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Overview

• Implementation of corporate HR plan, related to goal #2: to be a
preferred employer

• Anchored by principles such as fair hiring and our values: integrity, 
diversity, respect, accountability and the public good

• Strategies are presented as a menu– a menu of options for government 
to consider in support of its goal of being a preferred employer

• Requires a long-term perspective and acceptance that real change will 
take time and collaboration/partnerships among many stakeholders

• Effective attraction and retention requires a change in how government 
does business and a change in our culture



Why?

Here are just a few reasons…
• Ageing Canadian population

– Ageing baby boomers, low fertility levels and increased longevity–
available workforce shrinking in size

– Tighter competition for talent

• In Nova Scotia, we have fewer people, we’re older, and younger people 
are moving out of province.
– Population growth will, in large part, rely on immigration

• 50 percent of all new job growth in NS for the next 5 yrs will be in high-
skilled, higher education occupations

• Employee survey results
– Less than ½ of respondents indicated that they see a future for their 

career working with the Government of NS, will stay for the next 5 
years, and would stay  if offered a similar job with slightly higher pay 
elsewhere  



Purpose of the Framework

• Outline key attraction and retention strategies to be 
implemented over the next three-four years that will 
help government achieve its goal of being a preferred 
employer

• Clarify the core components of government’s attraction 
and retention framework in support of being a 
preferred employer

• Link activities that are already underway in the area of 
attraction and retention

• Encourage government to be proactive and plan for its 
future workforce needs

• Support government strategies like immigration, 
diversity, positive ageing and economic development



What do we want to achieve?

A few examples:
• Build capacity for government to prepare for future workforce needs; ex: 

– Further develop the skills and competencies of HR and Managers
– Improve our ability to recruit and select employees; provide updated 

tools to support departments with their staffing activities
– Support other government strategies like immigration, positive ageing, 

etc.
• Attract and retain skilled, diverse, and responsive public servants to serve 

the citizens of Nova Scotia
• Build employee engagement
• Increase public and employee awareness of career opportunities within 

government
• To be a preferred employer in Nova Scotia
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Components Drivers*

1. Competitive pay 
2. Work/life balance (healthy workplace)
3. Career advancement (career planning)
4. Competitive benefits 
5. Challenging work
6. Performance-based pay
7. Learning and development
8. Competitive retirement benefits
9. Caliber of co-workers
10. Organization’s reputation as a good 
employer

1. Organization retains the “right” people
2. Learning and development
3. Competitive pay
4. Managers understand what motivates 
team
5. Satisfaction with organization’s people 
decisions
6. Competitive retirement benefits
7. Senior management acts to ensure long-
term success
8. Fair compensation
9. Employee decision-making authority
10. Organization’s reputation as a good 
employer

Enablers
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*Drivers identified in a Towers Perrin report, 
“Winning Strategies for a Global Workforce”



Enablers 
Attraction

• Are we representative of the people we serve? 
• Do we have a pipeline of potential applicants to meet our future needs?
• Are we attracting the “right” people– competencies, values, etc.
• Do hiring managers (and HR) understand how to identify job requirements 

and effectively communicate those requirements to candidates?
• Are we effectively reaching out to our communities, promoting a career 

choice with the provincial public sector?
• Are citizens aware of how to find out about our opportunities?

Recruitment and Selection
• Is our hiring process effective (fair, open, transparent)? Efficient? 
• Do managers have the required skills and competency to hire the “right”

people?
• Do HR practitioners have the required skills and competency to guide the 

hiring process? 
• Are employees effectively oriented into their jobs?



Enablers 
Employee Recognition

• Do employees feel valued and recognized for the work they do?
• Do citizens understand the contributions that public servants make to 

our communities?
• Are employees formally recognized for their achievements?
• Do we have a supportive and encouraging work environment for our

staff?
• Do managers have the required skills and competencies to support and 

recognize employees?

Exit Management
• Do we understand why people leave the organization? 
• Do we have supportive structures in place to help people with 

transitions?



Attraction Strategies- Examples:

Communications and promotions (increasing awareness)

• Design, develop and implement promotional materials, like executive 
recruitment brochure and career ads

• Design, develop and implement a corporate careers website to provide 
information about career opportunities, culture, etc. for our employees and 
the public

• Design and develop presentation “deck” for use at career fairs and 
community outreach presentations

• Partner with diversity unit to conduct community outreach to diverse and 
immigrant community organizations

• Corporate employee orientation (welcoming culture)

• Design, develop, and implement a corporate employee orientation program 
for employees.



Attraction- Sources of Candidates
Students

Grades 1-12

College & 
University 
Students

Members of 
Designated 

Groups 
(incl. 

Immigrants)

Other Citizens:

Nova Scotia, 
Canada

Employees & 
Retirees

Objectives: Raise awareness about a career choice in public service, explain 
educational requirements, participate in work placements.  Tools: promotional 
materials, work placements, “Take your child to work day”, Junior Achievement, 
outreach strategies 

Objectives: Raise awareness about a career choice in public service, source 
candidates for internship, co-op and work placement opportunities.  Tools: Career 
Starts, promotional materials, summer and co-op employment

Objectives: Raise awareness about a career opportunities in public service,
source candidates, support hiring of diverse candidates.  Tools: Career Starts, 
Diversity Employment Initiatives, Affirmative Action Policy, Education Programs for 
HR and Managers, promotional materials, Fair Hiring Policy, Community Outreach, 
Partnerships, others…

Objectives: Raise awareness about a career opportunities in public 
service, source candidates.  Tools: promotional materials, Education 
Programs for HR and Managers, Fair Hiring Policy, Community Outreach, 
Partnerships, others…

Objectives: Internal movement, referrals and recommendations



Recruitment and Selection Strategies-
Examples:

• Fair hiring policy and related guidelines: review, develop and 
implement an updated fair hiring policy and related guidelines for managers 
and HR 

• Education for our HR practitioners and managers: design, develop, 
implement and evaluate education sessions to increase human resources and 
manager competencies related to staffing.  

• e-Recruitment practices: Increase efficiencies by moving to an 
automated, online system for managing competitions (job postings, resumes, 
candidate communications) and producing recruitment-related reports.  



Recognition Strategies- Examples:
Recognition framework: design, develop, implement and 
evaluate a recognition framework for government, outlining 
corporate components like the Premier’s Award of Excellence 
and Long Service Awards.  Include departmental components 
like Minister’s Awards and informal recognition activities.

• Premier’s Award of Excellence initiative: develop, 
implement and evaluate the Premier’s Award of Excellence 
recognition initiative, formally recognizing outstanding 
contributions and achievements of employees.

• Healthy workplace initiatives: link recognition efforts with 
initiatives underway as part of government’s commitment to 
healthy workplaces and a healthy, supportive culture
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HR Plan:

Attraction &
Retention

Framework

Healthy
Workplace
Framework

Corp 
Recognition 

Dept 
Recognition 

ACTIVITIES
i.e.

Premier’s Award of 
Excellence

Long Service Awards 
(25 & 35 years)

Provincial Public Service 
Week

Program-related Awards 
(tbd)

FORMAL ACTIVITIES
i.e.

Minister’s Awards
Staff Appreciation Awards

Long Service Awards 
(<25 years)

INFORMAL ACTIVITIES
i.e.

Employee Orientation
Bulletin Boards

Thank you cards
Monthly breakfast sessions
Spontaneous gestures of

appreciation

OUTCOMES:

Employees 
feel valued

Employees are 
proud

Employees are 
engaged

Performance 
improves

Goals and 
objectives are 
achieved

Organizational 
success

Retention of 
staff
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Exit Management Strategies-
Examples:

Exit management guidelines: design, develop 
and implement guidelines to HR regarding 
voluntary, involuntary and retirement leave 
processes Education: educate managers and HR 
about the exit processes.  

• Exit survey processes: implement exit survey 
process, and then analyze and communicate results 
from to help identify attraction and retention issues 
and patterns across government.   

• Flexible retirement options:  partner with 
other internal stakeholders to design, develop and 
implement flexible retirement options, providing 
retirees with options for gradually leaving 
government.



Monitoring and Evaluation

• Evaluation, monitoring and reporting of progress in attraction and 
retention should be included as part of government’s corporate human 
resources plan

• Measures can include:
– Employee intentions to stay with government and of government as a 

great place to work (source: employee survey)
– Employee and public perceptions of government as a preferred 

employer (source: employee survey and public perceptions research)
– Employee and public perceptions of access to job postings (source: 

employee survey and public perceptions research)
– Use of corporate orientation program in departments
– Use of exit surveys in departments
– Employee engagement score (source: employee survey)
– Turnover rates (source: SAP HR)
– # of community presentations (relates to outreach)
– # of applicants from designated groups 



Recent Successes…
• Here are just a few examples of recent successes in the area 

of attraction and retention…

• Premier’s Award of Excellence
– Inaugural awards presented on January 31st, 2006.  Visit 

www.gov.ns.ca/psc/recognition to learn more!

• Corporate Careers Website 
– Visit www.gov.ns.ca/careers to learn more!

• Recognition Learning Event
– Over 70 representatives from across government were 

brought together to share lessons learned, review key 
components to an employee recognition program, and 
identify critical success factors.  As one participant noted “I 
laughed, I learned, I networked and was inspired!”


