
BY BONNIE KIRK
LAWSON LUNDELL LLP

I n the last issue of Topics, I wrote
about the detrimental effect work-
place bullies can have on a firm’s

operation. (How to deal with bullies in
your midst.)

This issue, I would like to address
a close relative to workplace bully-
ing: workplace mobbing.

By definition, mobbing occurs
when a group of people inflicts psy-

chological aggression
towards one person
with the intent of

forcing that per-
son out of the
workplace. It is
considered a ‘sta-
tus-blind’ harass-
ment because of its
non-sexual, non-
racial form. The

characteristics of mobbing are similar
to that of bullying in that it involves
isolation and humiliation in addition
to slanderous rumours, innuendo and
meanness. 

Mobbing can occur at three levels
within an organization: the Co-work-
er level, the Subordinate level and at
the Management level.

CO-WORKER LEVEL OF MOBBING
Mobbing at the co-worker level

occurs when an individual feels
threatened by another individual of
equal status and initiates a crusade to
have that individual removed from
the firm. The initiator is usually a
person who is well-liked, good at
their job and one whose opinions are
valued by others.  The target, just as
in cases of being bullied, is usually
someone who is strong in nature and

possesses self-integrity. Being an in-
fluential person, the initiator draws
in co-workers to assist in harassing
and/or ostracizing the target. 

What is worthy to note is that there
have been many studies in psycholo-
gy proving that people draw strength
in groups and would do something in
a group that they would never con-
sider doing when alone. Take, for ex-
ample, the 1994 riot in Vancouver af-
ter the Vancouver Canucks failed to
win the Cup. People were horrified to
see fellow Canadians behaving like
animals.

SUBORDINATE LEVEL OF MOBBING
This form of mobbing occurs

when a group of subordinates group
together and use the power of their
numbers to undermine their superi-
or’s authority. The superior ends up

having to justify his or herself to oth-
er employees at both the subordinate
and upper management levels. This
can have a negative impact on pro-
duction as there is an impasse with
respect to change.

MANAGEMENT LEVEL OF MOBBING
Mobbing at the management level

takes the form of exclusion and mak-
ing slanderous comments to other
colleagues about a subordinate.
There is usually a hidden agenda at a
higher level unbeknownst to the
individual.

All levels of mobbing have a se-
vere psychological impact on the tar-
get. In all three levels, it begins with
subtle comments and escalates as it
spreads through the firm like a bad
virus. At first, the targeted person
cannot believe
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I f you responded to the BCLMA’s
first annual on-line survey, you
will recall that you were asked to

comment on our Topics magazine.
As editor, I’m pleased to report

that most of the feedback was ex-
tremely positive: 95% of mem-
bers either always, or almost
always, read Topics. Personal-
ly, I find it very rewarding to
know that the efforts that the
Editorial Board and I put forth
are truly appreciated!

There were a few sugges-

tions for improvements, and I’d like
to respond to those specifically. 

Some members wondered if an in-
dex could be included either prior to
publication in a separate e-mail or on
the first page of the publication; an

index would enable members
to refer only to those pages
in which they are interested. 

Indeed, the editorial board
has entertained this idea
before but has always end-
ed up voting it down for
fear that members will miss
other valuable content. 

However, since the
newsletter is in PDF for-

Results of Membership Survey positive for publication

Members take a look inside Topics
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that anyone could be intentionally
cruel and may remain in denial that
something is wrong. Once the target
realizes that they are being unfairly
‘ganged up’ on, it is very difficult to
reverse the situation. 

Of the three levels, the manage-
ment level has the most severe conse-
quences since the person/people in-
volved have the power to end the
target’s career. There are documented
cases where individuals have lost not
only their financial stability but also
their home and family due to manic
depression. In a study done by Profes-
sor Heinz Lehman surrounding sui-
cides in Sweden, he found that 12%
had been recently mobbed at work.

There will always be a certain degree
of mobbing within an organization. It is
the consequence of placing multiple
personalities under one roof. The first
step to curtailing its occurrence is to ac-
knowledge the threat of mobbing and
be attentive to situations around you. It
has been found that although mobbing
is not gender-specific, it occurs more
frequently in organizations that are

predominantly female. Think back to
those adolescent years. The girls at
school could be brutal when they want-
ed to be. Unfortunately, those girls be-

came adults, and some have
never lost that as-

pect of their
personality. If
you are the person in
your organization who
has management or supervisory re-
sponsibility over others, consider what
is being told to you. The grievance
should be solely on performance issues
without any personal content. If you
are in a position where subordinates
have bypassed their supervisor/man-
ager and approached you with griev-
ances, ask if they have tried to resolve
the situation with the accused. Again,
take note if the grievance has any per-
sonal connotations. Be objective when
discussing the issue with the supervi-

sor/manager. Lastly, if you are the tar-
get of management mobbing, leave
while you still have your self-esteem.
Studies have found that targets at this
level have never been successful in re-
versing the situation.

Mobbing is not something that is
normally discussed even though it
can severely affect the well-being of

an organization. It prospers in organ-
izations that have inattentive or inef-

fective management. Many Euro-
pean and Scandinavian countries
have incorporated psychological ha-
rassment/abuse remedies into their

labour standards. They have realized
that the harassment has caused irre-
versible trauma to some targets. The
policies have allowed individuals
some recourse when they have be-
come a target. In the UK, several tar-
gets have sued their employers and
won, the most recent being a judg-
ment of £800,000 (C$1.7 million)
against a German bank. Obviously,
this form of harassment is serious and
it is only a matter of time before simi-
lar actions occur in North America. 

So the question now becomes, do
you ignore the
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T he Federal Guide to Corporate Re-
cords:  Volume I The Basics was
published in September. 

A valuable resource for lawyers
and legal assistants, its genesis began
a quarter century ago  and since then,
it has mushroomed into a wide range
of useful publications today.

When Heather McKenzie wrote
the Guide to Civil Litigation for Evin
Ross Publications 25 years ago, (yes –
it has been that long!), e-mails and the
Internet did not exist for law firms. 

Most firms of the day that had elec-
tronic precedents were using mag
cards and Wang word processors. At
that time, there were few procedural
guides available for paralegals and
there were no commercial databases
or document-assembly software pro-
grams for sale.  

When Gabrielle Komorowska
wrote the Guide to Wills and Estates in
1994, most firms had automated and

were using Word Perfect, but the use of
e-mails had not yet gained wide ac-
ceptance. All of the editing for the
Guide to Wills and Estates was done by
fax and courier.  There were some
document-assembly programs
around but they were, by and large,
unsophisticated.

It wasn’t until 2002 when Ko-
morowska approached Diana Haynes
of Vancouver that a truly collabora-
tive project was made possible by e-

mail and advances in
electronic publish-
ing.

Together, they
wrote the Guide to
Corporate Records,
British Columbia
Edition. Publishing
that document co-
incided with the
enactment of the
new Business Cor-

porations Act in 2004.
Haynes had been working with

Paul Leitch of Leitch Systems De-
signs, the creator of Automated Legal
Forms’ corporate-management soft-
ware, widely known as ALF. As a re-
sult, Haynes decided that the prece-
dents contained in the Guide to
Corporate Records be published as ful-
ly formatted Word documents and
coded for assembly in ALF. That way,
firms that did not want to spend the
money to have their precedents cod-
ed to use in ALF could purchase the
Guide to Corporate Records, and obtain
a full set of off-the-shelf precedents to
use with the software.  

When  the  Guide to Corporate Re-
cords was launched by Evin Ross Pub-
lications, Haynes was working as a le-
gal assistant at Miller Thomson LLP.
That firm’s National Director for Cor-
porate Service, Elizabeth Gillis, had
recently published her own procedur-
al guide in Toronto, the Advanced Cor-
porate Legal Procedures for Federal and
Ontario corporations.

The two paralegals discussed the
need for a com-
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prehensive federal corporate records
guide that included electronic prece-
dents. They co-wrote the Federal
Guide to Corporate Records, which
they published this fall. 

Evin Ross, which publishes prac-
tice manuals for British Columbia le-
gal support staff, supported the idea
of the new guide though it decided
not to venture outside of British Co-
lumbia. DB Legal Publishing Inc.,
run by Haynes, is the publisher of
the new guide.

The Federal Guide to Corporate Re-
cords:  Volume I The Basics also fea-
tures that same, major
and useful compo-
nent as the original
guide. Leitch
again agreed to
code the electronic
precedents for use
with ALF soft-
ware, and so the
Federal Guide con-
tains electronic
versions of the

precedents in both Word
and ALF format.  

The Federal Guide
takes advantage of the
fact that most law firms
do not have the resources
to maintain both provincial
and federal corporate-
records precedents, yet
any serious practitioner
of corporate law must be
able to offer federal in-
corporation and mainte-
nance as an option to
clients.  

Many law firms use provincial
precedents for federal corporations,
simply by changing ‘Company’ to
‘Corporation’.  With British Colum-
bia’s new Business Corporations Act,
however, there have been many
changes in corporate-records prac-
tice and procedures, and many of the
provincial precedents are no longer
appropriate to use for federal
corporations. 

In addition, ALF and other docu-
ment-assembly applications are pro-
grammed to only use British Colum-

bia precedents for British
Columbia companies, so
they do not assemble all
of the documents re-
quired to maintain federal

corporations.   
The Federal Guide is also

useful since it is difficult
to find staff experienced
in federal procedures.
Few of the colleges teach
federal corporate-re-
cords procedure, so it is
primarily by on-the-job

experience that paralegals learn how
to incorporate and maintain federal
corporations. The  Federal Guide does
contain detailed explanations, check-
lists and precedents, so legal-support
staff will be able to learn how to
maintain federal corporations, re-
ducing the necessity of providing
costly training by senior staff mem-
bers.

Like the other manuals, the Federal
Guide will be updated several times a
year by subscription to keep law
firms current with changes in federal
procedures and

➟ Selecting Counsel: Continued from page 3

Continued on page 5 ➟

eGuide: The Federal
Guide to Corporate re-

cords comes with a
disk of Word and ALF-
formatted precedents
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mat, you can use Acrobat’s ‘Find’
function to look for keywords that in-
terest you. We also have a past-issues
index in downloadable PDF format
available on the website. 

We also encourage you to take an

extra minute to scroll through the en-
tire issue, and scan the headlines for
articles that especially interest you.
Our vendors will also appreciate you
reading their advertisements as you
scroll along. 

A reader asked that articles not be
split between pages, or continued fur-

ther back into the publication. Actual-
ly, articles must be continued on later
pages so that vendors enjoy the bene-
fit of their advertising landing on the
earlier and more popular pages, just
like any magazine. 

However, “hot spots” are created
in the PDF file. If
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WRITING?
CONTRIBUTING?
WE’D LIKE YOUR HELP

TOPICS would be pleased to
welcome you to the Editorial

Committee. Writers/contributors
are desperately needed! 

You need not be a profession-
al writer, and you will be sup-
ported by an enthusiastic team
that works well together and has
fun doing so! (The food is good,
too.)

Please contact Stephanie Cor-
nell if you are interested in con-
tributing to the BCLMA’s inter-
esting and informative
magazine.

precedents.
The federal precedents contained

in the Federal Guide—there are more
than 100 of them—have been devel-
oped from the authors’ combined ex-
perience.  Volume I contains all the
precedents needed to establish and
maintain federal corporations. Vol-
ume II, which will be published in
2007, will cover advanced proce-
dures required for corporate
changes. The Federal Guide is also be-
ing translated into French for Que-
bec, and the paralegals who are
working on the translation are also
writing a Quebec Guide to Corporate
Records.

DB Legal Publishing is the new kid
on the publications block, but several

new guides written by paralegals for
paralegals are planned or are in de-
velopment, including editions for
conveyancing, the Personal Property
Registry, non-profits and banking.  An
Alberta Guide to Corporate Records is
near completion. Similar guides for
Saskatchewan, Manitoba and Ontario
are also being written. 

The precedents used in these
guides will all be coded for docu-
ment-assembly using ALF, and
Leitch Systems Design is developing
a generic database document-assem-
bly program to manage other areas of
law, besides corporate records.

For more information, refer to
these useful websites:

<http://www.dblegal.ca>
<http://www.evinross.ca>
<http://www.alfcentral.com>

*Certain terms, conditions and geographic conditions apply. 

See Purolator’s Terms and Conditions at www.purolator.com
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you click on the “Continued on
page…” or “Continued from page…”
that you find in the normal places in
an article, Acrobat will snap you for-
ward to that page, or back to it.

Another comment focused on ad-
vertising, specifically that there is
too much. In fact, the Board is al-
ways looking for more ads, since ad-
vertising dollars subsidize our pro-
duction costs. 

Normally, trade magazines prefer
to keep a ratio of 60% advertising,
40% editorial. Our ratio, to keep the
publication from looking like it has
too much advertising is the reverse:
60% editorial, 40% advertising. Occa-
sionally it tightens to about 50-50, de-
pending on article length and the
number of ads we have.

Keeping with the subject of ad-
vertising, I regret to inform the As-
sociation that Gordon van Horn, our
Manager, Vendor Relations and Ad-
vertising, has stepped down due to
other commitments. 

I reluctantly accepted his resignation
(sniff!) and I am currently recruiting for
his replacement. If you, or someone
you know, is interested, please contact
me directly. You will find my contact
information on the last page.

When I joined the Topics Editorial
Board in 2001, there were seven mem-
bers. We’re been getting by on almost
half and yet our publication contin-
ues to thrive. 

I imagine the greater heights of suc-
cess we could reach with more re-
sources! I encourage you to contact me
if you are at all interested in contribut-
ing to Topics in any capacity. Your par-
ticipation will be gladly appreciated.

Thank you to everyone who re-
sponded to the online survey. We
hope you enjoy this, our final issue
for 2006!
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DOUG AUSMAN
RATCLIFF & COMPANY

T he BCLMA, an enthusiastic spon-
sor of LMA Vancouver events,
was pleased to have several of

its marketing sub-section members
attend the half-day September 28 ses-
sion on associate recruitment and re-
tention at the Four Seasons Hotel.

One of the speakers, co-founder
and consultant Blane Prescott of
Hildebrandt International, reports
he has worked with more than 1,000
law firms, helping them with strate-
gy, management issues, merger ne-
gotiations and assessments, compen-
sation and practice management. 

Consultants with Hildebrandt
have interviewed and also conduct-
ed exit interviews  with more than
13,000 lawyers in firms throughout
the United States, Canada, Asia and
Europe. In so doing, they have

g a i n e d  b r o a d
knowledge and
understanding of
associates today.

Another speak-
er, Adam Pedark-
sy, began his ca-
reer as a lawyer at
the Calgary office
of Fraser Milner
Casgrain after

completing his articles there. He left
FMC to join an international recruit-
ing firm. Five years later, Pedarsky
returned to FMC as in-house re-
cruiter and consultant.

Prescott and Pedarsky shared
their insights on associate recruit-
ment and retention from different
and interesting perspectives.

Prescott began by telling the audi-
ence about what he has learned are
the top concerns of managing part-
ners around the globe:

✔ Getting quality lawyers to work
for them;

✔ Keeping them; and
✔ Making them happy.

Studies show that many young
lawyers are not particularly happy
with their profession nor the law firm
for which they work. A costly 20% an-
nual turnover of associates is usual in
many large law firms despite the fact
they earn record salaries and bonuses.

In fact, seven out of 10 managing
partners are feeling quite desperate
about finding and keeping quality
lawyers. Globally, it is a major prob-
lem, but increasingly so in Vancouver. 

Since Vancouver practitioners are
high quality and are paid less, our
city has become a pecking ground for
other North American and interna-
tional firms.

Associate retention is becoming a
greater worry than attracting new cli-
ents, especially if your firm has a great
reputation for providing top talent.
Clients expect the best legal talent from
their law firm. To protect your firm
and its reputation, you must find and
keep top talent.

BCLMA-sponsored LMA session
focuses on recruitment, retention

Continued on page 8 ➟ 
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To be profitable, law firms require
associates who love to work there,
where they enjoy their environment
and have some fun. The firm must earn
the loyalty of their associates since it is
not automatically tendered upon hir-
ing. If they aren’t passionate about
their practice, associates can become
resentful, their performance might suf-
fer, and they may eventually leave.  

Often, law firms unwittingly let
their under-performing associates
wither. Partners don’t begrudgingly
escort associates out the door with
grace and dignity, nor do they help
associates get established elsewhere.
They just let ‘em go. 

When associates become in-house
counsel with one of the firm’s clients
as a result, they may speak negatively
of the firm. 

It is widely known that a law
firm’s reputation is strongly affected
by what former associates say about
the firm. If the departing associate is a
good performer, they’ll be impressed
when their partner keeps them busy
until their departure date, and then
says, “If it doesn’t work out, you can
return at any time . . . just call me.” 

So, why aren’t associates happier
and more inclined to stay at their law
firm?  A lawyer’s loyalty and happi-
ness is not primarily determined by
their income, their desire to have a
balanced work and personal life, or a
desire to become a partner. In fact,
70% of Ivy League graduates do not
want to become partners.

There are several major factors that
generally contribute to unhappiness
and a lack of firm loyalty among
associates: 
✖ The law firm didn’t turn out to be

what the recruiter described; 
✖ Associates are not assigned chal-

lenging and meaningful work they
love to do;

✖ Partners do not mentor or train the
associates;

✖ Associates have little contact with
partners on files;

✖ Associates do not receive much
feedback from their partner on
how they are doing, particularly
positive feedback;

✖ Associates are treated more like
employees (e.g.
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tracking vacation and sick time)
than as valued lawyers;

✖ Associates are not told where the
firm is heading, and assume the
partners don’t even know;

✖ The firm environment is not
supportive;

✖ Associates have little direct client
contact; and

✖ Associates don’t know whether
they’re earning, or losing, money
for the firm. 
Ironically, law firms are in constant

denial that an associate’s departure
has anything to do with the firm.

Associates are happiest where
partners are open, honest, and tough
but fair in performance feedback.
Typically, partners don’t express
their concerns about an associate’s
performance since they worry about
getting a critical response from the as-
sociate. So what to do?
✔ Mentor;
✔ Include associates in key discus-

sions and decisions;
✔ Delegate;
✔ Solicit and provide feedback that is

fair and honest;
✔ Bring junior associates to client

meetings, even if unbillable;
✔ Make sure that employees treat as-

sociates respectfully, as if they
were partners.
Some major firms have established

programs to give partners the neces-
sary skills to manage associates in
these ways. Associates will return
their effort, take responsibility, and
work hard to not disappoint partners
and fellow teammates. 

Pedarsky shared many more ideas
to keep associates happy and engaged. 

Recognition programs can be effec-
tive. Fraser Milner Casgrain’s Fusion
award provides for an associate to be
nominated by a peer for doing some-
thing extraordinary. The prize: a week-
end get-away for two. After hearing all
of the associate’s highs and lows about
the firm, the associate’s spouse will be
thrilled with the offer of a free trip. 

Unexpected recognition is most ef-
fective whereas a generous bonus
paid to an associate in an amount less
than was expected can actually make
the associate unhappy. 

Quarterly or annual firm sessions

to celebrate successes and to provide
an overall “State of the Firm” summa-
ry will let everyone know where the

firm is headed and what is expected
of associates. 

Present the firm’s financial state-
ments at quarterly meetings; associ-
ates are potential investors, after all.
Show them the performance assess-
ment that partners will be completing
about them seven years down the
road. It’s never too early to get associ-
ates, and even students, thinking
about key attributes of partnership,
such as self-generated work. 

Encourage, and even require Con-

tinuing Legal Education develop-
ment of associates, and consider hav-
ing speakers come to your office for
sessions with all lawyers, including
management and financial perform-
ance subjects. 

Set revenue targets for associates.
Give them the tools and support
they need to achieve them and don’t
sugarcoat it. Make it clear that
reaching their goal is important. Let-
ting associates know that the firm
loses money on them for the first
several years but sees that as an in-
vestment for the longer term will re-
turn their commitment. 

If it takes five years before an asso-
ciate starts to turn a profit for the
firm, and may be absent for one or
two maternity leaves, that still means
23 profit-contributing years if the as-
sociate stays for 30 years. 

Junior associates and students typi-
cally do not have long-term career
plans, rarely beyond just a year or
two. That presents the firm with a
great opportunity to mold a long-term
career at the firm for these associate
by treating them the right way.
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Associates are
happiest where

partners are open,
honest, and tough but

fair in performance
feedback
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PETER MORGAN

T his story may change tomorrow.
It might even have changed to-
day. It changed twice while it

was being written.
Right now, most Canadians can

travel to the United States with a dri-
ver’s license to prove your identity.
All that is about to change, but the
constant shifting of dates of when it
will change or what will suffice does-
n’t matter as long as you remember
one thing. If you’re thinking of going
to the United States at any time in the
next year or two, spend the $87 and
get a Canadian passport. Applica-
tions take 10 working days if pro-
cessed in person or 20 if processed by
mail, not including mailing time.
Don’t give it another thought for its
five-year life span.

That’s because the time when

you’ll need one will probably show
up sooner than you think, the rush to
get passports is already piling up,
and waiting for a cheaper alternative
is like playing Russian Roulette with
your foot.

For the last few years, there has
been a major tug-of-war in the US.
Politicians, particularly those in the
middle and southern states, who
want to be seen as hord on border se-
curity, are clashing with US citizens
of states that share a border with
Canada. Those states also want to be
seen as hard on border security but
do not want to harm tourism and
commerce flows over the Canada/US
border.

Specifically, the  American’s West-
ern Hemisphere Travel Initiative re-
quires all citizens of the United States,
Canada, Bermuda and Mexico to
have a passport “or other designated

secure document” to enter or re-enter
the United States at airports, seaports
and land by specific dates. 

That tug-of-war, and the fact that
Canada has waded deep into the
fray, with even prime ministers urg-
ing US President George Bush to de-
lay the measures, coupled with the
idea of figuring out a system that
would be as safe or safer than a
passport, but cost less and be less
hassle to get, has meant that the US
keeps pushing the implementation
dates back like a drunken bulldozer
operator. 

And just the concept of requiring a
passport or equivalent has already
cut into corporate tourism, such as
conferences coming to Canada as a
destination. Surveys show that only
about a third of American adults
have a US passport (about 40% of Ca-
nadians have them). After all, organ-
izers argue, if it’s going to cost two-
thirds of their conference attendees
extra in dollars, time and bother to
get a US passport to get back into the
states, that will cut down on the
number of people going to the con-
ference in the first place, so maybe
the whole conference should be held
inside the United States instead of,
say, Vancouver. And conferences or
symposiums are booked several
years in advance—particularly the
big ones—so that kind of decision
making by their organizers has al-
ready begun.

The US currently plans to require
passports at airports and ferry termi-
nals on January 8, and the similar re-
quirement for all of its land border
crossings has now been postponed
until no later than the middle of 2009,
from the original target of Jan. 1,
2008. 

The key to those latest instructions
is the phrase “no later than”; it means
that although officials have granted up
to 17 months delay in implementing
the requirement for the new land-
cross-border documentation, there still
remains considerable political pres-
sure to get the work done on the new
security document in Canada before
that time is up, preferably well before.

You can get information about ap-
plying for a Canadian passport here:

<http://www.ppt.gc.ca/can/in
dex.aspx?lang=e.>
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“I’d like to welcome the Canadians here to Washington to discuss
how well the new passport card is doing.”

Planning on going to the US in the
next three years? Pay close attention
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BY STEPHANIE CORNELL
FASKEN MARTINEAU 

DUMOULIN LLP

Law firms today are experiencing
a significant sea change. Partner-
ship boards are beginning to run

their firms the way their clients run
their companies. The corporatization
of law firms is not just a Vancouver
phenomenon. It is a business model
that is reaching regional, national
and even international heights.

One Vancouver law firm, how-
ever, will be feeling the tremors of its
own particular transformation. Em-
ployees at McCarthy Tétrault (MT)
are preparing themselves for the de-
parture of their administrative
monarchy. Russ Balcome and Janet
Kine are retiring.

Russ, Director of Administration,
and Janet, Director, Human Resources,
have worked together at MT for al-
most a decade. Theirs has been an un-
mistakable partnership. Together, they
have seen many changes. The corpora-
tization of law firms is but one.

“Twenty-five years ago, there was
no structure in law firms,” explains
Russ. “I was a bank manager for
many years. In the financial sector,
there was plenty of structure. There
were instructional manuals and poli-
cies and procedures and guidelines
for everything. That structure steered
the organization. Law firms, on the
other hand, were, and for the most
part, continue to be, entrepreneurial
environments. Totally different.”

Janet agrees. Her prior experience
had been in the head office of a
crown corporation, where there is
typically plenty of bureaucracy and
just one boss. 

“Not so in a law firm, “ says Janet.
“There are not too many places of
employment where you find yourself
reporting to 50 bosses with equal
power, authority and interest.” 

Janet notes another interesting fea-
ture of working in this type of environ-

ment: “Reporting to so many people
certainly determines the level of serv-
ice you provide: consistently high.”

They both have many good mem-
ories and lessons learned from their
tenure together. “Say less; think
more!” is a tune they share. 

If you think their most memorable
moments are those of wild Christmas

parties or a partner’s roast, think
again. Both agreed that their most
memorable experiences are those of
mentoring others and helping em-
ployees to succeed. 

“It’s easy to terminate employees,”
says Russ. “It’s a lot harder to make
people succeed, and a lot more
rewarding.”

Both have worked hard over the
years to make MT an environment of
and for everyone. They have always
endeavoured to empower people and
respect the staff particularly.

When asked about their own men-
tors, Janet quickly credited Russ as
her own mentor while Russ lauded
Ron McGregor, the former Director of
Administration at Russell & Du-
Moulin. 

Both spoke fondly of the BCLMA
and praised its collegial culture.
“Throughout the years, someone was
always there to answer the call and
provide honest feedback, support,
and ideas,” says Janet.

But perhaps where Russ and Janet

have come from is not as important
now as where they are going. Each is
looking forward to their retirement
with considerable enthusiasm.

There is no shortage of plans on
Janet’s register. “Travel is at the top
of the list!” Since her daughter lives
in London, England, she and her hus-
band are looking forward to spend-
ing more time there. Additionally,
she is planning on doing more hik-
ing, scuba diving and sailing. In her
downtime, she’ll be chronicling her
family’s story through the popular
pastime of scrapbooking.

Russ and his wife have already
had a head start on their travel itiner-
ary. Three years ago, they had an ear-
ly taste of retirement during the
firm’s sabbatical program. They
spent three months in Australia, New
Zealand and Arizona. This may have
been the beginning of Russ’ winding
down of his 20-year tenure at MT and
more than 31 years in law firm ad-
ministration in Alberta and BC.

Interestingly, both Russ and Janet
are extremely keen on health and nu-
trition. Both have been placing signifi-
cant focus on their own health and the
health of their partners. “Younger
Next Year!” is Russ’ new mantra, tak-
en from the book of the same name.

A recent survey showed that 30%
of the population resist change, but
the staff comments about Russ and
Janet’s departure seem to indicate it’s
approaching 100% at McCarthy Té-
trault, though I am certain that every-
one at MT as well as the entire BCLMA
membership wish Russ and Janet
continued success in all of their
planned ventures. All the best!
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situation and wait for the rude awak-
ening when you are sued? Alternative-
ly, do you take a proactive approach
and ensure any episodes of mobbing
or bullying are taken seriously by in-
corporating it into your policy on ac-
ceptable behavior in the workplace? 

I have often heard colleagues refer
to their firm as a ‘big happy family’
and it’s nice that they have achieved
that atmosphere. But as most of us
know, you should always be aware of
changes in the family to ensure it does-
n’t become a dysfunctional one.  

➟ Workplace mobbing: Continued from page 2

BCLMS Member Profile

Russ Balcome and Janet Kine:
It’s the end of an era at McCarthy

Russ Balcome Janet Kine

Both say mentoring
most memorable event

http://www.bclma.org
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SHARON ADAMS

E very workplace has them: the
chatterboxes, the complainers,
the borrowers, the interrupters,

the favour-askers.
Their behaviour eats up a lot of

their time—and when they amble
over to your desk or office, they can
waste your time, too.

But it doesn’t need to happen.
Nearly two-thirds of respondents

to a recent online poll at US job-
search site www.truejobs.com said
their work was negatively affected
by co-workers’ annoying behav-

iour.  And 40% of the 2,200
respondents said they have

changed jobs because of
it. Yet more than half said they
hadn’t even considered con-
fronting their colleagues.

Changing jobs to get away
from co-workers is an ex-
treme example of the ‘flight-
or-fight’ reaction we have to
stress, says Lisa Peters, an in-
structor at 3e Training Inc. in
Victoria. The company delivers
courses on developing such
workplace skills as managing
time, measuring performance, set-
ting goals, managing contracts and fi-
nances.

To someone without prob-
lem-solving skills, changing jobs
might seem like a good choice.
Problem is, they’ll likely encounter
similar behaviour at their next job,
too.

“You can’t change other people,”
Peters notes.

But you can change the way you
think about these interruptions—and
change the way you handle them.

“Some interruptions by co-workers
are our work—but we don’t view
them that way,” says Peters, who
leads workshops that train people
how to get along in the workplace.
“We often see serving external custo-
mers as so important, but discount
our internal customers,” she says.
Also, we develop our daily agendas
without accounting for office interac-

tions. “You know what you have
planned for the day, but forget to
plan to react to the environment.”

Result? We reach the end of the
day without getting to the end of the
to-do list, and we’re resentful of the
minutes frittered away by interrup-
tions from co-workers.

The first step in changing
your attitude about time-wasters is to
be realistic about your time demands.
Few of us have jobs where 100% of
our workday is spent accomplishing
our personal goals. “If you’re an ad-
ministrator, 70% of your day might be
set aside for reacting [to staff], and
30% to your planned agenda,” says
Peters. For office workers, the ratio
could be reversed. And for line work
or customer service, there may be
only small slices of time available for
interacting with co-workers.

When we set aside time for
colleague interaction, just like
time for answering e-mails or voice-
mail messages, our to-do list may be

shorter, but also more achievable—
without resentment. Also, sometimes
wasting time isn’t necessarily a waste
of time.

“A lot of work happens informal-
ly,” says Peters. “Some frivolous con-
versation may not seem related to
your primary goal, but is valuable for
building personal relationships and
team-building.” And remember, you
are part of a team, even if you don’t
feel that way.

Off-the-wall comments during a
chat can also offer solutions to real
problems—suggestions that would
never be made in a more formal
meeting.

Many of us spend more hours in
the company of co-workers than
with members of our family. It’s
natural to want to share life’s
joys, such as wedding and baby

pictures or vacation snaps, with
co-workers. And when things go

wrong at work, it’s handy to
have someone safe to vent to,
or to offer a supportive shoul-
der to cry on.

In moderation, these be-
haviours build relationships,
and good relationships make
teamwork possible. Without
moderation, though, it can af-

fect productivity—your own,
your team’s, the division’s,

even the whole company’s.
Once you’ve budgeted a realis-

tic amount of time for co-worker in-
teractions, the next step is sticking to
the budget. This requires two skills:
Getting co-workers to respect your
time limits, and saying “No” more
often.

Peters says most work falls into
one of two categories: Tasks that can
be done in short bursts of time, when
interruptions aren’t as bothersome;
and work requiring more time or con-
centration, when interruptions dis-
rupt productivity.

In an open office, you can physical-
ly move when you don’t want to be
interrupted—book a meeting room or
borrow an office when
you’re facing the dead-

line for a report. Close
the door. If necessary,
post a sign saying No inter-

ruptions, please.
But even
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when you’re available to colleagues,
you’ll want to control the amount of
time you spend oohing over baby pic-
tures or listening to a complaint.

When the chatterbox appears, state
clearly how much time you have
right now to talk, suggests Peters.
“I’m kind of busy, but have two min-
utes to talk.”

If you’re being truthful, show re-
spect for the other person by giving
them your undivided attention (don’t
delete things from your e-mail list or
shuffle papers when they’re talking).
Make eye contact, react to what they’re
saying. At the end of that two minutes,
give the listener a physical clue the
conversation is drawing to a close. In
an office, says Peters, get up and start
walking toward the door—the co-
worker will automatically follow.

Or give a verbal clue: ‘I have to
prepare for that long-distance call’ or
‘I’ve got to get back to that report.’ If
you don’t have time to talk, say so—
and suggest a time that’s more con-
venient, says Peters.

“ ‘I’d love to talk about it, but I’m
pressed for time right now. Can we
talk over lunch? Can I call you at
3:30?’ You need a repertoire,” says
Peters.

To make it clear it’s not a brush-off,
validate the co-worker’s feelings. Say-
ing “I have another important thing
to do right now—can we talk later?”
lets them know you consider them
important, too, says Peters, and gives
you the opportunity to set up a con-
versation when you’re more in con-
trol of the time and place.

Part of that repertoire has to be
saying no—to the co-workers who
ask favours that subtly shift workload
from their desk to yours, to the chron-
ic interrupters who want your advice
or input on seemingly every task, and
especially to the Negative Norms and
Normas.

“Instead of saying to yourself, ‘I
don’t have time for this,’ ask yourself
‘what is this person’s need?’ “ sug-
gests Peters. Understanding their mo-
tivation gives you clues about hand-
ling the persistent problem.

For example, if you can see the root
of the complainer’s problem is a need
to be recognized, you can make a

point of informally thanking them for
their contributions. “Thanks for get-
ting the data to me. It really helped
me meet my deadline for that report.”

If you seem to be the regular target
of the complainer or advice-seeker,
ask yourself if it’s because you are

taking on the problem or
work for them.

If so, teach them problem-
solving behaviour. Ask for a

clear statement of the
problem, and alternatives.

Ask for pros and cons of
each. Commiserate with them over
the difficulty of the decision—then hit
the ball back into their court. “I can
see it’s going to take time to mull over.
Let me know what you decide.” Then,
change the subject, excuse yourself
gracefully and leave or walk them to
the door—and let them get on with it.

But what if you’re trapped by a
negative colleague who drones on
and on about what’s wrong with the
job, the assignment, the department,

the company? Make it clear you dis-
agree, then change the subject.

Statements such as “We don’t see
eye-to-eye on that,” “I’ve always been
treated fairly by so-and-so” and “I
guess we’re going to have to dis-
agree,” or “I prefer to focus on the
positive,” let the complainer know
you will not lend a sympathetic ear.

Changing your attitude and behav-
iour can change the focus from put-
ting up with a problem to “creating a
culture of productivity,” says Peters.

Yes, there are websites that pur-
port to offer anonymous messaging
to alert your co-workers by e-mail
about their annoying behaviour. Do
not use them. Develop your own
problem-solving and coping skills in-
stead. Trust me, you’ll feel better.

Now, let’s all get back to work.
Sharon Adams is a freelance writer

<sharon@businessedge.ca>. This article
was originally published in Business
Edge Vol. 6, No. 18. 

<http://www.businessedge.ca>
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MEMBER SNAPSHOT…

Sonia Kenward (formerly Iida) is the Human Resources
Manager at Fasken Martineau LLP. Sonia has more than

20 years in the legal industry with 17 of those spent at Mc-
Carthy Tétrault. Sonia and her husband are avid travellers.
This year, they enjoyed a three-week honeymoon in Greece
and last year, they spent three weeks in Tanzania on a vol-
unteer trip with World Vision working on a schoolhouse
construction and renovation project. 

➟ Workplace mobbing: Continued from page 12

Sonia Kenward

MAKING THE MOVES…

John Hawke left Harper Grey Easton to join the structural
engineering firm Read Jones Christoffersen… Allison

Milroy has joined Lindsay Kenney as Human Resources
Director… Cindy Hildebrandt is the new Manager of Hu-
man Resources at Richards Buell Sutton…She’eli Mullin
left Davis & Co to join Lang Michener LLP as Applications
Trainer…WELCOME NEW FIRMS TO BCLMA: Roper
Greyell, Vancouver, Tracey MacLean, Administrative As-
sistant to the Managing Partner; Campbell, Burton & Mc-
Mullan LLP, Langley, Cheryl Scott, Administrator.

Has there been a promotion or management changes in your office? Send the
details when they occur (while you’re thinking of them!) by e-mail to
<SCornell@Van.Fasken.com>.

John Hawke

http://www.bclma.org
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