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Introduction  
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Thereôs no question ï these are challenging times for organizations. 
 

ñGlobal economic crisisò, ñrecessionò, ñdownturnsò, ñcutbacks and layoffsò ï these messages seem impossible 
to escape. Discussions permeate in our workplaces, in the media, and our homes. We are advised to switch 
to survival mode and brace ourselves to weather the storm. 
 

Itôs easy to get trapped by the negativity and fear that may be weaving through your workplace. Leaders and 
employees often turn to Human Resources for insight and advice on navigating changing times and dealing 
with the impacts of employee uncertainty and apprehension. 
 

Progressive organizations consider the current circumstances, but also think longer term. They recognize that 
while times may be uncertain now, the future is sure to bring change and opportunities. By shifting the focus 
toward the opportunities presented during change, your organization can thrive during uncertainty. These are 
often the best times to examine existing strategy, processes and practices, leverage technology, get creative, 
and build enduring relationships with employees. This approach will position your organization to thrive and 
lead through the recovery and beyond. 
 

In response to these unprecedented times, we have gathered a group of top experts to share how they are 
helping employers shift their strategic focus in this positive direction. This publication is packed with practical 
ideas, tips, and techniques that you can implement and create proactive results for your organization. 
 

Successful organizations and individuals act while others wait on circumstances to turn around. In your role, 

you have the opportunity to take the lead and ensure the success of your organization. 



Meet Our Experts 
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Jeff Palamar τ Partner, Taylor McCaffrey  LLP 

 Jeff Palamar is a partner with Taylor McCaffrey LLP in Winnipeg. He practices in the 
areas of employment, labour and administrative law, including human rights, sports, and 
civil litigation. He solves problems, mostly for employers. Since 2006, Jeff has been 
listed by the Best Lawyers in Canada for Labour and Employment Law. 
 
Jeff was a longtime instructor with the University of Manitoba's Continuing Education 
Division in Human Resource Management. He is the Chair of KidSport Manitoba,  
honorary legal counsel to Team Canada Volleyball, and volunteers as Ombudsperson 
with the Canadian Paralympic Committee. 

Sherry Panciera τ President, North Star Human Resources Inc.  

 Under Sherry Pancieraôs leadership as President and CEO, North Star has earned its 
well deserved recognition as a leader in the applicant tracking industry and has  
experienced overwhelming success by helping organizations leverage applicant tracking 
technology to recruit and hire more strategically, efficiently, and cost-effectively.  
 
Earlier this year, North Star launched its state-of-the-art New Release Applicant  
Tracking Software, which has received many óbest in classô accolades and has  
far-exceeded the expectations of not only other industry experts and critics, but also the 
client base North Star currently serves.  

Diane A. Panting τ Vice President, Aon Consulting   

 Diane Panting, CHRP, CCP, IPMA-CP is Vice President, Aon Consulting, Winnipeg 
serving clients in Western Canada. She focuses on the strategic development of people 
and leadership perspectives in support of organizational success. Diane partners with 
clients of all sizes from all sectors identifying and developing client specific solutions 
related to total rewards, employee/ executive compensation and incentives, HR strategy 
and program delivery and performance management. Aon Consulting is a local,  
national and international human resources consulting firm with expertise in  
compensation and rewards, benefits, pensions, employee communication and strategic 
human capital initiatives. 

Wendy Phaneuf τ Managing Director, The Training Source 

 When she established The Training Source in 1997, Wendy addressed a gap in the 
market ï to help organizational leaders create workplaces where employees thrive and 
perform at their best each day. Along with her team of highly experienced and skilled 
consultants and trainers, Wendy offers creative, practical solutions to common  
workplace issues ï decreasing employee morale, diminished productivity, team  
inefficiency and employee retention challenges. 
 
In 2006, Wendy was honoured with the Manitoba Woman Entrepreneur of the Year 
award for her dedication to providing exceptional programs and services to her  
valued clients. 
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By Sherry Panciera 

H 
iring freezes, layoffs, 
consolidations and 
business closures. Al-
though belt-tightening 

is not necessarily a bad strategy 
during such times, it shouldnôt 
lead you to cut back on all recruit-
ment activities. In fact, many or-
ganizations choose to see oppor-
tunities where others see chal-
lenges and recognize that a down 
time is an opportunity to take 
away market share from competi-
tors ï and this applies to recruit-
ing and hiring, too. Many busi-
nesses cut back on hiring during 
a downturn, often opting to let 
some staff go. Businesses that 
are opportunity-minded and 
equipped to act fast can pick up 
some really talented people. 
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Gaining the Competitive 
Advantage: 

Recruiting During Tough Times 

Did you know . . . ñEmergencyò hiring is often more expensive than a typical hire because of the 
urgency inherent to the process. In most cases, it is more expensive to start, stop, and restart your 
recruiting process than it is to keep it in motion. ñContinuousò recruiting allows you to plan and budget 
both your time and recruiting dollars. To support continuous recruiting and building a candidate  
pipeline many organizations are utilizing applicant tracking software to automate the process of  
capturing, organizing, and ranking candidates. Also, when you have developed a candidate pipeline, it 
is very easy to ramp up and accelerate the process when you do need to hire more people faster.  
Instead of recruiting from a dead stop, your process is proactive ï already in motion gathering and 
sorting candidates before you need them. 

Discover how successful organizations are benefiting and taking  
advantage of recruiting opportunities during uncertain economic times. 



 

 

There are advantages to recruit-
ing during tough times and or-
ganizations with a strategic per-
spective recognize and capitalize 
on these advantages:  
 

1  The availability of more 
high quality candidates.  

Not only are more candidates 
available during times of high un-
employment, but higher quality  
candidates are seeking opportu-
nities as well. Smart companies 
are hiring talent they might not 
have access to once the market 
recovers. Capturing these candi-
dates now when they are avail-
able and developing a candidate 
pipeline, or pool of candidates, 
for current and future employ-
ment consideration will save you 
time and money in the long run.  
 

2  Less competition in the  
marketplace. 

Many companies reduce recruit-
ing budgets during tough eco-
nomic times. The result? Recruit-
ing activity and effectiveness of 
your competitors will decrease 
dramatically giving your company 
an opportunity to gain a competi-
tive advantage. Candidates be-
come easier to attract because 
they have fewer options and of-
fers to choose from. Additionally, 
as competitor companies conduct 
large-scale ópublicô layoffs, their 
reputation and external image as 
an employer dramatically weak-
ens ï thus providing increased 
opportunities for companies that 

have maintained or strategically 
strengthened their employment 
brand during this period. 
 

3  Tough times make you 
stronger.  

A tight budget forces you to focus 
more on hiring metrics, return on 
investment, and a strong busi-
ness case. Whether you are a 
small or large organization, itôs a 
fundamental business theory ï 
what gets measured, gets done. 
Applicant tracking software is a 
cost-effective tool for organiza-
tions of all sizes to help you 
measure and analyze what is and 
isnôt working within the recruiting 
and hiring function. An analytics 
and metrics focus gives you the 
advantage of identifying the most 
effective recruiting strategies and 
hiring approaches. By under-
standing what is working well, 
eliminating what is not working 
well, streamlining processes, and 
focusing on best practices, you 
will eventually strengthen the re-
cruiting and hiring function over-
all. 

 
Everyday in business we are 
forced to make choices. I chal-
lenge youédo you follow the ma-
jority and see the economic 
downturn as a time to cut back or 
maintain the status quo or, do 
you choose to recognize and take 
advantage of the many business 
and leadership opportunities pre-
sented in disguise? × 
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North Starôs Applicant Tracking Software ð  

view a demo and see how easy it can be! 
 

www.northstarhr.com 

http://www.northstarhr.com/
http://www.northstarhr.com
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I 
n uncertain times, employee 
engagement often becomes 
vulnerable to the negativity 
and fear that seep into the 

workplace. Employees see fluc-
tuations in business volumes, 
hear rumours, and can easily get 
caught up in hearsay. The sim-
plest changes can fuel a fire of 
speculation about the future, pro-
ductivity can begin to slide, and 
employee morale and retention 
often suffers. 
 

You can increase the likelihood 
that employee morale doesnôt fall 
victim to the changing times we 
are all facing. Strengthening the 
abilities of your leaders to build 
trust and communicate should be 
your first priority and will pay off 
greatly. Strong leaders will en-
gage your workforce and ready 
employees to move the organiza-
tion toward renewed success. 
 

During uncertainty, there are 
questions on the minds of many 
employees ï by responding to 
these questions, a leader can re-

duce employee anxiety and avoid 
difficulties with poor morale and 
lack of productivity. 
 

1  Where are we heading? 
Even during difficult times, 

the big picture should always 
focus on success. People need 
to feel inspired to thrive, not 
simply survive. Review and re-
focus your employees on the 
long-range vision for the organi-
zation. Clearly communicate 
ñthe whyò of these goals, and 
frame them in a way that gets 
employees excited about mak-
ing them happen. When people 
believe in what they are doing, 

they are more likely to confront 
unplanned changes and obsta-
cles as a natural part of the proc-
ess. 
 

2  Whatôs REALLY going on? 
Everyone understands that 

failing to communicate and share 
information is the worst approach 
during uncertain times ï yet this 
is the most common cause of 
poor morale and productivity. 
Lack of information and infre-
quent communication can spur 
speculation and lead to discord. 
Be transparent and share what 
you can about whatôs happening 
at organizational, business unit, 
team, and individual levels. Be 
honest in explaining current cir-
cumstances and what the organi-
zation faces moving forward. 
Regularly communicate and 
share progress and donôt forget 
about the importance of face-to-
face time with employees, par-
ticularly with top performers who 
contribute significantly to the or-
ganizationôs success. 
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By Wendy Phaneuf 

Strong leaders  
will engage your  

workforce and ready  
employees to move the 

organization toward  
renewed success. 

Keeping Morale Up: 
Five Things Employees Want to Know 



 

 

3  How can I help? 
Engage employees in deter-

mining what they can do within 
their jobs to help the organization 
thrive during uncertain times. 
Help them connect to the com-
panyôs goals directly to their jobs 
by showing how their actions im-
pact the overall success of the 
organization. Involve employees 
in resolving job-related problems. 
When they suggest an idea that 
will help move the team forward, 
encourage them to make it hap-
pen and recognize them for their 
initiative. Employee collaboration 
and involvement is key ï engage-
ment creates a sense of urgency, 
ownership, and accountability. 
 

4  Why are we doing this? 
Remember, your employ-

ees are the closest to their jobs 
and often know what is working 
well and what processes need 
improvement. By providing staff 
with the opportunity to improve 
and streamline processes, you 
will increase efficiencies and reap 
the added benefit of employee 
development and increased team 
strength. Case in point: a large 
Financial Institution tasked em-
ployee groups with identifying the 
procedures that most frustrated 
employees and customers. By 
listening and implementing em-
ployee suggestions, the company 
saved over $100 million in recur-
ring annual costs. 

5  What is in it for me? 
Itôs always important to rec-

ognize and reward employees for 
their efforts ï but during uncertain 
times, it becomes even more im-
portant to acknowledge people 
for their commitment. When re-
sources are tight, it can be more 
difficult to recognize employees 
financially, so itôs important to get 
creative with employee recogni-
tion. Providing time-off rewards, 
options to telecommute, or 
schedule flexibility can go a long 
way toward showing employees 
that you see and appreciate their 
commitment. Of course, the most 
important recognition is still a 
word of praise from an em-
ployeeôs manager. Sincere, 
timely, and frequent recognition is 
essential to keeping day-to-day 
motivation high during good or 
difficult times. 
 

Productive, committed employ-
ees are your organizationôs great-
est asset, especially during un-
certainty. To navigate challenges, 
train your managers and supervi-
sors to communicate, engage 
employees, and recognize their 
contribution. With strong leader-
ship, employees will remain com-
mitted to consistent performance 
and helping your organization to 
thrive once the business climate 
improves. × 
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http://www.leadingforloyalty.com/
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I 
magine the following em-
ployer side of a discussion 
with a third year employee 
who is threatening a claim for 

overtime:  
 
ñYou want overtime pay? 
You're a manager. You're not 
entitled.ò 
ñWe pay for your cell phone 
and home Internet purposely 
so you can work evenings 
and weekends.ò  
ñIt's give and take. We just do 
what the job requires.ò  
ñYou got almost all your vaca-
tion last year, and we only 
called you at home every cou-
ple of days.ò  
ñForget it, that's why you're 
getting the big bucks!ò 

 
The fact that this discussion is 
happening long after employment 
started is itself a problem, and 
suggests costly litigation ahead. 
Imagine instead the following em-
ployer side of a discussion which 
happened before the employee 
was even hired:  
 
ñWe pay for your cell phone 
and home Internet. We ex-
pect you to be available in 
case of emergency at any 

time and, as customers often 
need help on Saturdays, 
every Saturday.ò  
ñOnce a month you need to 
leave home on a Sunday 
night to travel and be in meet-
ings first thing Monday morn-
ing.ò  
ñWe expect you get a certifi-
cate through night courses at 
college. We pay for that, if 
you pass. You can have 
exam days off to study.ò 
ñYour salary includes all of 
this, which generally shouldn't 
take up more than 50 hours a 
week. If it ever looks like it 
will, and we need to know in 
advance, we'll arrange for 
time off.ò 

ñIf we are going to terminate, 
we'll provide three months' 
notice or pay in lieu.ò 

 
The most common problem I see 
time and again is a disconnect 
between what employers and 
employees expect of the relation-
ship. In tough times a prospective 
employee may not want to raise 
tough issues on fear of not get-
ting hired. The employer may be 
too busy to raise them. Only 
rarely are they raised at the ap-
propriate time, which of course is 
at the start of the relationship. 
Why would you talk about some-
thing potentially controversial, like 
overtime or how to end the rela-
tionship, before it is even started? 
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Addressing the Tough 
Questions: By Jeff Palamar 

The Importance of Clear Expectations 

7ÈÙ ÉÔȭÓ ÉÍÐÏÒÔÁÎÔ ÔÏ ÂÅ ÃÌÅÁÒ ×ÉÔÈ ÎÅ× ÈÉÒÅÓ ÁÂÏÕÔ ×ÏÒË ÅØÐÅÃÔÁÔÉÏÎÓ 
ɂ especially during challenging times. 



 

 

The most common  
problem...is a  

disconnect between 
what employers and  
employees expect of  

the relationship. 

Why would you bother getting a 
lawyer involved to help you make 
sure that your written agreement 
is legal and clear, when you can 
simply count on everyone being 
reasonable and fair? 

If you ignore the tough questions, 
you risk things going off track, 
leaving it up to you to negotiate 
the best you can out of a bad 
situation. If negotiation fails then 
a third party, such as a court or 
labour board, will decide what 
happens. That very likely will be 
far worse than what you want or 
could have initially negotiated 
had you chosen to raise the issue 
when the relationship was new 
and on good terms. 
 
The reality is that in tough times, 
employees often are let go or 
leave, and if so, good luck ex-
pecting everyone to be as fair 
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and reasonable as they were 
upon the hiring. Instead, call your 
lawyers and expect a year or two 
of inconvenience and frustration 
and thousands of dollars spent. 
Ultimately, everyone will be un-
happy and in disbelief over how 
something that started out so 
well, turned out so badly. 
 
Properly addressing the tough 
questions at the start and then 
clearly documenting things does-
n't have to be confrontational or 
complicated. You have much 
more to fear from playing ostrich, 
ignoring what is around you, and 
just hoping for the best. × 

http://www.tmlawyers.com/
http://www.tmlawyers.com/

