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M ore employers are offering telecommuting, flexible 
schedules, and other benefits to help employees offset 
the costs of rising gas prices, but few employers are 

increasing pay to help employees, according to a survey by the 
Society for Human Resource Management.

The survey found that only 2 percent of respondents said they 
offered a cost of living raise prompted by gas prices, or stipends 
to employees with long commutes.

Instead, employers are offering new benefits, and more 

employees are taking advantage of benefits they already had. 
The survey found that the most common tactic (42 percent, up 
from 13 percent in 2007) by employers was to raise the mileage 
reimbursement to the IRS maximum.

Other benefits include offering a flexible work schedule (26 
percent), telecommuting (18 percent), public transportation 
discounts (14 percent), and rewarding employee performance 
with a gas card (14 percent).

"Rising gas prices are cutting into everyone's personal 

budgets, so employees are taking a closer look at benefits such 
as compressed work weeks and public transportation discounts 
to reduce their costs," said Susan R. Meisinger, president and 
CEO of SHRM. "In addition, employers are offering extra help as 
a tool to retain employees and improve employee morale."

The survey found that 12 percent of employers help employees 
organize carpools, and 7 percent offer priority parking to 
employees who carpool. One percent of respondents said they 
offer a monetary incentive for employees to buy hybrid cars.
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P resident Bush has signed into law the Genetic  
Information Nondiscrimination Act (GINA) that protects 
the confidentiality of individual genetic information. 

Under the law, "genetic information" is defined to include 
information about an individual's genetic tests, genetic tests of 
family members, and a disease or disorder in the family. GINA 
applies to both insurers and employers.

Group and individual health insurers are prohibited from using 
genetic information to determine insurance eligibility. Increasing 
an insurance premium based on genetic information is also 
prohibited.

GINA prohibits employers from discriminating against 
employees or applicants based on genetic information. The law 
applies to all public employers, private employers with 15 or more 
employees, employment agencies, and labor organizations.

Both insurers and employers are prohibited from requesting 
or requiring individuals to undergo genetic testing. However, an 
employer can collect information to monitor the biological effects 
of toxic substances in the workplace if: 1) written notice is given 
to the employee; 2) the individual gives written informed consent 
in advance, or the monitoring is required by law; 3) the individual 
receives the results; 4) the monitoring is in compliance with federal 
or state regulations; and 5) the employer receives only aggregated 
monitoring results without information about specific individuals. 
There are other exceptions, including one for bona fide wellness 
programs that protect individually identifiable information.

GINA also has confidentiality requirements. Any genetic 
information that an employer lawfully possesses must be 
treated as a confidential medical record. GINA's requirements 
for confidentiality are the same as the requirements under the 
Americans with Disabilities Act (ADA). Therefore, if employers 
comply with the ADA 's confidentiality requirements and keep 
medical information on separate forms and in separate medical 
files, they'll be in compliance with GINA.

Covered employers should update their nondiscrimination 
policies to reflect GINA's provisions. In addition, requests for 
information from health care providers should be reviewed 
to avoid obtaining genetic information from care providers. 
Specific language that reminds the provider not to send genetic 
information can be added, depending on the type of request.

The law's provisions for insurers take effect in June 2009 and for 
employers in November 2009.

We want to hear from you,
Send us your comments

and suggestions
info@hrworld.ca  

Bush Signs Bill Barring Genetic Bias
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Learn to apply innovation and productivity

Visit online and order your complementary evaluation copy today! www.businessworldcanada.ca

A Focused monthly publication to keep you 
informed in the following areas:

  Managements Skills & Strategies
  Accounting & Finance
  Human Resources
  Legal Matters
  Marketing & Sales
  Supply Chain
  Information Technology

BusinessWorld Canada newspaper will be 
published to keep business decision-makers 

and corporate employees informed about the 
current informational and technological tools 

available to achieve efficiency within the
 workplace. The publication will covers all 

business aspects within the workplace including 
operations management, sales & marketing, human 

resources, accounting & finance, legal 
matters, information technology and supply chain. 
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Government of Canada 
Takes Action to Ensure 
Long-term Viability of 
Biotechnology Sector

P arliamentary Secretary Lynne 
Yelich, on behalf of the 
Honourable Monte Solberg, 

Minister of Human Resources and Social 
Development, announced a new project 
to provide biotechnology graduates with 
invaluable work experience, and to increase 
the industry's competitiveness.

Speaking at the Sanofi-Aventis BioTalent 
Challenge National Awards Ceremony, 
Ms. Yelich highlighted the Government's 
continued support of Canadian companies 
and academic institutions in developing the 
highly skilled staff necessary for commercial 
success in biotechnology and life sciences 
in general. Through the new Career Focus 
BioTalent project, the Government will be 
investing an additional $250,000 to provide 
practical work experience to graduates 
and a skilled work force for biotechnology 
companies.

"The Government of Canada is committed 
to developing the best educated, most 
skilled and most flexible work force in the 
world," said Ms. Yelich. "We are proud to 
help biotechnology graduates get good 
jobs, and to support Canadian companies 

developing the highly skilled staff necessary 
to be successful."

BioTalent Canada helps Canada's bio-
economy industry thrive globally. As a 
non-profit national organization, BioTalent 
Canada anticipates needs and creates new 
opportunities by delivering human resources 
tools, information and skills development to 
ensure the industry has access to job-ready 
people. BioTalent Canada is a Canadian 
sector council-one of many partnership 
organizations created to address skills-
development issues in key sectors of the 
economy.

Sector councils play a vital role in helping 
to strengthen the labour market, thereby 
contributing to the productivity and 
competitiveness of the economy and the 
standard of living of all Canadians. They bring 
together governments, business, labour and 
educational stakeholders in key sectors to 
share ideas, concerns and perspectives about 
work force issues. Canada's sector councils 
have been successful at meeting emerging 
skills requirements, addressing skills and 
labour shortages, and building essential 
skills in the workplace as a foundation for 
continuous learning.
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Critical Illness insurance designed to protect
business owners and Key persons.
In the event of critical illness, your business will
receive the tax-free cash up to $2,000,000 lump-sum
it needs to:

Recover lost income caused by your absence
Ensure the payment of Key employee Salaries
Provide you with an income during your recovery
Pay for non-covered medical fees, private care, etc.
Alleviate the concerns of lending institutions,
creditors, suppliers, etc.

(MEMBER OF MILLION DOLLAR ROUND TABLE)

Protect the investment of your life :

YOUR BUSINESS
Critical illness premiums > Premiums for Flexible Refund of

   Premiums rider
> Premiums for Refund of
   Premiums Upon Death rider

Critical illness benefit > 100% Refund of Premiums
    benefit
> 100% of Premiums  refund Upon
   Death benefit

AN INNOVATIVE BUSINESS SOLUTION

TAX-FREE benefit TAX-FREE benefits

Corporation 70%*

CRITICAL ILLNESS INSURANCE

Premium
payment

Benefits

1 out of 4 Canadians will develop some form of heart disease 
over the course of their life
One out of two heart attack victims is younger than age 65
One person in 20 is at risk of suffering a stroke.
One out of three people will develop cancer in their lifetime.

SOURCES: Canadian Cancer Society, Heart and Stroke Foundation of Canada

Being diagnosed with a critical illness is a devastating event, not just for you,
but also for your spouse, your family, and even your business partners.

Shareholder / Key person 30%*

More than 25 critical 

illnesses covered

Stay Healthy

& Get 100%

Premium Back

* Approximately 
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The Government of Canada helps to improve 
access to Post-Secondary Education for 
Aboriginal and New Canadians

Government of Canada creates 
partnerships to improve 
opportunities for Aboriginal people 
in the oil, gas and forestry industries

their children's education and help more 
students attend college and university."

The federal government will contribute 
$746,500 over three years to the project 
which offers practical assistance to help 
families access Government of Canada 
incentives such as the Canada Education 
Savings Grant (CESG), and the Canada 
Learning Bond (CLB).

"The University of Winnipeg has 
the capacity and existing community 
relationships to lead this project," said, 
said Dr. Lloyd Axworthy, President and 
Vice-Chancellor. "The University's goal 
is to deliver excellent and accessible 
education by providing information 
to, and working in partnership with, 
communities that do not traditionally 
attend university."

Over the next three years, the 

for at least 80 Aboriginal people. Through 
academic training and skills development 
courses, participants will be able to match 
their skills, abilities and interests with a 
wide variety of training and employment 
options. This will result in higher job 
satisfaction, increased employment and 
retention rates, and additional economic 
development incentives that will 
benefit both employers and Aboriginal 
communities.

"The oil and gas industry offers many 
economic opportunities to the Aboriginal 
peoples of northeast British Columbia 
who can benefit from a targeted program 
such as NEASEP," said Ms. Audrey Sam, 
NENAS Executive Director. "We are 
excited about what the future has to 
offer our people and the opportunity 
to partner with companies that are 
committed to supporting the human 
resource development of the Aboriginal 
peoples of northeast B.C."

In addition, NENAS will be partnering 
with industry leaders such as Dunne-za 
Ventures LP, and EnCana Corporation to 
help deliver the project.

"Being First Nations owned and a fully 
integrated service provider, Dunne-za 

Government of Canada will also benefit 
from the research and analysis that will be 
conducted by the University of Winnipeg's 
Institute of Urban Studies regarding the 
outcomes of families who attend Family 
Night Information Sessions.

The Education Savings Community 
Outreach contribution program supports 
local, regional, national and umbrella 
non-profit organizations, post-secondary 
institutions, professional organizations, 
and provincial/territorial and municipal 
governments, in the development and 
delivery of projects with the goal of 
increasing the level of understanding and 
participation in the CLB and the CESG.

Parents can obtain additional information 
about the Canada Education Savings Grant 
(CESG) and the Canada Learning Bond (CLB) 
by calling 1-800-O Canada, or online at www.
canlearn.ca.

Ventures LP requires a steady stream 
of skilled personnel," said Mr. William 
Nurnberger, President of Dunne-za 
Ventures LP. "This project will allow us to 
train and employ additional Aboriginal 
people, help meet our labour needs and 
ensure the continued advancement of our 
company, our community, and Canada."

"EnCana is pleased to work with NENAS 
in helping deliver programs offered under 
the Aboriginal Skills and Employment 
Partnership," said Mike Forgo, VP, Business 
Services, EnCana Corporation. "This is a 
great fit with EnCana's ongoing support for 
education and training initiatives that help 
build capacity and sustainable economic 
opportunities for Aboriginal peoples."

The Aboriginal Skills and Employment 
Partnership is a nationally managed 
program that provides Aboriginal people 
with the skills they need to participate in 
economic opportunities such as northern 
mining, oil and gas, and forestry projects 
across Canada. ASEP's overall objective is 
sustainable employment for Aboriginal 
people in major economic industries, 
leading to lasting benefits for Aboriginal 
communities, families and individuals.

T he Honourable Vic Toews, President 
of the Treasury Board and Member 
of Parliament for Provencher, on 

behalf of the Honourable Monte Solberg, 
Minister of Human Resources and Social 
Development Canada, announced that 
the Government of Canada will provide 
funding to support the University of 
Winnipeg's "Improving Access to Post-
Secondary Education for Aboriginal 
and New Canadian Children and Youth" 
project. This project aims to support and 
encourage Canadian families, especially 
Aboriginal and New Canadians, to save for 
their children's post-secondary education.

"The Government of Canada is 
committed to creating the best educated, 
most skilled, most flexible workforce in 
the world," said Minister Toews. "This 
project with the University of Winnipeg 
will encourage more families to save for 

T he Honourable Jay Hill, Secretary 
of State and Chief Government 
Whip, and Member of Parliament 

for Prince George-Peace River, on behalf of 
the Honourable Monte Solberg, Minister of 
Human Resources and Social Development, 
announced funding for an Aboriginal 
Skills and Employment Partnership 
(ASEP) project. The funding is expected to 
provide Aboriginal participants with the 
skills development, support and training 
that they need to strengthen links to 
employment opportunities.

Speaking at the North East Native 
Advancing Society's (NENAS) office in 
Fort St. John, Mr. Hill announced that the 
Government of Canada will contribute over 
$2.3 million to the North East Aboriginal 
Skills and Employment Partnership 
(NEASEP) project managed by NENAS.

"The Government of Canada is 
committed to creating the best educated, 
most skilled and most flexible work force 
in the world," said Mr. Hill. "This project will 
offer Aboriginal people the skills they need 
to find and keep good quality jobs, help 
local employers facing labour shortages, 
and strengthen the local economy."

This project will provide employment 

Industry News
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Dept. of Labor 
Proposes Changes to 

H-2B Program

Negativity is like a weed that can overtake a 
workplace if you let it.

Is your workplace a breeding ground for 
negativity?

Anger Solutions™   
                                   at Work: 

Predict the Success of New Hires  
Before You Hire Them

*Some restrictions apply. Offer expires May 2008

Hire a Superstar!

 905.841.9841 or toll free 888.553.9104

Call to see if you qualify for a  

FREE* Profiles’ Online Assessment

Every company has their superstars – the employees that are most productive, 
generating the most sales or producing the happiest customers.

What makes a superstar special? Bottom line – they fit perfectly in your 
company and to their role. They think the right way. They match the company 
culture. They have the right energy levels and always win Employee of the 
Month. Imagine the positive impact on your company’s performance and 
profits if every employee you hired turned into a superstar.   

com

Industry News

T ake this quiz to find out! Give yourself 
one point for every “yes” answer.

1. Do you and/or your co-workers often 
find yourself pulling each other aside to “talk” 
about what’s wrong at work?

2. Is there a high rate of turnover in your 
company?

3. Do you find it hard to motivate yourself 
to get up to go to work in the morning?

4. Is there resistance to new ideas 
and changes that are introduced by 
management?

5. At meetings is more time spent talking 
about problems rather than trying to solve 
them?

6. Is your workplace divided into camps of 
“us” and “them”?

7. Are you frustrated by lack of 
communication or poor communication in 
the workplace?

8. Does it seem like the management is 
speaking a different language than the front 
line staff?

9. Do you believe that you and the rest of 
the team are valued and appreciated by the 
people you work for?

10. Is the best part of your work day the 
part where you get to go home?

T he U.S. Department of Labor has 
proposed rules that it says will 
modernize the application process 

and enhance worker protections under the 
H-2B temporary labor certification program.

The H-2B visa program allows U.S. employers 
to request foreign workers to fill a one-time, 
peak load, intermittent, or seasonal need for 
labor when no workers are available in the 
local job force.

The proposed rule would change the 
application process soV that employers 
would attest, under threat of fines and other 
penalties, that they have complied with all 
the program's requirements. These proposals 
would alter the current certification process, 
following a model similar to that adopted 
in a re-engineering of the permanent labor 
certification program in 2005.

The proposed rule also would eliminate 
duplication of effort by state workforce 
agencies (SWAs) and the Department of Labor's 
Employment and Training Administration 
(ETA). Instead of applying first with their SWAs, 
employers would file their H-2B applications 

Score:

0 – 2 ~ You are lucky to not be working in 
a toxic workplace! Look for strategies that you 
can use to keep it positive at work.

3 – 6 ~ Caution! Your workplace is in the 
danger zone and needs an infusion of positive 
attitude before it self-destructs.  Listen carefully 
today for tools you can take back to work with 
you.

7 – 10 ~ Time for a total negativity DETOX!  

What’s your score?  Next Month, watch for 
tips on how to weed out workplace negativity.

Julie Christiansen is an author, speaker, and 
coach, and the president of BODA reLEAF 
consulting. To learn how to bring Julie’s training 
program, Overcoming Conflict, Anger and 
Negativity in the Workplace to your office, visit 
http://www.angersolution.com. 

directly with ETA under the proposed process. 
Furthermore, employers would obtain from 
the Labor Department instead of SWAs the 
applicable prevailing wage determinations for 
their specific job opportunities.

In addition, the department seeks to 
enhance protections for U.S. and foreign 
workers. For instance, employers would be 
prohibited from passing along application and 
other costs to foreign workers participating in 
the H-2B program. The Department of Labor 
also proposes to debar for up to three years 
employers, attorneys, and agents found to have 
committed fraud or willful misrepresentation 
concerning the H-2B employment-based 
immigration program, or failed to cooperate in 
Labor Department audits or investigations.

Finally, the proposal contains a new 
Department of Labor enforcement program for 
H-2B in the event the Department of Homeland 
Security delegates its statutory authority for 
enforcing the H-2B program to the Department 
of Labor. Congress vested the Department of 
Homeland Security with H-2B enforcement 
authority in 2005.

by Julie Christiansen
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Advantages and 
disadvantages 

of four-day week

Government of Canada 
and Nova Scotia Invests in 
Immigrant Integration and 
Skills Enhancement
T he Honourable Monte Solberg, 

Minister of Human Resources and 
Social Development, announced new 

funding under the Workplace Skills Initiative 
for the Work in Nova Scotia (WINS): Workplace 
Skills Enhancement project.

"This project will go a long way towards 
helping newcomers find and keep Canadian 
jobs, as well as addressing skills gaps and 
labour shortages in small- and medium-
sized businesses," said Minister Solberg. "Our 
government made an important commitment 
in our long-term economic plan, Advantage 
Canada, to create the best educated, most 
skilled, and most flexible work force in the 
world. With this announcement, we are one 
step closer to getting this done in Nova 
Scotia."

The Government of Canada is investing 
over $560,000 through the Workplace Skills 
Initiative to help integrate newcomers into 
the workplace and provide them with the 
skills they need to reach their employment 
goals. It is estimated that approximately 350 
individuals and 250 small- and medium-sized 
enterprises will benefit from this project. WINS 
is managed by the Metropolitan Immigrant 
Settlement Association and was launched as a 
bridging program to help newcomers in Nova 
Scotia achieve their employment goals.

"We are thrilled with the funding, which 
will allow us to enhance the labour market 
supports we already offer. It will help us 
reach newcomers living outside of the Halifax 
Regional Municipality and provide additional 
services to both employers and newcomers 
wishing to develop new workplace skills," 
said Ms. Claudette Legault, Executive Director 
of the Metropolitan Immigrant Settlement 

About one quarter of American 
large companies now offer or 
require a four-day schedule for 

at least some of their workers (ten-hour 
shifts four days a week for the same 
pay). According to a Gallup survey, two-
thirds of working adults would prefer 
this shorter work week. Some of the 
advantages and disadvantages, from the 
perspective of both the employees and 
employers, are as follows:

Advantages

- 52 extra days off a year to do whatever 
the worker wants;

- Less absenteeism as employees have 
less need to miss work for doctor's visits 
and other obligations;

- Employers can save on energy, 
custodial and security costs;

- A reduction in exhaust emissions from 
commuter cars.

Disadvantages

- Stress of juggling ten-hour days 
and childcare; to get to work on time 
employees may need to leave before 
their children are awake;

- Repetitive strain injuries are a fear;

- Some managers feel deprived of 
quiet time and so are forced to come in 
on Fridays anyway;

- Customers may complain if staff are 

Association. "The project also complements 
the goals of the Province in relation to its 
immigration and labour, and work force 
development strategies. It is a win-win situation 
for us all."

The Province of Nova Scotia, through the 
Nova Scotia Office of Immigration, has also 
committed $36,275 in support for the project.

"We are pleased to be one of MISA's funding 
partners for this initiative, which helps new 
immigrants gain access to job opportunities 
and advance their career goals. Newcomers 
who have meaningful employment are more 
likely to succeed and stay here," said Nova Scotia 
Immigration Minister Len Goucher. "Attracting 
and retaining new immigrants is vital to Nova 
Scotia's economic growth."

This announcement launches the second 
phase of the project, which focuses on helping 
small- and medium-sized businesses. This 
project will also provide the opportunity to 
further develop and deliver programs across 
Nova Scotia that make use of computer and 
Internet resources to offer skills enhancement 
activities to under-employed immigrants who 
cannot access in-person services.

The Workplace Skills Initiative funds 
projects that mobilize and transform Canadian 
workplaces to meet both present and future 
challenges. This Initiative promotes and tests 
promising approaches to skills development 
and improved human resources practices for 
employed Canadians, encourages employers to 
invest in the skills of their employees, and helps 
the Government of Canada develop labour 
market policy and programming. A third Call 
for Proposals for the Workplace Skills Initiative 
has just been launched.

absent.

Some companies, particularly in Europe, 
are minimizing redundancies by simply 
slicing a day from everyone's workweek, 
cutting total hours but also cutting wages 
by 20%.

The World Bank - alternate Fridays off

The World Bank's offer to employees of 
a compressed work week - for nine days 
extending the work day and then taking 
off the tenth, a Friday - drew 1,500 takers, 
or one-sixth of the bank's Washington DC 
employees. 'We could have over half the 
bank on it if a ceiling hadn't been placed 
on participation,' said Brian Donnolley, the 
bank's manager of program support. It is 
part of a larger work-family effort to lure 
more skilled women as employees, reduce 
stress and ease single parents' conflicts.

People on compressed work schedules 
liked them better than the workers left 
to cover. 'We're learning how important 
back-up training is, including arranging 
coverage and voice-mail messages for 
days off,' Mr Donnolley says.

Nevertheless, after an evaluation noted 
that morale had improved, absenteeism 
was down a little and productivity hadn't 
suffered, the bank is continuing the pilot 
program.
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the new idea.

And then we’re surprised when they respond with, 
“Why?”

It doesn’t matter what new idea we’re trying to implement 
or in what organizational context we’re operating, we 
will always encounter this well meaning “Why?” We then 
incorrectly, in my opinion, label it as ‘resistance to change’. 
We also mislabel this phenomenon as being ‘negative’ and 
perhaps even as an ‘obstacle to progress’.

The problem we’ve created is this: We’re attempting to 
sell a solution, before getting agreement on the problem.

Here’s an experiment, we’ll make it incredibly simple. 
Walk into the office next to yours and say to the person, 
“Stand up.” (or “Stand up!” if you want to increase the 
intensity of the experiment.) What is their response? They 
will either ask “Why?”, or at the very least, they’ll think it.

What you just conducted was the simplest of Change 
experiments. The “Why?” you received isn’t trivial, you 
must answer it in some fashion if you’re to get the victim 
subject to stand.

If you want a more robust experiment, one performed 
by a PhD, one with ‘convincing’ statistics, then consider 
the test performed by Dr. Robert Cialdini (Described in 
his book, “Influence: Science and Practice” ISBN 0-321-
18895-0) 

This experiement was conducted at a busy 
photocopier. The researcher stepped to the front of 
the queue and asked: “Excuse me. I have five pages. 
May I use the Xerox machine?” The result was that 
60% of the time she was allowed to make her copies.

On the next trial she asked instead: “Excuse me. 
I have five pages. May I use the Xerox machine 
because I’m in a rush?” This increased her success 
rate (immediately making copies) to 94%.

To test if  “…because I’m in a rush” was the deciding 
factor for the change, they changed the opening line 
to: “Excuse me. I have five pages. May I use the Xerox 
machine because I have to make some copies?” 

Her success rate remained close to 94% at 93%. 
The initial request with no reason given is 60%, 
adding even the flimiest of reasons, ‘because’ to the 
unspoken ‘Why?’ increases that success rate to 93%.

So… if you’re trying to implement a new idea, what 
is your answer to the reasonable question ‘Why?’ going 
to be? That this “idea” is better than what we’re currently 
doing isn’t enough. That’s basically what we’re saying 
when we’re enthusiastic and merely sing the praises of a 
new solution.  

Remember, the question “Why?” is not so much asking 
“Why should we do this new thing?” as it is asking “Why 
should we STOP doing this old thing?”. 

What people need to hear is a description of the 
problem that your new idea is supposed to solve. We 
cannot sell anyone the benefits of anything until they 
agree that the benefits are necessary. 

So? What problems does your new idea solve? What 
are the failings of your existing process? Can you point to 
specific failings which everyone agrees need addressing? 
Can you measure what it costs in lost opportunity costs? 
Can you then estimate the opportunities offered by the 
new idea? If that’s too difficult, or circumspect, is it possible 
to identify an existing outstanding problem which has 
defied solution at great cost to the organization? Can the 
cost of not solving it justify a different approach? Perhaps 
trying out your idea in some limited manner?

© 2008, Peter de Jager. Peter is a speaker/consultant/writer 
on Change related issues. You can read more of his work at www.
technobility.com 

Getting “Buy-in” to 
something “New”

by Peter de Jager 

HR Management

I f you’re a ‘doer’ of any sort, whether you’re a meeting 
planner, organizer, HR manager, secretary or a just 
one of those people who make the world go round 

- then from time to time you’re going to stumble across a 
method or process that you just know will benefit others if 
only they’d adopt it. You’ll then discover, sometimes much 
to your surprise, that your enthusiasm for your new found 
solution isn’t shared by those around you. 

Welcome to the very common problem of implementing 
a Change.

If you also classify yourself as a problem solver then 
you’re well aware that we repeat certain problem solving 
solutions time and time again. We don’t set out to do this 
consciously, but never-the-less these solution patterns 
repeat. A good problem solver understands the need to 
identify, categorize and generalize these solution patterns 
and use them consciously.  There is a flip side to this, there 
are also patterns of failure, ‘solutions’ we try time and time 
again that don’t lead us towards our goal. In a sense, that’s 
why we attempt to categorize the solutions that work, 
because this then helps us avoid the ‘solutions’ which don’t 
work. Good problem solving practices attempts to steer 
us towards the successful problem solving techniques by 
steering us away from the less effective approaches. 

The “Buy-in” strategy in traditional Change Management 
is a perfect example of a commonly used unsuccessful 
approach to a common management problem. Yes, 
I’m well aware of the fact that questioning the value of 
a commonly held belief is heretical, but it is an accurate 
assessment of the efficacy of “buy-in”. 

Typically, when we find a good, new solution we get 
enthusiastic, sometimes wildly enthusiastic about it. Our 
immediate strategy is to try and convince others that this
solution is the answer to all our problems. We want them 
to ‘buy-into’ the new idea, after all, we know it works. Our 
approach is to concentrate on the benefits of this solution. 
Our goal? To get our audience or organization to adopt 

P oor interpersonal communication 
accounts for most problems in the 
workplace between employees 

and their colleagues and employees 
and their managers. It's a serious issue 
that negatively impacts employee 
morale, and in the end, results in the 
deterioration of teamwork and overall 
productivity. It creates an environment 
of insidious and unhealthy conflict that 
drives away good employees and creates a 
poisonous work atmosphere that destroys 
employee self-esteem and self-confidence. 
Finally, it creates a culture of negativity 
that will only drive down profitability and 
challenge a company's potential for success.

Creating conflict

Poor interpersonal communication 
comes in two bundles. The most obvious 
is the negative, crude and rude remarks 
that show disrespect and demean 
others. It is found in employees who 
believe using foul language will 
bolster their personal power. 
On the other hand, some 

employees and leaders encourage an environment 
of conflict between departments within their 

workplace, which results in a communication 
style that is set in an "us versus them" 
mentality.

Still, others consider themselves excellent 
communicators only to intentionally use 

language that avoids accountability. They 
"beat around the bush," shift the issues and 

never really explain what problems need to be 
discussed, what solutions are viable or what their 

role may be to create or resolve any problems. 
Then again, there are organizational leaders who 

encourage an environment of "continual niceness" 
where problem resolution is avoided at all costs 

because they personally cannot deal with conflict.

Survival of the fittest

If Canadian companies want to survive in 
this global competitive world, then strong, 

positive interpersonal communication 
must be the backbone and foundation 

of all organizational communication. 
It is a company's responsibility to 

set the tone, create an appropriate 
environment and build a supportive 

culture. This can be accomplished through a number of 
human resources management strategies.

First and foremost, a company must define the kind 
of corporate culture it wishes to build and identify the 
strategies that need to be in place to reach its goal. This 
leads to an understanding of the most effective work 
styles for an organization and enables management to 
source and select candidates with the right fit.

Once employees have been recruited, they need to 
attend an orientation program where they are exposed 
to their employer's corporate code of ethics as well as 
the company's expectations for positive interpersonal 
communication.

Overcoming barriers

Companies need to consider that employees are "raw 
material" and possess skills and abilities that can be 
molded into an effective interpersonal communication 
style that suits and builds upon an organization's culture. 
The goal is to institutionalize positive interpersonal 
skills within an organization's work environment. This 
is accomplished through a series of dedicated skills 
training programs. As an experienced human resource 
management consultant, some of the programs most 
valuable in establishing, reinforcing and maintaining 

 Building Effective Communicators
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The Pains and E&O risk in 
managing Employee benefits 
and group insurance.

insurance specific conditions that impact 
the premium calculation.  

So if we assume that the additional 
premium is 50$, a 50-50 split should 
make it 25$ a piece.  But wait! If we take 
in consideration the complex federal and 
provincial tax system we realize that doing 
so would either not be fair for one of the 
parties or worse could contaminate the 
plan as the employer might unwillingly 
make a contribution to the non taxable 
disability benefit.   Furthermore, should 
the 25$ be correct what portion will now 
be taxable or tax deductible?

To the rescue, many will be able to use 
an Excel spreadsheet that was specifically 
designed to make these calculations for 
you.  With simple cell changes the system 
will spit out the new premium as well as 
each party contribution.  Wait again!  The 
spreadsheet is incomplete and does not 
take in consideration the entire rating 
factors.  This means that we might end up 
with a different premium change that will 
be split.  Now we have a situation where 
step #1 and #2 are not in sink!

I personally reviewed over a hundred 
Excel tool and never, ever found one 
that could properly manage all the daily 
situations.  Although they are useful tool 
they remain risky.  And this is even more 
so when inexperienced benefit managers 
use them.

To make things a bit more complex, as 
this is often the case the changes were 
retroactive 3 months back.  The limitation 
of the Excel tool provides a Virtual monthly 
calculation with no ability for retroactive 
scenarios.  This as just compounded the 
manual calculation and the risk.

Step #3, based on the result of step 
#1 and 2, we now update the HR/
payroll system with the employee 
contribution, identify the taxable 
benefits for both federal and 
provincial and should also identify 
the tax deductible benefits.  
Oups! Did anyone manage these 
deductible benefits, as these 
could represent important 
tax saving to the employee?  
Where these calculated 
with the Excel or 
the internal HR/
Payroll system or 
did we simply 
i g n o r e 

advisor / actuary will have professionally 
represented the sponsor by selecting the 
right carriers for the right benefits, insured 
proper rating of the risk and assisted him 
in properly setting up the other important 
elements associated with managing 
benefits;

o The benefit manager will access 
members information in real time and 
insure timely update;

o The members could also access their 
information in real time and if appropriate 
could make timely request for changes 
that would be supervised by authorised 
professionals.

If we expand beyond the daily 
administrative management the same 
information is now immediately available 
for real time claim adjudication or when 
needed to go back to market and evaluate 
the new opportunities that are available 
thanks to the savings of the newfound 
efficiency.

It is now evident that benefit manager 
do not have to accept the inefficiency of 
the current model.  

If you think your organisation already 
have some part of this solution within 
a powerful and expensive HR system or 
through a carrier platform, take the time 
to review what you really have.  Don’t 
take anything for granted evaluate the 
E&O risk factors, see if you are optimizing 
the contribution and providing the 
deductible TAX contributions. Are you 
taking advantage of getting the best 
products and best services for each of 
your benefits?  

For the other, they are integrated CLIENT 
CENTRIC UNIVERSAL WEB solutions 
available to ease your pain and reduce 
your risk of E&O.  Go for it! You will gain 
control, improve efficiency and save 
money.  Furthermore you will help send a 
clear message to the industry that YOUR 
WILL NOT TAKE IT ANYMORE (extracted 
from the movie ’Network’).

Next month, we will look at ASO and Self 
Insurance management.  We will explore 
available technologies as well as some of 
the service providers.  Should you bring 
this task in house, use a TPA/TPP or go 
through a carrier?

Richard Sirois

President & CEO 

www.C-surance.ca

rs@c-surance.ca 

Specialist in process optimisation, C-surance.
ca provides WEB tools to simplify process and 
reduce cost of managing Group Insurance and 
Employee Benefits.

In the current “Closed, Isolated 
and Product Centric” technology 
environment, most participants are 

working in silos, reinventing the wheel 
and sharing access to information within 
organisation only.  

The inefficiency of this model makes it 
painful for sponsor to manage and access 
information.  To fully understand the 
underlying issues lets identify and explore 
the 3 major tasks and responsibilities that 
are pushed upon the benefit manager:

1. Contract management

2. Employer/employee Contribution 
Management

3. HR/Payroll system

To explore the daily operation of Benefit 
manager lets follow the step by step 
task that are associated to an employee 
change.  For sake of this exploration let’s 
imagine that an employee moves from a 
Single to a Family plan or we make a salary 
change.  

We understand that your current 
operating model might be slightly different 
than the one that we will describe here.  
Unfortunately we do not have the luxury 
of an in depth evaluation of every single 
process model.  Should you wish me to 
explore your own model and assist you in 
identifying an optimized process, please 
do not hesitate in emailing me.

Step # 1, he must make sure the Contract 
is modified so that claims request will be 
properly handled.  To do so some carriers 
will provide a WEB service that will simplify 
the up date process.  Should you not use 
such an access mode, you can also email, 
call or fax the request for change to the 
contract manager.  

If you are taking advantage of the 
market opportunities you might use 
multiple carriers to cover all your benefit 
needs. Health/drug/dental might be ASO 
or self insured, Life/ADD with one carrier, 
the STD/LTD with a disability specialist and 
Travel/Expatriate with another.  Obviously 
keeping each of them informed will imply 
multiple update.

Step #2, Such a change will imply a cost 
difference that must first be established 
and then be split between the sponsor 
and the employee.  For sake of argument 
we will say that the premium will be split 
50-50.   

First we must define the exact premium 
difference.  This change will be calculated 
by the carrier and will appear on the next 
billing.  In the meantime, the sponsor 
might use is internal HR or payroll 
system to calculate the new premium.  If 
is system as limited capability, as most 
do, the calculation might not take in 
consideration termination or reduction 
formulas, waiting period or many other  

them?  

We are now able to understand that all 
3 steps must be coordinated and each 
of them as its own pitfalls.  If you do one 
forget two, do two forget one or do all 
three but screw up in one of them YOU, 
the benefit manager, might be putting the 
employee or worse every member of the 
organisation at risk.  

They are multiple situations where you 
better have a good E&O insurance policy 
to cover some worst case scenarios.  Here 
are 2 real situations that should get you 
thinking:

o Because of poor 
calculation at step #2, the sponsor paid 
portion of the NONE TAXABLE disability 
benefit.  The benefit automatically 
becomes a TAXABLE benefit.  A young 
20 year old employee is injured and will 
not be able to work for the rest of his 
life.  He is expecting to get a 25,000$ 
annual non taxable pension.   This 
amount is now afflicted with 5,000$ 
a year tax charge.  Over the next 45 
years, he will be loosing 225,000$ plus 
interest!

o After reading an 
article about tax deductible benefit 
contribution a union organisation 
decides to claim in the name of their 
members the lost of revenues.  What 
are the chances that you lose?

If we look back at the IBM ideal model that 
we explored last month we will quickly see 
an evident solution.  A COLLABORATIVE 
CLIENT CENTRIC solution will with a single 
input: update the contracts; make the 
right  contribution taking in consideration 
the various contract premiums and special 

condition and will then share 
the information with the 

HR/payroll system.

Within this IBM 
model, each participant 
can assume the 
responsibilities and 
access that is required:

o The carriers will 
insure that the benefit 
condition of their 

contract is properly 
set up; 

o 
T h e 

HR Management
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Rage. Blame. Resentment.  
Overcome them all with Mediation by Creative Outcomes.

Workplace disputes happen every day, and occasionally they unravel to become flared tempers, 

pointed accusations – even lawsuits. Avoid the courtroom cost and pain with professional 

mediation services or mediation training from one of Canada’s most experienced dispute 

resolution professionals.  

Call Sarah Gayer at Creative Outcomes 416-656-7524 or learn more about mediation in 

the workplace with articles and podcasts at www.creativeoutcomes.ca.

Unplug Your 
Workplace: 
The Blocks 

to Employee 
Productivity
M ost people intuitively and instinctively want to 

be productive. It makes sense. They will get more 
from their work, and so will their employers. Yet 

many elements in the workplace can build walls that 
block employee productivity.

Five major blocks to employee productivity in the 
workplace:

1. Improper selection: When labor markets are 
tight, companies may be tempted to hire anyone with 
a warm body and a pulse to fill a slot rather than pay an 
adequate amount of money to recruit the right individual. 
No matter how tight a labor market is, there are always 
qualified people available if the compensation is fair. If 
you are baking a cake and you use the wrong ingredients, 
no matter what the reason, you will not produce the cake 
you desire.

2. Inadequate training: One out of three employees 
changes jobs annually. Companies that recruit poorly 
tend to train poorly as well. Training is not a one-shot 
enterprise; it is an ongoing investment to reinforce and 
advance skills and attitudes. Employers often get caught 
up in a vicious circle. They recruit poorly, then fail to 
allocate sufficient training resources. They figure, why 
spend the money on training when the employee won't 
be around for very long? Employees' performance suffers, 
their satisfaction levels are low, and they leave their 
positions, giving their employers the opportunity to start 
the cycle again. Employers ought to treat employees as an 
investment rather than an expense.

3. Overworking staff: Reasonable people will 
accomplish a reasonable amount in a reasonable time 
period. But you cannot put 10 quarts of water into a five-
quart container. There is nothing wrong with shifting 
work from former employees to those who remain. Our 
capacity to produce will sometimes be enhanced as we 
take on more responsibilities. But there is a limit. Being 
truly overworked helps people do a lot of things poorly. It 
may be more productive to ask staff to accomplish fewer 
things effectively.

4. Poor alignment with personal and company 
goals: The employer has a life and a destination, and 
so do employees. If employees cannot align their goals 
with those of their employers, they will eventually seek 
greener pastures. Do your employees see their positions 
as vehicles to get them to where they want to go in life 
financially, professionally and socially? Or are their jobs an 
expedient tradeoff of their time for a paycheque?

5. Burnout: Most people leave their jobs voluntarily, 
and the major reason is "burnout." "Fed up! Can't take it 
anymore!" Unfortunately, burnout is not an overnight 
event but a gradual process, sometimes lasting months 
and years. During that time, productivity and commitment 
diminish. Burnout is caused in different ways but has a lot 
to do with the items mentioned above. Many employers 
fail to look for signs of burnout. If they are not cognizant 
of the problem, there will be no opportunity to prevent, 
respond to or rectify the situation.

HR Management

“Culture is central to what we see, how we make 
sense of what we see, and how we express ourselves.” 
And when you are managing a multicultural team, 

you are working with people who are different in what 
they see, how they make sense of what they see and 
how they express. This is indeed a challenging situation. 
But don't take your step backward, because the future 
is with global business.

You might be working with a team which consists 
of Americans, Indians, Chinese and Europeans. What 
diversity! Now let us see what challenges you will have 
to face and how to handle them efficiently.

What are the challenges?
-  Cultural differences and mutual understanding
- Geographical distance causing absence of face to 
face contact
- Miscommunications due to language and cultural 
barriers
-  Difficulties in meeting motivational needs
- Differences in work style, speed of work and quality 
standards

- Different perceptions on ethics
- Time zone differences and work co-ordination

How do I handle cultural differences?

The first and the most important task in your hand 
is to prepare your team for a culturally different work 
experience. Prepare their mindset to accept differences 
and be open to each other.

- Facilitate open discussions among the team 
on their cultural differences to help in creating a 
conducive environment to understand each other
-  Provide orientation and mentoring about how to 
communicate to a culturally different counterpart
-  Develop a concept of cultural synergy
-  Research and learn about other cultures
-  Respect and appreciate each other's differences 
and work together
- Draw out a common approach towards project 
completion

Managing a Multi-cultural Team that Spans
National Boundaries and Time Zones

Continue   ....................................   page 16
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Key-man critical illness insurance is purchased by a 
business on the health of an owner or employee whose 
services contribute to the success of the business. Thus, it is 
owned by and payable to the business firm for the benefit of 
the firm. For key-man critical illness insurance purposes, the 
insured owner or employee may be thought of as a valuable 
asset that is insured by the firm in the same manner that its 
business buildings are against physical damage.

The insured almost always is someone who makes 
some substantial contribution toward the operation and 
the success of the business. This person may be one of 
the owners of the business, or he may be a key employee. 
Nevertheless his sudden illness means that his services not 
only would be lost to the business, but that his replacement 
probably would have less experience and training. His 
illness, then, is certain to disrupt the business, and probably 
result in tangible loss.

Critical illness insurance saw the light of day in South 
Africa at the beginning of the 80s. It was designed by a 
renowned heart surgeon, Marius Barnard, who based the 
product on his own experience.

During his career, Dr. Barnard noticed patient recovery 
was primarily affected by financial worries that arose during 
convalescence, rather than medical complications. Because 
of his beliefs and the obvious need for such insurance, the 
first critical illness insurance was marketed by South Africa 
insurance company in 1983.

It was only a few years ago that critical illness insurance 
was introduced in a number of industrialized countries, 
such as the United Kingdom, Japan, Australia, the United 

States and, more recently, Canada. Since then, it has continued 
to gain in popularity.

Statistics:

Heart disease

- 82% of victims survive their first heart attack
- 1 out of 4 Canadians will develop some form of heart 
disease over the course of their life
- 1 out of 2 hart attack victims is younger than age 65

Stroke

- 75% of victims survive a first stroke
- 1 person in 20 is at risk of suffering a stroke
- 50,000 Canadian suffer a stroke every year

Cancer

- 1 out of 3 people will develop cancer in their lifetime’3 
out 4 families will be affected
- More than 70% of the cost linked to cancer treatment are 
not covered by the provincial health insurance plan

Sources: Canadian Cancer Society, Heart and Stroke 
Foundation of Canada

More than 25 critical illnesses are covered under critical illness 
insurance i.e. Heart attack, Cancer, Stroke, Coronary Artery 
Bypass surgery etc.

Critical illness insurance is not only provides protection for 
the families it is also designed to protect business owners. In 
the event of critical illness, your business will receive the tax-
free cash it needs to:

- Recover lost income caused by your absence
- Ensure the payment of key employee salaries
- Provide you with an income during your recovery
- Pay for non-covered medical fees, private care etc.
- Alleviate the concerns of lending institutions, creditors, 
suppliers, etc.

Whatever the situation, a benefit will be paid….

Critical illness benefit: ensures the payment of a lump-sum 
of up to $2,000,000, 30 days, in most cases, after the diagnosis 
of one of the illness or medical conditions covered by the 
contract.

Return of premiums benefits: provides for the refund of all 
premiums paid since the coverage was issued, if the insured 
person decides to terminate their coverage, according to the 
option selected.

Return of premiums upon death benefit: pays the 
beneficiary, a refund of all premiums paid since the coverage 
was issued, should the insured die while the coverage is still 
in force.

Your financial coverage in case of critical illness plays a key 
role in any financial planning. It will support you during your 
transition toward a new lifestyle following a critical illness. 

Zahid Syed is President and Financial Security Advisor with 
Orooj Financial & Insurance Ltd.

The company specializes in helping families and business 
owners in the areas including: 

Life Insurance, Retirement, Estate Planning, and Living 
Benefits. Mr. Syed can be contacted at 905-624-0008 or 
zahid@ofilimited.com

Key–Man Critical Illness 
Insurance 

A Must Have Product by Zahid Syed 
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Presented in collaboration 
with major sponsors

Exhibit at the most established, comprehensive and largest recruitment fair in Canada and leading-edge event in the
recruitment marketplace in Ontario (open to general public). Exhibitors offer multi-sector job and career opportunities
as well as entrepreneurship, training and education opportunities and career services.

Join 180+ exhibitors
Four pavilions to exhibit:
• Employment Pavilion (Ontario Zone, Saskatchewan Zone,
Alberta Zone, Relocation Zone, Retail Zone) 

•Training & Education Pavilion 
• Entrepreneurship Pavilion 
• Career Services Pavilion

Sept. 30 & Oct. 1, 2008 
To RESERVE your EXHIBIT SPACE, please CONTACT:

Daniel Levesque, President & Show Manager | T: 450.971.0857 | E: daniel@thenationaljobfair.com

13th
Edition Exhibit at the fall 2008 fair!

Over 10,000 highly-motivated 
and experienced candidates in attendance

From 10am to 7pm
Metro Toronto Convention Centre, North building

Associate sponsors Partners

www.thenationaljobfair.com

Why exhibit? 
• Meet highly-motivated and experienced candidates face to

face, identify their communication skills, hire on-site and 
showcase your organization in a cost-effective way.

• Benefit from an advertising and marketing campaign of 
$350,000+ in value promoting the fair.

• Join a recruitment event that generated a cumulative 
attendance of 128,900 candidates at 12 fairs and 
registered a 462% growth since 2002 – unparalleled 
success in Canada.

• Proven successful recruitment event with coast-to-coast 
exhibitors.

new feature
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Are Your 
Assessment 

Ratings and Pay 
Encouraging High 

Performance?
They also brought up the point that under a 

4-point scale such as this one, some employers/
managers may wonder why there can't be 
a way to recognize those performers at the 
"very top"--those who would have received the 
"Far Exceeds Expectations" rating under the 
traditional rating scale. The speakers explained 
that doing so would "create a 'C' category." 
However, that doesn't and shouldn't mean 
that companies can't provide recognition for 
their highest performers. In fact, Campbell 
and Shafer are strong proponents of allowing 
for flexibility to spread increases within rating 
categories.

Doing so, they say, helps to eliminate one of 
the major "culprits" mentioned above that can 
create difficulty keeping a linear connection 
between performance and pay: This is what the 
speakers defined as the "performance rating 
penalty" or "the difference in merit increases 
received between a performer at the upper 
end of a rating category and their performance 
neighbor at the lower end of the next higher 
rating category (whose performance is 
essentially the same)."

They used the example of an employee--
employee "A"--who just missed the decision 
to be rated in the top-performing category 
(which could be for various reasons, including 
that the manager was told he/she needed to 
bring the employee "down" to a lower level 
due to cost concerns). Meanwhile, employee 
"B" falls just on the right side of the scale. 
Under a customary rating scale that equates 
a performance rating with a specific rate 
increase, employee A receives a 3.5% raise, 
essentially being brought to the "middle of the 
pack" in his/her category, while employee B 
receives the 5.5% raise being given to everyone 
in the top-performing category. In this case, 
Campbell and Shafer explain, employee A has 
suffered a 2% performance rating penalty. 
Employees and managers alike often feel that 
such scenarios are an injustice.

To avoid the performance rating penalty at 
our companies, the speakers explain, greater 
flexibility should be allowed within cells and 
guidelines. To illustrate an example under this 
model, an employee that falls in the category 
just below the top-performing category 
can receive a raise anywhere up to 4.5%. So, 
employee A, in the above example, could receive 
a 4.5% raise, the highest allowed in his/her 
performance rating (while another employee 
in the same rating category could receive a 
raise of less than the former specified raise of 
3.5%) Meanwhile, going back to the question 
as to how to recognize the "very top" high 
performers, employees in the top-performing 
category could receive a raise anywhere up to 
6.5% (above the standard/designated 5.5% of 
the former rating scale).

Campbell explained that statistics help 
make the case that implementing pay-for-
performance programs that are motivational. 
Citing Hewitt and WorldatWork joint research, 
he explained that companies that had 
successful pay-for-performance programs 
saw a 78% increase in engagement among 
high performers--those most valuable to the 
company. Meanwhile, these same companies 
saw a 50% decrease in turnover among these 
high performers. The bottom line is that these 
companies are "keeping more of the right 
people" and "making the best better" through 
such programs.

A re your performance ratings and 
pay practices sending the right 
message to your employees? Are they 

motivating them to reach high goals--or are 
they demotivating them? These were some 
key questions asked in a jam-packed breakout 
session at the 2008 WorldatWork Total Rewards 
Conference & Exhibition in Philadelphia.

Speakers Bob Campbell and Paul Shafer, both 
of Hewitt Associates, delivered a session with 
on the related topics of "ratings, messages and 
pay." Among their many objectives, Campbell 
and Shafer sought to help audience members 
understand the culprits behind the difficulty in 
connecting performance ratings with pay, and 
to provide potential solutions.

First, Campbell and Shafer set a definition for 
what they call the "traditional rating scale" that 
most companies use: In such a rating scale, "the 
mode of the performance rating distribution 
occurs two levels below the highest rating." The 
most common type of traditional rating scale 
is the 5-point scale that includes the following 
ratings (or others using nearly identical 
language): 1) Improvement Required; 2) Meets 
Some Expectations; 3) Meets Expectations; 
4) Exceeds Expectations; and 5) Far Exceeds 
Expectations.

Most employees, Campbell explained, "see 
these ratings as F-A" and, regardless of how 
you define "Meets Expectations," it has the 
"C effect" on employees. That is, the "Meets" 
rating doesn't convey the message that "you're 
a winner." Worse still, employees often interpret 
their "Meets" rating to mean that "there's not 
enough money for more good ratings" which 
is a "disincentive message" being sent by the 
company.

Further, the speakers explained that having 
two levels above "Meets Expectations" in our 
performance ratings "erodes the message that 
we need to set high goals. If employees really 
set and pursue the high-reach targets it'll take 
for the organization to win, how likely is it that 
they can achieve not just one, but two levels 
more?" And, Campbell and Shafer assert that 
while "Meet" and "Exceed" are great labels for 
relating achievement of each goal, they are 
not great for assessing overall performance 
"where they can depress high reach" among 
employees.

Campbell and Shafer pose that companies 
move from a traditional rating scale to what 
they call an "emerging" rating scale, or one in 
which "the mode of the performance rating 
distribution occurs one level [vs. two] below 
the highest rating." An example of a 4-point 
emerging rating scale they provided had the 
following labels: 1) Improvement Needed Now; 
2) Needs Consistency; 3) Strong Performance; 
and 4) Leading Performance. Under this 
model, most employees fall under the "Strong 
Performance" category and a much smaller 
"upper tail" and "lower tail" of employees fall 
into the "Leading Performance" and "Needs 
Consistency" categories, respectively. (Under 
this model, those falling into the "Improvement 
Needed Now" category are few and "addressed 
when encountered.")

Campbell and Shafer note that "the number 
of rating scale points [four, five, six, etc.] may 
not be nearly as important as how their used." 
What's important, the speakers explained 
are "which scale point represents strong 
performance and which scale point most 
people get."

Corporate Culture and 
Change Management

The Keys to Implem enting 
Sales Compensation Programs

“There are several steps to successful 
implementation of a sales compensation 
program,” says Robert Conti, San Jose, 

CA. Conti was speaking at WorldatWork's 
Total Rewards Conference in Philadelphia. The 
presentation, "Reinventing Sales Rewards," 
detailed how the electronics giant, Motorola, 
went about redoing its worldwide sales comp 
program. His co-presenter was Erin Smith, 
director of Global Rewards for Motorola. While 
the demands of overseeing thousands of sales 
people in dozens of countries is beyond the 
scope of most readers, the principles of what 
Motorola did are illuminating.

Begin Infrastructure Work Early
Most sales compensation plans are 

complicated and need data from many 
sources. If the infrastructure work begins too 
late in the process, even the best plans can 
end up being trashed. "You end up with either: 
'We'd really like to do that, but we can't', or a 
million spreadsheets," said Conti.

Reduce Complexity
Motorola's sales compensation systems 

had grown haphazardly over the years, and 
they had ended up with over 300 different job 
titles. In many cases, these didn't really relate 
realistically to nominal job grades. As a result 
of the work that Smith and Conti have done, 
these have been reduced to 28 titles, across 
six grades.

Asked how they could possibly have just 28 

Every organization has its own unique 
culture or value set. Most organizations don't 
consciously try to create a certain culture. 
The culture of the organization is typically 
created unconsciously, based on the values 
of the top management or the founders of 
an organization. The importance of corporate 
culture is growing as the result of several recent 
developments. Companies are encouraging 
employees to be more responsible and 
act and think like owners. In exchange for 
more flexible work schedules, employees 
are expected to always be "on-call." With the 
demise of more traditional communities (e.g. 
neighborhoods, etc.), companies are filling 
employees' need to belong to a community. 
At the same time companies are encouraging 
teamwork and the formation of teams.

Culture plays a vital role. Leaders must learn 
to harness the positive aspects of a culture 
in the change efforts. Culture is much like 
the water in an aquarium. While it is largely 
invisible, its chemistry and life-supporting 
qualities profoundly affect its inhabitants. 
An organization requiring transformation 
is like an aquarium polluted by too many 
algae, and requires restoration. Leaders 
effecting an organizational transformation 
must understand the vital role that corporate 
culture plays in any change efforts. The 
biggest problem with such a task is that the 
most powerful individuals stand to lose the 
most. Often, they will resist the changes 
necessary to move ahead in order to avoid 
losing power.

Corporate culture can help in bringing 
about change in the following ways:

Provide the key to mastering change - 
Corporate culture is an ever-evolving process 
and invariably it is a part of change that takes 
place in an organization. Corporate culture if 
implemented properly will help in mastering 
change so that whatever the change may be, 
it can be incorporated into the organization 
without creating any huge difficulties/neglect 
from employees.

Build new standards of communication 
that get better results - Agreement on beliefs 
and values facilitates communication. If 

titles for all of the businesses they have in so 
many markets, Smith replied, "Their business 
cards may be more creative," but for HR and 
comp purposes, the limited number of grades 
work effectively.

Pay Attention to Geography
Though job titles and grade structures are 

the same worldwide, rate ranges and salary 
structures are not. Every country has its own 
salary structure, based on local markets.

Engineer for Flexibility
Different cultures and different businesses 

require different approaches. If you don't allow 
for flexibility, people will either "go offline" to 
get it, or the businesses will suffer.

Smith outlined how one system allows for 
different mixes of variable pay, ranging from 
zero percent to 76 percent of base salary. "By 
providing the right guidelines, we actually 
provided a lot more flexibility" she said.

Develop and Configure
If you wait until you've completed the above 

steps before involving IT and systems, you are 
setting yourself up for big time trouble.

Involve Everyone Early
To be effective motivators, commissions have 

to be paid promptly and accurately. To make 
that happen, you need cooperation and buy in 
from all the interested parties. These include, 
sales, HR, sales operations, finance, and IT. "If 
you miss someone in the process, it will come 
up and bite you", Conti cautioned.

Management wants to connect with all of their 
staff, they need to combine three styles of 
effective communication: emotional, factual, 
and symbolic. These can be built into the 
corporate culture, thus making it a part of the 
organization itself.

Create greater customer satisfaction - 
Customer satisfaction has become the most 
important aspect of any service industry; 
corporate culture can help you by preparing 
you to give the customer what they must have 
i.e. build a communication that allows your 
people to succeed and increase the speed and 
value of organizational learning.

Cooperation between employees - Shared 
values may enhance goodwill and mutual 
trust, encouraging cooperation. This will help 
in any new implementation, as there would be 
a coordinated and collective effort from all.

Decision-making - Shared beliefs and values 
lead to more efficient decision making since 
there are fewer disagreements about which 
premises should prevail.

Employee Commitment - Strong cultures 
foster strong identification and feelings 
through beliefs and values the employee 
can share with others. This would help the 
company accommodate change or implement 
anything new keeping in mind that they have 
a set of committed employees. Therefore they 
need not worry about attrition as a result of any 
change that may be implemented.

Corporate behavior - Culture helps 
organization members make sense of their 
behavior by providing justification for it. This 
would enable a smooth implementation of any 
change that might be proposed.

In the end we need to keep in mind that 
corporate culture could be used as a perfectly 
crafted tool to implement any change. A good 
corporate culture will by all means help in 
change and a perfect implementation would 
fasten and ease the change implementation 
that is required.

So, while practice may never make perfect 
when it comes to organizational change, 
understanding and managing corporate 
culture can influence the final outcome of your 
change efforts.
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55 or older and nearing retirement.

 We rely on immigration to provide us with 
skilled labour and to sustain our economic 
and population growth. Immigration is 
not only increasing the stock of potential 
workers, but also helping to remedy the 
dangers of having too few young people 
to support the mass retirement and ageing 
of the majority. According to Statistics 
Canada, of the 251,000 permanent resident 
visas issued in 2007, 57.3% of immigrants 
who came to Canada in the last five years 
were in the prime-working age group of 
25 to 54. By comparison, only 42.3% of the 
Canadian-born population were in this 
age group. This means that immigrants are 
younger, and in turn, they will contribute 

under a merit-based immigration system 
that was intended to attract those skilled 
immigrants that meet the required profile 
and credentials to become economically 
established in Canada. In 2006, 54.9% 
of all immigrants entering Canada came 
under the economic class,  yet there is a 
major disconnect between the skills and 
education of immigrants and the job’s they 
find. The all too familiar reality of engineers 
and doctors driving taxis persists.

One of the questions that remain is why 
employers are not taking advantage of the 
large pool of skilled immigrants? Perhaps 
employers do not see the benefits for 

B y 2020, the Conference Board of 
Canada predicts a labour shortage 
of nearly one million people.  

While these numbers may seem alarmist, 
it is difficult to dispute the imminent 
shortage of skilled workers as Canada’s 
population ages, birth rates decline and 
our economy becomes more and more 
globally competitive. According to Human 
Resources and Social Development 
Canada, over the 2006-15 period, about 
two thirds (65.9%) of job openings 
resulting from both expansion demand 
and retirements are expected to be in 
occupations requiring postsecondary 
education or in management.  The 2006 
Statistics Canada Census also revealed 
that 15.3 per cent of Canadian workers are 

to the labour force for longer periods.

Despite the fact that immigration is 
the leading component of labour force 
growth, immigrants have great difficulty 
integrating into the labour market.  
Recent studies show a widening gap in 
inequality between the immigrant and 
Canadian-born populations. At the same 
time, immigrants today have higher 
skills than immigrants in the past. A 
large barrier facing skilled immigrants 
in integrating into the labour market is 
the discounting of their education – and 
much of this may come down to a simple 
lack of understanding of their credentials 
by employers.

Immigrants in Canada generally come 
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Video conferencing over the Internet requires substantial 
bandwidth and a somewhat powerful desktop computer. Do 
not use video conferencing to present information that could 
just as easily be sent via e-mail. 
Yvonne Marie Andres of the Global SchoolNet Foundation offers 
the following suggestions for running more effective video 
conferences: 
Lighting 
A video conference implies that we can view the speaker or the 
presentation. The better the lighting, the better the viewing 
experience. Lighting for a video conference is much like lighting 
for good photos:
Do not rely on overhead lights  (fluorescent lights are the 
worst!)
Do not have a window directly behind the speaker, for they will 
appear as a dark shadow
Do not try to squeeze more than three people into your window. 
It is important to be able to see the speaker's facial expressions 
as they talk
Do have a portable light that you can shine on the speaker 
"spotlight" fashion (a portable flashlight can be very effective)
Cue Cards/Eye Contact 
If the speaker is reading notes, the viewer sees only the speaker's 
forehead. The speaker should look directly into the camera as 
they speak, as newscasters do. Print your notes in large font on 
cue cards. A person holding the cue cards should stand behind 
the camera, so the speaker appears to be looking into the 
camera as they read their notes. 
Audio 
Sending audio over the Internet is still a bit primitive. On good 
days audio can be very clear, but on busy days, audio can be 
choppy. Here some pointers to improve your audio transmission 
quality: 
Speak very slowly to avoid losing entire words
Speak loudly and enunciate clearly
Vary the tone of your voice
Photos and Props 
Presenters should think of themselves as storytellers. Use photos 
and props to enhance your material. Hold photos in front of the 

T here are many conferencing and virtual meeting 
tools, but most can be placed in one of two distinct 
categories: 

Conference room video conferencing, where two or more groups 
exchange information using one or two-way visual (image) and 
two-way audio (voice) transmission. Typically, wired conference 
rooms are voice activated. The person speaking dominates the 
audio lines. Students can see the instructor, and the instructor 
can often view the class groupings, sometimes with the capacity 
to focus in on the person speaking. 
Computer conferencing, where exchange information using 
one-way visual (image) and two-way (voice) transmission is 
employed. If all computers are equipped with cameras, peer to 
peer exchange - such as instructor to student and student to 
student - allows both image and voice exchange.
This training delivery vehicle offers a live, immediate and 
synchronous experience, presenting a good discussion format 
in real time, with equipment that is relatively easy to operate. 
Implementing a Video Conference
Large companies with staff working in remote geographic 
regions can justify the cost of installing and maintaining 
expensive video conferencing equipment given the travel and 
living costs savings obtained. Rather than flying participants in 
to 'face-to-face' classroom training sessions, video conferences 
can be set up for a fraction of the cost, particularly if public 
conferencing facilities are available both locally and remotely. 
Heritage College in Ontario Canada, has delivered Small 
Business Development distance training in partnership with the 
James Bay Cree School Board to adult learners since 1997. As 
much as 300 hours of training programs are delivered by video 
conferencing to the remote Cree communities of northern 
Québec, communities that are 750 to 1,800 kilometres north of 
Hull, Quebec, where the college is located.
Video Conferencing Tips
There are special techniques instructors must use when 
presenting to a virtual work group, including, but not limited to, 
speaking clearly, waiting for responses from students, soliciting 
responses in an orderly fashion, and including visual aids such 
as graphs, charts, or examples to diminish monotony for the 
learners.

camera and pause the picture. Then tell the story that goes with 
the picture. This approach is much more effective than watching 
an endless talking head. 
Interactivity 
The main reason for using live video is for interaction. When you 
are presenting, stop after every ten minutes (or less) to allow for 
interaction. 
Appearance and Attention 
Remind learners that they are on camera, even when they are 
not speaking. It is very distracting to see viewers fidgeting, 
yawning, or talking amongst themselves. It is proper etiquette 
to give your full attention to the event. If you must divert your 
attention, pause your picture, so that the other participants are 
not distracted. 
Some clothing shows up better on screen. Experiment before 
the event to see what looks best. 
Moderator 
The conference moderator plays a major role in a good video 
conference. The moderator makes the welcoming comments, 
cues each participant when it is their time to speak, keeps the 
pace of the conference moving, and brings the conference to 
a close. If you are the moderator, lead the conference. If you 
are a participant, please watch and listen to your moderator 
carefully! 
Video Clips 
Here are some tips on video clips:
It is fine to use very short (less than 2 minutes) video clips to 
enhance your presentation
Keep in mind that the video looks much slower to the viewers 
than it does to you
Rehearsals 
Rehearsals are a very good idea. You should practice in front of 
the camera and critique one another several times before an 
event! 
The Show Must Go On! 
A live video conference is a show...and it must go on regardless 
of technical difficulties! If one of your participants crashes, 
times-out, or disappears, it is up to the moderator and other 
participants to fill in for them. Usually, the missing participants 
find their way back. 
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Video conferencing over the Internet requires substantial 
bandwidth and a somewhat powerful desktop computer. Do 
not use video conferencing to present information that could 
just as easily be sent via e-mail. 
Yvonne Marie Andres of the Global SchoolNet Foundation offers 
the following suggestions for running more effective video 
conferences: 
Lighting 
A video conference implies that we can view the speaker or the 
presentation. The better the lighting, the better the viewing 
experience. Lighting for a video conference is much like lighting 
for good photos:
Do not rely on overhead lights  (fluorescent lights are the 
worst!)
Do not have a window directly behind the speaker, for they will 
appear as a dark shadow
Do not try to squeeze more than three people into your window. 
It is important to be able to see the speaker's facial expressions 
as they talk
Do have a portable light that you can shine on the speaker 
"spotlight" fashion (a portable flashlight can be very effective)
Cue Cards/Eye Contact 
If the speaker is reading notes, the viewer sees only the speaker's 
forehead. The speaker should look directly into the camera as 
they speak, as newscasters do. Print your notes in large font on 
cue cards. A person holding the cue cards should stand behind 
the camera, so the speaker appears to be looking into the 
camera as they read their notes. 
Audio 
Sending audio over the Internet is still a bit primitive. On good 
days audio can be very clear, but on busy days, audio can be 
choppy. Here some pointers to improve your audio transmission 
quality: 
Speak very slowly to avoid losing entire words
Speak loudly and enunciate clearly
Vary the tone of your voice
Photos and Props 
Presenters should think of themselves as storytellers. Use photos 
and props to enhance your material. Hold photos in front of the 

here are many conferencing and virtual meeting 
tools, but most can be placed in one of two distinct 

Conference room video conferencing, where two or more groups 
exchange information using one or two-way visual (image) and 
two-way audio (voice) transmission. Typically, wired conference 
rooms are voice activated. The person speaking dominates the 
audio lines. Students can see the instructor, and the instructor 
can often view the class groupings, sometimes with the capacity 
to focus in on the person speaking. 
Computer conferencing, where exchange information using 
one-way visual (image) and two-way (voice) transmission is 
employed. If all computers are equipped with cameras, peer to 
peer exchange - such as instructor to student and student to 
student - allows both image and voice exchange.
This training delivery vehicle offers a live, immediate and 
synchronous experience, presenting a good discussion format 
in real time, with equipment that is relatively easy to operate. 
Implementing a Video Conference
Large companies with staff working in remote geographic 
regions can justify the cost of installing and maintaining 
expensive video conferencing equipment given the travel and 
living costs savings obtained. Rather than flying participants in 
to 'face-to-face' classroom training sessions, video conferences 
can be set up for a fraction of the cost, particularly if public 
conferencing facilities are available both locally and remotely. 
Heritage College in Ontario Canada, has delivered Small 
Business Development distance training in partnership with the 
James Bay Cree School Board to adult learners since 1997. As 
much as 300 hours of training programs are delivered by video 
conferencing to the remote Cree communities of northern 
Québec, communities that are 750 to 1,800 kilometres north of 
Hull, Quebec, where the college is located.

There are special techniques instructors must use when 
presenting to a virtual work group, including, but not limited to, 
speaking clearly, waiting for responses from students, soliciting 
responses in an orderly fashion, and including visual aids such 
as graphs, charts, or examples to diminish monotony for the 

camera and pause the picture. Then tell the story that goes with 
the picture. This approach is much more effective than watching 
an endless talking head. 
Interactivity 
The main reason for using live video is for interaction. When you 
are presenting, stop after every ten minutes (or less) to allow for 
interaction. 
Appearance and Attention 
Remind learners that they are on camera, even when they are 
not speaking. It is very distracting to see viewers fidgeting, 
yawning, or talking amongst themselves. It is proper etiquette 
to give your full attention to the event. If you must divert your 
attention, pause your picture, so that the other participants are 
not distracted. 
Some clothing shows up better on screen. Experiment before 
the event to see what looks best. 
Moderator 
The conference moderator plays a major role in a good video 
conference. The moderator makes the welcoming comments, 
cues each participant when it is their time to speak, keeps the 
pace of the conference moving, and brings the conference to 
a close. If you are the moderator, lead the conference. If you 
are a participant, please watch and listen to your moderator 
carefully! 
Video Clips 
Here are some tips on video clips:
It is fine to use very short (less than 2 minutes) video clips to 
enhance your presentation
Keep in mind that the video looks much slower to the viewers 
than it does to you
Rehearsals 
Rehearsals are a very good idea. You should practice in front of 
the camera and critique one another several times before an 
event! 
The Show Must Go On! 
A live video conference is a show...and it must go on regardless 
of technical difficulties! If one of your participants crashes, 
times-out, or disappears, it is up to the moderator and other 
participants to fill in for them. Usually, the missing participants 
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"Managing your human resources," say many 
prominent CEOs, "is the most common source of 
our competitive advantage." However, what if you're 

having a hard time bringing enough qualified candidates 
in the door to fill the open positions?

The Internet provides a valuable resource for increasing 
your qualified applicants, but it is not a panacea. 
Companies have recruited and hired on the basis of 
Internet leads since 1996.

Here are 10 tips to increase your chances of success when 
using the Internet in your hiring process.

1.  Think of finding qualified leads as dragging a 
magnet through a bucket of hardware. Your success 
rate depends a lot on the source you select and what 
type of people you're hoping to attract.

2.  Be sure to try several sources- use some that 
are general purpose and some that are specialized  
by either geography or area of specialty. The Yahoo! 
Careers site is an example of a general  purpose site, 
and International Pharmajobs is an example of one for 
a specific industry segment.

3.  Be familiar with the top five, general-purpose, 
resume-matching services: Monster, Career Path,  
Career Mosaic, Hot Jobs, Career Builder. Register on at 
least one of the top five resume matching services so 
that you can see resumes posted.

Introduction

The new economy is a digital economy. That is, information 
in all its forms is reduced to bits stored in computers and 
racing at the speed of light across networks. The new 
economy is also a knowledge economy. It's based on 
the know-how of everything we produce and how we 
produce it. We add value by using our brains, not our 
brawn. The new economy is also about adding ideas to 
products and turning those new ideas into new products. 
A customization of sorts. In the book, Digital Economy 
the author, Don Tapscott states, "Today we are witnessing 
the early, turbulent days of a revolution as significant as 
any other in human history. A new medium of human 
communication is emerging, one that may prove to 
surpass all the previous revolutions – the printing press, 
the telephone, the television – in its impact on our 
economic and social life." This column will discuss the new 
economy as it applies to the Kootenay region of British 
Columbia. Improving processes, managing information, 
networking, creating new businesses by adding ideas 
to products and creating a new product, focusing on 
adding value, creating wealth, strengthening our supplier 
economy. We can all learn from the changes that impact 
our everyday life and out everyday businesses.

Using technology to create a better way to hire staff.

Improving processes, the way in which you perform work, 
is a key to being successful in the new economy. Taking a 
standard or routine process, introducing new technology 
to it, with the end result being a faster, more systemized 
and organized approach, is exactly what Rob Alexander 
of Castlegar is doing with Online Broadcast Services. As 
a former Program Director, and person responsible for 
hiring staff at radio stations, Alexander knows the hiring 
process. 'I always though it a cumbersome process, having 
been on both sides of the fence," said Alexander. "It's time 
consuming for the station to wade through the resumes, 

The New Economy:
Using technology to create a better way to hire staff
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4.  Online resume matching services make money 
three ways: access (most allow job seekers to  post 
for free and charge employers to look), advertising 
(banner ads, with the classier sites  targeting ads to 
particular topic areas) and services (pre-screening, 
web development, etc). View  the fees in terms of 
how they add convenience and efficiency. You've got 
to determine how  much the next star performer for 
your organization might be worth.

5.  Be sensitive to the fact that many workers post 
their resumes online while still employed. For  
obvious reasons, these job seekers will want to protect 
their resumes from being viewed by  people from 
within their current company.

6.  Know that you'll have to screen the candidates in 
ways that differ from traditional techniques.  One 
of the downsides of the online resume services is that 
they rarely purge old or inactive  accounts.

7. Send an e-mail message to the address listed for 
a candidate. Candidates that reply within 24  
hours should be flagged as very responsive. If e-mail is 
a critical communications tool in your  company, 
you should note those candidates who take longer 
than 2 business days to respond.

8.  Regardless of e-mail response, highly attractive 
candidates are worth pursuing via follow-up  

and expensive for the on-air staff to send out packages 
to the stations. Many on-air staff send out as many as 15 
packages a month to various radio stations, hoping that 
on the day the resume arrives, there's an opening," he said. 
Here's the old way of finding a radio on air personality. 
Receive unsolicited envelopes via post or courier. Open, 
read resume, put tape in tape deck, listen for 30 – 60 
seconds, make notes on envelope, put everything back 
in envelope and file. Somewhere. Write occasional letter 
asking them to stay in touch in case something comes up. 
When an on-air personality is needed, go through pile of 
envelopes, hope resumes and tapes in envelopes, match. 
Short list candidates. Hope person still resides at place 
from which they sent resume/tape; contact personality; 
arrange telephone interview, arrange face-to-face 
interview if close by; check references, hire. Not much 
different than any other hiring process except that in radio 
unsolicited resumes/tapes sent by prospective on-air staff 
are the norm while advertising in trade magazines and 
journals is rare. The process takes a minimum of 4 weeks 
and often radio stations are left with a vacant position to 
fill, for more than two weeks.

So cumbersome was the process that he knew there had 
to be a better way and he felt that the Internet was the 
way to go. Alexander needed only two new technology 
tools: a computer and an Internet connection. From there 
he registered his own domain name, http://www.online-
talent.com/ and Online Broadcast Services was born. Very 
simply, Online Broadcast Services improves the process 
for station management to meet and subsequently 
hire, on-air personalities. No more wading through 
piles of envelopes, resumes and audio tapes looking for 
candidates to short list. Station management simply logs 
on to the Internet and goes to the online-talent site, sorts 
the listings by geographic region, number of years of 
experience, and the position they want filled. Up pops the 
list of on-air staff that meet the criteria. A simple click on 

              phone calls. Allow for weather conditions 
(floods, snow, etc), family emergencies and illness.

9. Perhaps one of the most effective ways to attract 
candidates for contract work is to ask  contractors 
who are doing similar work if they can recommend 
some additional associates to  work with us. Granted, 
this technique works best among people who are well 
connected with  email .. but, doesn't it say 
something today about professionals who do not 
access email  regularly and their ability to function 
effectively within organizations?

10.  One of the best ways to attract candidates that 
will fit well in your corporate culture is to have a  great 
deal of information on your web site that shares this 
perspective, such as success stories,  product 
development insights and customer feedback. Make 
the "positions available" link a  prominent part of 
your navigation system, and people who are attracted 
by what they read have  a simple way to indicate their 
interest in your organization.

Bonus tip: In today's tight labour market, hiring highly 
skilled contract workers is a more attractive option 
than ever before. The range of freelancers and boutique 
consulting firms handles a wider range of functional areas 
and are more customer service oriented. 

the name of the on-air staff, leads to a one page resume 
and a link to a 60 second air check. Instead of scanning 
through a 3 or 4 page resume, trying to find the pertinent 
highlights, those pertinent highlights are on one page. 
Instead of inserting a tape into a tape deck, station 
management simply clicks on 'download a demo tape' and 
about 90 seconds later, they are listening to the air check 
courtesy of Real Audio. "If they don't have RealAudio, 
there is a link to the site where they can download it 
for free," Alexander continued. Instead of trying to track 
down someone who has moved several times since they 
first submitted their resume and tape, all the address 
information is current. Not only has Alexander improved 
the processes of station management to hire staff, he 
has also changed the processes on-air personalities use 
to find work. Instead of mailing resumes and tapes to 
prospective stations, at an average cost of $3 each, on-air 
personalities mail one copy to Alexander. He reorganizes 
their resume to highlight only the information for which 
he knows the station is looking. The audio tapes are 
created as RealAudio files and are only 60 seconds long. 
The perfect length for busy station management to listen 
to. Both are uploaded to the website, ready for viewing/
listening. The price is very reasonable; less than the cost 
of mailing 3 resumes per month.

So now that the site exists and the list of on-air personalities 
subscribed to the service is increasing, Alexander is now 
improving his processes of marketing the site. "In the last 
year, there's been a 100% increase in the number of radio 
stations that have an Internet connection, and it's growing 
every day," said Alexander. "My job is to make the radio 
stations aware of my site, encourage them to visit it when 
they are looking for staff and continually promote the 
site both on the Internet and off." Alexander continued, 
"Even though radio stations are online, doesn't mean that 
station management understands everything it can do 
for them. I talk with radio stations all the time and once 

Tips for Finding Qualified Employees Over the Net
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The New Economy:
Using technology to create a better way to hire staff

Managing a Multi-cultural 
Team that Spans National 

Boundaries and Time Zones
- Encourage a flexible environment
- Assign project managers who can efficiently 
handle multi-cultural teams

How do I handle communication challenges?
Communication is a complicated phenomenon 

on it own. A North American and a South American 
speaks different. There are researchers who study 
communication differences which arise from one street 
to another. So a common ground is what we are all 
looking for. A perfect common ground is impossible 
but you can train yourself and your team to attain 
acceptable international standards of communication. 
Moreover, country specific communication training will 
help bridge those gaps.

How do I co-ordinate time zone differences?
Time zone difference is a major factor which will 

influence your team. The problem that you will face 
here is that of proper work co-ordination. But this is to 
some extent reduced by night time shifts. For example, 
you can have a team in India which works night shifts 
while your team works day shifts. This makes sure that 
work is carried out simultaneously.

Another option is to organize your work in such a 
manner that work assigned to one team in a zone will 
be finished by the time other team gets to work. This 
can add to your benefit as your work is getting round 
the clock.

What benefits can you leverage from a culturally 
different team? 

Once you can reach a common ground of 
understanding for each other, what results is a highly 
potential multi-cultural team which can serve you 
with:

- Variety of ideas
- A global perspective of business
- Efficient time management
- Different problem solving approaches

World Education Services*  Building Effective Communicators
effective interpersonal communication 
in the workplace include the following 
topic areas:

Communication and organization 
culture - This program is used to 
help employees identify their own 
communication style, how style is 
closely related to occupational interests 
and how to best use their strengths to 
interact with their colleagues.

Communicating in a diverse 
environment - Today, companies 
represent a diverse population. Employers 
should teach employees to communicate 
in a cross-cultural environment. This 
includes understanding different 
ethnic cultures (and their respective 
philosophies), religion and 
beliefs and the impact these 
have on communication style.

Gender-free communication 
- Women have entered the 
workforce in unprecedented 
numbers and represent many 
levels within an organization. 
Yet at the same time, many of 
these women continue to use a 
communication style that only 
serves to challenge their ability 
to succeed. A program such as 
this would recognize and explore 
the differences in communication 
between men and women and also help 
employees improve their relationships.

Communicating respect in the 
workplace - Respect, in this context, 

hiring skilled immigrants, or recognize 
the value of their previously acquired 
skills and work experience? They may 
consider it a greater risk to hire an 
internationally trained immigrant. Yet, 
these apprehensions may be holding 
businesses back from success. In a rapidly 
changing global economy and with 
the shifting Canadian demographics, 
businesses may be in trouble if they 
don’t begin to see the advantages of 
hiring immigrants. 

Businesses benefit by hiring immigrants. 
Since immigrant employees have diverse 
education, skills and life experience, they 
bring fresh perspectives and diverse 
points of view to traditional business 
norms. These perspectives and skills 
allow businesses to compete in new 
markets and capitalize on opportunities 
to improve services and products. Just 
having a diverse group of employees 
makes businesses more attractive to 
communities who want see themselves 
in the companies they use. Hiring 
immigrants and hiring diversity helps 
businesses compete.

While innovative businesses will benefit 
from skilled immigrants, understanding 
just what skills immigrants possess can 
be a challenge. 

One solution is to have job applicants 
with foreign credentials submit a World 
Education Services (WES) credential 
evaluation report that authenticates 
and shows the equivalency of foreign 

includes developing a respect for the 
privacy of fellow employees for their 
personal and physical space and personal 
belongings. It also includes identifying 
both obvious and aggressive bullying as 
well as the subtle behaviours that lead to 
a poisonous workplace.

Communicating with assertiveness 
- Employees need to be assertive and 
confident in how they communicate 
their views. They must be able to say no, 
ask for what they need and communicate 
this in a clear, constructive and positive 
way. These assertiveness skills must be 
learned and practiced.

Communication for effective conflict 
management - Most people dislike 

and avoid dealing with 
conflict. Yet at the same 

time, companies can't 
afford to allow differences 
of opinion or ways of doing 

things to get in the way of 
success. Training employees 

on a problem solving and 
conflict management model that 

outlines the process acceptable to 
the company will greatly improve 
communication and results.

Positive and powerful 
interpersonal communication 

skills are a key ingredient in overall 
corporate success and sustainability. 
It is not simply the responsibility of 
employees to individually improve their 
communication skills - corporations 
must take the lead as well.

degrees, diplomas and certificates in 
Canadian standards.

Drawing on a database containing 
detailed information on high schools 
and post-secondary institutions of 214 
countries, WES has been evaluating 
foreign credentials for over 30 years. WES 
also has a quick online preview service 
called ‘Preliminary Online Equivalency’ 
that immediately shows the Canadian 
equivalency of internationally earned 
credentials. Many employers use this 
service as a pre-screening tool for 
applicants. 

WES evaluations are rigorous and reliable, 
giving you an accurate and authentic 
evaluation of foreign credentials 
equivalency in Canada that can help 
you make an informed hiring decision 
– without discounting the potential 
benefits of hiring skilled immigrants.  

 * World Education Services (WES) is a 
not-for-profit organization dedicated 
to providing accurate and reliable 
evaluations of international academic 
credentials.   WES is recognized, and 
funded in part, by the Government of 
Ontario.
 -----------------------------------------------------
http://w w w.cr fa .ca/research/repor ts/pdf/
labourshortage.pdf
h t t p : / / w w w 1 . s e r v i c e c a n a d a . g c . c a / e n /
publications_resources/research/categories/
labour_market_e/sp_615_10_06/page03.shtml
http://www.amssa.org/pdf/foreign.pdf
http://www.cic.gc.ca/ENGLISH/department/
media/backgrounders/2007/2007-10-31.asp 

they see how Online Broadcast Services can help them 
find staff quickly, they are amazed. The best part is, it's 
a free service for the station. All it costs them is 10 or 15 
minutes online. They can have heard the audio tapes, read 
the resumes and even emailed the on-air personality to 
ask more questions or set up an interview."

Since he launched the site seven months ago, Alexander 
has already improved his own processes for adding on-air 
staff and personalities to the site. "Just in the last year or 
so, as radio station control rooms and production facilities 
became digital, the need for on-air personalities to have 
computer skills, is growing. I'm amending my data base to 
include computers skills of my subscribers," he said.

So how does someone like Alexander, who is offering the 
first type of service of its kind, get the exposure to the on-
air personalities so they will pay to be listed, and attract 
the radio stations who hire them? "Internet marketing is 
very different than off-line marketing," Alexander said. 
"It's easy to reach the station management by advertising 
the service in the trade journals, sending faxes or email 
messages promoting the site. Rather than blatantly 
advertise it, I ask them to look at the site and provide 
feedback. I don't want to turn them off, I really do want 
their feedback. If the site doesn't meet their needs, then 
I have to change it and improve it until it does. So far 
though, the comments have been wonderful," he said. 
"Finding on-air personalities who understand the power 
of using a service such as Online Broadcast and who 
understand the savings and potential it creates for them 
as they look for work, is a bit harder. "People don't like 
to change. They've always sent unsolicited resumes and 
tapes looking for work. They've always done that because 
that's the way the industry used to work."

"Well, now the industry is changing the way they hire 
people and those looking for work are going to have to 

change too." Alexander is already looking ahead to 1998 
and 1999. "By 1999, finding radio on-air staff, by using 
online services such as Online Broadcast, will be the 
industry standard," he said. He sees the opportunity to 
expand easily into the US where more radio stations are 
online and looking for his type of service. He also sees 
the improvements being made to computer video and 
believes his service could help TV on-air personalities find 
work in the near future. "I'm constantly improving the 
processes I use to create and market the service online 
and off-line. I also understand people's reluctance to 
change. But I've got resumes for on-air personalities from 
Fredericton to Penticton and they realize how this type of 
service will help them find work. Station managers already 
tell me that they see how this service can save them time 
and help them shortlist candidates."

For Rob Alexander and Online Broadcast Services, taking 
an old process of trying to find on-air staff by sorting 
through envelopes, resumes and tapes, improving it by 
using new technology, and adding value to both sets of 
customers, has an added benefit. He has created his own 
job and his own business.

"I probably won't ever hire anyone to help me in the 
business, but my suppliers are people like Kootenay 
Computers, my ISP, office services companies and 
accountants and lawyers. I'm not a big client, yet, but I'm 
one of a growing group of businesses in the Kootenays, 
who are keeping the economy growing by helping other 
existing businesses, grow their business," Alexander said. 
It's called finding a niche and filling it. Not only improving 
the way people are hired for radio stations, but literally 
changing the way the hiring process occurs. So what 
cumbersome process do you have in your business, 
that could be re-thought and benefit from the use of 
technology? That's the new economy. And it's already 
here in the Kootenays.
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Why the Wise ask “Why?”
I n the past I’ve had the dubious 

opportunity to teach people how to 
use some sort of computer application. 

Quite often, when explaining how to do 
something, I cringe inwardly as the student 
writes down each and every step. Their goal 
of course, is to use these written instructions 
to complete the task on their own.  The 
problem is that they are seldom faced with 
the exact the same task again. Their written 
instructions are useless to them, unless they 
know why those specific instructions were 
appropriate to that specific task.

Writing down every instruction is the 
syntactical approach to learning. It attempts 
to place every task into a separate little box 
and then capture the specific sequence of 
actions necessary to complete it. This strategy 
has its place. If we have to use a complicated 
device on infrequent occasions to complete 
the exact same task each time, then a written 
list of instructions is the solution. An example 
is learning how to turn off a complicated 
alarm system. 

The problem we face is that most of the tasks 
we need to accomplish on a daily basis differ 
from day to day. They shift, vary, change and 
mutate and therefore any list of instructions, 
instead of helping us, makes things worse. 
We know the solution to this problem; we’ve 
known it since we were old enough to speak. 
We need to know why things work the way 
they do. This is the contextual approach to 
learning. 

As children, our most commonly asked 
question, designed to help us understand 
how the world works, and not just drive our 

D o Performance Monitoring Systems 
really enhance productivity?

‘Monitoring' a term that in 
all probability brings to mind terror, be it 
in academics or in professional life. This 
is so because; the term has always been 
associated more with harsh punishment 
than reward. Professional life, especially with 
IT and IT enabled services sector, has come to 
be associated with 'do-or-die' state of affairs. 
The stress seems to be on performance 
and the incentive part is taking a long walk 
somewhere.

In normal circumstances, one would use 
the term 'appraisal' to evaluate or assess 
the professional activity of an employee. 
The idea being, that a positive appraisal of 
the employee very necessarily leads to the 
progress of the individual up the professional 
ladder and the general growth of the 
organization. Similarly, a negative appraisal 
will definitely cost dearly to the employee. 
This scale of measurement, however, is 
acceptable because, you have been hired by 
an organization to perform and if you fail to 
do what you were hired for then prepare to 
kiss goodbye to the job.

But the moment, one applies the term 
'monitoring', it always brings to mind 
unpleasant memories. Think of the times 
when the class monitor hovered over your 
head in the absence of a teacher while still 
in school, your name would be noted down 
in case of a little chatter with your neighbour 
and Boy! Would you have it once the teacher 
was back to her place. It is not so much the 
pain that is etched in your memory but the 
humiliation associated with it.

parents crazy (although that was fun), was 
“Why…?” 

I don’t know if the question “Why” is 
hard wired into our brains, but it would not 
surprise me if some extremely expensive 
psychological study discovered this to be 
the case. All children, without exception, ask 
“Why” and we did so until our teachers and 
parents finally lost patience and stifled our 
curiosity by responding “Because I said so!” 

“Why?” is the first step to wisdom. It is 
possible to perform highly complex tasks by 
rote, with no knowledge of why we’re doing 
what we’re doing, but the moment something 
unexpected happens, then we’re lost. Once 
our script fails us, then we have none of the 
knowledge necessary to help us create a new 
one. On the other hand, if we know “why” we 
were doing what we were doing, then we 
have at least a chance of figuring out what to 
do in new circumstances.

Despite this attempt by the adults of our 
childhood to relegate the question “Why” to 
the list of seven questions we must never ask 
in public, we all still have this inherent need 
to know the “Why” behind any command or 
instruction, especially when we’re asked to 
change.

Despite the hundreds of books written on 
the subject of change we all decide to change 
using the exact same process.

The process is exceedingly simple; it is 
straightforward,so that all of us can use it.
Step1. We become aware of “something.”
Step2. We ask ourselves if we should be 
concerned about that “something.” 

Monitoring as applied to the corporate 
sector spells the same doom for people 
who error. Punishment and Humiliation! But 
is it going to reward some genuinely hard 
working employees?

So what is ‘Monitoring'? Or 'Monitoring' 
what? Is it the personal activities of the 
employees that has got nothing to do with 
the organization or personal activities 
or otherwise of the employees which 
is detrimental to the growth, fame and 
reputation of the organization that has 
employed these individuals?

Sometimes, funnily enough, it also turns 
out that the company employing these 
monitoring devices themselves come 
under the hammer.

There was a sex scandal 
associated with call centre 
employees that was reported 
in one of the India Today 
editions some time ago. The 
company in question drew a lot 
of flak, the reputation was tarnished 
and the clients backed out. How did it 
enhance the productivity?

The CNN-IBN ran an interesting news on 
18th June, 2006, on how there are growing 
cases of drug abuse among the call centre 
executives, it might be irrelevant if those 
involved do it in their private capacity, but 
the accusations are on duty. From the point of 
view of the individual, who says that he/she 
is stressed out working in night shifts and in 
most cases drugs keep them awake- which is 
very necessary for better productivity- even a 
minute's nap can cost the company a fortune, 
this happens in spite of the monitoring 

  We do that by following a predictive sub-
process:
   Step i.   If I do nothing in response to this 
“something,” what happens?
 We then decide if the outcome is 
acceptable.
   Step ii.  If the outcome is acceptable, we do 
nothing.
   Step iii. If it is unacceptable, we decide that 
we need to do something. 
 We don’t know what to do yet, but we’ve 
accepted that something 
 needs to change in order to counteract the 
unacceptable outcome.
Step 3. To the best of our abilities we examine 
our alternatives.
Step 4. To the best of our abilities we narrow 
those alternatives down to a single choice.
Step 5. We implement that choice.

Now, a list of five steps and a sub-process 
of three steps might ‘look’ complicated, but it 
isn’t; each phase flows naturally from one to 
the other. This is the process we follow when 
we place our hand on a hot stove and then 
decide whether or not to snatch our hand 
away. It is also the same process we follow 
when we decide whether or not to buy a new 
car, or to quit a job.

This process is the answer to the question 
“Why should I change?” and it is crucial to our 
willingness to embrace a change. It is what 
determines for us, that a change is necessary. 
Without an understanding of the thought 
process involved in getting to Step 5, we are 
naturally extremely reluctant to embrace the 
choice identified in Step 5.

When we state that the most 

facility. From the management angle, they 
have to cope with complaints coming from 
their clients who accuse the call centre 
executives of being in inebriated condition- 
now will this not cost the company? There are 
actually two ways of looking at it.

Sometimes though, monitoring becomes 
absolutely necessary to keep credibility in 
check. What with the mismanagement in 
some call centers of 'confidentiality' of the 
clients as reported by some aggrieved clients 
in Australia and USA.

This is only a generalization of the 
problems that one faces in the BPO sector 
today. But, there are other problems, 

which are normally found in any job 
environment, like lack of interest in the 

job profile, low productivity, and of 
course, suitability of an individual 
for the job entrusted. Whether 
'monitoring' of employees, 

which has a negative connotation 
tagged to it, truly leads to higher 

level of productivity is a question to be 
answered by the organization, given the 

cost-benefit analysis.

Monitoring does not come free of cost, 
one needs to pay for it, whether monitoring 
is done through electronic surveillance or 
through human supervision, there is a certain 
price tag. It also depends on the size of an 
organization. And the real objective behind 
'monitoring', whether it is merely productivity 
in economic terms or productivity in overall 
terms, which involves value added services 
provided in addition to what has already 
been assigned according to the previous 
agreement.

important aspect of Managing Change is 
communication, what we must communicate 
is the reasoning inside this process. When an 
employee “resists” a Change by asking “Why 
should we change?” it is this reasoning that 
they’re asking for.

This isn’t an unreasonable request on the 
part of the employee, it’s that instinctive 
need to understand, and we do everything in 
our power to fulfill. Recognizing this common 
need and fulfilling it, isn’t a complicated MBA 
management strategy… it doesn’t take a 
lot of time, or a lot of money to learn this 
strategy, it’s just common sense. We thwart 
the need to know “Why?” at our peril. 

There’s truly nothing complicated about 
how we decide to embrace a change. We 
use this process when we work through the 
decision to embrace a large change, such 
as getting married, but also when we are 
faced with a much smaller change, such as 
changing our e-mail program. 

No matter what the change is, we must 
have (or be given) the opportunity to go 
through the entire process, in sequence. If 
we’re not allowed to step through the process 
– and resolve each step as we go – then we’ll 
strongly resist every change, even a change 
as trivial as changing e-mail. Being asked to 
“buy into” change without being able to work 
through all five steps of the process is the 
primary source of resistance to change.

I’d like to call the question “Why?” (and of 
course the associated answers), the “secret” 
to Managing Change, but its silly to label 
something a secret when it’s something 
we’ve all known since childhood. 

In economic terms, the margin of 
additional productivity resulting from 
'monitoring' may be minimal for the simple 
reason that the profit of gains in addition to 
what is expected from normal operations, 
is to be calculated only after deducting the 
cost to be borne on 'monitoring' activities. 
But in a purely competitive world, for an 
organization, it is not merely the monetary 
benefits accrued out of monitoring that 
is important but also the reputation of an 
organization, that leads to higher trust 
levels in the clients/associates, keeping in 
mind, not merely the present operations 
and agreements, but also future growth and 
expansion plans of an organization. In a fast 
growing market of globalized economy, it is 
very, very difficult for an organization to gain 
trust and business from clients, even if there 
is a slight error in operations and blot to the 
reputation.   Whether the term 'monitoring' 
is mechanical and has only employer interest 
attached to it, one needs to see the question 
from this angle too! In case in the process 
of 'monitoring' some select employees are 
found to be working exceptionally well, will 
these individuals be rewarded? Just like erring 
individuals are punished. As the concept of 
'monitoring' involves these and many other 
issues, it would only be appropriate to use 
the term 'appraisal' instead. One may still 
have reservations!

Whether monitoring is humane in the 
sense that it encompasses activities keeping 
in mind the well being of the employee and 
the organization or is it merely mechanical 
looking to enhance the productivity of 
the company which ultimately leads to 
profitability of the company, is the question 
that needs to be pondered upon.

HR Technology

"Beware! You are being Monitored"
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The Government of Canada 
helps Canadians with 
disabilities find meaningful 
employment in the Regina area

Relocating an 
Employee from Canada 

to the United States

Want to Be an 'Employer of Choice'? 
        Be Careful of What You Wish

M ost HR managers would say that 
they want their organizations 
to be an "employer of choice." 

To do this, they should be offering 
the best pay, benefits, and working 
environment in order to attract and 
motivate the best people. "Not so fast," 
says Randolph Harrison, managing 
director, Capital H Group, Chicago. 
Speaking at WorldatWork's 2008 Total 
Rewards Conference in Philadelphia, 
Harrison urged employers to first figure 
out who it is they want to attract and 
motivate. (Of course, you want to retain 
all productive employees. The point he 
is making is that some are more critical 
than others.)

Customer Satisfaction

M r. Dave Batters, Member of 
Parliament for Palliser, on behalf 
of the Honourable Monte 

Solberg, Minister of Human Resources 
and Social Development, announced 
Government of Canada funding to the 
Regina Branch of the Canadian Mental 
Health Association (CMHA).

This funding will assist approximately 
30 Canadians with disabilities in 
finding meaningful employment, or in 
becoming self-employed. The CMHA's 
Regina Branch will receive up to $20,024 
to deliver Job Coaching Services, a 
project that will help people with 
psychiatric disabilities in the Regina 
area.

"The Government of Canada is proud 
to provide this funding, which will help 
30 individuals here in Regina," said Mr. 
Batters. "Our government is making sure 
that all Canadians with disabilities have 
access to the training they need to find 
and keep quality jobs."

The Government of Canada 
supports these projects through the 
Opportunities Fund for Persons with 
Disabilities. The Fund supports a wide 
range of employment activities for 
unemployed people with disabilities 
who are not normally eligible for 
Employment Insurance benefits under 
the Employment Insurance Act.

"This six-month pilot project is a 
step in the right direction for persons 
with mental health problems," said Ms. 
Louise Handford, Executive Director of 
CMHA's Regina Branch. "Employment 
is one of the determinants of health. 
When persons with mental health 
problems are stable and supported, 
they can, and do, demonstrate the skills 
and abilities needed in today's work 
force. This Job Coach position will assist 
in skill development and training in a 
variety of work environments. Persons 

A s a business owner, expansion 
into the US market often begins 
with the relocation of a single 

employee. As the employer, you will 
need to be aware of the tax implications 
associated with this person's move. 
However, the tax issues that will be faced 
by the employee are quite diverse, and 
may be difficult to ascertain.

The key issue will be the impact of 
the move on the employee's residency 
status. If the move will cause the 
employee to cease Canadian residency, 
there are several questions that should 
be considered:

Will the employee's house be sold, or 
rented with the intention of eventually 
returning to Canada? If the renting 
option is chosen, there are at least two 
elections to file: The first allows for the 
retention of the employee's "principal 
residence exemption". The principal 
residence exemption will be preserved, 
but the rental income cannot be offset by 
capital cost allowance (the tax system's 
equivalent of depreciation expense). The 
second election allows for the reduction 
of the required withholding taxes that 
must be paid on the rental payments. The 
renter is required to withhold a portion 
of the rent paid to the employee, since 
the employee is now a non-resident. 
Essentially, the election allows for the 
tax withholding to be a fraction of net 
rental income, rather than the rental 
revenue. Remember that if the family 
home is not rented to a third party 
(and not a relative), Revenue Canada 
may argue that the employee never 
ceased Canadian residency, and tax the 
employee's income in Canada. The result 
will be double-tax (and complex filings 
to claim foreign tax credits), because 
the employee will also be subject to US 
income tax.

with mental health problems can, and 
do, have the right to benefit from and 
contribute to their communities."

With an annual budget of $30 million, 
the Opportunities Fund for Persons 
with Disabilities helps Canadians with 
disabilities to prepare for, obtain, and 
retain employment or self employment, 
thereby improving their economic 
status.

The Fund works in partnership with 
organizations, including the private 
sector, to support an array of activities, 
such as: increasing employment 
skills, providing work experience, 
and preparing individuals for self-
employment.

In the 2008 budget, the Government 
of Canada announced plans to make 
the costs of training that helps people 
cope with disabilities or disorders 
exempt from the goods and services 
tax/harmonized sales tax (GST/HST). 
The Government also plans to expand 
the list of GST/HST-free medical and 
assistive devices to include service 
dogs. These commitments expand on 
the 2007 commitments to implement 
the Registered Disabilities Savings 
Plan, which will help individuals save 
money to care for children with severe 
disabilities, and to introduce the $45 
million Enabling Accessibility Fund, 
which will improve physical accessibility 
for people with disabilities.

RESP's and the employee's RRSP can 
be kept, but any withdrawals under the 
"home buyers plan" must be repaid, 
and accumulated income from the RESP 
cannot be paid out to non-residents. All 
other assets are deemed to be sold for 
their present fair market value, which 
may result in a tax liability without sale 
proceeds from which to pay it.

Special treatment is allowed for assets 
that are "taxable Canadian property", but 
a deemed disposition still occurs.

Revenue Canada will also still tax any 
income, such as dividends or interest, 
earned in Canada via withholding taxes.

There are also issues to consider from 
the US perspective:

An immigration attorney should be 
consulted to acquire proper status (i.e.: 
working visa, "green card").

Each state also imposes income tax, 
and the tax rates vary widely. US tax 
authorities will tax all income, including 
investment income from Canadian 
investments, rent from the Canadian 
house (if it is not sold), and earnings in 
an RRSP that is not collapsed, subject to 
some special elections.

The effective tax rate. While it is lower in 
the US, any Canadian-source income will 
still be subject to the higher Canadian 
tax. The result is both jurisdictions 
imposing tax on the same income. This 
is resolved by the relocated employee 
filing both Canadian and US tax returns, 
and claiming foreign tax credits.

Clearly, the issues faced by relocating 
employees are diverse and complex. A 
professional should be consulted well 
in advance of the relocation to discuss 
the Canadian and US tax planning 
opportunities.

He suggested that employers adapt 
the "customer satisfaction" tool/model 
that businesses use to help them figure 
out and focus on their best customers 
to identify job classifications that matter 
most to an organization.

There are three phases to the 
customer satisfaction model. First, you 
identify the most desirable customers. 
Next you define and articulate your 
brand and value propositions. Finally, 
you monitor customer satisfaction and 
make necessary adjustments.

Most Desirable Employees

What makes employees desirable 
depends on their role in the 
organization. People who "protect 

value" are those who can lose money, 
but there is minimal upside potential 
if they get things done a little better 
or faster. This group, though they are 
important, have less impact than people 
whose personal activities can create a 
lot of value, for example, high-end sales 
people.

Harrison had a chart which showed 
the importance of "human capital" and 
"organizational capital" in different 
"value modes." In the "protection" 
mode, organizational capital 
predominated. This means that systems 
and processes are more important than 
individual creativity or initiative. By 
contrast, in the creative mode, human 
capital dominates.

Market Positioning

Being an employer of choice is 
most important for the jobs that 
have the potential to create the 
most value--those that can "move 
the needle." Harrison advocates a 
compensation strategy that uses this 
"market positioning." Jobs that "protect 
value" should be targeted at the 50th 
percentile of a rate range. By contrast, 
those which have the highest potential 
should look at the 90th percentile.

"Isn't this what we often end up 
doing anyhow?" he asked. Managers 
bargain and finesse the systems to 
accommodate stars. A system such as 
Harrison advocates would add some 
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Positions available in: 

Oshawa, Pickering, Whitby, Ajax, North York, Woodbridge, Vaughn, 
Markham, Thornhill, Richmond Hill, Aurora, Newmarket, Scarborough, 
Brampton & across the GTA.

We are looking for people with: 

  Previous direct sales experience (a de�nite asset) 
  An outgoing and enthusiastic personality that thrives on 

        customer interaction 
  A mature, reliable & results oriented attitude

We o�er:

  Opportunity to earn a signing bonus and employee 
       bene�ts after 3 months

  Flexible schedules with full & part-time positions 
       (great opportunity for students)

  Excellent compensation, bonuses & incentive programs
 

Please apply on-line at http://www.actv8.net/ctfs/apply  OR for more 
information on the position call 1-877-714-9090 ext 1 and speak with 

our Canadian Tire HR Recruiter. 

actv8 marketing provides professional �eld services to blue chip leaders in the 

Canadian banking and �nancial services industry. We are currently searching 

for dynamic & self-motivated Sales Professionals to represent our client & 

promote their �nancial services.

F i e l d - M a r k e t i n g  R e p r e s e n t a t i v e s

s e r v i n g  t h e  g r e a t e r  t o r o n t o  a r e a

p h o n e :  9 0 5 - 7 9 0 - 8 3 0 2

t o l l  f r e e :  1 - 8 7 7 - 7 9 0 - 8 3 0 8

e m a i l :  i n f o @ j o b p a p e r . c a

w w w . j o b p a p e r . c a

www.jobpaper.ca
your best way to hire your best Employee

 
R e a d  J o b P a p e r  N e w s p a p e r  

Looking to hire talented personnel?

   A c coun t i n g
   Adm in i s t r a t i v e
   A r t s  a nd  Med i a
   B i o t e chno l o g y
   C ompu t e r
   C on s t r u c t i o n
 E - commerce  and  I n t e r ne t
   E duca t i o n
   E ne r g y  
   E n g i nee r i n g
   E n t r y  L e v e l
   E xecu t i v e
   F i n ance
   G r aph i c  De s i g n
   Hea l t h ca r e

E m p l o y m e n t  L i s t i n g  C a t e g o r i e s :

   Ho sp i t a l i t y
   Human  Re sou r ce s
   I n s u r ance
   L e g a l
   Ma r ke t i n g   
   Med i a
   Nu r s i n g
   Pha r maceu t i c a l
   Pr oduc t i o n  and  O pe r a t i on s
   Re t a i l
   S a l e s
   S c i ence
   S k i l l e d  Tr ade s
   Teach i n g
   Te chno l o g y

Location: Edmonton, AB, CANADA
Company Url: http://corporate.sobeys.com
 
We are growing and require a Human Resources Manager to join 
our team!
Reporting to the Director, Human Resources, you will provide advice, training and guidance 
to management and staff on human resources (HR) concerns for retail stores in the assigned 
region.  You will also maintain up-to-date knowledge of provincial employment and labour 
law.
You will participate in all functions within HR including employee relations, training, 
recruitment and occupational health and safety.  Utilizing your excellent communication 
skills, you will actively promote positive relationships with all stakeholders.  You will 
identify HR issues affecting business operations while recommending resolutions.  
Whether you are connecting with customers or coming up with innovative ways to do 
business better, working with us is always rewarding.  Sobeys is not only a place to shop and 
work, it is a place to GROW!

Knowledge and Skill Requirements:
• Extensive experience as an HR generalist 
• Bachelor’s degree with concentration in HR or recognized HR certificate / HR designation 
• Superior communication, problem solving and consulting skills 
• Demonstrated ability to learn new concepts, multi task and work collaboratively with all
  levels of the organization 
• Self starter, strategic thinker and customer focused 
• Travel throughout the area is required 

Please forward resume (MS Word format) to:
Human Resources
Sobeys - Points West
17220 Stony Plain Road
Edmonton, Alberta, T5S 1K6
Fax: 780-444-3438
E-mail: west.resumes@sobeys.com 

Human Resources Manager

Employment
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