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WHAT GOES AROUND COMES AROUND . . . 
TO A MAJOR NEW BUSINESS SECTOR

There used to be a time when waste wasn’t very glamorous. But now, thanks to organizations like the
Resource Recovery Fund Board, recycling is one of Canada’s hottest and most important growth 
industries. RRFB is showing just how effective vision and partnership can be in turning waste into
resources. More employment, less waste, proprietary technology and economic development are the
strategic business challenges facing you as . . .

Since 1996, this $40 million private company owned by the government of Nova Scotia has created 
a template for what’s possible and do-able and is a world-leader in waste diversion through municipal 
and industry collaboration. In addition to funding waste diversion and public education, they develop 
and market proprietary environmental technologies to other jurisdictions and attract manufacturing 
businesses to the province to capitalize on the high quality feedstock generated by recycling programs.
As C.E.O., you’ll continue to strengthen the business locally, while developing new partnerships and
opportunities across Canada and around the world. 

With general management experience and a keen interest in the recycling industry, you are also 
comfortable in the world of distribution, logistics, partnerships, marketing and developing new 
business ventures. You’re experienced in Board relations and can appreciate the role of government 
policy in setting your company’s direction. Ready to expand a regional brand into something a lot 
bigger? All responses to The Caldwell Partners are confidential. Please indicate your interest in Project
8162 through the Opportunities section of www.caldwell.ca, by email to halifax@caldwell.ca, or in 
writing to 5657 Spring Garden Road, Suite 500, Park Lane Box 247, Halifax, Nova Scotia, B3J 3R4.
You can learn more about the Resource Recovery Fund Board of Nova Scotia at www.rrfb.com.
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SHAPE THE FUTURE OF ONE OF CANADA’S 
FASTEST GROWING UNIVERSITIES

Less than an hour’s drive from Vancouver, B.C., the Fraser Valley is one of Canada’s fastest 
growing and most culturally diverse regions. For three decades, the University College of the 
Fraser Valley (UCFV) has served as a hub of learning excellence for this dynamic area. UCFV has
earned a sterling reputation for teaching, learning, and research; and is recognized for strong 
faculty/staff/student relationships, as well as rich community partnerships.  

This is your opportunity to truly make a difference. UCFV is evolving to meet growing demand,
with a focus on expanded programs, research, facilities and enhanced student experience. You will 
be in a position not only to implement an exciting vision, but to help formulate it as well. Influence
the development of new graduate and research programs. Keep UCFV degree programs at the 
forefront of learning through your work on the President’s administrative and academic leadership
team. Understand and champion the diverse and changing needs of students. Increase the exposure
of the university while preserving and promoting its unique, family-like culture. 

Having already demonstrated success in academic leadership, you are ready for a new challenge: a
more senior role in one of Canada’s most exciting, multi-campus institutions.       

Learn more about UCFV by visiting www.ucfv.ca. Explore the many benefits of living in the Fraser
Valley by visiting www.fraservalleyguide.com.  This competition will remain open until the position
is filled with a target appointment date of July 2006. All responses to The Caldwell Partners are 
confidential. Please indicate your interest in Project 8169 through the Opportunities section of 
www.caldwell.ca, by email to Vancouver@caldwell.ca, or in writing to 1095 West Pender Street, Suite
850, Vancouver, British Columbia, V6E 2M6.
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W
hen Greta Cusworth
was hired by Sun Life Fi-
nancial Inc., she was
told there would be “all

kinds of opportunity for advance-
ment.” What an understatement
that turned out to be.

Identified by management as a
rising star, Ms. Cusworth has, over
the past 10 years, been continually
offered new assignments, moving
up from underwriting, where she
started, through roles in sales, mar-
keting and operations to become
the vice-president of international
initiatives, reporting directly to the
chief executive officer.

The tip-off that she was on track
to aspire to even higher levels came
last year, when Sun Life sent her to a
customized leadership develop-
ment program at the Harvard Busi-
ness School.

“There has been a huge vote of
confidence in me,” says Ms. Cus-
worth, now 47 and based in Toron-
to.

Ms. Cusworth is not the only em-
ployee marked and mentored as a
rising star by her employer. Sun Life
Financial is one of a growing num-
ber of Canadian companies that
have set up formal programs to
identify employees with the poten-
tial to become senior executives
and groom them for leadership.

That’s because leadership devel-
opment has become the top priori-
ty for Canadian companies for at
least the next five years, according
to a survey of managers of 422 com-

panies done this summer by con-
sulting firm Watson Wyatt Canada.

This is a recent trend. Until the
late 1990s, employers tended to
look outside their organizations for
fresh executive talent, and it was
common for those looking to ad-
vance from middle management to
jump to a job with a new company
that could offer an executive posi-
tion, explains Vince Molinaro, prin-
cipal and leadership-development
specialist at consulting firm
Knightsbridge in Toronto.

That all has been turned on its
head by shifts in corporate priori-
ties. Many companies that froze
hiring or downsized in the
post-2000 economic slump have
realized they have to cultivate lead-
ership candidates internally, he
says.

Employers are also realizing that
half of senior leaders are now with-
in a decade of retirement and they
need to start finding and shaping
the executive timber to replace
them, Mr. Molinaro adds.

“The competition for talented
people has really become the defin-
ing feature of business life today,”
agrees Sun Life chief executive offi-
cer Don Stewart. 

“There are huge advantages if we
can develop our own people. They
know the business so they can be
up and running quickly in a new
role, and they have a record of suc-
cess.”

It’s the pool of talent in mid-ca-
reer, between the ages of 30 and 45,

that has become the focus of the
search for future leaders, says Kath-
arine Klassen, vice-president of
leadership and talent development
for Sun Life in Toronto. People in
that age range have enough experi-
ence to demonstrate potential and
are open to trying on new roles, she
explains.

The leadership-development
programs that companies set up
vary in scope; the biggest have even
dedicated an executive like Ms.
Klassen to take charge of co-ordi-
nating them.

Sun Life’s program for manage-
ment development is among the
most highly structured. The com-
pany has arranged a long-term
contract with the Harvard Business
School to run custom training pro-
grams for its high-potential em-
ployees.

Mr. Stewart says Sun Life contin-
ually reviews recommendations

from managers asked to nominate
employees in their 30s and 40s with
executive potential.

Once a year, a committee of sen-
ior executives meets to review the
progress of these leadership candi-
dates, which include 100 “top-tier”
performers and another 100 in a
second tier. Worldwide, the com-
pany has nearly 12,000 employees.

During the meeting, each candi-
date’s progress is reviewed, and rec-
ommendations are made for goals

for the following year. They’re fol-
lowed up through regular informal
meetings with senior executives in
their divisions, who can also rec-
ommend training or moves to dif-
ferent areas of the operation to
broaden their experiences.

The ranks of high potential talent
change with every review, Mr. Stew-
art says. Sometimes apparent po-
tential doesn’t pan out and, other
times, employees who don’t show
early promise can be late bloomers.

Those in the top 100 demonstrat-
ing consistent progress are given
the opportunity to attend the Har-
vard leadership courses. 

Each course runs eight weeks
and includes about 40 Sun Life em-
ployees. Courses are now being run
two or three times a year and high
performers may attend more than
one.

“The people who go to Harvard
know that they are well regarded by

the corporation and are all candi-
dates for executive roles some day,”
Mr. Stewart says. 

But just being in the top tier
doesn’t ensure a promotion. The
company has 700 management po-
sitions worldwide. About 150 are in
the executive ranks and most got
there after being identified and
coached for leadership by their su-
pervisors, Mr. Stewart says.

“What we say is we will work with
you to help you achieve your prom-
ise. If you work hard, there may
come a time when you will be
anointed” to senior positions, he
says.

Another highly structured ap-
proach is used by MDS Inc., in To-
ronto, which formalized an infor-
mal program about four years ago,
says Mary Federau, senior vice-
president of talent development.
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Rising stars
get a chance
to shine

A growing number of
companies are tagging talented
employees, and grooming them

for leadership, WALLACE IMMEN reports
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Sun Life Financial’s Greta Cusworth, identified by management as a rising star: “There has been a huge vote of confidence in me.”
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‘The competition for
talented people has really
become the defining
feature of business life
today. There are huge
advantages if we can
develop our own people.’

The pain
of feeling
shunned
at work
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MANAGING BOOKS
A former HR exec tells secrets that your
company doesn’t want you to know, and 
offers advice on how to make use of that 
underground code. C2

ETHICS 101
Should you tattle on a co-worker who
bought sweatshop-made products to sell 
at your store? C7 

IN BRIEF
Fewer than one in five Canadians feels 
fully engaged in their work. C7
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