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through the words of his son.
Mascara repaired, I set off for the next

moving experience of the day.
But first…the outfit I’d chosen in a

rush that morning required open-toed
shoes. I popped into the nearest drug
store for “quick dry” nail polish, then
perched on the stairs in the parking lot to
do the necessary touchup.

Next? Off to meet a very special client.
His company was up for an award that
evening by the International Coach
Federation. We had no idea if we had
won but my client, Larry, had generously
agreed to meet with me to prepare for
our “acceptance presentation” should we
be called upon to deliver it.

It was a wonderful afternoon of Larry
sharing with me the many ways that his
company had evolved since we have
worked together. Needless to say… more
moist eyes. To cap off the evening, my
client won the award, and my heart fairly
burst with pride.

The various elements of this day, with
all of its highs and lows, practicalities and
tear-filled moments, encapsulate for me
what life balance is really all about. It’s the
integration of a life that’s whole, rather
than compartmentalized into equally
apportioned slices of pie.

I say it’s time to throw off the >

ould your next column for the
magazine be about work-life
balance?” was Anne’s innocent-

enough request. I laughed out loud.
What Anne couldn’t have known was
how ironic and yet somehow perfect the
question was to me.

Let me explain. I woke up early to get
the kids off to school and to prepare for
an exciting day ahead. I was debating
what to wear to an awards presentation
that evening when my daughter called
out with alarm that I HAD to see
Chewy (our newly adopted kitten).

You see, Chewy was sporting a lovely
yellow ribbon. But the ribbon wasn’t
tied around his neck…he’d apparently
ingested it the previous day. I’ll leave the
rest to your imagination. So an emer-
gency visit to the vet was in order before
I began my already chockablock day.

The kids helped get Chewy into his
carrying case, and I waved them off to
the bus. Local vet? Sign said: “Closed
until 10:30 a.m.” So I drove into the
next town to get Chewy looked after.
Procedure done, Chewy looked so
grateful I had to wipe away a tear.

I got Chewy back home just in time to
roar off to a colleague’s father’s funeral. I

sobbed through the eulogy
which was a testament to a
great man I hadn’t known
but was able to admire
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(4) conditions of work (hours of work, overtime,
vacation, work environment, etc.).

While many of your policies, such as those
regarding personnel records or job descriptions,
may be fairly rigid, there is plenty of room to be
both creative and flexible when comprising other
policies for your organization.

For example, with respect to hours of work, you
could include a policy on mandatory breaks or
flexible start and end times (some organizations
call this “flex time”). These policies could allow
your employees to better maintain a healthier
balance between their work and non-work activi-
ties, which could ultimately boost morale and
possibly increase production levels.

Other examples of flexible policies that encour-
age work-life balance are policies regarding bring-
ing children to work or other child-care arrange-
ments; encouraged social and athletic activities;
maternity/paternity leave; and alternative work
arrangements (e.g. working from home).

These are a few examples to get you started,
but the possibilities are endless. Just remember
that the key to developing effective personnel
policies is to ensure that the various policies are
clear and concise. •
*Note that you should seek the assistance of professional
legal, tax and financial advisors before making a decision.

Susan Marsh is a lawyer with Cassels Brock

and Blackwell LLP and can reached at

smarsh@casselsbrock.com

Q. I have just hired my first employee. I
want to be flexible and encourage work-life
balance, but also protect myself, so we get the
work done. What personnel policies do I need
to have in place?

A. While all employers in Ontario must adhere
to Ontario’s Employment Standards Act, 2000,
personnel policies (often referred to as HR poli-
cies) are not required by Ontario law. However,
as an employer, if you choose not to implement
personnel policies, your organization is not
relieved of legal responsibilities towards staff.

It is important to understand that personnel
policies are vital to any business, because they
provide a framework that demonstrates to your
employees that all members of your organization
will be treated fairly and equally. These policies
also help avoid assumptions about which types
of behaviours and/or actions are expected, and
which should be avoided.

Personnel policies are generally categorized
into four essential areas:
(1) staffing (hiring, layoff, job descriptions, per-
sonnel records, etc.);
(2) compensation (salaries, benefits, expenses);
(3) performance management (performance
reviews, disciplinary procedures, professional
development, etc.); and
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Here are two Company of
Women members who can assist

you with your legal affairs:

“shoulds” and embrace the gloriousness
of being able to dab at our mascara four
times in one day and have all parts of our
lives touched in profound ways – by
family, friends, colleagues, clients and
meaningful work. What might feel like
“imbalance” is actually a blessed thing.
As the saying goes…“It’s all good!” •

Sue Edwards, PCC, CHRP, coaches business
owners, leadership teams and leaders hired into
new organizations. For more information, see
www.development-by-design.com
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