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As the minister responsible for the Public 
Service Commission, I am pleased to share 
the 2020–21 Moving Toward Equity report  
for the Government of Nova Scotia. 

Meaningful action on equity, diversity, and 
inclusion is a priority within the Nova Scotia 
public service.

A public service that represents – at all 
levels – the voices, talents, and unique 
perspectives of Nova Scotia’s diverse 
communities will make better decisions and 
develop more responsive programs and 
services for all Nova Scotians.

This is more important than ever as 
our province experiences new levels of 
population growth – and our demographics 
are increasingly more diverse.

The Public Service Commission provides 
corporate leadership and support on equity, 
diversity, and inclusion through All Together: 
An Action Plan for Diversity and Inclusion in  
the Public Service 2019-2024. 

This plan launched in March 2020 at the 
outset of the global pandemic. Many 
events through 2020 and 2021 were a 
stark reminder that systemic racism, 
discrimination, and intolerance are still 
very present in our daily lives and in our 
institutions, and that we must continually 
refocus and strengthen our efforts.

All Together builds on the foundations of 
government’s	first	strategy,	Raising the Bar 
2014-19.	That	first	five-year	strategy	was	a	
catalyst for a wide array of activity across 

government and within departments – 
including policies and programs; education, 
awareness, and celebration; mandatory 
training and other learning and development 
opportunities; conferences, employee 
networks, roundtables, committees,  
and much more.

Through the All Together strategy, we’re 
taking this work to a new level, with a strong 
focus on accountability, senior leadership, 
and building diversity in the senior leadership 
of the public service.

The Moving Toward Equity report provides 
a	range	of	activity	in	the	2020–21	fiscal	
year across departments, various diversity 
committees, and employee networks.  
It shows that while we’re making progress, 
we have more work to do. 

We look forward to reporting back next year 
in a new format. I want to thank all of you – 
the individuals, committees, departments, 
agencies, employee networks, and leaders 
across government – for your enthusiasm, 
commitment, and contributions to our 
collective efforts within the public service, 
and in Nova Scotia.

Hon. Colton LeBlanc 
Minister of the Public Service Commission 

Message from Minister
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The Government of Nova Scotia’s 
Employment Equity Policy supports 
government’s goal of being a diverse 
workforce that is representative of the 
population it serves. In Nova Scotia, 
employment equity efforts seek to  
achieve equitable representation of four 
designated employment equity groups: 
Indigenous People, persons with disabilities, 
African Nova Scotians and other racialized 
persons, and women in roles in which they 
are under-represented. While an important 
focus is placed on the four employment 
equity groups, the government recognizes 
and values diversity in all its forms,  
including sexual orientation and gender 
identity. The government is committed to 
preventing and removing the systematic 
barriers to employment and advancement 
that are experienced by members of  
equity-seeking groups.

This report reflects the efforts and 
accomplishments from 2020–21.   
It is important that we recognize and 
acknowledge that we are not as far as 
we would like to be in dismantling the 
systematic barriers that still exist for 
our current and future employees. The 
Government of Nova Scotia is committed 
to providing a workplace that is free of 
discrimination, is culturally aware and 
responsive, values diversity, strives to 
be inclusive, and provides equitable 
opportunities.

Organizations that are more diverse 
and inclusive support greater employee 
engagement and enhanced productivity. 
This report provides an update on the 
government’s actions and activities toward 
achieving employment equity in the public 
service	for	the	2020–21	fiscal	year.

  

Introduction 
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Nova Scotia Population

Nova Scotia’s population grew by 10,931 
residents, or 1.11 per cent, reaching a high  
of 982,931 as of April 1, 2021. 

Nova Scotia’s labour force increased by 
11,800 as of March 2021 to 510,700, 
meaning those who were 15 years of age 
and over, and were employed or unemployed 
and looking for work during the survey 
reference week.

Designated Groups

African Nova Scotian refers to any Nova 
Scotian who chooses to declare African 
ancestry, regardless of how long they have 
lived here and how much African ancestry 
they can declare.

The	Employment	Equity	Policy	defines	
persons with disabilities as persons who 
identify or believe that an employer or 
potential employer is likely to consider that 
the workplace environment may create a 
barrier. These barriers must be due to a 
long-term or recurring physical, mental, 
sensory, psychiatric, or learning impairment, 
whether or not the disability can be seen/
recognized by others. The United Nations 
Convention on the Rights of Persons with 
Disabilities recognizes the right of persons 
with disabilities to work on an equal basis 

with others. This includes the right to the 
opportunity to gain a living by work freely 
chosen or accepted in a labour market and 
in a work environment that is open, inclusive, 
and accessible to persons with disabilities.

Racialized	persons	are	defined	as	those	who	
self-identify as other than Indigenous People 
and who are non-Caucasian in race or non-
white in colour, according to the Government 
of Nova Scotia’s Employment Equity Policy.

The Province of Nova Scotia’s Employment 
Equity	Policy	defines	Indigenous	or	
Aboriginal people as persons who identify 
themselves as status Indian, non-status 
Indian, Inuit, or Métis.

The most current language uses the term 
“Indigenous” with the understanding that it 
is a broad term encompassing many distinct 
groups and sovereign nations within Canada. 

Women in occupations or positions where 
they are under-represented in the workforce 
are considered a designated group.

The table below outlines the percentages 
of people in the Nova Scotia labour force 
who	identified	as	a	member	of	one	of	the	
four designated employment equity groups, 
according to statistics collected by the 
federal government.

Demographic Information 
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Designated Group
Nova Scotia’s  
Labour Force

Indigenous People    2.39%

Visible Minority    5.91%

Black    2.13%

Persons with Disabilities  

(ages 15–64)
17.82%

Women 49.7%

This number is a representation of women in  
the Nova Scotia labour force but does not reflect specific 
under-represented roles, data for which is currently 
unavailable.

The Nova Scotia Public Service

As of March 1, 2021 there were 11,771 active 
employees. Note that this count excludes 
employees working with outside agencies, 
MLAs, Judges, and board members. 

Normally, when we speak of positions in 
government, we speak in terms of full-time 
equivalencies (FTE). The FTE estimates are 
a	financial	measure	of	what	government	is	
spending	on	staffing.	The	2020–2021 FTE 
estimate for government was 10,629.5. The 
FTE estimates show the total number of 
approved funded positions each department 
has to meet for its business plan objectives 
in the coming year. For the purpose of this 
report, we also use the number of FTEs 
to better understand who is working in 
government. It is important to note several 
people may occupy one FTE position. For 
example, three seasonal employees who 
each work four months equals one FTE.

Government Workforce Census 

The table below outlines the representation 
of the four designated employment equity 
groups based on those who completed 
the 2020 Count Yourself In! census. The 
workforce census was voluntary, and 
employees could choose not to complete  
the survey or not to self-identify as a member 
of a designated group. The response rate  
for the 2020 Count Yourself In! census was  
51	per	cent.	This	has	been	identified	as	a	
limitation and updated methods of data 
collection are being considered. 
 

Designated Group
Nova Scotia  
Public Service 
(2020)

Indigenous People  3%

African Nova Scotians  3%

Racialized Persons 
(including Black)

 5%

Persons with Disabilities 11%

Women 58%*

*This number is a representation of women in the Nova 
Scotia public service but does not reflect specific under-
represented roles, data for which is currently unavailable.

Source: Count Yourself In! workforce census – 2020.
Refer to the appendix for definitions.
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The following table compares the Nova Scotia 
labour market availability of designated 
groups to the representation of these groups 
in the Nova Scotia public service. Data is 
based on information collected in the  
Count Yourself In! workforce census.

Designated 
Group

Nova Scotia  
Labour  
Force

Nova Scotia  
Public 
Service

Indigenous   2.39%   3%

Black   2.13%   5%

Immigrant/
Newcomer

  8.3%  10%

Persons with 
Disabilities

17.82%  11%

Women 48.7% 58%

* The figure for the Immigrant/Newcomer group is a  
three-month moving average unadjusted for seasonality  
as of March 2021.

* Ages 25 to 64 only; 17.82% of 2017 Nova Scotia labour 
force from Canadian survey of disability reported a 
disability, multiplied by the 405,200 persons aged  
25-64 in the March 21 labour force

 
Indigenous People continue to be 
under-represented in the public service. 
Recruitment and hiring guidelines 
for Indigenous Persons have been in 
development, and we continue to work with 
Indigenous communities to help remove 
barriers in recruitment and selection 
processes, training and development, 
fair hiring policies, and other areas to 
increase representation in the Nova Scotia 
Government. Government continues to work 
with our Mi’kmaq partners on important 
initiatives, such as Treaty Education. 

The federal government does not collect 
labour force statistics on African Nova 
Scotians and racialized persons (including 
Black)	specifically,	so	it	is	not	possible	to	
draw a direct comparison to determine 
equitable representation. Senior leadership 
and management in the public service 
lacks representational diversity from certain 
designated groups, including Indigenous 
People, African Nova Scotians and racialized 
persons and persons, with disabilities. 
Strategies to address career progression 
have included targeted leadership 
development training, talent management 
programs, and increased engagement with 
the designated groups. 

There is currently under-representation of 
persons with disabilities in the Nova Scotia 
public service, meaning there is still work 
to do to achieve equitable representation 
at all levels, especially at the manager and 
senior leader levels. Work continues with 
our partners at the Accessibility Directorate, 
Nova Scotia Disability Employee Network 
and other departments to ensure an 
accessible, inclusive work environment 
for employees and potential employees 
with disabilities. Government is developing 
accessibility standards in six areas: Built 
Environment, Education, Transportation, 
Goods and Services, Communication, and 
Employment. The Employment Standard 
Development Committee membership was 
announced in fall 2021. This committee 
is responsible for helping to make 
recommendations to the Minister of Justice 
on creating and implementing a proposed 
standard for employment, with the goal of 
making sure persons with disabilities have 
equitable access to employment. 
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The Government of Nova Scotia will play a 
lead role in implementing these standards, 
once developed. 

Although many departments demonstrate 
proportional gender representation or a 
greater representation of women, there are 
some departments where women are under-
represented. Transportation Infrastructure 
and Renewal, and Lands and Forestry 
are predominantly male-represented 
departments, ranging from 55 per cent 
to 72 per cent male. Regarding staff 
distribution, almost 70 per cent of Nova 
Scotia Government and General Employees 
Union (NSGEU) membership identify as 
female, while only 7 per cent of Canadian 
Union of Public Employees (CUPE) 
membership is female. 

*8 per cent of the civil service is made up from  
CUPE, and 67 per cent of the civil service is made  
up from NSGEU. 
 
Immigrants/newcomers make up 8.3 per 
cent of the Nova Scotia labour force and 10 
per cent of the public service. While we don’t 
have accurate data, we know there is a lower 
percentage of racialized employees, which 
would include immigrants and newcomers, 
in manager and senior leadership roles.

Workplace Culture – Employee 
Survey Results

How’s Work Going? is a survey conducted 
every two years by the Public Service 
Commission (PSC) to measure employee 
engagement. Employees are asked 
questions relating to their job, well-being, 
opportunities, and leadership. Due to the 
COVID-19 pandemic, the How’s Work 
Going? survey was postponed and will be 
implemented in the spring of 2022. To 
learn about the results of the 2019 How’s 
Work Going? survey, follow this link 
2019 How’s Work Going - Corporate Results.  
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Each year, departments are asked to submit 
a report on their initiatives/activities.  
The department initiatives as listed below 
are from the 2020–21 Departmental 
Employment Equity Reports, as of 
August 2021. The breadth and scope of 
the initiatives/activities undertaken by 
departments will vary and are dependent 
on capacity in each department. Several 
departments now have a person dedicated 
to advancing their own equity, diversity, 

inclusion, and belonging efforts, and, as such, 
those departments will have more initiatives/
activities than others, as outlined below. 
Where there was no information provided 
or initiatives are currently in development, 
departments were not able to provide an 
update at the time of the report submission.

Note: Some department names have changed 
since the new government took office in  
August 2021, following the provincial election. 

Department of Agriculture / Department of Fisheries and Aquaculture

Senior Leadership Accountability 

The department’s diversity work team is championed by the deputy minister,  
and supports the promotion of employment equity and inclusion; communication, 
education, and awareness; and striving to have the diversity of our workforce  
reflect Nova Scotia’s diverse populations.

A Diversity and Inclusion Proclamation was signed by the department’s executive 
team, including the deputy minister.

Barrier	Identification/Solution

The department continued to implement changes in response to the 
recommendations	in	the	Office	of	the	Auditor	General	May	2019	report,	including	
working with the PSC to develop a corporate methodology to remove employment 
barriers for designated employment equity groups.

Measurement of Progress and Effort

In 2020–2021, four of thirty accepted job offers (13%) in the Department of 
Agriculture and six of twenty-four accepted job offers (25%) in the Department of 
Fisheries	and	Aquaculture,	were	self-identified	employment	equity	candidates.	

One of the positions in the Department of Agriculture was designated for a  
Mi’kmaw applicant. 

Department Initiatives 
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Office of Equity and Anti-Racism Initiatives

Measurement of Progress and Effort

Engaged two Black youth from Transportation and Active Transit’s corporate Black 
Youth Development and Mentorship Program for the summer of 2021. These  
youth	worked	with	the	office	to	engage	other	youth	in	conversations	about	 
diversity topics, for example, mental health and addictions, business development, 
and Afrocentric schools.

 

Department of Communities, Culture and Heritage (CCH) 

Senior Leadership Accountability 

The Director of Community Outreach and Inclusion is co-chair of the Equity Diversity 
Inclusion & Leadership committee and a member of both the CCH executive 
leadership team and the CCH senior leadership team. 

Leadership Development

Cultural Competency for Leaders training was provided to the CCH leadership 
team and program managers in February 2020. The training covered unconscious 
bias, privilege, and tips to ensure that equity, diversity, and inclusion are considered 
throughout CCH’s work.

Barrier	Identification/Solution	

CCH has designated positions throughout the department, including leadership 
positions to help address under-representation within various levels of the department.

CCH employs the use of diverse panel members on hiring panels and tracks 
employment equity trends using the Count Yourself In census tool.  

Measurement of Progress and Effort 

CCH posted 42 competitions in 2020–21. Of the 2,828 applicants who applied for 
these	CCH	jobs,	almost	40	per	cent	(1,104)	self-identified	as	employment	equity	
candidates (Aboriginal, African Nova Scotian, racially visible persons, or persons 
with a disability).

Out of 38 job offers that were accepted in 2020–21 for the competitions posted, 
20	of	those	offers	were	accepted	by	individuals	who	self-identified	as	employment	
equity applicants (52%). 
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Communications Nova Scotia (CNS) 

Senior Leadership Accountability 

Communications Nova Scotia’s (CNS) Diversity and Equity Advisor was reassigned 
to	the	new	Office	of	Equity	and	Anti-Racism	Initiatives	part	way	through	the	year.	
The advisor continues to support CNS on its initiatives, however, the agency is 
considering	a	full-time	resource	for	this	work,	as	well	as	the	accessibility	file.

Leadership Development 

Diversity, inclusion, employment equity, and accessibility are guiding principles  
in planning senior leadership training. The upcoming CNS Diversity and Inclusion 
Plan	2021-24	will	include	a	specific	budget	for	diversity,	inclusion	and	accessibility	
training across the agency.

All senior staff are expected to be familiar with, and use, available diversity tools, 
policies, and guidelines. In 2021, as one example, microaggressions was the  
agenda item for a senior team meeting. 

Barrier	Identification/Solution	

CNS	continues	to	be	a	supporter	and	beneficiary	of	the	Department	of	Community	
Services’ Inspiring Success Program – a program that supports marginalized  
Nova Scotians in gaining valuable government work experience.

A dedicated Diversity and Equity Advisor has worked across the agency to assess 
and elevate CNS’ efforts to create a more diverse and inclusive workplace. 

Measurement of Progress and Effort 

CNS held 10 job competitions in 2020–21, with one third of all applicants (33%) 
identifying themselves as belonging to one or more designated employment  
equity groups.

In 2020–21, half of the individuals who received and accepted job offers at  
CNS	(5	out	of	10	jobs)	self-identified	as	employment	equity	applicants.		

CNS was successful in designating a director position in 2020–21 and will  
continue to look for other opportunities to designate positions.
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Department of Community Services (DCS)

Senior Leadership Accountability 

All directors and executive participated in an anti-Black racism leadership education 
series, focused on anti-Black racism, allyship, and Afrocentric perspectives.

DCS developed an anti-Black racism policy that was launched on April 6th and was 
supported by an education campaign, followed by a related e-learning module that 
was completed by over 1300 staff. Executive directors are holding workshops with 
their directors to explore each division’s role in applying the policy to their work.

Leadership Development 

In 2020, the department’s 150 managers, directors, and executive participated in a 
week-long online leadership forum focused on diversity, equity and anti-Black racism.

Through 2021 directors will cascade an anti-Black racism workshop to their 
managers, and managers to supervisors. Other training designed to support the 
anti-Black racism policy will continue throughout 2021-22, including coaching for 
supervisors and managers, and a session for managers on progressive discipline.

Barrier Identification/Solution 

The Disability Support Program (DSP) implemented an employee referral incentive 
that was offered to African Nova Scotian community organizations that referred 
potential employees to DSP residential service providers, who are subsequently 
hired and remain with the organization for six months.

A network of African Nova Scotian employees meet on a regular basis with the 
Executive Director of Inclusion, Diversity, and Community Relations to discuss 
issues of anti-Black racism. The executive team consulted this group when 
establishing a series of learning sessions for leaders.

Measurement of Progress and Effort 

Since 2019,  the department designated 16 positions. The Executive Director of 
Diversity, Inclusion, and Community Relations is a designated position unique to DCS.

Overall, there were 266 job offers accepted in 2020–21, 79 of which were accepted 
by individuals who identified as employment equity candidates. 

The new Youth Outreach Program in Kentville is now funded to have a designated 
African Nova Scotian youth outreach worker.  
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Department of Education and Early Childhood Development (EECD)

Barrier	Identification/Solution	

The Anti-Racism Anti-Discrimination Leadership Module working group and 
developmental	teams	were	established	and	first	voice	consultations	were	held	to	
inform, develop, and design the module. The module provides mandatory training 
to education leaders, internal and external to the EECD, to identify, respond to, and 
eliminate racism and discrimination.

Measurement of Progress and Effort 

The department posted 44 competitions in 2020–21. There were a total of 1,972 
applicants	and	762	identified	as	employment	equity	applicants.

Thirty-seven job offers were accepted in 2020–21, and 12 out of 37 were accepted 
by	individuals	who	self-identified	as	employment	equity	applicants.	

Two designated positions, one of which was at the management level, were created 
in 2020–21. 

EECD ensures a diverse hiring committee is in place for leadership interviews.

 

Department of Energy and Mines 

Senior Leadership Accountability

The department’s diversity committee is championed by the deputy minister.  
There is one executive director on the committee, and the committee is actively 
recruiting members of the leadership team.     

Barrier	Identification/Solution	

The department operates an Internal Diverse Hiring Panel Program, which is  
made up of employees from the department who self-identify as a member  
of one or more of the employment equity groups. Participating employees receive 
training and may be asked by managers to participate in a hiring panel.

Since its creation, the Internal Diverse Hiring Panel Program has been accessed 
thirteen times. In 2020–21 it was accessed eight times.
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Environment and Climate Change 

Senior Leadership Accountability 

Two workshops were held in 2020–21 with the senior leadership team and the 
department’s Diversity and Inclusion Committee to develop diversity and inclusion 
goals for the department.

An updated diversity and inclusion commitment statement was issued in 2020–21.

Leadership Development 

All mandatory training related to diversity is required and forms part of our learning 
paths for managers and directors.  

Measurement of Progress and Effort 

The department currently has three designated positions.

 

Department of Finance and Treasury Board 

Senior Leadership Accountability 

Ongoing discussions held at the department’s senior management meetings 
to discuss issues of diversity, inclusion, and employee well-being. Leadership is 
committed to capacity building among themselves and managers, leading by example.  

Created a new employment equity form that tracks diversity at each stage of the 
recruitment process. The form was developed in consultation with the Public Service 
Commission, senior management, and Diversity Round Table representatives, under the 
oversight of the deputy and associate deputy ministers. 

Barrier	Identification/Solution	

In	fiscal	year	2021-22,	the	PSC	officially	launched	an	online	version	of	the	Diversity,	
Inclusion and Employment Equity (DI&EE) course, as well as a new Diversity for 
Leaders	e-course.	Moving	these	courses	online	alleviates	an	identified	barrier	for	
in-person sessions. The next annual report will provide data on completion rates for 
the diversity e-courses.

Measurement of Progress and Effort 

The department implemented the employment equity form in October 2020. In 
fiscal	year	2020–21,	data	on	38	positions	were	collected.	Of	those,	approximately	
half	of	applicants	identified	as	employment	equity	(EE)	candidates.
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Department of Heath & Wellness (DHW)

Senior Leadership Accountability 

The DHW executive committed to ensuring performance planning and development 
discussions are being held for all employees and moving to established targeted 
diversity and inclusion goals.

Leadership Development 

All department’s leadership staff attended diversity and inclusion training for 
leaders. In addition, executive members were asked to read White Fragility by Robin 
DiAngelo.

Barrier	Identification/Solution	

The deputy minister and associate deputy ministers met with the DHW Black/
African Nova Scotian employees to discuss systemic barriers and concerns. 

Further engagement informing tangible actions will be carried out through the new 
Equity and Engagement Division as part of the department’s Equity Strategy.

Measurement of Progress and Effort 

Between August 2020 and March 2021, the department designated six equity positions.

Executive teams continue to develop hiring goals to help diversify leadership. 

There	is	dedicated	funding	specifically	for	diversity	training	and	initiatives.
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Department of Immigration and Population Growth (NSIPG) 

Senior Leadership Accountability 

The senior leadership team have incorporated equity, diversity, and inclusion goals 
into their performance plans.  

The Diversity and Equity Committee includes senior management staff and has a 
mandate to develop, promote, and deliver diversity events and learning opportunities 
to NSIPG employees.

Leadership Development 

Several NSIPG managers participated in Labour and Advance Education’s Inclusive 
Leadership Program from April to June 2021 – a 13-week program that provided 
an in-depth and practical guide to building awareness, appreciation, action, and 
accountability regarding inclusion.  

Senior staff work to continually monitor employment systems to identify and 
remove barriers in employee recruitment processes that could negatively impact 
members of designated groups.  

Barrier	Identification/Solution	

Organized sessions with experts on diversity and inclusion, and sessions with 
leaders and educators from marginalized and racialized communities, expanding 
opportunities for staff to learn from diverse perspectives and cultures. 
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Department of Justice 

Senior Leadership Accountability 

The department’s diversity lead has been part of the senior leadership table  
since 2019 and presents regularly on various equity, diversity, and inclusion 
(EDI) topics.  

Leadership Development 

The department intentionally set a goal to nominate 25 per cent equity staff in  
the Leadership Development Program for African Nova Scotians, Indigenous,  
Persons with disabilities, and women in under-represented roles. The department 
surpassed its goal.

Barrier	Identification/Solution	

Managers	have	identified	various	barriers	to	recruiting	designated	candidates.	

Each division of the Department of Justice created an EDI Efforts and Achievement 
Tracking Plan. Each plan includes designating positions, using diverse hiring panels 
during interviews, using the department’s master list to reach equity seeking 
communities, using PSC hiring tools, and identifying barriers to entry through 
various means.  

Measurement of Progress and Effort 

The department has designated positions at management levels to increase 
diversity. This has led to more than 30 per cent of employment equity representation 
at senior leadership and a growing number of directors and managers across  
the department. 
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Department of Labour and Advanced Education (LAE) 

Senior Leadership Accountability 

Members of the executive leadership team (ELT) serve as champions for both 
the Organizational Health and Diversity and Inclusion committees and were 
instrumental in hiring the Director, Equity and Belonging at LAE in 2020–21.

The department’s lead is a member of the department’s ELT, ensuring that EDI 
matters are consistently brought to and discussed by departmental leadership.

Leadership Development

Developed an Inclusive Leadership Program open to all managers, directors, and 
senior leadership. It is expected that every leader in the organization will have 
completed the program within two to three years.

In January 2021, LAE hired a Director, Equity and Belonging, a designated position 
that reports directly to the ADM. The director is developing programs that aim to 
support equity-seeking employees advance their careers as well as introducing 
programs that will help all managers embed effective EDI principles and practices.

Barrier	Identification/Solution	

An analysis of existing designated positions in LAE, including suggestions on 
where additional positions could be designated, was done in 2020–21. This is a 
continuous process for the department as we continue to prioritize EDI. 

LAE’s Diversity and Inclusion Committee has a seat on the department’s 
Organizational Health Committee, is a member of PSC’s Diversity Roundtable  
and is working collaboratively with the Director, Equity and Belonging.

Measurement of Progress and Effort 

An analysis of existing designated positions in LAE, including suggestions on  
where additional positions could be designated, was done in 2020–21. 

Occupational Health & Public Safety division recently designated two positions,  
both	of	which	will	be	filled	in	the	first	half	of	2021-22.
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Lands and Forestry (L&F) 

Senior Leadership Accountability 

Executive and directors participated in a Global Diversity and Inclusion Benchmarks 
session in December 2020.

Leadership Development 

A high-level department training plan for the leadership team is included in the  
L&F Implementation Plan of the All Together Strategy. 

Employment equity staff are encouraged to take leadership training (such as  
PSC courses, university courses) and short-term acting positions for professional 
development.

Barrier	Identification/Solution	

Some staff participated in the Canadian Interagency Forest Fire Centre Equity, 
Diversity and Inclusion Engagement Initiative, gaining experience and information to 
share within the department.

Measurement of Progress and Effort 

Data on diversity and employment equity hiring practices are collected and  
charted quarterly.

Of	data	collected	for	seventeen	positions	filled,	five	successful	candidates	were	
employment equity (29 per cent). Hired youth participating in the Black Youth 
Development and Mentorship Program, led by the Department of Transportation 
and Active Transit, Summer 2021.
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Office of L’nu Affairs (OLA)    

Barrier	Identification/Solution	

Employees organized, attended, and promoted (virtual) events in the province which 
encourage	an	understanding	of	cultural	differences.	Specifically,	OLA	supported	
events to promote and celebrate Mi’kmaq culture and history throughout Mi’kmaq 
History Month. 

Measurement of Progress and Effort 

OLA has begun designating positions for Mi’kmaw applicants. This practice has 
proven most valuable in identifying candidates to work at OLA, and other interested 
candidates who have been referred to other government departments and agencies 
for employment.

OLA has one designated position and anticipates more.

 

Municipal Affairs and Housing

Leadership Development 

Directors, managers, and supervisors are highly encouraged to participate in new 
diversity and inclusion training modules. 

Barrier	Identification/Solution	

DMAH Diversity Committee was created, adopted clear terms of reference, and 
began work on a diversity and inclusion plan for the department.

Continued to attend Diversity Roundtable meetings throughout the year to meet 
other diversity advocates across departments and gain knowledge to better address 
diversity in our workplace. 
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Public Prosecution Service (PPS)  

Leadership Development 

The “blanket exercise”, which teaches the history of Indigenous Peoples, was 
completed by all crowns, executive and support staff managers.

Barrier Identification/Solution 

PPS Equity, Diversity, and Inclusion Committee co-chairs issue regular internal email 
updates on EDI matters, training opportunities, and promote celebrations focused 
on enhancing and embracing diversity and inclusion.

Developed of an internal cultural competency training survey, for launch in 2021, 
to determine baseline, assess needs, and reassess the PPS Cultural Competency 
Training Plan.

Measurement of Progress and Effort 

Obtained funding to hire an articled clerk for the PPS from the Schulich School  
of Law Indigenous Blacks and Mi’kmaq Initiative (IB&M). The year 2021 marks the 
second year of hiring an articling clerk.

Articled clerks from diverse groups and the IB&M Initiative are mentored by  
senior crown attorneys in criminal law.

In 2020, the PPS hired a summer intern from the IB&M Initiative.

Used appointment, mentoring, and training of per diem crown attorneys from 
designated groups as an additional recruiting method to offer prosecution experience.
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Office of the Premier   

Leadership Development 

Executive	Council	Office	provided	an	employment	equity	employee	with	the	
opportunity to pursue a career in leadership through the Royal Roads program – 
Master of Arts in Leadership.

Measurement of Progress and Effort  

The	offices	continue	to	partner	with	New	Leaf	Enterprises	to	employ,	on	a	casual	
basis, an individual with a disability.  

 

Department of Seniors 

Senior Leadership Accountability 

The department’s deputy minister was the champion for the Immigrant  
Newcomer Network.  

Barrier	Identification/Solution	

Conducted research and provided policy advice to government on matters  
and issues related to aging and older Nova Scotians. 

Measurement of Progress and Effort 

The department’s present staff complement is evidently diverse with over  
two thirds being women, and 30 per cent from racially diverse communities.
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Service Nova Scotia and Internal Services 

Senior Leadership Accountability 

Senior leadership initiated a series of Dialogue for Change conversations with African 
Nova Scotian employees from the department, focused on listening to learn, creating 
safe workplaces for Black employees and other employees of colour, recruiting/
interviewing/career advancement, as well as creating space to listen and learn about 
Black community members.   

Leadership Development 

Added several new service categories to the Management Business Services 
standing offer related to Diversity, Equity, and Inclusion leadership coaching.  
SNS-IS	wants	to	support	our	leaders	to	develop	competence	and	confidence	in	
having	difficult	conversations	about	racism	and	bias.		Part	of	this	includes	providing	
coaching support.   

Barrier	Identification/Solution	

At SNS-IS, hiring managers access the Diverse Hiring Panel on a regular basis  
and recruit team members from equity groups to participate on interview and 
selection panels.

Measurement of Progress and Effort 

SNSIS currently has seven designated positions across the department that 
are	either	filled,	or	in	the	process	of	being	filled.
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Department of Transportation and Active Transit (TAT)  

Leadership Development 

Mandatory training has taken place as well as enhanced training on inclusive 
leadership with an outside consultant.

Supported employment equity candidates in pursuing leadership training as well as 
financial support for education with a return-to-service agreement. 

Measurement of Progress and Effort 

The Black Youth Development and Mentorship Program (BYDMP) initiative was 
developed for Black youth across Nova Scotia. The program provided summer 
employment opportunities for students in grades 11 and 12.

Eighteen students were hired by TAT, and 35 other students were placed across 
a variety of government departments for the eight-week summer employment 
experience.
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Nova Scotia Government has a leadership 
role to play in the province’s goal of being 
fully accessible by the year 2030. The 
Accessibility Directorate is responsible 
for administering the Accessibility Act 
and advancing disability issues within 
government, but all departments have 
a role to play in the work toward the  
public service and Nova Scotia being  
fully accessible. Many departments have 
begun to advance accessibility within the 
workplace by removing and preventing 
barriers to employment equity for persons 
with disabilities. Some highlights from  
2020–21 are below: 

Department of Communities,  
Culture and Heritage

Nova Scotia Public Libraries recognize 
that a culture of accessibility education 
and awareness is key to being inclusive 
and advancing accessibility. The Provincial 
Library worked with the nine regions which 
collaborated to develop a Joint Accessibility 
Framework that establishes a shared vision, 
goals, and commitments to remove barriers 
to accessibility, including employment 
barriers. The framework was developed in 
consultation with stakeholders who have a 
disability and/or organizations that represent 
persons with disabilities. 

Communications Nova Scotia (CNS)

CNS is leading the transition to a more  
user-centric government of Nova Scotia 
website, with international accessibility 
standards built into the development of  
beta.novascotia.ca. This work has included

• descriptive titles for search and  
screen readers

• improved navigation 

• better readability and responsiveness  
to many devices

• one clear task per page

• contrast for better readability

• PDF details to help identify the  
downloadable content

The goal is to provide an equivalent user 
experience for everyone.

Department of Justice

The Accessibility Directorate meets 
regularly with all eight departments that 
have commitments under the 2018-21 
Government of Nova Scotia Accessibility 
Plan and coordinates quarterly updates 
on these commitments. In 2020–21, 
the directorate was invited to join three 
departmental accessibility working groups. 
The directorate supports departments 
delivering presentations, providing advice, 
sharing accessibility policy research, 

Accessibility
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and fostering information sharing and 
collaboration. The directorate also continues 
to actively support all departments in 
advancing accessibility across government 
through the Interdepartmental Committee 
on Accessibility. Membership includes 
representatives from the department, African 
Nova Scotian Affairs (ANSA), Status of 
Women,	Executive	Council	Office,	in	addition	
to those from the Accessibility Directorate. 

Transportation and Active  
Transport (TAT)

TAT developed an accessibility audit tool 
for use on government-owned and -leased 
spaces to evaluate accessibility compliance 
and requirements. The Accessibility Audit 
Handbook containing the current building 
codes and standards has been updated and 
supports the accessibility audit process on 
public buildings. The handbook was used 
in a pilot program where nine government 
buildings at locations across the province 
were audited.  The department has worked 
on an ongoing compilation of provincially 
owned and leased spaces, together with the 
creation of an accompanying database to 
catalogue and prioritize the assessment of 
buildings for accessibility compliance and 
retrofit	requirements.	There	is	also	a	funding	
request to the Finance and Treasury Board 
under development, to facilitate additional 
audits, design work, program development 
and an implementation plan to support 
departmental compliance and achievement 
of the accessibility mandate for all 
Government of Nova Scotia-owned buildings 
by 2030.

Employee Networks

A number of employee-driven networks have 
been established across government to 
support diversity and inclusion in the public 
service. Active participation in these groups 
provides opportunities for professional 
development in leadership, presentation 
skills, communication, teamwork, strategic 
thinking, budgeting, and event planning. 
The networks are supported by executive 
champions and diversity advisors. The 
following is a list of their accomplishments 
in 2020–21.

GoverNEXT

• Rebranded GoverNEXT’s logo and website, 
designed and created by GoverNEXT 
member Stephanie Strawbridge. 

• Sponsored career development training 
for	five	members	in	January	2021	through	
attendance of the What is Next in your 
Career program, provided by Susan 
Osborne of the PSC.  

• Held elections in October 2020, bringing 
executive team to six members, with all 
core roles staffed throughout the year.

• Administrated the Horizon Fund, in 
partnership with the Public Service 
Commission, which reimburses applicants 
professional development costs. In 2020, 
10 applicants were approved, with a payout 
just under $6,900.00. Half of awarded 
funds	went	to	recipients	who	self-identified	
as belonging to an employment equity 
group.
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• Partnered with NSDEN to present Holly 
Bartlett Memorial Award for 2020–21, an 
award given annually to an individual in the 
Nova Scotia Public Service who consistently 
demonstrates a commitment to leadership, 
positive mentoring, and continuous 
improvement of self and community.  

• Planned and hosted successful AGM 
in March 2021 with the theme, Growth, 
Innovation, and Embracing Your Career.

Immigration Newcomer  
Network (INN)

• INN executive team developed a 
business plan and budget for INN, 
based on our established goal areas 
including supporting the development of 
opportunities for advancement; providing 
peer support and support for career 
development; advocating and strategic 
partnerships; and highlighting the skills and 
potential of immigrants and newcomers 
through communications and awareness. 
Budget for the business plan was approved 
by DM Champions. 

• In spring 2020, twenty members 
participated in an INN panel presentation 
by Tracy Rands on the Diversity and 
Inclusion Strategy, and David Sévette 
on immigration.  

• Held INN member discussion on the All 
Together Strategy with Tracy Rands, 
through MS Teams in February 2021.

Nova Scotia Disability Employee 
Network (NSDEN)

• Launched PossAbilities Podcast 
(www.anchor.fm/ns-den), sharing candid 
conversations about disability issues.

• Held Invisible Disabilities Day. NSDEN, in 
partnership	with	the	Office	of	Workplace	
Mental	Health,	launched	its	first	live,	online	
event	featuring	a	first-voice	speaker	and	a	
panel discussion on invisible disabilities in 
the workplace.

• Collaborated with the 2020 Bi-Annual 
Diversity Conference Inclusion & 
Intersectionality: Black Lives Matter.  

• Collaborated with Nova Scotia League  
for Equal Opportunities (NSLEO) for a full-
day broadcast event during International 
Day of Persons with Disabilities, titled 
SHEroes Rising: The Spirit of Women  
with Disabilities.

• Hosted 2020 NSDEN Annual General 
Meeting, a virtual event featuring keynote 
speaker Spencer West and poetry by  
Anna Quon.

• Held multiple consultations on accessibility 
and user testing with various government 
offices.
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African Canadian Women in the 
Public Service (ACWPS)

• Developed and launched new strategic 
plan (2020–23). 

• Held Network Planning Day.

• Participated in the planning and execution 
of the Provincial Diversity Conference.

• Restructured executive to improve 
operational	efficiency	(including	the	
creation of new strategic roles).

• Held professional development workshops 
through	Lunch	and	Learn	Series	(briefing	
notes, social media, resumes, O365 
productivity tools).

• Held Power Hour Sessions – Knowledge 
Exchange and Inspiration (Speakers for  
the FY 20/21 were Sylvia Parris, Hope 
Bowden, Kristen Tynes).

• Shared member stories, employment 
opportunities, and support via the monthly 
ACWPS newsletter. 

• Conceptualized	five	new	strategic	projects	
to support the operationalization of the 
strategic plan. 

Pride Nova Scotia 

• The Pride flag raising occurred  
July 28, 2021.

• Participated in planning for the 2020  
online Diversity Conference.

• Offered Lunch and Learns, including  
one on AIDS/HIV and on the LGBT  
seniors archive.

Black Men’s Network

• Developed strategic plan which includes 
short- and long-term goals for the 
network around three key areas: Building 
Together, Connecting Together, and 
Supporting Together.

• Nominated and selected an executive  
of six members. 

• Nominated two network members to 
take part in the 2020–21 Leadership 
Development Program (successfully 
completed in June 2021).

• Hosted information and development 
sessions for members with other partners 
in the public service, including the Public 
Service	Commission	and	the	Office	of	
Workplace Mental Health.

• Hosted an in-person social gathering, 
following public health protocols.

• Continued to create networking 
opportunities and share employment  
and advancement opportunities among 
the membership.

• Continued to grow the network 
(currently 47 members).

L’nu Network

The L’nu Network is working on re-energizing 
the network. Planning sessions are being 
held to discuss the way forward. 
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Corporate Equity, Diversity and 
Inclusion (EDI) Team

The Corporate EDI Team has been working 
closely with departments, providing strategic 
counsel on the implementation of the All 
Together Action strategy, at the department 
level. Departmental consultations include 
an overall climate assessment and 
presentation of workforce data, guidance on 
employment equity goal setting, and support 
with implementation and action planning, 
including employment systems review and 
barrier	identification	work.

Most departments have completed the initial 
assessment phase and have established 
employment equity hiring goals. These 
departments include the departments of 
Justice, Community Services, and Service 
Nova Scotia, Internal Services, the Public 
Service Commission, Lands and Forestry, 
and many others. Other departments 
currently embarking on the implementation 
planning, including Justice, Community 
Services, Communities, Culture and Heritage, 
and Labour and Advanced Education. 

The EDI team has facilitated a train-the-trainer 
model to develop capacity in others to meet 
the demand and provide support and greater 
access and delivery of mandatory diversity 
and inclusion training for all employees. The 
team developed a version of the diversity and 
inclusion training tailored to leaders, which is 
currently being offered. Additionally, the EDI 
team developed anti-racism modules and 
facilitated anti-racism panel discussions in 
response to Black Lives Matter. 

The team continues to support initiatives 
such as Treaty Education, Truth and 
Reconciliation calls to action, Anti-Black 
Racism efforts and Count Us In - Nova 
Scotia’s Action Plan in Response to the 
International Decade for People of African 
Descent, the work of the Accessibility 
Directorate, and the planned implementation 
of Gender Based Analysis Plus (GBA+), a 
social equity lens that will be applied to all 
policy and program development across 
government.  In addition, the EDI team 
continues to provide advice and support to 
all the employee diversity networks.
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Creating an environment where all public 
service employees feel a sense of inclusion 
and belonging is important. An equitable, 
diverse, and inclusive public service 
allows us to deliver high-quality programs 
and services in a way that is culturally 
responsive and reflects the needs of all Nova 
Scotians. More than ever, we understand 
the importance of creating an environment 
where all public service employees feel 
a sense of cultural safety, inclusion, and 
belonging. 

The government continues our 
commitment to having a workforce that is 
equitable, inclusive, culturally aware and 
responsive, as well as free of racism and 
discrimination. One that values diversity 
and is representative, at all levels, of the 
population we serve. Having more women 
in under-represented positions, immigrants, 
Indigenous People, persons with disabilities, 
African Nova Scotians, and other racialized 
persons, at every level of the public service 
brings a range of diverse perspectives, 
fuelling innovation and progress.

The 2020–21 fiscal year helped reaffirm the 
government’s commitment to diversity and 
inclusion through departmental and network 
accomplishments and the implementation of 
the All Together corporate strategy.

While there have been many achievements 
to date, we also acknowledge there are 
barriers that remain and hinder employment 
and advancement in the public service for 
equity-seeking individuals.   

Moving forward, the focus will be 
on strategic planning, senior leader 
accountability, and systemic changes to 
ensure all public service employees and 
Nova Scotians feel included and supported 
by the Government of Nova Scotia.

 

Conclusion
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Corporate Diversity and Inclusion Definitions

Indigenous Peoples

Persons who identify as First Nation (status and non- status),  
Métis, or Inuit.

Persons with disabilities

Persons who, for the purposes of employment, identify themselves or believe 
an employer is likely to consider that the workplace environment may create a 
barrier due to a long- term or recurring physical, mental, sensory,  
hearing, neurological, psychiatric, or learning disability.

African Nova Scotian

A Nova Scotian who chooses to declare African ancestry, regardless of how  
long they have lived here and how much African ancestry they can declare.

Immigrant

Persons residing in Canada who were born outside of Canada, excluding 
temporary foreign workers, Canadian citizens born outside Canada, and  
those with student or working visas.

Racially Visible Persons

Persons, other than Aboriginal people or African Nova Scotians, who are  
non-Caucasian in race or non-white in colour.

Appendix






