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DISTRIBUTION

Unparalleled reach to HR 
professionals across Canada:

Ontario:  
23,500 HRPA members 
receive 4 issues per year

B.C. & Atlantic Canada: 
7,200 HR  
association members  
receive 4 issues per year

Alberta & Prairies:  
8,200 HR  
association members 
receive 4 issues per year

ALL on top of our regular 
national distribution of 10,100 
that receive all 12 issues!

Female Male

80% 20%

are involved in product/
service recommendations61%

are end-decision makers 
for purchases38%

TOP 4 PRODUCTS/
SERVICES
respondents make 
recommendations on

• Training programs/courses

• Benefits programs

• HR legal compliance information

• Recruitment/headhunting firms

OUR AUDIENCE

10out 
of8

USE OUTSOURCED 
HR SERVICES

ORGANIZATION SIZE

had less than 
50 employees

27% 500 to 999 
employees

13% 
1,000 or more 
employees

22% 

had 50 to 
99 employees

11% 100 to 499 
employees

27% 

LARGEST  
READING GROUPS

Senior HR 
Managers42%

In the next 2 years they are looking to invest in:

23%

Group Insurance Plan

27%

External Training & 
Development/ 

Professional Development

27%

Recognition/
Service Awards

33%

HRMS/HRIS



ONE PUBLICATION, ALL CANADIAN HR PROFESSIONALS

Timely, relevant and trusted news and information issued bi-weekly and available in print & digital formats. 
• Published 12x annually
• Readership: HR Professional (66%), Middle Management/Professional non-HR (10%), HR Consultant

(9%), C-Suite/Director non-HR (4%), Other (11%)
• National Distribution Location: ON (45%), AB (15%), BC (15%), Atlantic (5%), Prairies (11%), QC (9%)

Canadian HR Reporter has joined forces with the largest HR associations in Canada to put our content in the 
hands of the majority of HR association members across Canada. This is an unprecedented opportunity to 
reach a huge number of HR professionals in some of the largest markets in the country.

You can reach our national distribution of 10,100 copies plus: 

Partnerships include the Human Resources Professionals Association (HRPA) as well as Chartered Professionals 
in Human Resources (CPHR) in British Columbia, Alberta, Saskatchewan, Manitoba, New Brunswick, Prince 
Edward Island and Newfoundland and Labrador plus more than 400 professionals in Nova Scotia.

The audience for 2019 is as follows:

Month Regular National 
Circulation Bonus Circulation Total Print Copies 

Delivered Rate Card

January 10,100 7,200 17,300 2

February 10,100 8,200 18,300 2

March 10,100 23,500 33,600 1

April 10,100 7,200 17,300 2

May 10,100 8,200 18,300 2

June 10,100 23,500 33,600 1

July 10,100 7,200 17,300 2

August 10,100 8,200 18,300 2

September 10,100 23,500 33,600 1

October 10,100 7,200 17,300 2

November 10,100 8,200 18,300 2

December 10,100 23,500 33,600 1

BC, NB, PEI, NS, NFLD
January, April, July, October

March, June, September, December
ON

February, May, August, November
AB, SK, MB

5,600
5,400

1,400

1,400

900

92

200

408

23,500
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MANY ‘TALL POPPIES’ 
CUT DOWN AT WORK

page 17

HR trends for 2018 
Attraction, retention and engagement top concerns   
page 2

Trump politics bring out con� icts
B.C. manager’s termination highlights challenges for HR
page 7

Supporting mental health leaves
Focusing on con� dentiality, communication, support 
page 45

Women often belittled, bullied or dismissed 
– but many determined to rise back up: Survey

BY SARAH DOBSON

Credit: Tomas Stankiewicz Baldssa (Shutterstock)

Both men and women cut women down at work, leading to issues 
around productivity, engagement and turnover, finds a survey.

Travellers who use cannabis legally could be pressed by border agents about their 
history with the drug, says one lawyer. Credit: Chris Helgren (Reuters)

National HR Awards
We provide in-depth pro� les of the 
14 winners of this year’s awards

To rise up in the workplace, to succeed and stand
tall — to be a “tall poppy” — is something that 
should be celebrated and encouraged. And yet 

many women fi nd themselves cut down, attacked, re-
sented and criticized because of their achievements.

Th is can lead to productivity and disengagement 
issues, alongside absenteeism and turnover, accord-
ing to a survey delving into “Tall Poppy Syndrome” 
(TPS) by Canadian HR Reporter in partnership with 
Viewpoint Leadership and Women of Infl uence.

Th e perpetrators are almost evenly split between 
women (31 per cent) and men (27 per cent), or both 
(41 per cent), found the survey of more than 1,500 
people.

And the most common ways they cut women down 
is through cyberbullying (64 per cent), bullying (58), 
dismissals of achievements (55), calling someone 
selfi sh or superior (52), taking credit for others’ work 

ACHIEVEMENTS > pg. 8

Travellers to 
U.S. could face 
greater scrutiny 
as of Oct. 17
Canadians linked to cannabis 
could face lifetime ban: Lawyers
BY MARCEL VANDER WIER

CANADIAN business travellers 
may face intensifi ed examination 
procedures at the United States 
border following the legalization 
of recreational cannabis on Oct. 
17, according to lawyers.

And Canadians connected 
to the fl edgling cannabis indus-
try, or those who have used the 
drug prior to legalization, may be 
barred for life from entering the 
U.S.

In British Columbia, there have 
already been incidents in which 
workers connected to the canna-
bis industry were handed lifetime 
bans when attempting to cross the 
border into America, according to 
the Toronto Star.

It’s expected to become an even 
bigger issue following offi  cial le-
galization later this month, said 
Len Saunders, an immigration 
lawyer based in Blaine, Wash.

“Guess what’s going to happen 
on Oct. 17? It is going to be a tidal 
wave of cases,” he said.

While using cannabis following 
legalization will not in itself result 
in a lifetime ban, it could be the 
basis for a border agent to press a 
traveller on her past history with 
the drug — which could result in 
a ban if it was consumed while it 
was still an illegal substance, said 
Saunders.

U.S.  > pg. 11

labour-reporter.com

HOW WILL YOU APPROACH
YOUR NEXT
AGREEMENT?

HR AWARDS
2018 NATIONAL

PRINT

WEBSITE

HRREPORTER.COM
The homepage for Canada’s HR profession provides breaking news, videos, columns from thought leaders and 
a searchable archive dating back to 2000. Also provides a directory of vendors HR professionals turn to when 
searching for new suppliers.
• 80,000+ monthly impressions
• 950,000+ annual impressions

CANADIAN HR REPORTER
Since 1987, Canadian HR Reporter has served as Canada’s indispensable guide to human resources 
management. Published monthly in print 12 times per year, the popular tabloid offers readers the most 
current news, information on the latest trends and practices, expert advice, experiences and insights 
from HR practitioners, research and resources.  Each issue provides real-world solutions to perplexing HR 
situations (from peers and industry experts), helpful case studies and insightful commentary.  

In every issue you’ll find countless sponsorship opportunities including: 
• Legal View: Our look at employment law featuring recent court cases and arbitration decisions 
• Weird Workplace: A look at the more offbeat stories our editors uncover
• Toughest HR Question
• HR By the Numbers Infographic

Plus don’t miss the Executive Series, a monthly look at topics of interest to CHROs, vice-presidents and 
other C-suite executives, done in co-operation with the Strategic Capability Network. 

E-NEWSWIRES

HR NEWSWIRE
A weekly e-newsletter featuring top stories, 
videos and blogs of the week.
• 12,800 distribution to Canadian HR

professionals and senior executives
• 35% average open rate
• 50 issues per year

HR NEWSWIRE EXTRA
A custom-designed single sponsor 
e-newsletter, allowing advertisers to 
comprehensively communicate their 
message to potential buyers.
• 12,800 distribution to Canadian HR

professionals and senior executives
• 35% average open rate



ROUNDTABLE

Get face-to-face with your customers and 
prospects by delivering a high-impact event.

For more information on any of these solutions, contact Paul Burton 416.649.9928 | paul.burton@tr.com

SOCIAL MEDIA

Our social media accounts deliver up-to-the 
moment news and analysis for the HR community.

HR WEBINAR

AWARDS AND EVENTS

An interactive platform to share your 
business expertise and gain exposure for 
your brand.

NATIONAL HR AWARDS
nationalhrawards.com
Heading into its fifth year, the prestigious National HR Awards honour the best practices in human resources across 
Canada. Features in-depth editorial, videos of award winners and a gala reception to celebrate the winners. 
• 150+ attendees
• Numerous unique sponsorship opportunitiesHR AWARDS

2018 NATIONAL

CANADIAN HR REPORTER READERS’ CHOICE AWARDS
Every year, we ask our readers to name their favourite HR vendors and suppliers. To ensure your firm is nominated,  
send an email to todd.humber@tr.com asking to be included on the list for 2019. Nominations open in February and  
the winners are celebrated in a special section in the July issue.
• More than 64,000 votes in 2018
• Special section and digital edition marketed by Canadian HR Reporter and Thomson Reuters throughout the year
• Winners packages include seals

2 0 1 8

READERS’

WINNER
CHOICE

CANADA’S SAFEST EMPLOYERS AWARDS 
safestemployers.com
Heading into its ninth year, Canada’s Safest Employers honours the best and brightest in the world of safety.
• 350+ attendees
• Numerous unique sponsorship opportunities available EMPLOYERSSAFEST

2019 CANADA’S

CUSTOM

CUSTOM MEDIA AND BUSINESS 
DEVELOPMENT SOLUTIONS
We provide design, print, video and digital 
solutions, webinars and more. Whatever your 
business need we can create a solution that 
gets you where you need to be.

• Over 18,000 followers across our accounts, 
delivering 18 million impressions per year

• Over 14,000 Twitter followers (@HRReporter)



HR NEWSWIRE 
IMPORTANT DATES

Live Date: January 8, 15, 22, 29
Close Date: Previous Tuesday

Live Date: February 5, 12, 19, 26
Close Date: Previous Tuesday

Live Date: March 5, 12, 19, 26
Close Date: Previous Tuesday

Live Date: April 2, 9, 16, 23, 30
Close Date: Previous Tuesday

Live Date: May 7, 14, 21, 28
Close Date: Previous Tuesday

Live Date: June 4, 11, 18, 25
Close Date: Previous Tuesday

January

February

March

April

May

June

EDITORIAL LINEUP*

In Focus: HR Associations
Feature: Recruitment

In Focus: Employment Law
Features: Mental Health,  
  Performance Management

In Focus: Training/Professional 
Development
Features: EFAPs, Labour    
  Relations

In Focus: Health & Safety
Features: Compensation,  
  Culture/Engagement

In Focus: Benefits 
Features: Relocation/Travel,  
  Pensions

In Focus: HR Technology  
Features: Recognition,  
  Background Screening

IMPORTANT DATES

Ad Closing: November 28, 2018
Material Deadline: December 10, 2018

Ad Closing: January 9, 2019
Material Deadline: January 21, 2019

Ad Closing: February 6, 2019
Material Deadline: February 19, 2019

Ad Closing: March 6, 2019
Material Deadline: March 18, 2019

Ad Closing: April 3, 2019
Material Deadline: April 15, 2019

Ad Closing: May 8, 2019
Material Deadline: May 21, 2019

2019 EDITORIAL CALENDAR* HRREPORTER.COM

*Editorial subject to change

IN EVERY ISSUE

• Employment Law
• HR By the Numbers Infographic
• Toughest HR Questions

For advertising information contact: Paul Burton | 416.649.9928 | paul.burton@tr.com 
Contact Sarah Dobson, Editor, for any editorial inquiries | 416.649.7896 | sarah.dobson@tr.com



2019 EDITORIAL CALENDAR* HRREPORTER.COM

*Editorial subject to change

IN EVERY ISSUE

• Employment Law
• HR By the Numbers Infographic
• Toughest HR Questions

For advertising information contact: Paul Burton | 416.649.9928 | paul.burton@tr.com 
Contact Sarah Dobson, Editor, for any editorial inquiries | 416.649.7896 | sarah.dobson@tr.com

HR NEWSWIRE 
IMPORTANT DATES

Live Date: July 2, 9, 16, 23, 30
Close Date: Previous Tuesday

Live Date: August 6, 13, 20, 27
Close Date: Previous Tuesday

Live Date: September 3, 10, 17, 24
Close Date: Previous Tuesday

Live Date: October 1, 8, 15, 22, 29
Close Date: Previous Tuesday

Live Date: November 5, 12, 19, 26
Close Date: Previous Tuesday

Live Date: December 3, 10, 17
Close Date: Previous Tuesday

July

August

September

October

November

December

EDITORIAL LINEUP*

In Focus: Wellness   
Features: Diversity, Recruitment
Awards: 2019 Readers’  
  Choice Awards

In Focus: HR Leaders Talk  
Features: Corporate Social   
  Responsibility, HR Metrics

In Focus: Payroll 
Features: Risk Management,  
  Outsourcing, Professional  
  Development/Training

In Focus: Mental Health
Awards: 2019 National  
  HR Awards

In Focus: Compensation/Salary  
  Surveys 
Features: Recognition, Absence  
  Management, Background   
  Screening
Awards: Canada’s Safest  
  Employers

In Focus: CEOs Talk
Features: Outplacement,  
  Benefits

IMPORTANT DATES

Readers’ Choice  
Ad Closing: May 14, 2019
Material Deadline: May 28, 2019 

Ad Closing: June 5, 2019
Material Deadline: June 17, 2019 

Ad Closing: July 3, 2019
Material Deadline: July 15, 2019

Ad Closing: August 7, 2019
Material Deadline: August 19, 2019

Ad Closing: September 4, 2019
Material Deadline: September 16, 2019

Ad Closing: October 9, 2019
Material Deadline: October 21, 2019

Ad Closing: November 6, 2019
Material Deadline: November 18, 2019



Sponsored content offers the unique opportunity to position your expertise as thought 
leaders and to highlight your products and services in an editorial format. Sponsored 
content opportunities are available in all our print and digital issues.

BONUS - Lead generation!
Sponsored content articles are brought to our readers’ 
attention with a special HR Preview email two weeks 
before publication. Readers fill out a form — and names 
and emails are given to you as leads — in exchange for 
the ability to have a sneak peek at your content. Exposes 
your brand to 12,800 names on the email list.

Connect with a large and active audience through sponsored content. Through 
integrating your brand into ours, you can increase the likelihood of your content being 
consumed, position yourself as an expert and increase the chances of a prospect 
becoming a client.

AN EFFECTIVE AND TARGETED WAY TO DELIVER YOUR CUSTOMIZED MESSAGE

Sponsored Content



DEADLINE
Booking deadline is two weeks prior to advertising closing 
deadline. Material deadline is two weeks prior to material 
closing deadline.

LAYOUT  
Our production department will lay out your content in a 
format pleasing to our audience, based on mock-up examples. 

APPROVALS
The final layout will be supplied to you for approval prior 
to publication.  

MATERIAL INQUIRIES & SUBMISSION
Contact Pamela Menezes, Production Coordinator: 416-649-9298  |  pamela.menezes@tr.com

MATERIAL REQUIRED
•  Content: MS Word

•  Logo: high-resolution (300 dpi); jpg, tiff or eps; cmyk; all  
    fonts embedded

•  Image: high-resolution (300 dpi at 7” wide); jpg or tiff;  
    CMYK; all fonts embedded

•  Ad        - 1/4 square - 5.7”w x 5.75”h; pdf format

• 50 word summary of article for HR Preview

SAVE UP 
TO 20%

MEDIA BRAND DESCRIPTION RATE COMPARABLE DISPLAY 
ADVERTSING RATE

Full page - 900 words 
+ 1/4 page ad sq or 1,170 (no ad) 
+ Canadian HR Newswire Sponsor Spotlight

$5,355 $7,630

Canadian Employment 
Law Today 

Full page - 310 words 
+ 1/4 page ad or 390 (no ad)

$985 $1,235

Canadian Safety Reporter
Canadian Payroll Reporter
Canadian Labour  Reporter

Full page - 310 words 
+ 1/4 page ad or 390 (no ad)

$785 $985

Newsletter Series

For more information on any of these solutions, contact Paul Burton 416.649.9928 | paul.burton@tr.com

SPONSORED CONTENT RATES & SPECIFICATIONS

Full page article +  
1/4 page ad  •  max. 310 words 

Full page article  •  max. 390 words 

HR REPORTER NEWSLETTER SERIESHR REPORTER

Full page article   
max. 1,170 words 

Full page article +  
1/4 page ad  •  max. 900 words 



2019 ADVERTISING RATES

C
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Size 1x 4x

Full page $7,885 $7,095

Magazine page $6,025 $5,425

1/2 page $4,805 $4,325

1/4 page $3,125 $2,815

1/8 page $2,025 $1,825

OBC $9,735 $8,765

Wrap outside front $11,815 $10,635

Business card $445 $405

Front page earlug $2,705 $2,435

Front page footer $5,235 $4,715

RATE CARD 1 — NATIONAL PLUS HRPA DISTRIBUTION
Applies to March, June, September and December print and digital editions

Circulation: 33,600

PRINT/DIGITAL – BOOK 4 ISSUES AND SAVE 10%

C
ol

ou
r

Size 1x 4x 8x

Full page $6,695 $6,025 $5,355

Magazine page $5,125 $4,615 $3,995

1/2 page $4,085 $3,675 $3,265

1/4 page $2,665 $2,395 $2,135

1/8 page $1,725 $1,555 $1,375

OBC $8,275 $7,445 $6,615

Wrap outside front $9,995 $8,995 $7,995

Business card $385 $345 $305

Front page earlug $2,305 $2,075 $1,845

Front page footer $4,455 $4,005 $3,565

RATE CARD 2
NATIONAL + BC/MARITIMES OR NATIONAL + ALBERTA/PRAIRIES

Applies to January, February, April, May, July, August, October, November print and digital editions

Total Circulation: 17,300 (includes BC/Maritimes) | 18,300 (includes Alberta/Prairies)

PRINT/DIGITAL – BOOK 4 ISSUES AND SAVE 10%. BOOK ALL EIGHT ISSUES AND SAVE 20%

Applicable taxes will be added to all rates

BOOK ALL 12  
ISSUES AND 
SAVE 25%!

12x

$5,915

$4,515

$3,605

$2,345

$1,515

$7,305

$8,865

$335

$2,025

$3,925



Size 1x 3x 6x 12x

Jr Leaderboard
(600 x 100) $1,245 $1,185 $1,125 $1,065

Big Box 
(300 x 250) $1,125 $1,065 $1,015 $965

Sponsor Spotlight* $935 $885 $845 $805

HR NEWSWIRE

Size 1 month 3 month 6 month 12 month

Leaderboard 
Run of site 728 x 90

(600 x 100  
mobile friendly)
and 300x50 if 
tage provided

$1,995 $1,895 $1,800 $1,710

Big Box
Run of site 300 x 250 $1,465 $1,395 $1,325 $1,255

Big Box
(in Article section) 300 x 250 $1,335 $1,265 $1,205 $1,145

WWW.HRREPORTER.COM

2019 ADVERTISING RATES

Ads are one of three in rotation

*Includes logo, 50 words of text and url link

For more information on any of these solutions, contact Paul Burton 416.649.9928 | paul.burton@tr.com

* jpg format; non-animated; no keyline; preferably white background

HR NEWSWIRE EXTRA

Size Size (pixels) Sole Sponsorship Rate

Ad*
Text + url

600 x 350
100 words $3,285



COST: $5,995 
(VALUE: $9,380)

Print/Digital: 1/2 page ad in 
Canadian HR Reporter

Website: Big Box for 1 month on 
hrreporter.com

Email: Big Box in 2 issues of 
Canadian HR Newswire

Social Media: 2 sponsored Tweets 
to our @hrreporter followers

COST: $3,995 
(VALUE: $6,215)

Print/Digital: 1/4 page ad in 
Canadian HR Reporter

Website: Big Box for 1 month on 
hrreporter.com

Email: Big Box in 1 issue of 
Canadian HR Newswire

Social Media: 1 sponsored Tweet 
to our @hrreporter followers 

COST: $2,995 
(VALUE: $5,115)

Print/Digital: 1/8 page ad in 
Canadian HR Reporter

Website: Big Box for 1 month on 
hrreporter.com

Email: Big Box in 1 issue of 
Canadian HR Newswire

Social Media: 1 sponsored Tweet 
to our @hrreporter followers

GOLD SILVER BRONZE

To book your campaign please contact Paul Burton | paul.burton@tr.com | 416.649.9928

CANADIAN HR REPORTER 17,300-33,600 circulation

HRREPORTER.COM 950,000+ annual page impressions

CANADIAN HR NEWSWIRE 12,800 recipients

INTEGRATED CAMPAIGNS – ONE BUY, ALL FORMATS
Put your message in front of Canada’s best HR audience in every format – print, digital, newswire, website and social media. 

14,000 followers



Canadian HR Newswire provides you with an effective vehicle that will deliver 
your message straight into the email inboxes of the HR community. You can 
reach more than 12,800 subscribers every week, and benefit from the high 
levels of engagement that professionals have with the newswire.

This is an exclusive newswire that reaches Canadian HR Reporter’s email 
audience of 12,800 professionals which includes the top three stories of the 
day as chosen by the publication’s editorial team. 

You supply us with your ad (600 x 350 pixels; jpg format; non-animated) and 
up to 100 words of text that can link to your website, whitepaper, registration 
forms or even content that we host for you on Canadian HR Reporter’s website 
and we do the rest.

For more information, please contact Paul Burton at 
paul.burton@tr.com or 416.649.9928

NEWSWIRE

NEWSWIRE EXTRA EXCLUSIVE E-BLAST

Jr Leaderboard
(600 x 100) 

Big Box 
(300 x 250)

Sponsor Spotlight
(text box) 

Half Big Box
(300 x 100)

1x $1,245 $1,125 $935 $875

3x $1,185 $1,065 $885 $835

6x $1,125 $1,015 $845 $795

12x $1,065 $965 $805 $755

2019 ADVERTISING RATES*

*Applicable taxes will be added to all rates.

TAKE ADVANTAGE OF SOLE SPONSORSHIP FOR $3,285*

Cepratem fuga. Evenit et utHillam re sum velenimus et et, eictume ntotate plignis inctiati 
cus nit as volesci mporum vent velibusam ratenist et alicaborum venis exeribus evendit, 
tem reic Usandicipsum sincim laborume con rese fuga. Evenit et utHillam re sum veleni-
mus et et, eictume ntotate plignis inctiamporum vent velibusam ratenist.

VISIT

600 x 350 
pixels

{100 words of text + link }

Parum qui quiae voluptatem fUptatis dollabore ne veres 
ad min cumquos excearum, volupti intiam qui tem. Nam, 
corrumet eaqui que dem liqui nos mod eri as aspidis et 
ipicae con pro. Uptatis dollabore ne veres ad min cumquos 
excearum, volupti intiam qui tem. Uptatis dollabore ne veres ad min cumquos.

logo



2019 Canadian HR Reporter

For more information, please contact Paul Burton at paul.burton@tr.com | 416-649-9928

Leads
Your sponsorship makes the webinar free to attend. In  
exchange, participants grant consent for you to contact them 
– our CASL-compliant wording means we can share emails as
well. It’s a great way to generate a high number of qualified 
leads quickly for your sales team.

Engaged audience
Everyone who signs up for your webinar is a hot prospect – 
they care enough about the topic to take time from their busy 
schedules to listen and participate.

Thought leadership
Canadian HR Reporter is the most respected human  
resources publication in the country. Delivering your message 
to its loyal audience ties your brand and expertise to an  
information source that has been trusted for more than  
three decades.

How it works
It’s a turnkey solution. We provide the expertise, the platform, 
a dedicated webinar co-ordinator and our marketing  
expertise to get registrations from our audience. You can 
choose to have one of your experts deliver the webinar, or 
work with the editors of Canadian HR Reporter on finding  
a topic and speaker.

Time 
Webinars run for one hour – 45 minutes of presentation 
followed by a 15-minute Q&A session.

Archiving
Webinars are recorded and archived on Thomson Reuters’ 
Canada Professional Development Centre (cpdcentre.ca) for 
a minimum of six months. 

Webinars are an innovative and interactive  
way to engage with HR professionals and  
employers. These online events deliver leads,  
an engaged audience and position your  
organization and its experts as thought leaders.

Webinars

• Invitation email blast to 12,500 subscribers

• Invitation reminder email blast to 12,500 subscribers

• Big box in 2 editions of Canadian HR Newswire

• Featured Spotlight in 2 editions of Canadian HR Newswire

PROMOTION

• Creation of a branded web page on cpdcentre.ca

• Event registration

• 60 minute session including Q&A

• Live moderator

• Power Point presentation integration

• File share options

• Audio integration

• Chat modules

• Branding throughout webinar content

• Pre-webinar connectivity test for remote presenters

• VOIP

• Multiple presenter capability

• Private chat area for host and presenter

• Delivery of leads to sponsor within 24 hours

DELIVERY

$6,995
Value $13,850

»

»

»

»

»

»



Sponsored content is an effective and targeted way to engage 
our readers and deliver your customized message. It helps 
further establish your brand as a thought leader and provides 
you with the real estate to foster a stronger relationship with 
potential customers. Sponsored content can be used in a 
variety of ways to generate new leads, showcase products and 
engage audiences.

LEAD GENERATION AND CONTENT 
MARKETING SERVICES

Custom Events and 
Executive Roundtables 

Get face-to-face with your customers 
and prospects at events. Canadian HR 
Reporter can deliver high-impact and 
successful industry events such as seminars, 
workshops, conferences, focus groups and 
roundtables. Have an existing show that 
needs a boost? Work with us to create a 
show within your show to bring additional 
attendees and sponsors. 

Videos  
 
Videos are a popular feature on hrreporter.com and a great way to reach our audience. Our 
carefully selected videos offer diverse and valuable 
information for HR professionals. Videos delve 
into leading stories in the current HR profession, 
showcasing opinions and insights from professionals 
in topics such as workplace law, cannabis in the 
workplace, compensation and benefits, and HR 
technology.

Custom E-Newsletters
Target readers with 
a specific message 
sponsored by your 
organization. We 
can customize 
your message 
and send it out to 
our subscribers. 
Promote events, 
new products and 
boost your web 

traffic with a custom e-newsletter.

We provide a brief update of what’s 
happening in the HR profession in a 
particular area. 

Live Webinars
Canadian HR Reporter offers client-sponsored 
live webinars. A total turnkey lead generation 
solution hosted on our webinar platform. Our 
webinar co-ordinator works with the client’s 
presenter to organize material and moderates 
the event.

Metrics and Analysis 
Everything we do is measured, analyzed and reported 
on. Whether it’s our print magazine circulation audits, 
website traffic, detailed email metrics or sponsored 
marketing reports for events – if we do it, we measure 
it and share it with our partners.

Sponsored Content CANADIAN HR REPORTEROCTOBER 2018   5 CANADIAN HR REPORTER
CANADIAN HR REPORTERCANADIAN HR REPORTER

CANADIAN HR REPORTER
SPONSORED BY

Claims of harassment, if proven, can be damaging to an organization 
— not only fi nancially, but from a morale, productivity and 
workplace culture perspective. 

The legal defi nition of harassment is “a course of vexatious 
comment or conduct that is known or ought reasonably to be known to be 
unwelcome based on one of the prohibited grounds.” The translation: Doing 
something to someone else that disturbs or distresses them, that you know or 
should have known they didn’t like. 

The obligation to provide a workplace free of harassment exists under 
human rights and occupational health and safety legislation. These obligations 
apply to all employers to prevent and protect employees from discrimination 
and harassment, including sexual harassment. 

A workplace can be: within the four walls of the establishment; an off-site 
meeting; gatherings for business; or any other event or place related to 
employment where the employee is present during the course of their work 
— even if outside of normal working hours. It can also be, at times, on social 
media if the relationship of the parties arises from work.

This is a very broad defi nition. And where there are allegations of 
harassment, an employer is under an obligation to investigate these allegations 
to determine if they are founded. A failure to do so could lead to liability or 
possibly (particularly in Ontario) a Ministry of Labour investigator conducting 
an independent investigation. 

To promote the concept of a workplace being harassment-free, employers 
should consider the following:

Policy review: Review and update policies on workplace violence and 
harassment. Make sure that the defi nition of workplace sexual harassment is 
specifi cally addressed.

Workplace diversity policy: Consider creating a diversity and inclusion 
policy which recognizes the necessary and growing legal requirements related 
to accommodation, harassment and sexual harassment, but also meets the 
growing social expectation among employees (and particularly millennials) 
that employers eliminate barriers that may impede full inclusivity in the 
workplace.

Complaint procedure: The workplace harassment policy should set out 
a clear and defi ned process for making a complaint. Employees must have the 
ability to report an allegation of workplace harassment to someone other 
than their supervisor or manager in the event the supervisor or manager 
might be involved in the complaint.

Investigation: Set out a process and procedure for the investigation of 
complaints. The legal requirement is that the investigation be done in a manner 
“appropriate in the circumstances.” Whether or not that involves an internal 
investigation or independent third party depends on the circumstances, and 
should be discussed with HR or legal counsel. 

However, the following guidelines should be considered with respect to the 
investigation:
• Take all complaints seriously. Don’t judge (either with respect to the 

complaint itself or the alleged harasser). Be sensitive and, where necessary, 
consider whether or not there needs to be a separation from the workplace 
of the alleged harasser for the period of the investigation. Remember that an 
unpaid suspension can be deemed a termination, so paid absences are 
usually preferable.

• Appropriate training for the investigator(s) — simply asking questions and 
taking answers is not necessarily appropriate. Investigators should be trained 
and expected to provide a clear and concise report of their fi ndings.

• Be confi dential, where possible, but ensure that individuals who are 
interviewed understand that while confi dentiality will be maintained to the 
extent possible, information may be shared for the purpose of conducting a 
fair investigation. Finding the balance between privacy and the obligation to 
investigate can be delicate, but a blanket “confi dentiality” undertaking simply 
cannot be maintained.

• Consider the results of the investigation and act appropriately. Is discipline or 
termination necessary? Workplace training? Mediation amongst the parties? 
Consider options and consult HR or legal counsel on next steps.

• Have a process for communicating the results to both the complainant and 
the alleged harasser. A poorly communicated investigation can do more 
harm than good. Be clear, concise and directive in the response, and be 
available to deal with and answer any inquiries.

Addressing the issue of sexual harassment
and creating a more productive workplace
It’s not just about optics, it’s about 
maintaining a safe place where employees 
feel free from the threat of harassment
By Lorenzo Lisi

• Manage the fallout. Investigations 
are time-consuming and disruptive. 
They take their toll and often pit 
one employee against another. 
Have a plan for not only 
communication, but dealing with 
questions and upset employees. 
Healing may take time. Be open 
not about the details, but about the 
organization’s willingness to move 
forward towards a harassment-
free workplace.

• Train your employees, managers 

and supervisors. Use someone 
experienced in harassment in the 
workplace. Create a training plan 
and update it annually. 
Dealing with the issue of 

harassment isn’t just about optics, it’s 
about maintaining a safe workplace 
where employees are (and feel) free 
from any threat of harassment, 
including sexual harassment. The 
benefi t is a more productive and 
effi cient workplace. 

The happy side effect can be a 

better bottom line, strong employee 
retention and an excellent reputation. 

To learn more about harassment 
in the workplace, be sure to attend 
the Aird & Berlis Workplace Law 
Summit, taking place on Nov. 1 from 
8:30 a.m. – 1:30 p.m. at the One King 
West Hotel in Toronto. To register, 
email rsvp@airdberlis.com.
Lorenzo Lisi is a practice group leader 
and partner in the workplace law 
group at Aird & Berlis in Toronto. He 
can be reached at llisi@airdberlis.com.

Complaint procedure: 
a clear and defi ned process for making a complaint. Employees must have the 
ability to report an allegation of workplace harassment to someone other 
than their supervisor or manager in the event the supervisor or manager 
might be involved in the complaint.

Investigation: 
complaints. The legal requirement is that the investigation be done in a manner 
“appropriate in the circumstances.” Whether or not that involves an internal 
investigation or independent third party depends on the circumstances, and 
should be discussed with HR or legal counsel. 

However, the following guidelines should be considered with respect to the 
investigation:
• Take all complaints seriously. Don’t judge (either with respect to the 

complaint itself or the alleged harasser). Be sensitive and, where necessary, 
consider whether or not there needs to be a separation from the workplace 
of the alleged harasser for the period of the investigation. Remember that an 
unpaid suspension can be deemed a termination, so paid absences are 
usually preferable.

• Appropriate training for the investigator(s) — simply asking questions and 
taking answers is not necessarily appropriate. Investigators should be trained 
and expected to provide a clear and concise report of their fi ndings.

• Be confi dential, where possible, but ensure that individuals who are 
interviewed understand that while confi dentiality will be maintained to the 
extent possible, information may be shared for the purpose of conducting a 
fair investigation. Finding the balance between privacy and the obligation to 
investigate can be delicate, but a blanket “confi dentiality” undertaking simply 
cannot be maintained.

• Consider the results of the investigation and act appropriately. Is discipline or 
termination necessary? Workplace training? Mediation amongst the parties? 
Consider options and consult HR or legal counsel on next steps.

• Have a process for communicating the results to both the complainant and 
the alleged harasser. A poorly communicated investigation can do more 
harm than good. Be clear, concise and directive in the response, and be 
available to deal with and answer any inquiries.

Contact Paul Burton at  
416.649.9928 | paul.burton@thomsonreuters.com
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