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What do you do when rising healthcare costs and administrative

expenses put retiree benefits in peril? Contact us today to learn

more about how we can help your retirees gain the crucial health

and dental coverage they need, so they can enjoy the same type

of security they enjoyed while working – while eliminating plan

administration and future liabilities for you. With more Canadians

leaving the workforce than joining it in the next few years, it may

be one of the wisest decisions you’ll ever make.

And one more thing. When you call during regular business hours,

a real human being will pick up the phone. We care enough about

the healthcare insurance needs of your company and employees

to answer each call personally. By helping your retirees make the

right healthcare choice, you’ll gain the peace of mind of knowing that

after all they’ve done for you, you’ve done the right thing for them.

And, your bottom line.

The best way to thank retirees is by ensuring

they have post-retirement healthcare benefits.

Thank You.”“

Toll-free at 1- 800-667-0429 or 416-601-0429 in Toronto
Visit us at 4benefits.ca or email us at general@4benefits.ca

THE EXCLUSIVE PARTNER FOR GREEN SHIELD CANADA’S
PRISM® HEALTH AND DENTAL PROGRAMS



Experience 
Counts.

Referrals respected and appreciated.  

 

Employment and Labour Lawyers

Shields O’Donnell MacKillop LLP

416.304.6400
65 Queen Street W, Suite 1800, Toronto, Ontario Canada  M5H 2M5



Every family is different. And so is every cus-
tomer. Even puppies have individual needs.
At Atlas we respond to unique customer
needs with a time proven commitment to
integrity, quality and solutions.

Atlas Canada is your relocation specialist
across Canada, to or from the United States
or to any place in the world. Regardless of
whether you are moving a single employee
or the entire company we can make the
experience less stressful and more enjoy-
able. We can even assist you in developing
or reviewing your corporate relocation poli-
cy to ensure that it meets both your needs
and that of your valued employees.

So whether you are relocating an employee
or just making a personal move, Atlas will
exceed your expectations with personal
attention for every member of the
family…even your puppy.

For more information or a free copy of Atlas’ Corporate
Relocation Survey Results

1-800-267-3783 or cdavis@atlasvanlines.ca
www.atlasvanlines.ca

Atlas Canada…
Your Best Friend in 
Relocation
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22 Vir tual Reality 
The idea of instant messaging, counter-Googling or conducting an 

avatar interview seem a little too Orwellian? Well, it’s time to leave 

1984 behind and usher in a brave new world of HR technology. 

By Richard Skinulis

37 Police Personnel
Police work requires a specialized HR to support the men and 

women who’ve sworn to protect the public. We talk to HR managers 

from three Ontario police services to see how it’s done.

By Duff McCutcheon

43 Interview with David Ulr ich
The HR management icon discusses HR’s value proposition.

By Meredith Birchall-Spencer
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E D I T O R ’ S  
L E T T E R

In the HR technology trends arena, companies are 

forgoing traditional system upgrades in favour of 

technologies that will further their people agendas, 

finds a Towers Perrin survey conducted last year. 

This doesn’t mean a lack of interest in HR 

technology, just a shift away from traditional HR delivery 

services. 

The focus is moving to social media and web 2.0 tools. While 

these technologies have been hyped for several years, it seems 

they are only now being implemented in a business setting. 

According to a Human Capital Institute survey, Leveraging 

Social Networking and Web 2.0 Collaboration 

Tools in Enterprise, increasing numbers of 

organizations are experimenting with web 2.0 

tools for recruiting, onboarding, managing and 

developing employees.

Writer Richard Skinulis explores how HR can 

benefi t from these technologies and gives an in-

depth look at the HR potential of virtual world 

Second Life in the feature starting on page 22.

In addition, HR Professional has a special 

web exclusive feature on podcasting—exploring 

the ins and outs, dos and don’ts. Read it now on 

www.HRThoughtLeader.com/podcasting.

A true visionary
I recently got the rare opportunity to speak with HR’s leading 

thinker, David Ulrich. An accomplished author, professor and 

consultant, Ulrich has worked with more than half of the 

Fortune 200 to help them build capacity through leveraging 

human capital. We discussed the challenges organizations and 

HR are facing today and his new passion, leadership. Read 

our insightful conversation on page 43.

New this issue
Starting in this issue, associate editor Duff McCutcheon is 

taking an in-depth look at HR in different industries to shed 

light on their specifi c goals and challenges. This month’s 

focus: HR in the police services, on page 37. If you have ideas 

for future industry profi les, e-mail dmccutcheon@hrpa.ca.

You’ll be sure to take away some new ideas or insights that 

you can apply to your sector or organization. 

Enjoy,

Meredith Birchall-Spencer

Editor
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JANET BOMZA 
Learn the ins and outs of establishing a 

corporate immigration policy, on page 18. 

Co-written by Janet Bomza, founder and 

senior partner of Toronto’s Bomza Law Group, 

a law fi rm that specializes in Canadian and   

American immigration legal services. 

KARYN GORDON
A leading authority on gen Y, Dr. Karyn 

Gordon is an author, radio host and public 

speaker who specializes in corporate and family 

consulting. Read her revelations about the   

“entitled” generation, on page 30.

PATRICK SMALE
Patrick Smale builds the case for keeping your 

safety training budget intact during reces-

sionary budget cuts in this month’s Strategy 

column, on page 29. Patrick is the president 

of E.K. Gillin & Associates Inc., specializing in 

health and safety management issues.

TONY SIMONS
Tony Simons, associate professor at Cornell 

University in New York and author of The 

Integrity Dividend (Jossey-Bass, 2008), discuss-

es his study on the bottom-line results of lead-

ers who stand behind their word, on page 58.
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Quebec
Atlantic Canada
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plus save

All you need is your member ID and password.
Start saving at www.hrpa.ca/membersavings

An HRPA membership saves you money

15%
off
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From here,
grabbing the
best candidate 
is easy. 

The Star provides a
number of opportunities
to get your recruitment ad
in the right place. And our
sheer volume of readers
ensures a large pool of
talent – from entry level
to executives – for easy
pickings.

CAREERS:
Appears in Business every
Tuesday, Thursday and Saturday
helping you reach both active
and passive job seekers.

For more information contact a recruitment specialist at 
416-869-0600 or email recruit@thestar.ca

SPECIAL SECTIONS:
The Star’s special sections provide
excellent opportunities for targeted
recruitment advertising.

WORKOPOLIS.COM:
Canada’s Biggest Job Site,
where more than 3.7
million candidates visit
every month.
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senior managers were 

consistent in thought 

and action.

Those basic best 

practices are essential 

for the success of 

our organizations 

as we weather this 

current downturn. 

One Ottawa-based 

technology company 

is a good example of 

how those practices 

can help a company 

navigate through treacherous waters when 

the economy, or its industry, is faltering. The 

company developed its core values by asking 

its 1,500 employees why they kept working 

there and requesting suggestions on company 

improvements. Employees asked for more 

management feedback, career development and 

career planning.  

The company responded by creating its own 

performance-management program that looked 

at leadership, knowledge and productivity. 

Managers now speak to employees about all three 

areas, and the employees rate their performance. 

The company feels that sound compensation 

practices, employee development programs, 

performance management practices and strong 

communication channels will always help get the 

business back on track—or stay on track.

The approach works for them. Years after the 

high-tech bust, even employees who had been laid 

off say they would go back.

This is the approach HR practitioners need to 

keep in mind as we lead organizations through 

the next year and decade. The world is changing 

rapidly around us. But if we stay loyal to the 

fundamentals, the approaches we know have 

worked time and time again, we will be well 

positioned to respond when the markets start to 

pick up again, as they inevitably will.

Debbie Bennett , CHRP, is chair of HRPA’s board of directors.

Arecent report by international 

management consultancy Oliver 

Wyman says that “we are in the 

midst of a worldwide economic 

downturn of historic proportions” 

and speculates as to how we, as leaders of our 

respective organizations, will manage the crisis.

Clearing the path
There is no question the past year has been 

tumultuous—a period of unprecedented change. 

The problem isn’t, however, that the environment 

is changing so quickly around us. The problem 

is that in the midst of rapid change, the path be-

comes unclear. With ambiguity comes uncertainty 

and the feeling, on the part of our employees, that 

their leaders are unsure and no longer have a 

steady hand on the organizational helm.

The report goes on to say that “as the rhetoric 

grows about the demise of the old economy and 

the need for radically new business models, 

the path to organizational success is much less 

dramatic. In fact, it’s somewhat mundane—it’s 

all about getting back to basics.” The report 

blames some of the current situation on the 

fact that many leaders have “lost sight of the 

fundamentals.”  And that’s exactly what leaders, 

and HR professionals, absolutely must keep in 

sight—the fundamentals.

Learning from the past
The tech boom and bust may not have been as 

drastic as the current downturn, but it was def-

initely as instructive. It was a period in which, 

at least in the high-tech industry, traditional 

approaches had to be re-evaluated in light of  

dramatic technological changes—including the 

Internet. The companies that survived were those 

with “mature, level-headed leaders who made 

crisp decisions, demanded outstanding execu-

tion and focused on the fundamentals,” accord-

ing to the report. Those fundamentals included 

strengthening relationships with customers and 

suppliers, communicating frequently with em-

ployees, retaining key talent and making sure 

STICKING TO THE FUNDAMENTALS

L E A D E R S H I P 
M AT T E R S  B Y  D E B B I E  B E N N E T T
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HEALTH |  WORK/L IFE  BALANCE |  RETENTION

U P F R O N T

With one of the lowest birth rates in the world and a fast-greying 
population, Japan’s workforce is being urged to spend less time in 
the offi ce and more time in the bedroom to avoid a demographic 
meltdown.

Japan’s current birthrate is 1.34—well short of the 2.07 required 
to keep a population stable. If rates continue, the country’s 
population could fall from 127 million (2006) to 95 million in 2050. 

Keidanren, Japan’s biggest business organization, recently 
asked its 1,600 member companies to allow their employees to 
spend more time at home to allow couples to concentrate on baby 
making.

It’s a hard sell in a business culture where offi ce workers toil well 
into the evening, but some organizations have organized family 
weeks where employees must get permission to work past 7 p.m. 

The Japanese labour ministry is introducing legislation limiting 
workdays to six hours a day for parents of children aged three or  under.

Source: www.guardian.co.uk

WELLNESS
NA ST Y BO S SE S  BA D FOR H EA RT

BY THE 
NUMBERS

WORLD WATCH
JA PA N E S E  WOR K E R S  T OL D T O  M A K E BA BI E S

IN TOUGH TIMES, 
RETENTION STILL 
A CONCERN
A RECENT SURVEY 
OF 100 CANADIAN 
EXECUTIVES SUGGESTS 
EMPLOYEE RETENTION 
IS STILL A TOP 
CONCERN—EVEN 
DURING THE CURRENT 
ECONOMIC DOWNTURN. 
THE ROBERT HALF 
INTERNATIONAL 
SURVEY ASKED 
EXECUTIVES, “WHAT 
IS YOUR GREATEST 
STAFFING CONCERN?” 
THEIR RESPONSES:

RETENTION

STAFF MORALE

RECRUITMENT

PRODUCTIVITY

DON’T KNOW

OTHER  

 

Swedish researchers have found a link 

between bad bosses and an increased risk  

of heart disease and heart attacks.

A study of 3,000 Swedish men found that 

feeling undervalued and unsupported at 

work can cause stress, leading to unhealthy 

behaviours including smoking, 

excessive drinking, lack of exercise 

and poor eating. 

The study, conducted by a team 

from the Karolinska Institute and 

Stockholm University, tracked the 

heart health of men between 19 and 

70 over a 10-year period. 

Study participants rated their 

leaders on communication skills, 

feedback and goal setting. 

Employees whose bosses were 

lacking in these skills were found 

to have a 25 per cent higher risk 

of developing heart disease. The risks 

increased to 64 per cent for those working 

four or more years under a bad  boss.

Source: BBC
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22%
23%
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17%
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LAW |  TRAINING |  EDUCATION

The B.C. Human Rights Tribunal says two 
construction fi rms—SNC Lavalin and SELI Canada—
discriminated against Latin American workers 
brought in to work on a public transit project in 
Vancouver two years ago.

The tribunal found that 38 workers from Costa 
Rica, Ecuador and Colombia were treated differently 
in terms of wages, accommodations and expenses, 
compared to European workers also working on the 
project. The Latin workers and their union said they 
were paid less than their European counterparts, 
had to fi le expenses rather than receiving a monthly 
allowance and were housed in motels rather than the 
upscale condos provided for the Europeans.

The tribunal ordered the two companies to pay each 
complainant $100,000 as compensation for injury 
to dignity, feelings and self-respect (not all the Latin 
American workers took part in the complaint process).

However, SELI Canada lawyer Peter Gall is 
confi dent the decision will be overturned after judicial 
review.

“This decision fl ies in the face of international 
employment practices,” he says. “The Latin 
American workers came here and had their salaries 
increased to the standard of Canadian workers 
[working on the same project]—roughly $50,000 
per year. The issue of salaries went to the Labour 
Relations Board and they found they were paid 
equivalent amounts,” says Gall, a partner at Heenan 
Blaikie in Vancouver.

The Europeans were paid a little over what they’d 
been making in Europe—about $90,000. The 
tribunal decision essentially says the complainants 
should be paid more than Canadians and the same 
as Europeans.

“Where this decision is really going to have 
an effect is with companies that want to bring 
in workers from areas with higher labour market 
rates than Canada,” says Gall. “The decision would 
require companies to pay all employees the higher 
wage rates and could impose artifi cial restrictions 
on Canada’s labour supply.”

New at York University’s Schulich 

Executive Education Centre is the Masters 

Certifi cate in Business Leadership for 

Human Resources Professionals.

The new program focuses on strategic 

business decision-making and is an 

academic partnership between the Human 

Resources Professionals Association (HRPA) 

and the Schulich School of Business.

The $15,000 program is 15 days over 

eight months and participants will develop 

an advanced understanding of how 

business works, how to think like a CEO 

and how to infl uence the bottom line. The 

program links business planning and 

strategy to the students’ own organizations. 

Course topics include business planning, 

strategy and fi nancial performance; 

measuring and communicating the 

effectiveness of the HR function; and HR 

innovation. 

“This program is focused on how to work 

with the rest of the C-suite to ensure HR 

strategies remain or become front and 

centre in overall corporate strategy,” says 

Allan Middleton, executive director of the 

Schulich Executive Education Centre.

The program is targeted to people who 

are at (or are about to move into) the VP or 

EVP level.

For more information, go to www.seec.

schulich.yorku.ca/home/index.html.

HUMAN RIGHTS

 Educationcate

C ONST RUCT ION F I R M S F IGH T B.C.  H U M A N R IGH T S  RU L I NG

THE CENTRE FOR 
EDUCATION & TRAINING, 
A SUBSIDIARY OF THE 
PEEL DISTRICT SCHOOL 
BOARD, IS OFFERING 
FREE TWO-HOUR 
SEMINARS ON HOW 
BUSINESS OWNERS, 
MANAGERS AND HR 
PROFESSIONALS CAN 
TACKLE LITERACY AND 
NUMERACY SKILLS IN 
THEIR WORKPLACES.
THE FREE SEMINARS—
ESSENTIAL SKILLS 
FOR THE CHANGING 
WORKPLACE—FOCUS 
ON NINE BASIC SKILLS 
NECESSARY FOR A 
PRODUCTIVE AND 
EFFICIENT WORKPLACE, 
INCLUDING: 
READING, WRITING, 
CRITICAL THINKING, 
DOCUMENT USE, ORAL 
COMMUNICATION, 
COMPUTER USE, 
NUMERACY, WORKING 
WITH OTHERS AND 
CONTINUOUS LEARNING. 
SO FAR THE GROUP HAS 
HOSTED 20 SEMINARS 
ACROSS THE PROVINCE.

 FOR MORE 
INFORMATION AND TO 
FIND A SEMINAR NEAR 
YOU, PLEASE VISIT
WWW.
ESSENTIALSKILLSTHAT
WORK.COM.

TRAINING
WORKPLACE 
LITERACY

Schulich offers new HR master’s certifi cate
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VIOLENCE |  ACCOMMODATION |  MANAGEMENT

U P F R O N T

In an effort to counter on-the-job violence in 

health-care settings, the Registered Nurses 

Association of Ontario (RNAO) has issued 

comprehensive recommendations to promote 

violence-free work environments.

The new guideline, Preventing and 

Managing Violence in the Workplace, 

addresses violence—verbal, emotional and 

physical acts of aggression—that nurses 

routinely face at the hands of other health-

care professionals, patients or patients’ 

family members. 

Twenty-eight per cent of Ontario nurses 

report being physically assaulted by a 

patient in the previous 12 months, according 

to a recent StatsCan study. The report also 

found that 19 per cent of Ontario nurses had 

experienced emotional abuse at the hands of 

physicians and nurse co-workers. 

“Organizations need to understand 

preventive measures, know how to recognize 

risks early to prevent 

escalation and know 

how to respond 

swiftly to prevent re-

occurrences,” says 

RNAO executive 

director, Doris 

Grinspun.

Some 

recommendations 

include:

•  Governments should enact 

legislation promoting a violence-free 

workplace, including mandatory reporting 

and whistle-blower protection.

•  Organizations must develop violence 

prevention policies that address all forms 

of violence. 

•  Health-care teams should collaborate with 

team members in a manner that fosters 

respect and trust and prevents violence. 

INCLUSION
DISABILITY ETIQUETTE

AS MORE AND MORE PER-
SONS WITH DISABILITIES 
ENTER THE WORKFORCE, 
EMPLOYERS MUST 
EDUCATE THEMSELVES TO 
ENSURE THESE NEW HIRES 
FEEL COMFORTABLE AND 
WORK PRODUCTIVELY. 
A GOOD FIRST STEP IS 
LEARNING THE BASICS OF 
DISABILITY ETIQUETTE—
THINGS LIKE ALWAYS 
ASKING BEFORE 
PROVID ING ANY ASSIS-
TANCE, PERSONAL SPACE 
AND TERMINOLOGY.
THE UNITED SPINAL AS-
SOCIATION HAS PRODUCED 
DISABILITY ETIQUETTE,       
A FREE DOWNLOADABLE 
BOOKLET THAT DISCUSSES 
EFFECTIVE WAYS TO 
INTERACT WITH PERSONS 
WITH DISABILITIES.
CHECK IT OUT AT: 
WWW.UNITEDSPINAL.
ORG/PDF/DISABILITY
ETI QUETTE.PDF

nt

-

ld enact

Health and Safety
ONTARIO NURSES DEVELOP WORKPLACE VIOLENCE GUIDELINES

 LEADERSHIP
T I P  F ROM T H E TOP

Howard Pezim and Steve Pezim of Toronto executive search fi rm The Bedford Group have 
identifi ed eight leadership characteristics that are essential in turbulent economic times. 
The key areas include:

To read a Bedford Group whitepaper on leading through tough times, please go to 
http://www.hrthoughtleader.com/HRTL/HR+Professional+Magazine and look under 
Web Extras.

Leadership Thinking
1.  Create and deliver a winning vision
2.  Lead in an environment marked by 

uncertainty

Process and Execution
3. Implement strategy
4. Hire and retain the best

Passion, Learning and Drive
5. Possess the will to win
6. Challenge sacred cows

Inspiration and Motivation
7. Be a team builder
8. Be open



Get your business on the road to success.
Introducing the hireimmigrants.ca Roadmap.

From recruiting to retaining top talent, the hireimmigrants.ca
Roadmap offers comprehensive strategies and tools to help  
you create a more diverse workforce and connect your 
business to a world of opportunity.
 
Easy. Interactive.  Free. 
Start your journey now at www.hireimmigrants.ca/Roadmap



2009 HRPA  

EARLY BIRD 
RENEWAL
CONTEST

RENEW YOUR MEMBERSHIP EARLY AND YOU COULD WIN !

OVER $40,000 IN PRIZES TO BE WON!

The earlier you renew, the more chances you have to win.
Seventeen weekly draws, four Monthly draws, one Grand-prize draw, 

one Second-prize draw.

Renew in February, four entries per pool, renew in March, three entries per pool, 
renew in April, two entries per pool, renew in May, one entry per pool.

Over 120 great prizes to be won!
Visit www.hrpa.ca/2009contest for complete prize details and contest rules.

GRAND PRIZE

RENEW

NOW

& WIN

Seventeen weekly draws, four monthly draws, one grand-prize draw
one second-prize draw

A Trip for Two to Universal Studios Hollywood!



w w w. H RT h o u g h t L e a d e r. c o m   A p r i l / M a y  2 0 0 9   1 7

Dual representation is a reality for 

corporate immigration lawyers. Cur-

rently, an immigration lawyer must 

represent both the employer and 

the foreign worker as required by 

immigration rules. In order to have the employer’s 

lawyer assist with their work permit and entry 

to Canada, foreign workers are required to sign 

form IMM5476 stating that they have appointed, 

and named, a representative. The employer’s 

immigration lawyer is unable to fully represent 

the employer, with respect to the foreign worker’s 

work permit and their entry to Canada, until the 

foreign worker signs the form and it is filed with 

Citizenship and Immigration Canada.  

This immigration policy creates dual representa-

tion of both the employer and the employee. When 

a fi rm practices law exclusively in the area of 

immigration law, dual representation is an accept-

able and unavoidable norm and the potential for a 

confl ict of interest is managed through retainer 

and disclosure agreements. Generally, the parties’ 

goals are identical because the employer wishes to 

obtain a work permit for the foreign worker and 

the worker is applying for a work permit to enter 

Canada. More often than not, the potential for a 

confl ict of interest to develop between the parties 

on the immigration issues is unlikely. 

But problems will arise if the law fi rm also 

advises the employer on employment matters or 

the employer wishes to terminate the foreign 

worker and there is an allegation of wrongful dis-

missal. The rules of professional ethics identify 

two key solicitor-client duties of dual representa-

tion: confi dentiality and loyalty. 

Conflicts
In employment cases, dual representation com-

promises a lawyer’s obligations concerning confi -

dentiality and loyalty. Furthermore, the lawyer’s 

previous representation of the foreign worker 

would prevent that lawyer from acting on behalf 

of the employer and against the foreign worker. 

If there were additional corporate issues, busi-

ness litigation or shareholder disputes, then the 

legal confl ict would be further compounded.

Currently, the law prevents a fi rm from repre-

senting one client when it is directly adverse to the 

immediate interests of another client. As such, the 

fi duciary duties of a law fi rm require greater pro-

tection when a confl ict is adverse to the immedi-

ate interests of the vulnerable client. 

Furthermore, the courts have tradition-

ally taken the position that foreign 

workers and other sponsored persons  

are more vulnerable than Canadians. 

Accordingly, the duties of the law fi rm 

toward a foreign worker would be 

greater than a Canadian employer. 

When retaining a law fi rm on an 

immigration matter, an employer should 

ensure the fi rm’s retainer and disclo-

sure agreement provide the employer 

with the necessary legal protection and 

suffi cient foreign-worker information. The duties 

of loyalty and confi dentiality demanded of the law-

yer, in these instances, would be fully clarifi ed and 

addressed at the outset of the retainer process.

Given the potential for legal confl ict, HR profes-

sionals are discouraged from appointing their cor-

porate or employment law fi rms to also represent 

them in immigration matters. It’s counter-product ive 

for the organization to lose over a confl ict of interest 

that could easily have been avoided. The best strat-

egy for avoiding such confl ict is to retain separate 

counsel on immigration matters.       

Jacqueline R. Bart , LLB, is the founder of Bart & Associates, a firm specializing in citizen-
ship and immigration law.

IMMIGRATION: NAVIGATING THE PERILS 
OF DUAL REPRESENTATION 

L E GA L  B Y  J A C Q U E L I N E  B A R T

‘‘Currently, an immigration 
lawyer must represent both 
the employer and the foreign 
worker as required by 
immigration rules.’’
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ESTABLISHING A CORPORATE 
IMMIGRATION POLICY

Changing immigration law, together 

with the constant international 

mobility of staff, have created a 

world where immigration issues are 

no longer separate from business. 

As such, the successful transfer of international 

talent, while eliminating the risk of non-

compli ance with immigration laws, is a key con-

sideration for many HR professionals seeking to 

hire foreign workers.  

Ensuring the seamless transfer of international 

talent—and keeping them here—means creating 

a corporate immigration policy that addresses 

the company’s needs. 

 Step one: Know your company. Set out the 

company’s short- and long-term goals to 

determine its staffi ng needs both in Canada 

and abroad. The greater the need for workers, 

the more structured your immigration policy 

should be. It is important to consider HR’s 

capacity to handle an increase in work and the 

important role it will play in implementing a 

successful immigration policy. 

 Step two: Understand the law and non-

compliance risks. Several factors should be 

considered when hiring a foreign worker: 

corporate plans, project deadlines, immigration 

rules and the risks of non-compliance—including 

the impact on future immigration applications. 

     Every HR professional should understand 

the immigration rules and procedures for each 

region. Whether you hire a lawyer or other 

immigration specialist to assist in preparing 

work permit applications for foreign workers, 

it is important that HR be familiar with types 

of work permits available and the procedures 

involved with each. This helps explain the 

process to the employee and managers and 

establishes an appropriate time frame to ensure 

the foreign national is authorized to enter 

Canada and work in accordance with company 

plans and project deadlines. 

 Step three: Defi ne process and implement 

the policy. Once a policy has been developed, 

the fi rst step in bringing a foreign national 

into Canada is to determine whether a work 

permit is required. HR should conduct initial 

assessments to determine if the foreign 

national will be entering to perform work, or if 

they may enter Canada as a Business Visitor.  

A work permit is almost always required 

if the work can ordinarily be performed 

by an individual currently present in the 

Canadian labour market.

Once you’ve determined that a work 

permit is required, establish where 

the application will be submitted, and 

determine what documentation is 

needed prior to the employee’s transfer. 

Incomplete applications will always 

result in unnecessary delays, potentially 

losing the foreign worker or even client 

contracts. Key considerations at  this stage 

include whether the foreign national requires 

a Temporary Resident Visa to enter Canada in 

addition to the work permit; if medical exams 

must be conducted; and if additional forms must 

be completed or documentation secured.  

 Regardless of the scale of your immigration 

needs, a corporate immigration policy is a must 

for any company seeking to hire foreign workers. 

Be sure to establish a single point of contact 

within the HR department for both the employee 

and the management team, and the road to 

securing top int ernational talent for your team 

will be as easy.  

Janet L. Bomza, LLB, is the founder and senior partner of the Bomza Law Group, an immigra-
tion firm based in Toronto. Melodie J. Hughes, LLB, is an associate with the same firm. 

F O C U S  B Y  J A N E T  L .  B O M Z A  A N D  M E L O D I E  J .  H U G H E S

‘‘Ensuring the seamless 

transfer of international 
talent—and keeping them 
here…’’



RECRUITING >> HIRING >> BENEFITS >> PAYROLL >> REPORTING >> COMPENSATION >> RETIREMENT

Choose the true end-to-end solution for strategic HR, payroll,  

and talent management: UltiPro from Ultimate Software.  

UltiPro delivers a comprehensive suite of powerful business  

tools for human resources, recruiting, onboarding, performance  

management, salary planning, bene ts, payroll, analytics,  

and more. All built around a human capital management portal  

that provides self-service convenience to people at every level  

of the organization.



100% dedicated to home and auto group insurance, The Personal has the 
knowledge and expertise to bring an exceptional benefit to your employees. 
They'll love the privilege of extraordinary service and savings on their home and 
auto insurance.
 
Our proven program is hassle free and no cost to you. Over 560 of Canada's 
leading organizations agree. It's rewarding to partner with The Personal. To find 
out how, give us a call now. It will be our privilege to bring this valuable benefit 
to your organization.

1 888 246-6614
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Bring an exceptional group 
benefit to your employees...
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enable them to work well with others, deal with 

stress, manage change and set goals. 

With a clear understanding of what the job 

requires, put together a list of attributes to look 

for when evaluating job candidates. This list 

forms the basis for using assessments. To deter-

mine the appropriateness of your selection assess-

ments, you should be able to link the things the 

assessments measure to what the job requires. 

If you can’t, then you shouldn’t be using the 

assessments.

Last year, I worked with an accounting fi rm that 

was experiencing high turnover of its auditors. In 

the past, the fi rm preferred candidates who were 

outgoing, sociable and liked spending time with 

people; but a job analysis revealed that the position 

involved working with data and had little inter-

action with others. As a result, the fi rm was evalu-

ating candidates on characteristics that appealed 

to their interviewers but were detrimental to job 

performance. They should have been looking for 

people who enjoyed working on their  own.

Engaging in this analysis will help you put 

together an assessment process that is defensible 

and select candidates with a good chance of suc-

cess. If you fi nd yourself in need of expert advice, 

labour lawyers and industrial/organizational 

psychologists can answer questions about fair 

selection and areas of unfair discrimination, while 

good assessment companies can provide evidence 

about the fairness of their tools.

Shawn Bakker, M.ED, is a registered psychologist at Psychometrics Canada. He works with 
organizational clients in the areas of personal and leadership development , selection, skills 
and performance assessment and conflict resolution. 

The use of psychometric assess-

ments to evaluate job candidates is 

increasing in North America. Not 

only do psychometric assessments 

provide a cost-effective and efficient 

way to gather information about applicants, 

they’re standardized and objective, which makes 

it easy to compare candidates. Plus, the data is 

provided in a format that lets you easily track 

your hiring successes and failures.

A common concern is the legality of using 

these assessments in personnel selection. But 

the legal standards that ensure your interviews 

are above-board are the same for psychometric 

tests. In the eyes of the law, psychometric tests 

are simply another way of evaluating candidates 

and are treated the same as application forms, 

resumé reviews and interviews. What is illegal 

for all forms of evaluation, including psycho-

metric tools, is unfair discrimination. 

Selection should be based on measuring the 

skills, traits and abilities that predict job success 

in a fair way, not by using criteria that have no 

impact on how someone could do the job. What 

makes for a legal and fair selection process is 

also what makes for an effective one.

Measure what matters
For every position there are key tasks that must 

be successfully completed and it is the character-

istics required to do these key tasks that should 

be measured in a selection process. Consider the 

job of a senior executive. That role requires some-

one with the skills and intelligence to make good 

decisions and the necessary personality traits to 

 PSYCHOMETRIC SELECTION ASSESSMENTS

H U M A N  C A P I TA L  B Y  S H AW N  B A K K E R

‘‘For every position there are key tasks 
that must be successfully completed and it 

is the characteristics required to do these 
key tasks that should be measured in a 

selection process.’’
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The idea of instant messaging, counter-Googling or 
conducting an avatar interview seem a little too Orwellian? 

Well, it’s time to leave 1984 behind and 
usher in a brave new world of HR technology.

B Y  R I C H A R D  S K I N U L I S

VIRTUAL 
REALITY 
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out of their financial reach. Inter-

estingly, it’s also the smaller SaaS 

providers that are leading the 

charge in this market.

“Some of the largest software 

suppliers aren’t jumping into 

SaaS,” says Lisa Rowan, director 

HR and talent management servi-

ces, IDC. “But it makes the smaller 

suppliers more competitive.”

Reducing costs will be at the top 

of everyone’s list this year. “More 

companies with limited budgets 

want the core fundamentals, 

instead of bells or whistles,” says 

Susan Vitale, director of market-

ing, iCMS. “HR professionals are 

looking for one integrated man-

agement suite instead of stringing 

together multiple modules.” 

“That approach will continue,” 

says Laura Randell, senior director, 

recruitment and retention, Loblaw. 

“Companies will hold steady on 

HR spending and budget for what 

they really need—recruitment and 

engagement.”

MANAGING TALENT
A recent study, Leveraging Social 

Networking and Web 2.0 Collab-

oration Tools in Enterprises, by the 

Human Capital Institute, revealed 

that more than half of companies 

surveyed use instant messaging, 

with other popular applications 

including corporate social net-

works (49 per cent) and blogs and/

or wikis (39 per cent).

With these numbers in mind, 

look for more companies util-

izing social networking sites 

THE  LATEST WEB 2.0 TECH-
NOLOGY trends are not only 

the bailiwick of the IT depart-

ment; the newest technologies being 

employed by companies are also  

unprecedented opportunities for HR 

because they enable organizations 

to work smarter and save money.

In particular, the concept of virtu-

al worlds like Second Life, in which 

digital versions of ourselves (called 

avatars) interact on a global scale, 

are making it easier to recruit, 

meet, teach and retain workers 

from diverse generations and geo-

graphic locations (see page 25).

Underlying this trend is SaaS 

(software as a service), an on-

demand Internet-based service 

where an organization pays sub-

scription fees to a provider who 

hosts, maintains and upgrades the 

software environment as advance-

ments become available.

COST BENEFITS
SaaS replaces traditional inter-

nally operated products, which 

are often costly to implement and 

labour intensive to maintain. “An 

advantage of the SaaS model,” 

says Human Resources Profes-

sionals Association’s information 

systems manager, Nick Gao, “is 

it cuts down the dependance on 

in-house IT resources, which can 

be quite cost effective.” Gao is cur-

rently heading up a major systems 

upgrade at  HRPA.

SaaS is particularly attractive to 

small- to mid-size companies where 

traditional systems were previously 

‘‘ ...digital versions 
of ourselves...are making it
easier to recruit, meet, teach 
and retain workers...’’

New HR technology products 
and services you can use 
right now

cont. on page 26

ON THE 
CUTTING 
EDGE

AchievanceHR, Achievance, Inc.
This web-based product tracks and 

evaluates employees throughout the 

organization, even when they report 

to different managers. Only those with 

administrative privileges can create the 

hierarchies on customizable templates 

for common capabilities (leadership, 

teamwork, communication), organizational 

goals and forms for rating them across the 

organization.

Cost: $9.95 US per user, per month

Computrace, Absolute Software 
With thousands of laptops stolen every 

year and more people using them for 

work, keeping track is becoming vital. 

Computrace not only tracks down missing 

machines, it can even erase data by remote 

command. Plus, the company guarantees 

up to $1,000 US if they can’t get your laptop 

back. Using software and GPS, Absolute 

says it recovers over 65 machines a week.

Cost: Three-year subscription $128.99 US 

per computer (volume discounts).

HR Compare, HighRoads 
Provides access to approximately 4,700 

detailed medical plans of Fortune 500 

companies.  

Cost: Annual subscription $5,000 US. 

Customized reports $500 US per report.
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A viable option tofear.
visit us now

WHY YOU SHOULD REFUSE TO JUMP ON 
THE DOOM-AND-GLOOM BANDWAGON.

AT WORKOPOLIS WE’RE HERE TO HELP. 

It’s kind of crazy out there in the 
business world. But it’s important to 
remember that downturns are always 
temporary. However, the pressure on 
productivity has never been higher. 
Now more than ever you want to
hire the A-players. We can help. We 
have the highest success rate 
for hiring of any online jobsite.*
The numbers back us up. More 

companies who come to us to hire are successful. We 
have over 1.9 million resumes. The A-players you need

are here. We offer 97% more candidates than any other 
jobsite in Canada. That’s more than our three nearest
competitors combined.** When you use workopolis.com
it’s like you’re cracking the monetary whip. Your money 
works three times harder. We also give you an 
incredible portfolio of hardworking products. We 
have screening tools that fi lter resumes fast. You’ll fi nd your
ideal candidate in less time than it takes to read this. We
can’t cure the economy but we can help you survive
it. Downturns always become upturns. So dry your clammy 
palms. Hard work and perspective outsmart fear every time.
And never forget – your life awaits.

OTHER INCORRECT 
GLOOMY PREDICTIONS: 
NOSTRADAMUS HAD IT WRONG. 
THE WORLD DID NOT END.

TM© 2006, VANOC.
*Northstar Research, 2007 Employer Survey.
**Each fi gure represents average number of unique job searchers on that jobsite 
during June-September 2008, as reported by ComScore Media Metrix Canada.
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l ike LinkedIn and Facebook 

as a recruiting and talent man-

agement tool.

“The best candidates are the 

passive ones because they never 

have to look for work,” says Rick 

Fletcher, president and founder of 

software vendor HRchitect. “Social 

networking is a good way to not 

only keep in touch with them, but 

to play to the audience that judges 

a possible employer by the technol-

ogy it uses.”

Matt Lafata, HRchitect’s VP 

of sales and marketing, gives 

this example of how things are 

changing: “Back in 2004, a large 

retail client of ours found that 80 

per cent of their hourly candidates 

were going to an in-store kiosk to 

apply for jobs—a few years later it 

was only 20 per cent—the rest were 

doing it on the Internet. They have 

now phased out all of their kiosks.”

Even in times of economic uncer-

tainty, inventive recruiting meth-

ods should not be ignored. “The 

economy isn’t picking up immedi-

ately, and so two things happen 

—one, people tend to stay with their 

existing employers longer for stabil-

ity, which then makes the market 

of available talent in even shorter 

supply,” says trendspotter and tech 

expert Tod Maffin, who appeared at 

HRPA’s 2009 Annual Conference & 

Trade Show in January.

Beyond hiring, Lafata says vend-

ors are also testing candidates in 

simulated work environments—

a model store or a call centre, for 

example. 

MINING POTENTIAL
Although there are lots of new 

and exciting technologies and 

convergences going on right now, 

most of them are mere potential at 

this point, with the most innova-

tive end-users simply trying to 

figure out how to use them to best 

advantage.

What we do know is virtual 

meetings seem to go faster because 

there is less social chatter and, 

from a training point of view, vir-

tual worlds and social network-

ing technologies are fun, making 

them more efficient as a learning 

environment.

But customizing a virtual world 

to fit your organization’s needs can 

be expensive and the benefits are 

GET A SECOND LIFE
Imagine hosting a career fair open to job-seekers from around 

the world, conducting a prescreening interview and holding an 

employee-only training forum—all in a virtual world.

Sounds like science fi ction but some of the globe’s largest companies 

are taking this virtual universe very seriously. IBM, Adidas, Calvin 

Klein and Kelly Services, for example, all utilize Second Life. 

For IBM, a virtual world is a cost-effective way to create a common 

social space for its 400,000 global employees.

“I can build a virtual environment that is as large as an oil rig and 

have people’s avatars walk around in it,” says Chuck Hamilton, 

manager of virtual learning strategies, IBM. “Or, I could blow up 

microscopic layers of something that was in that same environment 

and you could explore that on a micro level.”

An island is a piece of virtual land you can purchase for public or in-

ternal use. IBM mainly uses Second Life but also utilizes other virtual 

products, such as Active World and Forterra’s Olive Platform. They 

use both public and private islands; in fact they claim to be the fi rst 

company to put a private space behind a fi rewall on Second Life.

Growth in virtual IBMers has been fast. “In the last 20 months, we’ve 

gone from about 200 to well over 6,000 avatars,” says Hamilton, “I 

expect about 10,000 avatars in 2009 because of economic factors.”

Sites like Second Life are relatively inexpensive if you don’t build your 

own island, but it’s still the big boys who are leading the way right 

now. “The virtual world thing is good for companies like IBM, who are 

large and global with a technology focus,” says Lisa Rowan, director 

HR and talent management services, IDC.        

Global staffi ng company, Kelly Services, uses Second Life mainly as 

a place to recruit as well as brand itself. 

“We have an outstanding brand in terms of recognition, but it tends 

to be dated,” says Dave Fenech, vice-president, e-business, Kelly 

Services. “We need people around the world to understand that we 

don’t just provide general offi ce staff but also service areas like IT, 

scientifi c and legal as well.”

As for recruiting, Fenech points out virtual worlds don’t replace 

targeted job boards or other active recruiting avenues, but they 

defi nitely pick up the more passive candidates. “When you post 

a job on a job board, it’s just a classifi ed,” he says. “But the virtual 

world allows you to interact with people.” 

Tod Maffi n, a technology expert and a speaker at HRPA’s 2009 Annual 

Conference & Trade Show, which took place in January, warns few 

virtual environments work for recruitment. “The Government of On-

tario has a rather elaborate recruiting centre in Second Life, and has  

cont. on page 26

cont. on page 26
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HR Control, HighRoads 
Automated medical supply chain 

management for Fortune 500 companies, 

includes a reverse auction bidding process. 

Cost: Based on the number of plans 

procured or number of contracts managed.

InSight, BeenVerified 
An online background-check service for 

small- and medium-sized businesses. 

As well as standard job, education and 

criminal-record checks, InSight will also 

access 41 different social networking 

sites to ascertain an applicant’s online 

reputation and history. 

Cost: From $10 US for a single item to $100 

for a full-blown scrutiny.  

Mouse Jiggler, Wiebetech  
A simple plug-in device that keeps your 

mouse in motion so it doesn’t go into sleep 

mode or activate the screensaver and 

interfere with downloads. It also prevents 

password dialogue boxes from appearing 

after an employee has been terminated. 

Cost: $24 to $40

ResponseWare, Turning 
Technologies
This web-based polling system allows 

users to gather and analyze participant 

feedback from meetings instantly through 

cellphones or any web-enabled devises 

such as a PC, laptop, BlackBerry or 

i-Phone. It can be used with the company’s 

ResponseCards—keypads used to respond 

in real time and integrated into PowerPoint.

Cost: Software is free. Subscriptions range 

from $3.50 to $6 US based on number of 

users. Response cards cost $69 US for 

corporations and $59 for government and 

not-for-profits.

SmartRecruiters, MrTed Ltd. 
Mr. Ted recently launched an Application 

Tracking System for companies under 2,500 

employees.

 Cost: Free

as yet unproven. While much more 

accessible and cost effective, the 

public aspect of social networking, 

with every picture and word taken 

or uttered on permanent record, 

have many HR professionals under-

standably cautious about diving in 

with both feet, no matter how hip  

and easy it may turn out to be.

In the end, however, these pixil-

ated worlds are here to stay in some 

form or other. As to what they will 

be ultimately used for, that is only 

limited by our imaginations.         

even hired an out-of-country company to provide virtual (but controlled by real people) avatars to 

answer questions about getting a job in Ontario but, by far, people who visit that area are asking 

about jobs in Second Life itself.”

“There’s nothing better than in-person,” says Maffi n. “That said, some less sexy tools, like video 

teleconferencing, can add an important visual layer to an interview, giving those who hire more 

information.”

Lay of the land
Like IBM, Kelly has various islands, both public and private. The fi rst one is a cartoon land that 

promotes Kelly subtly while focusing on fun, interactive games. But visitors are always one click 

away from fi nding a Kelly job. “There are ads for Kelly,” Fenech says, “and we have recruiter 

avatars on the island talking to folks. Leads go to the branch that is closest to the person they 

interacted with, who follow up in real life.”

The second island is a straightforward introduction to the company, although there is a perfor-

mance area where real musicians (in avatar format) give concerts and executives host forums.

The third island is what’s called a sandbox, which allows people to build things. This helps 

recruiters single out premier designers and developers. 

Two other islands are private and provide a common base for Kelly’s far-fl ung global workforce. 

“Sometimes temporary and at-home workers don’t feel connected,” he says. “We bring them 

into a virtual offi ce, so a customer-service rep can be sitting with other reps all round the world 

having a meeting or just a virtual lunch.”

WEB EXCLUSIVE:
 For a primer 

on podcasting, visit 
www.HRThoughtLeader.com/

Podcasting

C O V E R  S T O R Y
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Myers-Briggs 
Type Indicator®

GET CERTIFIED. 
BE IN DEMAND.

Earn CHRP credits

    

2009  ADVANCED WORKSHOPS

Learn to use the MBTI® tool to:

Enhancing Leadership in Organiza-
tional Change • Ottawa May 8

Visit www.psychometrics.com for
MBTI® Step II Certifi cation Program 
and all 2009 training dates

    

IMPROVE TEAMS

RESOLVE CONFLICT

COACH OTHERS

REGISTER TODAY: 
1.800.661.5158 X227
WWW.PSYCHOMETRICS.COM 

MBTI and Myers-Briggs Type Indicator are trademarks or registered trademarks of the 
Myers-Briggs Type Indicator Trust in the United States and other countries. The MBTI 
Certifi cation Program is offi cially recognized by CPP as a qualifying program to 
administer and interpret the MBTI instrument.51

52

2009  CERTIFICATION PROGRAM

Vancouver Mar 30-Apr 2
Calgary Apr 20-23 • Ottawa May 4-7
Victoria May 25-28 • Edmonton Jun 1-4
Toronto Jun 8-11 
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With dwindling market shares, 

foreclosures and budget belt-

tightening, there’s no shortage 

of victims during tough eco-

nomic times.

Unfortunately, fi nancial cuts often create another 

class of victim: workers who are injured or killed as 

a result of health-and-safety budget cuts.

Our economy has suffered two recessions in 

recent history: One, in 1982 and a second, in 

1990, both of which were the result of slowdowns 

in the U.S. In both instances, worker safety took 

a direct hit.

Statistically speaking, accident rates look like 

they fall during economic downturns, making 

reductions to health-and-safety spending appear 

to make sense. After an initial wave of workers’ 

compensation and non-occupational disability 

claims fi led in advance of layoffs, fewer people   

 on the job mean fewer injuries. Right? 

Wrong. A 2005 report from the University 

of Tilburg in the Netherlands, which studied 

workplace accidents during recessions in 16 

Organisation for Economic Co-operation and 

Development nations, including Canada, found 

cyclical fl uctuations in workplace accident rates 

have more to do with the reporting behaviour of 

workers. People still get hurt during recessions, 

they just don’t report it out of fear of job loss, 

according to the study.

By the numbers
Canadian workplace fatality fi gures underscore 

this trend. According to a 2008 study by the 

Centre for the Study of Living Standards, on-

the-job deaths between 1993 and 2005 only rose 

when the country slipped into recession (they 

went up dramatically in 2000 during the dot-

com bust).

Unfortunately, history appears to be repeating 

itself. In a 2008 National Safety Council poll, 

34 per cent of health-and-safety professionals 

said economic conditions were already affecting 

worker safety training programs and resources. 

Of that group, 63 per cent reported having less 

money for education and training and 42 per cent 

saw reductions in safety-training personnel.

According to a 2006 Canadian Occupational 

Safety Survey, almost 40 per cent of all safety 

training is provided by outside experts—the 

fi rst casualties of budget cuts. The end result 

is in-house health and safety staff training on 

a wider variety of subjects, many of which are 

neither comfortable with nor qualifi ed to teach. 

Not surprisingly, poor training leads to increased 

incident rates, higher costs and lower productivity.

People first
One solution is to conduct 

a risk assessment of your 

operation to identify the most 

signifi cant hazards and defi -

ciencies. Focus your limited 

resources on maintaining or 

improving the level of safety   

in these areas.

Another remedy is to develop 

the health-and-safety resource’s skills through 

correspondence and/or online programs to 

address your short-term needs. 

Most importantly, make sure the organization 

creates and maintains a people-fi rst culture 

involving all employees. A recent study at Molson 

Coors found engaged employees were fi ve times 

less likely to have an accident than their non-

engaged counterparts. When they did get hurt, 

the average cost to the company was just $63 US, 

instead of $392 US.

The bottom line is the social and economic costs 

of a serious workplace injury far outstrip any short-

term budgetary savings that can be realized. 

 Patrick Smale is the president of E.K . Gillin & Associates Inc. , an environmental, health and 
safety consulting and training firm based in Strat ford, Ont.

DON’T LET THE DOWNTURN 
RUIN YOUR SAFETY RECORD

‘‘Poor training leads to 

increased incident rates, higher 

costs and lower productivity. ’’
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To many managers, members of gen 

Y seem spoiled. I often hear that 

they are selfish and hold unrealistic 

expectations about their career and 

the world of work. Having worked 

closely with gen Ys for 12 years and after spend-

ing more than 7,000 hours listening to them 

in both therapeutic and research settings, I’ve 

discovered that they are, in fact, grossly mis-

understood, resulting in frequent, unnecessary 

generational clashes at work.

Causes
Gen Ys were raised in an era of overindulgence. 

Their well-intentioned parents (often baby boom-

ers) micro-managed them, told them what to 

do, what not to do and rescued them from ex-

periencing the consequences of their mistakes. 

Unfortunately, most of these parents didn’t 

realize they were actually encouraging their 

children to under-function. These kids grew up 

expecting this sort of treatment from everyone 

and came to believe it was something they were 

entitled to. 

At the same time, parents were being 

encouraged to build their kids’ self-esteem 

through praise. While praise is extremely 

important, so is constructive criticism. If parents 

only ever give praise, which was often the case, 

children never learn how to properly deal with 

feedback. 

Also during this period, two other social 

phenomena came into play: marketers, realizing 

just how much purchasing power gen Ys had, 

started promoting the “buy now, pay later” 

mentality; and the Internet found its way into 

households. These two variables reinforced a very 

powerful instant-gratifi cation mindset. 

Solutions
In my research, I have discovered that many  

gen Ys report using arrogance as a mask 

to cover their insecurity and anxiety. They 

struggle to make decisions, suffer anxiety 

about unfulfi lled expectations and paralysis at 

the thought of receiving any kind of negative 

feedback.  

So, how can we work with gen Y and 

employees at all levels to reduce workplace 

confl ict?

1.Seek to understand and learn 
The reality is, as a culture, we have 

taught them to behave this way. Instead of 

blaming them, we need to ask ourselves: what 

can we learn from gen Y and what can they 

learn from us? Simply changing our percep-

tion will radically change how we communi-

cate with each other.

2.Praise and challenge respectfully 
There is power in praise but only if it’s 

authentic, honest and specifi c; if it’s not, don’t 

bother. It’s also important to challenge gen Y 

on their viewpoints and decisions. As long as 

managers challenge with respect, younger 

workers will be open to hearing it and will, in 

turn, want to please you. 

3.Be clear about expectations
Boundaries are new to this generation 

because they grew up having other people 

rescue them from the consequences of their 

actions. To set expectations, clearly outline 

what you need from them, what rewards they 

will receive for work well done and the conse-

quences they will face if job expectations are 

not met. 

 This generation has many strengths: they are 

passionate dreamers who love to learn and are 

refreshingly honest. Remember, the goal is not 

just to “fi x” gen Y, but to better understand them 

so organizations can help them achieve all they 

are capable of.  

Dr. Karyn Gordon is a gen Y expert , corporate and family consultant , motivational speaker, 
media personality and author. 

UNDERSTANDING THE GEN Y  
ATTITUDE OF ENTITLEMENT 

TA L E N T
M A NA G E M E N T  B Y  D R .  K A R Y N  G O R D O N
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As the world’s economies become 

increasingly integrated and global, 

so too do work assignments. 

Employees are spending more 

time working in other parts of the 

world—often with family in tow. Bringing them 

back happy and satisfied with their experience 

is up to the employer. HR Professional finds out 

how with repatriation experts from Raytheon, 

Kelly Services and Canadian Forces.

Timing is everything
A big repatriation mistake is leaving things until 

the last minute. Tom O’Connor, senior manager 

of international human resources at Raytheon, 

a global defense fi rm, says he starts the process 

at least three months before an employee is due 

home. “We’ll contact the expatriate to learn their 

desires about coming home or staying. If they’re 

returning, we contact HR at their home busi-

ness unit and discuss the person’s return date, 

skill level, interests and available opportunities. 

Hopefully they can integrate back into an appro-

priate level within the business and in a desired 

geographic area so the transition is smooth in 

terms of relocation.”

Communication
Maintaining contact during an employee’s time 

overseas is vital to a trouble-free repatriation. At 

Raytheon, O’Connor insists expatriates check in 

with their home-based colleagues and managers on 

a regular basis to keep themselves fresh in mind 

with the folks at home. “It gives their colleagues 

an idea of what they’ve been up to and the value 

they’ll bring back to the business,” says O’Connor.

“And twice per year, my team contacts expats 

to confi rm how the assignment is going, if family 

status has changed and other details that will 

help when it comes time to bring them home.” 

Amortization 
Lance Richards, senior director and global prac-

tice leader, human resources consulting, with 

international staffi ng-agency Kelly Services, says 

successful repatriation is like managing the amor-

tization of an investment. 

“If you take a $100,000 person and drop them 

in Beijing for two years, they can easily cost 

$300,000 per year,” he says. “If the person leaves 

the company, I’ve lost the investment.”

Richards provides a number of suggestions to 

leverage people’s foreign experience back into an 

organization, while keeping him or her happy and 

engaged upon their return:

• Ensure the person comes back to a meaningful 

role. Often, an expat may have been a big fi sh 

in a small pond during their time overseas, and 

they become disillusioned when they return to 

the humdrum of home life.

•   Keep them involved. Use them as a source of 

knowledge for others considering a foreign 

assignment. 

•   Ensure the person’s manager has coaching on 

managing expats because they’re ultimately 

responsible for the retention and amortization of 

this investment.

Long-term expats
Orientation or intercultural training may be 

necessary for reintegration—especially for people 

I L L U S T R A T I O N :  M I C H A E L  E D D E N D E N



3 4   A p r i l / M a y  2 0 0 9  H R  P R O F E S S I O N A L

H R101

speed on life in the home coun-

try,” says O’Connor.

Manager’s fundamental role 
Both Richards and O’Connor 

agree that HR can only go so 

far in reintegrating expatriate 

employees. The expat’s manager 

plays a key role in ensuring the 

person transitions successfully 

back into work-life.  “We know 

who married and built families 

that have never lived in the 

home country.

“This could involve every-

thing from bringing people 

back initially for a reorientation 

to onboarding them again when 

they get back—re-acquainting 

them with protocols and 

proced ures—to intercultural 

training to bring everyone up to 

what it’s like to live overseas and 

the highs and lows of the reloca-

tion process,” says O’Connor. “By 

explaining what the experience is 

like to management at home, they 

can better assist with the reinte-

gration process and have a better 

appreciation of what the person is 

going through.”

Tactical withdrawal
The Canadian Forces has unique 

challenges in repatriating its sol-

diers after deployments in some of 

the world’s most violent hotspots.

“Canadian Forces (CF) repatri-

ation planning starts before 

members deploy, continues while 

they are deployed and after they 

return,” says Megan Maclean, a 

CF communications advisor.

Before deployment, CF members 

and their families receive briefi ngs 

on administrative processes, what 

to expect during reintegration and 

support services available to them, 

including: the chaplaincy, medical 

services, family resource centres 

and a hotline that provides confi -

dential counselling, medical and 

mental health services. 

After their tours, members are 

sent to a base to conduct initial 

administration and begin decom-

pressing. Members are then 

sent to a third-party location to 

undergo a structured three-day 

decompression program to help 

soldiers manage the transition 

from overseas operations to life 

back in Canada. Members take 

part in a series of lectures and 

discussions on issues, includ-

ing: anger management, suicide 

awareness and family and work-

place reintegration. 

Once members return to 

Canada, the CF helps them 

transition back to normal oper-

ations. Members also receive a 

follow-up interview with a social 

worker four to six months after 

redeployment to ensure that 

they are successfully reintegrat-

ing into  life in Canada.     
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BY SHANNON KLIE

THE RECRUITMENT process re-

quires hiring managers and re-

cruiters to see past the mask of

perfection candidates hold up

— from resumés that only

highlight their best qualities to

chic interview outfits to an-

swers designed to impress in-

terviewers.

Personality tests — stan-

dardized questionnaires that

uncover candidates’ underlying

personality traits — are sup-

posed to help recruiters objec-

tively pick candidates best suit-

ed to a particular job, but even

these tests can’t weed out can-

didates who are trying to make

a good impression.

“You’ll get one item at a time

and it will say, for example,

‘How creative are you? Rank

this on a scale of one to seven.’

And then it would have another

question, ‘How hard working

are you? Rank this on a scale of

one to seven.’ It’s very easy for

people to selectively enhance

their responses on these types

of tests and basically say

they’re perfect in every dimen-

sion,” said Jacob Hirsh, a psy-

chology PhD student at the Uni-

versity of Toronto.

But a new computerized quiz

developed at the university

could offer recruiters a “fake-

proof” personality test.

Like other traditional per-

sonality tests, the new test mea-

sures five dimensions of person-

ality: 
Conscientiousness,

emotional stability, extraver-

sion, openness and agreeable-

ness. But the new test, devel-

oped by Jordan Peterson, a

professor of psychology, and

tested by Peterson and Hirsh,

asks candidates to choose be-

tween equally negative or posi-

tive personality traits, instead

of rating how much each indi-

vidual trait reflects their per-

sonality.

Even when candidates are

asked to inflate their responses

to make a good impression, the

test still predicts performance,

said Hirsh. The two compared

the new test to the Likert, a tra-

ditional rating-scale test, by

asking students to make a good

impression or answer honestly.

The Likert test wasn’t able

See Page 13 / PERSONALITY

A recruiter’s dream: 

Fake-proof personality tes
t
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BY SARAH DOBSON

PRIME MINISTER Stephen Harp-

er’s government made several

promises before the federal

election on Oct. 14 that affect

employers, from giving self-em-

ployed people access to employ-

ment insurance (EI) parental

benefits to lowering taxes for

small businesses to a new in-

centive for apprenticeships.

But will the Conservatives

come through with employer-

friendly policies when they are

faced with yet another minority

mandate combined with a

mounting economic crisis?

“This government, if its
 past

approach to governing is any in-

dication, will look for guidance

from the platform and imple-

ment that,” said Stephen Rot-

stein, director of government

relations and general counsel

for the Human Resources Pro-

fessionals Association (HRPA)

in Toronto. “Both this govern-

ment and even the opposition

parties are looking at areas

such as the skills shortage as a

key area to take action.”

The Liberal agenda was cer-

tainly more ambitious, rein-

venting the tax system with a

high price tag, said Rotstein,

while the Conservative plan

was relatively modest.

“From an HR perspective, I

hope they fulfill the promises

they made in these areas be-

cause it’s important to continue

to grow the economy, especial-

ly in the times we’re facing

now,” he said.

Employers don’t want to see

too much change, said Ian Cook,

director of HR knowledge and

Harper’s vict
ory

could be win 

for employers

BY DANIELLE HARDER

WHILE MANY employers are anx-

ious about a shrinking work-

force, they’re not doing enough

to woo the one segment of

workers who could really help

them: Those over the age of 50.

That’s the conclusion from a

report by the Conference Board

of Canada, Harnessing the Pow-

er: Recruiting, Engaging and

Retaining Mature Workers, that

looked at 109 mid- to large-sized

organizations across the coun-

try.
It found few of them, just six

per cent, focus on retaining ma-

ture workers, while 11 per cent

actively try to attract or recruit

them.
“I’m not surprised at all,”

said Prem Benimadhu, vice-

president of governance and HR

management with the Confer-

ence Board. “There is always a

time lag between awareness

and execution.”

Two things generally hold

employers back — the “full-

plate” syndrome and the likeli-

hood a labour shortage will

eventually be someone else’s

problem, said Benimadhu. Few

executives have time to develop

demographic-specific hiring

strategies, which ultimately

leads them to ignore the issue

until it reaches a crisis.

Added to that is a “negative

retirement mentality” on the

part of both employers and the

mature workers themselves, he

said.
“Most of our human re-

sources policies and practices

were fashioned in the 1970s at a

time when there was a labour

surplus,” he said. “We wanted

people to take early retirement.

That is something that has cre-

ated a mindset among leaders

in organizations and among ma-

ture workers themselves.

We’ve had 10, 20 years of brain-

washing to believe that after 50

they should start leaving the or-

ganization.”

Almost one-half (47 per cent)

of employers surveyed consider

the aging of the workforce to be

an “important or critical issue”

within the next 18 months, he

said. That concern increases to

77 per cent when looking ahead

to the next three to five years.

Yet only seven per cent of em-

ployers formally consider ma-

ture workers a distinct employ-

ee group.

Employers i
ll-prepared 

to woo mature workers

Conservati
ve Party leader and Prime Minister Stephen Harper gives

his supporters the “thumbs up” signal at his election night

headquarters
in Calgary on Oct. 14. He won re-elec

tion with a

stronger minority government but must steer Canada through

economic turmoil with help from the opposition.

Ph
ot

o:
 T

od
d

Ko
ro

l (
Re

ut
er

s)

See Page 12 / FLEX
IBILITY

See Page 12 / BREAKS

Employers need action, steady

policies – 
not volatility: 

BC HRMA

Organizations should be target
ing workers

over age 
50, finds Conference Board report

BY SHANNON KLIE
WOMEN HOLD only 25 per cent of

IT jobs in Canada and just 11

per cent of engineering roles,

according to statistics from the

Ottawa-based Information and

Communication Technology

Council, Canada’s IT human re-

sources council.When Microsoft Canada

looked into why so few women

are pursuing careers in science

and technology, the Canadian

arm of the software giant found

girls in Grade 7 and 8 were turn-

ing away from math and sci-

ence courses.With an expected shortage

of 89,000 IT jobs in the next

three to five years, the tech in-

dustry needs to find a way to

convince girls to keep all their

options open, said Shann Mc-

Grail, business director at Mi-

crosoft Canada in Mississauga,

Ont.
To that end, Microsoft Cana-

da ran its first DigiGirlz day in

February. The company invited

50 Grade 7 and 8 girls from four

schools in Ontario’s Peel Region

to its headquarters to show

them how technology can be

used in a variety of ways, from

animation to fashion to helping
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BY SHANNON KLIE
STOCK MARKETS around the

world have been swinging wild-

ly up and down over the past

month as big investment banks

in the United States have de-

clared bankruptcy or accepted

buyouts to stave off financial

failure. Wild markets, record

percentage losses on the Toron-

to Stock Exchange and the

shedding of 159,000 U.S. jobs in

September have left many won-

dering if Canada is heading for

a U.S.-style collapse.“The domestic Canadian

economy will slow but we don’t

think it will collapse in the way

the U.S. economy has,” said

James Marple, an economist

with TD Bank in Toronto.
This is because, financially,

Canadian households and busi-

nesses are better off than their

American counterparts, he said.

“However, in the near term,

the export-related manufactur-

ing sector will suffer the brunt of

the U.S. downturn,” said Marple.

Job losses continue to mount

in manufacturing. From Janu-

ary to August, that battered

sector lost a net 14,000 jobs, ac-

cording to Statistics Canada,

and that’s a trend that will con-

tinue, said Marple.But the export sector should

recover as many resource pro-

jects come online next year,

said Pedro Antunes, director of

the Conference Board of Cana-

da’s national and provincial

forecasts.

What the economic crisis means for HR

Women could solveIT worker shortage
BY TODD HUMBER

SARAH WHEELAN knew it wasn’t

safe. But it was her first day on

the job, working part-time as a

teenager behind a busy deli

counter at a supermarket in

small-town Ontario.Her job was to operate slic-

ing machines that cut meat and

cheese for customers. The stan-

dard practice was to clean the

machines between use but the

cleaning method made alarm

bells go off in her head.
“They wanted me to hold my

hand to a spinning blade, where

with one false move I could slice

my hand, slice off one or more

of my fingers or possibly cut my

wrist,” she said. “This was

faster than taking the machine

apart safely and actually wash-

ing the blade the way we proba-

bly should have.”The fact Wheelan, now a

young worker ambassador with

the Mississauga, Ont.,-based In-

dustrial Accident Prevention

Association (IAPA), didn’t lose

a finger or worse was due more

to luck than anything else. Sad-

ly, her reaction was typical of

many young workers.
“I didn’t want to come across

as looking stupid, or that I

couldn’t handle the pressure or

couldn’t handle the responsibil-

ity,” she said. “So, basically, I

would hold my bare hand

against a spinning blade rather

than confront my supervisor.”
It took her two months to

work up the courage to confront

that supervisor — a butcher —

about the unsafe work.
“He looked at me like I was

stupid. He told me that this was

the nature of the job, and that

new butchers coming into his

line of work would often nick

themselves or lose a finger,” said

Wheelan, who quit a week later.

It’s the kind of story that

leaves Steve Mahoney, chair of

Ontario’s Workplace Safety and

Insurance Board (WSIB), shak-

ing his head.“If you lose a finger, that’s

part of learning how to be a

butcher? That’s a pretty ridicu-

lous attitude,” he said. And it’s

one the WSIB won’t tolerate.

Target: Zero fatalities

The competition has never
been fiercer, according to the
publishers of the 2009 edition
of Canada’s Top 100 Employers.

And Canadian HR Reporter’s
coverage has never been more

comprehensive. Find out who
the best employers are, why
they are on top, plus in-depth
case studies of some of the
winners. See special section in-

side — pages 17 to 27.
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Canada’s Top 100 Employers for 2009

Job growth will slow and 
salary increases will be closer
to inflation: Conference Board

People walk by a sign displaying TSX information in Toronto on Sept. 29. The Toronto Stock Exchange’s

main index plunged six per cent that day when the U.S. House of Representatives initially rejected a

$700 billion Wall Street bailout plan. The impact on employers from a prolonged economic downturn —

including recruitment, compensation and pension plans — could be significant.
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But girls are opting out of math,

science in Grade 7 and 8
Healthy Workplace Month spotlights young workers

BY SARAH DOBSON

TALES OF TOP employers provid-
ing generous family-friendly
benefits are common among
Canadian employers, with
perks such as top ups for mater-
nity leave, on-site fitness cen-
tres and back-up child care. De-
veloped to attract and retain
valuable employees, these pro-
grams often go above and be-
yond minimum employment
standards.

But while Canada is consid-
ered a generous, up-to-date na-
tion when it comes to workers’
rights and privileges, there are
a few areas where it doesn’t
measure up on the world stage,
at least when it comes to legis-
lation. That’s according to a pa-
per by the Institute for Health
and Social Policy at McGill Uni-
versity in Montreal that takes a
look at policies directed at
working families in the low- and
middle-income bracket.

“People always look at Cana-
da as one of the top finishers in
many areas that concern well-
being, but we noticed about four
major areas where Canada is
really lagging behind,” said
Martine Choussard, co-author
and researcher at the institute.
“(This report) clearly highlights
where policy makers should fo-
cus their attention.”

See Page 8 / REALITY

BY SHANNON KLIE

EMPLOYEES AT American Ex-
press Canada have a wide vari-
ety of options when it comes to
supporting a healthy lifestyle —
telework and flexible work op-
tions, an on-site fitness centre
and wellness centre, healthy
food choices in the cafeteria,
health education programs and
back-up child care.

But for the Markham, Ont.-
based company, which has 4,000
employees, there’s more to a
healthy workplace than tradi-
tional health services, said
David Barnes, vice-president of
communications at Amex Cana-
da.

There is a focus on employee
development, a range of re-
wards and recognition pro-
grams to award staff and senior
executives who pay attention to
employee surveys.

“That all adds up to a
healthy environment in which
to work,” said Barnes.

That healthy environment is
one of the reasons Amex Cana-
da won the order of excellence
in quality and healthy work-
place from the National Quality
Institute (NQI) in Toronto,
which works with organizations
to manage self-assessments, re-
view business processes and de-
velop improvement programs.
The award is the highest one

given out by NQI and recog-
nizes world-class excellence in
quality, customer service and a
healthy workplace.

“We’re all about how can or-
ganizations improve results
and then recognizing them for
achieving results,” said Allan
Ebedes, president of NQI.

The awards have been pre-
sented annually for 24 years,
and this year 21 organizations
were honoured.

Amex Canada, which won
the order of excellence in quali-
ty in 1998 and in healthy work-
place in 2001, is the first to win
the combined quality and
healthy workplace award.

Barnes credits employee and
leadership development for
Amex’s success. The company
focuses on continuous develop-
ment and learning, with high-
potential employees identified
for management programs.

“The whole structure
around performance manage-
ment is geared toward develop-
ing positive leaders,” he said.

Once employees are in lead-
ership positions, they’re contin-
ually evaluated on how they
manage employees.

“It’s very hard for people to
be successful here by being
very driven on achieving their
goals but doing it at the expense

of the people they work with or
whom they work for,” said
Barnes. “It’s as much about the
leadership style as it is about
the leadership outcomes.”

And that leadership spills
over into employee engagement.

“Everybody is just absolute-
ly passionate about what they
do,” said Ebedes, who visited
Amex as part of the evaluation
for the award.

With several NQI awards al-
ready in hand, the order of ex-
cellence proves Amex has con-
tinued to remain a quality
organization and continued to
improve, said Ebedes.

“Excellence is a journey, not
a destination. They’re not doing
it to win awards, they’re doing
it because they want to run a
great organization,” he said.

Toronto East General Hospi-
tal started following the NQI
framework more than five
years ago when it decided to
move beyond the mandatory ac-
creditation for hospitals, said
Wolf Klassen, vice-president of
program support at the hospi-
tal. This year it won the gold
award for organizational quali-
ty and healthy workplace.

The framework’s focus on
documenting improvements
and showing how an organiza-
tion addresses employees’ con-
cerns is one of the things
Klassen said he appreciates
about the program.

“They’re interested in the im-
provements over time, not just
that you’re doing a staff satisfac-
tion survey,” he said. “It’s one
thing to do the programs, it’s an-
other to have the metrics to be
able to show to NQI the actual

Awards recognize quality, health

BY SHANNON KLIE

WORKPLACE BULLYING can be in-
sidious and its targets often
blame themselves for the treat-
ment. One woman, who worked
for a transportation company in
Fredericton for four years, only
realized after leaving that she
had been the victim of bullying
at the hands of the organiza-
tion’s chief executive officer.

“I didn’t realize what was
happening at the time. I thought

I must be doing something
wrong,” said the woman, who
asked not to be named. “It was
a gradual process of alienation,
of demeaning me, affecting my
credibility. You end up ques-
tioning yourself on everything
you’re doing.”

And she wasn’t the only one.
She knew at least eight other
colleagues who left because of
the treatment they had received
— some even sued the company.

This is the kind of story

Rosella Melanson, executive di-
rector of the New Brunswick
Advisory Council on the Status
of Women in Fredericton, heard
over and over again when the
council held focus groups and
lunch-and-learn sessions with
victims of workplace bullying
last year.

The response to an event or
article on workplace bullying is
astounding, said Melanson.

“Whenever we mention
workplace bullying, we get a lot

more reaction than any other
topic, including abortion,” she
said.

After months of lunch and
learns, the council stopped of-
fering them because it couldn’t
keep up with demand and
Melanson said she became dis-
heartened by hearing all the
stories and not being able to of-
fer any concrete help.

“There is no law. It’s not like
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Finding the 
right people 
is easy. 

You just have to
know where to look.

Your next HR employee is from George Brown College. Whether you’re looking for a full-time 
graduate or short-term co-op student, a George Brown Human Resources candidate will be an 
immediate asset to your business. They come equipped with:

With this type of industry readiness, our students and grads are ready to do business.

• practical applied training
• co-op work experience
• employee relations skills
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416-415-5000 ext. 2667 
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This concentration is led by  

Linda Duxbury, noted pioneer in 

the field of organizational health. 

Her work on issues in managing 

a changing workforce has been 

recognized around the globe. 

Over the past decade, the corporate environment, the nature of work and the 
workforce itself have undergone monumental change. With escalating pressures 
on organizations to be innovative, efficient, and accountable, competencies in 
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   managerial levels. 
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 POLICE PERSONNEL

You know you’re practising a 

different kind of HR when your 

day-to-day involves negotiating 

with local pharmacies for deals on 

HIV prophylactic treatment, your 

hiring process includes background checks by 

retired police investigators, and your health-

and-safety strategy requires a critical incident 

response  team. 

Welcome to HR in the police services world.

Everything about HR in your typical Ontario 

police service is a little different than the civil-

ian world—right up to workplace legislation. 

The Employment Standards Act does not apply 

to cops; instead, they follow the Police Services 

Act, which dictates everything from who can 

be a police officer to training, discipline and 

politics.

And then there’s recruiting. Most police servic-

es are always hiring—and it’s one of HR’s biggest 

challenges.  Like many Canadian organizations, 

policing is facing a wave of baby boomer retire-

ments in the near future. But finding quality 

recruits is difficult. 

“Policing is not just a job. You have to want 

to serve the public, in an extreme sense,” says 

Superintendent Brent Shea, corporate services 

division, London Police Service. “We deal with a 

lot of unpleasant situations.”

A recent study on Canadian policing HR chal-

lenges showed there’s a swing away from inter-

est in police work, with only three per cent of 

candidates in the youth sector showing an abso-

lute interest. 

Recruiting
 Becoming a cop also isn’t easy. At most Ontario 

police services, candidates go through the 

Constable Selection System—a 12-step process 

involving aptitude, analytical thinking, com-

munications, behavioural and physical readiness 

testing, vision, hearing and psychological assess-

ments and intensive background checks.

Plus, to better represent the communities they 

serve, police services try to lure recruits from 

diverse communities.

In Sudbury, besides making the rounds at 

career fairs and schools to find candidates, HR 

manager Jeff Kuhn has a full-time aboriginal 

liaison officer who promotes policing careers 

within the First Nations community. “We made 

a recruiting video that specifically targets youth 

and we’ve developed a mentoring program that 

links officers with youths,” says Kuhn. “We’re 

hoping they’ll develop an interest in policing 

when they’re older.”

In Hamilton, the police service partners with 

the city’s Settlement and Integration Services 

Organization to provide a three-month program 

that mentors potential recruits from Hamilton’s 

many immigrant communities. 

“And we’ve also developed a PREP (physical 

readiness for employment in policing) program 

to encourage potential recruits who might be 

intimidated by the physical demands of polic-

ing. We bring people in, put them through their 

paces and help them go through the Constable 

Selection System,” says Pat Cruse, assistant 

HR manager with the Hamilton Police Service. 

“We also pair people with police mentors to help 

them train for both the physical testing and 

interviews.”

One industry’s downturn in a community can 

be a boon for police recruiting—and vice versa. 

With the decline of Hamilton steel-giants Stelco 

and Dofasco, the Hamilton Police Service has 

seen an uptick of older candidates—mid-30s to 

early 40s—that are highly prized by recruiters. 

By contrast, the local police in Sudbury have to 

compete with the area mines for candidates.

I N D U S T RY  I N S I D E R

POL IC E WOR K R EQU I R E S  A  SPE CI A L I Z E D K I N D OF  H R T O  SU PPORT 
T H E M E N A N D WOM E N W HO’ V E  SWOR N TO  PROT E CT  T H E PU BL IC. 
W E  TA L K  T O  H R  M A NAGE R S  F ROM  T H R E E  ON TA R IO  P OL IC E 
SERV ICE S  TO  SE E  HOW I T ’ S  D ON E .
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success in an unpredictable and changing market?
The Advanced Program in Human Resources Management 

of Management, is centered on the cutting-edge themes HR 
professionals need to know in today’s changing business 
environment. These key themes lay the foundation for Canada’s 

Business Leadership:providing a foundation in core business principles
and leadership.
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and frameworks in strategy and strategic management.

Human Capital: attracting, retaining and getting the most out of
your company’s most important asset—the employees.
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I N D U S T R Y  I N S I D E R
Accommodation
 Another big HR issue is 

accommodating injured or 

sick officers. In the civilian 

world, you break your ankle 

and hobble back to work on 

crutches, but that doesn’t 

work in policing, where a key 

part of an officer’s job is their 

use-of-force—self-defence and 

firearms—capabilities. 

“Somebody suffering from 

an injury can’t maintain their 

use of force until they recover,” 

says Shea, “which means there 

are challenges finding work 

that doesn’t require use-of-force 

skills.”

In Hamilton, Cruse says they 

often end up placing injured 

officers in career-development 

positions—non-shift roles that 

are meant for officers who 

want to try working in another 

branch of the service, includ-

ing HR. “It’s not fair to the rest 

of the membership looking for 

career development, but you do 

what you have to do,” she says. 

“Accommodation is an everyday 

issue: where do we put them, 

for how long, managing them 

with the target of getting them 

healthy as soon as possible.” 

Wellness
 Keeping officers healthy—both 

physically and mentally—is 

another big part of HR’s job.

According to the Police 

Services Act, all Ontario police 

officers must requalify their 

use-of-force capabilities annu-

ally to ensure they’re up to 

the physical demands of police 

work. And while sworn offi-

cers conduct the training, “it 

becomes an HR issue because 

we have to work around 255 

officers doing three days of 

training throughout the year,” 

says Sudbury’s Kuhn. “Then 

you have to start all over again 

the next year.”

In London, HR heads up a 

wellness committee comprised 

of sworn and civilian employees 

from across the organization 

that develop healthy-lifestyle 

programs including yoga, 

fitness, weight loss and anti-

stress strategies.

For some high-stress units, 

including child pornography, 

sexual assault investigation 

and homicide, HR cycles offi-

cers in and out of these posi-

tions within three to five years 

Lead change 

Shape culture 

Build strategy 

Cultivate partnerships 

Redesign departments 

Discover leaders  

Discover yourself

Are you ready to 
move from transactions

to transformations?

Learn more by calling toll-free: 1-888-858-7838 
or by visiting irc.queensu.ca

Next 
Generation

HR

to prevent burnout and protect 

officers’ mental health. “We 

also do exit screening—psy-

chological interviews that look 

for things like post-traumatic 

stress disorder for people leav-

ing these positions,” says Shea.

Employment Assistance 

Programs are the norm for 

Ontario police services and are 

well used by officers and their 

families. Hamilton also boasts 
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I N D U S T R Y 
I N S I D E R
a Critical Incident 

Response Team com-

prised of police and civil-

ian member volunteers who 

receive extensive training in 

counselling to work with staff 

experiencing stressful situa-

tions. “We also have a number 

of on-call chaplains of various 

faiths who provide spiritual 

counselling to our officers,” 

says Hamilton’s Cruse.

Labour relations
 While Ontario cops can’t form 

unions—as mandated by the 

PSA—all officers belong to their 

local police associations, which 

represent officers and negotiate 

collective agreements with the 

local police services board.

Police associations, similar to 

regular unions, negotiate hours 

of work, vacation, benefits, 

overtime and all other employ-

ment matters. “But unlike a 

union, police services can’t 

legally strike so anytime there 

are unresolved issues it goes 

to binding arbitration,” says 

Kuhn. “Our administration and 

board have established a good 

working relationship with the 

association. We have a good line 

of communication. We meet on a 

monthly basis with the associa-

tion and discuss things before 

they become issues.”

When London’s HR team is 

dealing with things that aren’t 

covered by its collective agree-

ment, it works with its police 

association to build consensus, 

often using committees com-

prised of equal numbers of 

management and association rep-

resentatives to work out issues. 

“For example, our job-sharing 

committee has two management 

people and two association people 

and they make recommendations 

to the chief. Same goes for pay 

equity and the health and safety 

committees,” says Shea.
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NORTHERN ONTARIO HUMAN RESOURCES AND 
BUSINESS CONFERENCE AND EXPO

May 28-29, 2009
Valhalla Inn, Thunder Bay

For registration details go to www.hrpa.ca/northernhrconf 
For exhibit space and sponsorship opportunities, 
please contact northernhrconf@hrpa.ca

Be sure to attend the welcome reception on 
the evening of May 27.
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Visit today and see why CPA’s JobConnectTM is the authoritative 
career resource for the Canadian payroll profession. 

BRINGING THE BEST PAYROLL JOBS & THE BEST CANDIDATES TOGETHER

TM
For more information, visit  
www.payroll.ca, under JobConnect.
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The term “guru” is fre-

quently used these days 

to describe almost any 

subject-matter expert of 

above-average competency, 

but Dave Ulrich is the real deal. A pro-

fessor of business administration at 

the University of Michigan, Ulrich is 

the award-winning author of 15 books 

including his seminal work, The HR 

Value Proposition, and his latest tome

The Leadership Code. He has created 

winning systems and strategies for 

organizations such as GE and Boeing, 

was named one of the 10 most innova-

tive and creative management thinkers 

by Fast Company, and has been pivotal 

in moving HR’s agenda from trans-

actional to transformational. “HR must 

give value or give notice” is his mantra. 

HRP: In the last two decades, how far 

has HR come and how far do we still 

have to go?

DU: Often, change is incremental and 

in the midst of change, we don’t real-

ize or appreciate that we are making 

progress. At times, we need to stand 

back and take a longer view to see if 

small changes have added up to large 

changes. I believe HR has evolved in 

signifi cant ways.  It has shifted from 

inside (employees are the only HR stakeholder) 

to also include outside (investors, customers and 

communities) stakeholders.  HR success is best 

measured both by activity (number of days in 

training) and by outcomes (impact of training). 

The domain of HR practices has moved from tal-

ent and compensation to also include communica-

tion, work redesign and organizational process. 

HR as a function helps build not only individual 

talent and ability, but organizational teams and 

capabilities.  HR accountability lies with HR pro-

fessionals and with line managers. HR considera-

tions are not only to help implement strategy, but 

to defi ne strategies. HR professionals not only 

 HR MANAGEMENT ICON DAVID ULRICH 
DISCUSSES HR’S VALUE PROPOSITION

I N T E RV I E W  B Y  M E R E D I T H  B I R C H A L L- S P E N C E R

IN A NUTSHELL: Personal Credo: Think big, test small, learn always.  
First Job: When I was 13, my father paid a local business leader to hire me 
because I needed to learn to work.  Childhood Ambition: Attorney, basketball 
player, good husband and father (not in that order).  Best Boss: My wife and 
three children.  Next Move: In 2009, books on talent, abundance, investing 
in leadership with outstanding colleagues.  Ideal Retirement Destination: 
Walking on a beach.  Ideal Vacation Destination: Anywhere with family.  
Stress Reliever: Basketball, novels and exercise (walking).  Favourite Book: 
Bible and teachings of prophets.  Source of Motivation: Some things are so 
important to do that they are even worth doing poorly.  Best Advice: Average 
means 50 per cent went well and 50 per cent did not.
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professionals able to meet new 

expecta tions? Of course not. We 

fi nd in most change efforts that 

20 per cent of those affected by 

change are already doing what is 

expected; 20 per cent will never 

get there; and 60 per  cent can 

move. The good news for HR is 

not the innovative 20 per cent or 

the laggard 20 per cent (which 

may always persist), but the 

need to be technically profi cient 

and personally competent, they 

also need to learn how to make 

change happen , create sus-

tainable and customer-focused 

cultures and become strategic 

architects.   

Has HR as a function and pro-

fession changed fast enough?  

Probably not, but change 

has occurred.  Are all HR 

evolving 60 per cent. At annual 

HR conferences, topics have shift-

ed. When hiring or rewarding 

senior HR professionals, criteria 

have evolved. The changes in HR 

are not because HR wants them, 

but because the business requires 

them. Traditional sources of 

competitiveness (fi nancial, prod-

uct, technology) may be copied, 

but the people and organization 

capabilities are less imitable and 

they also allow other competitive 

advantages to be sustained. Lead-

ers need insight and innovation 

in issues where HR professionals 

have a unique perspective.

HRP: In the 20 years you’ve been 

doing the HR competency study, 

what has surprised you?

DU: Insights from the past two 

decades have shown that HR 

professionals have not made as 

much progress as possible in 

learning the business. Other 

business functions continue 

to see HR professionals as not 

fully business literate. In recent 

studies, we learned that success-

ful HR professionals need to be 

credible activists, which means 

building not only personal trust 

relationships, but also taking a 

position on the business results. 

HRP: What’s the biggest chal-

lenge facing organizations today?

DU: Each organization faces 

unique business requirements, 

but perhaps the biggest challenge 

for business leaders is the ability 

to diagnose business challenges, 

then turn them into opportun-

ities. A good crisis is a terrible 

thing to waste. Good leaders face 

reality, but also shape it.

HRP: You took a well-publicized 

sabbatical to become the Quebec 

missionary president of the Mor-

mon church. How has that experi-

ence affected your work? 

DU: It is impossible to list every-

thing I learned. At a personal 

I N T E R V I E W
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Do you have fewer than

25 employees?

Get off on the right foot
each month:

we take care of payroll.

Integrated HR
and payroll solutions

Employer

EMPLOYERD TELEPHONE,
A SIMPLIFIED PAYROLL MANAGEMENT
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BUSINESSES. ONE EASY STEP�DATA
IS COLLECTED OVER THE PHONE.

For more information, visit
desjardins.com/payroll or call
514-356-5050 or 1-888-311-1616.

Profiled in the Ottawa Business Journal 
and Canadian Lawyer as Ottawa’s top 
labour and employment law firm.

LABOUR AND EMPLOYMENT 
LAW‘S BEST PRACTICE

■ wrongful dismissal
■ labour board proceedings
■ collective bargaining
■ employment standards
■ employment contracts
■ human rights
■ workplace policies
■ pay equity
■ occupational health and safety
■ workplace safety and insurance
■ privacy compliance
■ labour arbitration

Glebe Chambers
707 Bank Street
 Ottawa, Ontario

K1S 3V1

Telephone: (613) 563-7660
Facsimile: (613) 563-8001

Services dans les deux langues officielles

www.emondharnden.com
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I N T E R V I E W

transform organizations and 

HR. I learned that one of the 

largest challenges of change 

is not what to change, but how 

to make change happen (how 

do we turn what we know into 

what we do?). I learned that 

in the face of external crises, 

leaders need to be grounded 

in authentic and personal 

strengths that will strengthen 

level, my children said that I 

returned more “mellow” but I 

am not sure what this means. I 

did learn about priorities and the 

importance of relationships. 

At a more professional level, 

I learned about the importance 

of helping people fi nd mean-

ing and purpose in their lives. 

I learned about creating simple 

and consistent messages to 

others. I learned that leadership

(a host of people who share a 

commitment) is more important 

than leaders (an individual run-

ning an organization). I learned 

that the external identity of an 

organization should be the basis 

for internal culture and compe-

tencies. And I learned that we 

should be able to dialogue and 

be open to and respectful of 

individual differences, including 

race, gender, age and faith. 

HRP: Your earlier books focus 

on organizational process, but 

your most recent works focus 

on leadership. Why is it so 

important?

DU: We have identifi ed several 

capabilities an organization 

must create to be successful 

over time. We have studied 

many critical capabilities: cul-

ture change, learning, talent, 

speed of change, innovation and 

now leadership. Leadership is 

a critical capability and when 

an organization has it, employ-

ees, customers and investors 

will receive more value from 

their company. Norm Small-

wood [a longtime collaborator 

of Ulrich’s] and I started our 

study of leadership by focus-

ing on results (Results Based 

Leadership) then identifi ed the 

results that leaders should cre-

ate (Leadership Brand) and now 

have written about how to deliv-

er those results (The Leadership 

Code). The capabilities a com-

pany creates become the intan-

gibles that investors value and 

the deliverables or outcomes of 

the HR department.

HRP: Do leaders automatically 

possess leadership qualities or 

can they be learned? 

DU: Research on born versus 

bred is rather conclusive: it’s 

50/50. About half of what people 

(and leaders) do is predisposition 

based on heritage and DNA. The 

www.expresspros.ca

Respecting People. Impacting Business.SM

You take care of business.
We take care of you.

Express handles recruiting, 
retaining, hiring, and matching 
people to jobs throughout 
the local market.  We can find or 
recruit anyone from an assembly 
line worker to senior management 
Simply share your needs and we’ll 
find the best employee for you.

Our local offices offer a full range of 
employment, productivity, and HR 
support solutions and services to 
help your componay function more 
effectively and make your workday 
go smoother.

Visit our web-site to find the 
location nearest to you.
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Do you have between

25 and 200
employees?

Don’t pace back and
forth; we’ll lead you
on the right path.

Integrated HR
and payroll solutions

Employer

EMPLOYERD UNIQUE,
AN EASY INTERNET-BASED
SOLUTION. PROCESS AND ACCESS
YOUR DATA WHEN AND WHERE
IT'S MOST CONVENIENT FOR YOU.

For more information, visit
desjardins.com/payroll or call
514-356-5050 or 1-888-311-1616.

Knowledge.
It’s a worthwhile investment.
Knowledge.
It’s a worthwhile investment.
When you need to know the facts about SMART
alcohol service and strategies on how to protect

yourself, your staff and your guests visit,
www.smartserve.ca.

Because it’s the SMART 
thing to do!

1-877-620-6082
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I N T E R V I E W

other half is learnable based 

on training and experience. 

This means that both staffi ng 

(hiring the right people) and 

training (developing those who 

are hired) need to be combined 

to create stronger leadership. 

We also suggest a formula for 

developing leaders:  50 per cent 

from rigorous and thoughtful 

work assignments where people 

learn by doing; 30 per cent from 

results-based, innovative and 

applied training; and 20 per 

cent from learning from life 

experience.

HRP: In The Leadership Code, 

you identify the fi ve rules of 

leadership: shape the future, 

make things happen, engage 

today’s talent, build the next gen-

eration and invest in yourself. 

What’s the most important?

DU: We found that unless you 

take care of yourself the other 

four rules won’t happen. Tak-

ing care of yourself means 

you have the emotional reserve 

to cope with enormous busi-

ness demands. It means doing 

the physical basics well, such 

as diet, exercise and sleep; 

but, you also do the emotional 

basics such as having a sense of 

humour, being self-aware, facing 

and making hard decisions and 

constantly learning.  In tough 

economic times, employees often 

look to their leaders to model 

how they should respond. Lead-

ers create confi dence in others 

when they have the physical and 

emotional stability to have confi -

dence in themselves. 

HRP: What can an organization 

do to optimize the quality of its 

leadership?

DU: We identifi ed six steps to 

building leadership. First, build 

the business case. Make sure that 

you see that leadership is con-

nected to short- and long-term 

business results. Second, defi ne 

your leadership brand. Leadership 

brand turns customer expecta-

tions into leadership behaviours 

and sets the standards by which 

leaders are judged.  Third, assess 

leadership through the organiza-

tion and each leader inside the 

organization. Fourth, invest in 

leaders through work, training 

and life experiences. Fifth, meas-

ure leadership investments and 

progress to evaluate how leader-

ship is moving ahead. Finally, 

make sure that the reputation of 

leadership is shared with those 

outside the organization—com-

munities, customers and investors. 

HRP: What’s the best way to 

assess leaders once you have a 

shared organizational vision of 

leadership in place?

DU: Leadership assessment 

occurs at two levels. For the over-

all organization, examine backup 

and talent reserve. What per cent 

of key wealth-creating positions 

have fully qualifi ed backups in 

place? How many backups are in 

place for each key position? For 

the individual leader, examine 

the extent to which he or she 

delivers results in the right way. 

To what extent does the leader 

demonstrate the leadership brand 

required by his company?  

Integrated HR
and payroll solutions

Employer

Do you have between

201 and 500
employees?

When it comes to
HR management, we

have the right fit.

EMPLOYERD INTRO,
AN INTRODUCTION TO INTEGRATED
PAYROLL AND HUMAN RESOURCES
MANAGEMENT. THIS SOLUTION
COMBINES A ROBUST PAYROLL
ENGINE WITH CORE HR
FUNCTIONALITIES.

For more information, visit
desjardins.com/payroll or call
514-356-5050 or 1-888-311-1616.

 ‘‘A good crisis is a 

terrible thing to waste. 

Good leaders face reality, 

but also shape it.’’
 ‘‘A good crisis is a 

terrible thing to waste. 

Good leaders face reality, 

but also shape it.’’
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www.fmc-law.com/employment_labour

Blair McCreadie loves 80’s hard rock. Back in the day, he was the guy in the 
front row wailing on his air guitar along with the hottest big hair band. Today 
you’ll  nd him at the front lines of union organizing drives, advising employers 
on best practices and conduct. Just one of the many services offered by Fraser 
Milner Casgrain’s National Employment & Labour Group – a multi-faceted team 
providing responsive, effective advice to HR professionals across the country. 

MONTR ÉAL • OTTAWA • TORONTO • EDMONTON • CALGARY • VANCOU VER • NEW YOR K

REAL PEOPLE.
RESPONSIVE ADVICE.
AIR GUITAR.



w w w. H RT h o u g h t L e a d e r. c o m   A p r i l / M a y  2 0 0 9   5 1

decisions at critical moments 

led CN to become a profi table 

railroad.

It’s worth remembering 

that CN used to be a Crown 

corporation, so by the time it 

was sold to investors, culture 

and attitudes were so well-

entrenched that survival as 

a private corporation was, at 

best, shaky. 

So, how did CN succeed 

in turning around company 

culture? A model was 

created: identify patterns 

of behaviour already 

occurring; decide whether 

it should be encouraged 

or discouraged; create 

an according system 

for employees to follow 

and reinforce until the 

behaviour is eliminated or, 

in the case of a positive, 

becomes commonplace.

Once this approach 

was put in place, further 

challenges—identifying 

behaviours in a precise 

manner, then encouraging 

or discouraging them—was 

much easier because senior 

executives could use it as a 

concrete management tool 

rather than wave around 

vague terms like “culture is 

common values” or “culture 

is shared beliefs.” 

Through specifi c examples 

coupled with applicable tools 

for any company in any 

 industry, Switchpoints is an 

inspiring example of HR’s 

best practices at work. 

Switchpoints: Culture 
Change on the Fast Track to 
Business Success
By Judy Johnson, Les Dakens, 
Peter Edwards and Ned Morse
John Wiley & Sons Inc., 2008

In case you’re not 

familiar with rail-

way terminology, 

a “switchpoint” 

refers to a specifi c 

location where a 

train can switch 

tracks to ensure 

the train takes 

the best route 

forward. Take 

this term and 

apply it 

metaphor ically 

—executive 

decisions 

impact corpor-

ate culture 

and defi ne 

the organization’s future 

route—and you’ve reached the 

bedrock of this book.

On its face,  Switchpoints

is about how company-wide 

culture change revived a dying 

corporation—transportation 

giant Canadian National 

Railway. Led by a foursome 

of authors, including Peter 

Edwards, vice-president of HR 

at CN and Les Dakens, retired 

senior vice-president of people 

for CN and current instructor 

at The Director’s College at the 

DeGroote School of Business, 

McMaster University, we’re told 

a fi rst-hand account of how key 

WHAT’S WORTH READING

O F F  T H E 
S H E L F  B Y  J AY  S O M E R S E T

Do you have between

501 and 10,000
employees?

We simplify your
HR management
from head to toe.

Integrated HR
and payroll solutions

Employer

EMPLOYERD SELECT,
A MODULAR SOLUTION
FOR PAYROLL AND HUMAN
RESOURCES MANAGEMENT.

EMPLOYERD EXCLUSIVE,
A FULLY CUSTOMIZABLE
SOLUTION THAT LETS YOU EMBED
YOUR BUSINESS PROCESS.

For more information, visit
desjardins.com/payroll or call
514-356-5050 or 1-888-311-1616.
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O F F  T H E  S H E L F

Author Steve Kerr, former 

chief learning offi cer at GE 

and Goldman Sachs, has been 

writing about, and putting into 

practice, rewards systems for 

decades, so it’s not surprising 

this pocket-size, step-by-step 

manual is both economic in 

scope but rich in applicability. 

A strong believer in the 

overall, bottom-line benefi ts of 

rewards systems, Kerr doesn’t 

accept the stance that some 

actions aren’t measureable and, 

therefore, can’t be rewarded. 

Instead, he posits that any 

actions can be operationally 

defi ned and described in 

“actionable terms,” which 

means it can be measured. And 

measurement leads to rewards. 

Kerr’s three-part approach 

to building a rewards 

system begins with defi ning 

performance in actionable 

Reward Systems: 
Does yours measure up?
By Steve Kerr
Harvard Business Press, 2008

terms; converting company 

values, mission statements and 

strategies into actual, realizable 

goals; and then converting 

these goals into actions. The 

next step, logically, is to take  

these actionable terms and 

apply them against metrics 

that allow you to track and 

measure. 

The fi nal step is, once you’ve 

defi ned performance and 

devised a way to measure 

it, to create a fi nancial and 

nonfi nancial reward system 

that fi ts in with your company’s 

goals and employees’ needs. 

With sparse language, this 

book is a great primer on 

rewards plans, but he doesn’t 

provide the application. To get 

the most from this book, take 

each example given by Kerr 

and think about how it applies 

to your company.

We Practise At the 
CUTTING EDGE

We Practise At the 
CUTTING EDGE

You are a human resources professional.
You have an important matter which requires

representation you will be confident with. 

Kuretzky Vassos Henderson LLP is widely recognized as
one of Canada’s leading employment and labour law
boutiques. We practise at the cutting edge assisting a

wide spectrum of clients ranging from major corporate
employers through to individual plaintiffs. Our practice

includes employment contracts, wrongful dismissal,
collective bargaining, labour board applications,

arbitrations, adjudications, employment standards,
health & safety, human rights and ADR.

To discuss what we can do for you or your client, call 
Kuretzky Vassos Henderson LLP at (416) 865-0504.

KURETZKY VASSOS
HENDERSON LLP
Suite 1404, Yonge Richmond Centre

151 Yonge Street, Toronto, Ontario M5C 2W7
Telephone (416) 865-0504  Facsimile (416) 865-9567

www.kuretzkyvassos.com
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 Promote employee health and wellness initiatives, and provide  
the tools to maintain physical and psychological health. 

 Provide a structured set of education programs to help employees  
plan effectively for their retirement.

WE REALLY LISTEN
TO CANADIANS
That’s why we create tailor-made solutions for groups and 
businesses, helping employees decrease their stress and 
worries. Our solutions: 

* Source: 2008 Desjardins Financial Security Rethink Retirement National Survey.

 OF CANADIANS, I’M WORRIED 
THAT A HEALTH CONDITION 
MIGHT PUT A CHILL 
ON MY RETIREMENT*

LIKE54%

For more information about our tailor-made solutions 
for Group Insurance or Group Retirement Savings, 
call Desjardins Financial Security. 

Group Insurance 

1-800-263-9641 
Group Retirement 

1-866-565-3145
desjardinsfinancialsecurity.com/solutions
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Academic equity hits the 905.

Evening Academic Courses now available in Mississauga, starting January 2009. 

Of course, we still have our downtown location. 

Mississauga
Centre for Health & Safety Innovation

5110 Creekbank Road

Mississauga, Ontario  L4W 0A1

Downtown Toronto
2 Bloor Street West

Suite 1902

Toronto, Ontario  M6S 5B4

For more information, visit www.hrpa.ca/eap, or contact 

Kelly Morris at (416) 923-2324 ×342 or kmorris@hrpa.ca

HireAuthority
Be the best. Get the best.

... searching

Now it’s for everyone in the HR community

Hire Authority, the job board launched by HRPA and dedicated 
to the HR profession, served up more than one million job 
searches last year by HRPA members. Now, in partnership 
with Canadian HR Reporter, it’s available to every 
HR professional.

Hire Authority, and Canadian HR Reporter.  Canada’s #1 HR Job Board joins Canada’s #1 HR publication.
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HR salary calculator, CHRP designation calculator, resumé and 
interviewing tips and more.

More power for employers

Job listings include e-mail broadcasts to all HRPA members.

www.HireAuthorityCanada.com
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Having met all the requirements as set out by the HRPA Board of Directors, and  
under the authority of the Human Resources Professional Association of Ontario Act, 1990,  

the following* individuals have been granted the  
Certified Human Resources Professional (CHRP) designation by HRPA in 2008. 

THE HRPA BOARD OF DIRECTORS

CONGRATULATES ALL 2008 RECIPIENTS FOR THIS ACHIEVEMENT

*Only recipients who provided permission to HRPA are listed.
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The fact is we all see our bosses 

through filters. We see shadows of 

previous bosses and even our par-

ents. Those we manage do the same 

to us. The mind is wired to see what 

it expects to see, and hear what it wants to hear. 

A critical element of 

leadership is getting your 

 people to see you as a person 

of your word. If your word 

is impeccable, then you can 

propose new directions, 

focus your people’s thinking 

and behaviour and provide 

guidance—and people will 

readily follow. If your word 

is suspect, then you simply 

cannot do those things as 

easily. Credibility is the coin 

of the realm when it comes to 

leadership.

Yet we squander it with 

broken promises all the time. 

We don’t start meetings on 

time and say things like 

“employees are our most 

valued asset” but do nothing 

to back it up.  

And it is harder still to 

be seen as living by our 

words. All that bias described earlier—how our 

employees fail to see us as effective leaders—

needs to be managed. If an employee believes a 

promise was made and not fulfi lled, it does not 

matter that we included weasel words like “I’ll 

try” or “maybe.” That employee did not hear or 

process our uncertainty, and the consequences 

are exactly the same as if we had actually 

made a promise and then broken it: we lose the 

LIP SERVICE: LIVING BY YOUR WORDS
employee or a signifi cant part of the employee’s 

heart and our reputation and credibility suffer.

If you are uncertain about your ability to 

deliver on a promise—a promotion or something 

that might require someone else’s sign-off—you 

have to make the limits of your power extremely 

clear. Because the person on 

the receiving end wants to 

hear that you can deliver. 

As leaders, we need to 

be attentive to the weight 

of our words. Our casual 

utterance takes on great 

importance to a new 

employee or someone a few 

ranks below you. I still 

remember the time my 

boss scheduled lunch with 

me, cancelled and never 

rescheduled. It did not mean 

much to him but it meant 

a lot to me, as the junior 

partner in that exchange.

We also need to make our 

expectations clear. Many 

so-called broken promises 

emerge from sloppy 

communications: when you 

ask for something today, 

does today mean before       

5 p.m., midnight or fi rst thing in the morning? 

When assigning a task, specify exactly what 

needs doing, how well it needs to be 

done and by when—and then wait for 

an answer. Allow the recipient of the 

request to say “yes” or “no,” because 

their commitment to get it done 

means nothing if they did not have 

permission to refuse or renegotiate 

the request. 

You would be amazed how much 

accountability and trust in the 

workplace can increase when people in a team 

start improving their routines for making and 

asking for commitments.

Tony Simons is a speaker, president of Integrity Dividend LLC , an associate professor at 
Cornell University’s School of Hotel Administration and author of The Integrity Dividend: 
Leading by the Power of Your Word (Jossey-Bass, 2008). 
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‘‘Credibility is the coin 

of the realm when it comes 

to leadership.’’



There’s a common fallacy that crops up 

among employers whenever the economy 

takes a downturn. They see an increased 

number of people hunting for work and they 

assume that it’s a buyer’s market, that hiring 

will be easy.

But the fact of the matter is that finding 

good people is never easy. When the economy’s 

uncertain and people are knocking on your 

door, the fundamental question still applies.

Are they the right people?

Are they right for the job? Are they right 
for your corporate culture?

Or are the people you’re looking for 
right where they’ve always been, keeping 
their heads down, working hard and making 
a difference?

That’s why Lannick has dedicated 
researchers and recruiters, specialists whose 
only job is to find the best financial and 
accounting talent in the market. It’s their job 
to know who the great candidates are, where 
they are, and what they’re looking for.

Maybe that’s why our placement success 
rate has been roughly twice the industry average. 
In good times and bad.

And there’s one point that simply can’t 
be argued. Given the difficult state of busi-
ness these days, you’ve never needed the right 
people more.

If you think you may like some help in 
finding them,  please feel free to give us a call 
at (416) 340-1500.

Lannick Group of Companies specializes in 
placing accounting and finance professionals, and 
includes Lannick Associates–executive search for 
the mid to senior-level; Lannick Contract–for 
mid to senior-level project and interim positions; 
and Pro Count Financial 
Staffing–for permanent 
and temporary roles at 
the junior to intermediate 
level.

T O R O N T O  • M I S S I S S A U G A  •  N O R T H  Y O R K  • O T T A W A www.lannick.com

“Great people are 
hard to find. In any 
environment.”









The Essential Skills for the Changing Workplace Project 
offers employers FREE seminars and consulting services 
to help them enhance their HR practices, develop their 
employees and ultimately improve the efficiency and 
productivity of their organizations.  

Find out more at 

www.essentialskillsthatwork.com 

IMPROVE YOUR COMPANY’S PERFORMANCE 

Holding back on the essentials 
can cost you the race. 



This Project  is  coordinated by:

This Project  is  funded by:

CALL: 905.949.0049 ext. 2051 VISIT: www.essentialskillsthatwork.com

ALL SERVICES ARE FREE 

What are the 9 essential skills?

Reading 

Writing 

Thinking 

 

Document Use 

Oral Communication

Computer Use

Numeracy 

Working with Others

Continuous Learning 

Increased productivity 

Improved safety

Better prepared staff 

Lower absenteeism  

 

Increased efficiency 

Motivated staff 

Streamlined operations 

Enhanced HR practices 

 

How will your business benefit?



BRILLIANT STRATEGIES to advance your organization along the Inclusion Continuum

BOLDER SOLUTIONS to help you recruit, retain and advance the Aboriginal workforce

BETTER NETWORKS to connect with colleagues and discover new resources

This signature event will gather Canada’s top companies, 

educators, diversity professionals and Aboriginal 

employment organizations.

This premiere one-stop-shop for  

Aboriginal HR solutions features:

 Trade show

 Professional development workshops

 Exclusive networking events

Inclusion Works is the Aboriginal employment event of the 

year. Don’t miss your chance to register. Opportunities to 

become a sponsorship partner are still available.

Find out more at aboriginalhr.ca
Canada’s leading innovators in Aboriginal recruitment, retention and advancement



Creating Workplaces-of-Choice for Aboriginal Talent

TRAINING WORKSHOPS with tools to recruit, retain and advance an 
Aboriginal workforce

FIVE SELF-STUDY MODULES researched from Canada’s most progressive 
diversity employers

PROVEN EXPERTISE with case studies, tip sheets and tactics to transform 
your organization

Mastering Aboriginal Inclusion is the council’s collected intelligence, 
brought to life in a series of self-study modules and an accompanying two-
day professional development workshop. Progressive employers are looking 

Learn from the masters with engaging, 
practical training tools that will help 
your organization:

Solve skill shortage

Tap into new labour markets

Create a workplace that embraces  

Plan to replace the aging and  
  retiring baby boomers

Improve cross-cultural            
  communication and overcome  
  employment barriers

Workshops are now running in major cities across Canada. Ask us about custom delivery in 
your workplace. Register for workshops and purchase self-study modules at aboriginalhr.ca

Find out more at aboriginalhr.ca
Canada’s leading innovators in Aboriginal recruitment, retention and advancement

Building strong Aboriginal and employer partnerships

Workforce Connex is a regional forum linking employers to new partners 

and realistic solutions for Aboriginal employment training, recruitment and 

retention. Since 2006 more than 1400 HR practitioners and business owners  

have joined 10 Workforce Connex forums, leading to 545 hiring commitments.

Discover business strategies for engaging Aboriginal communities. Join this 

learning dialogue and tap into a booming Aboriginal workforce ready and  

able to bridge the employment gap.

Register online at aboriginalhr.ca before seats are gone.

WILL YOUR NEXT HIRE TAKE YOU HIGHER? WORKFORCE CONNEX ONTARIO

MAY 13 – 14, 2009


