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B “cubed” is brought to you by HR Construct . In this 
issue:  
Group22s’ Lloyd Longnion and Linda Clark-Santos  have 
submitted part two of a three part series on leadership 
coaching; Tips for getting the best coaching possible. Group 22 
is an alliance of professionals providing Executive team and 
organizational development services to organizations. 

An article on “boomers leaving the workplace” began, 
believe it or not, with some research on the reliability of 
references provided by candidates during the hiring process. 
Internet searches led us to some very interesting global 
statistics regarding the impact of the retiring boomer on 
business and economies. So we did both! 

We hope you enjoy this issue and find it informative or at least 
thought provoking! And as always, we have included some 
humour in the “Just for Fun” section, because we spend so 
much serious time at work! 
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The Boomer Blip; problem or opportunity? 

 
In general companies have similar representation in their 
employee population as exists in the external population. That 
means you likely have a mix of younger employees ranging to 
the retiring post war baby group commonly known as “the 
boomers”. No? Thinking how lucky you are? Well, don’t get 
complacent about this phenomena because it will affect your 
organization as well. 
 
Food for thought  
 
The labour market in many countries is generally very tight, 
particularly for highly skilled workers, and for various reasons. 
This is now trickling down the entire job chain. Craig 
Alexander, deputy chief economist at TD Bank Financial Group 
in Canada, reported recently that unemployment has fallen as 
a generally strong economy has pumped out 346,000 net new 
jobs since January, which is a 5 year high. Employers in slower 
growing provinces, and countries, have to boost wages or 
create otherwise rewarding cultures – to avoid loosing staff to 
booming locations. The pressure will only escalate as the 
oldest baby boomers start to retire, reducing the labour force’s 
growth rate. Alexander says “I think it will be a competitive 
landscape for workers in the years ahead – as far as the eye 
can see”. 
 
I’m no economist and the research time that was available to 
me was limited but here is some startling information from just 
a few global sources: 
 
·  It is expected that 25% of the current global workforce 

will retire by 2010. 
·  45% of companies are failing to capture or transfer 

critical workforce knowledge in any way 
·  The number of births in Japan*, in 2003, was 1.12M and 

the number of deaths was 1.2M. The same report 
expected the deaths to exceed births by 2007. In 
addition between 2007 and 2010 they expected 10 
million people to retire. Consider the math 

·  The U.S. projects 34 million job vacancies between 
2005 and 2015. 12 million will be highly skilled 
professional and management roles. 10 million are 
expected to be service roles. Boomers are being viewed 
as desirable candidates. 

 
* * we expect this is representative of most developed countries 
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This is a human deficit  that translates to disaster for growing 
or new organizations. Where will new staff come from? Who 
will do the work? Add to this the issues employers are having 
with Generation Y and the upcoming Millennials and it should 
liven up the HR Professionals’ lives at the very least. 
 
Governments get involved  
 
Governments began to recognize this trend some time ago. 
Why do we suppose they changed the laws, in Canada, to 
remove the compulsory retirement age? Well, yes, because 
the government pension is running out (guess they missed the 
trend a little too late) – but also, because they recognize the 
upcoming human deficit . 
 
The Government of the Province of Ontario, as one example, 
has started a new initiative to attract the best and brightest 
around the world to its Universities for higher education. If they 
graduate with good grades they will qualify for immediate 
citizenship. Get ready to stand in line at the recruitment fair at 
your local University! 
 
There is also a tiny bit of positive news from the boomers, 
though it is a double edged sword. Their life expectancy in 
developed countries is, on average, 20 years longer than it 
was in the past. Retirees are far more active than they were 
even a scant 20 years ago and 80% of boomers interviewed 
indicated they would continue to work part-time. Most, 
however, were indicating a preference for a second (different) 
career. The post war generation does have a reputation for 
hard work – it will be up to companies to encourage them to 
continue to working with them part-time, even if only to transfer 
or capture that critical knowledge. The odds are that you will 
need boomers to fill at least some percentage of your jobs in 
the future and posting a job won’t be enough. Companies will 
need to create a value proposition that makes them want to 
apply. 
 
What should organizations do?  
 

·  Creative Retention Programs: start in house education 
programs on family matters such as nutrition, set up 
concierge style services. 

·  Creative Benefits Programs: look into optional add-ons 
such as allowing those without dependents to divert 
their premiums into gym memberships 

·  Creative Development: identify key staff through 
performance results and 360 feedback processes. 
Select only those that not only deliver results but are 
outstanding ‘culture fits’ demonstrating the behaviours 
and attitudes required. Provide them with the plum 
development opportunities or put them in charge of an 
interesting project. 

·  Develop a formal succession planning process – and tell 
people what it takes to get on it. Make no secret of how 
people can get ahead or become involved in the work 
that excites and motivates them. 

·  Team up workers to ensure knowledge transfer on 
projects or in work groups 

·  Enroll Leadership Candidates in Development and 
Coaching programs that are customized to reinforce the 
organizations values and practices. 

·  Determine how many knowledge workers you are going 
to require. A significant percentage of your executive 
may be retiring within the next 5 to 10 years. Have you 
accelerated your succession plan to accommodate this 
change? 

·  Create flexible work arrangements for boomers and 
ensure work environments are physically geared to their 
needs. 

·  Offer benefit coverage for seniors (they don’t need 
pensions so the cost is offset). 

 
Of course communication is critical so continue with those 
‘town hall’ type meetings you are having and make sure that all 
staff know how they contribute to the company’s success and 
are recognized for contributing. 

 

The Flip Side 
What if you were reviewing your strategic marketing plan 
and/or human resources plan and detected the profile of the 
following group*: 
 

·  They control 60% of the Net Wealth of a 
geographical market 

·  They account for 40% of the consumption in 
that market 

·  They are technically savvy, active and enjoy 
trying new things 

·  They show a high disposition for optimism and 
openness to change 

·  They demonstrate a high value of “giving back” 
to the community 

·  They have enormous financial, physical and 
social challenges 

 
Would you see a business or businesses here? Wouldn’t you 
try to find one? These are boomers. Beauty, fitness, wellness, 
health care, on-line communities or service providers, are all 
huge markets. One of the fastest growing usage segments for 
Skype’s Internet videoconferencing service is grandparents 
talking to grandchildren. The manufacturers of Dove bar 
soap and other products have been in business since 1957. 
They now call their beauty products “Pro-Age” – coincidence? I 
think not. 
 
Just as French or Spanish speaking, as an example, prefer to 
be dealt with in their own language, boomers appear to prefer 
talking with people their own age.  One financial institution has 
begun hiring and training boomers to deal with that growing 
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market. You too may need to consider changing the profile of 
your customer service team. 
 
Complacency is not an option. Boomers will be a force to be 
reckoned with in more ways than one. Whether you are doing 
your long term market projections, your human resources 
strategic planning, succession planning or organization design, 
you should be considering the impact of the boomer blip! 
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*based on U.S. Statistics 

 

 

 

If Coaching Is the Answer, What Is 
the Question? Part II 
 
In our last newsletter article, we began the discussion of the 
“why” and “how” of the use of coaching in executive 
development.  As discussed in Part I, the use of executive 
coaching is growing rapidly while the actual results of these 
interventions are mostly unmeasured.  A recent survey by 
McKinsey indicated that executives attributed only about 4 to 
6% of their career growth to using a coach.  
 
In Part I we set up the framework for why coaching is being 
used in many organizations today.  We described coaching as 
a means to address performance problems.  The second 
coaching engagement poses quite a different question:  “Can 
the development of this talented person be accelerated?” In 
these cases, the coaching engagement can and should be 
quite different than the remedial situation.  High-talents (that is, 
high performers with high potential) are generally not “owned” 
by the manager but instead the organization itself is the 
“owner” of the talent.  Consequently, it may not be the 
manager of the talented individual who calls for a coach but 
executives higher in the organization.  As a result, the 
contracting process may be more complex and confusing.   
 
Here are some key considerations in engaging a coach to work 
with high-talents: 
 
(1) The coaching engagement might best be positioned as a 

follow-on to a leadership program or assessment process 
in which the individual has identified development needs 
based on data (not just previous performance reviews). 

 

(2) While the coaching engagement may not have a specific 
and limited timeframe, it is wise to craft a contract with 
clear triggers for renewal or extension. 

 
(3) The objectives should be customized based on the 

individuals development needs.  These objectives are 
more general and future-oriented in nature and not tied to 
performance in current role. 

 
(4) Positive “chemistry” between the coach and coachee is 

critical.  Allowing the coachee to interview prospective 
coaches and participate in the selection may prevent 
false starts and wasted time. 

 
 
(5) It is critical to determine what degree of confidentiality can 

be expected and to identify “chain of custody” of the 
information arising from the sessions.   Clearly, the roles 
of the manager, the sponsoring executive, and HR must 
all be considered and addressed.  

 
In the final installment, we will share the “how” and offer ways 
to ensure desired results from the coaching process and to 
reduce risk through thoughtful protocols and careful selection 
of coaches. 
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Reference Checks; are they reliable? 
 
We work with clients to pre-screen candidates. Our goal is to 
find the candidate that not only has the technical skills but fits 
in the organizations cultural environment. This is as important 
to the organization as the candidate and makes for a 
successful employment relationship when it’s “right”. Some 
companies also have finalists complete assessments. 
 
All this also means a greater time investment in the recruiting 
process. The ‘up front’ work does pay dividends - “Hire hard; 
manage easy” is, I believe, the expression. It works. 
 
Many clients ask us to check references when they find a good 
candidate and we always, but gently, remind them that these 
references are provided by the candidate and are not, 
therefore, likely to produce anything remotely negative. 
Organizations would be better to pay the money to a 
professional organization to do background checks if the 
information is critical. Still, you do find out that the person did 
indeed work in a given role and get ‘some feeling’ for their 
strengths or potential development areas. 
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Things that may make reference checking results 

misleading  

·  Applicants select references who they feel will give 
positive feedback.  

·  Applicants often "coach" their references regarding 
the position so they say the right things.  

·  Innovators and out-of-the-box thinkers are often 
screened out because their references provide stories 
and examples of behaviors that do not fit the norm or 
desired profile. 

·  Turnover of talent in many organizations makes it 
difficult for candidates to stay connected with the 
people who were in a position to truly observe their 
performance.  

·  Un-trained employees conducting reference checks 
"prompt" references for positive comments through 
the language they use. 

·  References may have hidden agendas that cloud their 
objectivity. For example, professors may want to help 
a student get a job because schools are ranked 
based on their ability to place students, or a current 
manager could mislead in an effort to unload a weak 
employee or to keep a good one longer.  

·  Unless you take pictures or fingerprints, you have no 
way of knowing whether the applicant is the same 
person you are investigating. There are numerous 
documented cases where people fraudulently use 
someone else's "name" to get a job! 

·  Even simplified references like "dates of employment" 
can often be inaccurate because of bad 
recordkeeping or the fact that the individual shifted 
jobs many times within the corporation.  

·  Discrepancies and titles can also lead to candidate 
rejection even though the title mix-up is due to 
recordkeeping errors.  

 

 
 
A “wrong” hire means turnover and turnover costs money. Do it 

right the first time! 
 
 

 

 
 

Do Organizations have a role in 
Work/Life Balance? 
 
A recent study of 1,508 Canadians, published by the 
Desjardins Financial Security Group, suggests that 
organizations had better get involved in helping employees 
balance their work and life priorities if they don’t want to create 
resentment and stressed-out, disengaged employees. 

The Canadian study published last month revealed that family, 
honesty and good health are the values most important to 
Canadians—while work and money were among the least 
important. 

What’s more, although many Canadian workers used to brag 
about working long hours and being tremendously dedicated to 
their jobs, today almost 80% of workers do not consider 
themselves workaholics. 

Although companies are implementing programs to promote 
work-life balance, such as formalized flex-time and 
telecommuting, some 65% of Canadians feel that their values 
at their workplace are not in tune with their personal values. 
Just 25% say their workplace “walks the talk” when it comes to 
balance. 

What does this mean for employers?   
This speaks to culture fit. It is increasingly more important to 
make sure new hires hold the same values as the organization. 
If your company values high energy and commitment (that 
means work until the job is complete) then you had better hire 
someone that gets satisfaction from meeting deadlines and 
delivering results….and making the customer happy – to the 
extent your organization requires. There will be people who 
hold these values, but for whom the family value comes first – 
so say good-bye at 4 p.m. whether the customer problem is 
resolved or not. 
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The organizations’ “balance challenge” is to hire the people 
that complement the organizations values and then develop 
workplace policies and practices that attract and retain the best 
and brightest talent among them.  
 
Revisiting organization values and ensuring that HR practices 
and programs deliver for the company and employees could 
boost your bottom line. Mentally healthy employees are more 
productive and have fewer absences than their stressed-out, 
disengaged counterparts, for example. 
 
And if you focus on retention, you may not be as hard hit when 
all those boomers retire! 
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Most of us spend more time at work than any other activity and 
we all know work has its trials and tribulations. It’s important, in 
HR Construct’s opinion, to see humour in all things for the sake 
of our mental “well being”. In the spirit of laughter being the 
best medicine, we hope this section will be your ‘chuckle of the 
quarter’. 
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How HR Construct can help … 
 

·  HR Construct is the Canadian Distributor  for Straight 
Talk Training ; based on the book Absolute Honesty (co-
authored by Bob Phillips) 
 

·  Leadership Defined Series; Over a period of 6 months 
participants learn, apply and are coached on the tactical and 
strategic responsibilities of leaders 
 

·  Behavioural Interviewing; Program Development and 
Management Training. Utilizes corporate values to develop 
an interview process to select for culture ‘fit’ – teaches 
managers to identify candidates with technical and 
behavioural competencies 
 

·  Succession Planning & Leadership Assessments; Program 
design consistent with corporate values, KTSII Assessments 
and 360 Survey Tool. 

 
For more information on these programs and other HR Construct 
services visit: www.hrconstruc.com 
 

Partners  
Kathy Rost, Sr. Human Resources Advisor, U.S. 
kmrost@hrconstruct.com 
 
Jappie Sietsma, Sr. Human Resources Advisor, Europe 
jsietsma@hrconstruct.com 

Links �
For more information regarding Absolute Honesty  or Bob 
Phillips: 
 
RW Associates 
Email: info@rwassociates.net 
Web Site: www.rwassociates.net 
 
For more information regarding Group 22 : 
 
Lloyd R. Longnion (lloydlongnion@group22.us) 
 
Linda Clark-Santos (lindaclark-santos@group22.us) 
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The articles included here are for information purposes only and should not be a substitute for professional advice specific to your need and 
organization. 
 
We take reasonable steps to avoid viruses and other digital contagions, but due to the nature of the internet we cannot ensure that any email or 
attachment will be received free of a digital contagion. We cannot accept responsibility for any loss or damage arising out of any email or attachment. 
 
If you have received this communication in error, and wish to unsubscribe, please email: info@hrconstruct.com. 
If this Newsletter was forwarded to you and you wish to receive a copy directly, let us know! info@hrconstruct.com 

 
 

About HR Construct 
 
We have been providing senior professional hr support to a wide variety of organizations, in Canada and Internationally for 8 years. We first seek to 
understand your business, its market and strategies and then design or deliver programs that help you achieve your goals. 

 
It is a fact that payroll and associated costs, on average, represent 60 to 85% depending on the industry. HR Construct’s goal is to ensure the highest 
possible return on that investment. We partner with management to integrate HR solutions that are conducive to a high level of morale and increased 
productivity. 
 
Many younger organizations do not have the critical mass or the budget to hire a seasoned HR professional full time. While large consulting firms 
provide excellent services, they can be too costly for small organizations. Most of these organizations call their legal counsel instead, often before their 
expertise is required. There is a gap between the issue and legal counsel and we fill that gap ! 
 
For more information about HR Construct, visit our web site at www.hrconstruct.com or call: 
 

905-543-0681 
HR Construct  
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