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A WORD FROM DR. LIZ SCOTT

It goes without saying that the world 
changed in 2020. Change has 
accelerated across all aspects of our 
lives, and no one knows what the post- 
pandemic world will truly look like. 

Our cities and the way they operate are evolving, 
thanks in large part to permanent hybrid modes of 
work. Previous discussion of the 15-minute city is 
at the forefront again -- where everything a 
resident needs can be reached within a quarter of 
an hour by walking or cycling. And of course, 
businesses themselves are continuing to change 
to more flexible models, from  hot-desking to 
remote technology and collaborative space. 
 
 
           As human beings, we all share the same sorrows, the 

          same hopes, the same potential. The Covid-19 pandemic has 
reminded us how interdependent we are: what happens to one 
person can soon affect many others, even on the far side of our 
planet. 
 
Therefore, it is up to all of us to try to cultivate peace of mind and to 
think about what we can do for others, including those that we 
never see. It is natural to feel worry and fear at a time when so many 
are suffering. But only by developing calmness and clear-
sightedness can we help others and, in so doing, even help 
ourselves. In my own life, I have often found that it is the  
most difficult challenges that have helped me gain strength. 
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Sustainability,financing, planning and 
diversification remain high on the housing radar.  
 
We don't yet know how people will change and 
grow in the wake of the pandemic, but to quote 
the Dalai Lama, humanity CAN pull together in 
these times. 
 

Our homes are the centre of our worlds more 
than ever, and that includes family and our 
mental well-being.  
 
 

- The Dalai Lama 
 

Dr. Liz R. Scott, CEO,  
Organizational Solutions Inc. 



THE LATEST COVID-19 NEWS AND 
UPDATES

On July 30, 2021, the Government of Canada: 
• announced its intention to extend the Canada 
Emergency Wage Subsidy (the "CEWS"), as it 
relates to "active employees," and the Canada 
Emergency Rent Subsidy (the "CERS") for an 
additional period (i.e., Period 21, being 
September 26 to October 23, 2021), and to 
increase certain rates applicable in respect of 
Period 20 (i.e., August 29 to September 25, 
2021); 
• confirmed the CEWS, as it relates to 
"furloughed employees" would not be available 
beyond Period 19 (i.e., August 1 to August 28, 
2021); and 
• announced proposals to address a technical 
issue for certain employers who opted to use the 
general approach for Period 5 (or subsequent) 
for determining revenue decline. 
 

Federal Government 
Extends Wage Subsidy And 
Rent Subsidy Programs Until 
October 2021

READ DETAILS

Where the country stands 
on mandatory vaccination 
in Canada
Many employers are moving forward with a 
gradual return to the workplace. Although there 
are no provincial mandates for vaccination 
across the board -- and no clear plans for proof 
of vaccination from the provinces -- many are 
"strongly recommending" that vaccination 
policies are put in place to protect the public.  

Among those recommendations: Toronto's 
Medical Officer of Health (TMOH) issued a 
recommendation for local employers to institute a 
workplace vaccination policy that induces proof of 
vaccination, or written proof of a medical reason 
from a physician or a nurse practitioner that 
includes whether the reason is permanent or time-
limited; and a vaccination education course on the 
risks of being unvaccinated in the workplace.  
 
In the meantime, the Government of Canada 
announced plans to implement mandatory 
COVID-19 vaccinations across the federal 
public service as early as the end of 
September. There are some exceptions, but 
those who do not comply risk losing their jobs. 
The federal government will also require 
employees in the federally regulated air, rail, and 
marine transportation sectors to be vaccinated. 
 
The Government expects that Crown corporations 
and other employers in federally regulated sectors 
will also require vaccination in the workplace. 
Federally regulated sectors include: 

 
 
• banks, including authorized foreign banks; 
• grain elevators, feed and seed mills, feed 
warehouses and grain-seed cleaning plants; 
• First Nations band councils (including 
certain community services on reserve); 
• port services, tunnels, canals, bridges and 
pipelines (oil and gas) that cross international 
or provincial borders; 
• radio and television broadcasting; 
• road transportation services, including 
trucks and buses that cross provincial or 
international borders; 
• telecommunications, such as telephone, 
internet, telegraph and cable systems; 
• uranium mining and processing and atomic 
energy; and 
• any business that is vital, essential or 
integral to the operation of one of the above 
activities. 

https://www.mccarthy.ca/en/insights/blogs/mccarthy-tetrault-tax-perspectives/federal-government-extends-wage-subsidy-and-rent-subsidy-programs-until-october-2021


ALBERTA 
To date, the Alberta government has not 
announced an intent to implement mandatory 
workplace vaccination policies to Alberta public 
employees. 
 
On September 3, 2021, the Alberta Government 
announced additional restrictions including 
province-wide mandatory masking in all indoor 
public spaces and workplaces starting September 
4, 2021, with the exception of schools; restaurants, 
cafes, bars, pubs, nightclubs, and other licensed 
establishments must end alcohol services 
at        10 p.m.; A one-time incentive of $100 will be 
paid to Albertans age 18 or older who receive a 
first or second dose of vaccine between 
September 3 and October 14, 2021. 
 
Some municipalities have announced their own 
plans regarding COVID-19 vaccination. The Town 
of Banff is requiring municipal employees to be 
fully vaccinated against COVID-19 by September 
23, 2021. Those who do not comply risk losing 
their jobs. By contrast, the Town of Okotoks has 
stated that town employees will not be required to 
receive the COVID-19 vaccine. 
 

BRITISH COLUMBIA 
 
Proof of Vaccination is now in effect 
On August 23, 2021, the B.C. government 
announced that proof of vaccination will be 
required to access non-essential businesses, 
services, and events, effective September 13, 2021 
until January 31, 2022, subject to extension. Proof 
of vaccination will not be required to access 
essential services, such as grocery stores, transit, 
pharmacies, and medical facilities.   
 
But effective now, one dose of an approved 
vaccine will be required for entry to establishments 
like theatres, movies and indoor and outdoor 
dining. The B.C. vaccination card system is in 
effect. 
  
 

ONTARIO 
Ontario is making vaccinations mandatory in 
select settings.  
On August 17, 2021, Ontario made COVID-19 
vaccinations mandatory in high-risk settings, 
including hospitals, ambulance services and 
home and community care service providers for 
employees, staff, contractors, students and 
volunteers. The vaccination policies in these 
high-risk settings must be effective by September 
7, 2021, and at a minimum will require these 
individuals to provide proof of one of: 

 
• Full vaccination against COVID-19; 
• A medical reason for not being 
vaccinated against COVID-19; or 
• Completion of a COVID-19 
vaccination educational session. 

Vaccination policies will also be implemented in 
other higher-risk settings such as Post-
secondary institutions; Licensed retirement 
homes and women's shelters. 

Continues...

B.C.'s vaccine card system takes 
effect, cards now required to 
access some businesses, events 
 

People 12 and over must currently show proof of 
at least 1 dose of vaccine in British Columbia 
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Vaccine Policies are now 
Mandatory in Toronto 

The Medical Officer of Health for the City of 
Toronto, Dr. Eileen de Villa, issued a strong 
recommendation to employers in Toronto on 
August 20, 2021, that they institute workplace 
vaccination policies and require proof of 
vaccination for gatherings with 1,000 people or 
more. 
 
This doesn't necessarily mean employers 
must have a mandatory vaccination policy – 
only that they must have a vaccination policy.  
 
  
 
READ MORE HERE

• Restaurants and bars (excluding outdoor 
patios, and delivery and takeout); 
• Nightclubs (including outdoor areas of the 
establishment); 
• Meeting and event spaces, e.g., banquet 
halls and conference/convention centres; 
• Facilities used for sports, fitness activities 
and personal fitness training, e.g., gyms, 
fitness and recreational facilities (excluding 
youth recreational sports); 
• Sporting events; 
• Casinos, bingo halls, and gaming 
establishments; 
• Concerts, music festivals, theatres, and 
cinemas; 
• Strip clubs, bathhouses, and sex clubs; and 
• Racing venues, e.g., horse racing. 

Does this directive apply to my 
organization?

AND HERE

In response to the fourth wave of the COVID-19 
pandemic, which is driven by the Delta variant, 
Ontario announced that commencing September 22, 
2021, people will be required to be fully vaccinated 
and provide proof of their vaccination status and 
photo ID (e.g., driver's license or health card) to 
access the following businesses and settings: 

Ontario, continued
PEI AND NEW BRUNSWICK 

Just as        New York City reopens classrooms to 
about 1 million students, students in Prince 
Edward Island and New Brunswick may find 
their own schools closed in the face of serious 
outbreaks. Employers  
in both provinces are 
asked to be patient with 
parents who are struggling 
to replace school with 
daycare on short notice. 

QUÉBEC 
Vaccine Passport Required to use Non-
Essential Services  
Québec’s vaccine passport rules are in effect (as 
of September 1, 2021). The vaccination passport 
indicates that a person is “adequately protected” 
against COVID-19. The passport will allow those 
aged 13 and up to gain admittance to certain 
locations and non-essential activities where the 
risk of transmission is high. Photo ID will also be 
required. The passport is not required for access 
to essential services such as education (primary, 
secondary, post-secondary). 
 
All regions of Québec have officially moved to 
the green alert level since June 28, 2021, as part 
of the provincial government's progressive de-
confinement plan. In fact, there are no longer 
any regions in the red, orange and yellow zones 
in Québec. 

That's how many small and medium-sized 
employers in Canada are making or plan to 
make COVID-19 vaccinations mandatory for 
employees finds a new poll by KPMG in 
Canada. And 84% say that vaccines are key to 
avoiding another lockdown and should be 
mandatory. 
 
 
  
 

Read more at HR Reporter

https://www.mondaq.com/canada/health-safety/1106274/important-information-for-employers-in-the-city-of-toronto-vaccine-policies-are-now-mandatory?type=popular
https://www.lexology.com/library/detail.aspx?g=f4e9b835-7dfe-4c96-a7f9-49df5dd36d57&utm_source=Lexology+Daily+Newsfeed&utm_medium=HTML+email&utm_campaign=Lexology+subscriber+daily+feed&utm_content=Lexology+Daily+Newsfeed+2021-09-08&utm_term=
https://www.hrreporter.com/employment-law/news/two-thirds-of-employers-support-mandatory-vaccinations/359090


SURVEY SAYS TWO-THIRDS OF CANADIANS 
WANT TO RETURN TO A HYBRID WORK MODEL

The majority of Canadians 
don’t appear to be keen to 
return to the workplace 
five days a week unless 
the location of their job is 
nearby. 
 
Those are just some of the 
findings of a recent survey 
conducted by Angus Reid 
which asked a sample of 
more than 1,509 employed 
Canadians who are members 
of the online Angus Reid 
Forum about their working 
preferences after restrictions 
lift. 
 

Two-thirds (66%) of 
respondents said they want 
to work in hybrid model – 
splitting their time working 
remotely and in the 
workplace – or full-time at 
their workplace if their 
commute is less than 15 
minutes. 
 
When it comes to 
commuting, specifically, 68% 
of participants said they 
desired their commute to 
work to be no longer than 30 
minutes while 31% of 
workers said they preferred a 
commute that was under 15 
minutes.

The majority of survey 
respondents said they would 
prefer to either work from 
home all the time (22%), 
work at an office close to 
home (27%), or adopt a 
hybrid model (39%). 
 
If they’re required to return to 
their workplaces five days a 
week after the pandemic 
ends, 29% of Canadians said 
they would look for another 
job. 
 
Study conducted by Angus 
Reid and reported by CTV 
News, June 8, 2021. 
 

In addition to shorter commute times, Canadians are eager to 
divide their time more evenly between the workplace and home 
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How do you know what your employees 
want to do about return to work?

ASK THEM!

You can set up a short employee survey through 
a simple third-party app like Survey Monkey. This 
keeps answers anonymous and allows 
employees the confidence to share what they 
really think. 

Typical questions in these surveys include: 

The results can be sliced and diced by location, 
job function, length of seniority and more to give 
you insightful direction about the road ahead. 
 
You can also query your workforce's intention 
around vaccination. Who has had one or both 
shots? Who is still hesitant but intends to do so? 
Who will not be having the vaccination, and 
why? 

• What will make you comfortable 
returning to work full time? 
• What are barriers to doing your best 
work at home? And at the office? 
• How can we support more effective 
communication/teamwork/sense of 
belonging? 
• How many days a week would you 
like to return to the office or 
workplace? 
 

 
 

OSI CAN CONDUCT THESE 
SURVEYS FOR YOU 

Whether or not we handle your workplace 
absence and disability programs, we're glad to 
tailor a survey to your needs and manage and 
analyze the responses. Just get in touch by 
emailing sales@orgsoln.com   



Are you considering whether a 
vaccination policy can 
reasonably be implemented in 
your workplace?  

Krista Schofer and Arielle Sie-Mah, Gowling 
WLG, have published this helpful article in 
MONDAQ.COM for employers who are 
assessing whether and how to implement 
vaccination policies. Read the full details for 
each key factor they have identified. 

Top 10 Considerations For Employers 
Implementing A Vaccination Policy 

A workplace vaccination policy 
for COVID-19
At the very least, an organization's vaccination 
policy must require workers to provide proof of 
their vaccination series approved by Health 
Canada (or the World Health Organization), 
according to Toronto's public health unit. 
 
It must also mandate that unvaccinated workers 
provide written proof of a medical reason from a 
physician or nurse practitioner that includes 
whether the reason is permanent or time-limited. 
These workers must also complete a vaccination 
education course on the risks of being 
unvaccinated in the workplace. 

Employers should also identify how workers’ 
vaccination status information will be collected 
and protected in accordance with privacy 
legislation and explain the level of risk posed by 
COVID-19 in each unique workplace setting. 
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https://www.mondaq.com/canada/employee-rights-labour-relations/1106916/top-10-considerations-for-employers-in-implementing-a-vaccination-policy?type=popular


 
 
1. Identify the scope and purpose of your 
Vaccination Policy. 
  
2. List action steps employees must take, such 
as providing proof of vaccination or completing a 
vaccination education course.  
  
3. Set reasonable deadlines for when the actions 
must be taken. 
  
4. Demonstrate your commitment to supporting 
workers to get vaccinated - list available 
supports.  
  
5. Make provisions for Unvaccinated Workers 
who decline to get vaccinated for reasons 
protected by the Human Rights Act, or who are 
unable to complete their vaccination series for 
medical reasons. 
  
6. Spell out the consequences for workers who 
do not fulfill the requirements of the policy. 
  
7. Don't forget privacy! The policy should specify 
how individual vaccination status of employees 
will be used by employers to mitigate the health-
related risks of COVID-19. When employers are 
collecting proof of vaccination, they must 

Tips on developing your own Vaccination Policy

Download this handy guide to 
developing a Workplace 
Vaccination Policy from the City 
of Toronto here. 
 
 
  
 

Start by assessing your workplace. 
Do your employees have a high 
vaccination rate? Can workers stay 
two metres apart? Can you offer 
alternative work for people who 
require accommodation?  

comply with the Personal Health Information 
Protection Act (PHIPA). PHIPA governs the need 
to keep personal health information confidential 
and secure. 
  
8. Identify a staff contact who can answer 
questions about the policy, request 
accommodation or follow up on any other 
concerns.  

While strongly encouraged, these 
recommendations are voluntary.

Please keep in mind...
The vaccination policy itself is just one part 
of an employer's overall comprehensive 
health and safety response to the 
pandemic.  Employers must continue to be 
vigilant about their health and safety 
obligations. The pandemic and vaccination 
landscapes are changing rapidly; this 
material is meant to be a guide only.Continues...

https://www.toronto.ca/wp-content/uploads/2021/08/9539-Key-Components-of-a-Workplace-Vaccination-Policy.pdf


Some companies are adapting with 
more flexible scheduling 
 
Giving employees the opportunity to complete 
their work on their own schedules — as long as 
deliverables are maintained — is another way to 
effectively manage the hybrid reality, says Brown, 
though there has been some pushback in certain 
quarters.  
 
Hotelling workstations are here to stay 
Where to work when back in the office is another 
consideration. Hotelling stations have been 
common for sales and travelling employees for 
decades, but how will the regular office staff 
respond? 
 
People need to really think ahead in terms of 
what materials and supporting information they 
need to complete their work. Without massive 
banks of file cabinets to provide those nuggets of 
information, workers will need to rely on much 
more agile ways of storing important data.  
 
A whole new subsegment of business has 
opened up to address this, with specific software 
to book workstations, collaborate in real-time and 
support ‘spontaneous chats’ among workers.  

HOW A THIRD 
PARTY SURVEY OF 
YOUR EMPLOYEES 
CAN ESTABLISH 
EXPECTATIONS 
AND BENCHMARKS
Surveys can help managers better understand 
how their employees feel about returning to 
work; how your company can improve their 
remote work experience; what worries they 
have about the return to work. 
 
Workplace culture and employee engagement 
both rise with employee surveys. A real-time 
voice platform - such as a series of short online 
surveys - gives employees the chance to share 
what they're feeling in an honest, actionable 
forum.  
 
However, these surveys should be "guaranteed" 
anonymous and, ideally, conducted by a third 
party to avoid any anxiety and stigma around 
the subject.  
 
Organizational Solutions Inc. has developed a 
series of employee surveys that we've deployed 
for clients to guide their decisions during the 
COVID-19 lockdown and return to work.   

We’re relationship 

beings, wired for 

connection. 

Anything that 

removes friction in 

that connection will 

contribute to 

greater productivity 

and job satisfaction.Demonstrate that you are listening with regular and 
frequent employee surveys that help you spot 
emerging trends and see progress. 
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As late as August and September 2021, 
employees were unclear about what to expect 
around return to work, and that lack of clarity is 
leading to anxiety and depression, according to a 
recent study conducted by the HR company, 
Lifeworks.  
 
Financial risk, psychological health, isolation, 
work productivity, anxiety, depression and 
optimism continue to worry us as we move to a 
changed world. 
 
A full 25% of Canadians surveyed said they are 
"unclear" of their employer’s plan for returning to 
the workplace, while another 12% don't believe 
their employer has a plan. 
 
Not surprisingly, employees where the employer 
has communicated a clear return to work plan 
and expectations suffered the least. However, it 
is clear that many Canadians are looking 
for  more details and a clear plan.  
 
LifeWorks found that more than one-third (38%) 
of those surveyed expect that their employer will 
want all employees working in their pre-
pandemic environment, while 17% said they 
believe their employer will allow remote work to 
continue. 
  
The report also found that 14% of Canadians 
surveyed expect to work at their office on a part-
time basis, at least, and one-in-six employees 
said they had the flexibility to choose their work 
location. 
  
Employers need to continue to prioritize 
employee mental health with "empathy, clear 
communication and high-quality mental health 
resources.” 
 
 

UNCERTAINTY AROUND RETURN TO THE 
WORKPLACE IS ADDING TO CANADIANS' 
DECLINING  MENTAL HEALTH: REPORT

Vacations still matter; maybe 
more than ever 
On-going travel restrictions are another factor in 
declining mental health.  
 
Only about a third of employees took their full 
vacation time last year, according to a report in 
Benefits Canada. 
 
This is a significant factor in terms of employee 
mental health, as individuals without paid time 
off have the lowest mental-health score when 
compared to those who use all their vacation 
time and those who don’t. 

Fundamental changes to the 
traditional workplace are 
causing greater levels of 
mental distress for managers 
and non-managers alike in 
the Canadian workforce



 
 
Workplaces play a key role in mental health—they can 
help people feel productive, but they can also be the 
cause of increased stress. Since many Canadians 
spend the majority of their day at work, it is vital that 
employers pay attention to mental health issues, now 
more than ever. 

 
Canadians are unable to work each week due 
to mental health issues 
 
 
is the estimated annual cost to the Canadian 
economy of mental health illnesses 
 
  
of Canadian employees experience stress every 
day at work 

Psychological 
Health and Safety 
in the Workplace

Keeping employees safe, productive and engaged in a 
post-pandemic world requires new levels of cooperation 
between HR, IT, facilities and operations teams. With 
millions of people still working from home more than a 
year into the pandemic – and potentially beyond – it’s 
critical that employers leverage the right technology to 
boost employee engagement. 
 
The old HR methods simply are not optimized for hybrid 
work when employees and our customers are feeling 
disconnected.

"The psychological impact of 
quarantine is wide-ranging, 
substantial, and can be long 

lasting." 

Psychological health is the ability to 

think, feel, and behave in a manner 

that enables people to perform 

effectively at work, at home, and in 

society. Psychological safety deals 

with the risk of injury to 

psychological well-being that an 

employee might experience. 

 

Improving the psychological safety 

of a workplace means taking 

precautions to ensure an 

employee's psychological health. A 

psychologically healthy and safe 

workplace is one that promotes 

employee mental well-being and 

actively works to create positive 

mental health. 

 

Employees who work for 

psychologically safe leaders are 

more likely to report higher job 

satisfaction and engagement, better 

workplace relationships, and better 

psychological well-being.

Note: All statistics come from the 
Mental Health Commission of Canada.

Psychological 
Health and 
Psychological 
Safety: what's 
the difference? 

500,000

60%

$50 billion

-- Dr. Liz Scott, CEO of Organizational Solutions Inc. 
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The limitations and benefits of 
work from home in the post-
pandemic world
by Liz R. Scott, Ph.D.
The impact of COVID-19 on the traditional 
workplace has created a pivotal point in 
irreversible change. Quarantines, 
lockdowns, government and self-imposed 
isolation, fear, anxiety, and many other yet-
to-be-realized factors have pushed tens of 
millions worldwide to work from home. 
What are the longer-term implications?

The level of financial and personal impact has 
partially depended on the answer to one 
fundamental question: Can I work from home, or 
am I tethered to my workplace?  
 
Before the pandemic, employers and employees 
were experimenting with work from home; the 
speed of that experiment accelerated 
tremendously. Research was beginning to 
identify the pluses and minuses which will 
continue to develop as we emerge from the 
current state.   
 
MINUS: NOT EVERYONE CAN WORK 
FROM HOME 
More than half the workforce has little or no 
opportunity for remote work. The potential for 
remote work is very concentrated among highly-
skilled, highly educated workers in a handful of 
industries, occupations, and geographies. At the 
same time, many of the jobs that mandate in-
person participation are low paid. This disparity 
risks accentuating inequalities at a social level.   
 
PLUS: HYBRID IS HERE TO STAY 
Although working from both home and office 
presents multiple challenges, for those who can 
make it work, it offers tremendous flexibility and  
satisfaction. In most research, home proved to be 
better than the office environment from the 
relationships and support aspect.   
 

MINUS: TRANSFER OF KNOWLEDGE AND 
SKILLS   
Work from home as a new way of working has 
affected the well-being and productivity of 
employees with no prior remote work experience. 
One of the challenges in the pandemic has been 
the transfer of knowledge and the building of 
skills. Pre-pandemic, the supervisor would be 
ever-present to ensure positive work habits were 
being formed and followed, including organizing 
work. The supervisor was available for immediate 
answers to questions – big or small. Junior staff 
mirrored senior staff and learned ways of doing 
things via modelling in the social environment. 
  
PLUS: PEOPLE ARE LEARNING WHAT THEY 
WANT IN LIFE 
After spending months at home during a crisis, 
trying to balance multiple demands on their time, 
people have become more in touch with what 
they want from work and their circumstances. 
Expectations of their employers, workplaces, and 
personal relationships have increased, as 
evidenced by the anticipated wave of job 
changes and divorce rates. 
 

  
COVID-19 accelerated the work from home 
trend, and as we slowly emerge from the 
pandemic or learn to live with it, the plus and 
minus of work from home will need to continue to 
be examined, and gaps closed to maximize 
effectiveness. 
 
The impact of COVID-19 on the traditional 
workplace has created a pivotal point in 
irreversible change. As we continue to emerge 
from the pandemic and move toward hybrid 
workforces, managers, HR, and employees will 
need to consider family-work conflict, social 
isolation, and distracting work environments as 
potential obstacles. 
 
 
 
 

Click here to download Dr. Scott's full whitepaper, 
Transition Back to the Altered State of Normal 



It is important to acknowledge that COVID-19 has 
resulted in an increase in mental health concerns. 
It is also vital to review the emerging evidence-
based mental health support strategies. The 
evidence supports an anticipated wave of mental 
health claims, and the ripples will last for years 
beyond the cure. The CDC believes it is possible to 
compare the  
COVID-19 pandemic to crisis situations (Crisis 
Centers for Disease Control and Prevention, 2014). 
  
Three broad structured intervention categories of 
Organizational, Social, and Individual. 
 

ORGANIZATIONAL 

Organizations can play a vital role in assisting with 
the prevention of mental health concerns. 
 
Naturally, the first step is ensuring the health and 
safety of the workplace and adhering to social 
distancing and other mandated recommendations. 
 
Having infrastructure ready can assist, such as 
mental health first aid, online tools, tele-counseling, 
prompt access to care and peer support networks. 
 
Optimizing communication and transparency is an 
important human resource role throughout the 
pandemic. 
 

INDIVIDUAL  
In the face of "infobesity" and random social media 
opinions, it is vital to use the factual literature 
emerging to ensure appropriate strategies to 
mitigate the mental health tsunami. 
 

FIGHTING BACK AGAINST COVID'S 

TRIPLE THREAT 

Emerging evidence supports coming threats in the mental health arena, 
thanks to COVID-19.

Communicating with each other, exchanging 
thoughts, having discussions, recommending 
stress management techniques, relaxation 
ideas, and encouragement of exercise, online 
contact with family or friends, and time 
management. 
 
Another practical step is managing media 
consumption, accessing factual information, and 
finding ways to foster social connections. 
 
Lack of interpersonal communication has been 
linked to poor physical, emotional, and mental 
health. As social beings, we need each other. 
 
 

by Liz R. Scott, Ph.D.

Continues...
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The Canadian government has implemented 
several mental health programs to assist in 
facilitating access to mental health resources.  
 
There is some evidence that the lack of mental 
health professionals' availability has increased 
the risk of distress  
 
Some of the programs made available to 
Canadians include government-funded iCBT 
and Wellness Together Canada. In 2019, CMHA 
launched a free, guided self-help program. 
Additionally, many mental health resources exist 
online merely through a quick Google search.

In the face of "infobesity" and 

random social media opinions, 

it is vital to use the factual 

literature emerging to ensure 

appropriate strategies to 

mitigate the mental health 

tsunami.

Managers should maintain continuous 
communication with their work teams, whether 
onsite or virtual. The more employees are 
involved with planning and preparation, the 
lower the stress level and higher the team 
cohesion. 
 
Employees need to feel comfortable seeking 
assistance and discussing challenges with their 
peers. Reinforcing no gossip and zero tolerance 
anti-discrimination policies is also a valuable 
tool to protect employees' health, safety, and 
wellbeing. 
 
Peer mentoring has emerged as an initiative 
that employers can assist in facilitating. 
Providing the opportunity for volunteers to be 
trained in mental health first aid and provide 
peer support, a difference can be made. 
 

SOCIAL 

 

Download Dr. Scott's 
full whitepaper on 

Countering COVID-19 
Mental Health 

Challenges in the 
Workplace  

here.

Continued...



WHY EMOTIONAL INTELLIGENCE MATTERS SO 
MUCH IN HYBRID WORKPLACES

Understanding other people's emotions is a key 
skill in the workplace. It can help us resolve 
conflict, build more productive teams, and to 
improve our relationships with co-workers, 
clients and customers.  
 
Tech Founder, Professor and Author and Latha 
Poonamallee goes on to explain, “Emotional 
intelligence is the ability to accurately read and 
manage one’s own emotions and other people’s 
emotions. That requires the ability to be self-
aware but also the ability for empathy, which is 
to read other people’s emotions and understand 
other people’s motivations and to develop a 
certain kind of understanding and connection 
with others.”

With the world still “in a collective trauma, 
leaders will first have to recognize this and be 
ready to comfort employees with empathy and 
understanding, says Poonamallee. 
 
She recommends four methods to practice the 
new empathy needed in a post-pandemic world.  
 
The first one is self-awareness. That's because 
the only real experiential tool we have to 
understand other people's emotions is our own 
emotions.  
 
Second, Poonamallee points to compassion 
and acceptance.

Latha Poonamallee, Ph.D., author of Expansive 
Leadership: Cultivating Mindfulness to Lead Self 
and Others in a Changing World

Tips from Latha Poonamallee, Ph.D., author of Expansive Leadership: 
Cultivating Mindfulness to Lead Self and Others in a Changing World  
 

"We feel confused and even scared 
in these troubled times. A common 
tendency is to ignore our feelings 
and binge-watch another series on 
TV or drink more martinis." 

“It is just understanding that maybe they had a 
bad day, maybe they had a difficult time, which 
means how we approach them to set 
boundaries will be with some kindness,” she 
says. 
 
The third step is to establish connections. "It 
does not necessarily mean all these connections 
have to be super close or intimate but the 
human connection makes a whole social world 
and that becomes really, really important.” 
 
Finally, remember to celebrate joy at work 
says Poonamalee. 
 
“Organizations are struggling with a lot of 
logistical things but at the same time, given how 
difficult all this is, [it’s important] to have some 
pleasures and cultivating some joy and kind of 
capturing those moments. Nobody ever thought 
these are important leadership skills: create joy 
for people.”

Source: LinkedIn

Read Dr. Poonamalee's full article 
in CANADIAN HR REPORTER
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https://www.hrreporter.com/focus-areas/culture-and-engagement/why-emotional-intelligence-matters-for-hybrid-workplaces/358643


COVID-19 has changed everything. Sometimes those 

changes change back again. So we encourage you 

to go right to the source before making substantive 

changes to your organization.  

 

Here is a collection of reliable sites, many of which 

are from the federal government, to check for 

updates and changes.

Canada's COVID-19 statistics 

Now more than ever, 

compassion and understanding 

must be an essential part of 

recovery and return-to-work. 

Having the right programs in 

place can help tame the waves 

of the current mental  

 health Tsunami.

OSI'S GREAT BIG PAGE OF 
GREAT RESOURCES

_____________________________________ 

Managing your business during COVID-19 _____________________________________ 

Small business help during COVID-19_____________________________________ 

Economic relief measures by province _____________________________________ 

COVID-19 supports for Canadian business 
_____________________________________ 

EDC economic issues for Fall 2021 
_____________________________________ 

- Dr. Liz R. Scott

https://www.canada.ca/en/public-health/services/diseases/coronavirus-disease-covid-19.html
https://www.canada.ca/en/services/business/maintaining-your-business.html
https://www.cfib-fcei.ca/en/small-business-resources-dealing-covid-19
https://www.cfib-fcei.ca/en/covid-19-how-were-fighting-better-federal-relief
https://www.bdc.ca/en/documents/special-support/covid-19-supports-for-canadian-businesses.pdf
https://www.edc.ca/en/weekly-commentary/top-economic-issues-for-fall.html


Apple’s recent three-day-a-
week office request is a great 
example of how leading 
organizations have recognized 
the critical need to better 
balance in-person and virtual 
interactions. Our research 
shows the impact of 
unexpected connections on 
productivity and creativity, 
every day. 
  
New hybrid working models 
should help employees 
achieve the right balance and 
weighting between home and 
office working. Done right, 
hybrid maintains the 
productivity and flexibility 
benefits of remote, while 
blending the creativity and 
wellbeing boost gained from 
in-person connections. 

Recent studies show that productivity hasn’t 
declined with work-from-home protocols; in fact it 
has increased in many industries. But how do we 
continue to engage employees? 
 
Employees want their opinions valued 
 
One of the newest methods to emerge in the 
burgeoning hybrid workplace is asking workers for 
advice on decisions around the workplace says 
Shelley Brown, practice leader at Bromelin HR 
Consulting in Montreal. 
 
 
 
 

Dan Bladen, Co-Founder 
and CEO at Chargifi

CONNECTING EMPLOYEES IN A  
 HYBRID WORKPLACE
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“In any kind of decision like this, employees have to 
be involved and they want to have a voice just like 
they want to have a voice in so many other things in 
the business. That’s how we get true engagement: 
people feel that they’re listened to and that their 
opinion is not only sought after but actioned upon.” 

“Our lease was coming due at the office, and I had 
to make a decision: do we renew the lease with no 
anticipated date of actually going back? Or do we 
continue to work from home?” 
When results were tabulated, staff “overwhelmingly” 
said they were happy continuing to work from home, 
so the lease was not renewed, and the company 
decided it would hold any future meetings at its 
sister company’s large boardroom, she says. 
 
 



Over the last year and a half, the separation 
between work life and home life has become 
less clear. Considerable challenges emerged 
when the work was not balanced, and other 
demands took over work time and focus. And 
when work demands take over personal time, 
stress and anger can follow.  
 
Getting up and going to the office previously 
provided this separation of thought and space. 
Many people used to say going to the office gave 
them a place to forget about what was going on 
at home and vice-versa. This reprieve has been 
eliminated. 
 
After spending months at home during a crisis, 
trying to balance multiple demands on their time, 
people have become more in touch with what 
they want from work and their circumstances. 
Expectations of their employers, workplaces, and 
personal relationships have increased, as 
evidenced by the anticipated wave of job 
changes and divorce rates. Divorce rates during 
the pandemic are up by 34%.  
 
 

No surprise: Divorce 
Rates are up by 34% 
in Canada since the 
start of the 
pandemic

Divorce rates are 
increasing around 
the world, and 
relationship experts 
warn the pandemic-
induced break-up 
curve may not have 
peaked yet.
It's a perfect storm: people express difficulty 
reconciling private and work commitments, lack 
of workplace social context, increased social 
isolation, and inadequate workspace. It has all 
hindered the work from home equation.  
 
The pandemic has given people an opportunity 
to soul search and become more internally 
focused. Goals have shifted and become more 
introspective than ever before. Some people 
went into lockdown thinking: ‘Oh, isn't this going 
to be lovely! We're going to spend lots of quality 
time together.' But new studies underscore that 
a disproportionate share of housework and 
childcare is still falling on women, causing a 
great deal of discontent.

What’s been different is the 
significant increase in the 

number of women initiating 
divorces, with 76% of new 
cases coming from female 

clients, compared with 60% a 
year ago.

-- From a leading law firm in Great Britain, 
Stewarts.



And 'The Great Resignation' continues 
to spike in workplaces
According to a recent article in 
Forbes magazine, labour and 
workplace experts are predicting a 
post-pandemic resignation boom. 
New data from workforce analytics 
company, Visier confirms that the 
impending “great resignation” is 
real and happening sooner than 
originally thought.  

In a recent analysis of over nine million 
employee records from more than 4,000 
companies, Visier found that resignation rates hit 
a significant spike from July to September—even 
during the pandemic. Trend data for 2021 shows 
that resignation rates have already begun to 
climb, signaling an even more pronounced 
increase this year than previous years, especially 
in the fields of tech and healthcare.  
 
Resignations are rising most frequently among 
mid-career workers: Despite the pandemic, all 
age groups experienced an increase in 
resignations between August 2019 and  
August 2020. 
 
Manager resignation rates have increased during 
the pandemic: As of December 2020, the 
resignation rate for managers was nearly 12% 
higher than the previous year. While increased 
responsibilities and burnout likely played a major 
role, gender differences were also a factor. 
Female managers were more likely to leave the 
workplace altogether to take care of their families 
during Covid-19, while men were more likely to 
jump ship to another role. 
 
The healthcare and high-tech industries are 
seeing the most resignations. 
 
Businesses need to address voluntary turnover 
while they continue to grapple with post-
pandemic recovery and return-to-office plans. 
But what does this mean in practical terms?   
  

3 Tips for hanging on to talent

Ask yourself, Why do we exist, beyond generating 
profits? Why should employees care about their 
work, beyond the paycheques attached? 
Companies that make a compelling case for 
purpose, and reexamine how their employees’ day-
to-day tasks connect to that broader mission, will 
be stronger in the long run. This is especially true 
for younger employees. 
  
 
 
 
  

1. MAKE IT ABOUT YOUR 
LARGER MISSION 

2. TAKE A MORE 
PROACTIVE APPROACH TO 
HIRING 
 
 
  
  

3. MAKE IN-OFFICE DAYS 
COUNT  
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Many employees care deeply about flexibility and 
the ability to continue remote work in some 
capacity. It’s also important to maximize the value 
of in-office time, especially when it’s limited.  
 
What's happening during those in-office days? 
Are you doing the most you can to build 
connections among employees, align everyone to 
the company mission and create opportunities for 
the types of energizing in-person interactions that 
fell by the wayside in 2020?  Now's your chance! 
 
 
  

Be more proactive and creative in your approach to 
hunting down new talent. Companies are having 
success working with their employees to use 
LinkedIn and other online platforms to look for 
people who aren't necessarily looking for jobs but 
may be persuaded by the right opportunity and 
offer. And consider that data says about a third of 
employees who would consider leaving their job 
are looking for a position in a different field. New 
skills can be taught, but attitude can't be. 
 
 
  



Employers: expect 
some resistance to 
returning to the 
workplace

Employers who require employees to return to 
work in-person should expect some resistance 
from their workforce. A lack of flexibility may 
result in increased absenteeism, as well as 
employee resignations. Either will have varying 
degrees of impact on the business. Below are 
some tips for managing employee resignations, 
as employers prepare to return their employees to 
work in person. 
 
If an employee chooses to resign, they must 
provide adequate notice of their resignation. 
The length of notice to be provided depends on 
the terms of the employee's contract, provincial 
employment standards legislation and common 
law obligations. 
  
Provincial legislation sets out the minimum 
amount of notice that an employee must provide 
to their employer, usually two weeks. Employees 
may be obligated to provide greater notice by the 
terms of their employment agreement or at 
common law. 
  
The amount of notice a resigning employee must 
provide at common law depends on a variety of 
factors, including the responsibilities of the 
employee, their length of service, salary, as well 
as the time it may take the employer to find a 
replacement. 
  
An employer who does not receive sufficient 
notice of resignation may make a claim against 
the employee for damages arising from the 
resignation. 
 
  

by Walter Pavlic, Q.C. and Arooj Shah 
MLT Aikins LLP

https://www.mondaq.com/canada/employment-and-workforce-wellbeing/1109554/managing-the-great-resignation-tips-for-employers-reopening-workplaces?email_access=on


THE BIG FIVE 
vaccination 
questions 

"Hey Boss do I have to come 
back to work?"

"can i be fired for refusing 
to get a vaccination?"

"I'm afraid of getting covid. 
can i refuse to come to work?"

"can i be laid off because of 
the pandemic?"

"do i have to show proof 
that i was vaccinated?"
Because COVID-19 constitutes a workplace 
hazard under the Canada Labour Code, your 
employer can lawfully request that you provide 
information regarding COVID-19, to the extent 
that it directly relates to ensuring the health and 
safety of employees in the workplace. 
(From The Government of  Canada website) 
 
 

Businesses may not have the right to impose 
temporary layoffs and could face liability, according 
to Rudner Law. Many of the early layoffs turned into 
lawsuits, the results of those lawsuits are still 
inconclusive.

The simple answer: Yes, in most cases, 
employers can require that an individual be 
vaccinated in order to work. Most employees in 
Canada do not have job protection, so they can 
be dismissed for almost any reason or no reason 
at all. However, they will be entitled to 
compensation (often referred to as “severance”) 
in many cases, according to Stuart Rudner of 
Rudner Law. 
 
 

Workers cannot insist on working remotely in 
most cases, but at this point, employers are 
encouraged to consider it where remote work is 
viable. Stuart Rudner of Rudner Law 
recommends that the best way to mitigate this 
risk is through clear communication. As time 
elapses, organizations would be well advised to 
ensure that there is a clear record which confirms 
that employees who are still working from home 
should not assume that this will continue forever 
or that they will have the choice as to where they 
work in the future.

Under health and safety legislation, employees 
have the right to refuse dangerous work. This 
would include refusing work due to hazards related 
to the COVID-19 pandemic, if the worker believes 
there is a hazard, their concern is communicated 
to a manager, and the seriousness of the 
perceived danger justifies the risk. Although the 
current pandemic has caused justifiable fear and 
anxiety amongst workers about their health, fear 
alone of a potential exposure will not be an 
adequate reason to refuse work.  

Legal minds will remind you that there is no 
definitive answer in any what-if scenario, but in 
most cases, the answer to these and other 
COVID-related questions in the workplace is "it 
depends." Solutions are always context-specific 
and in the case of COVID, it's a balance for 
employers between health and safety, their 
obligations to keep a workplace safe for their 
workers, and the obligation to ensure that 
employees are accommodated for any medical or 
religious grounds and the employer's obligation to 
respect an employee's privacy.

It's important to remember that in most layoff cases, 
the large companies imposing layoffs are unionized 
and therefore governed by a collective agreement 
which explicitly provides the right to do so. Many 
other large businesses have a standard form 
employment contracts that do the same. The 
federal Temporary Wage Subsidy was meant to 
help smaller businesses offset labour costs while 
revenue was down.
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Link to the City of Toronto's online 
vaccine education course

An online course for the uncertain that 
explains the benefits and risks of 
vaccination 

A number of experts recommend that 
employees review a course on the benefits 
and risks of COVID-19 Vaccination. 
 
The City of Toronto offers an excellent 
version that includes a certificate of 
completion.  
  
 
  

How you can encourage better uptake of 
the vaccination 
For those employees who are still resisting 
vaccination, education is the key to moving their 
opinion. The following strategies may help: 
 
1. Display professional vaccine-related posters, 
graphics and other resources. They are available 
in many languages, here on the City of Toronto’s 
resources page. 
  
2. Lead by example and get fully vaccinated, and 
share your reasons for getting the vaccine.  
 
3. Consider recruiting workplace vaccine 
champions to help staff understand the benefits of 
getting vaccinated. 
 
 
  

4. Post information about nearby vaccination 
clinics in common areas. 
 
5. Offer flexible work hours or paid time off for 
employees to get vaccinated – this is already 
mandatory in several provinces. 
 
6.  Consider the use of incentives for voluntary 
disclosure of vaccination status. 
  

Don't let up on prevention and control measures; 
they are still required to prevent the spread. 
Continue to screen employees daily using the staff 
screen questionnaire for COVID-19 systems, even 
if they have been vaccinated. If they have 
symptoms, ask them to go get tested. Vaccination 
can prevent severe illness from COVID-19, 
however, people can still spread the virus to 
others. 
 
Update Workplace Health and Safety Policies, 
especially those related to the virus, but don't 
neglect other areas.  
 
Support your employees' mental health. Provide 
opportunities for employees to openly discuss 
their concerns about returning to in-person work 
will help to develop a culture of support. COVID 
has made life more challenging for all of us. 

CONTINUE THE STEPS THAT 
INCREASE YOUR TEAM'S 
CONFIDENCE IN THE SAFETY 
OF YOUR WORKPLACE

https://www.dropbox.com/s/8tvlvgq3goo0x4y/Screen%20Shot%202021-09-13%20at%209.15.44%20AM.png?dl=0
https://www.toronto.ca/home/covid-19/covid-19-vaccines/covid-19-vaccine-resources/


Help with- 

✓Workplace disability management 
✓Leaves management 
✓Accommodation requests

✓Policy creation 
✓COVID-19 vaccination tracking 
✓Vaccine exemption management

Call us today at 
1.866.674.7656 
or email sales@orgsoln.com

Visit today 
orgsoln.com

https://orgsoln.com/return-to-the-workplace/
https://orgsoln.com/return-to-the-workplace/

