Employment contracts

* Workplace policies

« Labour relations

« Grievance arbitration

« Performance management advice

+ Employment standards compliance

an
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Client Service is Paramount.
We take the time to listen to your
challenges and business priorities.

We advise and provide relevant

yﬁ_' : options and work with you to

N : achieve a resolution that makes sense
for your organization. Our tailored
legal solutions help you mitigate
risks and reduce exposures.

905.205.0496 | info@williamshrlaw.com | www.williamshrlaw.com

* Human rights

* Workplace safety and insurance
* Health and safety

* Privacy compliance

* Legal compliance audits

* WSIB compliance audits

* Wrongful dismissal actions
* Management/supervisor training

* Workplace restoration

* Pre-termination strategy and advice

decisions may have a dramatic impact on
the lives of Ontario workers. Ultimately,
the time had come for HR professionals to
be formally regulated to protect the pub-
lic interest.

HRPA regulates member HR profes-
sionals in a number of ways:

Rules of professional conduct: HRPA
members agree to abide by rules that com-
mit them to professional competence, legal
requirements, dignity in the workplace,
confidentiality, conflict of interest and
professional growth and support of other
professionals.

Public register: HRPA maintains
an official public register of all HRPA
members including membership status,
certification status, business contact infor-
mation and discipline history.

Competency framework and pro-
fessional HR designations (CHRP/
CHRL/CHRE): HRPASs
cy-based HR certification framework
tests a defined body of knowledge, and
the ability to apply that knowledge, at
three levels of HR practice: entry-level
(CHRP), professional-level (CHRL) and
executive-level (CHRE).

Continuing  professional develop-
ment (CPD): HRPA members commit
to ongoing CPD to maintain their HR
knowledge and abilities. HRPA provides

the guidance and professional develop-

competen-

ment that members need to stay current
and advance in their careers.

Complaints, investigations and dis-
cipline process: HRPA regulates and
governs the professional conduct of
HRPA members through the articulation
and enforcement of a code of ethics, rules
of professional conduct and standards
of practice. HRPA will investigate com-
plaints against members and can apply
discipline if there is a finding of wrong-
doing or incompetence after a fair and
transparent investigation.



HRPA AND THE ONGOING
PROFESSIONALIZATION OF
HUMAN RESOURCES

While HRPA had many of the trappings
of a professional regulator since the pas-
sage of the Human Resources Professionals
Association of Ontario Act, 1990 (such as
a professional designation, a code of eth-
ics, continuing professional development
requirements, etc.), the HR profession
had never really progressed beyond the
level of “semi-profession” (i.e., technicians
and technologists) in both the mind of
the public and against the regulatory stan-
dards of Tier 1 professions.

That has all changed over the past six
years. During that time, HRPA has“upped
its game” to match the standards necessary
to be acknowledged as a Tier 1 profession,
including the aforementioned rules of pro-
fessional conduct and public register.

The process accelerated with the pas-
sage of the Registered Human Resources
Professionals Act, 2013 — a public act which
gave HRPA official sanction as the regula-
tor of the HR profession in Ontario and
places HRPA-member HR professionals
on the same regulatory tier as lawyers and
engineers. Since that time, HRPA has in-
troduced a modernized HR competency
framework that has, at its core, an updated
body of knowledge and three new desig-
nations that test both that knowledge and
the ability to apply it at three levels of hu-
man resources practice: entry, professional
and executive.

This body of knowledge (ensuring it is
the same globally), plus the validation of
capability through certification, fair com-
plaints and discipline processes and the
obligation to protect the public, are the de-
fining characteristics of professionalism.
Accounting and engineering are the same
no matter where they are practiced around
the world and are founded on a global
knowledge base — and the same should ap-
ply for human resources.

All these regulatory pieces are in place to
elevate the HR profession and HR profes-
sionals as a true profession in Ontario.

With our competency framework and
similar ongoing activities in other major
HR associations, we are moving towards a
global HR knowledge base. What we now
need to do is change the mindset and con-
vince the public, other business functions

cover

ACCOUNTING AND ENGINEERING ARE THE
SAME NO MATTER WHERE THEY ARE PRACTICED
AROUND THE WORLD AND ARE FOUNDED ON A
GLOBAL KNOWLEDGE BASE — AND THE SAME
SHOULD APPLY FOR HUMAN RESOURCES.

and many HR professionals that HR is a
true profession.

This is likely the hardest hill to climb
— especially in a business world where
many cling to the dubious idea that “any-
one can do HR” and HR executive spots
can be handed to executives from out-
side the profession. And it’s going to take
the combined efforts of HRPA and other
forward-thinking HR associations, as well
as HR professionals themselves, to sway
attitudes in our favour.

However, we have something strong to
work with. Today’s business challenges

require HR strategy and execution and re-
ally demand the skills and knowledge of
HR professionals to deal with them effec-
tively. The professional work of a CHRP,
CHRL or a CHRE is ultimately the best
marketing tool we have to bring attitudes
about our profession in line with our new
capability. m

Bill Greenhalgh is chief executive officer of the
Human Resources Professionals Association
(HRPA).

{ PEC I I
Excellence in Coach Training

engaging your

HR leader.

TRANSFORM THE
CULTURE OF YOUR
ORGANIZATION

Take the first step by

greatness as an

Visit iPECcanada.ca To Download Our Insider Guide To Coach Training
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When faced with today’s increasingly complex labour and employment issues, you want more
than timely legal advice. You need the support of advisors who are as invested as you are in your
organization’s future, and the health of your workplace relationships.

It is that partnering approach that has distinguished our Labour Relations and Employment Law
Group for 50 years. Whether it’s helping clients navigate ever-changing labour and employment
laws, or providing business immigration services to facilitate the transfer of employees into or out
of Canada, we deliver our services with your goals in mind. By looking at every situation from your
perspective, you are assured that our advice is personalized, practical and optimal in every respect.

For more information, contact:

Gita Anand Nicole Byres Thomas Duke Veronica Choy

National Leader British Columbia Team Lead Alberta Team Lead Specialty Leader, Immigration
Toronto 604.643.1264 780.429.9742 Calgary

416.595.8542 nbyres@millerthomson.com tduke@millerthomson.com 403.298.2430
ganand@millerthomson.com vchoy@millerthomson.com

NMiller
Miller Thomson LLP Thomson

millerthomson.com lawyers | avocats
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RECRUITING NOW?
TALKITO USTABOUTEWHATS HOLDING
YOUR COMPANY BACK:

The face of Canada is changing. One in
five Canadians are foreign born and over
250,000 new immigrants arrive yearly.

Many of them are specialized and highly
skilled Internationally Educated Professionals.

They are highly motivated. Not only can
they do the job well, they can also provide
your company with a fresh perspective on

Canada’s changing consumers as well as
global markets.

By hiring IEP™ Program participants you can
be confident that they are Canada job ready.

IEP™ Programs are your trusted and com-
prehensive source making your recruitment
efforts less of a puzzle and more of a reality.
Connect with us at www.iep.ca

CONFERENCE + PROGRAMS

A UNIQUE FORUM FOR

Internationally Educated Professionals




POSITIVE v

DISSENT

LOOKING TO BOOST INNOVATION AND COLLABORATION?
ENCOURAGE YOUR EMPLOYEES TO DISAGREE MORE OFTEN.

n August 2014, electric carmaker Tesla
recruited 30 hackers, full time. Why?
They wanted subject-matter experts to
poke holes in their network security, so
they could repair and improve an already
industry-leading product.

Along the same lines, medical research-
er Alice Stewart — who made the link in
the 1950s between the then-routine prac-
tice of X-raying pregnant women and
childhood cancers — regulatly worked in
tandem with a statistician named George
Neil. Neil’s sole job was to attempt to dis-
prove Stewart’s theories. When he couldn'’t,
she knew she was on to something,

This practice of actively seeking and
considering opposing points of view is
not only an important tool for decision-
making, it’s critical for innovation. In
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By Melissa Campeau

practical terms, if an organization is try-
ing to disrupt the market with its goods
or services, that innovative offering can
only evolve out of a culture that’s enthu-
siastic about new points of view, invites
a little conflict and welcomes against-
the-grain ideas.

WHAT'S POSITIVE ABOUT
DISSENT?

In organizational culture, you might call
this positive dissent. Its something exec-
utive coach and HR consultant Bonnie
Flatt characterizes as “the ability to dis-
agree in a positive way while maintaining
connection, trust and respect for others’
points of view.”

It's not about inviting chaos among the
ranks. A smooth-running business will,

of course, require some amount of orde
But that shouldn't come at the expense
of employees’ curiosity and willingness
to speak up when they want to or need
to.

There’s a diverse collection of opin-
ions on offer in nearly every organization,
whether its related to cultural back-
ground, life experience, age or gender. An
organization that doesn't tap into that —
by seeking and encouraging points of view
that might be at odds with leadership or
the status quo — is missing out.

“Positive dissent falls under the simple
premise that two heads are better than
one, four better than two and so on,
said Anthony Papa, senior vice president
global human resources at Federal-
Mogul Motorparts.



feature

EMPLOYEES, AFTER ALL, PAY
MUCH MORE ATTENTION TO
CULTURE THAN TO POLICY.

Ideas from different sources are like extra pieces of a puzzle. A greater number of
them can help create a clearer big picture.

“A leader presented with more diverse and even dissenting perspectives can
make a more informed decision. If you don't know what you don't know, you
may miss something,” said Flatt. Contrarian ideas might just help a leader lo-
cate a blind spot, or two.

For employees, there’s a direct link between the freedom and safety
to express dissenting ideas and their connectedness to work and the
organization.

“When employees are able to speak openly and share differ-
ing opinions, it contributes to their sense of purpose and the
contributions they feel they can offer the organization,”
said Papa. “Positive dissent is analogous to empower-
ment and engagement.”

ROOM FOR GROWTH

Plenty of organizations may believe they
encourage positive dissent. The numbers,

Nadin3d/Shutterstock.com

however, paint a different picture.

Continued on page 35
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In her 2012 Ted Talk,“Dare to Disagree,”
business leader Margaret Heffernen points
out that within American corporations, 85
per cent of executives acknowledge that
they've refrained from raising issues or
concerns at work because they didn't want
to cause conflict.

In the best-selling business manage-
ment book Tribal Leadership, authors
Dave Logan, John King and Halee Fischer-
Wright share research indicating 49 per
cent of North American workplaces are
operating from a stage in development that
doesn't support a diversity of opinions.

“In this stage, knowledge is hoarded —
it's power,” said Flatt.“The language is, I'm
great and you're not.” With this mindset,
people aren’t open to receiving new or con-
tradictory ideas and don't feel safe engaging
in productive disagreements. It’s a struc-
ture that discourages true collaboration.

When the ability to voice differing opin-
ions is missing within an organization, it's
a recipe for stagnation, or worse.

“If positive dissent is absent, I really can-
not see organizations being very healthy,”
said Papa. Most organizational models for

feature

“WHEN EMPLOYEES ARE
ABLE TO SPEAK OPENLY AND
SHARE DIFFERING OPINIONS, IT
CONTRIBUTES TO THEIR SENSE OF
PURPOSE AND THE CONTRIBUTIONS
THEY FEEL THEY CAN OFFER THE
ORGANIZATION. POSITIVE DISSENT
IS ANALOGOUS TO EMPOWERMENT
AND ENGAGEMENT.”

— ANTHONY PAPA, SENIOR VICE PRESIDENT GLOBAL
HUMAN RESOURCES, FEDERAL-MOGUL MOTORPARTS

success advocate hiring top talent to drive
the organization. “This top talent wants to
be recognized, have input into decision-
making and long-term strategic planning.
However, an absence of positive two-way,

and credibility!

™ HUMBER

Check us out: www.humber.ca/ceb

PPAC builds your
pension expertise

Centre for Employee Benefits - /

open communication and a culture that
doesn't encourage employees to challenge
one another will result in top talent, or
your ‘A-players, leaving and more medio-

cre talent, or your ‘B-players, staying.”

Become respected for your knowledge of registered
pension plans and related legislation. Learn to interpret
current pension legislation and the changing regulations
that govern today’s registered pension plans. Understand

DB/DC pension plan design and funding concepts.

PPAC programs blend practical exercises with instructor-led

THE CENTRE FOR EMPLOYEE BENEFITS

Humber Institute of Technology & Advanced Learning
205 Humber College Blvd., Toronto, Ontario MOW 5L7 Tel: 416.675.5047 Email: ted.patterson@humber.ca

seminars facilitated by pension and investment industry experts.
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The next level in cultural progression,
as Tribal Leadership describes it, shifts
the thinking from “I'm great” to “we're
great” For the 22 per cent of North
American workplaces operating from
this level, there’s a much more signifi-
cant likelihood of active listening and
healthy conflict.

“This level calls for the company to
know what its purpose is, so they're not
just here to make x amount of money or
sell this many widgets,” said Flatt.

Tech giant Google, for example, tells
its employees the company’s reason for
being is to provide information 24 hours
a day, seven days a week. That state-
ment offers a shared sense of purpose
that can give direction and meaning to
healthy disagreements, and help steer
resolutions.

“When people are operating from that
collective ‘we’ place, you actually have dia-
logue. It's not conflict for the sake of it, but
for the sake of improving,” said Flatt.

WHERE DO THE WINNERS FOCUS

THEIR SOCIAL RECRUITING EFFORTS?

Learn this and more in
The McQuaig Global Talent
Recruitment Report

Download your free copy at:
McQuaig.com/HRPA2016

4

The McQuaig Institute®

- |
Emonde 4 dens

An integral part
of your team.

The McQuald Global Talent
Recruitmem sunvey
Highlights & Insights Report

THE LABOUR AND EMPLOYMENT LAW EXPERTS

Emond Harnden is trusted, not simply as advisors, but as an integrated member of
our clients’ HR departments and senior management teams. We are devoted exclusively
to advising management on labour relations and employment matters.

It's a forward-thinking approach to labour law.

Glebe Chambers 707, rue Bank Street, Ottawa, Ontario K1S3V1 m 1.888.563.7660 m www.ehlaw.ca

Services dans les deux langues officielles
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COMMON ROADBLOCKS

Despite all the upsides, creating a culture
of positive dissent is unlikely to be free of
any, well, conflict.

Asking some leaders to invite more dis-
sent among the team might seem to them
like handing over the steering wheel. And
collecting opposing ideas might seem, on
the surface, like a sure-fire way to slow
productivity.

What's more, many of us are trained to
find, exclusively, the data that supports
our particular view. It's how most essays
are written during academic years, how
you gain support and funding for new
projects in the working world. It’s effec-
tive — but only up to a point.

To expand your own point of view
by incorporating others” ideas requires
checking your ego and your agenda at the
door.

“It means accepting that you have just
one point of view, releasing the need to
be the expert and taking on a beginner
mindset,” said Flatt. “That takes courage
and it takes vulnerability”

For leaders who fear occasional con-
flict will erode team dynamics, the
opposite is much more likely to be true.
Heffernan points to research showing a
direct correlation between the strength
of interpersonal relationships and the
amount of healthy conflict within those
groups. They key word is healthy — those
disagreements have to be aired in an
environment where people feel heard, re-
spected and valued.

“If people don't agree with your idea,
youre much more likely to be accept-
ing of that if you feel you've at least been
heard,” said Flatt.

The idea of willingly engaging in dis-
agreements is also counterintuitive for
many people, who may fear conflict and
tend to avoid it. This may stem from an
upbringing in a particular household or
culture with strong feelings about chal-
lenging authority, or it may relate to an
entire generation’s collective experience
with conflict.

“My sense gained over 25 years in the
HR field is that newer generations — Gen
X and Gen Y — both want and need pos-
itive dissent,” said Papa. “Boomers have
traditionally been more tolerant of top-
down management approaches.”

Continued on page 38
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PLENTY OF ORGANIZATIONS MAY
BELIEVE THEY ENCOURAGE POSITIVE
DISSENT. THE NUMBERS, HOWEVER,

PAINT A DIFFERENT PICTURE.

COAX SOME CONFLICT

Knowing how to engage in a disagreement
— but keep it positive and productive — is a
learned skill. For many employees, that de-
velopment might come from coaching and
training, A good deal of it, though, might
come from watching how leaders interact
with the team.

“Organizations have to lead that kind
of cultural shift from the top,” said Flatt.
“If HR truly wants to have a culture
where there’s openness, debate and con-
structive feedback, they need to build
not just tools and processes, but a way
of being.”

Flatt points to SNC Lavalins sit-
uation back in 2013. The Canadian

engineering firm made headlines that
year when it was charged with multiple
counts of bribery, a practice that was ei-
ther widely known, or widely suspected
within the organization.

“They had all these policies in place
for whistleblowing,” said Flatt. “All of
these ways for people to share difficult
information, and nobody shared. Even
though HR had put together some re-
ally good processes, the culture didn't
allow for that freedom.” Employees, after
all, pay much more attention to culture
than to policy.“HR needs to educate and
coach the leadership team, and then that
understanding and that behaviour has
to cascade down.”

When HR spots a problem, says Flatt,
it's time to get curious.

“If you're seeing a lot of groupthink,
do a diagnostic and get to the root cause.
What's getting in the way? What needs to
change?” she said. “Those questions will
shed more light than bringing in yet an-
other new tool or process to address the
issue.”

Understand progress and help steer
change by setting a benchmark, then
taking the organization’s temperature
regularly.

“Measuring employee opinion on the
subject and adjusting strategies to include
empowerment and engagement will be
critical,” said Papa.

Lo
Helping '//é Hands

THE MOST POWERFUL AND ENGAGING
TEAM BUILDING ACTIVITY

COME SEE
HRPA 2

5 AT THE BROMELIN BOOTH 144
CONFERENCE & TRADE SHOW
JAN 20™ TO JAN 22N°

CONTACT US:

TEL:1.855.566.4827

WEBSITE: HELPINGHANDSTRAININGCANADA.CA
FACEBOOK: HELPING HANDS CANADA

TWITTER & PINTEREST: @ HELPINCHANDS_CA
INSTAGRAM: @BROMELINPP
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Providing pre-employment screening

services for over 40 years!
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Management Profiles Inc.

We deliver factual information and accurate assessments in a
comprehensive profile about your potential candidates.

Our Specialties Include:

» Reference Checks

e Employment
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e Drivers’ Abstracts

e Criminal ¢ Social Media Checks
Background Checks e Terrorist Watch List
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e Exit Interviews ¢ Tenant Profiles

www.brittonmanagemnt.com
416.286.6668
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TOO MUCH OF A GOOD THING?

If a little dissent is a good thing, what’s
too much? To some degree, that’s for
each organization to determine, based
on what suits the corporate culture, says
Papa.

“Companies typically issue levels of au-
thority matrices, and these can be used
to specify just how far down the matrix a
leader should go to gather ideas and opin-
ions,” he said.

Inviting an organization of 5,000 em-
ployees to all offer input on a new product,
for example, and then sifting through all
of their responses, isn't likely to be cost or
time-effective.

“Setting up a structure with limits and
expectations would avoid an organization
losing valuable time through a consensus
management approach,” he said.

On a more micro level, someone who
voices contrary opinions in a particular-
ly aggressive way is likely to cause discord
within a group. The remedy might involve
a conversation with a manager or coach
who acknowledges the employee’s passion,
but then points out how it’s perceived by
others.

“You might say, T'm noticing you're re-
ally passionate about this thing, but how
it appears to me is that you're very firm
and not willing to look deeper,” said Flatt.
“Then ask the employee what's going on.”
Where a manager sees someone antag-
onistic and combative, an employee may
see himself as passionate and committed.
“They may have no way of knowing their
behaviour is causing other people to shut
down. If you don't address it, you end up
with a pattern of misunderstanding.”

feature

GIVE THE STATUS QUO A NUDGE
As Heffernan points out in her TedTalk,
most major catastrophes aren’t caused by
secret information. Instead, the signs are
in open information that people are un-
willing to discuss. The same could be said
about innovations. New ideas are there,
just waiting for someone to raise ques-
tions, nudge the status quo and shake
things up a little. What employees need is
the freedom to be that positive disruption.

By creating a culture that encourages
people to speak their minds and to chal-
lenge respectfully, an organization allows
everyone to contribute at their high-
est level — an essential ingredient for a
genuinely inclusive, collaborative and in-
novative workplace. m
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conference

Welcome to the Human Resources Professionals Association (HRPA)'s 2016
Annual Conference and Trade Show!

EXPERIENCE CANADA'S LARGEST HR TRADE SHOW

Open for two and a half days, this year’s trade show features ex-
hibitors of leading HR resources, services and technologies. Also,
trade show admission is free! Make sure you walk the show room
floor to learn about Canada’s top HR services and supplies.

TRADE SHOW HOURS
+  Wednesday, January 20: 10:00 a.m. — 5:00 p.m.
+  Thursday, January 21: 10:00 a.m. — 5:00 p.m.
+  Friday, January 22: 9:00 a.m. — 12:10 p.m.

DOWNLOAD THE HRPA 2016 MOBILE
APP
Download HRPA's conference app to get the
most out of your conference experience!
Featuring an interactive conference ﬂoorplan,
this easy-to-navigate app lets you quickly
find and bookmark speakers, sessions and
trade show exhibitors.

Available on: the App Store, Google
Play, Windows Phone and App World
for BlackBerry.

HRPA WISHES TO RECOGNIZE AND THANK OUR
2016 CONFERENCE SPONSORS FOR THEIR GENEROUS SUPPORT

D

TD Insurance Meloche Monnex
TD Green Room, Lanyards and Charging Station

Great-west Lite
Centre for
Mental Health
in the Workplace

Great-West Life Centre for Mental Health
Thursday Afternoon Keynote: Clara Hughes

- CHARTERED
NTS

Chartered Professional Accountants of Canada (CPA Canada)

Wednesday Lunch Keynote: Benjamin Tal

‘indeed

Indeed
Social Media Lounge

5 Bal lLL
WORKOPOLIS
Workopolis.com
Executive Sessions, Thursday Morning Keynote: David Marquet

Ay
Atlas.

Atlas Van Lines (Canada) Inc.
Wednesday Opening Keynote: Dr. David Rock

ﬁﬁvV'y

Envoy MovePlus
Friday Closing Keynote: David Usher

OC.TANNER

0.C. Tanhéf C‘a‘h'é'da
Conference Bags

f DIAMOND

Diamond Recognition
Prizes for Registration Contest

work

o VENNS

Venngo
Pens and Notepads

*Sponsors as of November 19, 2015
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DAVID ROCK

i .,B’ 8:15 A.M.

WEDNESDAY, JAN. 20

DRIVING PERFORMANCE THROUGH
NEUROSCIENCE

Just imagine: focusing on solutions, not problems; people in-
spired to do their best; open communication channels; getting
better results with less effort. These are but a few of the many
benefits arising from a coaching culture — a culture that
David Rock knows all about. Based on leading research fo-
cused on bringing neuroscientific knowledge into the areas of
leadership development, management training, change man-
agement, education, consulting and coaching, this remarkable
keynote will send you away with a practical, six-step guide to
making permanent performance changes in your workplace.

Ay

Atlas.

BENJAMIN TAL

12:00 P.M.
WEDNESDAY, JAN. 20

TAKING AN OUTSIDE-IN PERSPECTIVE:
LINKING ECONOMICS TO HR

When economist Benjamin Tal talks about macro trends in
economics, he not only contributes to the conversation, but
frequently sets the agenda. Join this fascinating keynote to
learn what Tal knows about the critical link between eco-
nomics and HR. Besides discussing global macroeconomic
forces impacting our economy, he will explore mismatches in
the labour market, focussing on youth unemployment, qual-
ity of employment, the failing return on education and how
the choice of field of study impacts job market outcomes.
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REX MURPHY

4:30 PM.
WEDNESDAY, JAN. 20

ISSUES OF THE DAY

If anyone has his finger on the pulse of Canadians in ev-
ery walk of life, it is Rex Murphy. Radiating intelligence and
trustworthiness, Murphy’s Newfoundland brogue was heard
coast to coast as he moderated Cross Country Checkup,
Canada’s only national, open-line program until September
2015. Join Murphy as he talks candidly about the influence of
human resources and its effect on current events.

Murphy knows what makes Canadians tick, and what
drives our political and social affairs. He makes us im-
portant, reminds us we have culture beyond hockey. His
thought-provoking, sometimes stinging commentary and
original insights, delivered via a vocabulary that should
make Webster’s consider updating, draw 5,000 to 10,000
listeners to join in discussions on his radio show. He calls
himself a Newfoundlander biting at the heels of Canadian
consetrvatism.

DAVID MARQUET

8:15 A.M.
THURSDAY, JAN. 21

CREATING LEADERSHIP AND
ENGAGEMENT AT EVERY LEVEL

Captain David Marquet, author of Turn the Ship Around!
A True Story of Turning Followers Into Leaders, imagines a
workplace where everyone engages and contributes their full
intellectual capacity, a place where people are healthier and
happier because they have more control over their work — a
place where everyone is a leader. Attend this powerful keynote
to share his intent-based leadership message: that leadership
is not for the select few; there are leaders at every level.
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PAMELA MEYER

12:00 P.M.
THURSDAY, JAN. 21

LIESPOTTING

The clues to truth and deception are everywhere. Can you
spot them? This unsettling keynote by certified fraud exam-
iner Pamela Meyer reveals the sophisticated lie-detection
methods of security experts and interrogators, and arms you
with proven techniques to detect deception and build trust.
Gain a lasting advantage in business and dramatically im-
prove your personal relationships by learning to decode the
body language, facial expressions, words and actions of every-
one you encounter.

-

@ CLARA HUGHES

4:30 PM.
& THURSDAY JAN. 21

PANEL ON MENTAL HEALTH/
LET'S TALK

Clara Hughes has always felt that being a champion means
more than winning, It is the actions off the playing field
and reaching out to others that define success. As a desig-
nated spokesperson for Bell Canada’s Let's Talk campaign,
Hughes works towards changing the dismal reality millions
of Canadians face when it comes to support and treatment
for mental health issues. Reflecting upon her own experienc-
es in this revealing keynote, Hughes discusses her personal
struggles with depression in hopes that sharing her story will
help to eliminate some of the stigma and fear that surround
mental illness in Canada.

PANELISTS

m  Mary Ann Baynton
»  Malcolm MacKillop
m  Dennis Long, M.S.W.,

Great-West Life
Centre for
Mental Health

in the Workplace
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ANDERS SORMAN-NILSSON

8:15 AM.
FRIDAY, JAN. 22

DIGILOGUE

As some organizations careen recklessly into the digital fu-
ture, and others are left behind, steeped in the ways of old,
thought leaders are coming to realize there is an important
middle ground. Most often that’s where your customers and
clients want you to be, the place where digital and analogue
converge — the “digilogue.” In the digilogue, it is understood
that digital satisfies a customer’s mind while analogue soothes
the heart.

Knowing where this place is demands: an understanding
of the parts of your business that simply cannot be allowed to
go digital; an intimate knowledge of the customer experience;
an understanding of how your organization tells its story to
its public; and a recognition of the artisanal skill, or customer
service, that keeps customers coming back.

HEEE= . N

DAVID USHER

1:00 P.M.
FRIDAY, JAN. 22

HOW TO BRING CREATIVITY,
INNOVATION AND INSPIRATION
TO THE WORK THAT YOU DO

The Internet has changed everything we know about busi-
ness and art...and it continues to do so. You can no longer
get by because you're the best in your town, province, or even
country. Location means nothing. Everything now has a glob-
al audience and products and services need to do more than
simply perform — they need to sing.
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The Milder Side of Mental lliness

WHY IT'S KEY TO THE SUCCESS OF MENTAL WELLNESS EFFORTS

By Jeff Perron

hile stigma is starting to

lift around issues of men-

tal health, individuals with

mild-to-moderate  depres-
sion and anxiety have arguably become
more alienated than before.

Many public awareness campaigns sur-
rounding mental illness have related to
suicide prevention. This awareness has, in
some effect, erroneously equated mental
illness with suicide.

Though suicide is generally acknowl-
edged as being among the most serious
consequences of mental illness, it is far
from being the most common. In fact,
most employees dealing with issues of
mental health will never be suicidal. With
messaging emphasizing suicidality, em-
ployees with mild depression and anxiety
may feel overlooked. Worse yet, they could

assume that because they do not feel sui-
cidal, that they are not truly experiencing
depression or anxiety.

Of course, suicide awareness and pre-
vention is a key component of any mental
health strategy. However, it doesn't stop
there, nor should it begin there. Employers
need to be sure to put particular emphasis
on mild mental illness. In fact, this should
be the primary focus of any mental health
strategy.

HR ' professionals and the business
community are aware that mental illness
is a leading cause of lost productivity, ab-
sence and disability, The majority of
mental illness-related lost productivi-
ty is due to presenteeism — the “working
wounded.” According to one study, work-
ing employees with depression lose 8.3
hours of productive time per week. That's

nearly one full workweek per month, and
this doesn't include the impact on quality
of work.

By its very nature, presenteeism often
goes unrecognized, including by the em-
ployee who is experiencing it. With some
exceptions, traditional benefits are geared
towards helping employees who have al-
ready self-identified as having a mental
health concerns. Of course, employees
generally access mental health benefits
only after their mental health concern has
become relatively serious. But how can
employees who have milder forms of anx-
iety and depression be supported before
their symptoms become more serious?

Employees need to understand what
mild depression and anxiety look like so
that they can catch it eatly. This makes
health and wellness education efforts that

HRPATODAY.CA B FEBRUARY 2016 U 45



health

BECAUSE THE SYMPTOMS ARE ONES THAT
CAN AFFECT ANYONE FROM TIME TO TIME,
ITIS EASY TO SEE HOW EARLY ANXIETY AND
DEPRESSION OFTEN GET OVERLOOKED.

are focused on mild mental illness all the
more critical.

In-house campaigns that raise awareness
of mild anxiety and depression don't need
to be elaborate or costly. To start, employ-
ees should know the eatly signs of anxiety
and depression (which often go hand-in-
hand) so that they can take them seriously
and take early action to address them.

Common early signs of depression
include: difficulty concentrating and mak-
ing decisions, irritability, fatigue, sleep
and appetite changes and loss of inter-
est in activities or hobbies that used to be
pleasurable, Common early signs of gen-
eralized anxiety disorder include excessive
worry and tension, irritability, difficuley
concentrating and difficulty sleeping.

This brief overview of symptoms high-
lights both the overlap between depression
and anxiety and the commonality of the
symptoms. Because the symptoms are
ones that can affect anyone from time to
time, it is easy to see how eatly anxiety and
depression often get overlooked. In turn,
presenteeism gets overlooked. The more
employees and employers understand the
symptoms, the more likely they are to take
action on them.

In addition, employees should have a
clear understanding of their mental health
benefits — from EAP phone counselling
to insurance for in-person sessions with
psychologists. Just like employees know
that an occasional massage can help main-
tain physical wellness, they should know

Professional Development /T PAYS TO KNOW

Mark your calendar for

payroll education!

that they don't have to be in crisis to ac-
cess mental health resources. One or two
counselling sessions when an employee
first notices that they are feeling depressed
or anxious can go a long way to helping
prevent greater problems down the road.

Ultimately, it is clear that employers
want to do right by their employees when
it comes to mental health. The decreased
stigma on the topic is evidence of this and,
in many cases, awareness efforts have been
driven by caring employers. In order for
stigma to fully lift, it will be important
to focus efforts on early, milder forms of
mental illness. m

Jeff Perron is the founder of the TruReach
Mental Health app.

Marty S., CPM - Member GTA Region

With more than 190 federal
and provincial regulations
and changes each year,
staying payroll compliant

is one of the biggest
challenges employers face.

Sic AN Stay Compliant

rates on seminars.

Learn more at payroll.ca.

Improve compliance and reduce the risk of audits and
penalties with help from Professional Development
seminars from Canadian Payroll Association.

Seminars are offered for all levels from beginner to advanced. A
variety of topics are available, including Learning Payroll, Taxable
Benefits, Employment Standards, Pensions and more. Check our
calendar for a seminar in your area.

Become a Canadian Payroll Association member and get preferred
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training

SPECIAL TRAINING FOR REMOTE MANAGEMENT
SHOULD BE HIGH ON HR'S AGENDA

By Wayne Berger

he demand for flexible working has increased across the

globe, and 2016 will continue to see rapid growth in flex-

ible and remote working. Today more than ever before,

smart HR leaders are helping their companies embrace
this new way of working.

We've heard it before, and we'll hear it again — flexible work is
one of the top ways to attract and retain talent. According to the
latest research by global workspace provider, Regus, 61 per cent of
firms use flexible working as a way to attract and retain staff, high-
lighting the important role that flexible working has in boosting

productivity and motivating or rewarding talented staff.

)

Vidoslava/Shutterstock.com

The research also revealed that worldwide, 54 per cent of se-
nior managers believe companies like theirs are looking to increase
the number of remote workers, and 76 per cent believe that senior
management can actually become more productive if they work
flexibly.

It may come as no surprise then that the majority of firms are
shifting their focus to measuring employee outputs with results-
based assessments, rather than simply focusing on time spent
in the office. This signals that remote working is becoming the
norm and that firms have no interest in rewarding “unproductive
presenteeism.”




training & development

THERE ARE STILL MANAGERS WHO
MEASURE SUCCESS BASED ON
HOW MUCH TIME IS SPENT IN THE
OFFICE, BUT THEY ARE QUICKLY
BECOMING OUTNUMBERED AS
THE NEW REMOTE WORKING
APPROACH TAKES OVER.

Unfortunately, there are still managers who measure success
based on how much time is spent in the office, but they are quick-
ly becoming outnumbered as the new remote working approach
takes over. And while measuring outputs is clearly a more suitable
method of gauging remote worker performance, it is also a way for
remote-based managers to effectively measure their team’s produc-
tivity wherever they are.

Well over half of senior-level staff manage a remote worker at
least part of the time, but in spite of this, it is alarming that less
than half of firms are putting special training in place for the man-
agement of a remote workforce. With more businesses embracing
flexible working, implementing successful remote management
processes is absolutely essential to ensuring top workers are recog-
nized, nurtured and developed.

For leaders to excel in remote management, it’s integral to fos-
ter employee relations, motivation and loyalty, yet too few firms

are putting a strategy in place to help managers set their team up
for success. Special training for remote management should be
high on the agenda for HR professionals, or they risk declines in
performance.

These findings emphasize the need for remote management
training investment to ensure the transition from a fixed to mobile
workforce is a smooth one. With the amount of modern technolo-
gy at our fingertips, a key piece to ensuring success for the remote
workforce is having a professional and properly equipped remote
work location as an extension of the workplace.

The full benefits of flexible working are unlikely to be reached
if the alternative location offered is not conducive to productivi-
ty and are ill-equipped, noisy or distracting, such as a coffee shop
or home office. And employers should not assume their remote
staff want to work from home due to distractions and feeling lone-
ly when working from home. Most professionals do not want to
encroach on their home life, and many are more productive when
working from a professional environment — closer to home or
their customers.

Given the significant surge in flexible working, it is positive
news that more and more firms are adapting their performance
analysis to measuring real outputs regardless of location. A major
caveat for managers remains, however: firms need to invest in re-
mote management strategy and training to get the best out of their
workforce. m

Wayne Berger is the vice president of Regus Canada.
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Mi@rkplace Equality

HR'S ROLE IN CREATING AND MAINTAINING A SUPPORTIVE
WORK ENVIRONMENT FOR LGBT EMPLOYEES

n 2015, the LGBT community made

global strides in terms of acceptance

and equality, from public figures iden-

tifying as transgender to the U.S.
legalizing same-sex marriage. Although a
tremendous victory for the global LGBT
rights movement, there is still much
work to be done; the “next frontier” in the
LGBT rights movement is global work-
place equality. Equality initiatives driven
by human resources teams are critical.
Workplace policies, benefits and programs
that support LGBT equality are the back-
bone of cultural change, which HR has
the power to ignite.

In order to foster LGBT workplace
equality and make sure that all employees
feel supported and included, HR teams

must start with policies, then address tal-

ent management and workplace climate.

By Selisse Berry

If not already included, it’s beneficial for
HR teams to include sexual orientation,
gender identity and gender expression
in their global non-discrimination and
anti-harassment policies. Companies with
international locations may consider roll-
ing out LGBT-inclusive policies to ensure
that LGBT employees are accounted for
during travel or relocation, especially to
anti-LGBT environments. HR teams can
also assist employees traveling to these lo-
cations by providing tips and trainings for
safety.

There are disparities in workplace
equality that

fect the transgender community. Taking

disproportionately ~ af-

this into account, HR teams may imple-
ment guidelines for supporting employees
through gender transitions, establishing

an environment where non-binary gender
expressions are not an issue and ensuring
mutual respect for transitioning employ-
ees, their coworkers, customers, business
partners and management.

In addition to non-discrimination pol-
icies, guidelines may encompass every
aspect of transitioning such as employee
and employer expectations, notification of
transition, the transition timeline, confi-
dentiality, addressing coworker concerns,
gender fluidity, restroom access and pro-
noun and name changes.

It often falls upon the HR department
to ensure minimal workplace disrup-
tion and, as many employees may not be
aware of the transitioning process, it is
imperative to host workgroup meetings
to announce the transition and inform
coworkers, managers and clients about

Continued on page 55
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expectations involving appearance, names,

pronouns and medical leave, when an em-

ployee begins to transition. The content of

these workgroup meetings will be deter-

mined by the initial conversation the HR

team member conducts with transitioning

employees, outlining the following:

» The company’s policies addressing
discrimination in the workplace

» Indication of the company’s support
and commitment to confidentiality

» Identification of the management
personnel that may head the internal
support network for the transitioning
employee

s Communication and timing
preferences, such as how the employee
wishes to inform coworkers, clients and
others of his or her transition

» Name and pronoun preferences and
timing

» The internal resources available to
support the transitioning employee

» Time and leave policies surrounding
the transition

The workgroup sessions after this ini-
tial conversation will not only minimize
workplace disruption and misunderstand-
ings, but will also make the transitioning
employee feel comfortable and valued. It's
important to include external contacts,
such as clients or remote business part-
ners, who work with the transitioning
employee but may not be in daily contact
with him or her, in these meetings as well.

If coworkers raise negative concerns
about a transitioning employee, support
managers and HR professionals must
meet immediately one-on-one with the
employee to ensure that everyone feels
comfortable and valued.

The procedures and treatments associ-
ated with the transitioning process often
necessitate time off from work. Existing
company leave and time off policies for
other medical procedures and treatments
also apply to these medical procedures and
treatments. Transitioning is a major life-
changing event, and healthcare benefits
should also include mental health support.

The HR team must ensure that trans-
gender employees understand the extent
of their benefits, and confidentially discuss
transitioning timelines so that transi-
tioning and transgender employees feel

supported.

policies

Apart from initiatives that target LGBT
establishing

policies and programs to improve the gen-

employees specifically,
eral workplace climate in regard to LGBT
inclusivity is an important step for orga-
nizations. Such programs could take the
form of diversity training, with specific
reference to LGBT issues. Incorporating
diversity objectives into management
performance goals allows companies to
consistently communicate its support to
its employees.

HR professionals can measure the effec-
tiveness of these efforts with frequent and
anonymous climate surveys distributed to
the entire workforce. In addition to these
surveys, it is also important for HR teams
to include self-identification in company

metrics in order to keep track of LGBT
employees so that they receive the neces-
sary support.

An LGBT-inclusive workplace is root-
ed in HR policies that promote dialogue,
input and exchange so that every employ-
ee feels valued as his or her authentic self.
From these policies blooms a company
culture where everyone feels confident
that they can bring their true identity to
work. m

Selisse Berry is founder and CEO of Out &
Equal Workplace Advocates, a nonprofit or-
ganization dedicated to achieving lesbian,
gay, bisexual and transgender workplace

equality.
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paths

HR Career Paths:

s the daughter of Indian immi-
grants growing up in Waterloo,
Ont., Sandeep Tatla says her
and father always
stressed the importance of getting a uni-

mother

versity education. While her parents did
have degrees, they didn't work in their
respective fields in Canada, but as gen-
eral labourers in the manufacturing
industry. This seemed to have a lasting
effect on her.

“Growing up, I don't think I had a clear
idea of what I wanted to be,” said Tatla.“T
do recall wanting to be a teacher when I

was in grade four, but that was probably
because teachers were the most visible role
models I had.”

What Tatla did know, however, was that
she wanted to help people. It was at York
University that she decided to double ma-
jor in psychology and law and society.

“I liked the idea of being a therapist or
a lawyer,” she said. “Looking back, I real-
ly only vaguely knew what each of these
professions did. By the end of my degree,
I wanted to be a lawyer. It was my law and
society courses — especially the ones that
examined issues of inequity — that really

inspired me to be an advocate for change. I
knew I could do that effectively with a le-
gal education. Interestingly, while at York I
also took a few HR courses and really en-
joyed them. I'm fortunate now to have a
career that really brings together all of my
passions and interests.”

As a lawyer practicing in labour, em-
ployment and human rights law, Tatla
noticed many clients struggling with issues
she calls the mismanagement of diversity.

“Issues related to retention, turnover,
poisoned workplaces, harassment, dis-
crimination and bullying really affect

Continued on page 59
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career

ISSUES RELATED TO RETENTION, TURNOVER,
POISONED WORKPLACES, HARASSMENT,

DISCRIMINATION AND BULLYING REALLY AFFECT
PRODUCTIVITY AND COST EMPLOYERS.

productivity and cost employers,” she said.
“As alawyer, many times I was cleaning up
the mess of mismanaged diversity. I really
wanted to move away from cleaning up the
mess to providing the proactive advice to
prevent the issues from arising in the first
place. That led me to move into this devel-
oping area of HR.”

With a career trajectory that in-
cludes positions at several law firms and
at PricewaterhouseCoopers and George
Brown College, Tatla joined the Ontario
College of Trades in early 2014 as chief di-
versity officer (CDO).

HR Professional recently caught up with
Tatla to find out more about this new area
of HR that she calls hugely rewarding, but
“not the easiest job because you're advocat-
ing for change”

As CDO for Ontario College of

Trades, what are your main areas of
responsibility?

Sandeep Tatla: I'm really excited about
this role and I am really enjoying how
dynamic and challenging it is. It's the
first role of its kind in Canada, and I've
been told in North America. While most
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* Group Pension and Benefits Programs
» Maximizing Severance Packages

» Tax Efficiency

Help your employees navigate their financial futures

Our financial education experts help teach your employees:

Roland Chiwetelu, BCom, CFP, Consultant,
Financial Education & Employer Services
www.tewealth.com/employers

T-E-WEALTH

CDOs are responsible for advancing di-
versity and inclusion in organizations,
my mandate is to advance diversity and
inclusion in the trades sector in the
province of Ontario. There are approx-
imate 500,000 tradespeople in Ontario
working in virtually all industries across
the province — including mining, motive
power, construction, natural resourc-
es, industrial and education. In addition
to working with tradespeople, I work
with various stakeholders, including em-
ployers, unions, government, agencies
and educational institutes and special

E SUCCESSFUL WEALTH STRATEGIES SINCE 1972

Vancouver « Calgary « Oakville « Toronto
Montreal « Quebec City St John's
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ANOTHER CHALLENGE IS MANAGING THE
MISCONCEPTIONS PEOPLE HAVE. I'M NOT

THE “POLITICALLY CORRECT"” POLICE.

interest groups. All are key and instru-
mental in any change strategy.

How did you come to work in your cur-
rent role?

ST: I've never mapped out a real plan for
my career in terms of here’s where I'd like
to be in “x” years or this is where I need to
go. I've really taken or made opportunities
for myself. In my last role I had wondered
what the next step was, but then when
this role presented itself, it was clear the
next step was to move from organization-
al diversity to tackling a larger and much
more complex challenge of diversity in the
trades in Ontario.

What do you like most about your job?
ST: That I am working to make a change

in an area I'm passionate about. I can't

imagine working without purpose. I think
being authentic is very important and
being able to help people have the oppor-
tunity to show up to work and be their
true and best selves is hugely rewarding,

What does a typical day at work for
you look like?

ST: My days range from meeting with
stakeholders, presentations to hunker-
ing down at my desk and researching and
determining ways to tackle diversity and
inclusion issues in ways that are effective
across different work environments and
everything in between.

What are some of the challenges you
experience on a day-to-day basis?
ST: My biggest challenge is my expec-

tations. I'd like to see change now, yet in
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this line of work change takes times. You
have to be patient and recognize the fruits
of your labour in different ways. Celebrate
the successful steps youre taking to
achieve your goals.

Another challenge is managing the
misconceptions people have. I'm not the
“politically correct” police. In most cases, I
don't want people to be politically correct,
but rather understand differences and au-
thentically learn how to speak respectfully
with and about others. Being politically
correct doesn't mean you understand; in
many cases, it is quite the opposite. You've
been told what to say and do versus taking
a moment to understand individual differ-
ences. Along those lines are people who
give you lip service that they've bought
into diversity because they think it’s the
“right” thing to do.I'd rather have you chal-
lenge me if you're not sure so that we can
work together to understand why diversi-
ty and equity are important. False support
is much more damaging in the long run
to achieving diversity and inclusion goals.
Very little offends me in my line of work.
The reason I'm here is to educate.

What do you like to do in your spare
time?

ST:I don't have much spare time with two
little kids. When I'm not working, I love
spending time with my family and being
outdoors. I also like to watch documen-
taries — usually about people, culture and
food. m



S ) Y IINLCL S [ SSUEE
=R EROTTE S| @IN AL

HRPA's magazine is proudly published by Lester Communications Inc.

We are an innovative and
forward-thinking B2B publishing
company that operates on the
mandate that your best interests
are our best interests. We help

associations connect with &'(I_ESTER

the people and organizations

they need to reach. www.lestercommunications.ca



S Aw*..»nn.m ..,..

LR

MEET THE HR INFLUENCERS



ulie Giraldi never planned to

become a human resources pro-

fessional. With a university degree

in criminology and Italian litera-
ture, the possibility hadn’t even crossed
her mind — that is, until a recruiter point-
ed out that her outgoing and approachable
personality was well suited for a people-
oriented career.

That was almost 30 years ago, and
since then Giraldi's HR career has grown
and matured. Today, she is chief hu-
man resources officer (CHRO) and vice
president, Health HR Leadership at the
Ontario Hospital Association (OHA), an
organization she’s been with for 15 years.
Founded in 1924, the OHA serves and
supports Ontarios 148 hospitals in their
quest to deliver the best possible patient
care.

Opverall, the OHA only has about 100
staff — and 20 of them are on Giraldi’s

team. Their goal is to “connect the dots on
the provincial plan” and develop strategies
to assist members by identifying HR best
practices, conducting research and creat-
ing toolkits and resources to help hospitals
focus on important issues like succession
planning.

HR Professional sat down with Giraldi
to discuss the challenges inherent in her
current role, as well as key lessons learned
throughout her HR career.

When did you decide you wanted a ca-
reer in human resources?

Julie Giraldi: It all started with a smile,
believe it or not! After I graduated from
university, I was working at the TTC as
a temporary summer student in the HR
department. Meanwhile, I was applying
for permanent positions there that relat-
ed to my criminology degree. The head
recruiter at the time pulled me aside and

recommended that I focus on HR. “It’s
your smile and your demeanor; you're ap-
proachable,” she told me. As I reflect on
that, she was absolutely right! People need
to feel at ease with you in HR. I focused
my sights on HR and the rest is history.

What was your first job in HR?

JG: My first role was employee records
clerk at the TTC. It was a great starter
role, because it afforded me the opportu-
nity to better understand the HR function
and the organization. It also allowed me to
build new skills that I would need to get
into other positions in HR.

Describe your current job. What are
your main areas of responsibility?

JG: My main responsibility at the OHA
is to focus on provincial HR initiatives.
Most notably, I've been involved in ex-
ecutive compensation. The government
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is putting compensation frameworks in
place for the broader public sector, includ-
ing health care, that would include CEOs
and their C-suite. In anticipation of this,
I led the development of the first provin-
cial compensation framework for hospital
health care system leaders. It's ground-
ed in best practice, and it helps a board of
directors determine the appropriate com-
pensation for a CEO based on a number
of complexity factors. This initiative is
important because health care is trans-
forming as we speak. We need to make
sure we can recruit and retain the right
leaders to lead that transformational agen-
da. If government policy is not grounded
in best practice, we won't be able to at-
tract and retain the people we need to lead
transformational change in the health care
sectot, and ultimately ensure Ontarians
get the best health care.

I'm also involved in emerging issues —
for example, we are currently working with
a broad group of system stakeholders and
partners to help identify root causes of
workplace violence and better understand

how we can prevent these incidents, all
while ensuring both patients and staff are
kept safe. We're developing a report based
on feedback from key stakeholders and pre-
senting it to the Ministries of Health and
Labour, which I'm very excited about. I'm
also responsible for the e-health and I'T port-
folios and am a trustee on the Healthcare of
Ontario Pension Plan (HOOPP).

JG: I love working with a great group of
people. They're bright and full of ener-
gy with great ideas, and that really makes
me tick! I've hired most of my staff, and

I love to see that through mentoring and
coaching, they're getting to the next level
of their careers. I also love that I can influ-
ence change at the provincial level; to me,
that is really exciting and amazing,

JG: One of the challenges any association
faces is managing the expectations of its
members. The key is to engage the mem-
bers — listen to them, learn from them,
involve them in your work. This was the
approach I took in building the compen-
sation framework and it was successful.

Continued on page 66

“The talent exists, just not bere.”
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companies are as numerous as they are complex. BDO's Immigration Services group draws on deep experience and global resources
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Canada’s health care
system can be confusing

We're here to help navigate it.

Bayshore HealthCare can offer two excellent employee health care
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Also, when I first arrived at the OHA, we
had 31 per cent turnover. It took a lot of
time, effort and disciplined focus to turn
that around. But in the last eight years,
we've hovered around 97 to 99 per cent
employee engagement! That is phenome-
nal when you look back at the 31 per cent
turnover. My biggest learning from that
was the importance of engaging staff and
delivering on your commitments.

JG: From my own experience, it's impot-
tant during difficult times to be open and
transparent with staff. Never underesti-
mate culture — “culture eats strategy for
breakfast!” It really is true. As an example,
when we started repairing OHA employ-
ee engagement, I thought HR could just
lead the way and do it. But that wasn't the
case. We had to start from the bottom up,
so we put together a staff relations com-
mittee that drove the development of our
values and our behaviours. To this day, this
committee continues to help us maintain
the extraordinary engagement levels we've
attained. Finally, I would say that if you're
asking people for their opinion — for ex-
ample, through employee engagement
surveys — you need to embrace the results.
If you're not committed to sharing the re-
sults and implementing an action plan,
don't do it! HR will lose credibility imme-
diately, and it’s so hard to get that trust and
credibility back.

JG: I think fundamentally you need to
know how to motivate and engage people,
and get them working at an optimal lev-
el. You also need to understand the culture
and strategy of the organization, because
if you don't understand it you can't deliver
on the business side. How can you recruit
the right people? We all know recruitment
is an art, and not a science.

JG: The biggest tip is to understand the
various aspects of the business beyond
the HR function. Get involved in the bud-
get and strategic planning processes; this
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First job: | started off as a summer student receptionist at the Metro
Separate School Board [now the Toronto Catholic District School
Board], and there | was able to really develop my interpersonal skills.

Childhood ambition: | wanted to be either a teacher or a ballerina.

Best boss and why: | do have specific people in mind, but | think it's
several people. | work the best when | work for people who recognize
my potential and challenge me to live up to it.

Current source of inspiration: My mom. She was my first business
coach. When | entered the workforce, she coached me through a time
when | had to face an uncomfortable situation head-on. That's been
the best counsel she’s ever given me, and that's how | deal with things
today — | don't shy away from difficult situations.

Best piece of advice you ever got: At the TTC, | was promoted to a
people leader position within HR. All of a sudden, | had a group of em-
ployees | was responsible for, and a brand new portfolio. My boss
gave me three pieces of advice: “Deliver, deliver, deliver — and you'll
succeed.” It was true.

Favourite music: Because of my daughter, I'm into modern country
and also pop.

How you spend your time away from work: | prefer to be on vacation:
Barcelona or Sardinia — always in the sun.
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expands your understanding of the organization and sets you up
for future success. You need to know how to do the basics real-
ly well — learn the various aspects of HR and learn where your
strengths lie. Create your brand as an HR professional.

JG: HR continues to evolve. I think it's going to remain an inte-
gral part of future organizations. I think what will happen is that
the journey into future senior leadership positions will include
HR in a more overt manner. I think it has to be embedded in fu-
ture roles — business leaders need to have a solid understanding of
HR techniques and practices. Also, recruiting and retaining top
talent will continue to be a challenge. The competition is fierce,
not just in Ontario and Canada, but also worldwide. So you will
need leaders who understand the fundamentals of HR in order
to be competitive and attract and retain the best and brightest. m
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health to the experts...?
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question of healthy results
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Expert in psychological health
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Are you experiencing challenges with employees that are facing
psychological problems and distress causing them to be absent from work?

Would you like to provide timely psychological counseling for employees
that are facing challenges impacting their productivity and attendance?

Do your managers have the tools they need to assist
employees with difficult and complex situations?

Would you like more information on prevention ‘
and intervention strategies regarding mental

health issues in the workplace?
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1.800.668.8428 > solareh.com
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By Alyson Nyiri, CHRL
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RISING STRONG:
THE RECKONING,
THE RUMBLE, THE
REVOLUTION

Brene Brown

Penguin Random House, 2015

As aresearcher and storyteller,
Brown weaves data and story
into the complexities and nu-
ances of human experience of
failing, where judgement and
shame often accompany fail-
ure. The book takes a careful
and compassionate look at
the anatomy of failure and its
impact. While failing is pain-
ful, without it, there would be
no innovation, learning or cre-
ativity. With examples from
individuals, institutions, orga-
nizations and cultures, Brown
demonstrates what it takes to
rise from failure.

OFF TH

CREATIVE LIVING
BEYOND FEAR

BIG MAGIC: CREATIVE
LIVING BEYOND FEAR
Elizabeth Gilbert

Riverhead Books, 2015

Creativity is enjoying a renais-
sance in the world of business.
For some, creativity has no
place in workplace: it's seen as
disruptive and naive. For many
others, though, it holds the key
to forging new ways of oper-
ating and leading. The lines
between creative work and
working creatively are continu-
ously collapsing, offering hope
and inspiration for both work-
ers and workplaces. Gilbert’s
lively and inspiring book delves
deeply into creativity. “When
people try to kill off their fear,
they often end up inadvertent-
ly murdering their creativity in
the process.”
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CONTAGIOUS
CULTURE

ANESE CAVANAGH

CONTAGIOUS
CULTURE: SHOW

UP, SET THE TONE

& INTENTIONALLY
CREATE AN
ORGANIZATION THAT
THRIVES

Anese Cavanaugh

McGraw Hill, 2016

Leaders are under more pressure
than ever to be approachable,
innovative, compassionate and
effective. Leading based on ti-
tles, skills, competencies and
even emotional intelligence
are gone. Leaders must find
new ways to mobilize staff to
reach organizational goals.
Successful leaders, according
to Cavanaugh, stay connect-
ed to their purpose and stay
present when it counts. The
leader is the contagion, cre-
ating culture every day with
their intentions. Cavanaugh
offers a provocative and prag-
matic process for leaders at all
levels to revitalize or reinvent
their leadership capabilities.

reviews

BE BAD FIRST: GET
GOOD AT THE THINGS
FAST TO STAY READY
FOR THE FUTURE

Erika Anderson

Bibliomation Inc., 2016

New research confirms our
ability to learn throughout our
lives. We know that our brains
are capable of continuous
learning and we are intrinsical-
ly motivated toward mastery.
What causes the most trouble
is our resistance to not be-
ing good at things. Coaching
employees, at an executive or
entry level, requires skill and
understanding of what moti-
vates others to learn and adopt
new behaviours. Though con-
siderable

Anderson offers an immedi-

literature  exists,
ately accessible and useable
model to help individuals “get
good” at the skills a new or ex-
isting role demands

Talking point
Moving through failure re-
quires the same work for
organizations as it does for
individuals. Both must move
through  the

shame and panic before reach-

desperation,

ing the bravery necessary
to learn and grow from the
experience.

Talking point
Whereas

vice directs us to follow our

most career ad-
passion, Gilbert argues it is
better to follow our curiosi-
ty. Learning how to uncover
and nurture those moments of
curiosity can help us find mo-
ments of engagement at work.

Talking point

While paying attention to
numbers and the bottom line,
measurement and reward
systems also reward a mindset
of collaboration and helping
each other do well.

Talking point

Curiosity is emerging in many
recent books. Curiosity is a
gentler master than passion or
drive. It asks us to cast our eyes
toward something, to consider
it, to try it on. This shift is a
welcome change and pairs well
with collaboration. m
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How to Escape a Desk Sentence

CREATIVE WORKPLACE HABITS PROTECT EMPLOYEE HEALTH

By Dr. James Aw

s early as 2002, well before the

FitBit craze and the 10,000 steps

phenomenon, Dr. James Levine

of the Mayo Clinic warned phy-
sicians that excessive sitting was a lethal
activity. Later studies went on to confirm
Dr. Levine’s findings: prolonged sitting is
associated with a higher risk of obesity,
diabetes, heart disease, cancer and prema-
ture death.

To make matters worse, time spent sit-
ting was independently associated with
total mortality. So going to the gym after
work would not offset the risks accumu-
lated from sitting all day. Headlines like
“Sitting is the new smoking” have since
gone viral — leading many to think they
and their colleagues are guilty of a pack-
a-day habit.

It turns out that sitting isn't the main
problem. It’s the drawn-out periods of
muscle immobility that come with a
chair-based lifestyle. Simply put, hu-
man bodies are not meant to be still for
that long. Even the slightest muscle con-
traction helps control blood sugar and
cholesterol levels. Dr. Levine calls these

minor movements non-exercise activity

thermogenesis (NEAT).
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With NEAT, Dr. Levine offers a ray of
hope. Anyone can offset the risks of sit-
ting by moving around (standing, turning,
stretching, bending or fidgeting) during
the day.

Here are some suggestions employees
can adopt to increase NEAT in the office:

EVERY HOUR, MOVE, STRETCH
OR WALK AROUND

Sitting is a flex posture; everything is bent
in or curled over. So to change things up,
every hour perform a motion that is the
opposite of sitting — stand up tall, angle
the head as high as the neck allows and
extend arms as widely as possible. Deep
breaths expand the rib cage.

Other options include visiting the file
cabinet instead of rolling a chair, walking
over to a coworker to chat instead of email-
ing or taking the long way to the bathroom.
It's also okay to fidget: bounce a leg or oc-
casionally adjust sitting positions. Set an
alarm every hour as a reminder to move.

BOOK WALKING MEETINGS

Studies have found that walking can lead
to more creative thinking. Big thinkers like
Twitter'’s Jack Dorsey, Facebook's Mark

Zuckerberg and Arianna Huffington have
all said they book walking meetings.

Another alternative is to take a con-
ference call while walking on a treadmill.
Using a headpiece or earphones, listen in
and contribute to the meeting while walk-
ing at a manageable pace.

ESTABLISH A STANDING-DESK
AREA

A lot of desks can elevate on command,
which allows workers to stand and work
when they wish. Dedicating part of the of-
fice space to standing activities like talking
on the phone or reading can also encour-
age more movement. An easy trick is to
place the printer a distance away.

ADOPT AN ERGONOMIC
WORKSPACE

Whether sitting or standing at a work-
space, it’s important to maintain a neutral
posture. Most offices offer an ergonom-
ic assessment to ensure the lumbar spine
is supported and the wrists don't sit at
wonky angles.

Some people like sitting balls, which can
certainly boost NEAT. Ensure safety by
getting a cradle to keep the ball secure and
make sure there’s proper lumbar support.

MONITOR STEPS

Using a pedometer or one of the latest
wearable tech devices is a fun way to moti-
vate movement and increase activity levels,

Set a goal of 10,000 or 15,000 steps,
and make it happen. Taking the stairs or
parking near the back of the parking lot

are great ways to reach one’s goal.

MAKE IT OKAY TO MOVE

An office culture that encourages creative
alternatives to the chair-based workplace
is standing up for employee health and
wellness. m

Dr. James Aw is the chief medical officer at
Medcan.
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The right fit for business.

To make the right financial decisions, you have to see all the elements clearly.
With Chartered Professional Accountants, you benefit from the know-how of the
country’s leading financial and business experts. With CPAs at your side, success

is within your reach.

Canada’s accounting designations are now unified into one new single profession. There are more than 200,000 top
Canadian CPAs recognized and respected throughout the world.
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2016 HALF DAY

MANAGEMENT PROGRAMS

1. Managing People for First Time Supervisors
2. Dealing with Workplace Conflict

3. Developing Leadership Skills

4. Using Progressive Discipline

5. Enhancing Employee Performance

6. Understanding Labour & Employment Law

Dates & Locations

Halifax Feb 22,23 & 24 ThunderBay Feb 1,2 &3 Calgary Feb 3,4 &5
Montreal Jan 25, 26 & 27 Windsor Feb 10, 11 & 12 Kelowna Feb 22,23 & 24
Ottawa Jan 20, 21 & 22 Winnipeg Feb 10, 11 & 12 Prince George Jan 25, 26 & 27
Toronto Feb 24, 25 & 26 Saskatoon Jan 13, 14 & 15 Vancouver Feb 17, 18 & 19
Hamilton Feb 10, 11 & 12 Regina Jan 25, 26 & 27 Victoria Feb 24, 25 & 26
London Feb 8, 9 & 10 Yellowknife Feb 17, 18 & 19 Nanaimo Jan 27, 28 & 29
Sudbury Feb 22, 23 & 24 Edmonton Jan 20, 21 & 22

/ | \ Seats are limited
' R:g';;‘fk www.cpmsnational.com Proudly Canadian E
Call toll free: 1-888-452-6422 Programs available in 20 cities across Canada.
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HALF-DAY PROGRAM

9:00 amto 12:00 pm

Halifax
Montreal
Ottawa
Toronto
Hamilton
London
Sudbury
Thunder Bay
Windsor
Winnipeg
Saskatoon
Regina
Yellowknife
Edmonton
Calgary
Kelowna
Prince George
Vancouver
Victoria
Nanaimo

Feb 22
Jan 25
Jan 20
Feb 24
Feb 10

Feb 8
Feb 22

Feb 1
Feb 10
Feb 10
Jan 13
Jan 25
Feb 17
Jan 20

Feb 3
Feb 22
Jan 25
Feb 17
Feb 24
Jan 27

1-888-452-6422
www.cpmshational.com

PROGRAM 1

Managing People for
First Time Supervisors

“Developing your supervisory toolbox is your key to success”

As a supervisor, you are the link between your employees and the organization. It is your
'supervisory’ skills that will either help your employees succeed or fail in their roles. With so
much at stake, have you been properly trained?

In this program, you will learn the how-tos of management, learn the best practices according
to successful senior executives and learn what you need to know before you become
overwhelmed by employee issues. Once you are placed in a position of authority, how you
uphold policies and procedures, set and apply standards, and your ability to communicate
and delegate, will all directly influence your employees’ morale, motivation, and performance.
Learn how to confidently gain control and respect from your team.

PROGRAM CONTENT

What must you do as a supervisor?

Effective communication strategies

The Supervisory Toolbox — what tools can you rely on?
Using motivation to address problematic employees
The principles of progressive discipline

5 steps to coaching employees

Setting performance goals

Determining when to coach or discipline

Consistent treatment is not identical treatment
Avoiding the top 3 supervisory pitfalls

L

v
v
v
v
v
v
v
v
v

TAKE OUR SHORT QUIZ

What are your supervisory responsibilities by law?
What should you do when an employee refuses to follow your instructions?
T/F: You should treat everyone that you supervise equally.
When is ‘management at fault’ with regards to employee issues?
T/F: Participative leadership is only appropriate when your employees are willing
to participate.
What are aggravating and mitigating factors of discipline?
T/F: If two employees are having a conflict, it is best to let them resolve it on their own.
In what situation would it be appropriate to coach an employee?
T/F: As a supervisor, you must alter your approach depending on the employee; even
though this may make you appear inconsistent.
10. T/F: Employees should always be given an opportunity to improve their behaviour.

UPCOMING 2016 3-DAY INTENSIVE PROGRAMS

March & April/November & December July & August
Managing Employees in a Unionized Environment Developing Leadership Skills
How to Become a Better Manager of People How to Manage Workplace Issues

For more information on our 2016 programs
call 1-888-452-6422, visit us online at
www.cpmsnational.com or email us at
inquiries@cpmsnational.com

May & June
Union Contract Negotiations
Winning Grievances & Arbitrations




Dealiﬂé with
Workplace Conflict

“It begins by adopting an active management approach”

Employee conflict is common in all work environments, but if left unmanaged it will have negative
consequences on the workplace. Often we take the passive approach to managing conflict,
and naively hope that the issues will somehow be resolved. Unfortunately, the issues typically
become worse over time and the negativity spreads, resulting in poor employee morale, loss of
productivity, absenteeism, staff turnover and a ‘poisoned’ work environment.

In this program, you will learn effective strategies to resolve workplace conflict and how to
manage employees who challenge your authority. By understanding the different stimuli to
conflict and why poor employee behaviours develop, you will begin to resolve employee conflict
for the long term. With this program you will gain the tools necessary to develop confidence and
actively manage the conflict around you.

HALF-DAY PROGRAM

PROGRAM CONTENT 1:00 pm to 4:00 pm

v
v
v
v
v
v
v
v

Understanding the supervisors’ role in shaping behaviours
Learning effective behavioural change models
Understanding the different stimuli to conflict

Determining when to coach, or discipline a poor employee
Building commitment to a behavioural change plan

Using ‘power’ or ‘interest’ in resolving disputes

Using coaching and mentoring as a tool

Determining the true interests behind employee conflict

TAKE OUR SHORT QUIZ

How do you manage an employee who denies his poor behaviour?

When do you involve a third party in dispute resolution?

What are the steps to a coaching plan?

T/F: Managers must always coach an employee prior to using progressive discipline.
T/F: Managers should allow his employees to resolve their issues independently
unless they seek him for assistance.

How does a supervisor contribute to employee conflict?

T/F: You can not manage a conflict that resulted from a ‘he said, she said’ scenario.
Can you discipline employees for poor behaviours in spite of their ability to meet your
other performance goals?

T/F: You should spend more time managing your poorly performing employees even
though you may appear discriminatory.

. What are the 3 most common mistakes managers make when trying to resolve poor

employee behaviour?

Halifax
Montreal
Ottawa
Toronto
Hamilton
London
Sudbury
Thunder Bay
Windsor
Winnipeg
Saskatoon
Regina
Yellowknife
Edmonton
Calgary
Kelowna
Prince George
Vancouver
Victoria
Nanaimo

Feb 22
Jan 25
Jan 20
Feb 24
Feb 10

Feb 8
Feb 22

Feb 1
Feb 10
Feb 10
Jan 13
Jan 25
Feb 17
Jan 20

Feb 3
Feb 22
Jan 25
Feb 17
Feb 24
Jan 27

20 YEARS OF EXCEPTIONAL ADVICE

Canadian Professional Management Services is a national management consulting firm that has been
dedicated to assisting organizations in building dynamic leaders through professional development, conferences,
and consulting services. We incorporate the best human resources practices taken from a combination of real
workplace experiences and traditional academic studies. P

e
Should you require a customized training program or prefer the convenience of bringing a facilitator to your & Certificates will be
organization, we are here to deliver the results you seek by designing a program curriculum to meet your learning o
objectives using scenarios and case studies that are applicable to your industry, while tailoring the discussions
to meet the education and experience level of all patticipants. In this setting, participants will gain the added
advantage of learning with their peers, while discussing situations that they may cunrently experience.

presented upon completion
of each program.




Deveidping
Leadership Skills

“Great leaders are the few, not the many”

What s legitimate leadership and what makes you an effective leader? Is leadership a position
or an activity? There are formal and informal leaders in all organizations. What makes them
stand out? Can leadership be learned? We say it can.

In this program, learn which interpersonal and social attributes make an effective leader.
Once these traits are identified, you can then build strategies to develop, to practice and to
refine your skills. Learn that there are several types of leadership styles and that each style
is appropriate for a certain set of circumstances. Learn to quickly analyze the situation so
that you can utilize the most effective style. Become an effective leader by learning these
strategies so that your organization stays ahead of the competition.

inibubibiintuiaasll PROGRAM CONTENT
9:00 am to 12:00 pm

Identifying key attributes of an effective leader

Knowing when to use a different leadership style

How to avoid common leadership errors

Identifying the four critical components of leadership

Learn strategies to develop effective leadership

Preparing your team for situational leadership

Learning the “leadership formula” to achieve results

Decision Making Model — learn how leaders make effective decisions
Understand the effect of time on your leadership style

Halifax Feb 23
Montreal Jan 26
Ottawa Jan 21
Toronto Feb 25
Hamilton Feb 11
London Feb 9
Sudbury Feb 23
Thunder Bay Feb 2

Windsor Feb 11 TAKE OUR SHORT QUIZ
Winnipeg Feb 11

S N N U N RN

1. T/F: Leaders must be charismatic in order to motivate their employees.
Saskatoon Jan 14 2. List five key interpersonal attributes that effective leaders develop and practice.
Regina Jan 26 3. T/F: Leaders lacking in process cease to be leaders over time.
Yellowknife Feb 18 4. T/F: Effective leaders practice situational leadership based on known variables.
E i Jan 21 5. What are the four critical components of leadership?

6. T/F: Leaders will sometimes need to bend the truth in order to get buy-in from
Calgary Feb 4 .

their employees.

Ke.lowna Feb 23 7. How does time affect leadership?
Prince George Jan 26 8. T/F: Leaders should try to practice participative leadership style with all employees.
Vancouver Feb 18 9. T/F: Being a leader means you never apologize for any decision you make.

Victoria Feb 25 10. T/F: Most effective leaders are born with innate “leadership” traits.

Nanaimo Jan 28

WHAT OUR CLIENTS SAY ABOUT OUR PROGRAMS

“Great job. Very informative and insightful. “Enjoyed the half-day format of the course; gives

Would attend other seminars in the future.” us time to reflect on the content without being

Mr. Lube oversaturated with information. Good use of case
studies.”

“Excellent communicator. Course exceeded 3 . o
Canadian Dairy Commission

my expectations!”
Riverside Court Medical Clinic “Very enlightening! | now look at issues through

« " p " a different set of eyes.”
Everything was above expectations. Atomic E s Canad
1-888-452-6422 Eamass omic Energy of Canada

www.cpmsnational.com




PROGRAM 4

Using Progressive
Discipline
“When coaching has failed, use progressive discipline”

Progressive discipline, if used appropriately, is an effective management tool. For most
employees, a disciplinary warning and the potential consequences of further discipline will act
as a deterrent and result in immediate and improved performance and behavioural change.

For other employees who continue to challenge authority, this first warning can be used
to build a history of poor performance. By using progressive discipline, management can
respond to an employee’s repeated misconduct with a more severe form of discipline. For
chronic poor performers, management now has the option to terminate employment for
‘just cause.’ Learn how progressive discipline is the tool to use to deter, correct or when
necessary, terminate employment.

PROGRAM CONTENT AL DAY PROGHAN
1:00 pm to 4:00 pm

v" Principles of progressive discipline
v" How to prove poor performance Halifax Feb 23
v" Discipline versus coaching — deciding when to use each Montreal Jan 26
b e :

Mrtlga.tlng and aggra\.lratl‘ng. factors ’ Ottawa Jan 21
v" Effective use of the disciplinary process checklist
v Identifying ‘management is at fault’ issues Toror.mto Feb 25
v What is the culminating incident? Hamilton Feb 11
v Determining the harm of the infraction London Feb 9
v" What are disciplinary themes? Sudbury Feb 23
v Learning how to determine the correct level of discipline Thunder Bay Feb 2

Windsor Feb 11

TAKE OUR SHORT QUIZ Winnipeg Feb 11
1. Why is documentation important? Saskatoon Jan 14
2. T/F: The employee’s age ought not be considered in disciplinary issues. Regina Jan 26
3. What are some ways that an employee’s conduct can harm the organization? Yellowknife Feb 18
4. T/F: You need a witness in disciplinary situations. Et{ereas Jan 21
5. T/F: Performance issues are more difficult to prove than behavioural issues. Galaa Feb 4
6. List some of the negative effects of an undisciplined workforce. gary N
7. T/F: An employee’s performance history can be an aggravating or mitigating factor. CE Feb 23
8. Why should employees be disciplined for the theme and not the act? Prince George Jan 26
9. T/F: A culminating incident is the straw that breaks the camel’s back and need not Vancouver Feb 18

be a large misconduct. Victoria Feb 25

10. Under what circumstance is termination the only appropriate action? Nanaimo Jan 28

ORGANIZATIONS THAT HAVE ATTENDED OUR PROGRAMS

Canadian Coast Guard, Crown Packaging, Labatt Breweries, Vancouver School Board, Blue Cross,
BC Transit, Waste Management of Canada Corporation, Minolta, The Law Society of BC, Coca-Cola,
University of Saskatchewan, City of Calgary, Vancouver Police Department, City of Lloydminster,
Island Farms Dairies, Van Houtte Coffee, Capital Health, Westin Hotels, Lilydale Foods, Calgary Fire
Department, Canadian Association of Chiefs of Police, Interior Health, Insurance Council of MB,
Fairmont Hotels & Resorts, Investors Group, BC Principals & Vice Principals Association, Chartered
Institute of Management Accountants, BCAA, Greater Victoria Public Library, Calgary Herald,
Queen’s University, Department of National Defence, McCain Foods, SaskPower, Boeing Canada, 1-888-452-6422

City of Saskatoon, Chevron and more... www.cpmsnational.com




PROGRAM 5

Enhancing
Employee Performance

“If you can’t identify it, you can’t measure it;
if you can’t measure it, you can’t improve it”

An organization’s viability is directly related to the performance of its employees. A well
managed organization has an effective performance management system that aligns
individual employee performance goals with the organization’s mission and vision. A
comprehensive performance management system will link an employee’s performance to
compensation, promotion opportunities, training and development and discipline.

In this program, learn how to identify and quantify good performers from poor performers.
Learn why it is important to develop standards of performance and individual performance
objectives. More importantly, learn how to communicate these objectives while still creating

- motivation and commitment.

HALF-DAY PROGRAM
9:00 amto 12:00 pm PROGRAM CONTENT

Subjective and objective data collection

Establishing performance criteria

Identifying critical incidents

Building a ‘File of Accomplishment’

How to quantify behavioural criteria

Building a performance plan

Communicating performance objectives in an empowering manner

Linking employee goals with organizational goals

Performance Standards — can you articulate them?

Learn why performance management is an on-going process and not a single event

Halifax Feb 24
Montreal Jan 27
Ottawa Jan 22
Toronto Feb 26
Hamilton Feb 12
London Feb 10
Sudbury Feb 24
Thunder Bay Feb 3
Windsor Feb 12
Winnipeg Feb 12

OR K ORR R R TR RR

TAKE OUR SHORT QUIZ

Saskatoon Jan 15
1. T/F: All performance criteria can be measured.

2. List all the ways that management can link employee performance to
organizational goals.

3. T/F: The sandwich approach is an effective method to provide feedback.

4. How can you motivate an employee who is already a star?

5. Why can performance appraisals be easily challenged and difficult to defend?

6. How many topics should be discussed during a single performance meeting?

7

8

9.

Regina Jan 27
Yellowknife Feb 19
Edmonton Jan 22
Calgary Feb 5
Kelowna Feb 24
Prince George Jan 27
Vancouver Feb 19
Victoria Feb 26
Nanaimo Jan 29

T/F: You should meet with poor performers more often than good performers.

Why should you keep your employees thinking about performance?

What can you do if your employee does hot participate in a performance meeting?
10. T/F: Good performers do not require performance appraisals.

WHAT OUR CLIENTS SAY ABOUT OUR PROGRAMS

“Very knowledgeable and dynamic presenter... “We liked the pace & case studies”
role play & practice were ctitical to gain Canadian Association of Radiologists
understanding.”

Shaiv Camtnanisations ino. “Extremely informative and very useful material

and knowledge. Great session!”
“Definitely worth the investment to gain the Sleeman Brewery Lid.

confidence to manage staff more effectively.”

Burlington Hydro Inc. “Very clear presentation of concepts. Tools helpful.

Stories and past experience really add to the
1 -888'452 -6422 "Exceeds e)(peciaﬁons.“ Ieaming‘ Grea‘t course. L

www.cpmsnational.com Sunrise School Division Meyers Norris Penny




PROGRAM 6

Understanding Labour
& Employment Law

“It really can be a win-win situation for everyone”

As a supervisor or manager, there are several laws that govern your fundamental
obligations to your employer and your employees and by law you must know these with
precision. Ignorance will not protect you from your duties or the impending fines if you are
found negligent.

This program will highlight your key responsibilities under the Employment Standards
Act, the Occupational Health & Safety Act, the Human Rights Code and the various
labour codes. Not only will you learn about your obligations, but did you know that these
laws also protect you? Gain the knowledge about these laws so that you can prevent
unnecessary liabilities while expanding your management rights.

PROGRAM CONTENT

v Understanding the Employment Standards Act and your obligations
v The Human Rights Code - do you comply?

v What are the employer’s rights and obligations in the Occupational
Health and Safety Act?

Using ‘variances’ to help you manage

The prohibitive grounds of discrimination

Privacy versus anonymity in a sexual harassment complaint investigation
Managing workplace refusals

Who does the labour legislation apply to?

The Employment Contract

What function does the Employment Standards Tribunal provide?

CRRE Y AR

TAKE OUR SHORT QUIZ

1. T/F: Employment standards only apply to hon-union employees.

What ‘must’ you do when an employee refuses to work for safety reasons?
What is a bona fide job requirement?

What is the difference between the Employment Standards Legislation and the
Labour Relations Legislation?

5. T/F: You have to accommodate every employee with a disability.

6. What is systemic discrimination?

7. T/F: Supervisors who have harassed an employee can be temporarily demoted.
8. What must every employment contract include?

9. T/F: Employers do not generally appeal WCB claims in fear of employee retribution.
10. T/F: You can’t be accused of discrimination if there are no negative outcomes.

ON SITE FACILITATION SERVICES

Whether you require a customized program, or would like the convenience of bringing a facilitator to your
organization, at CPMS we can do both. We will design a program curriculum to specifically mest your
learning objectives, using scenarios and case studies that are applicable while tailoring the discussions
to meet the education and experience level of the participants. In this setting, participants will gain
the added advantage of learning with their peers while discussing situations that they may currently
experience. Our expertise includes Managing Employees in a Unionized Environment, Union Contract
Negotiations, How to Become a Better Manager of People, and Developing Leadership Skills. For more
information please call 1-888-452-6422.

HALF-DAY PROGRAM

1:00 pm to 4:00 pm

Halifax
Montreal
Ottawa
Toronto
Hamilton
London
Sudbury
Thunder Bay
Windsor

Winnipeg

Saskatoon
Regina
Yellowknife
Edmonton
Calgary
Kelowna

Prince George

Vancouver
Victoria
Nanaimo

Feb 24
Jan 27
Jan 22
Feb 26
Feb 12
Feb 10
Feb 24

Feb 3
Feb 12
Feb 12
Jan 15
Jan 27
Feb 19
Jan 22

Feb 5
Feb 24
Jan 27
Feb 19
Feb 26
Jan 29

1-888-452-6422
www.cpmsnational.com




REGISTRATION FORM

1 2
Managing People for Dealing with
1st Time Supervisors

9:00 am — 12:00 pm

Workplace Conflict
1:00 pm — 4:00 pm

3 4
Developing Using Progressive
Leadership Skills Discipline
9:00 am — 12:00 pm 1:00 pm — 4:00 pm

5 6
Enhancing Employee | Understanding Labour
Performance & Employment Law
9:00 am — 12:00 pm 1:00 pm — 4:00 pm

HALIFAX Feb 22,2016 Feb 22, 2016

Feb 23,2016 Feb 23, 2016

Feb 24, 2016 Feb 24, 2016

MONTREAL Jan 25,2016 Jan 25, 2016

Jan 26, 2016 Jan 26, 2016

Jan 27, 2016 Jan 27, 2016

OTTAWA Jan 20,2018 Jan 20, 2018

Jan 21,2016 Jan 21, 2016

Jan 22,2018 Jan 22, 2016

TORONTO Feb 24,2016 Feb 24, 2016

Feb 25,2016 Feb 25, 2016

Feb 26, 2016 Feb 26, 2016

HAMILTON Feb 10,2016 Feb 10, 2016

Feb 11,2016 Feb 11, 2016

Feb 12,2016 Feb 12, 2016

LONDON Feb 8, 2016 Feb 8, 2016

Feb 9, 2016 Feb 9, 2016

Feb 10, 2016 Feb 10, 2016

SUDBURY Feb 22,2016 Feb 22, 2016

Feb 23,2016 Feb 23, 2016

Feb 24, 2016 Feb 24,2016

THUNDER BAY Feb 1, 2016 Feb 1, 2016

Feb 2, 2016 Feb 2,20186

Feb 3, 2016 Feb 3,2016

WINDSOR Feb 10, 2016 Feb 10, 2016

Feb 11,2016 Feb 11, 2016

Feb 12, 2016 Feb 12, 2016

WINNIPEG Feb 10, 2016 Feb 10, 2016

Feb 11,2016 Feb 11, 2016

Feb 12, 2016 Feb 12,2016

SASKATOON Jan 13, 2016 Jan 13, 2016

Jan 14,2016 Jan 14, 2016

Jan 15, 2016 Jan 15, 2016

REGINA Jan 25, 2018 Jan 25, 2016

Jan 28, 2018 Jan 26, 2016

Jan 27, 2016 Jan 27,2018

YELLOWKNIFE Feb 17, 2016 Feb 17, 2016

Feb 18, 2016 Feb 18,2016

Feb 19, 2016 Feb 18,2016

EDMONTON Jan 20, 20186 Jan 20, 2016

Jan 21, 2016 Jan 21,2016

Jan 22, 2016 Jan 22, 2018

CALGARY Feb 3, 2016 Feb 3, 2016

Feb 4, 2016 Feb 4, 2016

Feb 5, 2016 Feb 5, 2016

KELOWNA Feb 22, 2016 Feb 22, 2016

Feb 23, 2016 Feb 23, 2016

Feb 24, 2016 Feb 24,2016

PRINCE GEORGE Jan 25, 2018 Jan 25, 2016

Jan 26, 2018 Jan 26, 2016

Jan 27, 2016 Jan 27,2018

VANCOUVER Feb 17, 2016 Feb 17,2016

Feb 18, 2016 Feb 18,2016

Feb 19, 2016 Feb 19, 2016

VICTORIA Feb 24, 2018 Feb 24,2016

Feb 25, 2018 Feb 25,2016

Feb 26, 20186 Feb 26, 2016

NANAIMO Jan 27, 2016 Jan 27,2016

Jan 28, 2016 Jan 28, 2016

Jan 29, 2016 Jan 29, 2016

Step 1. Registrants

Name

Select Program(s)
Qan Q1 02 O3

Name

U4 Q5 e
Qar U1 W2 Q3

Name

U4 U5 Ue
Qan d1 Q2 J3

Name of Organization

Q4 05 U6

Mailing Address

Postal Code

Telephone

Step 3. Payment Information

Save $240 When you and/or your colleagues register for a combined 6 or more seats at $159 per seat plus tax.

SAVE
$240

U Invoice my organization J Visa/MC/Amex

Card Number

Save $80 When you and/or your colleagues register for a combined 4 or more seats at $179 per sear plus tax.

Regular: $199 per seat per half-day program plus tax. (GST/HST# 874032162)

[ Cheque enclosed is payable to CPMS Ine.

Expiry Date

Cardholder’s Name

Security code (3 or 4 digit code)
Signature

Online:
By Tel:
By Email:

www.cpmsnational.com
1-888-452-6422 / 604-688-2641
registrations @ cpmsnational.com

By Mail:

388 - 1111 West Hastings Street
Vancouver, BC V6E 2J3

By Fax: 604-688-2642

Step 2. Select Location

. Halifax- Westin- 1181 Hollis Street

= Montreal- Delta- 475 Avenue du Président-Kennedy
O Otrawa- Marriotr- 100 Kent Street

. Toronto- Hilton Toronto- 145 Richmond Street W
U Hamilton - Convention Centre- 1 Summers Lane

U London- Delta Armouries- 325 Dundas Street

- Sudbury- Holiday Inn- 1696 Regent Street

U Thunder Bay- Vicroria Inn Hotel- 555 W, Arthur St.
O Windsor- Caesars Windsor- 377 Riverside Drive E
o Win nipeg- Fort Garry Hotel- 222 Broadway

U Saskaroon- Radisson Hotel- 405 Twentieth Street E
d Regina- Delta Regina- 1919 Saskatchewan Drive

O Yellowknife- The Explorer Hotel- 4825 49th Ave.

1 Edmonton- Westin- 10135 100 Street NW

d cal gary- International Hotel- 220 4cth Ave SW

U Kelowna- Delea Grand Okanagan- 1310 Whater St.
 Prince George- Ramada Plaza- 444 George Stret

U Vancouver - Marriote Pinnacle- 1128 W Hastings St.
1 Victoria- Marriott Inner Harbour- 28 Humbolde St.
. Nanaimo- Conference Centre- 101 Gordon St.

Cancellation Policy: Minimum 10 working days prior
to the program for reimbursement. A credit note will be
issued for all other cancellations. Substitutions can be
made at any time. Venue subject to change.
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