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Why Is Attracting
Talent Such A Challenge?
Important to business success is the
active pursuit of diversity. Diversity
and reflecting the community that
you live and work in has positive
benefits for both the employer and
the bottom line. Simply put, it is
good for business. Many employers
are reporting difficulties finding the
right candidates and then retaining
them. The question is, are you open
to all talent including persons with
disabilities?
A person with a disability can have a
variety of distinct physical, intellectual
and emotional conditions. It is not
the disability that should influence
the hiring decision, instead it should
be based on abilities. Perception
is what creates barriers and leaves
missed opportunities. Employers who
perceive the talent pool as disabled
stigmatize persons with disabilities,
creating barriers to jobs and access
to success. A person with autism
spectrum disorder may be the best
candidate for your highly focused task.
Employers and rehabilitation
specialists need to collaborate to assist
all persons living in our communities
to secure work that is meaningful
and sustainable. By working together,
we can help employers develop best
recruiting practices for persons with
disabilities and easily make this a winwin for all.
By increasing diversity in your
workplace and accessing the hidden
talent pool, persons with disabilities
will enjoy equal benefits and privileges
of employment, as enjoyed by
employees without disabilities. To
access our talent pool, please contact
Linda Simpson, CCRC at 613-748-3220,
or by email at lsimpson@pprc.ca or
visit www.pprc.ca.
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mployee engagement is increasingly
becoming an important topic of
discussion around boardrooms.
More and more organizations are turning
their leadership lens to ways to engage
their employees and inspire a re-energized
workplace. Studies continue to identify
employee engagement as a key issue in the
workplace. Consequently, movement and
improvement in this area offers a great
opportunity to make the workplace a space of
dynamism, high energy, and productivity.
There are many facets that contribute to
an engaged workplace, but there are some
central themes that arise time and again.

AUTOMONY IN ONE’S ABILITY
TO PERFORM
Individuals, particularly leaders, want
a sense of having a direct impact on the
work they do. Freedom and choice are
huge drivers for the
human spirit. Even
though workplaces
often involve
hierarchies,
the feeling of
autonomy and
having some
say in what one
does is central
to engagement.
This is discussed
in Daniel Pink’s
book Drive: The
Surprising Truth
About What Really
Motivates Us. Pink writes about
the importance of autonomy,
citing a study by Cornell
University that found that
businesses that gave more
autonomy to employees grew
4-times as fast as those who did not.

SHARED VALUES WITH
THE WORK TEAM
Values are our compass that determine

ENJOYMENT IN COMING TO
WORK
It is true that when things cease to be
enjoyable, work becomes, well, work. Delight
and enjoyment are energy amplifiers, and
consequently drives engagement. Think
back to childhood, when an adult asked
you why did something and you responded
with “because.” You ran outside often for
the sheer joy of it. It appears that people
resist what they do not enjoy; employees
will not excel if they are driving with their
motivational brakes on.

FAIRNESS IN HOW ONE IS
TREATED
One of the fundamental and recurring
themes is the principle of fairness. Humans
instinctively seek out fairness, and there are
a multitude of studies that have illustrated
how important this is. As soon as an
employee senses unfairness, a little piece of

them will turn off. It is often the first switch
that gets pulled, and may lead the individual
down the path of disengagement.
The benefits of fostering an engaged
work culture are numerous, and it is
fundamentally doable. Positive change, of
course, demands commitment to the goal of
fostering an “engaged culture” throughout
the organization. Those organizations that
spend time on developing this mindset
are the ones reaping the benefits of high
attraction, improved retention, and an
overall rise in productivity.
Steve Jobs once said, “the only way to
do great work is to love what you do.” Let’s
make our workplaces the spaces in which to
do this.
Tammy Hoffman is a Senior
Consultant at Optimum Talent. She
holds a Master of Arts in Sociology
from Carleton University and a
Master of Education in Counseling
from the University of Ottawa.

Delight and enjoyment
are energy amplifiers, and
consequently drives engagement.

MEANING IN WHAT ONE DOES
It has been my experience as a career
coach that individuals place a strong
importance on work that they find
meaningful. That meaning, of course,
depends on the individual and may change
throughout a person’s life. Ultimately,
employees want to know that their work has
a positive impact on the world or the lives
of individuals. Money may keep someone
at a job, but it will not provide the sense of
meaning that drives high performance and
excellence. Meaning is primarily a heart
centered feeling, and working for only logical
and pragmatic reasons will not cut it in that
arena.

disengagement occurs. An attainable stretch
seduces engagement.

where and what we devote our energy
to. If there is a disconnect between an
organization and its employees, the energy
of the group is weakened. We have all had
the experience of meeting someone with the
same values, and watched how both of the
parties’ energy and motivation heightened.
Values define the field we choose to play on
and, to be successful, we need to be playing
on the same one.

RESPECT AND APPRECIATION
FROM OTHERS
Respect and appreciation are necessary
forms of social glue. Without both, groups
and relationships fall apart. In other
words, mutual value is exchanged and
can be achieved even though there may
be ideological or personality differences.
This exchange demands a fundamental
respect for an individual despite his or her
differences. Organizations that foster these
inherent values excel, and those who do
not experience a painful disengagement
that manifests itself in many dysfunctional
ways. A lack of social glue in an organization
will cause cracks that will widen over time.
These fractures are deeply woven into the
success of the business. Sybil F. Stershic aptly
stated that “the way your employees feel is
the way your customers feel. And if your
employees don’t feel valued, neither will your
customers.”

CHALLENGE OF NEW THINGS
Though we all love a comfort zone, it has
an expiry date. Humans are wired to progress
and often feel alive in those moments of
struggle. Once work becomes a “no-brainer,”
it is just that. Moreover, it eventually turns
into a “no-hearter.” A comfort zone tends
to numb and does not pull out passion,
creativity, and genius. The caveat here is that
the challenge must be attainable – otherwise,
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