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Perspective

Nathaly Pinchuk 
RPR, CMP

Executive Director

Saluting the Stars of IPM Associations
Our 2017 Honour Roll

We’ve now completed 
our 2017 IPM Annual 
Conferences in five 

major centres across Canada 
with excellent reviews and 
feedback. We are most grateful 
to our conference presenters for 
their contribution to the great 
success of these one day events. 
We are also thankful to all the 
IPM Association members, 
Workplace Today Journal sub-
scribers and our corporate 
guests for continuing to support 
these PD events year after year. 

 While the IPM National 
Office looks after the planning, 
preparation, marketing and 
logistics for these events, our 
regional volunteers play a major 
role in not only planning the 
program but also promoting the 
events to extensive networks of 
their own as well as help run 
the events. Our regional volun-
teers are truly dedicated, 
focused and spend much time 
and effort in planning and pro-
moting in addition to advising 
on member services issues. 
They are the greatest team of 
“IPM Ambassadors” and deserve 
to be recognized by their net-
works and colleagues. 

We’ve all heard the expres-
sion that a company is nothing 
without its people. The same 
holds true for every organiza-
tion, association or network. 
We now pay tribute to this very 
dedicated group of HR and 
management professionals who 
have helped us run our profes-
sional associations.

IPM Associations also thanks 
their organizations for having 
supported them to contribute to 
the success of their regional 
chapters.

While we are in the midst of 
planning the 2018 events, we 
also wanted to let you know 
that we’re expanding our 
regional teams. 

If you’re interested in contrib-
uting to the success of your 
chapter, gaining valuable ex-
perience, networking with HR 
and management professionals 
and sharing some insights, you 
can email me at nat@workplace.
ca. Our chapters are growing.  
We invite you to come join our 
winning teams! 

Nathaly Pinchuk is Executive Director 
of IPM [Institute of Professional 
Management].
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There are lots of manage-
ment gurus who profess 
to have the secret to man-

agerial success in today’s work-
place. Some of them have a list 
of ten or twelve basic skills they 
consider as a prerequisite for 
rising to the top. For me person-
ally, there are just three essen-
tial skills that you need in order 
to make it in your industry or 
career. 

These skills are the ability to 
communicate, negotiate and 
educate.

What separates the great 
from the good in the modern 
workplace is having good com-
munication skills. This is not 
just the ability to make a good 
presentation. The trick to mas-
tering communications is to 
balance the output with input. 
You do that by listening, first to 
learn from others on how to do 
things. Then you must listen 
more carefully for signs that 
things may be going wrong and 
know how to correct them. 

The best managers in the 
world make great speeches and 
can motivate people from the 
front of the room. You will not 
find them sitting in their office 
very much. They are out 
amongst the people – their 
employees, customers and 
stakeholders. They are busy 
listening and learning. Some 
people think they can get by on 
their charm and they can for a 
while. But the best communica-
tors not only arrive, they stay a 
long time.

The ability to negotiate is 
often undervalued and under- 
appreciated in the modern 
workplace. It is true that some 
people have an innate ability to 
negotiate. Those are the kids in 
your elementary school class 
who were trading their apples 
for cookies. However, negotia-
tion can also be learned. If you 

want to be a great manager, you 
better learn quickly. The fact is 
that almost everything we do at 
work is at least part negotiation. 
If we figure out how to do it 
well, we’ll have a better chance 
of getting ahead in the rat race. 

The best negotiators are 
those who practice win-win 
strategies, ones where every-
body gets something out of the 
transaction. Watch the master 
negotiators at work in your 
office. They are the ones who 
exchange old accounts or pro-
jects for ones that they have a 
better chance of succeeding at 
without taking anything away 
from anyone else. You will 
notice that they sometimes take 
risks, but that’s part of negotiat-
ing too. If you haven’t been 
paying attention, you may want 
to look a little closer so that you 
can see how well these risk 
takers are actually doing.

Finally, the ability to educate 
yourself and others is crucial to 
your managerial success. If you 
stop learning, you stop growing. 
If you are not able to teach 
others, you will never be able to 
delegate anything. How much 
fun would that be? 

Skills Every Modern Manager Must Have
How to stay ahead of the pack 

Continuous learning is a 
positive attribute of the most 
successful people in the new 
working world. They find ways 
to learn new skills and new 
techniques or to expose them-
selves to new ideas and great 
thinkers on a regular basis. If 
you want to achieve your full 
potential, you need to add on-
going education, both formal 
and informal, to your business 
repertoire. You also need to 
practice teaching, skill transfer-
ring, coaching and mentoring 
so that you can train not only 
the next generation, but your 
cadre of helpers, assistant man-
agers and supervisors.

After giving you all this ad-
vice most of which you have 
heard many times before, I will 
leave you with sager advice 
from the king of managerial 
delegation, Ronald Reagan. He 
said “Surround yourself with the 
best people you can find, dele-
gate authority and don't 
interfere.”

Brian Pascal is President of 
IPM [Institute of Professional 
Management].

Brian W. Pascal 
RPR, CMP, RPT 

President

President’s M
essage

“Surround yourself with the best people you can 
find, delegate authority and don't interfere.”
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Spotlight on 
Members

Brenda Wootten
CMP, RPR, RPT

IPM Associations extend special thanks to Brenda Wootten, CMP, RPR, RPT for her 
exceptional contribution to the Toronto Regional Chapter. Brenda is Director, Employee 
Relations at the Salvation Army – Toronto Housing & Homeless Supports. She has been 
an active member of the Canadian Management Professionals Association, the 
Association of Professional Recruiters of Canada and the Canadian Professional 
Trainers Association since 1999. Brenda volunteered as a member of the Toronto 
Regional Executive in 2015. She has been working diligently with her team to help plan 
and promote regional conferences and advise on member services. Brenda is also an 
outstanding supporter of IPM events. She started bringing only a few colleagues to the 
Toronto Regional Conference in 2011 and now brings the entire management team for 
Salvation Army Toronto to the annual event as part of their professional development 
program. Her energy, insights and enthusiasm are truly admirable.

IPM Associations congratulate Brenda for her efforts and contribution to the Toronto 
Regional Chapter's success. We also thank the Salvation Army – Toronto Housing and 
Homeless Supports for supporting Brenda on her initiative as a valued member of IPM 
Associations Toronto Chapter as well as being a major supporter of IPM Conferences.  

Toronto/GTA Chapter

We are pleased to announce that the Maritimes Chapter has 
won the "IPM Associations Chapter of the Year" Award for 
2017. The Maritimes Chapter (based in Nova Scotia) is one 
of the largest growing chapters in Canada. The attendance for 
IPM Conferences from both members and corporate guests 
has been the highest across Canada for the past few years. 

The Regional Executive includes Laura Tait, RPR (Regional 
Director) from Pinchin LeBlanc Environmental, Patricia 
McKay, RPR (Regional Co-Chair) from Nova Scotia 
Community College, Brandi Babando, RPR from Bell, Doug 
Sheridan from Halifax Regional Municipality, Kathy Follett-
Lloyd, RPR, CMP from TC Media, Joanne Lovett, RPR from 
Nova Scotia Community College, Ruth MacDonald from 
Vemco and Shirley Miller, CMP. 

IPM Associations express their sincere gratitude to this team 
of dedicated volunteers for their tremendous efforts and sup-
port as well as their organizations for supporting them on 
these initiatives.

Maritimes Chapter

Spotlight on Chapters

IPM Associations
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The 2017 Federal Budget:  
What Employers Need to Know
Amendments to the Canada Labour Code and Employment Insurance Act 

On March 22, 2017, the 
Trudeau Liberal 
Government tabled the 

Government's 2017 Federal 
Budget (“2017 Budget”). While 
the 2017 Budget is primarily 
focused on building a strong 
middle class through key areas 
such as innovation, skills train-
ing and investments in com-
munities, there are a number of 
notable proposed amendments 
which, if passed, will signifi-
cantly impact employers, and, 
in particular, federally regulated 
employers.

The 2017 Budget proposes 
various amendments to the 
Canada Labour Code which 
include the following: 

• Provisions which will give 
federally regulated employ-
ees the right to request more 
flexible work arrangements 
from their employer, such as 
flexible start and finish times 
and the ability to work from 
home. 

• New unpaid parental leaves 
for family responsibilities, to 
participate in traditional 
Indigenous practices, to seek 
care if they are victims of 
family violence and to make 
bereavement leave more 
flexible.

• The elimination of unpaid 
internships in federally regu-
lated sectors where the 
internships are not part of a 
formal educational program; 
and various measures to 
ensure that unpaid interns 
who are part of an educa-
tional program are entitled to 
various statutory protections 
such as maximum hours of 
work, weekly days of rest 
and general holidays. 

• An increase of $13 million 
over five years, starting in 
2017, and $2.5 million per 
year thereafter to strengthen 
compliance and enforcement 
mechanisms.

Various changes to employment 
insurance (“EI”) benefits are 
also proposed, including:

• The creations of a new EI 
caregiving benefit of up to 
fifteen (15) weeks. The new 
benefit will cover a broader 
range of situations where 
individuals are providing 
care to an adult family mem-
ber who requires significant 
support in order to recover 
from a critical illness or 
injury. Parents of critically ill 
children will continue to have 
access to up to 35 weeks of 
benefits, with additional 
flexibility to share these 
benefits with more family 
members.

• Changes to EI parental ben-
efit to allow parents to 
choose to receive EI parental 
benefits over an extended 
period of up to eighteen (18) 
months at a lower benefit 
rate of 33 percent of average, 
or at the existing benefit rate 
of 55 percent over a period of 
up to twelve (12) months. 

• Changes to allow women to 
claim EI maternity benefits 
up to twelve (12) weeks 
before their due date. This 
represents an increase from 
the current standard of eight 
(8) weeks. 

• Changes to the EI program to 
allow claimants to pursue 
self-funded training and still 
maintain their EI status. For 
unemployed workers in 
receipt of EI, this will mean 
that they can return to school 
to obtain training without 
losing their EI benefits. 

To implement these meas-
ures, the 2017 Budget proposes 
to amend the Canada Labour 
Code to ensure that workers in 
federally regulated sectors have 
the job protection they need 
while they are receiving these 
caregiving, parental or mater-
nity benefits. Various changes to 
the Employment Insurance Act 
are also proposed.  

Even if passed, the changes 
to the Employment Insurance Act 
and the additional benefits 
provided will not translate into 
job protected leave for provin-
cially regulated employees 
unless concurrent changes are 
made to provincial employment 
standards legislation. No doubt, 
if these changes are passed and 
offer these additional benefits 
for federally regulated employ-
ees, we can expect that there 
will be added pressure on prov-
incial governments to pass 
similar amendments and pro-
vide similar job protections.

Michelle Henry is a Partner at the 
Toronto office of Borden Ladner 
Gervais LLP. Michelle can be reached 
at mhenry@blg.com.

Feature

"... there are a number of notable proposed 
amendments which, if passed, will signifi-

cantly impact employers, and, in particular, 
federally regulated employers."

Michelle Henry 
J.D.

Partner,  
Borden Ladner Gervais 

LLP 
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coverage on the basis that med-
ical marijuana was not an 
approved drug under the terms 
of the plan. Further, the Trustees 
determined that since Mr. 
Skinner’s disabilities were the 
result of a compensable work-
place accident, any related 
medical expenses should be 
covered by the provincial medi-
care plan and thereby excluded 
under the employee plan. 

Mr. Skinner filed a complaint 
with the Nova Scotia Human 
Rights Commission alleging 
discrimination in the provision 
of services on the basis of 
physical and mental disabilities 
pursuant to the Human Rights 
Act (the “Act”). 

First, the Board examined the 
impact of the medical marijuana 
on Mr. Skinner, concluding that 
medical marijuana was medic-
ally necessary and was the most 
effective medication for treating 
Mr. Skinner’s chronic pain.

The Board then went on to 
review the test for discrimina-
tion, noting that the complainant 
must first establish prima facie 
discrimination on a balance of 
probabilities, and then the onus 
shifts to the respondent to prove 
on a balance of probabilities 
that either an exemption applies 
under the Act or that a 

Footing the Bill: Employee Benefits 
Plans and Medical Marijuana
Denied coverage for medical marijuana deemed discriminatory

Feature

continued next page…

Employee benefit plans 
provide employees with 
health coverage including 

prescription drugs. When we 
think of prescription drugs, the 
first thing that comes to mind 
generally isn’t medical marijuana. 
Very recently, a Nova Scotia 
Human Rights Commission Board 
of Inquiry found that an em-
ployee’s health plan that denied 
coverage for medical marijuana 
was discriminatory.   

In Skinner v Board of Trustees 
of the Canadian Elevator Industry 
Welfare Trust Fund, 2017 CanLII 
3240 (NS HRC), the complain-
ant, Gordon “Wayne” Skinner 
was employed by ThyssenKrupp 
Elevator Canada as an elevator 
mechanic when he was in-
volved in an on-the-job motor 
vehicle accident. Mr. Skinner 
suffered both physical and men-
tal disabilities including chronic 
pain, anxiety and depression as a 
result of the accident. Following 
the accident, Mr. Skinner was 
treating his pain with narcotics 
and other conventional drugs 
with little success and adverse 
impact on his quality of life. 
Shortly thereafter, Mr. Skinner 
began using medical marijuana 
prescribed by his physician with 
significant improvement. Mr. 
Skinner’s medical marijuana 
was covered by his employer’s 
motor vehicle insurer until it 
reached the maximum coverage 
amount, at which time he ap-
plied for coverage under his 
employee benefits plan. The 
Board of Trustees of the Canadian 
Elevator Industry Welfare Trust 
Fund (“Trustees”) were respon-
sible for the management of the 
plan. Mr. Skinner sought cover-
age from the Trustees on three 
occasions, providing them with 
extensive medical documentation 
in support of his claim. The 
Trustees considered Mr. Skinner’s 
claim but ultimately denied 

non-discriminatory justification 
for its policy exists, and that it 
took reasonable steps to ac-
commodate the complainant to 
the point of undue hardship. 

The Board concluded that the 
plan’s exclusion of medical 
marijuana was not designed to 
intentionally treat certain bene-
ficiaries differently than others, 
however the exclusion had the 
substantive effect of treating the 
complainant differently. The 
Board determined that because 
the plan allowed for some bene-
ficiaries to receive coverage for 
medically-necessary, prescrip-
tion drugs by special request, 
and that Mr. Skinner’s special 
request was excluded because 
medical marijuana was not 
formally approved by Health 
Canada (despite the fact that  
it can be legally prescribed) 
resulted in a distinction under 
the Act.

The Board then found that 
the exclusion of coverage re-
sulted in a disadvantage to  
Mr. Skinner because he was 
denied coverage for something 
that the Board found as medic-
ally necessary. Finally, the Board 
concluded that the disadvantage 
was related to a protected 

Kyle MacIsaac 
LL.B. 

Associate,  
McInnes Cooper 

Caroline Spindler 
J.D.

Associate,  
McInnes Cooper
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Feature

Footing the Bill: Medical Marijuana
… concluded from page 6

ground, as the Trustees had 
received documentation regard-
ing Mr. Skinner’s disabilities and 
the effect of the medical 
marijuana.  

Ultimately, the Board deter-
mined that prima facie 
discrimination had been estab-
lished and moved onto consider 
whether any exemptions under 
the Act applied. After conclud-
ing that the exemptions were 
inapplicable, the Board con-
sidered whether the Trustee’s 
had provided non-discrimination 
justification for the exclusion. 
The Trustee’s argued that undue 
hardship could be presumed 
from the case law. The Board 
rejected this argument noting 
that no information was provid-
ed regarding the cost of 
coverage, impact of the exten-
sion of coverage on premiums, 

or the financial sustainability of 
the plan.

The Board concluded that the 
Trustees violated the Act when it 
denied Mr. Skinner coverage for 
medical marijuana and ordered 
that coverage be provided.

This decision may have a 
significant impact on employee 
benefits plans, but it is import-
ant to remember that whether 
or not coverage is required will 
always be determined on a 
case-by-case basis.

Kyle MacIsaac is an Associate with 
McInnes Cooper in Halifax and can 
be reached at kyle.macisaac@mcin-
nescooper.com.

Caroline Spindler is an Associate 
with McInnes Cooper in Halifax and 
can be reached at caroline.spindler@
mcinnescooper.com.

       

This Members Quarterly 
is available online for those 
members and readers who 

find it convenient.  
You'll also find the most 

current information here on 
IPM programs, conferences, 

associations and other events.

See you online!

www.workplace.ca

Bookmark
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Feature

Social Media Recruiting: Here to Stay
The plus outweighs the minus

If you aren’t using social 
media for recruiting, you may 
possibly have an antenna on 

your roof to get your TV signal 
and a rotary dial phone on your 
desk. In other words, you and 
your organization are digital 
dinosaurs soon to be extinct. 
Exact numbers are not readily 
available for this country, but 
only 8 percent of American 
companies do not use social 
media for recruitment.

Some employers still use 
local newspapers and advertis-
ing agencies to recruit 
employees but they are usually 
reserved for very senior or high-
ly technical positions that need 
some added attention. In fact, 
those methods are actually 
becoming obsolete as more 
employers and individuals turn 
to social networks for their 
hiring needs and more candi-
dates seek work online.

The most popular social 
media platforms for these pur-
poses seem to be LinkedIn, 
Facebook and Twitter. Of these, 
LinkedIn is the clear front-run-
ner for both employers and job 
seekers, maybe because it also 
bills itself as a professional 
networking and development 
site. Some estimates suggest 
that up to 90 percent of com-
panies are using or have used 
their services. That is up from 
less than 70 percent just a few 
years ago. Facebook numbers 

are around 66 percent and 
Twitter, the new kid on the 
social media recruiting list, has 
about 50 percent participation 
from employers.

It’s not just the percentage of 
users that is remarkable. It’s 
that these platforms actually 
work and at a fraction of the 
cost of the more traditional 
staffing and recruitment activ-
ities. Cost is not the only factor 
driving this growth in social 
media recruiting. In one study, 
almost half of the companies 
surveyed said that the quality of 
the candidates coming through 
these streams were better than 
in the past, and 20 percent said 
that it took less time to hire 
using social recruiting.

One of the most well-known 
experts in the HR field, Dr. John 
Sullivan, a prolific author with 
over 900 articles and 10 books 
covering all areas of talent 
management, has also written a 
number of business case analy-
ses on social media recruiting. 
In his view, there are a number 
of tangible, measurable and 
very real benefits for organiza-
tions to continue to use this 
approach. They include improved 
candidate quality, cost per hire, 
enhanced company and 

corporate branding and the 
ability to reach a wider, more 
diverse and sometimes hidden 
pool of talent.

On the quality of candidates, 
Sullivan notes that part of the 
reason for this increase might 
be that people who use 
LinkedIn are already on top of 
their game in seeking out new 
contacts and new opportunities 
to grow. Some call these people 
‘early adapters’, that elusive 
group of employees who are 
quick to learn and adapt to new 
ideas and concepts and often 
come up with the best new 
products or services. In other 
words, they are technically 
savvy innovators and what 
organization wouldn’t want a 
few more of those employees?

The cost per hire for social 
media recruiting is also a major 
factor in the switch to social 
media recruiting. This is one 
point that is fairly easy to test 
and prove. First of all, there are 
fewer physical upfront costs 
with this recruiting method 
versus newspaper advertising 
or using the services of a head-
hunter or outside placement 
service. Secondly, when people 
are attracted to you through 
social media or directed by a 
referral from one of your exist-
ing employees, the studies 
show they are more likely to 
commit faster and stay longer 
with your organization. In addi-
tion, you are out there recruiting 
when you didn’t even know you 
were recruiting. Prospective 
employees find you and check 
you out without you even real-
izing it.

continued next page…
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It’s not just the percentage of users that 
is remarkable. It’s that these platforms 
actually work and at a fraction of the 

cost of the more traditional staffing and 
recruitment activities. 

Social Media Recruiting: Here to Stay
… concluded from page 8

Now what is the downside of 
social media recruiting? All of 
us have heard and seen the 
problems that people have 
created for themselves because 
of their social media postings. 
Now that companies take social 
media recruiting seriously, they 
also take what people post on-
line seriously as well. Recruiting 
platform Jobvite surveyed hiring 
managers and found that 93% of 
hiring managers are now re-
viewing a candidate’s social 
profile before making a hiring 
decision. And they’re not just 
looking. 55% have reconsidered 
a candidate based on what they 
found and most of those re-
views have been negative.

For employers, there are a 
number of possible negative 
impacts to consider and manage 
when it comes to social media 
recruiting. At the top of this list 

you may consider privacy and 
confidentiality issues. Add to 
that the possibility that both the 
corporate brand and reputation 
could potentially be at risk when 
both a large group of employees 
and potential employees may be 
able to access and post on the 
organization’s social media 
platforms. You need a concrete 
plan and policy to control these 
risks and limit the damage 
which they may cause. 
However, in some ways, they 
are the same problems you 

Feature

Mark your calendar now for 
IPM’s 2018 Annual  
 Regional Conferences 

Ottawa  .  .  .  .  .  . April 12, 2018
Calgary  .  .  .  .  .  . May 1, 2018
Halifax   .  .  .  .  .  . May 2, 2018
Toronto   .  .  .  .  . May 2, 2018
Edmonton  .  .  . May 3, 2018

More details to follow...

were managing in the past. The 
difference is that now they are 
happening at the speed of a 
mouse click or finger point.

The bottom line on social 
media recruiting is that the 
potential benefits far outweigh 
any possible downside effects. It 
is the way and the wave of the 
future in recruiting and it is 
definitely here to stay.

Members Quarterly Staff Writer
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Feature

Is Every Good Manager a Good 
Problem Solver?
The meaningful impact on behaviour approach

We can’t imagine how 
exhausting it is to be 
the one expected to 

have all the answers! Many 
business owners and managers 
pride themselves on being good 
problem solvers. In fact, finding 
solutions has been the key to 
their success, excelling in every 
role they’ve played along their 
career path and often defines 
what they see as a manager’s 
purpose – to see problems and 
fix them.

In the late 80’s and early 90’s, 
the person who came to the 
board table with the most prob-
lems won. As energy flows 
where attention goes, we 
framed our value to the organiz-
ation by the number of 
problems in our departments. In 
the new paradigm of business 
where we work to cultivate 
productive behaviour meeting 
deliverables, solving problems 
for everyone is not going to get 
you where you want to go. The 
new paradigm calls for man-
agers to draw out or lead out the 
best in employees and to be 
more collaborative in their 
leadership leading to more 
robust decisions. In a global 
economy, the thinking of mul-
tiple minds is essential. We can’t 
have all the answers so the right 
questions become more import-
ant. If we are always the 
problem solver or the “answer 
person,” there is an assumption 
that we HAVE all the answers 
and the temptation to think that 
we do – acting from a place of 
false confidence, panic or anx-
iety rather than from our center.  

In our work training medi-
ators and executive coaches, it 
has been proven that good 
problem solvers often solve 
other people’s problems thereby 
creating a dependency. Many 
managers tell us they spend so 
much time “managing”; there is 

no time to “lead”. The more you 
solve other people’s problems, 
the easier it is for them to pass 
the burden of those problems to 
you. They begin to expect to use 
Monkey Up Delegation (MUD) 
– placing the monkey on your 
back and the MUD on your face!

Having meaningful impact on 
behaviour invites managers as 
leaders to support their employ-
ees, to create partnerships with 
their colleagues to gain mutual-
ly beneficial results. Managers 
become active listeners empow-
ering their workforce to develop 
solutions, increase insights and 
awareness of the bigger picture 
in problem resolution. 
Performance reviews become 
team approaches to success.

Knowledge emerges in re-
sponse to compelling questions. 
Powerful questions attract col-
lective energy, insight and 
action as they move through a 
system. Working with product-
ive behaviours in this way puts 
the monkey back where it be-
longs. This approach assists in 
seeing the monkey as the play-
ful, inquisitive creature that it is.  
It also taps into ideas and meth-
ods that you may not have 

thought of yet (hard as that may 
be to admit at times). We begin 
to see change (the monkey) as 
opportunity, not as a threat.

Ultimately, it means giving up 
some control and reframing 
your contribution from some-
thing other than your ability to 
solve problems. How about 
getting that feeling from un-
leashing someone’s potential or 
discovering your own system 
for high performance? If you 
don’t know the best in yourself, 
how can you lead or encourage 
the best in others?

In a world where success 
requires everyone’s potential to 
be tapped, learning a meaning-
ful impact on behaviour 
approach to managing is the 
new strategic imperative.

Judith Richardson is CEO and 
Principal of PONO Consultants 
International. She is a recognized 
Organizational Strategist and 
Executive Coach. Judith presented on 
Meaningful Impact on Performance 
at IPM’s Halifax 2016 Annual 
Conference. She can be reached via 
email at judith@ponoconsultants.
com.

Judith Richardson

CEO and Principal,  
PONO Consultants 

International 
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Leaders Help Others Aspire to Something
Take your employees’ passion pulse and fire them up!

Jacqueline  
Throop-Robinson

CEO, Spark 
Engagement

Through meaningful con-
versation, you can help 
each team member —  

and your team as a whole —  
discover what matters most. 
Once people face their deepest 
desires, they will naturally move 
toward them, especially with 
your support and guidance.  
So what will that do? Fire them 
up, of course!

Exploring your employees’ 
aspirations is an important first 
step to deeper, more meaningful 
leadership conversations, as 
aspirations function as the 
North Star for many other 
issues, opportunities and deci-
sions. As I have seen in the 
past, these conversations led to 
dramatic changes on the team. 
Many team members left but I 
also gained many talented and 
passionate people. It was a true 
win–win.

Learning about your team’s 
aspirations is key to fostering 
purposeful engagement. When 
people understand how today 
helps create tomorrow, they are 
naturally motivated to give fully 
of themselves. Knowing that 
you, as their leader, understand 
the connection and will support 
them in building further connec-
tions is also powerful. Our most 
meaningful goals take time to 
execute, so when your leader 
supports your journey, it uplifts 
and encourages your heart. 

Disconnection from 
aspiration

Once you know what people 
aspire to, you can help them 
form links between their per-
sonal sense of purpose and their 
work goals and/or opportun-
ities. A word of caution: When 
you start to have such conversa-
tions, don’t be surprised if 
people are unclear about their 
long-term goals. Sadly, many of 
us are completely disconnected 
from our own aspirations. In my 

experience, there are three 
common reasons for the gap: 
falling into, giving up and 
overspending.

Falling into

People fall into jobs, get on a 
particular track and become 
comfortable with the status quo. 
Soon, it’s easier to stay than to 
leave. In fact, many people don’t 
explicitly choose to either leave 
or stay. They simply saunter 
down the easiest path largely 
oblivious to the fact that they’ve 
left their dreams and aspirations 
behind in the dust. Then, when 
they revisit their deepest de-
sires, they believe they can no 
longer achieve them. 
Challenging that kind of as-
sumption can lead to fruitful 
discussions. 

Giving up

People give up on their truest 
aspiration because they decide 
it’s not realistic. They do not see 
how they can make it happen. 
Because they do not know what 
steps to take to get to their end 
goal, they settle for their current 
situation. Leaders can help 
people see new paths forward.

Overspending

People overspend, acquire 
debt and then feel stuck. Making 
a change that requires a 

temporary or even permanent 
reduction in income becomes 
too overwhelming so people 
feel they cannot make a move 
toward their aspirations. Living 
within one’s means and leaving 
room for choice enables one to 
live a more fulfilling life. Once 
people see alternatives, they 
can make healthy financial 
choices.

Helping employees who are 
disconnected

What can you do as a leader 
to empower an employee to 
make choices rather than feel 
like a victim of circumstance? 
How can you help your employ-
ees reconnect to their 
aspirations? 

Asking the right questions at 
the right time helps. Here’s the 
sequence I have found works 
best.

Step 1: Get the picture

Always begin by helping the 
individual paint a picture of his 
or her desired future. 
Sometimes this is pretty 
straightforward. Ask variations 
of the following: “If you had no 
limitations, what would you 
most like to be doing in 10 
years?” (Retirement is not an 
option.) 

continued on page 15…
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An Employer’s Guide to Looking Good 
Out There: Respect the Candidate
Step up your recruitment process

Feature

We all know that recruit-
ment can’t be con-
ducted in a bubble.  

Attracting, sourcing, recruiting 
and securing a great candidate 
require everyone’s involvement. 
Hiring managers, recruiters, 
sales professionals – we all play 
a key role and we need to part-
ner together for the best pos-
sible result.

To that end, here’s an import-
ant tip: Respect the Candidate!

One of the greatest challen-
ges of recruitment professionals 
is to get feedback from hiring 
managers after submitting 
qualified candidate profiles or 
after candidate interviews. The 
hiring manager was originally in 
a rush to hire, the recruiter has 
worked hard to put great candi-
dates across the plate and now 
the process has stalled. It’s the 
‘hurry up and wait’ syndrome. 
The recruiter is stuck ‘keeping 
the candidate warm’ until the 
hiring manager makes a decision 
while this qualified candidate is 
interviewing with other com-
panies. Hiring managers, you 
are on the clock! You are literal-
ly creating a space of time for 
other organizations to court, 
sell and hire your candidates.

At the same time, organiza-
tions spend excessive amounts 
on branding to promote their 
products and services and at 
least partly to attract a stellar 
workforce. I wonder if these 
organizations consider the 
damage that ‘not making hiring 
decisions,’ ‘keeping candidates 
hanging,’ and ‘not following up’ 
with candidates can cause in 
the marketplace. Facilitating a 
positive candidate experience 
can distinguish an organization 
as an ‘Employer of Choice’.  
Getting back to candidates 

Anita Sampson 
Binder, RPR

Vice President,  
Recruitment Strategy 

and Delivery, 
ARES Staffing Solutions 

quickly to provide them with 
meaningful feedback minimizes 
the time and cost to hire.

Can your organization make 
decisions?  It doesn’t look that 
way to job seekers when you 
take a month to make a deci-
sion. You would be surprised to 
see how quickly the word 
spreads in the job market if you 
take too long to react after 
interviews or if you never get 
back to the candidate.  It’s a 
major turnoff.  Whether they 
realize it or not, organizations 
really ‘wear’ their bad behaviour 
during the recruitment process 
and candidates never forget 
when they’ve been treated 
disrespectfully. Great candidates 
are hard to find – don’t keep 
them hanging!

Another issue is the amount 
of ‘hoops’ that organizations 
insist that candidates jump 
through. Three, four or even five 
interviews should not be the 
norm.  If you were a candidate, 
would you not find it challen-
ging to get away from work to 
travel and interview multiple 
times?  It used to be that organ-
izations used a high-volume 
interview approach to demon-
strate how ‘sought after’ a 
position was.  “Not so,” say 
candidates in droves. 
Candidates wish that hiring 
managers and organizations 
would make decisions and act 
quickly.  Lack of communication 
and follow-up can determine if 
candidates accept the position 
in the end. Beyond that, how 
they are treated during the 
recruitment process can impact 
employee retention.

As ‘The War on Talent’ heats 
up, recruitment professionals 
and hiring managers will need 
to step up their game to 

enhance the candidate experi-
ence while minimizing the 
‘hoops’ that candidates must 
jump through. If you haven’t 
already done so, you should 
start now. From your online 
application, to recruiter pre-
screens and prepping of 
candidates, to closing candi-
dates, your recruitment process 
should be as candidate-centric 
and relationship-focused as you 
can make it. Your online pro-
cess should have the least 
amount of fields and ‘clicks,’ 
while gathering the information 
that recruiters absolutely must 
have.  Organizations should get 
their major decision-makers 
together to execute the min-
imum amount of interviews 
possible – ideally one interview 
and never more than two.

Recruiters can help by  
managing hiring manager ex-
pectations up front in the first 
conversation or intake session 
with hiring managers. As trust-
ed advisors, we can help our 
valued clients to understand 
beneficial timelines and ‘best 
practices.’  We must make every 
opportunity to educate them on 
what the best possible recruit-
ment process looks like with the 
least ‘time to hire.’  

So hiring managers, know 
that in order to look good out 
there, you must look good dur-
ing the recruitment process!  

Anita Sampson Binder is Vice 
President Recruitment Strategy and 
Delivery with ARES Staffing Solutions 
in Toronto and can be reached via 
email at anita.sampsonbinder@
aresstaffing.com.
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Murray Janewski

President,  
ACT One  

International Corp.

People are sent to a “soft 
skills” course and their 
managers hope they come 

back “changed”. When the be-
havioural change doesn’t hap-
pen, or at least not to the degree 
desired, the course and/or the 
instructor are often to blame.  
This is the scourge of the train-
ing industry. And it all starts 
with expectations.

If you send someone on a 
computer course, you expect 
them to use the skills. Typically, 
when these skills are needed to 
perform the job (technically), 
they get used right away and are 
often enhanced with progres-
sive success. Furthermore, the 
result of the work done creates 
immediate accountability. If the 
person makes a mistake, there 
will be real time corrections 
from the person’s boss or peers. 
So the problem with soft skills 
training is that leadership does 
not set out the same expecta-
tions for things like sales skills, 
leadership skills, communica-
tion skills, etc. Instead, it 
becomes a “check the box” 
mentality and the learner for-
gets most of what was covered. 
Alternately, they return saying, 
“Good course, but I know all 
that.” The question should not 
be “Do you know that?” It 
should be “How good are you at 
that?”

Unlike technical training 
where people expect immediate 
and progressive results, soft 
skills training becomes less 
tangible and the horizon for 
behavioural change becomes 
lost. People are less likely to 
point out shortcomings of 
others in these behaviours 
usually because there is a lack 
of vulnerability based trust and 
therefore there will be no ac-
countability to change.

Cracking the Code to Behavioural 
Change
The art of being humble 

So what can be done?  I 
believe it has to start with the 
individual. In his most recent 
book, “The Ideal Team Player,” 
Patrick Lencioni suggests there 
are three virtues that an individ-
ual needs to master in order to 
be a high contributor to any 
team. These virtues are Humble, 
Hungry and Smart. Of the three, 
Humble is the most important 
and is also the most lacking, 
especially in leadership roles. In 
order to be “coachable,” one 
needs to be humble. Otherwise, 
there will be no acknowledge-
ment of the behavioural 
changes required to become a 
better leader, salesperson or 
any other role that requires 
dealing with people.

Being humble will greatly 
affect how coachable a person 
is. I borrow from a blog written 
by Sal Sylvester (Founder of 
Coachmetrix): “If your partici-
pants aren’t coachable, there’s 
no point in including them in a 
program. Our pucker-factor red 
flag goes off when companies 
come to us to “fix” their employ-
ees. That’s not what coaching is 
about and it’s likely that both 
the manager and the employee 
aren’t coachable. How do we 
define coachability? Well, when 

we looked this one up on 
Merriam-Webster, nothing 
showed up. So, here’s our defin-
ition. Coachability is a dimension 
that describes whether a partici-
pant is open to feedback and 
willing to change. The partici-
pant has to be both open and 
willing in order to be coachable, 
and if they aren’t coachable, 
there’s no sense in coaching 
them.”

Beyond the individual, it also 
takes support and commitment 
from others, including the per-
son’s leader. Any skill 
development takes repetition, 
repetition, repetition. While this 
is happening, it can be greatly 
enhanced by lots of feedback 
from the support group which 
also requires complete honesty.

So, cracking the code to 
behavioural change requires 
that a person is humble and 
vulnerable with those who can 
help. In addition, leaders need 
to expect this of themselves and 
others.

Murray Janewski is President, ACT 
One International Corp. and can be 
reached at murrayj@aoic.ca.

Feature



14 IPM ASSOCIATIONS MEMBERS QUARTERLY Summer 2017 Volume 15, No. 3

Monica Jensen, 
RPT

Principal,  
The Aviary Group

Managing Gossip in Workplace
Stop the ongoing epidemic

Gossip is widespread in 
the workplace. At times, 
it appears as if employ-

ees have nothing better to do 
than gossip about each other. 
They chat about their organiza-
tion, their coworkers and their 
bosses. They often take a half 
truth and flip it into an entire 
hypothetical reality. Speculating 
on the team’s future, who will 
let go, who is seeing who and 
what employees are doing in 
their personal lives. 

Employees are capable of 
gossiping about everything and 
they do in a workplace that fails 
to bring about a stop to the 
chatting employees.

A certain amount of gossip is 
likely to occur in any workplace. 
Employees are curious to know 
what is going on and like to 
chat about work matters. The 
essential point is to determine 
when the gossip is inappropri-
ate. If the gossip is inappropriate 
and not addressed, it may lead 
to low employee morale or a 
toxic work environment. 

As a manager, the need to 
stop the gossiping occurs when 
it becomes disruptive to the 
workplace and the business of 
work, it is hurting employees’ 
feelings, it is damaging interper-
sonal relationships or injuring 
employee motivation and 
morale.

Since research shows that 
gossip is disruptive in the work-
place, what can we do to 
address it? Let us look at a few 
different approaches as a team 
and as an individual to address-
ing gossip in the workplace.

When you deal with gossip as 
a team, consider putting a ban 
on gossiping. Some workplaces 
have adopted an official ban on 
workplace gossip by having 
employees sign a pledge. 
Although extreme it may be 
effective. To discourage 

gossiping, encourage employees 
to speak to each other about 
issues that are causing them 
problems before they bring it to 
their supervisors or other par-
ties’ attention. 

In the age of social media, it 
becomes easier to spread ru-
mours and gossip about others. 
This can cause tremendous 
harm to the culture of the work-
place. Organizations today need 
to deal with social media and 
keep an eye on emails, personal 
blogs and Facebook discussions 
among employees. Finally, 
confront rumours promptly. 
Providing factual information 
about layoffs, problematic situa-
tions or surplus of employees 
serve them better than to leave 
them speculating on their own. 
It is important to discuss the 
impact that gossip may have in 
the workplace. Discuss openly 
the differences between active 
communication and gossip. In 
today’s workplace, verbal ha-
rassment has legal ramifications. 
Employers have a duty to take 
action against verbal harass-
ment when they become aware 
of it.

In dealing with gossip as an 
individual, always share 
information. 

Be generous with the 
non-confidential material. This 
has proven to put a check on 
the gossip mill. Interestingly 
closed doors can set off alarms 
even if the intent is innocent. 

Let people know that you 
may be interrupted at any time 
unless in a private meeting. Be 
sensitive about appearances. 

Often rumours and gossip 
form around cliques in the 
workplace. Try to avoid forming 
groups and reach out to new 
people to keep the loop open. If 
all else fails, walk away. Gossip 
loses its momentum when there 
is no audience. 

Find a way to tactfully sug-
gest a more efficient channel for 
complaining or remove yourself 
from the discussion. If you start 
to focus on the positive qualities 
of your colleagues, you will 
automatically have nice things 
to say about each other. 

Workplaces that have the 
highest levels of gossip seem to 
be the ones where employees 
are not engaging in work duties. 
Stay busy. If your day is full of 
tasks which you find thought- 
provoking and rewarding, you 
will be less likely to get distract-
ed by trivial activities. 

We spend long hours at our 
job. Make a point of cultivating 
relationships and activities 
outside your workplace. Having 
strong relationships outside the 
office often provides sources of 
emotional support and objective 
advice.   

Unfortunately lurking at the 
extreme end of the gossip spec-
trum is workplace bullying.  
What may seem as harmless 
rumors to some, may amount to 
intimidation and harassment for 
the targeted employees. 
Complications of physical and 
mental health issues arise and 
need to be addressed in the 
proper forum.  

Finally, become a role model. 
Do not indulge in any gossip 
yourself.  Become a leader in 
this area. Do not feel the need 
to chat in order to feel connect-
ed, liked or to be informed 
about your team. Taking a stand 
to prevent random gossiping 
creates a better work environ-
ment for everyone. 

Monika Jensen is Principal of the 
Aviary Group and can be contacted 
by email at mjensen@aviarygroup.ca. 
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Asking questions to flesh out 
these goals is equally important. 
You want the employee to paint 
a full picture so you can really 
get a sense of it. The more 
detail, the better. Ask more 
questions. 

Step 2: Find the motivators

Once people have tapped 
into an aspiration, the next 
question is “Why?” so you can 
get a sense of the underlying 
motivations and the extent to 
which this long-term picture 
speaks to authentic desire. For 
example, why does the person 
truly want to create this life? 

Step 3: Offer support

Once people paint you a 
picture of their long-term goals 

Leaders Help Others Aspire to Something 
… concluded from page 11
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and connect to authentic de-
sires, then you as a leader can 
offer clear support. You can be 
one of their champions along 
the road, supporting them in 
various ways. The best question 
at this point is, “How can I best 
help?” 

Once your employees know 
you are supportive of their long-
term goals, they will trust you 
even more. They will also sup-
port you in your goals and 
objectives. People do not want 
to let down those who help 
them. It becomes a mutually 
supportive work environment 
through which personal and 
corporate goals move forward. 

Jacqueline Throop-Robinson is CEO 
of Spark Engagement and can be 
reached via email at jacqueline@
spark-engagement.com.
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