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BY CAM MCRAE 
AND EILEEN DOOLEY

J
ob loss is an emotional 
time when people feel 
alone, scared and vul-
nerable. When an em-

ployer needs to terminate an 
employee, assisting her in the 
transition to secure a new role 
— through a severance pack-
age and outplacement services 
— shows compassion and em-
pathy. 

Traditionally, an outplace-
ment consultant could help the 
employee deal with reactions 
of shock, anger and sadness. 
The consultant would let her 
know everything they discuss 
is confidential, creating a safe 
place for the employee to talk 
through her emotions.

The employee could then 
further engage the services of 
the outplacement company 
by travelling to its office and 
participating in a group orien-
tation. She would be assigned 
a coach and further encour-
aged to attend workshops in 
resumé development, inter-
viewing skills and job-search 
techniques.

New approaches

But now the same services 
are being offered with the en-
hancement of social media 
tools, coaching, networking 
skill development and on-
boarding support.

And while employees still 
need the traditional services, 
they want them delivered at a 
very personal level. And HR is 
looking for more than a purely 
transitional relationship with 
the outplacement provider.

This high-touch approach 
is part of the evolution of out-
placement services in an age 
where people expect personal 
services — they want to feel 
like the only client, they want 
to develop a strong relationship 
with their coach.

One-on-one services

Outplacement has tradition-
ally been a combination of 
personal consulting and group 
workshops, with an emphasis 
on getting many people togeth-
er to learn how to write resu-
més and cover letters.

However, a one-on-one, in-
person approach is becoming 
the preferred method for em-
ployees to engage in transition 
services. They do not want to 
be surrounded by other people 
in the same situation, hearing 
about their doubts and tri-
umphs of job searching.

They want to be handled 
individually, with privacy and 
a personalized strategy on how 
to help them achieve career 
goals, and they want that rela-
tionship with a coach.

A coaching program can in-
clude:
•determining where and what 
the next steps will be in the 
person’s career
•managing delicate conversa-
tions regarding a person’s pre-
vious role and company
•career testing and assessment 
services when considering al-
ternative career choices
•developing an accomplish-
ment-style resumé and appro-
priate cover letter
•preparing for interviews, in-
cluding a mock interview with 
candid feedback from a profes-

sional, trained interviewer
•counselling on how to use 
contacts, grow a network and 
approach the job market
•advice on how to negotiate 
compensation packages for a 
new role
•guidance on properly prepar-
ing references
•counsel for considering self-
employment, developing a 
small business or going into 
semi-retirement.

Employees want to know 
their coach is not only con-
cerned about them right after 
the termination, but will be 
part of the next steps as well. 
As a result, many firms are 
beginning to offer onboarding 
support. This involves coach-
ing to help the employee tran-
sition to a new role and help 
carve out what the crucial first 
90 days will look like.

New ways to get together

Many outplacement agen-
cies are located in major cen-
tres, mostly downtown. To ac-
cess these offices, employees 
need to commute into the core, 
pay to park and head into an 
office full of other people just 
like them who have lost their 
jobs. 

Many people find this ap-
proach embarrassing, intimi-

dating and impersonal, espe-
cially if they are not familiar 
with downtown.

As an alternative, con-
sultants can meet with the 
employee at a place that is 
comfortable for him, such as 
a favourite coffee house, a li-
brary or the employee’s home. 
Choosing the location puts 
some control back in the em-
ployee’s hands.

Years ago, the purchase 
of a computer and 
cellphone was not 
financially possible 
for many people who 
were unemployed so 
they relied on out-
placement agencies to 
provide computers to 
print resumés and pe-
ruse the Internet. 

But since laptops 
and cellphones can be pur-
chased at a reasonable rate, 
employees can meet one-on-
one with their career transition 
coach at a time and location 
that is convenient to them. 
They can also choose to have 
meetings virtually, using a cell-
phone, email or Skype.

Relationship with HR

Rather than having a purely 
transitional relationship, hu-
man resources professionals 
are expecting the outplace-
ment consultant to act as a 
subject matter expert in provid-
ing coaching to managers and 
leaders regarding appropriate 
process during, and after, ter-
minations.  

Outplacement consultants 
can also coach leaders on how 
to manage difficult conversa-
tions and communication with 

staff members who remain at 
the company after a co-worker 
has been released.

It is no longer enough for 
outplacement consultants to 
come into a workplace, gather 
a newly terminated employee 
and leave. As the relationship 
and the element of trust have 
developed, HR professionals 
expect stronger support.

In some ways, outplacement 
firms have become increasingly 
responsible for the entire termi-
nation process, including post-
termination fallout long after 
they have left the building.

The role of outplacement 
has shifted from a straight em-
ployment transition to one of 
coaching, on a helpful, prac-
tical and purposeful basis to 
support the business internally.

Once seen as canned and 
scripted, career transition 
services have evolved into a 
relationship, with employ-
ees  demanding a high-touch, 
personal service to meet their 
unique needs. 

Employees are less likely to 
conform to a program designed 
for everyone — they want 
privacy, personal service and 
complete trust.

Traditional outplacement 
services are still important but 
employees can and will de-
mand a level of personal ser-
vice — delivered how, when 
and where they want it. 

Cam McRae is president and 
Eileen Dooley is team lead 
at McRae, a career transition 
and human resources agency 
based in Calgary. For more 
information, visit 
www.mcraeinc.com.

The personal touch of outplacement
Tactics to help employees evolving to include one-on-one coaching, onboarding
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status, employees of a Canadi-
an entity must be entering the 
U.S. to provide services as an 
executive, manager or employ-
ee with specialized knowledge 
to a parent, branch, affiliate, 
sister or subsidiary of the Ca-
nadian business in the U.S.

Applicants must have been 
employees in Canada in a simi-
lar position for at least one con-
tinuous year during the three-
year period before the transfer. 
The Canadian and U.S. busi-
ness entities must both be ac-
tively doing business. 

Over the past two years, 

individuals applying for L-1B 
status have been subjected to 
more extensive assessments by 
border officials. It is no longer 
sufficient to demonstrate pro-
prietary knowledge of the em-
ployer’s product or service as 
grounds for specialized knowl-
edge — customs officers are 
now taking into consideration 
the applicant’s importance 
within the employer or indus-
try, among other factors.

Given this new era of exten-
sive questioning and high level 
of scrutiny, companies must 
ensure employees travelling to 
the U.S. have the appropriate 
immigration classification and 

are properly prepared, with the 
correct documentation and the 
right answers to immigration 
officials’ questions.

Janet Bomza is managing 
partner of immigration law 
firm Bomza Law Group in 
Toronto. A certified specialist 
in citizenship and immigration 
law, she advises employers 
on immigration matters such 
as offers of employment, 
managing the immigration 
process, corporate mergers, 
acquisitions and divestitures. 
Bomza can be reached at 
(416) 598-8849 ext. 400 or 
jbomza@bomzalawgroup.com.

Worker’s importance within 
company, industry considered
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