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or support a student with a field education opportunity, our team is ready to help meet your staffing needs.
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JORDAN DEERING

Jordan Deering is practice group leader for the litigation group in Dentons Canada’s
Calgary office. In addition, she is a national leader of the Dentons Canada Fraud,
Corruption and Asset Recovery group. She has practiced for over 10 years, after
clerking at the Alberta Court of Appeal and Court of Queen’s Bench.

Deering has appeared before all levels of courts in Alberta, representing clients
on a variety of commercial disputes. She has developed expertise concerning fraud
and asset recovery, and assists clients in tracing assets, securing evidence and re-
covering property where fraudulent activities occur. Her expertise assists clients in
implementing strategies for the prevention of fraud and defalcation; read her arti-
cle on that subject, starting on page 26.

CARMEN KLEIN

Carmen Klein is director of leadership and learning at Maple Leaf Foods, with
responsibility for the organization’s leadership programs and talent processes.
With a unique background in engineering, Six Sigma/Lean and human resources,
Klein loves exploring new ways to effectively support all leaders in their growth
and development. She holds Master’s degrees in both engineering and business ad-
ministration and certificates in adult education and coaching. Read the article she
co-authored about Maple Leaf Foods innovative peer-to-peer mentoring program,
starting on page 30.

GLAIN ROBERTS-MCCABE

Glain Roberts-McCabe is the founder and president of The Executive Roundtable
and is passionate about the art of leadership and supporting ambitious mid-career
leaders. With more than 20 years of direct leadership and management experience,
Roberts-McCabe has launched innovative coaching and development programs
at both the provincial and national levels. She has completed extensive programs
in adult education, training and coaching. Read the article she co-authored about
Maple Leaf Foods' innovative peer-to-peer mentoring program, starting on page 30.

ZUT-YING (SUE) DEL VALLE, CHRP

Zut-Ying (Sue) Del Valle, CHRP is a human development project coordinator
at Golder Associates, where she supports human resources and talent acquisition
leaders across the globe. She spends most of her time actively involved in the de-
velopment and implementation of global programs that enhance organizational
progress, including global recruiting systems and processes, internal career devel-
opment, talent mobility and the global employer referral program. Del Valle has
been a speaker on “Going Global” at the iCIMS HR Hero event series for her role
in the expansion of the applicant tracking system iCIMS, which helped Golder
Associates become the recipient of the 2012 iCIMS Excellence Awards for Best
Company Expansion. She holds a Bachelor’s in administrative studies from York
University and obtained CHRP certification. Read her article on the importance of
social feedback to HR departments, starting on page 53.
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letter

MONEY MATTERS

f you're like me, talking finances has always had the ten-

dency to make you a little bit nervous. I've never been a

“numbers” person, but understanding money has been an

essential skill that I've longed to possess, in both person-
al and professional capacities. I will openly admit to feeling
sparks of jealousy toward those who can manipulate numbers
and dollar signs without even breaking a sweat.

As writer Melissa Campeau discovered, many HR profes-
sionals are in the same boat, and as a result, may get lost in
translation when sitting with the senior executive team. HR
needs to bridge that communications gap and improve its
own financial fluency. If this is a task that seems daunting,
don't fret; there are a number of resources where profession-
als can pick up a little Accounting 101. All you need to learn
are basic finance skills to jump into conversations with col-
leagues. Adding that facet to your skillset will allow you to
better translate how HR fits into financial statements, which
can benefit you and your department overall. After putting to-
gether this issue of HR Professional, both Melissa and I were
feeling inspired to sign up for some extracurricular courses to
brush up on our own skills. To read Melissa’s article and find
out what HR professionals should know in particular about
dollars and cents, turn to page 20.

This May/June issue of HR Professional marks my fourth
issue as editor within a few short months. I sincerely hope you
find the contents informative, engaging and interesting, and
that you will continue to do so in the future. Thank you to all
members of the editorial advisory board as well as to sources
and writers who have participated in the pages.

Be sure to visit www.hrpatoday.ca to check out the digital
edition of this issue of HR Professional, as well as archived
issues and web exclusives. As always, feel free to reach out
anytime if you have thoughts, suggestions or are interested in
contributing to the magazine. I hope that Spring 2014 treats
youwell. m

Thanks for reading,

Jill Harris
P: 866-953-2182
E: jharris@lesterpublications.com
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Spring/Fall 2014

Professional Development Training
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Do you know
.

Queen's University IRC programs are for organizations who invest in the talent required to
evolve in today's rapidly changing business environment. Our open-enrollment and
certificate-based programs optimize learning for Human Resources, Labour Relations and
Organizational Development practitioners through practical simulations, collegial discussions
and mentoring beyond the classroom.

2014 PROGRAM LINEUP
For more information

Labour Arbitration Skills, Kingston: May 25-29, 2014

Labour Relations Foundations, Victoria: June 2-6, 2014 on our programs,

Linking HR Strategy to Business Strategy, Victoria: June 4-6, 2014 contiillopel
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Change Management, Winnipeg: November 25-28, 2014

Talent engaged
Negotiation Skills, Victoria: December 1-5, 2014 —

Call toll free: 1-888-858-7838 Email: irc@queensu.ca

Web: irc.queensu.ca
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Some Advice on

Startingan HR Career

n June 7, scores of Certified Human Resources
Professional (CHRP) candidate hopefuls will be sitting
down to write the National Knowledge Exam — a crucial
first step in earning the CHRP designation.

These days, the CHRP is becoming “table stakes” to entering
the human resources profession. In fact, according to last year’s
PayScale survey (Fuel for HR Careers), among employers listing
jobs on the Hire Authority HR job board, demand for the CHRP
has jumped 94 per cent between 2007 and 2013. Seventy per cent
of HR jobs now require the designation.

Earning the CHRP will get your foot in the door, but it's what
you do once you land that first HR job that will set you apart.

A very important decision is to determine whether there’s any
particular area of human resources you want to specialize in. Once
you attain an entry-level position — whether it is in recruiting,
compensation, employee relations, payroll, etc. — it is critical to
learn that discipline in depth and seek out client interactions to
help you gain a better understanding into how the role fulfills cli-
ent needs.

Once you have gained three or four different experiences in var-
ious HR disciplines, it will help you decide if you would prefer to
become a specialist in an area that you are passionate about or if
you would prefer to become a generalist. You can have a great ca-
reer with either choice.

Whether you choose to specialize or be a generalist, how far you
go will depend on how well you know the business you're in.

In 2010, the Human Resources Professionals Association
(HRPA) and Knightsbridge Human Capital partnered on The
Role and Future of HR: The CEO’s Perspective, a whitepaper ex-
amining how Canadian chief executives perceive the role of senior
HR executives.

While all agreed that senior HR executives are valued contrib-
utors and trusted advisors on equal footing with executives from
other business areas, CEOs also expressed how important it is for
the senior HR executive to have a thorough understanding of the
business. As one CEO said, “The senior HR executive [needs to
be] a business person first and an HR leader second.”

I agree: a good HR professional’s job is to maximize the effec-
tiveness of people to deliver results, and to do that you need to be
fully integrated with the business you support — and that requires
full understanding of how the organization generates revenue as
well as its challenges, opportunities and competitors.
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By Phil Wilson, CHRP. SHRP

A GOOD HR PROFESSIONAL'S
JOB IS TO MAXIMIZE THE
EFFECTIVENESS OF PEOPLE
TO DELIVER RESULTS, AND
TO DO THAT YOU NEED TO BE
FULLY INTEGRATED WITH THE
BUSINESS YOU SUPPORT.

Learn as much as you can about the business, learn the jar-

gon, understand the acronyms, seek out mentors and build your
network — it will all be critical to your success and lead you to a ful-
filling and rewarding career.

There are no ideal or mapped out paths from a career perspec-
tive. Be open to learning all that you can about the business and
the human resources profession.

And to those of you writing your NKE in June, I wish you the

very best on your exam and in your career. |

Phil Wilson, CHRP, SHRP is chair of the Human Resources
Professionals Association (HRPA).
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UPFRONT

2014 HRPA BOARD ELECTION RESULTS

The following members of the Human Resources Professionals
Association (HRPA) were recently elected (or re-elected) to
serve on HRPAs Board of Directors for the next three years.

They include:

MICHELLE COLLIER, CHRP

Michelle is a veteran HR professional with over 20 years of HR
leadership experience in a variety of industries — including health
care, hospitality and transportation — providing human resources
expertise in start-ups, and re-establishing and leading HR depart-
ments within organizations.

ALICE KUBICEK, CHRP, SHRP

Currently managing director of akpsGlobal, Alice has extensive
HR experience in both consulting (specializing in leadership,
performance dynamics and non-profit board governance) and
academics (adjunct professor in MBA and eMBA programs
at University of Ottawa and Graduate School of Business at
University of Grenoble in France).

JENNIFER LAIDLAW, CHRP, SHRP

Currently chief human resources officer with the Ontario
Securities Commission (OSC), Jennifer has more than 15 years’
experience in a variety of strategic human resources leadership
roles, including: managing large-scale change projects; creat-
ing and executing people strategies; leading significant corporate

news

restructuring initiatives; and implementing enterprise and func-
tional talent strategies.

KAREN STONE, SHRP

Karen began her HR career with St. Joseph's Health Care London
in 1990. She is currently the hospital’s chief human resources of-
ficer and oversees a portfolio encompassing human resources,
organizational development and occupational health and safety,
providing services to over 4,200 employees.

These new board members will officially start their terms after

HRPA’s annual general meeting on May 14, 2014.

CANADIAN ORGANIZATIONS SPENDING MORE
ON STAFF TRAINING

Between 2010 and 2012, Canadian organizations increased
funding for training, learning and development, according to the
12th edition of The Conference Board of Canada’s Learning and
Development Outlook. Spending was up $17 per employee, 2 mod-
est reversal of the downward trend of the past two decades.

The Canadian organizations surveyed in the Learning and
Development Outlook spent an average of $705 per employee com-
pared $688 per employee in 2010. Despite this modest increase,
overall learning and development spending is down nearly 40 per

cent from its historic high of $1,207 in 1993. Over the past 20
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years, spending has declined in both the
public and private sectors and in organiza-
tions of all sizes.

“Although we are observing slightly
higher increases in spending in the most
recent survey, it is unlikely that expendi-
tures on learning and development will
rise to levels seen in the past without a
stronger organizational commitment to
enhancing learning environments,” said
Donna Burnett-Vachon, associate direc-
tor, Leadership and Human Resources
Research at The Conference Board of
Canada. “This is a significant issue be-
cause we know that organizations with
strong learning cultures tend to realize
better business results. Those who in-
vest more in learning and development
are the organizations that are being re-
warded with higher levels of employee
performance, customer satisfaction and
quality products and services compared to
their competition.”

The report shows, for the first time,
the alignment of leadership development
practices and overall organizational learn-
ing cultures. Organizations with strong
learning cultures provide leadership de-
velopment practices that are far more

12 1 MAY/JUNE 2014 B HR PROFESSIONAL

“THOSE WHO INVEST MORE IN LEARNING AND
DEVELOPMENT ARE THE ORGANIZATIONS THAT
ARE BEING REWARDED WITH HIGHER LEVELS
OF EMPLOYEE PERFORMANCE, CUSTOMER
SATISFACTION AND QUALITY PRODUCTS AND
SERVICES COMPARED TO THEIR COMPETITION.”

— DONNA BURNETT-VACHON, ASSOCIATE DIRECTOR, LEADERSHIP AND
HUMAN RESOURCES RESEARCH, THE CONFERENCE BOARD OF CANADA

effective than organizations having mod-
erate or weak learning cultures.

CIPD LAUNCHES EMPLOYER
GUIDE TO HELP YOUNG
WORKERS THRIVE
Acas, the CIPD and Unionlearn have
joined forces to launch new guidance
aimed at helping more employers make
the most of the young people they employ.
“Managing Future Talent — a guide for
employers” is part of the CIPD’s Learning
to Work campaign and is a collection of
best practice tips from firms about how line

managers in particular can make the work-
place less daunting for young recruits.

It aims to give employers the knowledge
they need to better support their young
workforce. The report urges employers to
be clear about the expectations they have,
but also remember that young people need
time to settle into the culture of work, and
that some take longer to do this than others.

“Creating roles is only one-half of the
equation,” said Katerina Rudiger, head of
skills and policy campaigns at the CIPD.
“It is also crucial that when a young work-
er enters the workplace, the experience they
get sets them up for a long and successful
career.”
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The guide re-emphasises the old-
fashioned process of giving people time to
“learn the ropes” by giving good inductions,
making sure new starters are comfortable
with the basics of a role and providing them
with opportunities to discuss everyday is-
sues. It also argues that development and
support are crucial.

“Our own research published last year
showed that when inexperienced workers
were welcomed and supported by employ-
ers, it had a really positive impact for both
the individual and the business,” said Gill
Dix, head of strategy at Acas.

“We've had instances where a young
person has been particularly strong ac-
ademically but lacked confidence about
workplace etiquette, such as shaking hands
and looking colleagues in the eye,” said
Nadine Crowe, head of corporate citizen-
ship at Accenture. “Then, there are others
who have fantastic interpersonal skills, but
who need more help in another area such
as written English or language skills. My
advice is not to treat all young people the
same and generalize about what their needs
might be. You won't effectively develop tal-
ent this way.’

Access the report at htep://bitly/1fYw5Ni.

ONTARIO SIGNS AGREEMENT
ON THE CANADA JOB GRANT

The Honourable Jason Kenney, Minister
of Employment and Social Development,
announced in early March that Ontario
was the first province to sign an agreement
in principle on the Canada Job Grant.

Announced in Economic Action Plan
2013, the Canada Job Grant is an in-
novative way of delivering training that
will lead to a guaranteed job. It involves
employers in training decisions so that
Canadians will be equipped with the skills
and training they need to fill available jobs.
It is designed to be flexible enough to meet
the needs of businesses of all sizes, in all
industries and regions.

The Canada Job Grant is part of the
Government of Canada’s commitment to
address the paradox of too many Canadians
without jobs in an economy of too many
jobs without Canadians. According to The
Conference Board of Canada, Ontario is
losing out on as much as $24.3 billion in

economic activity and $3.7 billion in pro-
vincial tax revenues annually because
employers cannot find people with the
skills they need.

“Our government’s top priorities are
creating jobs, economic growth and long-
term prosperity. The Canada Job Grant
will ensure that employers put more ‘skin
in the game’ and that skills training leads
to a guaranteed job,” said Minister Kenney.

Jason Kenney, Canada’s Minister of Employment and Social Development

Nnews

W« PROSPERITY

“This is good news for Ontarians who will
have better access to training that leads
to real, guaranteed jobs and who will get
better bang for their buck on funding for
skills training, It is also good news for the
Ontario economy because the Canada Job
Grant will increase employer investment
in skills training and help employers train
Canadians for jobs that need to be filled

so their businesses can grow and succeed.”

Hire a Canadian Registered Safety Professional

(CRSP)® to protect your most important resources

Professional (CRSP)°®.

in your workplace.

Visit www.bcrsp.ca to learn more or
to advertise to hire a CRSP.

Increasing health and safety hazards in the workplace, mounting
employer obligations and the financial impact associated with
occupational incidents means that your organization cannot
afford anything less than o Canadian Registered Safety

A CRSPoffers in-depth knowledge of OHS principles and
practices and applies this knowledge to develop systems in order
to achieve optimum control over hazards

Board of
: Canadian
Registered

' Safety

, Professionals
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DIVERSITY GROUPS JOIN FORCES
The Canadian Institute of Diversity
and Inclusion (CIDI) and the Canadian
Centre for Diversity (CCD) are pleased
to announce that they have entered into
joint operating relationships that will see
the CCD continue operations. The CCD
announced in September 2013 that they

CORRECTION

were ceasing operations due to funding
constraints.

“The CCD’s student educational pro-
grams couple nicely with CIDI’s focus
on diversity and inclusion in the work-
place,” said Michael Bach, founder of
CIDI and newly appointed CEO of the
CCD.“When I learned that the CCD was
ceasing operations, I knew we needed to
explore how to continue their great work.
I'm thrilled that we've been able to bring
this to fruition.”

Established in 1947, the CCD has been
widely recognized as a premier authority on
diversity education. Their vision to create
a Canadian society without prejudice and
discrimination, one that values diversity, dif-
ference and inclusion is also shared by CIDI.

CIDI has begun a consultation process
with former CCD volunteers, students,
donors and others that have been engaged
with the CCD to help shape the future
mandate and priorities of the organization
moving forward. m

If you have news to be featured in Upfront, email Jill Harris, editor of HR Professional,
at jharris@lesterpublications.com. Note: Not all submissions will be published, and
submissions may be edited for grammar and style consistency.

In the March/April 2014 issue of HR Professional, the pull quote appearing on page 17 was mistakenly credited to Alim Dhanji;
please note that the pull quote credit should read Joseph (Val) D’Sa, a senior HR professional at York Region District School Board.

WHEW!

Try us and see why 9 out of 10 of our clients and candidates would recommend
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Pension Income not =~

Equated to Severance Pay

EMPLOYEE PENSION INCOME DOES NOT REDUCE EMPLOYERS’
OBLIGATION TO PROVIDE SEVERANCE FOR TERMINATED EMPLOYEES

By R. Mark Fletcher and Jeff C. Hopkins

hen the Supreme Court of Canada speaks, the en-
tire country listens. Although employment law cases
rarely reach Canada’s highest court, every few years or
so, an employment law case will reach the Supreme
Court and the case will have national implications for decades to
come. This was true in the 1990s, with landmark employment law
cases such as Machtinger v. HOJ Industries Ltd. (1992) and Wallace
v. United Grain Growers Ltd (1997) and in the 2000s with cases
such as the 2008 decision of Honda Canada Inc. v. Keays and, most

recently, in IBM Canada Limited v. Waterman (“Waterman”) which
was released by the court on December 14, 2013.

In particular, this article will address what happened in
Waterman and describe how a majority of the Supreme Court de-
termined that pension benefits received by employees following
the termination of employment do not constitute alternate em-
ployment income that can be deducted from an employers'liability
to pay wrongful dismissal damages. There are some practical im-
plications that Waterman will have on employers both now and
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EMPLOYERS CANNOT RELY ON AN EMPLOYEE'S ENTITLEMENT TO RECEIVE PENSION
BENEFITS FOLLOWING TERMINATION AS A BASIS TO REDUCE ITS COMMON LAW
LEGAL OBLIGATION TO PROVIDE SEVERANCE PAY IN LIEU OF REASONABLE NOTICE.

into the future, given that Canada’s workforce is aging and there-
fore more and more terminated employees will start collecting
pension benefits following the termination of their employment.

THE FACTS IN WATERMAN
Mr. Waterman was a long-term IBM employee. He worked at IBM

for more than 42 years and IBM terminated him without cause with
only two months’ notice of termination. At the time IBM terminat-
ed his employment, Mr. Waterman was 65 years old. Mr. Waterman
retained legal counsel and commenced a wrongful dismissal lawsuit
against IBM, seeking damages for lost salary and benefits. It must
also be understood that after his wrongful dismissal by IBM, M.
Waterman also started to receive his pension benefits from his IBM
pension plan.

The fact that Mr. Waterman collected pension benefits from
IBM following the termination of his employment became the
focal point of IBM's defense. In a nutshell, IBM argued that any
pension income that Mr. Waterman received following his termi-
nation from IBM should be deducted in the same way that new
employment income is normally set off against or deducted from
wrongful dismissal damages. The trial judge determined that the
appropriate notice period for Mr. Waterman was 20 months.
Critically, the trial judge rejected IBM’s defense that the $2,124
per month received by Mr. Waterman in pension benefits should
be deducted from the 20 months’ damages. IBM appealed the tri-
al decision to the British Columbia Court of Appeal. IBM’s appeal

was dismissed.

THE SUPREME COURT OF CANADA'S
DECISION IN WATERMAN

IBM ultimately appealed to the Supreme Court of Canada, who
also rejected IBM's set off or mitigation of damages for pension
benefits received argument. Mr. Justice Cromwell, speaking for the
Supreme Court, explained the Supreme Court’s reason for reject-
ing IBM’s argument as follows:

In my view, employee pension payments, including pay-
ments from a defined benefits plan as in this case, are a
type of benefit that should generally not reduce the dam-
ages otherwise payable for wrongful dismissal. Both the
nature of the benefit and the intention of the parties
support this conclusion. Pension benefits are a form of
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deferred compensation for the employee’s service and con-

stitute a type of retirement savings. They are not intended
to be an indemnity for wage loss due to unemployment.
The parties could not have intended that the employee’s
retirement savings would be used to subsidize his or her
wrongful dismissal. There is no decision of this Court in
which a non-indemnity benefit to which the plaintiff has
contributed, such as the pension benefits in issue here, has
ever been deducted from a damages award.

So even though Mr. Waterman received the benefit of both
wrongful dismissal damages and pension benefits income, which
arguably puts him in a better place than he would have been had
he been provided with reasonable notice of his termination by
IBM, the Supreme Court decided to draw a clear distinction in
the case of pension benefits intended to provide income for an
employee’s retirement. In this case, the pension benefits were treat-
ed as deferred compensation that is earned during employment.
Pension benefits are therefore not the same as alternate employ-
ment income.

WATERMAN'S IMPLICATIONS FOR EMPLOYERS

Employers cannot rely on an employee’s entitlement to receive
pension benefits following termination as a basis to reduce its
common law legal obligation to provide severance pay in lieu of
reasonable notice. Practically, employers will have less leverage
in negotiating a reduced severance package because the employ-
ee is also entitled to start collecting pension benefits. Before
Waterman, some employers may have acted under the misappre-
hension that pension benefits could be set off against severance
and attempted to use this as leverage to negotiate for a reduced
severance package. Waterman removes any doubt that may have
existed in the law and plaintiff’s legal counsel will be well po-
sitioned to reject employer severance offers that have been
discounted due to pension benefits entitlement. Accordingly, in
view of Canada’s aging workforce, severance costs will likely be
higher for employers and it is clear that there will be no reduc-
tion in these costs where the terminated employee is in receipt of
employer pension benefits. m

Mark Fletcher and Jeff Hopkins are partners with the boutique
employment law firm Grosman, Grosman & Gale LLP, Toronto, Ont.
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FINANCIAL
SKILLS EVERY HR
PROFESSIONAL
NEEDS TO KNOW

By Melissa Campeau

ormer Chrysler CEO Lee Tacocca once said, “You can have
brilliant ideas but if you can't get them across, your ideas
won't get you anywhere.”

As HR pros increasingly sit shoulder to shoulder with
other senior executives on leadership teams, many face a commu-
nication barrier. For better or worse, finance is still the primary
language of business. HR pros, though, speak the language of hu-
man capital, with a value that’s often tough to quantify. To bridge
the communication gap, it's critical for HR pros to understand
the intricacies of the financial conversation and be able to position
HR initiatives in a way that makes sense to those with dollars and
cents backgrounds.

“I think it’s fair to say a lot of people in HR are uncomfortable
with the financial side of business,” said Tony Dimnik, a professor
at Queen’s School of Business Executive Education and president
of Vednost Inc., a company that teaches finance and accounting
fundamentals.

It’s a missing puzzle piece that can hamper an HR professional’s
ability to be influential and contribute fully to the decision-making
process.

BEWARE THE (KNOWLEDGE) GAP

“The trouble with not speaking the finance language is that num-
bers can lie, or at least appear to,” said Michelle Causton, professor
with the accounting department of Canadore College in North
Bay, Ont. Understanding a little about how numbers find their
way into reports can let a human resource professional contribute
more fully to strategic discussions.

“[For starters,] you have to feel confident enough in your under-
standing of something to challenge it when it doesn't make sense,”
said Causton. “That’s why it's important for people to build their
financial muscles a bit.”
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What's more, a lack of conversational financial knowledge can
mean missing the chance to claim funding for HR initiatives.

“Because people don't have comfort with the numbers, they ab-
dicate the opportunity to speak up,” said Dimnik. “If there are 10
places for a company to put its money, for example, and the HR
people are abdicating from the process, they can't promote and
support their projects and claim one of those places.”

HR initiatives can seem vague and fuzzy to numbers-minded
members of the organization.

“Instinctually we understand that happy employees and well-
trained employees are good for business, but at some point you
have to make the effort to quantify things to help clarify the case
for the rest of the executive team,” said Causton. “If you devise
some metrics to support your argument, then everyone at the ta-
ble can see there’s something behind it.”

NO ACCOUNTING DEGREE NECESSARY

Getting a handle on basic finances doesn't mean HR pros need
to engage in seven-year accounting programs. Instead, a little tar-
geted financial knowledge, the kind that can be picked up in an
intensive weekend or by studying for an hour or two each week,
can make all the difference. (See sidebar for options.)

Think of it in terms of your own engagement.

Financial Fitness Training

The Human Resources Professionals Association (HRPA) has
several upcoming professional development courses to help you
brush up on your finance and accounting skills:

Finance and Accounting Essentials for HR Professionals
This upcoming course teaches the basic accounting terminology
and an understanding of the financial statements used to provide
information about the organization’s financial position and
performance: income statements, cash financial statements, P&L
statement, balance sheet, cash flow and productivity metrics.
When: June 26 & 27, 2014 + October 20 & 21, 2014

Accounting and Financial Management Course Evening/
Online Academic Program

HRPA's Evening Academic Program Accounting and Financial
Management Course — one of nine academic course
requirements for the Certified Human Resources Professional
(CHRP) designation — provides a general understanding of

the nature of financial and managerial accounting, and their
relationship to business decisions generally and the work of HR
professionals in particular. Courses offered in the fall (September
to December), winter (January to April) and spring (May to
August). Learn more: bit.ly/1dgSBke
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“If you don't understand finances well, financial discussions and
financial language just float by,” said Dimnik. “Imagine how much
better it would be to work in an organization where financial in-
formation makes sense to you.”

For many, a dislike of numbers can make the task seem daunt-
ing, but the math component of finance is actually fairly basic.

“Quite frankly, if you can add, multiply, subtract and divide, you
can understand strategic accounting and finance,” said Dimnik.

“You don't need to become an expert,” added Causton.“You just
have to become conversational in the topic.”

If you can sling the lingo with colleagues — while understanding
everything you're saying, of course — there’s potential to become
much more effective and influential.

“You can then pick up the phone and talk to a person in finance
and talk to a person in operations about nearly anything and you
can build a level of trust and respect between you,” said Nick
Shepherd, founder of Eduvision, a company offering management
consulting and professional development. “At the end of the day,
business is all about building relationships.”

FINANCE 101

“Many HR pros have some knowledge of finances,” said Causton,
“but in today’s business, it’s not enough.”

Payroll Essentials for 9
HR Professionals
March 6, 2014 +

October 2, 2014. Learn
more: bit.ly/1fD6Dwx

P 4

Year-end and New
Year Requirements
for Payroll
November 25,

2014. Learn more:
bit.ly/1fD61As

3

e

The Accredited Executive Compensation Program
May 7, 8 & 9, 2014. Learn more: bit.ly/aecp2014

Mentoring with a financial or accounting expert within your

own organization is another ideal way to accumulate hands-on
experience immediately applicable to your organization and relevant
to your role. You might meet for an hour or two each week to study

a particular topic, and then move on to another once you reach a
comfort level. You might even want to establish two-way learning,
offering some HR basics to your financial mentor in return.



For starters, understanding the components of an accounting

cycle, meaning the steps involved in collecting and recording an or-
ganization’s financial transactions, is an important basic.

“You have to find out how what you do fits into the financial
statements,” said Dimnik.“For that, you need an understanding of
the complete financial cycle

Core financial statements should all make sense, as well. Being
able to read income statements and understand what goes into
revenue and expenditures is an important building block, says
Shepherd, as is the ability to read balance sheets and understand
assets and liabilities.

Everyone should understand how to calculate an after tax net
present value — or discounted cash flow — too. In English, this is
the long-term strategic worth of an investment, based on project-
ed future cash flow.

“For most medium and large business, discounted cash flow is
the major decision-making tool,” said Dimnik.

Cost allocation should be another fundamental area of study.

“People should understand how cost allocations are calculated be-
cause that will impact nearly any decision at the table,” said Causton.
For example, numbers on a page might initially point to cutting a
particular cost centre to improve profits.“If you understand how the
numbers found their way onto that report, you have a better sense of
whether it’s really a good idea to go ahead with the cut”

These and other basic building blocks can help an HR pro
measure impact in accounting terms and develop more influen-
tial business cases, even when the subject matter appears difficult
to quantify. For example, it might seem neatly impossible, at first,
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“IMAGINE HOW MUCH
BETTER IT WOULD
BE TO WORKIN AN
ORGANIZATION WHERE
FINANCIAL INFORMATION
MAKES SENSE TO YOU.”

— TONY DIMNIK, PROFESSOR, QUEEN'S SCHOOL
OF BUSINESS EXECUTIVE EDUCATION,
AND PRESIDENT, VEDNOST INC.

to quantify how a new training program will positively impact
business. But if you take a look at the documented excess costs
of poorly managed projects in the past, and how the new pro-
gram will help avoid those, a stronger business case will start to

take shape.
GIVE INVESTORS MORE CONFIDENCE

An HR pro with a good handle on finances can impact investor
relations, too.

“A savvy investor is looking towards not only earnings capabil-
ity in the short term but protection of capital in the long term,”
said Shepherd. A lot of that protection of capital is about the ot-
ganization’s ability to attract, retain and develop its talent pool to
maintain or grow those earnings.

A business with effective, strategic HR initiatives in place is only
compelling to investors if those plans can be articulated in the lan-
guage of finance.

“[To give investors confidence,] an organization'’s HR people
have to be able to communicate how what they do and the systems
they have contribute to value,” said Dimnik.

CONTINUING EDUCATION FOR ADVANCEMENT

Learning a new skill set never hurt anyone’s career trajectory.

“In terms of personal promotability, being a person who knows
accounting and finance means you're a person who can learn oth-
er things and take your knowledge into other areas,” said Dimnik.“I
can't see how anybody could get promoted to the top position in the
organization if they didn't have a basic understanding of finances.”
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— NICK SHEPHERD, FOUNDER, EDUVISION

In sports, cross training is commonplace because it's effective.
NFL players take ballet classes and runners frequent yoga studios
to round out training programs and elevate performances. Flexing
our intellectual muscles beyond departmental lines can have the
same sort of impact on professional performance.

After all, every aspect of business is ultimately interconnected.

“To be a fully functioning member of the senior team, you've got
to have an understanding of not only finance but also operations,
sales and marketing and all the things that go into how an organi-
zation works,” said Shepherd.

When professionals cross train and become knowledgeable —
not expert, just knowledgeable — in an area outside of their own,
they become extremely valuable to any organization because now
they can translate.

“They can take accounting speak and explain it to the HR peo-
ple and take HR speak and explain it to the accounting people,”
said Causton. “This opens up dialogues that would be impossible
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if everyone was busy speaking their own language.”

Freer communication and collaboration lead to more reasoned
business decisions, since issues can be seen from all sides. For
example, an organization looking to cut hiring costs might con-
sider eliminating multiple interviews and some levels of testing.
Intuitively, an HR person might know that the step would save
money in the short term, but cost the organization dearly in the
long term. By collaborating with a finance person to help quanti-
fy the argument, the pair could develop a strong business case and
help steer the organization to a better decision.

As part of the senior decision-making team, HR pros who can see
a story from the financial side of the fence as well as their own have
more to work with when it comes to contributing.

“Simply put,” said Shepherd, “the more members of a leadership
team that understand each others’ perspectives, the more effective
they can be.” m
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DECEPTION

PREVENTING, DETECTING
AND RECOVERING
EMPLOYEE FRAUD

By Jordan Deering

ear after year, fraud becomes more prevalent in Canadian workplaces. The

Association of Certified Fraud Examiners Report to the Nations on Occupational

Fraud and Abuse (2012) estimates that a typical organization loses five per cent

of its annual revenues to fraud. In many instances, a company’s employees are the
biggest fraud risks to the business’ bottom line.

Employees may have several key motivators that lead to fraud. The predominant mo-
tivators are financial pressures, addictions, lifestyle demands or other personal problems.
They lead employees to seek additional funds to ease such pressures. To the detriment of
the employer, employees might take opportunities to exploit weaknesses in their employ-
et’s systems and controls to their own personal gain. Whether it is the trusted bookkeeper,
with access to pre-signed cheques or corporate bank accounts, or the salesman with inflat-
ed expense reports, the profile of a fraudster is an ordinary person, often an excellent and
trusted employee.

What can an employer do to address employee fraud? Properly managing the risks in-
volves a three-stage approach: prevention, detection and recovery. To give an employer the
best chance of reducing both the incidence and magnitude of employee fraud, these three
dimensions need to operate in tandem.

THE FRAUD TRIANGLE

Prevention of fraud involves the employer managing what is often referred to as the Fraud
Triangle: pressure, opportunity and tone. The risk of employee fraud is highest when an
employee feels pressure for funds, when the opportunity for fraud exists and when the tone
of the organization allows the employee to justify their fraudulent actions. Conversely, if
the employer tackles each element of the Fraud Triangle, the probability of fraud is signif-
icantly decreased. Therefore, strategies to address each element of the Fraud Triangle are
the most effective way to prevent fraud.
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SECRECY, STEALTI-.IiAND SPEED ARE THE BEST
WEAPONS AVAILABLE TO AN EMPLOYER
FOLLOWING THE DISCOVERY OF FRAUD.

DECREASE THE OPPORTUNITY

In many instances, employers simply rely
on audits or technology to detect fraud
after it has occurred, rather than proac-
tively addressing the opportunity. It is
much better to prevent fraud in the first
place. Anti-fraud controls and procedures
are the first step for any employer seeking
to decrease fraud risk. Employers have the
most control over the opportunity portion
of the Fraud Triangle and, therefore, can
create the most impact in fraud prevention
through managing opportunity for em-

ployee fraud.

There are a number of ways to decrease

opportunity. For example, mandatory
holidays will mean an employee in a finan-
cially sensitive position cannot maintain
exclusive control of books and records. In
a larger organization, the same can be ac-
complished with mandatory task rotation.
In addition, employers should consider
controls during hiring, such as appropriate
criminal or civil background checks, credit
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checks or reference checks. These controls
are particularly important in accounting
and other financially sensitive roles, al-
though proper fraud controls should not
be limited to these types of employees.

GIVE YOUR EMPLOYEES SUPPORT
Personal pressures, such as financial hard-
ships, addictions and mental health
issues, are the motivation behind most
employment-related fraud. These pressures
are often external to the workplace, but
manifest themselves within the workplace
environment.

Employers should offer programs to
support and assist employees with the
management of these external pres-
sures to lower the risk of the employee
committing fraud. Employee assistance
programs, internal training programs and
careful monitoring by HR professionals
serve as important support tools to man-
age the various external pressures facing
employees.

SET THE RIGHT TONE

The message needs to come from the top of
the organization: this employer does not
tolerate fraud or theft. Management needs
to actively support and endorse anti-fraud
training, controls and audits to reinforce
this message. The employer should make
fraud awareness training part of its regular
employee-training program.

DETECTION

Even the best-planned and implement-
ed fraud prevention strategies will not
prevent all employee fraud. Therefore,
proactive employers must develop effective
policies and procedures to detect employee
fraud when it happens. HR professionals
can take an active role in two critical fraud
detection mechanisms:

CONSIDER A WHISTLEBLOWER LINE

Employees are often the first to notice
something out of place or concerning,
which leads to the discovery of a fraud.
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Employee tips are one of the most effec-
tive means of detecting employee fraud.
HR professionals can keep the lines of
communication open with all staff so
that employees feel comfortable to identi-
fy their concerns to management in a safe
and confidential way. In addition, an em-
ployer should consider a whistleblower
policy to clearly define the channel of dis-
closure, the protection of anonymity for
the reporting employee and the expedi-
tious handling of the disclosure. In a large
organization, a whistleblower hotline —
available to internal employees, external
customers and vendors — can best detect
employee fraud. In a smaller organization,
employee education and reminders to em-
ployees can be equally effective.

WATCH FOR BEHAVIOURAL RED FLAGS
Employers cannot ignore the obvious
signs. It may be an employee living beyond
their salary, taking extravagant vacations
or making large purchases. Conversely,
an employee that never takes a vacation
and resists sharing their duties with oth-
ers may also be a fraud risk. In addition,
HR professionals should monitor an em-
ployee’s unusually close relationships with
a vendor or customer. HR professionals
must take care to watch for the red flags
and investigate, as appropriate.

RECOVERY

If a fraud is detected, care must be taken in
order to maximize recovery. Since appro-
priate and comprehensive investigations
are required, the best advice is to immedi-
ately retain legal counsel and coordinate a
detailed investigation.

HR professionals should take care to
avoid common mistakes in fraud recovery:
= Do not notify the employee that the

fraud has been detected. In particular,

do not immediately terminate or sus-
pend the employee. This will allow the
employee time to hide assets or leave
the jurisdiction.

= Do not search the employee’s computer,
tablet, smartphone or office phone.

There are significant privacy concerns

regarding searches of computer devices,

and these searches should only be con-
ducted following legal advice and using
appropriate forensic experts who can
maintain the evidence.

» Do not notify other employees. The
fraudulent employee is entitled to con-
fidentiality and other employees should
only be interviewed, when necessary,
during the investigation phase.

Secrecy, stealth and speed are the best
weapons available to an employer follow-
ing the discovery of fraud. Recovery is only
realistically available if an employer can get
ahead of the fraudulent employee in the
asset recovery efforts.

Various legal remedies are available to a
defrauded employer to aid in the civil re-
covery of stolen assets:

» Anton Piller Orders: These court
orders are often referred to as Civil
Search Warrants. They permit a sur-
prise search of a fraudulent employee’s
home and other locations in order
to find the stolen funds or evidence
that support the employer’s legal case.
The court will only grant these orders
where there is a legitimate fear that
the employee will destroy evidence.
HR professionals can assist by having
information relating to the employee’s
residence and other particulars.

» Norwich Pharmacal Order: These
court orders direct financial institu-
tions and other third parties to provide
information necessary to trace assets
of the fraudulent employee, without
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notifying the employee that such infor-

mation is being provided. HR profes-

sionals can identify bank accounts of
employees used for payroll to assist in
this type of investigation.

m Preservation Orders or Mareva
Injunctions: These court orders freeze
assets, either within the jurisdiction
or worldwide, so that a fraudulent
employee cannot take any steps to
sell, dissipate or otherwise dispose of
assets. This can include land, property,
vehicles, stocks, bank accounts or other
assets.

There is no single solution to manag-
ing the significant risk of employee fraud.
HR professionals need to constantly as-
sess numerous areas to propetly prevent,
detect and maximize recovery in cases of
employee fraud. Properly implementing
preventative measures will pay dividends
in the reduced incidence of this problem.
Timely detection of fraud reduces the
quantum of the fraud, and also reinforces
the organizational tone of non-tolerance.
Finally, HR professionals play a key role in
assisting an organization to maximize re-
covery in civil cases. B

Jordan Deering is partner and national leader
of Dentons Canada’s Fraud, Corruption and
Asset Recovery group.

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

S 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 ‘¢an do for you or your client,
call Kuretzky Vassos Henderson LLP at (416) 865-0504.

KURETZKY VASSOS HENDERSON LLP.
Suité 1404, Yonge Richimond Centre, 151 Yonge Street, Toronto, Ontario M6C 2W7
T: (416) 865-0504 F: (416) 865-9567
www.kuretzkyvassos.com
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Maximizing
High Potential

GROWING LEADERS THROUGH
PEER-TO-PEER CONNECTIONS

By Carmen Klein and Glain Roberts-McCabe

1

e know those who feel con-
nected to others within
their workplace are more
engaged and are more likely

to stay with a company. Connecting with
others is also one of the best ways to learn
and grow...through watching, listening,
sharing, asking and debating.

At Maple Leaf Foods (MLF), we fo-
cus on learning and growing through
real work experiences, supported by feed-
back and coaching. We also continually
look for ways to build and support con-
nections as a way to provide on-the-job
support.

In 2013, MLF piloted a peer mentor-
ing program to explore a structured, yet
organic and flexible, way of building peer-

to -peer connections.
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THE PILOT GROUP

MLF’s Leadership Trackisawell-established
leadership development program for early
talent. High potential graduates are recruit-
ed from great universities and are provided
accelerated development over the first three
years of their career. The lion’s share of de-
velopment occurs through challenging job
rotations that align to the career aspirations
of each Leadership Trainee (LT). To date,
this has been supplemented with executive
mentoring, workshops and webinars.

The program has a fantastic track
record for developing leaders for the orga-
nization. The LTs are in high demand by
the business, and some of MLF’s most se-
nior leaders are program alumni.

Even with this, there was opportunity
to be better.

A

The LTs knew what it would take to get

there. It was just a matter of listening to them.

IDENTIFYING THE
OPPORTUNITY

It was felt that there was opportuni-
ty to improve the development support
to the LTs, so they were asked what they
thought. Over the course of many conver-
sations, three core needs emerged:

1. I need support on issues and devel-
opment areas that matter most to
me. This will help me be the best at
what I do.

2. I need to connect with others. I en-
joy sharing and learning from other
LTs at our workshops. I would love
more opportunity to do this.

3. I need development that fits my



°

y =

schedule. T am not always able to

attend workshops due to business
demands. Smaller increments that
do not require travel would make it
easier for me to participate.

Current development support provided by
the program was missing the bar. What was
the best way to build connections that deliver
timely support where it is needed most?

After some benchmarking, the program
identified its solution. Most of the existing
workshops were retired and a peer men-
toring solution was piloted in their place.

PEER MENTORING AT MLF

In partnership with Glain Roberts-
McCabe of The Executive Round Table,
the peer mentoring sessions were de-
signed as collaborative learning forums

7
\!‘\
7

where LTs share their knowledge, experi-
ences and perspectives with the objective
of providing targeted, timely support for
their individual development and work-
place challenges.

The sessions are highly participative and
the participants provide most of the con-
tent, examples and coaching. The program
simply provides a light infrastructure,
tools and support necessary to facilitate
rich discussions.

So how do they work?

They start with the creation of cross-
functional peer groups consisting of eight
to 10 LTs, the optimum size for this for-
mat. The peer groups meet for a few hours
every two months, with the option for ei-
ther in-person or virtual participation.
The calendar is owned by the respective

THE SESSIONS ARE HIGHLY PARTICIPATIVE
AND THE PARTICIPANTS PROVIDE
MOST OF THE CONTENT, EXAMPLES
AND COACHING. THE PROGRAM SIMPLY
PROVIDES A LIGHT INFRASTRUCTURE,
TOOLS AND SUPPORT NECESSARY TO
FACILITATE RICH DISCUSSIONS.

y
feature

peer group; this provides flexibility to

schedule around business demands.

Each session follows a light agenda that
aligns to the objectives for the program.
This includes:

n Leadership & Learning Lab: Each ses-
sion starts with a deep dive on a leadership
skill based on the development needs of
the group. These are designed to provide
a little bit of content and generate a lot
of conversation in the form of examples,
questions and ideas from the group.

» Development Action Plan Spotlight:
Each LT has a personal development ac-
tion plan. They reflect on their progress
on these plans, sharing wins, learning
and struggles. They also receive peer
support in achieving their personal
development goals.
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feature

n Peer Coaching: L'Ts volunteer a pressing
business issue and are coached by their
peers through a problem-solving process
using insightful questions, active listening
and powerful suggestions. The output is
a rich list of ideas and suggestions to put
into action.

A trusted and capable MLF leader, typ-
ically at the director level, facilitates these
sessions. This role is critical to the peer men-
toring process, and the facilitators are selected
carefully. Note that the emphasis is on facil-
itation; these leaders are not at the table as
experts, but to guide the group through the

learning process.

THE MOST CRUCIAL INGREDIENT

Many factors come together to create a great
peer mentoring expetience — the most crucial
of these is trust. People need this to feel safe
to share, without judgment. The entire expe-
rience quickly deteriorates if they do not feel
comfortable contributing.

Building and sustaining trust is highly de-
pendent on three group behaviours. These
are referred to as the “Three Cs™:

» Candor: Respectfully share experiences,
thoughts and opinions and be receptive
to these from others.

» Commitment: Attend every scheduled
session and complete follow-up.

n Confidentiality: Maintain conversations
and comments inside the immediate

group.

-

These behaviours are considered so im-
portant to the quality of the sessions that the
group commits to them in writing and par-
ticipants may be removed from the group if
they break them. Many LTs indicated that
this going-in commitment accelerated their
trust with the group.

Trust is monitored during each session for
each group; most groups require three to four
sessions to establish healthy trust levels.

THE WINS

In the first year since its launch, peer mentor-
ing is exceeding expectations.

Feedback is extremely positive. The col-
laborative peer-to-peer approach to learning
is providing relevant, just-in-time support
that is individualized, meaningful and engag-
ing. A stronger community is being nurtured.
Workplace issues are being resolved.

Over and above these results, additional
wins have been realized:

LTs are building coaching proficiency be-
fore they manage a team. At MLE, this core
skill is required of all people managers to
build a high-performance organization.

Senior leaders facilitating these sessions

are also honing their coaching skills. They

= wrongful dismissal

u restructuring

= employment contracts

= workplace policies

= labour board proceedings

Perspective patronale en droit de I'emploi et relations de travail
Labour and Employment Law for Employers

Emon%

Labour and Employment Law’s Best Practice

There are at least |2 areas of specialty in labour and employment law.
Fortunately, we cover them all.
m collective bargaining
= human rights
= [abour arbitration

= occupational health and safety
= workplace safety and insurance

www.ehlaw.ca

(613) 563-7660 / 1 (888) 563-7660
Glebe Chambers 707, rue Bank Street, Ottawa, Ontario K1$ 3V1

Services dans les deux langues officielles

arndenm

= privacy compliance
= pay equity
= and more...
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MANY FACTORS COME TOGETHER TO CREATE
9 A GREAT PEER MENTORING EXPERIENCE - 4
THE MOST CRUCIAL OF THESE IS TRUST.

y
find their role to be engaging and rewarding;

it is considered a great return on the personal
time investment.

The collaborative format yields more cre-
ative solutions to workplace challenges. And
given that the LTs quickly discover their chal-
lenges are very similar despite very different
roles, these wins are replicated across the
group.

The cross-functional groups introduce LTs
to other parts of the business through those
who live it every day.

Strong cross-functional relationships are
being built that will continue beyond the
program.

Most important, the LTs love this format.
They feel empowered to drive their own de-
velopment and are excited to support that of
their peers.

MAKING US STRONGER

We are now in the process of explor-
ing opportunities to expand the peer
mentoring approach to other groups across
the organization.

For a relatively light investment in time,
and virtually no cost to the business, these
groups are achieving exactly what the orga-
nization was looking for: strong, supportive
bonds with peers across the company which
in turn strengthen personal leadership skills
and provide timely support where they need
it most.

This will have tremendous payoff for both
the individual and for MLE in the form of
greater engagement, stronger performance
and continued career growth.

Together, we are growing and getting
stronger, person by person, and connection
by connection. m

Carmen Klein is director of leadership &
learning at MLE with responsibility for the or-
ganization’s leadership programs and talent
processes.

Glain Roberts-McCabe is the founder and
president of The Executive Roundtable and is
passionate about the art of leadership and sup-
porting ambitious mid-career leaders.
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Moments of insight,
Inspiring change

To develop, nurture, and empower leaders, you need
the right tools. Tools that not only measure and
assess your leaders’ skills, but that inspire the
breakthrough insights they need to build positive
relationships and make extraordinary things happen.

Based on decades of clear and compelling evidence
and used by more than 3 million leaders around the
world, the LPI®: Leadership Practices Inventory®
gives you a clear path for assessing and developing
leaders in any organization.

____ . - X8UNes | bamer . mosman £
Leadership Practices I h
Tactices

Inventory Leadership Practivas [dershj

Inventory I

WORKBOOK

A new generation of
leadership development tools

The LPI 360-degree assessment and suite of tools are
simple to use and are flexible enough to stand on their own
or fit within a larger leadership development program.

It’s easy to get started.
Try the LPI for 30 days.

Ask us Call 1-866-888-5159
aboutourn or email leadership@wiley.com
certificateny for your FREE test drive of
the Leadership Practices Inventory
Facilitator’s Guide Set (a $360 value)

program?

LEADERSHIP
CHALLENGE'

A Wiley Brand

www.lpionline.com
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Achievers

190 Liberty St. W., Suite 100
Toronto, ON M6K 3L5
Toll-Free: (888) 622-3343

AChieue rls info@achievers.com

www.achievers.com
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= EMPLOYEE INCENTIVES & RECOGNITION AWARDS

Aerotek

1130 Morrison Dr., Suite 310
Ottawa, ON K2H 9N6
Toll-Free: (800) 759-3000

AERDTEK® www.aerotekcanada.ca

People. Fit. Perfectly.”

_

= HR SOLUTIONS

Aird & Berlis LLP
181 Bay St., Suite 1800, Box 754
Toronto, ON M5J 279

www.airdberlis.com

Barristers and Solicitors

= LABOUR & EMPLOYMENT LAW

|r
)

Aon Hewitt

225 King St.

Toronto, ON M5V 3M2

Phone: (416) 225-5001
W| IC\Viu info@aonhewitt.com

www.aonhewitt.com/canada

= CONSULTING — HR & BENEFITS = HR SOLUTIONS
= PENSION PLAN GOVERNANCE

|F

Association of Canadian
Pension Management
1255 Bay St., Suite 304

Toronto, ON M5R 2A9
<Q ACPM| ACARR ' phone: (416) 964-1260

info@acpm.com

Www.acpm-acarr.com

= EDUCATION / TRAINING = PENSION PLAN GOVERNANCE
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Achievers delivers the only true cloud-based Employee
Success Platform™ that enables remarkable business
success. Designed specifically to meet the complex
needs of today’s changing, modern workplace, it is

the most engaging software specifically designed to
engage, align and recognize employees. It is software
employees love to use every day in over 110 countries.
Learn how your company can change the way the
world works at www.achievers.com.

Aerotek’s flexible staffing services are designed to

fit your business needs. We support your long-term
goals or supplement your hiring for project-based
or temporary staffing needs. We can also help you
respond to business cycles by quickly increasing or
decreasing your contract workforce as needed. From
the strong partnerships we develop to the variety of
successful staffing programs we implement, Aerotek
always strives to deliver the perfect fit.

Visit HRPA.Aerotek.com.

The Aird & Berlis LLP Labour and Employment Group
provides advice and representation to employers
and employees on a bRd. spectrum of labour and
employment law. We regularly represent employers
in labour arbitrations and before various labour and
employment-related tribunals, including the Ontario
Labour Relations Board, the Canada Industrial Relations
Board, the Ontario Workplace Safety and Insurance
Board, the Ontario Workplace Safety and Insurance
Appeals Tribunal and the Ontario Human Rights
Commission.

Aon Hewitt empowers organizations and individuals

to secure a better future through innovative talent,
retirement and health solutions. We advise, design and
execute a wide range of solutions that enable clients

to cultivate talent to drive organizational and personal
performance and growth, navigate retirement risk while
providing new levels of financial security, and redefine
health solutions for greater choice, affordability and
wellness. Aon Hewitt is the global leader in HR solutions.

ACPM is the leading advocacy organization for plan
sponsors, administrators and service providers. Our
membership represents over 400 companies and
retirement income plans that cover more than 3 million
plan members. Members receive discounts for the
national conference, regional events, career listings
and marketing opportunities as well as free webinars
and access to valuable information on the latest
retirement income developments.
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Atlas Canada

485 North Service Rd. E.
Oakville, ON L6H 1A5
Phone: (905) 844-0701
Toll-free: (800) 267-3783
cdavis@atlasvanlines.ca
www.atlasvanlines.ca

Atlas.

Canada
Go riew places:”

A

= RELOCATION SERVICES

v

AVANTI

I

Avanti Software Inc.
200 Quarry Park Blvd. S.E.,
Suite 100

Calgary, AB T2C 5E3
Phone: (403) 225-2366
Toll-Free: (800) 660-0464
info@avanti.ca
www.avanti.ca

A

= HR SOFTWARE = PAYROLL / HR SOLUTIONS = TIME & ATTENDANCE

B . N

Aviary Group

3330 Greenwod Rd.
Pickering, ON LOH 1HO
Phone: (905) 683-9953
mjensen@aviarygroup.ca
www.aviarygroup.ca

AVIARY

GROUP
A

_

= EDUCATION / TRAINING = INVESTIGATIVE SERVICES
= TRAINING / COACHING / CONSULTING

AWR Inc. - Alternative
Workplace Resolutions
5863 Leslie St., Suite 505
Toronto, ON M2H 1J8

AWR Inc.

Alternative Phone: (416) 490-0911
Workplace Toll-Free: (877) 508-8806
Resolutions sue@awr-resolutions.com

www.awr-resolutions.com

= COACHING & LEADERSHIP DEVELOPMENT = LABOUR & EMPLOYMENT LAW
= TRAINING / COACHING / CONSULTING

r

Blake, Cassels & Graydon LLP
199 Bay St., Suite 4000,

Commerce Court W.

Toronto, ON M5L 1A9

Phone: (416) 863-2400
toronto@blakes.com
www.blakes.com

N

LAMWYERS

A

= BARRISTERS & SOLICITORS = LABOUR & EMPLOYMENT LAW

I

Atlas Canada is known for quality service and innovation
with its award winning Quality in Motion program and

its No Stranger in Your Home initiative; a background
criminal check program for all in-home personnel. Atlas’
in-house move management program will ensure that
your employees will receive a a smooth problem-free
relocation through our comprehensive, personalized
monitoring program. Atlas is also known for its charitable
focus by sponsoring Royal LePage Shelter Foundation
and its support of over 150 women'’s shelters in Canada.

For over 30 years, Avanti Software Inc. has been
leading Canada’s movement to fully integrated, client-
owned data, human capital management software.
Avanti develops, implements and supports HRIS,
payroll and time & attendance software for hundreds of
companies across Canada. Many of Canada’s best and
biggest businesses count Avanti as a trusted business
partner. Avanti is a Calgary-based private company.

Aviary Group offers a range of services: HR on demand,
change management, policy reviews and development,
mediation conflict resolution services, fact finding
harassment investigations and one-on-one training if
required for disciplinary reasons. Aviary Group offers
practical, easy to understand coaching and customized
training, providing clients with the knowledge and
tools necessary to manage their workplace effectively.
Primary focus is working together to build ownership
and self-reliance.

We have created a unique innovative Coaching Plus
Mediation program resulting in amazing and sustainable
solutions. This leading edge combination of Coaching
Plus Mediation can’t be found anywhere else. Exceptional
results are being achieved for protracted, impossible
conflicts involving bullying, harassment, underlying
mental health factors, dysfunctional relationships,

etc. Clients describe the process as “miraculous and
unbelievably successful.” Call for a free 30-minute
consultation and learn how your organization can benefit.

Blakes Employment & Labour group is recognized as

a leader in all aspects of employment and labour law.
Our lawyers have extensive experience in providing
strategic advice on contractual and compensation
issues, dismissals, human rights complaints, immigration,
disability accommodations, pay equity, occupational
health and safety, union activities, collective agreements
and workplace safety and insurance issues. Additionally,
we represent clients before the courts at all levels on
matters relating to employment litigation.
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Buck Consultants,

A Xerox Company

buckconsultants | oo R ERgen 2t T Suite 5009

Phone: (416) 865-0060
A Xerox Company infocanada@buckconsultants.com
www.buckconsultants.ca
A
= BENEFITS = CONSULTING = HR SOLUTIONS h
Canadian Professional
IE I Management Services
L4 388-1111 W. Hastings St.
V) Cmw\ 2 N Vancouver, BC V6E 2J3
M= Phone: (604) 688-2641
WS Toll-Free: (888) 452-6422
4;\,%3\%1""\'- “w{‘“;.;.l)\ inquiries@cpmsnational.com

13 - H
www.cpmsnational.com
A P

= EDUCATION / TRAINING = MANAGEMENT CONSULTANTS \
= TRAINING & DEVELOPMENT

Canadian Society for Training
& Development (CSTD)

720 Spadina Ave., Suite 315
Toronto, ON M5S 279

Phone: (416) 367-5900 ext. 22
Toll-Free: (866) 257-4275 ext. 22
afoley@cstd.ca

www.cstd.ca

= EDUCATION / TRAINING = TRAINING & DEVELOPMENT \
= TRAINING & ORGANIZATIONAL DEVELOPMENT

A

Ceridian Canada
675 Cochrane Dr.
Markham, ON L3R 0B8
Toll-Free: (877) 237-4342
sales@ceridian.ca
www.ceridian.ca

A

= HR SOLUTIONS = PAYROLL / HR SOLUTIONS = WORKFORCE MANAGEMENT

Cowan Insurance Group
705 Fountain St. N.

Cambridge, ON N1R 5T2

Phone: (519) 650-6360

Toll-Free: (866) 912-6926
groupbenefits@cowangroup.ca
WWW.cowangroup.ca

A N
= BENEFITS = DISABILITY MANAGEMENT = PENSION PLAN GOVERNANCE

6» Cowan

GUIDE 2014,
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We are a global HR consulting firm that can help
develop, deploy and manage your workforce. We
provide real-world solutions to complex HR and
business challenges. We find answers to tough
problems in areas of employee benefits and
engagement and consult on a full range of benefits
programs, intended to attract, motivate, reward and
retain talented employees. We can help you develop
and implement an effective future-oriented HR
strategy.

Canadian Professional Management Services (CPMS) is a
national management consulting firm. Our mission is to
assist organizations to build legitimate leaders through
professional development, education, conferences and
consulting services. Our programs incorporate best human
resources practices taken from a combination of real
workplace experiences and traditional academic studies.
Our consultants are seasoned professionals and highly
qualified with academic backgrounds in management,
economics, administration, labour relations, ergonomics, law
and behavioural sciences.

The Canadian Society for Training & Development
(CSTD) is Canada'’s premier association dedicated to
the advancement of learning in the workplace and
the success of the Canadian workforce. We connect,
collaborate and transform the future of learning
through our members and expand the strategic
value of learning in the workplace through standards,
certifications and professional development. Please
visit CSTD.ca to learn more.

Ceridian Canada is a human resources solutions provider
that helps customers optimize their workforce, reduce
costs and save time by finding, paying, developing and
engaging their talent. With over 40 years of experience-
proven expertise and recognized service excellence,
Ceridian Canada is a trusted partner to more than 43,000
Canadian customers. Ceridian’s solutions include payroll,
Dayforce Human Capital Management, HR information
services, recruitment and staffing services, Employee
Assistance Programs, training and more.

Selected as one of Canada’s Best Managed
Companies, Cowan Insurance Group has assisted plan
sponsors in managing their pension and benefits plans
for over 30 years. We provide expert consultation,
helping with administrative challenges and providing
health and disability management solutions and
international programs.
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5 CPA Source CPA S o enies o e Chogred Pofesons
.2|_77 V\ie”lgg’;\'lconMg’; \é\ll-.|2 support to CPA Canada members and CPA Students

C Slfelnhiey, and to help employers and recruiters recruit CPA

CPA | SOURCE Phone} (416) 204-3284 Canada members. In total, over 164,000 professional

TGardiner@cpacanada.ca accountants have access to CPA Source.

D www.cpasource.com

E

F

= ONLINE RECRUITMENT

Creative Club Inc We all want the best productivity for our team. But are

. we spending time building our team? That's where
2300 Yonge St., Suite 1600 we can help. Through a variety of unique and creative

c R A VE Toronto, ON M4P 1E4 programs, we help build powerful and productive
4 Phone: (647) 342-4812 teams that work together. We offer lunch and learns,
m 0 0 G info@creativeclubcorp.com teambuilding activities, planning & strategy sessions,
INSPIRE - IMAGINE - CREATE www.creativeclubcorp.com Ideadership_de\_/elopment, onb_oar‘ding and more. 'I-'eams.
evelop skills in problem solving; communication; creative
solutions; time management; planning and strategy; and
presentation. We look forward to building your productive
team.

T
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= EDUCATION / TRAINING = TRAINING & DEVELOPMENT
= TRAINING & ORGANIZATIONAL DEVELOPMENT
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Desjardins offers unique, innovative and scalable solutions

Desjardins Payroll and :
to manage payroll, human resources and occupational

M HR Services health and safety. Our products are true management
H . 1611, Cremazie Blvd., Suite 300 tools that centralize your data within a single solution
Des] ardlns Montreal. QC H2M 2P2 and thereby decentralize access to information for

N Business ! more effective management, automate recurrent tasks,
Phone: (514) 356-5050 anticipate your needs and have a better planning of your

0 Cooperating in building the future Toll-Free: (888) 311-1616 operations. The HRM modules, along with the payroll
info@spd.desjardins.com functions, let you efficiently document and manage several
www.desjardins.com/HR HR-related activities based on your requirements and

‘——% objectives.

P = HR SOFTWARE = PAYROLL / HR SOLUTIONS = TIME & ATTENDANCE

R Emond Harnden LLP Emond Harnden is one of Canada’s largest firms with
707 Bank St a practice restricted to advising employers on all

aspects of employment and labour law. Our lawyers
have a wide range of expertise to offer managers in

Ottawa, ON K1S 3V1

Perspective patronale en droit de emploi et relations de travail
p p b o g Phone: (613) 563-7660 unionized/non-unionized settings, and we can serve
ETn on (H_]‘cll'l'ldell“ Toll-Free: (888) 563-7660 our clients in either French or English. Our lawyers are
©  info@ehlaw.ca assisted by specialized bilingual research staff skilled
www.ehlaw.ca in the latest computer search techniques. For more

information, please visit www.ehlw.ca.

r
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= LABOUR & EMPLOYMENT LAW

Giftcertificates.ca Wondering what motivates your team? GIFTPASS™

2254259 Canada Way makes your job easy! With GIFTPASS, you can give
your employees what they really want with the flexibility

Burnaby, BC V5G 1H1 to choose for themselves. GIFTPASS is an effective and

s g Phone: (416) 734-1138 powerful solution for employee rewards, motivational
2 IcertlflCatESca Toll-Free: (866) 761-1047 programs and safety incentives. Giftcertificates.ca is
Bl of Mm-Sk s Courain corporatesales@moneris.com Canada’s premier gift card marketplace.

N< | Xs<|c-Hon

www.giftcertificates.ca

= EMPLOYEE INCENTIVES & RECOGNITION AWARDS = HR SOLUTIONS \
= SAFETY RESOURCES
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Great-West Life
255 Dufferin Ave.
London, ON N6A 4K1

THE . Phone: (519) 435-7038
Great-West Life . .,ssen@gwl.ca

ASSURANCE 61 COMPANY
WWW.grsaccess.com
A
= BENEFITS = FINANCIAL PLANNER / INVESTMENT ADVISORS N
= PENSION PLAN GOVERNANCE
Great-West Life Centre
for Mental Health in the

Great-West Life

Centre for Workplace
Mental Health www.workplacestrategiesformentalhealth.com
in the Workplace

A
= DISABILITY MANAGEMENT = EMPLOYEE ASSISTANCE PROGRAMS
= HEALTH & WELLNESS

GroupHEALTH Benefit
Solutions
2626 Croydon Dr., Suite 200
Surrey, BC V3S 0S8

Ll L Phone: (604) 542-4100

benefits Toll-Free: (877) 542-4110

michael.davis@grouphealth.ca

a www.grouphealth.ca

= BENEFITS = COMPENSATION BENEFITS = DISABILITY MANAGEMENT D

Harrison Pensa LLP
450 Talbot St

London, ON N6A 4K3
Phone: (519) 661-6713
Fax: (800) 263-0489

HARRISON PENSA  jsimpson@harrisonpensa.com

www.harrisonpensa.com

Group

In any case.

A

= LABOUR & EMPLOYMENT LAW

Hay Group
700-121 King St. W.
Toronto, ON M5H 3X7
® Phone: (416) 868-1371
HayG-I‘O'up Toll-Free: (800) 722-9945
anne.heber@haygroup.com
www.haygroup.com/ca

= COACHING & LEADERSHIP DEVELOPMENT = COMPENSATION = HR SOLUTIONS

Provider of group retirement and savings plan services
for the defined contribution plan market. Plans include
group RSPs, VRSPs and PRPPs (subject to regulations),
money purchase pension plans, profit-sharing plans,
TFSAs and savings plans. Wide range of investments,
member education program (including third-party
financial planning), Member Investment Selection
Service and CAP guidelines tools and assistance.

Taking steps to improve psychological health and
safety makes good business sense. It can help to
improve productivity, performance and overall
excellence. And, you can take those steps using free
resources. Visit our Workplace Strategies for Mental
Health website. It's a leading source of practical
ideas, tools and resources designed to help with
the prevention, intervention and management of
workplace mental health solutions. They are free of
charge to anyone.

Founded in a basement in Prince George, B.C. in 1982,
GroupHEALTH Benefit Solutions (www.grouphealth.ca) now
has more than 225 staff members in offices in Vancouver

and Surrey, B.C., Calgary and Edmonton, Alta. and Barrie,
Ont. They insure more than 3,700 client organizations across
Canada in both the public and private sectors, supporting
more than 320,000 Canadians. GroupHEALTH is differentiated
by its singular focus on delivering client solutions that prioritize
cost containment and value adds to ensure long-term benefit
program sustainability. This combination helps employers to
cost-effectively take care of their employees.

Employers across southwestern Ontario have long
relied on Harrison Pensa’s Employment Law Group
for their experienced and cost-effective counsel.
CEOs and HR leaders keep our lawyers on speed dial,
contacting us daily for everything from legal advice

to strategic guidance on workplace human rights,
terminations, disability leave, regulatory compliance,
contract negotiations, occupational health and safety
and other employment and labour law matters. For
more information, visit us at www.harrisonpensa.com.

Hay Group is a global management consulting firm
that works with leaders to transform strategy into
reality. We develop talent, organize people to be more
effective and motivate them to perform at their best.
Our focus is on making change happen and helping
people and organizations realize their potential. We
have over 3,000 employees working in 87 offices in 49
countries.
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= HR SOFTWARE = SOFTWARE
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Homewood
Health | Santé

e

HireGround Software
201-6204 6A St. S.E.

Calgary, AB T2H 2B7

Phone: (403) 244-1895
Toll-Free: (877) 218-7504
sales@hiregroundsoftware.com
www.hiregroundsoftware.com

Homewood Health

2 Bloor St. W., Suite 401
Toronto, ON M4W 3E2

Phone: (416) 964-1875
Toll-Free: (866) 850-5824
busdev@homewoodhealth.com
www.homewoodhealth.com

N

= ASSESSMENT = EMPLOYEE ASSISTANCE PROGRAMS = HEALTH & WELLNESS
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PROACTIVE Inc.

Profit by Proactive Prevention ™

HR ADWORKS - Recruitment
Communications

100-280 Smith St.

Winnipeg, MB R3C 1K2

Phone: (204) 943-3312

Toll-Free: (877) 943-3312
ads@hradworks.ca
www.hradworks.ca

= CONSULTING = HR SOLUTIONS = ONLINE RECRUITMENT

HR Proactive Inc.

2-558 Upper Gage Ave., Suite 217
Hamilton, ON L8V 4J6

Phone: (905) 304-6660

Toll-Free: (888) 552-1155
sales@hrproactive.com
www.hrproactiveinc.com

O Humanity ™

N < ><§< c—wm

= INVESTIGATIVE SERVICES = TRAINING VIDEOS = SAFETY RESOURCES

Humanity.com, Inc.

235 Montgomery, Suite 500

San Francisco, CA 94104
Phone: (778) 554-7520

Toll-Free: (888) 973-6030 ext. 730
david.charron@shiftplanning.com
www.humanity.com

Through innovative technology solutions, HireGround
is taking Canadian Applicant Tracking Software
forward. Our StartDate ATS is mobile-friendly and fast
to implement. Whether it is comparing candidates,
making decisions or posting a job with a questionnaire,
StartDate lets the recruiter do their job in an effective,
straightforward way.

Homewood Health offers an unparalleled range of
services to meet any organizational need ranging
from wellness to recovery. Backed by more than 130
years of experience, we understand how to ensure
your employees receive the best care and achieve the
best outcomes. As a Homewood Health partner, you
have access to one of Canada’s leading clinical teams
with integrated expertise in psychiatry, psychology,
addiction medicine, social work and more.

HR ADWORKS is one of the largest independent
recruitment advertising agencies in Canada. We
manage global recruitment communication campaigns
across all media platforms. We offer our customer’s
leading edge, innovative and cost-effective recruitment
advertising solutions.

HR Proactive is committed to helping your company build
a respectful and safe workplace through the design and
delivery of superior human resource training products
and services. HR Proactive’s range of services include:
investigations, mediations, workplace interventions and
policy development and training. Companies turn to

HR Proactive for customized human resource training
solutions. Our company provides all methods of delivery,
such as: instructor-led, train-the-trainer, customized
e-Learning and videos and off-the-shelf training products.

Humanity.com is a web-based, ultra modemn, pay-as-
you-go workforce management platform. Humanity is a
suite of cutting edge workforce management modules
that will enable you to recruit, onboard, train, schedule,
pay and evaluate your staff with an all-in-one solution.
Use one module or all of them, the choice is yours!
Free 30-day trial. Visit our website today!

= HR SOFTWARE = SOFTWARE = WORKFORCE MANAGEMENT
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Industrial Relations Centre
(IRC)
Queens University Queen’s University
e Kingston, ON K7L 3Né6
E Phone: (613) 533-6628
- ToII-Free: (888) 858-7838
irc@queensu.ca
e WWw.irc.queensu.ca
= EDUCATION / TRAINING = TRAINING & DEVELOPMENT \
= TRAINING & ORGANIZATIONAL DEVELOPMENT
Integrity Hotline
QTECGR/, RPO Dufferin, Box 58106
.,-\ " o J'\' Toronto, ON
; ) Phone: (416) 637-3142
7 info@integrityhotline.ca
'3’0 T \\-\% www.integrityhotline.ca
Know what you should Know!
A
= INVESTIGATIVE SERVICES
‘\ John Wiley & Sons

Canada, Ltd.
400-5353 Dundas St. W.

I EY Toronto, ON M9B 6Ké
I ) www.wiley.ca
A
= COACHING & LEADERSHIP DEVELOPMENT = TRAINING & DEVELOPMENT \‘
= WORKFORCE MANAGEMENT

Laird & Greer
Management Group
Corporation

Laird & Greer 14845-6 Yonge St., Suite 277

MANAGEMENT GROUP CORPORATION AUEEIRIS) O LG
Phone: (416) 618-0052
info@lairdandgreer.com
www.lairdandgreer.com

A

= HR SOFTWARE = PAYROLL / HR SOLUTIONS = TIME & ATTENDANCE

Leadership Development,
The Banff Centre
107 Tunnel Mountain Dr.
% Banff, AB T1L 1H5

Phone: (403) 762-6331

The Banff Centre = Phone: (403) 762-7582
leadership@banffcentre.ca

e www.banffcentre.ca/leadership

= COACHING & LEADERSHIP DEVELOPMENT = EDUCATION / TRAINING N
= TRAINING & DEVELOPMENT

Y

Queen’s University IRC is Canada’s leading professional
development training centre for practitioners
specializing in human resources, labour relations and
organization development. Our open enrollment and
custom programs are highly engaging and designed
to make a lasting impact. The IRC offers coveted
certificates in HR, LR and OD, and our website is home
to related practitioner-oriented research papers and
case studies. Visit us on the web at: irc.queensu.ca.

Integrity Hotline provides all levels of users with

a vehicle to anonymously report any information
relating to unfair, improper or fraudulent practices,
occupational fraud, and/or to the unethical conduct of
officers, employees, vendors or officials in breach of an
organization’s, agency’s or company’s code of conduct,
integrity policy or rules and/or regulations. What is
unique about Integrity Hotline is the ability to report
positive feedback, encouraging a collaborative work
environment.

With about 5,000 employees worldwide, Wiley is a
global provider of knowledge and knowledge-enabled
services that improve outcomes in areas of research,
professional practice and education. The professional
development segment provides digital and print
books, online assessment and training services and test
prep and certification.

We assist you to evaluate and redefine strategy for the
organization’s human resource management and its HR
function. We provide assessments of HR operations
including manual and automated systems for HR,
payroll and time management. We also provide data
security/privacy assessments with recommendations
going forward. We help to define system requirements,
conduct a system selection project and manage
project implementation. We are not affiliated with any
vendor.

More than ever, the world needs high-performing,
creative, entrepreneurial leaders who are ready to

face increasing complexity and change, while keeping
their organizations ahead of the curve. At The Banff
Centre, we inspire leaders to make a meaningful
difference for their organizations, their communities
and themselves. Through our programs and leadership
experiences, we accelerate ideas, develop leaders and
host conversations to imagine and deliver on a better
future.
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March of Dimes Canada  We provide qualified and experienced mediation
10 Overlea Blvd services to effectively solve conflicts in the workplace,

saving valuable human resources, time and preventing
E; MARCH LA MARCHE ;?]:)onn:?(’él?(!\)l 4?;';41)?‘16” 2795 operational disruptions. We have experience
||

mediating conflicts for all workplace issues. We

OF DIMES  DES DIXSOUIS [ (800) 263-3463 ext. 7725 3lso specialize in issues dealing with people with a
CANADA DU CANADA : . T
egreenfield@marchofdimes.ca disability.

www.marchofdimes.ca

Market Vertical Inc. Market Vertical is a human capital practice with
1235 Bay St., Suite 400 integrated solutions that help our clients align talent

strategy with organizational objectives. Gifted people
Toronto, ON M5R 3K4 are atgtl);e heartgof every succestful company, aﬁd ©
Market ‘,ertical Fhone: (416) 646.'0527 Market Vertical’s mission is to play an integral role in
HUMAN CAPITAL SOLUTIONS info@marketvertical.ca your talent acquisition, assessment and development
www.marketvertical.ca process. Our goal is beyond meeting the needs of
today. We want to engage the leaders that will take
you into tomorrow.

y
= ASSESSMENT = RECRUITMENT = TRAINING & DEVELOPMENT D

Medavie Blue Cross One size does not fit all. We create customized benefit
185 The West Mall plans that reflect your needs, and approach your
. organization and employees holistically to ensure
IVI ELObICO(E‘re‘I’é())él\éél\AZZEZSLS every piece of your offering fits together. Today, we
N MEDAVIE one: =

n tinue on a history of 70 years of innovation with
BLUE CROSS ; ; cont A
sue.muchima@medavie.bluecross.ca oy integrated disability, wellness and mental health

www.medavie.bluecross.ca initiatives, drug plan management solutions and
pairing of new technology with a personal touch for an
exceptional member experience.

= BENEFITS = COMPENSATION BENEFITS = CONSULTING — HR & BENEFITS

Mercer Mercer is a consulting leader in talent, health,
161 Bav S retirement and investments. With 12 offices across
ay >t Canada, Mercer helps clients advance the health
anada, Mercer helps clients advance the health,
Toronto, ON M5J 255 wealth and performance of their most vital asset:
Phone: (416) 868-2882 their people. Mercer offers consulting products
" M E RC E R stephen.lee@mercer.com and solutions in retirement, health and benefits,
WWW.mercer.ca compensation, performance management, workforce
analytics, executive remuneration, wellness, investment,
investment management, communication, change
management, HR operations and information products.
~

A

= BENEFITS = COMPENSATION = CONSULTING

Next-Steps Emp'oyment Looking to hire? We offer win-win strategies for

employers! Free services, qualified and pre-screened

N < ><§< c—wm

- candidates, plus financial incentives and supports.
Centres did plus f | d supp
7 Locations in the GTA Interested in hiring youth? Ask about the benefits of
Employment Toronto | Mississauga | Vaughan, the new YEF program and how you can get involved.
ON M3J 2P6 Contact us today to get a customized strategy to fit
centres next-steps@tdsb.on.ca your needs! Next-Steps Employment Centres are
www.next-steps.ca = www.next-steps.ca fus @l by [ pl oy et Onizide.

y
= HR SOLUTIONS = PRE-EMPLOYMENT SCREENING
= WORKFORCE MANAGEMENT
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NGA Human Resources

121 King St. W., Suite 2220,

P.O. Box 102

Toronto, ON M5H 3T9
Human Phone: (416) 622-9559
Resources @ Toll-Free: (855) 435-6547

info.us@ngahr.com

www.ngahr.com

/

A

= CONSULTING — HR & BENEFITS = HR SOLUTIONS = PAYROLL/HR SOLUTIONS D

Niagara Institute, a division
of The Conference Board of

Proud fo be a Division of Fier de son affiiation avec

The Conference Board Le Conference Board Ca nada

u( Canada «du Canada

509 Glendale Ave.

Niagara-on-the-Lake, ON LOS 1J0
1 Ia Phone: (905) 704-1133

Toll-Free: (800) 663-7305

info@niagarainstitute.com

www.niagarainstitute.com

= COACHING & LEADERSHIP DEVELOPMENT = TRAINING & DEVELOPMENT
= TRAINING & ORGANIZATIONAL DEVELOPMENT

‘\ OBN Security &
Investigative Consultants,
Inc.

! N 78 Queen Elizabeth Blvd.
Toronto, ON M8Z 1M3

Phone: (416) 253-7416
wmhenderson@obnsecurity.com
e www.obnsecurity.com

= BACKGROUND CHECKS & EXIT INTERVIEWS = DUE DILIGENCE
= EMPLOYMENT VERIFICATION & SCREENING = INVESTIGATIVE SERVICES

= PRE-EMPLOYMENT SCREENING = UNIFORM GUARD SERVICES (ARMED)

Organizational Solutions Inc.
2186 Mountain Grove Ave.,
° Suite 253
Burlington, ON L7P 4X4
Phone: (905) 315-7179
Toll-Free: (866) 674-7656

info@orgsoln.com
www.orgsoln.com

4
« CONSULTING — HR & BENEFITS = DISABILITY MANAGEMENT = HR SOLUTIONS |

Payworks

1565 Willson PI.
Winnipeg, MB R3T 4H1
Phone: (204) 779-0537
Toll-Free: (866) 788-3500
info@payworks.ca
www.payworks.ca

ORGANIZATIONAL SOLUTIONS INC.

(f‘ \
Payworks </

A
= HR SOLUTIONS = PAYROLL/HR SOLUTIONS = TIME & ATTENDANCE

I

4

NGA Human Resources is a global leader in helping
organizations transform their business-critical HR
operations to deliver more effective and efficient
people-critical services. We help our clients to become
better employers through smarter, more streamlined
business processes. What sets us apart is the NGA
Advantage. It's a combination of deep HR expertise
and insight, advanced technology platforms and
applications and a global portfolio of flexible service
delivery options.

The Niagara Institute's approach is leader-focused,
experiential, personal and practical. Our faculty is

an exceptionally strong group of experienced senior
professionals; they support leaders in leveraging their
strengths across a range of complex issues. The Niagara
Institute provides unique and challenging learning
experiences that facilitate the development of self
awareness and superior leadership skills. Products and
services include: public programs, in-house solutions,
executive coaching, applied research and advisory
services.

OBN works with corporate business partners including
insurance companies, banks and government entities.
We provide uniform security services, stationary

and mobile labour dispute management, executive
protection as well as investigative services both criminal
and civil, physical surveillance, WSIB, insurance,
undercover, background screening, CCTV and technical
counter measures. OBN customizes security and
investigative solutions to meet the unique requirements
of our partners both large and small. We want to partner
with you.

Organizational Solutions Inc. (OSI) is a top provider
of disability management, workers’ compensation
claims management and return to work programs

for all industries. Having OSl as a provider, at a price
your business can afford, means access to highly
experienced health care professionals and specialists
who take pride in best practices, consistently find the
right solutions to even the most difficult and complex
of cases and ensure incredible cost savings.

Canadian-owned Payworks is an emerging national
leader in the field of total workforce management
solutions. Since 2001, we have developed innovative
cloud-based payroll, human resources and time
management solutions that all share a single common
database. This means no interfaces, no double entry
and all systems update each other seamlessly and in
real-time. Visit us online to learn more.
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Seiden Health
365 Bloor St. E., Suite 1400
Toronto, ON M4W 314
Phone: (416) 362-8611
Toll-Free: (866) 362-8611
info@seidenhealth.com
www.seidenhealth.com

Seiden

= CONSULTING = DISABILITY MANAGEMENT = HEALTH & WELLNESS

|r
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SmarterU.com

449 Provencher Blvd.
Winnipeg, MB R2J 0B8
Phone: (204) 594-1341
Toll-Free: (855) 885-2469
marketing@neovation.com
www.smarteru.com

NN BN

g‘i}marteru.com

Learning Solutions

= EDUCATION / TRAINING = TRAINING & DEVELOPMENT
= TRAINING & ORGANIZATIONAL DEVELOPMENT

|r

StarGarden Corporation
300-3665 Kingsway

Vancouver, BC V5R 5W2

Phone: (604) 451-0500

Toll-Free: (800) 809-2880
info@stargarden.com
www.stargarden.com

StarGarderr”

|r
)

= PAYROLL/HR SOLUTIONS

Stitt Feld Handy Group
180 Duncan Mill Rd., 4th fl.
Toronto, ON M3B 176

Phone: (416) 307-0007

Toll-Free: (800) 318-9741
contact@adr.ca
www.sthgroup.com/ca

STITT
FELD
HANDY

e GROUP]

EXPECT
SUCCESS

= EDUCATION / TRAINING = TRAINING & DEVELOPMENT
= TRAINING & ORGANIZATIONAL DEVELOPMENT

r

Sun Life Financial
225 King St. W.

Toronto, ON M5V 3C5
Phone: (416) 408-7669
Toll-Free: (800) 387-2636
derrick.march@sunlife.com
www.sunlife.ca

Sun
Life Financial

= CAPITAL ACCUMULATION PLAN PROVIDER = PENSION PLAN GOVERNANCE

|r
)

Seiden Health is one of the largest physician owned/
operated Independent Medical Evaluation (IME)
providers in Canada. For more than three decades, our
team of medical experts have provided the highest-
quality independent assessments while providing an
unparalleled level of personalized service. Through our
network of highly qualified evaluators, we provide IME
services throughout North America to insurers, law firms
and employers, as well as disability management, return-
to-work coordination and accommodation reviews.

Improve productivity. Retain knowledge. Increase
profitability. SmarterU.com is an affordable knowledge
and learning management system (LMS) with built-

in course creation tools, and is SCORM compliant.
SmarterU LMS has a knowledge base and offers
training automation, plus instructional and graphic
design services as well as manage ILT sessions and is
multi-lingual. Want to learn more? Email
sales@smarteru.com to see how we solve training pain.

StarGarden’s HCM is the enterprise-wide answer for
trouble-free administration of your human resources
business processes and data. StarGarden offers a fully
integrated human resources, payroll, scheduling and
time and attendance solution designed to meet the
needs of structured, position-based organizations with
complex pay and benefit issues such as those found in
government, health and education.

The Stitt Feld Handy Group offers workshops across
Canada in Alternative Dispute Resolution, Negotiation
and Dealing With Difficult People. Workshops are
interactive and include coached role-plays. Customized
workshops are available. Graduates are awarded
University of Windsor Law School Certificates. We

offer online courses in Negotiation and Difficult
Conversations. Our courses have been approved for
CPD hours by the HRPA. Register and start earning an
Executive Certificate in Conflict Management.

Sun Life Financial is Canada’s leading provider of
Capital. Accumulation Plans — serving more than 4,500
clients and over 1 million plan members. We listen
carefully to what our clients say, gaining insights that
help us become better partners. Leading an industry
that millions of Canadians rely upon for their retirement
income is a profound responsibility. We acknowledge
that responsibility with respect, with confidence and
with passion. www.sunlife.ca

ey
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Sun Life Group Benefits
225 King St. W.

Toronto, ON M5V 3C5

) Phone: (403) 294-7358

Sun GroupBenefits 1| Free: (888) 798-4922

Life Financial
paul.boundy@sunlife.com
www.sunlife.ca/groupbenefits
= BENEFITS = DISABILITY MANAGEMENT = HEALTH & WELLNESS
Target 7 Outplacement
200-600 Bay St.
Toronto, ON M5G 1Mé
T ARGET .ﬂ Toll-Free: (888) 805-5724
e S info@target/outplacement.com
OUTPLACEMENT
www.target7outplacement.com

r

_

= CONSULTING — HR & BENEFITS = EXIT INTERVIEW / EXIT SURVEY
= OUTPLACEMENT

|r

The Compensation

Company
The 39 Strathmore Dr.
Compensation Markham, ON L3P 6J7
Phone: (905) 294-63%94
pallinson@hrcompensation.ca
www.hrcompensation.ca

Company

r

I

= COMPENSATION = CONSULTING = RECRUITMENT

The Hemera Group
39 Jarvis St.
Toronto, ON M5E 175
Phone: (416) 454-8963
@/ info@thehemeragroup.com
https://www.thehemeragroup.com

= CONSULTING = TRAINING & DEVELOPMENT

|P

The Williamson Group
225 King George Rd.
Brantford, ON N3R 7N7
Phone: (519) 756-9560
V\;lHliLIAMSON Toll-Free: (.8QO) 265-9973
GROUP cbaker@williamsongroup.com
www.williamsongroup.com

= BENEFITS = CONSULTING — HR & BENEFITS = DISABILITY MANAGEMENT

|T‘
)

UPPLIERS GUIDE 20144

Y

A market leader in group benefits, Sun Life Financial
serves more than 1 in 6 Canadians, in over 12,000
groups across Canada. Our core values — integrity,
service excellence, customer focus and building
value — are at the heart of who we are and how we
do business. We deliver an unrivalled plan member
experience and our HealthyRETURNS strategy helps
build healthier workplaces and manage disability
absences. Life's brighter under the sun!

Next Generation Virtual Outplacement Service. Kick-
start their transition with the best tools that will get
them job ready in only seven days! Global provider
of professional resume writing, resume distribution,
LinkedIn development, training and interview
coaching. Packages starting at $895 per employee.

Since 1989, The Compensation Company has provided
outsourced human resources consulting services,
specializing in compensation/total rewards and pay
equity, by designing and developing strategies,

plans, programs and services. Pat Allinson, principal

of The Compensation Company, provides services to
organizations within private, public and non-for-profit
sectors (both non-union and union). Pat has worked
with leadership teams and boards of directors to
effectively re-align HR programs.

The Hemera Group is a Canadian provider of
organizational talent development and advisory
services. We partner with organizations to design and
implement solutions that help boost their performance
and financial returns. Our talent development solutions
are created by Canadian Society of Training &
Development certified trainers. Our advisory services
are backed by award-winning business, marketing and
communication expertise.

The Williamson Group (TWG) is a benefits consulting and
financial services firm dedicated to ensuring that clients
achieve their business and individual goals. The TWG
experience is the difference between being listened to,
and being heard. Expertise and services offered include:
group benefits, corporate health and wellness, pension,
flex plans, global benefits, disability solutions, third party
administration and executive benefits.

Email Colleen Baker, director, Business Development at
cbaker@uwilliamsongroup.com for more information.

by
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Trent University Oshawa NEW Postgraduate Certificate in Human Resource /

55 Therimion Re Management. Develop new talent. Lead organizational
; change. Become a human resource management
si ; Oshaw'a ON L1J 51 professional. Graduating? Consider a career in the
T R\h/ N"—I‘ Phone: (705) 748-1011 ext. 7492 rewarding field of human resource management.

Toll-Free: (855) 698-7368 Working at the heart of business and the public

UNIVERS ' T Y businessadmin@trentu.ca sector, HR professionals build talented teams that
www.trentu.ca/hrmc lead great organizations. Trent University Oshawa is
A now accepting applications for this one-year intensive
= EDUCATION/TRAINING = TRAINING & DEVELOPMENT program that prepares you for a successful career.
« UNIVERSITY EDUCATION / TRAINING
TW Insurance Brokers We're TW Insurance Brokers, a nationally licensed, full
Offices in Waterloo. Edmonton service brokerage focused on providing group home
W ' and auto insurance solutions. Our carrier relationships

I

and Fort McMurray bl - "
enable us to provide a wide range of coverage at
To||—Fre§: (800) 272-5688 ext. 2609 preferred and discounted rates. We can provide
INSURANCE www.twinsurance.ca comprehensive coverage for all your employees’
insurance needs. Our passion lies in delivering
BROKERS products and services that go above and beyond
Passionate Service. expectations. Come see the difference real people can
make.

= GROUP HOME & AUTO INSURANCE

|P

Ven ngo Inc. Venngo's WorkPerks® program is Canada’s leading

155 Rexdale Blvd.. Suite 207 fully-managed employee discount and engagement
IVI Toronto. ON MQ\;V 578 program. With a growing list of discounts from 1,200-
- ! plus brand name and local merchants nationwide, your
N Venn a ’ Phone: (416) 240-1811 employees can easily save thousands each year on
Toll-Free: (866) 383-6646 everything from restaurants and electronics to shoes
0 workperks@venngo.com and travel all within a co-branded, bilingual website
www.venngo.com and mobile apps.To learn more about how Venngo
can cost-effectively enhance your employee benefits
= COMPENSATION BENEFITS N package, visit us at www.venngo.com.
= EMPLOYEE INCENTIVES & RECOGNITION AWARDS = HR SOFTWARE
WATMEC Limited A full service learning organization, we provide
550 Parkside Dr., B9 assessments, coaching, consulting, seminars and

speakers. With face-to-face, blended and online
Waterloo, ON N2L 5v4 programs in communications, coaching, conflict,
Phone: (519) 886-4740 customer service, HR, leadership, management,
Toll-Free: (800) 265-9726 project management, sales, time and personal
dale.wilcox@watmec.com development, we align your training needs to your
www.watmec.com business strategies. With our engaging facilitators, our
learning strategists and 40 years of experience, we are
here to help your organization.

= ASSESSMENT = SPEAKERS = TRAINING & DEVELOPMENT

Welcomehome Llfestyles Welcomehome Lifestyles is a premium concierge and

Xs< cHw
|T

37 Sandiford Dr.. Suite 404 errand service designed to relieve the stresses and

Stouffville ON L4A 7X4 burdens of everyday tasks. We offer a unique way

Phone: (905) 640-1555 to reward, attract and retain top talent by providing
WELCOMEHOME Toll—Frée: (877) 538-2569 solutions that save valuable employees time and

) energy, allowing them to concentrate on their

] chello@whlifestyles.com professional responsibilities. Your employees will be
Servicingrthe Dynamic Lilestyle www.whlifestyles.com less stressed, more focused and more productive.
Our customizable packages are tailored to meet your
organization’s needs.

= EMPLOYEE INCENTIVES & RECOGNITION AWARDS

|P
)
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Welcomehome Relocations Welcomehome Relocations is Canada’s largest

37 Sandiford Dr., Suite 404 destination services provider with a team of 130-

Stouffville. ON |,_4A 7X4 plus dedicated relocation specialists in over 50
\ h (9 : 40-1555 locations. As the leading service provider to the
WELCOMEHOME ioﬁrll?.e(e'?g;% 2_38 2569 business community, we provide our clients with

the personalized service they require to relocate
RE LOCATI O NS info@whrelocations.com employees and their familieg’. For over 15 years, our
Servicing the Dynamic Lilestyle www.whrelocations.com flexible and customizable packages have catered
to the most individual needs, ensuring that every
4_ transferee has a smooth and stress-free experience.

= CORPORATE MOVING SERVICES = RELOCATION SERVICES

_

1l; Currently we offer the Willis Home & Auto Insurance
Willis Canada program to thousands of employees and members of

\
\
\
\

145 King St. W. associations across Canada. If your company has 100
Toronto, ON M8Y 1H2 or more employees or members, you can offer them
Phone: (416) 646-8293 preferred group pricing through Willis Canada, a great
Toll-Free: (800) 268-8532 ext. 293 addition to your benefits package, helping you to
ian.mcmahon@willis.com attract and retain top talent or loyal members. There
www.willis.com are no fees, administrative work or payroll deductions
to arrange.
A
= BENEFITS = COMPENSATION = COMPENSATION BENEFITS
WorkForce Software is the leading provider of complete,
N WorkForce Software easy-to-use workforce managemgnfsolutions. Its i -
38705 7 Mile Rd. EmpCenter® suite enables strategic HR by automating
Livonia, M| 48152 and streamlining interactions between the employer and
Ty y _ : _ its workforce, enabling organizations to better manage
J Wopksorrwmi'.e LOfl(lj(gsslllfggeiZ?tv(\gfj.com payroll and processing costs, help ensure compliance
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labour analytics.
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. Workplace Medical Corp. helps organizations across
Workplace Medical COI’p. Canada, in both the public and private sector, reduce

130 WI|SOH St the cost and disruption of avoidable absences by
Hamilton, ON L8R 1E2 providing services and technology that support
Phone: (905) 526-9744 the entire absence management process. Our

@ Workplace Medical Corp.  Tol|-Free: (800) 263-9340 comprehensive range of services help to prevent
contact@workplacemedical.com employee absences in the first place, respond quickly
www.workplacemedical.com when workplace absenteeism does occur and then

help to return employees to work safely and efficiently.
Visit www.workplacemedical.com for more information.
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York University, Schulich Designs and delivers competency-based, customized

Executive Education Centre training programs aligned to key performance. An

222 Bav St Suite 500 action-based learning approach enhances individual
27 Sk, SUTE z performance and delivers ROI. A blend of academic

k Ernst & Young Tower rigour and practical expertise delivers performance
@ S, YORKu Toronto, ON M5K 1K2 in areas such as leadership, strategy, corporate
B Phone: (416) 360-8850 governance, coaching and mentoring, change
Toll-Free: (800) 667-9380 management, project management, supply chain and

logistics management, marketing, finance and sales.
Open enrollment programs also available in these
areas.

amiddleton@schulich.yorku.ca

www.seec.schulich.yorku.ca
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MOVE
WORK AND
RELATIONSHIPS FORWARD

By Darlene Chrissley, B.A., M.L.S., MCC and
Rick Russell, B.A., LL.B

ow do things get done in organizations?

If you think about it, work tends to move forward con-
versation by conversation. The quality determines what
happens next, and may have lasting consequences for the

relationship between the parties.

There are three conversation types that typically take place in
organizations:
» Conversations that blow off steam
» Conversations that blow up
» Conversations that go around in circles

However, there is a fourth alternative. Interest-based conversa-
tions (ICAs) move work and relationships forward together. The
ICA has a logical flow, creating a path of least resistance from issue
to intention; choice to commitment; and action to accountability.

Chonawin

Conversation
P

communications

THE ICA CONVERSATION

ICA is a mnemonic, based on the nine steps of the following path.

1. ISSUE: WHAT IS THE ISSUE?
The first step of the conversation is to frame the issue you're talk-
ing about. Frame too narrowly and you exclude possibilities. Too
broadly, and you lack focus. Inaccurately, and you end up solving
the wrong problem. Frame as blame and trust is broken before you
begin.

Powerful framing sets up a mutual problem statement, where
both parties share a common interest in resolving the issue.

Effective framing:

How can we manage our purchasing process to get the best pricing
and reduce time and effort?
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Ineffective framing:
How do we get your people to do what they need to in order to com-
ply with our purchasing process?

2. INSIGHT: WHAT'S IMPORTANT ABOUT THAT?

It's important that each party communicate their important needs,
wants, concerns and fears, and demonstrate that they are trying to
understand the problem from the other perspective as well.

Ask not only about results, but how the solution should be ar-
rived at and what the issue has come to represent for you. Listen
carefully to how each of you define respectfulness, legitimacy and
acceptance.

3. INTENTION: WHAT DO WE WANT TO ACCOMPLISH?
Explore what it is you each hope to achieve in this conversation.
Once each gains an appreciation of the others’ interests, you may
uncover new and innovative ways to get there.

4. CHOICE: WHAT ARE OUR CHOICES?

How do you each view your options? Sharing your thinking al-
lows you to reframe the situation based on this new information
and may even open new possibilities. It also gives the opportunity
to learn at an emotional/psychological level where the “good rea-
son” lies for the resistance we may be experiencing from the other.

5. CRITERIA: HOW WILL WE CHOOSE?

What are the relevant criteria by which the choices will be eval-
uated? Are your criteria all subjective (your interests)? Consider
whether objective criteria exists (organizational policy, statuto-
ry or industry standards) that ought to guide any decision, and
whether you are taking into account the interests of others in-
volved (their subjective criteria).

An effective problem-solver pays close attention to the criteria
that the other person finds persuasive.

6. COMMITMENT: WHAT ARE WE COMMITTED TO0?

Even when the attendees believe they have arrived at an under-
standing, very few people are rigorous in setting out what each has
agreed to do, how and when. You want to address any reservations
upfront and not leave the meeting with false hope that will later
cause resentment or distrust.

Ask,“On a scale of one to 10, how committed are you?” Anything
less than 10 is not a commitment. It is an opportunity to identify
the “yeah, buts” lurking under the surface waiting to torpedo your
agreement. Ask, “What are you willing to commit to?”

7. ACTION: WHAT WILL WE DO?

This is where the conversation moves from,“Well, we could do this
or we could do that,” toward the purposeful, “T will take this step
within this timeframe and I expect to find that you will have done
that”

Within organizations, we are inter-dependent. We rely on oth-
ers to help create the conditions that will allow both our plans to
succeed. Asking,“What help do you need?” invites your partner to
tell you how you can help them to help you.

8. ACCOUNTABILITY: HOW WILL WE TRACK
PROGRESS AND MEASURE RESULTS?
A good accountability structure gives both parties confidence that
what has been agreed will be enacted. It should include a timeline,
a process for tracking and reporting progress and the objective cri-
teria by which success will be evaluated.

A relationship that is accountable and has procedures that dem-
onstrate fairness is inherently stable and demonstrates to outside
stakeholders the value of the work.

EVEN WHEN THE ATTENDEES BELIEVE THEY
HAVE ARRIVED AT AN UNDERSTANDING,
VERY FEW PEOPLE ARE RIGOROUS IN SETTING
OUT WHAT EACH HAS AGREED TO DO, HOW

AND WHEN. YOU WANT TO ADDRESS ANY
RESERVATIONS UPFRONT AND NOT LEAVE
THE MEETING WITH FALSE HOPE THAT WILL
LATER CAUSE RESENTMENT OR DISTRUST.
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9. ACKNOWLEDGMENT:
WHOM DID WE HAVE TO BE
TO MAKE THIS HAPPEN?
Relationships are hard work. Too often,
the leverage we gain through relationships
goes unrecognized and unrewarded.
Noticing matters. When we are gen-
uinely seen and acknowledged, we
experience this in a visceral way. In notic-
ing one another’s strengths, and remarking
upon who we need to be together, we de-
velop the heart, the courage that allows us
to take risks together and to become great-
er than the sum of our parts.

SUCCESS FACTORS FOR
IMPLEMENTING ICA IN
ORGANIZATIONS

ICA has an excellent track record for
moving work and relationship forward
together. It shifts the thinking and ca-
pabilities of those who use it over time.
However, success is highly contingent on
the way it is implemented.

ICA should be introduced with a clear
purpose and measures for success. It
should be sponsored, modeled and re-
inforced by a respected leader. Training
should give equal attention to the frame-
work and the assumptions that underlie
it. Sufficient practice must be included to
achieve competence and confidence in its
use. W

Darlene Chrissley is an executive coach and
organizational development specialist.

Rick Russell is a conflict management profes-
sional who conducts workplace assessments
and remediation and offers a range of conflict
management services.
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IT'S IMPORTANT THAT EACH PARTY
COMMUNICATE THEIR IMPORTANT NEEDS,
WANTS, CONCERNS AND FEARS, AND
DEMONSTRATE THAT THEY ARE TRYING
TO UNDERSTAND THE PROBLEM FROM
THE OTHER PERSPECTIVE AS WELL.

Human rights
issues can pop
any time.

When they do, we can help.

We're one of Canada’s leading
employment and labour law
firms assisting employers
across Canada.

Our industry-leading human
rights expertise means you're
never alone or caught off-guard.

If it's about your workplace,
we're the only call you'll
need to make.

RANKED IN
CHAMBERS
GLOBAL
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LEADING
FIRM

LEXPERTRANKED

’SHERRARD KUZZuwr

< Employment & Labour Lawyers

Main 416.603.0700
24 Hour 416.420.0738
www.sherrardkuzz.com
¥ @sherrardkuzz
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HOW IMPORTANT IS SOCIAL
FEEDBACK TO HR DEPARTMENTS?

By Zut-Ying (Sue) Del Valle, CHRP

UNDERNEATH THE SURFACE

Every year, companies spend thousands of dollars on recruitment
strategies and programs aimed at attracting the best talent, reaching
passive candidates and broadening the employment brand recogni-
tion in the minds of potential candidates. After much research and
ever-lasting management meetings, the sales pitch is always the same
regardless of the industry — the employment value proposition, or in
the candidate’s mind, a story of how wonderful the company is and
the things the company is willing to do for them in return for their
service, Unfortunately, all of this information that we provide candi-
dates has been passed through the legal and marketing department,
edited and re-written several times and carefully reviewed by human
resources executives before it is made accessible to candidates.

The truth is that candidates are not ovetly interested in the well
printed documents; they want to go underneath the surface, and
hear what existing employees really have to say about the compa-
ny — they want the real story without the edits. The 2012 Edelman
Trust Barometer, which surveys more than 30,000 people, found
that “rank-and-file employees have more credibility than chief exec-
utives.” In fact, the report goes to show that there was a 75 per cent
increase from 2011 in the amount of respondents that trust social
media as a place where they might find information about a compa-
ny. This is the end of the “employment brand” as we know it, and the
beginning of a new reality.

THE BEST COURSE OF
ACTION THAT EXECUTIVES
CAN TAKE WHEN THEY FEEL
THAT THEIR EMPLOYMENT
BRAND IS BEING
MISREPRESENTED IS TO
SIMPLY ASK THEIR PEOPLE.

THE POWER OF A NEGATIVE REVIEW

We do it all the time when making an investment or purchasing
a product. We like the product, we've seen the commercials and
read the labels, but we want to see what others are saying first.
As part of our due diligence, we ask our friends, colleagues and
read the reviews before making our way to the store. And yet, af-
ter reading several consistent negative reviews, we feel hesitant to
buy the product or make the investment, thinking to ourselves,
“What if I end up having a bad experience, too?” or we quickly
decide not to buy. We simply do not feel that we're ready to take
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THE INTERNET HAS CHANGED THE
WAY THAT CANDIDATES OBTAIN
INFORMATION ABOUT THE COMPANY.

that risk, and so we base our decision on what others have to say,
and on their experiences.

A company’s employment brand is not much different than that
product. Candidates have seen the website, heard the pre-recorded
“testimonials” and followed you on social media, yet nothing speaks
to them more clearly than what current or former employees have
to say about the organization. The Internet has changed the way
that candidates obtain information about the company; websites
like Indeed.com, Glassdoor.com, Ratemyemployer.ca and social
networks (amongst others) allow current and former employees to
anonymously share their experiences and rate their companies as
an employer of choice. By simply searching the words ‘company re-
views” they find themselves in front of comments that will begin to
shape their perception before making a decision. It is true that not
all candidates will base their decision solely on the negative com-
ments (although some will), but if the work experience turns out to
be consistent with those comments, they too will become unwant-
ed advocates to your employment brand. The issue is not whether
your employment brand is being affected or not, but rather if those
reviews are a true representation of your culture. This would mean
that you do not just have a talent acquisition problem, but also a re-
tention and engagement problem.

COULD WE BE AFRAID OF THE TRUTH?

For many executives, the validity of social data is questionable and
viewed as inaccurate information, perhaps in fear that the feedback
received may be true. Executives opt to take a reactive approach to
the external feedback, and continue to build on their existing ef-
forts driving engagement. Unfortunately, without understanding
what is really affecting our culture, we often invest in the wrong
programs, and continue to head down in the wrong direction. It
is true that we have little control on what gets posted over the
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Internet, and organizations cannot be changing gears every time a
negative comment is posted, but embracing social data (rather than
running from it) and using the information to review our internal
processes and employment value proposition can be extremely ben-
eficial to the organization (both externally and internally). The best
course of action that executives can take when they feel that their
employment brand is being misrepresented is to simply ask their
people. This will (i) confirm if the external feedback is correlated
with internal sentiments; (ii) help determine if they are investing
in the right “people” programs; and (iii) provide an opportunity to
change direction before it becomes too late.

BEYOND THE PRETTY PICTURES

Companies are constantly on the lookout for the best talent (es-
pecially if they come from a competitor). They want the ‘engine”
of the organization to be driven by the most innovative, experi-
enced and motivated employees. In the same manner, people are
looking for the best company. They are interested in working for a
reputable organization where their service and experience will be
valued and supported. They will compare your organization to oth-
ers in the industry, review all the comments, compile their learnings
and make a final decision based on where they feel they will have
the most positive experience. As mentioned eatlier, candidates are
more interested in what is found beneath the surface, rather than
the pretty pictures and words displayed on your careers page. To
be successful, executives must pay attention to what is being said
about the company and take proactive measures to remain compet-
itive in the market. m

Zut-Ying (Sue) Del Valle, CHRP is a human development project co-
ordinator at Golder Associates, where she supports human resources
and talent acquisition leaders across the globe.
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X By Lisa Kopochinski

or decades, the traditional process of interviewing for a po-
sition has largely been structural and interrogative in nature.
The candidate sits opposite the interviewer (or panel of in-
terviewers) who generally fires off a list of questions while
writing notes. The candidate tries to sell themself as the best per-
son for the job in a meeting that can often take an hour or more.

Search Engine People (SEP) — a full-service digital market-
ing agency that provides inbound marketing services to more
than 1,000 clients worldwide
— opted to “buck the system”
and revolutionalize the hiring
process with a system it cre-
ated known as “speed group
interviews.”

“We were inundated with
resumes when we posted for
an entry-level or junior po-
sition,” said Allison McKay,
SEP’s director of human re-
sources. “The time it took to
review, phone screen and then

interview was not efficient nor
did it reflect our culture. We

took a step back and looked

Allison McKay, Director of
Human Resources, SEP

at ways we could make the process more efficient and decided on
a group interview format. From this brainstorming session, the
‘speed interview’ idea was born.”

The Pickering, Ont.-based firm (situated 30 minutes from
downtown Toronto) is in the midst of a massive hiring phase. The
company expects to grow from its current 100 employees to ap-
proximately 350 employees over the next five years.

McKay says the speed format is geared more towards entry level
or junior positions. Once initial candidates were eliminated — due
to spelling or grammatical errors on their resumes — the remaining
individuals essentially had the same background, education and
experience. For instance, all had graduated from university or col-
lege, had work experience in a retail or office environment and an
interest in marketing.

“We knew we could spend hours interviewing candidates
one on one, or we could meet five at one time and have more
than one opinion in our decision-making process,” said McKay.
“Our ultimate goal was to find the best candidate that met our
requirements.”

GETTING TO THE POINT QUICKLY

The speed interview process is unique in that it involves behav-
ioural interviewing techniques in a more efficient and succinct
manner. McKay says it is easy for a candidate to ramble on to

HRPATODAY.CA B MAY/JUNE 2014 R 55



innovation

./

“THE TIME IT TOOK TO REVIEW, PHONE SCREEN AND

THEN INTERVIEW WAS NOT EFFICIENT NOR DID IT
REFLECT OUR CULTURE. WE TOOK A STEP BACK A
LOOKED AT WAYS WE COULD MAKE THE PROCE
MORE EFFICIENT AND DECIDED ON
INTERVIEW FORMAT. FROM THIS BRAIN
SESSION, THE 'SPEED INTERVIEW' IDEA WAS B

— ALLISON MCKAY, DIRECTOR OF HUMAN RESOURCES, SEARCH ENGINE PEOPLE

INTERVIEW PROCESS
WHITTLES DOWN
CANDIDATES FAST
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explain their point, but in this format,
this is not possible. They would have run
out of time and not answered all of SEP’s
questions.

“The candidates needed to think quickly
and prioritize their answers,” she said.“We
also found that the candidates who were
really passionate and enthusiastic about
marketing were able to tell and demon-
strate this to us in a short period of time.
Additionally, the process provided the can-
didates with a better insight into the SEP
culture and what it is like to work here.”

One of those candidates was Laura
Blaker, whom SEP hired in October
2013 as an account coordinator. In her
role, Blaker supports numerous ac-
count managers, helps them meet their
project objectives, provides SEO rec-
ommendations and assists with content
development. She says she really enjoyed
the speed interview process and found the
atmosphere to be light and fun.

“It loosened everybody up,” she said.
“You forget it’s an interview when you're
flying from seat to seat. SEP had chosen
interviewers from different departments
and positions, offering a variety of per-
sonalities to speak with. I felt that the
process offered me a clean slate, because
with each new person came a new oppor-
tunity to speak about my strengths and
accomplishments.”

Blaker adds that speed interviews also
offer a chance at redemption for those can-
didates whose nerves may take over.

“It gives you the feeling that you real-
ly did give the best impression possible.
Honestly, it really threw the traditional
interview process out the window. Other
interviews I've attended involved sitting in
a room for an hour, incessantly speaking
to one person and wondering what they're
scribbling on their notepads. The speed
interview offered me the opportunity to
speak with a number of people on the fly —
a very refreshing approach.”

Laura Blaker, Account Coordinator,
SEP, who was hired through the speed
interview process in October 2013

Santhosh Kumar/Shutterstock



BENEFITS FOR ALL

Essentially, the speed interview consists
of mini interviews by five different inter-
viewers during a set time frame of eight
minutes each. Designed to augment the
traditional process, candidates are asked
questions that garner the best insight into
their skills.

“We asked questions to assess organiza-
tional skills, customer relationship skills,
problem solving and critical thinking and
working within a team,” said McKay. “We
did ask a few thought-provoking questions
to assess the candidates ability to think on
their feet. All of this was part of reaching
our goal to find the best qualified candi-
dates for our openings.’

SEP’s company culture is fast paced
and innovative. Because of this, the speed

“WE ALSO WANTED
OUR COLLABORATIVE
TEAM ENVIRONMENT

TO SHINE THROUGH

AND ENSURE THE

CANDIDATES WERE

A 'FIT" FOR THE ROLE,
COMPANY AND
OUR CULTURE.”

— ALLISON MCKAY, DIRECTOR
OF HUMAN RESOURCES,
SEARCH ENGINE PEOPLE

interview process encompasses these two
facets.

“In addition, we have a very strong col-
laborative team culture and having more
people involved in the process and deci-
sion-making supports this,” said McKay.

The benefits to the company from this
new hiring process have been swift and
immediate with efficiency topping the list.

“We are able to interview more can-
didates in the same amount of time and
gain other perspectives,” said McKay.“We
could determine which candidates could
prioritize, had critical thinking skills and
were able to adapt on the fly. We also want-
ed our collaborative team environment to
shine through and ensure the candidates

were a fit’ for the role, company and our
culture.”

At the conclusion of the speed inter-
view, the interviewers individually ranked
the candidates based on their respons-
es and SEP’s desired answers. Candidates
were evaluated one by one and given a

ranking. Interviewers must defend why
they ranked the candidate as they did.
“Surprisingly, each person ranked the
same top candidates,” said McKay. “We
then invited the top candidates back to

innovation

our office a few days later to meet with a
senior person on the team and the depart-
ment head in a more traditional interview
format.”

Feedback from interviewees on the
speed interview process has been very pos-
itive. For some, this was their first chance
to interview and, for others, they like that
they were not on the spot for a 45-minute
meeting with one person, but could share
their experience with a number of inter-
viewers in the same amount of time.

A Fine Selection

The Aird & Berlis LLP Labour
& Employment Group is a
perfect pairing to address your
labour and employment needs:
well-balanced, with the ideal
combination of depth, quality
and value.

We stand up well. For more
information on the full selection
of our exceptional offerings,
please contact:

Lorenzo Lisi
llisi@airdberlis.com
416.865.7722

Barbra Miller
bmiller@airdberlis.com
416.865.7775

AIRD & BERLIS 1ip

Barristers and Solicitors

Brookfield Place, 181 Bay Street
Suite 1800, Box 754
Toronto, ON M5J 2T9
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A speed group interview being conducted at SEP’s offices

“Most of the questions I received were scenario-based,” said
Blaker. “Anyone can ramble on about the skills and strengths they
possess — but can they prove it? I think scenario-based questions
get the candidate to dig a little deeper and draw from past experi-
ences, enabling the interviewer to gain insight on their work ethic.
At the end of each interview, I was also given the chance to say
anything I thought they needed to know about me and leave a last-
ing impression — this was amazing,”

Think back to the last time you had to work on several tasks at
once. Tell us how you kept track of the details so that things didn't

7 F |

get confused or “fall through the cracks?” (This shows organiza-
tional skills.)

Pretend for a second that you have never heard of SEP. Please
tell us what we do. (This question was used to measure the candi-
date’s interest and knowledge of the company.)

If other companies are going to adopt this, they should consid-
er if it's a process that fits with their culture,” said Allison McKay,
SEP’s director of human resources.“There is a lot of planning and
scheduling that happens behind the scenes, but the effort brings
great outcomes.” W

Canada’s largest
network of specialized job sites

1-888-562-9464 - info@jobs.ca - www.jobs.ca
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ORGANIZATIONAL CULTURE CHANGE
COMES FROM THE TOP DOWN

R professionals deal with myriad workplace issues on a regular basis, in-

cluding chronic absenteeism, poor performance, persistent employee

complaints, allegations of harassment or a “poisoned work environment.”

While no workplace is immune, more often than not these issues stem, at
least in part, from a weakness in the organization’s culture,

Just as a poor organizational culture can harm a business, a strong and healthy
one can yield great dividends. By minimizing workplace discontent, and enhanc-
ing positive employee relations, a strong organizational culture is almost certain to
increase employee retention and engagement and, ultimately, productivity.

Organizational culture is made up of its members’ shared values, beliefs and be-
haviours; it also guides individual decisions and actions at the unconscious level.
As a result, it can have a potent effect on a company’s well-being and success.

By Brian Wasyliw and Matthew Badrov
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workplace culture

HOW IS AN ORGANIZATION'S
CULTURE CREATED?

There is a common misconception that
an organization’s culture is defined by its
policies. While it is true that a workplace

policy can guide behaviour and impact

organizational culture, the much more
important impact is made by the orga-
nization’s leadership team. An effective
leader will engender employee trust and
engagement, whereas an ineffective lead-
er will almost always provoke the opposite
response.

WHAT MAKES A GREAT
LEADER?

The following is an interactive exercise
(originally created by Kenneth Blanchard)
we have conducted with clients seeking

ORGANIZATIONAL
CULTURE IS MADE UP OF
ITS MEMBERS’ SHARED

VALUES, BELIEFS AND
BEHAVIOURS; IT ALSO
GUIDES INDIVIDUAL
DECISIONS AND
ACTIONS AT THE
UNCONSCIOUS LEVEL.

to effect a change in their organization-
al culture. It illustrates the magnitude of
a leadership’s influence on organization-
al culture and highlights the qualities that
make a leader great.

Begin by writing down the name of the
best boss you have ever had. This is the per-
son for whom you most enjoyed working,

Now think about why you chose this
person. What makes this person the best
boss you ever had? Was she a good listener?
Did she care? Was she compassionate? Did
your best boss motivate and stand up for
you? Did she have a great sense of humour?

Next, think about how you felt about
your job when you were working for this
person. What impact did those feelings
have on your work performance and over-
all experience in the workplace?

Our guess is that you felt inspired, moti-
vated, excited, happy, challenged, engaged
or all of the above. You may have even en-
joyed going to work or felt like you were a
part of something special.

Now consider how each employee in
your current workplace would respond if
asked to participate in this exercise. How
many of them would write down the name
of a“boss” in your workplace? How many
would name you?

BEING THE BEST BOSS

The “best boss” exercise is powerful be-
cause it illustrates the impact of leadership
on workplace morale, but also the piv-
otal role leadership plays in creating an
organization’s culture. Your best boss
didn't achieve this honour because of the

Bplanet/Shutterstock




workplace

YOUR BEST BOSS DIDN'T ACHIEVE ‘ﬂrl

HONOUR BECAU

SE
BECAUSEOF

WITH FEEDBACK AND LISTENED TO YOUR ¢
_ IDEAS. IT WAS BECAUSE OF HOW SHE MADE YOU FEEL.

policies she implemented, but because of
the way she interacted with you, provid-
ed you with feedback and listened to your
concerns and ideas. It was because of how
she made you feel.

So, how can you and the rest of your lead-
ership team achieve the status of best boss?

While every workplace is different and
managerial styles vary, incorporating the
following practices into your organiza-
tion’s managerial approach will go a long
way toward helping you and your team be-
come the best bosses:

Build relationships: Demonstrate you
care about employees as individuals, not
merely commodities, by inquiring about
their families and remembering person-
al details they share with you. Instead of
asking, “How was your weekend,” which
generally leads to a one-word reply, start
a conversation by asking open-ended

. !

questions like, “What did you do over the
weekend?” You'll be surprised about how
much you can learn,

Be transparent: Communicate with
employees about decisions that affect
them and explain the reasons for those
decisions. They may still be upset about
a particular decision but their response
will almost certainly be more negative
if they feel the decision was made ar-
bitrarily or without any regard for its
impact on them.

Empower employees: Ask employees
for suggestions about how to resolve op-
erational problems, increase efficiencies
and respond to new market demands, etc.
Soliciting ideas from employees will not
only improve engagement by making em-
ployees feel part of the team, but invariably
will yield creative ideas based on the em-
ployees experience.

e
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workplace

Be receptive: Listen to concerns raised
by employees and, where you can, do your
best to address them. A concern may seem
trivial to you but it likely isn't to the em-
ployee who raised it. This doesnt mean
you must cater to an employee’s every re-
quest. However, a good manager sincerely
listens to employees and considers options
to address their concerns.

Be consistent and fair: Treat employ-
ees fairly. Nothing builds resentment like
disciplining one employee for arriving five

WE HAVE A
TENDENCY TO
POINT OUT HOW
EMPOYEEES CAN
IMPROVE, AND
SOMETIMES
FORGET TO
ACKNOWLEDGE
WHAT THEY ARE
DOING WELL.

minutes late for a shift while giving anoth-
er employee a ten-minute grace period.
While it can be difficult to separate per-
sonal feelings from management decisions,
it is critical to do so.

Address issues promptly: The annu-
al (or semi-annual) performance review
should not be the first time an employ-
ee learns about an ongoing performance
issue. While conversations about perfor-
mance can be awkward and unpleasant,
nothing undermines trust like failing to
raise serious and ongoing concerns until
the employee’s formal performance review.

Recognize achievements: Celebrate suc-
cesses! We have a tendency to point out
how employees can improve, and some-
times forget to acknowledge what they are

doing well.
COMMIT TO CHANGE

Creating a strong and healthy organiza-
tional culture is a laudable goal and when
achieved, is almost certain to benefit the
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organization. However, changing an or-
ganization’s culture is not easy, nor will it
happen overnight. Meaningful and sus-
tained change for the better requires
commitment, unequivocal buy-in and
modeling of good behaviour from the
leadership team.

In today’s competitive market, it can
be difficult to complete even the most
essential operational tasks, let alone nur-
ture organizational culture. However, if
you and your management team commit

yourselves to effect positive organizational
change your business and employees will
thank you. m

Brian Wasyliw and Matthew Badrov are
lawyers with Sherrard Kuzz LLE one of
Canada’s leading employment and labour
law firms representing the interests of man-
agement. To learn more and/or for assistance
enbancing employee engagement in your
workplace, contact 416-603-0700 (main) or
visit www.sherrardkuzz.com.
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perks nationwide. online and in your pocket.

WorkPerks® is Canada’s largest

employee discount program.

Give your employees instant access to a growing list of 3
over 1,200 perks for restaurants, brand name stores, L—
local shops, tickets, tfravel and more — redeemable

at over 6,000 locations nationwide,

Let us show you why
many of Canada’s top
employers are using
WorkPerks® to unigquely
enhance their overall
benefits package

and help employees
and their families save
money every day.
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THE NEW WAY TO CONNECT MENTORS AND PROTEGES e

By Alyson Nyiri, CHRP

&)

2)

training

2
2 @

n the dating world, finding a compat-
ible mate can be hit or miss. There
are plenty of websites boasting their
method results in better matches and
possibly true love. For those looking to

~ find an ideal mentor, however, true love

isn't the goal but a better match certain-
ly is. MentorCity is an online mentoring
matching solution, connecting people to
meaningful mentoring relationships.

MENTORCITY'S EARLY
BEGINNINGS

Shawn Mintz is the creator and presi-
dent of MentorCity. Before launching
MentorCity in 2011, he spent 13 years
in the career and employment services
sector. As the senior manager of market-
ing and communications for ACCESS

Shawn Mintz, Creator
and President, MentorCity
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“THROUGHOUT YOUR
LIFE AND CAREER,
THERE ARE TIMES
WHEN YOU CAN
BENEFIT FROM THE
ADVICE, GUIDANCE
AND SUPPORT OF A
MENTOR. THERE ARE
ALSO TIMES WHEN
YOU CAN SHARE
YOUR EXPERTISE
AND EXPERIENCES
TO GUIDE MENTEES
IN THE RIGHT
DIRECTION.”

—SHAWN MINTZ, CREATOR AND
PRESIDENT, MENTORCITY

\
AN
\

Employment in Toronto, he worked with
new Canadians to link them to employ-
ers, During his tenure at ACCESS, he was
impressed by the energy and excitement
generated by mentee and mentor conver-
sations and became inspired about the
many possibilities of mentoring.

“Throughout your life and career, there
are times when you can benefit from the
advice, guidance and support of a mentor,”
said Mintz.“There are also times when you
can share your expertise and experienc-
es to guide mentees in the right direction.
MentorCity creates a mentoring commu-
nity that enables you to engage in a series
of give-and-take relationships.”

SIMPLE AND
STRAIGHTFORWARD

For both mentees and mentors, the
mentorship program is easy and straight-
forward; simply create a profile in the
automated profile builder. A user’s
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LinkedIn profile can be uploaded to the
system. The criteria are the same as for
LinkedIn: industry, job function, experi-
ence, gender, location and language. Soft
skills are matched using algorithms in the
background and are not displayed to po-
tential mentors or mentees.

Once complete, the system provides
a list of possible matches based on the
criteria entered in the profile, giving a
compatibility rating with potential men-
tors. Mentees can send a request directly
if the self-serve option is available or have
the administrator make the match. An ini-
tial conversation and evaluation is set up
where both parties determine the type of
relationship they want.

The program eases the administrative
burden by automating initial meetings,
progress updates and evaluations with
data easily exported into Excel. The re-
porting features of the platform are simple
and customizable, allowing administrators
to pull data they want from information
uploaded on training or recognition and
incentives, for example. An administra-
tor dashboard tracks the number of hours

completed, the status of the relationship

and the number of searches and invita-
tions sent out by users.

HOW IS MENTORING BEING
REVOLUTIONIZED?

MentorCity can be used across the entire
organization, regardless of geographical
location, for member engagement, suc-
cession planning, leadership development
and diversity and inclusion strategies. An
organization can develop and use its own
training tools or speaker series, better uti-
lizing in-house expertise.
“MentorCity ~ was
September 2013 to our global employee

launched in

base; re-affirming our value proposition
to provide meaningful and impactful
development, tailored to meet each em-
ployees individual needs,” said Rebecca
Nemaric, senior director of Global Talent
Management, Development and Strategic
Acquisition at Celestica, one of the pro-
gram’s largest clients, having successfully
implemented the platform across the en-
tire global organization of over 30,000.
“The MentorCity rollout was synchro-
nized across the company to capitalize
on cross business and cross geographical

knowledge sharing and enterprise-wide
collaboration.”

For Celestica, choosing MentorCity
complemented their existing mentoring
strategy.

“Mentoring has always been a key part
of Celestica’s talent strategy and critical
for the development of our employees.
Given the global nature of our business,
MentorCity is an integral component to
rounding out our well established mentor-
ing program — providing the flexibility to
match our employees across the 13 coun-
tries in which we operate,” said Nemaric.

Employees can seek their own mentors
through a structured and guided com-
munications process that matches people
based on mentor strengths and mentee de-
velopment needs.

BENEFITS FOR HR
PROFESSIONALS

The Human Resources Professionals
Association (HRPA) decided to standard-
ize the MentorCity platform in the fall of
2013, making it available to all 28 chapters
across Ontario. The previous mentoring
platform, Mentor Scout, will be phased
out by August 2014, HRPA, in its 2010
annual member survey, discovered that
soft skills were a common concern among
its membership. With the introduction of
Mentor Scout, and now MentorCity, the
number of HRPA members enrolled in
chapter-based mentoring programs has
increased from less than 300 in 2011 to
over 1,400 by the end of 2013, according
to Chris Larsen, HRPA vice president of
Marketing, Membership & Professional
Development.

HRPA members also expressed a need
for help advancing their careers, and access
to senior professionals with experience and
skills to offer is crucial for a junior HR pro-
fessional. Mentors, Larsen says, can help
junior professionals accelerate their “pro-
motability” and get the necessary experience
faster. Mentees can search for mentors spe-
cializing in their own areas of practice, such
as health and safety, recruitment, com-
pensation or training and development,
allowing mentees access to members who
can help advance their careers.

“Mentorship is a way to stay passionate
about the amazing work you're doing with
your company,” said Mintz. m



technology

Keeping Up with the
Joneses in the HR Tech

WHAT'S BEST FOR
YOUR ORGANIZATION?

By Raj Sheth

ecruiters and HR professionals alike find
that their technology quickly becomes
outdated. According to a research report
published by Bersin eatlier this year, about
57 per cent of companies are planning to make a
big HR software purchase in the next year and a
half, but the already booming HR technology in-
dustry is only going to get bigger — and for good
reason.

The recent developments in HR tech proved
extremely efficient and cost-effective. As tech-
nology improves, the standards in HR change,

and yet, the average HR management system

(HRMS) in large companies is over five years old

(according to the same research report by Bersin).

When considering all that occurred in HR technol-

ogy in the last five years, it's easy to see why everyone

feels ready for an upgrade. This HR technology boom

makes it difficult to keep up with the others in the HR tech

arms race, especially when the pressure to upgrade gets tougher
with every new technology.

THE BUDGET CRISIS

Of course, the matter of new technology in any department often
comes back to budget issues. Pricing and cost can be a roadblock;
whether an organization feels stuck with outdated or subpar
software or if it simply wants to implement some type of HR tech-
nology, budget becomes a cause for concern.

Approaching management for anything new seems intimidat-
ing, and the word “software” instantly evokes the image of dollar
signs. Budgets always err to the tight side, but budgets get imple-
mented for future use. When it comes to HR technology, a budget
may or may not work, but if management remains unaware of
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issues or restrictions, nothing happens. If the funding cannot oc-
cur, planting the seed of the need may help future efforts.

WORKING WITH WHAT AN ORGANIZATION HAS

Some companies feel dissatisfied with software that may only be
a few years old. Regardless of budget, certain improvements can
take place. By working with the current software provider and the
internal team, an organization may find surprising opportunities.
A few steps to get the process going:

Gather information from the internal team and find out exactly
what they feel is missing or could improve in the current software

See if technical support can help with these issues. The provid-
er knows the system best, and asking cannot hurt.

Find out if the software can tailor to the team’s needs and seek
instruction on how to do this

Discover costs associated with upgrades and updates and decide
if the cost justifies the benefits

SLOW AND STEADY CAN WIN THIS RACE

Opverall, new software might not fit in the budget immediately,
so it's important to understand what the team actually needs and
where current systems can improve or get tweaked. With the cur-
rent rate at which HR technologies advance, the sense of urgency
to keep up certainly puts pressure on organizations. Since repeat-
ed updating can get costly and frequently training a team about

WHEN IT COMES TO HR
TECHNOLOGY, A BUDGET
MAY OR MAY NOT WORK

BUT IF MANAGEMENT
REMAINS UNAWARE OF
ISSUES OR RESTRICTIONS,
NOTHING HAPPENS.

new systems may slow down production and efficiency, learning
when to change or when to work with the current system remains
key. Choose timing and technology wisely by using current sys-
tems optimally and making informed decisions. The HR tech
arms race remains a contest to find what works best for each in-
dividual organization — not a battle to the upgraded finish line. m

Raj Sheth is the co-founder of Recruiterbox, an online recruitment
software and applicant tracking system designed especially for grow-
ing companies.
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INSPIRE - IMAGINE - CREATE
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info@creativeclubcorp.com
647.342.4812
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CFA Society Toronto's employment posting service
gives you access to aver 8,000 investment professionals.
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SUCCESSFUL
BUSINESSES
KNOW

PROSPERITY

STARTS WITH
A PRO.

Canada’s more than 185,000 top accounting professionals
are coming together to form a new designation:
CPA - Chartered Professional Accountant.

As a united profession, with an internationally recognized and respected accounting
credential, Chartered Professional Accountants advance Canadian business interests
in an increasingly competitive global environment.

°° : CHARTERED
I A PROFESSIONAL
CPApro.ca c ACCOUNTANTS




Professional Development /T PAYS TO KNOW

Mark your calendar for

payroll education!

Ensure compliance and reduce the risk of audits and

With more than 190 federal penalties with help from Professional Development
and provincial regulations seminars from Canadian Payroll Association (CPA).
and changes each year, CPA offers seminars for all levels from beginner to advanced. On
staying payroll compliant a variety of topics covering Learning Payroll, Taxable Benefits,

Employment Standards, Pensions and more. Check our calendar for

is one of the biggest a seminar in your area.

challenges employers face. Learn more at payroll.ca.

Call 416-487-3380 ext 118 or 1-800-387-4693 ext 118.

ISiEWA eI Stay Compliant Become a CPA member and get preferred rates on seminars.

THE CANADIAN LASSOCIATION
PAYROLL

CANADIENNE

ASSOCIATION DE LA PAIE

HR ETHICS COORDINATOR
Qualification

-HRPA-CPD Recertification-

“Secure Corporate Culture - Safeguard Operating Margins”

Learn how to:

e Promote ethical Corporate Social Responsibility (CSR)

e Recognize, pre-empt and mitigate ethical risk factors ¥ C NTI

e Build a structured, union-friendly and reprisal-free Commissionaires
ethics community National Training Institute

Respond to ethical issues and challenges in the workplace
Apply ethical decision-making modelling techniques
e Enhance your ethics case study facilitation skills

Course dates: Kingston “A comprehensive and invaluable program,

March 19-20 August 13-14 providing the requisite tools every HR p(ofeSS/ona/

April 16-17 September 17-18 needs to address tocz’fay’s ethical issues in a morally
June 18-19 November 12-13 g
July 16-17 December 10-11 13 CPD Hours - CHRP/HRPA Recertification Credit

1-877-346-0363 www.thecommissionaires.com accountant@thecommissionaires.com
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o What You Are; Who Are You Meant to Be?; Do What
You Love and the Money Will Follow.

You've heard the titles and perhaps secretly worked
through the books just to make sure HR was really for
you. In large part, these career investigations happen on our own
time and most likely rely on online information and colleagues’ or
family members’ recommendations. The business of finding what
we really want to do is largely left up to us and not typically to
one’s employer. In an online survey on public perceptions about ca-
reer development and the workplace, about half of Canadians have

only some idea of what they need to do to advance their careers.
Career counselling — or vocational guidance, as it is also known
— began around 1880 as industrialization, urbanization and im-
migration shifted the Canadian landscape from a largely agrarian
to increasingly urban society. The rise of factories brought new

Career Development
| BRIDGING THE DISCIPLINES

By Alyson Nyiri, CHRP

Sc
T
{7

systems of production. Specialized machines required workers to

have specific skills and employers began demanding those skills.
As specialization and overcrowding rose, so did labour abuses and
poverty. Educators and social activists developed programs to help
individuals learn the skills needed to fit into the new workforce by
analyzing the job and matching the individual.

NATURAL COLLABORATORS

Today, career development is no longer simply job matching. The
world of work is rapidly changing, with jobs becoming increasingly
complex, demanding specific skills while at the same time forcing
individuals to adapt rapidly and effectively in order to remain in
the workforce.

Rob Straby, professor and curriculum developer in the Career
Development Practitioner Program at Conestoga College for 19
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years, says there are many direct benefits to the organization when
a career development program for employees is implemented.
According to Straby, career development has the ability to help an
organization know what type of talents currently exist, and what
needs to be developed to have the resources available for future
initiatives.

When career development practitioners work with individuals,
says Straby, they teach people how to examine their skills, inter-
ests, values and attitudes, and use this knowledge to plan their
work, education and life choices across their lifespan. Individuals
learn how to constantly re-invent and re-package themselves in ot-
der to secure jobs in the progressively complex world of work.

Effective career counselling takes into account the realities of
the workplace. For this reason, career developers and HR profes-
sionals are natural collaborators. Career counselling can further
complement HR’s recruitment, retention, development, engage-
ment and outplacement strategies by:

» Helping individuals anticipate and train for the jobs open now
and in the future;

m Structure their resumes and interview skills to better suit what
recruiters are looking for; and

m Learn the soft skills necessary to perform in an increasingly
team-oriented and complex work environment.
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EDUCATORS AND SOCIAL ACTIVISTS
DEVELOPED PROGRAMS TO HELP
INDIVIDUALS LEARN THE SKILLS

NEEDED TO FIT INTO THE NEW
WORKFORCE BY ANALYZING THE JOB
AND MATCHING THE INDIVIDUAL.

PULLING THE DISCIPLINES TOGETHER

Both disciplines are interested in employee development and en-
gagement. Dr. Deirdre Pickerell, Ph.D., CHRP of Life Strategies
in B.C. has 21 years of experience as a career development spe-
cialist and human resources professional. Pickerell says that HR
can help the “broader employee population” to see a future within
the company by helping individual employees see who they are in
terms of their skills, interests, values and personal style, and how
those relate to what the organization has to offer.

For many individuals in the workplace, this opportunity may
come during their performance review with the opportunity to ex-
press their career aspirations and develop a career path with their
manager. These conversations can be an excellent place to delve
deeper into the employee’s skills, interests, motivations and pet-
sonal style. HR specialists, who add career management principles
to their practices, can help facilitate these discussions by coaching
managers on how to help employees explore, plan and execute ca-
reer development strategies within the company.

Pickerell advises that integrating career development practic-
es into employee development can also help employees who are
disengaged and unlikely to be considered for promotion, sec-
ondment or special projects. HR pros know people who are just
“coasting” at work; they are bored, underutilized, disengaged
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and might even be causing problems. In this case, a career de-
velopment conversation would focus on the employee’s preferred
future, motivated skills, passions, desires and explore specific oc-
cupational choices within the company. More importantly, it is
the opportunity for the employee to take ownership for their lev-
el of engagement.

HR can add supportive modalities to existing career path or
succession programs by:

» Documenting common interests, motivations and skills of
individuals in particular positions;

» Identifying individuals who made significant and deliberate
moves from one position to another; and

» Connecting individuals to others in the organization who have
successfully moved into new positions.

Many HR professionals already have the basic building blocks
for career development discussions. In their day-to-day roles, many
offer counselling to employees on issues ranging from work-life
balance, child or elder care, compassionate leave, return-to-work
and performance development. Career development offers similar
assistance to individuals, so both disciplines borrow heavily from
a wide range of related disciplines such as counselling and thera-
py; adult education; ministry and spirituality; and economic and
labour force development. m

careers

WHERE TO LEARN MORE ABOUT CAREER
DEVELOPMENT

For HR professionals interested in taking courses on career development,

the Directory of Career Development Education Programs in Canada can
be found at www.ceric.ca/documents/CDEP_Directory.pdf.

To learn more about the Canadian Standards & Guidelines for
Career Development Practitioners, visit http://career-dev-guidelines.org.

Professional Master of

Industrial Relations

SCHOOL OF POLICY STUDIES

¥

A part-time graduate degree program
for professionals in Labour Relations,
Human Resources Management and

Organizational Development

(613) 533-6000 x79029

www.queensu.ca/sps
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INTERVIEW

with an HR Hero:

LES%KENS

By Lisa Gordon

his is Les Dakens’ second attempt

at retirement. In 2008, at age 53,

he retired from his job as senior

vice-president, People at CN Rail.
For the next three years, he kept busy
working as a human resources executive
coach and a writer, authoring a business
book in 2008 and again in 2009.

But Dakens couldn't resist the opportu-
nity when Michael McCain, president and
CEO of Maple Leaf Foods, offered him a
three-year assignment as chief HR officer.
His mission at the international packaged-
food conglomerate was two-fold: provide
HR support during a major business
transformation; and, find and train his
successor before he left. For Dakens, it
was like getting a second chance to go back
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and tick some things off his professional
“to do” list.

His contract with Maple Leaf Foods
ended last December, but HR Professional
caught up with Dakens in Florida, where
he was happily re-embarking upon re-
tirement, He reflected on some of the key
lessons learned during his 39-year career,
talked about HR's role as “people experts,”
and discussed how second chances are of-
ten good opportunities to improve your
professional game.

I didn't actually plan a career in HR;
I graduated from Sheridan College with a
marketing degree. Carolyn Walda, one of




interview

The one that stands out is when I was 14, and I lived in Elliott Lake, Ont. I got interested in music and
decided to bring in bands from Toronto. I'd sell tickets to the concert and brought in three or four different bands.
It was fun to do. I didn't actually tell my parents until the first band arrived. I had decided I wouldn't put them in a
hotel; they'd stay at my house!

Like many Canadians, I wanted to be a hockey player. I was tall prior to age 12; but by age
16, everyone else grew taller and I became the smallest — and that was the end of my career.

I've had great bosses. At CN, Hunter Harrison was the toughest guy with high expecta-
tions, but I learned a lot about the business from him. More importantly, he absolutely had the people mindset in
terms of development. He gave me everything I needed and more.

The person who has been my biggest supporter and inspired me the most is my
wife, Mary Jane. She was always supportive; she was a psychologist and she always gave me great advice through-
out my career. Now, it’s a different kind of advice, but it’s still inspirational.

I'm an introvert by nature and never wanted to be the centre of attention.

The best advice I ever got was that at the end of the day, results always speak for themselves. So produce the

results, and let others recognize your effort. You don't have to over-promote yourself.
My favourite band is Bon Jovi, so I guess rock music is my favourite.
Command Authority by Tom Clancy with Mark Greaney.
Playing golf and tennis, and spending time with my wife and

Photo by Oliver Le Moal

our dog, a golden retriever named Cassie.
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interview

my instructors at Sheridan, was the HR
director at Nortel. She had me interview
for two jobs, one in marketing and a sec-
ond role in the personnel department. She
didn’t have to encourage me to go into
HR, but she saw something in me.

HRP: Describe your last job.

LD: As CHRO at Maple Leaf Foods, my
areas of responsibility included everything
from hiring to retiring, We were involved
in performance management, leadership
benefits,
training, promotions, succession planning,

development, compensation,
labour relations — everything to do with
the 20,000 people in the organization.

HRP: What did you like

about your job?

LD: I liked that it offered total account-
ability for the HR function, working very
closely with the CEO and the manage-
ment team, as well as the board. I never
expected to go back to work full-time, and
it actually reinvigorated me to try to do
things in a way that was faster than ever

before. It was like a second chance at doing

something as fast and as effectively as pos-
sible. I only had three years to complete
the mission.

HRP: What were some of the
challenges of your job?

LD: Part of the restructuring plan in-
volved closing factories. There were
multiple plant closures to announce and
complete. From a human perspective, that
was the most difficult challenge. But I do
think Maple Leaf Foods does it well. As an
example, the company tends to give a long
notice for a plant closure — up to three
years, where some companies do it in six
months or less.

HRP: What's the key to leading
HR during a difficult time
for a client organization?

LD: Make sure you have a people strategy
for the HR function, so that everyone in
the department understands your people
strategy and how it supports the business
strategy. The two must be linked. Second,
you can't over-communicate your progress
to the organization. Third, reward and

recognize your people. You actually have
to be more visible in the difficult times.

HRP: What skills are important
for success in HR?

LD: You must have good business acumen
— in other words, you must understand
the business you're in and how it makes
money. In HR, the biggest skill is the abil-
ity to attract, develop and lead people. You
must have the ability to recognize and as-
sess talent, and be able to coach people to
become better leaders.

HRP: What tips do you have for new
grads or those in entry-level HR jobs
who want to move up the ladder?

LD: Here’s an example from Maple Leaf
Foods: in 2012, we hired a university grad
with a master’s in human resources and la-
bour relations, and put her in a three-year
training program. She worked the first
year in production, then the next year as a
sales rep and in the third year, we plan to
introduce her to HR. If a person can un-
derstand how products are made and sold,
they will have so much more credibility in

CEEP AHEAD
OF THE CURVE

More than ever, the world needs high-performing

leaders who are ready to face increasing complexity and
change, while keeping their organizations ahead of the
curve. At The Banff Centre, we inspire leaders to make
a meaningful difference for their organizations, their
communities — and themselves.

Learn more about

our 2014 programs
1.800.590.9799
Banffcentre.ca/leadership
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The Banff Centre

inspiring creativity
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THE EXPERTISE
WE BRING TO THE
PARTY IS THAT WE
ARE CONSIDERED
PEOPLE EXPERTS.

the HR function. They will speak the lan-
guage. So take advantage of any and all
training opportunities. You will set your-
self up for success in your future career.

HRP: What's the future of HR?

LD: Going forward, since a lot of the
HR functions of the past have been out-
sourced, we need to determine the value
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that an internal HR department can pro-
vide. The expertise we bring to the party
is that we are considered people experts.
We can advise, coach and assess tal-
ent, and should be involved when hiring,
developing, promoting and improving de-
partmental performance. Its not about
being the administrative expert; it's about
being the people expert.

interview

HRP: Describe the focus of your
third and most recent book, The Real
Deal on People: Straight Talk on How
the CHRO Creates Business Value.

LD: The book delivers advice and useful
tips for current CHROs, and for those
who want to get to the C-suite one day.
It's also targeted at CEOs to help them
understand the role of the CHRO and
how to leverage that position in their or-
ganization. Finally, it's directed at board
members who are on HR committees and
want to learn how to leverage HR better.

HRP: What's the key to a
satisfying retirement?

LD: I failed at retirement once. The differ-
ence for me this time is that with Maple
Leaf Foods, I got to do the things I nev-
er thought Id do. When you're retired,
staying engaged in your profession — in
whatever form that takes — is important.
So I'll coach executives on a part-time
basis, and I'm on several boards and give
back where I can. But this time around, I
also want to become a better husband, golf
and tennis player! m

Accessibility
training at your

fingertips 2

www.AccessForward.ca

Free Accessibility Training Resources

Curriculum Services Canada, in partnership with the Accessibility Directorate of Ontario, offers a
range of free resources to help your organization train staff on the province's accessibility laws.
The resources, available in English and French, include online training modules, videos, an
implementer’s guide to the training requirement of the law, and much more.

Check them out at: www.AccessForward.ca

An EnAbling Change Project with the Government of Ontario

Vers I'accessibilité

AccessForward
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The Osgoode Certificate in

Workplace Restoration

May 13 - 15 & June 12 - 13, 2014
Osgoode Professional Development - Downtown Toronto

In five valuable one-day modules, experienced professionals and leaders in workplace
restoration will provide an in-depth analysis of the workplace restoration process and
reinforce best practices.

Modules 1- 3 (May 13 - 15, 2014)
The Workplace Restoration Process

Modules 4 - 5 (June 12 & 13, 2014)
Workplace Restoration in Action & Managing Complex and Ethical Issues

Program Directors

Elana H. Fleischmann, LL.B., LL.M. (ADR)
Rhonda L. Smith, B.Com. (Hons.), LL.B., LL.M. (ADR)

Guest Speakers

Sarah Atkinson, LL.B., LL.M., Lawyer-Workplace Investigator, Mediator

Gary M. Caplan, McCaque Borlack LLP

L. Leslie Dizgun, Himelfarb Proszanski LLP

Donna Hardaker, CPC, Workplace Mental Health Consultant, Hardaker Consulting
Pamela Hudak, Ph.D., BSc., PT., Q. Med., Principal Mediator, The ADR Practice
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To Register: www.osgoodepd.ca; Or Call: 416.597.9724 or 1.888.923.3394
Or E-mail: opd-registration@osgoode.yorku.ca

Osgoode Professional Development, 1 Dundas Street West, Suite 2600, Toronto
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OSGOODE HALL LAW SCHOOL
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By Alyson Nyiri, CHRP
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WHAT GREAT BRANDS
DO: SEVEN BRAND
BUILDING PRINCIPLES
THAT SEPARATE THE
BEST FROM THE REST

Denise Lee Yohn
Jossey-Bass, 2014

When change is needed, man-
looks

to making over the compa-

agement sometimes
ny’s message and logo. But
for real change to occur, man-
agement needs to strengthen
its culture, which more effec-
tively shapes how employees
turn brand into breakthrough
customer experiences. Yohn's
brand-as-business approach is
the systematic management of
the business around the brand
with case studies and practical
tools to help business leaders
implement the process.

HOW TO DELIVER A

TEDwk

Secrets of the World's
Meast Inspiring Presentations

T il
JEHEM IEY DONOVAN
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HOW TO DELIVER A
TED TALK: SECRETS
OF THE WORLD'S
MOST INSPIRING
PRESENTATIONS
Jeremey Donovan
McGraw-Hill, 2014

For anyone with a secret de-
sire to deliver a TED talk, this
engaging book provides hu-
mourous and practical tips on
how to create your persona
and determine what your pri-
mary objective is: to educate,
entertain or inspire. Filled
with tips on how to build your
content, craft your delivery
and produce compelling doc-
uments, Donovan outlines in
detail all of the steps need-
ed to give an unforgettable
presentation.

Practice
(anady

Career
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CAREER
DEVELOPMENT
PRACTICE IN CANADA:
PERSPECTIVES,
PRINCIPLES, AND
PROFESSIONALISM

Eds. Blythe Shepard and Priya Mani
CERIC Canadian Education and
Research Institute for Counselling,
2014

This new publication repre-
sents the first textbook on
Canadian career development
practices. As the field contin-
ues to grow, there is interest
in moving the profession to a
regulated approach similar to
HR. Topics include the evolu-
tion of the field, best practices,
community economic devel-
opment, diversity and social
justice and professional ethics;
it is a solid overview for HR
professionals interested in in-
tegrating career development
into their practices.

Handbook of
Work—Life I

HANDBOOK

OF WORK-LIFE
INTEGRATION AMONG
PROFESSIONALS:
CHALLENGES AND
OPPORTUNITIES

Eds. Debra Major and Ronald
Burke

Edward Elgar, 2013

Positive psychology has
strongly influenced the
practice of leadership.
Creating the Asset-Based
Thinking (ABT) advantage,
Cramer prompts leaders to
focus on what is working and
what strengths already exist.
While this concept is not new,
the strategies and practical
advice offered here go along
way to help leaders implement

ABT.

Talking Point
Brand-as-business encourages
the use of the brand’s values to
inform and influence employee
recruiting, training, develop-
ment and compensation and
reward programs. How can
brand be infused into these
processes?

Talking Point

In the afterword, Simon Sinek
writes that the most impor-
tant lesson in giving a TED
talk is showing up. “Showing
up to give can make the dif-
ference between a brilliant
and authentic speaker versus
someone who is not.”

Talking Point

A recent study commissioned
by CERIC on career develop-
ment in the workforce states
that seven in 10 executives (71
per cent) agree that employers
have a responsibility to provide
career management programs
for the their staff. How can we
make that happen? ®

Talking Point

Deficit-based thinking has
been the primary model

in business, psychology,
healthcare and leadership. Do
things really get better when
we focus on what is going
wrong?
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Call 1-800-461-6522 or submit an RFP at
www.skylinehotelsandresorts.com/rfp

COSMOPOLITAN
YLINE HOTEIL SKYLINE HOTEL

Toronto Toronto

Human Resources
Professionals

Association

As an HRPA member, you and your
family can enjoy exclusive savings on
accommodations and exciting activities
at Skyline Hotels & Resorts, by joining
SkyLife Rewards VIP. Visit the HRPA
Member Centre for more details.
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MANAGERS ARE STILL UNSURE ABOUT HOW

TO CHANGE BEHAVIOUR

By Nik Kinley

n recent years, many businesses have invested in training man-
agers to coach and develop their people. Yet new research
suggests that far more support for managers is still needed.
Changing people’s behaviour is one of the most difficult and
complex tasks of management. It is rare to find it actually called “be-
haviour change” in any job description. However, whether we call
it coaching, training or development, what we are trying to do is to
change how people behave in order to improve their performance.
Not only is it a difficult task, but most managers appear to be stuck
with trying to do it with a deeply limited set of tools and techniques.
A global survey was recently conducted with thousands of busi-
ness leaders and managers. When asked what the main behaviours
were that they needed to develop in others, the top five respons-
es were:
» Drive and work motivation
Management and supervisory skills
Collaboration and teamwork
Interpersonal skills
Attitude
Equally unsurprising as those responses was the list of the main

methods managers report using to change the above behaviours:
feedback, coaching and training. However, when these leaders and
managers were asked how often their attempts to change people’s
behaviour worked, the response — on average — was just under
50 per cent. Half the time it seems to work, and half the time
it doesn't. And when we dig into these figures further, it reveals
something fascinating.
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According to the survey, if you ask managers how confident they
are about helping other people to identify and understand what
behaviours they need to change, 72 per cent say they find this easy.
And if you ask them how confident they are about giving feed-
back, 75 per cent say that they find that easy, too. Yet only 35 per
cent say that they are confident about which techniques to use, and
only 10 per cent say that they feel confident about making sure be-
haviours stick and stay changed over time.

However hard and complex behaviour change may be, manag-
ers ought to feel well equipped for the task. One reason they are
not lies in the fact that “behaviour change” is a phrase hardly ever
heard. Fields that have a great deal to say about how to change
people’s behaviour — such as behaviour economics and psycho-
therapy — are rarely referred to and drawn upon.

The words we use matter. The language of “learning and develop-
ment” engenders a line of thinking and the consideration of issues that
are quite different from the ones that are raised if we talk of “behav-
iour change”” The challenge of changing behaviour is just not the same
as the challenge of imparting information or teaching skills, and not
talking about it prevents us from recognizing these different challeng-
es and acting to meet them. To improve the support that we as HR
professionals are able to offer managers, we are going to first need to
change how we talk about the issue. m

Nik Kinley is a director and the head of talent strategy for the global
talent management consultancy YSC. He has specialized in the fields
of assessment and behaviour change for nearly 25 years.
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40 Million
Job Seekers
Can’t Be Wrong

That’s how many people visit Jobvite-based career sites every year—and the
leading companies hire the best ones fast. How do they do it?

The secret is in the technology. Jobvite’s modern recruiting platform unites it all:
career sites, social sourcing, engaging, screening, and hiring. Jobvite empowers
hundreds of frontrunners—from the hottest startups to the most established
enterprises—to consistently convert high-volume career site visits into tangible
talent that’s ready to make an impact on the business.

Want in on that?

Find out how Jobvite’s modern recruiting platform can help you secure the talent
you need. Contact us today for a demo, and get in the game.

http://bit.ly/jobvitemadmen

Refer Engage

J O bV illle www.jobvite.com
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