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Accountability Statement 

The Accountability Report of the Public Service Commission for the year ended March 31, 2014 is 
prepared pursuant to the Finance Act and government policies and guidelines. These authorities require 
the reporting of outcomes against the Public Service Commission’s Statement of Mandate for the fiscal 
year just ended. The reporting of the Public Service Commission’s outcomes necessarily includes 
estimates, judgments and opinions by the Commission’s management. 
 
We acknowledge that this Accountability Report is the responsibility of the Public Service Commission’s 
management. The report is, to the extent possible, a complete and accurate representation of outcomes 
relative to the goals and priorities set out in the Public Service Commission’s 2013-2014 Statement of 
Mandate. 
   
 
 
Signed, 
 
 
 
 
 
Original signed by 
                                                              
The Honourable Labi Kousoulis 
Minister, Public Service Commission  
 
 
 
 
 
 
Original signed by 
                                                                
Laura Lee Langley 
Commissioner, Public Service Commission 
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Message from the Minister and Public Service Commissioner  

This report highlights the Public Service Commission’s (PSC) achievements from 2013-2014. These 

accomplishments have strengthened our commitment to client-focused service delivery and increased 

attention on employee engagement throughout government. 

 

In 2013-2014, the PSC continued to make progress on our transformation. This transformation is putting 

more emphasis on client-service delivery. By ensuring the province has high quality human resources we 

are able to help departments to better serve Nova Scotians. The transformation resulted in 

simultaneous change in three main areas: strategy management; process excellence; and service 

delivery model alignment. This work will continue in 2014-2015. 

 

Members of the PSC were actively engaged in the negotiation and conclusion of three public service-

related agreements during this fiscal year. These contracts included: the Civil Service Collective 

Agreement; Crown Attorneys’ Agreement; and Highway Workers Collective Agreement.   

 

The Public Service Commission continued its focus on building an engaged, productive workforce, both 

within the department and across government. In 2013-2014, we asked for -- and listened to -- 

employees’ input about their workplaces. Nearly three-quarters of all employees completed the “How’s 

Work Going?” survey; that’s the best response rate we have seen since the survey was first 

administered nearly a decade ago. The PSC is now supporting departments in developing action plans in 

an effort to make improvements to areas identified in the survey.  We look forward to more action as 

the Public Service Renewal team becomes part of the Public Service Commission in a move that will 

strengthen our corporate employee engagement efforts and support to our clients. 

 

These actions outlined above, and detailed within this report, show how we are continuing to build a 

strong public service for Nova Scotians. 

 

 
Sincerely, 
 
 
Original signed by 
                                                              
The Honourable Labi Kousoulis 
Minister, Public Service Commission  
 
  
Original signed by 
                                                                
Laura Lee Langley 
Commissioner, Public Service Commission 
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1.0 Introduction 

The Government of Nova Scotia is committed to being open and accountable. Annual business plans and 
accountability reports are essential tools for government departments, agencies and concerned 
stakeholders to assess organizational performance.  
 
This annual Accountability Report for the Nova Scotia Public Service Commission (PSC) is based on the 
outcomes, strategic actions, achievements and progress in meeting the intended performance measures 
set out in the PSC’s Statement of Mandate. This year’s report should be read in conjunction with the 
2013-2014 Statement of Mandate available on the PSC’s website at: 
http://novascotia.ca/psc/pdf/about/businessPlans/2013-2014_PSC_Statement_of_Mandate.pdf. 
 
In both establishing and working towards these goals and priorities, the PSC is guided by its mandate, 
vision, and mission.  In 2013-2014, the PSC’s vision and mission remained unchanged and were as 
follows:  
 

 Vision: Strategic human resource business partners and leaders, committed to client service 
excellence.  

 Mission: To provide expert, respected human resources advice, services and solutions. 
 
As seen below, the PSC’s mandate changed between 2012-2013 and 2013-2014 to become more 
streamlined and reflect changes in the scope of the PSC’s role with respect to collective bargaining.  
 
In 2012-2013, our mandate was:  
 

The Nova Scotia Public Service Commission (PSC) is responsible for developing, implementing, 
and evaluating corporate human resource policies, programs, services and standards. The PSC is 
responsible for ensuring high quality corporate human resource management principles, values 
and practices. The PSC is the government’s agent for collective bargaining with unions that 
represent direct government employees and provides advice to government on collective 
bargaining in the broader public service. Fulfilling this mandate ensures that the Nova Scotia 
Government has the human resources required to create and deliver high quality programs and 
services to citizens.  

 
In 2013-2014, the mandate changed to read:   
 

To ensure that the Nova Scotia Government has the human resources required to create and 
deliver high quality programs and services to citizens. The PSC is responsible for developing, 
implementing, and evaluating human resource policies, programs, services and standards. The 
PSC is responsible for ensuring high quality corporate human resource management principles, 
values and practices. The PSC is the government’s agent for collective bargaining for direct 
government employees. 

 
 
 
 

http://novascotia.ca/psc/pdf/about/businessPlans/2013-2014_PSC_Statement_of_Mandate.pdf
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Additionally in 2013-2014, we established four strategic objectives based on our mandate. These 
objectives support excellence in client service delivery, organizational leadership and also demonstrate 
how we align with government’s core priorities. 
 
The PSC’s strategic objectives are:  
 

 To create an efficient, high-performing, competent civil service responsive to employees, client 
departments and the public.  

 To adopt superior human resource (HR) management principles, values and practices.  

 To develop and implement effective policies, programs, services and standards.  

 To provide effective collective bargaining advice and services to direct employees of 
government.  

 
 

1.1 Department Update 

The transformation initiative that first began in 2010 continues through the PSC’s organizational 
restructuring initiative. The new structure aims to improve HR programs, enhance client service delivery, 
and support continuous process improvement while strengthening role clarity, communication, and 
collaboration within the PSC.  
 
During fiscal 2013-2014, the PSC embarked on a five-year strategic planning initiative. The first phase of 
the initiative was to establish a new vision for the department through a consultation process with PSC 
employees. The new vision was introduced by the Commission in February 2014 and states; “Inspired, 
client-focused, professionals delivering innovative HR programs to advance employee engagement and 
the work of the Nova Scotia public service.”  
 
This new vision will guide the PSC through the strategic planning process and as it sets new goals and 
objectives. Once complete, the strategic plan will ensure that the PSC has a standardized approach to 
strategic planning that will align with our Statement of Mandate. 
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2.0 Financial Results  

Public Service Commission  

 

2013-2014 
Estimate 

2013-2014 
Actual 

Variance 
Actual to Estimate 

Over/(Under) 

Program & Service Area ($thousands) ($thousands) ($thousands) 

Gross Departmental Expenses    

Client Service Delivery 10,691.0 9,859.3 (831.7)1 

Employee Relations 700.0 872.7 172.72 

Office of the Commissioner 653.0 738.0 85.03 

Strategy & System Performance 5,225.0 5,623.0 398.04 

Total Gross Departmental Expenses 17,269.0 17,093.0 (176.0) 

Additional Information: 

Fees and Other Charges 0.0 0.0 0.0 

Ordinary Recoveries (5.0) (143.2) 138.25 

TCA Purchase Requirements 0.0 0.0 0.0 

Provincial Funded Staff (FTEs) 199.2 184.6 (14.6)6 

 
1 Salary savings due to vacant positions pursuant to on-going transformation and lower than anticipated 
operating and travel costs. 
 
2 Salaries and benefit increases net of Less Chargeable Salaries. 
 
3 Salaries and benefit increases net of Less Chargeable Salaries and Legal Fees related to internal 
hearings.  As well, Professional Services for “How’s Work Going?” survey assessment. 
 
4 Communications Nova Scotia support staff, Learning Centre In-Service Training increase, Software 
Maintenance costs re: transition to NSCC platform. 

 
5 Two external secondments; Health Canada and Halifax Regional Municipality. 
 
6 FTE variance due to vacancy savings as well as on-going transformation 
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3.0 Measuring Our Performance  

As the corporate human resources service provider for government, the PSC is responsible for corporate 
HR policies, programs and services that assist all government departments in meeting their respective 
HR goals. In 2012-2013, the PSC developed two main outcomes that relate to our vision, mission, and 
mandate: engaged, productive workforce to support government’s priority goals; and improved service 
delivery through accountability and engagement. For the 2013-2014 Statement of Mandate, these two 
outcomes remained relevant to our work, as they represent clear, measurable, and focused goals that 
are achievable.   
 
For each outcome, the PSC identified performance measures and targets to provide evidence that an 
activity/program is achieving its intended outcome. The majority of our performance measures are 
based on the agreement (or favourable) scores from the corporate “How’s Work Going?” employee 
survey.  Since the employee survey is conducted on a biennial basis, the measures in this report are 
based on the 2013 corporate results. Inter-jurisdictional averages are also included in the review of our 
performance measures as they relate to specific questions. The inter-jurisdictional averages originate 
from the Employee Engagement Inter-jurisdictional Team, which is made up of nine provinces, three 
territories and the federal government.1  In addition, with the introduction of the PSC Client Satisfaction 
Survey in 2011, the PSC has established baseline data to measure the factors that influence client 
satisfaction and service delivery.   
 
Each outcome has a set of strategic actions that were developed in consultation with staff and senior 
leadership within the department. The strategic actions are divided into corporate and departmental 
initiatives that aim to support and focus our work towards achieving the intended outcomes. In the 
2013-2014 Statement of Mandate, the PSC identified 20 strategic actions.  
 
For each outcome, progress on each strategic action is described, followed by tables analyzing their 
performance measures results. The PSC is confident that these measures and strategic actions reflect 
progress towards achieving our intended outcomes both corporately and internal to the PSC.  
 
 
 
 
 
 
 
 
 
 
 
 
 

                                                           
1
 Employee Engagement Inter-jurisdictional Initiative.  “2011 Report of Results for the Public Service Commissioners’ 

Conference.”    
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3.1 Outcome: Engaged, productive workforce to support government’s priority 
goals 

The following are project status updates for each strategic action listed under the outcome, “Engaged, 
productive workforce to support government’s priority goals” in the 2013-2014 Statement of Mandate. 
  

Corporate-focused strategic actions: 
 
Heighten department’s understanding of their employee engagement results and support 
department’s development of improvement strategies by providing enhanced reporting and expert 
advice. 
 

 Work continues – The Public Service Commission administered the “How’s Work Going?” survey 
in March 2013, with the analysis of the survey results during the first quarter of 2013-2014.  
Corporate results were released first, followed by departmental results, division/branch results 
and at times, regional results. The PSC provided significant support for corporate and 
departmental employee engagement initiatives through presentations for senior leadership and 
managers, trend and demographic analysis, analysis of employee comments and focus group 
sessions. Fifty-two focus group sessions were conducted across the province, with 
approximately 1,000 employees participating.  In addition, we provided expert advice, tools, 
e.g., pathways analysis, and information to government leaders and managers. These resources 
helped them gain an understanding of the relationships and interconnections among the various 
factors within their employees’ work environment and culture and supported their engagement 
activities and plans.     

 
Enhance organizational effectiveness through the delivery of learning and development programming, 
review of e-learning and external partnerships, and by supporting departmental workforce 
development through change management, workforce planning, and talent management. 
 

 Work continues – Programs in the corporate Learning and Development Calendar had record 
attendance, including Leadership Development Programs. A new learning management system 
was purchased from Nova Scotia Community College (NSCC) and implemented as of April 1, 
2014. Workforce planning and talent management advisory services continued to be offered to 
departments. 

 
Provide access to high quality routine data and analysis, e.g. absenteeism analysis, attrition, vacancy 
management, dashboard for DMs, and workforce analysis, to support evidence-based decision making 
and identify trends/insights through prediction modelling.   
 

 Work continues – The PSC’s initiative to analyze absence data and discover historical patterns 
and trends continues through the new “Absence Trend Reporting” process to be completed by 
June 2014. The quarterly workforce analysis has been completed and is ready for 
implementation.  Other data and analysis requests will be completed throughout fiscal 2014-
2015. 
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Support departmental workforce transition. 
 

 Work continues - Transition processes were established by the Staffing group and support 
provided to departments who required transition services. 

 
Continue development of the competency-based HR Management Framework, including training in 
support of behavioural-based interviewing, performance management, levels of work, and 
competencies.  
 

 Completed – A pilot training program for Targeted Behavioural Event Interviewing (TBEI) was 
offered and modified TBEI techniques were applied to a number of selection processes. The 
Levels of Work Competency Model was modified and includes a management and professional 
stream as well as unique competencies for each level of work (for more information, visit  
http://novascotia.ca/psc/hrCentre/resources/ode/competencies.asp). An Intercultural and 
Diversity Proficiency competency was added to the framework. Supporting tools and resources 
were developed to assist Excluded Classification (EC) employees in understanding this 
competency. In addition, support materials and training continue to be implemented in the 
areas of performance management and competencies. 

 
Continue negotiation of collective agreements for NSGEU Civil Service, Crown Attorneys, and Highway 
Workers, and implementation of new agreements. 
 

 Completed – The Civil Service Master Agreement and the Highway Workers Agreement have 
been negotiated, signed and implemented. The Crown Attorneys’ agreement is being concluded 
through interest arbitration.  The interest arbitration hearing is complete and we are awaiting 
the decision so that the agreement can be implemented (Editor’s note: on April 10, 2014, the 
Crown Attorneys’ interest arbitration decision was released). 

 
Develop a Diversity Strategy for the civil service. 

 
 Completed – The government’s first Diversity Strategy has been developed and is in the final 

stages of internal consultation with various interest groups (i.e. Diversity Round Table). The 
strategy is set to be launched in conjunction with government’s first Diversity Conference 
planned for the fall of 2014. 

 

PSC-focused strategic actions: 
 
Continue to improve business planning and accountability by implementing the PSC’s Balanced Score 
Card. 
 

 Work continues – The Balanced Score Card was not implemented during 2013-2014. This 
strategic action is being carried forward as part of the PSC’s work on improving its approach to 
strategic planning and measurement in 2014-2015.  
 

 

http://novascotia.ca/psc/hrCentre/resources/ode/competencies.asp
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Implement recommendations from the PSC’s Employee Engagement Committee as they relate to 
leadership, communication, performance management, respectful workplace and 
training/development for the PSC, and analyze the new employee survey results. 
 

 Work continues – The engagement committee updated its terms of reference to include 
accountabilities to Senior Leadership Council and to include management members as team 
supports. The group has not yet divided the work or made plans around implementing the 
recommendations, which will occur during the summer and fall of 2014.   
 

Implement internal PSC Communications Strategy. 

 

 Work continues – The PSC’s Communications team developed the PSC’s Internal 
Communications Strategy in 2012. The ownership and coordination of the intranet project, a 
component of the communications strategy, moved to the Executive Director of Client Services. 
The intranet site has been designed and may be used for online HR support. Other internal 
communications tools have been completed or implemented such as the Deputy Minister 
updates, communications and decision-making framework, presentations to teams, and 
Commissioner webcasts.  

 

3.1.1 Performance Measures for Outcome: Engaged, productive workforce to 
support government’s priority goals 

The following performance measures originate from the “How’s Work Going?” biennial employee survey 
(http://novascotia.ca/psc/employeeCentre/employeeSurvey/). These measures were chosen to indicate 
progress for the outcome: an engaged, productive workforce to support government’s priority goals.  
 

 Level of Employee Engagement: Computed as an average percentage of favourable responses to 
questions related to organizational satisfaction and commitment. 

 Talent Capacity Index: Average based on agreement scores for questions relating to: 
opportunities for career growth and advancement; and learning and development 
opportunities. 

 Workplace Culture Initiatives Index: Average based on agreement scores for questions relating 
to: recognition; employee involvement and innovation; quality work life; and co-worker 
relationships. 

 
Targets set for fiscal 2013-2014 were established as ranges in order to reflect more realistic goals for the 
department to achieve. As defined by the Employee Engagement Inter-jurisdictional Committee: areas 
of clear strength are percentages that fall within the 75-100% range; areas of strength are within the 60-
74% range; areas for improvement fall within the 50-59% range; and, areas of concern fall within the 0-
49% range.  
 
Table 1A outlines the corporate (government-wide) results for this outcome, and Table 1B outlines the 
PSC’s departmental results. Based on the corporate trend analysis, the results decreased slightly in 2013 
and government did not meet its target for talent capacity; however, we were able to meet our targets 

http://novascotia.ca/psc/employeeCentre/employeeSurvey/
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for the level of employee engagement and workplace culture initiatives. In Table 1B, the PSC’s 
departmental results also decreased in 2013; however, the PSC was able to achieve its stated target for 
workplace culture initiatives. All performance measures have been carried forward to fiscal 2014-2015. 
 
These results indicate that strategies need to be developed that focus on supporting all employees 
throughout government. In 2014-2015, the PSC plans to develop strategies and support key initiatives, 
both corporately and internally, to help enhance employee engagement, which in turn are anticipated 
to have positive impacts on talent capacity and workplace culture within the public service.  
 

Table 1A – Corporate performance measures and results 

 

Table 1B – PSC departmental performance measures and results 

 

 

 

 

 

 

 

 

 

 

 

Corporate results: Engaged, productive workforce to support government’s priority goals 

Performance Measure 

Corporate Trend Analysis 
Fiscal  

2013-2014 
Target 

Measure 
Carried 

Forward to 
2014-2015 

2006  2007 2009 2011 2013 

Level of Employee Engagement 67%   72% 74% 62% 60% 
Maintain as an 

area of strength 
Yes 

Talent Capacity Index n/a n/a 64% 58% 48% 
Increase to be 

within an area of 
strength range 

Yes 

Workplace Culture Initiatives Index n/a n/a 72% 61% 60% 
Maintain as an 

area of strength 
Yes 

PSC departmental results:  Engaged, productive workforce to support government’s priority goals 

Performance Measure 

PSC Trend Analysis 
Fiscal  

2013-2014 
Target 

Measure 
Carried 

Forward to 
2014-2015 

2006 2007 2009 2011 2013 

Level of Employee Engagement n/a 83% 81% 60% 52% 
Maintain as an 

area of strength 
Yes 

Talent Capacity Index n/a n/a n/a 58% 40% 
Increase to be 

within an area of 
strength range 

Yes 

Workplace Culture Initiatives Index n/a n/a n/a 66% 64% 
Maintain as an 

area of strength 
Yes 
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3.2 Outcome: Improved service delivery through accountability and engagement 

The following are project status updates for each strategic action listed under the outcome, “Improved 
service delivery through accountability and engagement” in the 2013-2014 Statement of Mandate. 
  

Corporate-focused strategic actions: 
 
Collaborate with Treasury Board Office on shared services review. 

 Completed – The responsibility for shared services has moved to the new Internal Services 
Department. The PSC is embarking on its own version of sharing services internally so that we 
align with the shared service philosophy of government. 
 

Analyze, prioritize and begin implementing 2012-13 Process Improvement recommendations, i.e. OHS, 
Compensation/Classification, Recruitment and Selection, Benefits. 

 Work continues – The Director of Operations Support is leading the OHS and Abilities Case 
Management (ACM) work. Consideration of process improvements to compensation and 
classification is underway. An external report has been sought and is complete. In consultation 
with the PSC’s Executive Leadership Team, the Acting Executive Director of Strategic and System 
Performance is working on plans to implement the recommendations in the report. During fiscal 
2014-2015, the recruitment and selection recommendations will be reviewed. 
 

Continue Process Improvement for the remaining functional areas. 

 Work continues – In 2013-2014, this work was suspended. The Senior Leadership Team is 
working to identify next areas for improvement in 2014-2015.   

 
Develop and implement an HR Accountability Framework for leaders.   

  Not completed – This work did not proceed in 2013-2014 due to changes in project scope.   
 

Review Absence Management Program and establish/implement new service delivery model. 

 Work continues – The plan for the new ACM program was developed and initial steps were 
completed for government approval and potential release of the Request for Proposal (RFP) for 
an external service provider during 2014 - 2015. 

 
Develop access to online HR support and information through Service Delivery Excellence. 

 Work continues – In 2013-2014, there was a change in project resources and scope. A new 
project plan and charter were developed and revised in order to implement an interim solution 
in 2014-2015.    

 
Complete quality control of FileNet Job Descriptions in preparation for release to all government 
employees. 

 Work continues – Work has been ongoing to improve the quality of the data and functionality of 
the FileNet Job Description data set. This work includes linking all excluded and bargaining unit 
job descriptions to correct position numbers, to remove duplicate job descriptions and to 
identify and locate missing job descriptions. This work will continue as resources are available. 
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Departmental PSC-focused strategic actions: 
 
Review PSC Client Satisfaction survey approach and implement survey.  

 Work continues - Survey approach was reviewed; however, a decision was made not to 
implement the survey during 2013-2014. It was recommended that this strategic action be 
carried forward as part of the PSC’s work on improving its approach to strategic planning and 
measurement in 2014-2015.  
 

Implement new PSC organizational structure.  

 Work continues – The PSC continued with organizational changes as announced in December 
2012. Incremental changes are being made that will accomplish most of the internal 
organizational changes by October 2014. The next phase will involve the PSC’s HR Units, which 
will be completed by March 31, 2015.   

 
Implement PSC Training and Development Plan for employees. 

 Completed – The PSC implemented learning opportunities such as “Lunch and Learns” and 
piloted a new career development program, “The Self-Managed Career”.  Other initiatives were 
put on hold while the PSC continues to implement its organizational restructuring. 
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3.2.1 Performance Measures for Outcome: Improved service delivery through 
accountability and engagement 

Table 2 below outlines the measures for the outcome related to improved service delivery through 
accountability and engagement. All measures are based on the PSC’s Client Satisfaction Survey; 
however, the survey was deferred in 2013-2014 in order to align with the PSC’s new strategic planning 
process. It has been established as a strategic action for the 2014-2015 fiscal year that the PSC will work 
to improve our approach to strategic planning and measurement, which will include reviewing the Client 
Satisfaction Survey. 
 
For all measures, the PSC is working towards increasing the scores and, therefore, they have all been 
carried forward to fiscal 2014-2015. Our ultimate targets set for 2015-2016 are to maintain or increase 
agreement scores within the area of strength categories.2 
 

Outcome: Improved service delivery through accountability and engagement 

Performance Measure (from PSC Client 
Satisfaction Survey) 

No Trend Data Available 
Ultimate 
Targets  

(2015-2016) 

Measure Carried 
Forward to 
2014-2015 

2011 
(Baseline) 

Fiscal  
2013-2014 

Target  
% of program areas that scored 60% or 
above for client’s satisfaction with the 
amount of time it took to get the service 
they required 

36% Increase to 50% 
Increase to be 
within area of 
strength range  

Yes 

% of program areas that scored 60% or 
above for clients who feel PSC staff are 
knowledgeable and competent 

71% Increase to 75% 
To maintain as 

an area of 
strength  

Yes 

Average percentage (index) of clients 
satisfied with the overall quality of 
service they received from the PSC  

54% Increase to 60% 
Increase to be 
within area of 
strength range  

Yes 

Table 2 Performance Measures for Outcome: Improved service delivery through accountability and engagement 

 

 
 
 
 
 
 
 
 
 
 
 
 

                                                           
2
 As measured in the PSC Client Satisfaction Survey, agreement scores of 60-74% are categorized as areas of strength, those 

75% or above are categorized as areas of clear strength.   
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4.0 Significant Events and Accomplishments 

This section describes other significant events and accomplishments that were not identified as strategic 
actions in the 2013-2014 Statement of Mandate. 
 
 
New PSC Vision 
 
As part of the strategic planning process, the PSC has re-examined and revised its vision, “Inspired, 
client-focused professionals delivering innovative HR programs to advance employee engagement and 
the work of the Nova Scotia public service.” All PSC employees participated and contributed to the effort 
to redefine our vision, and are actively participating in our new strategic planning process. This strategy 
will align our objectives with a client-focused delivery model that is inspired by an employee view of the 
PSC’s potential as service agents.  
 
 
Employee and Family Assistance Program 
 
On December 1, 2013, the PSC, in collaboration with Shepell-fgi, successfully launched an external 
Employee and Family Assistance Program (EFAP) for all government employees and their families. This 
program replaced an internally managed program with after-hours service contracted to a third party.   
 
The new program offers services in French, and is available 24 hours a day utilizing one service provider.  
The new program continues to provide clinical support for employees and their family members to 
manage issues such as stress, depression, addiction and divorce. In addition, a suite of new services 
were added to support employees and family members in areas such as nutrition, legal issues, financial 
issues, and eldercare or childcare issues. The current contract with Shepell is for a 5-year period and 
includes a service level agreement, scorecard and quarterly utilization reports.  In terms of the quarterly 
reports, the PSC is starting to see benefits associated with the availability of information on employee 
utilization of the new program. 
 
Learning Management System 
 
A request for proposal (RFP) was initiated in October 2013 to invite proposals for the delivery of new 
learning management system services for the province. On April 1, 2014, the PSC launched its new 
learning management system: The Learning Manager, in partnership with NSCC, who was the successful 
bidder in the RFP. A steering committee comprised of individuals from NSCC, stakeholders, and subject 
matter experts from across government (CIO, PSC, client departments) was formed to lead the 
implementation of the system. 
 
The Learning Manager system and our service partnership with NSCC will provide the organization with 
support in the areas of registering students, uploading courses, reporting, hosting online learning, 
development of online learning and the ability to meet CIO security requirements.  The NSCC system 
offers a full range of learning support and services that will allow us to develop and deliver learning in a 
variety of ways to better meet the learning needs of our employees.   
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Supporting GoverNEXT – Deputy Darrow Challenge 
 
In September 2013, GoverNEXT tabled a report recommending ten areas of focus they felt would 
address the challenge issued to them by Deputy Darrow on how to make the Nova Scotia Public Service 
a better place to work.   
 
In response to these recommendations, the Organizational Effectiveness team of the Public Service 
Commission created an action plan with initiatives that will support the development of early career 
employees.  Implementation of many of the initiatives has begun and includes the addition of a 
dedicated Career Development Consultant who will provide career counselling, workshops, programs 
and resources; the establishment of a formal mentorship program; the coordination of the MPA 
internship program; and the creation of a revised new employee orientation program including online 
and classroom content. 
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5.0 Report on Disclosure of Wrongdoing   

Annual Report under Section 18 of the Public Interest Disclosure of Wrongdoing Act 
 
The Public Interest Disclosure of Wrongdoing Act was proclaimed into law on December 20, 2011.   
 
The Act provides for government employees to be able to come forward if they reasonably believe that 
a wrongdoing has been committed or is about to be committed and they are acting in good faith. 
 
The Act also protects employees who do disclose from reprisals, by enabling them to lay a complaint of 
reprisal with the Labour Board. 
 
A Wrongdoing for the purposes of this Act is: 
 

a. A contravention of provincial or federal laws or regulations 
b. A misuse or gross mismanagement of public funds or assets 
c. An act or omission that creates an imminent risk of a substantial and specific danger to the life, 

health or safety of persons or the environment, or 
d. Directing or counseling someone to commit a wrongdoing 

 
During the 2013-2014 fiscal year, the Public Service Commission did not receive any disclosures of 
wrongdoing to report.  
 

Information Required under Section 18  of the Act Fiscal Year 2013-2014 

The number of disclosures received 
 

Nil 

The number of findings of wrongdoing 
 

n/a 

Details of each wrongdoing   
 

n/a 

Recommendations and actions taken on each wrongdoing   
 

n/a 

 
 
 


