


































































































will a'so continue to maintain and update the toolkits for managers and staff so they can
participate in their annual performance appraisal/reviews.

Figure 5: Note: Professional (PR), Technical (TE), Clerical (CL), Administrative (AS), and
Management (MCP)

Outcome 3.4: Workforce that values employee differences

Description: Valuing Diversity is acknowledging that differences exist between people and, by
embracing these dfferences, our workplace becomes mor e representative of the communities we
serve.

Measure 3.4.1: Percentage of repeat calls from peoplein designated groups rdating to
diversity within the workplace

What does this measure tell us?

Monitoring our phone calls from people in designated groups hel ps us identify some of
the genera interests of these groups, both internally and externally. Monitoring the repeat
calls helps us understand the concerns that have either not been addressed the first time
they called, however it also helps us see the people who have had concerns addressed and
are calling back because they were comfortalle with the process. Monitoring canalso
help usto build relaionships with designated group members while at the same time
building awareness of our available programs and training.
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Wher e arewe now?

From October 2004 to March 2005 there were approximately 100 calls from internal and
external people from designated groups. The majority of these calls were from external
people that were calling in regards to the Diversity Talent Pool. Most of these calls were
addressed after the initial call.

Overall, we did nat find that there were alot of repeat phone calls. Of the repeat calls
most were clients calling in regards to the Diversity Talent Pool. They were often calling
to updated their resume, to check and see if there were any new positions coming up, to
simply state that they were still seeking employment, or to ask questionsin regards to
current posted positions.

Source: PSC Data - Diversity Management

Where do we want to go/bein the future?

Monitoring and evaluating our diversity programs and services offered to our dients will
help guide us to providing serviceexcellence. We will continue to monitor activity in dl
areas of diversity and address any concernsif they should arise. During the 2004-2005
fiscal year, we have been utilizing our website and promoting avareness through diversity
courses and job fairs. The goal in the future is to continue to be provide peoplein
designated groups with a comfortable, open and accessible environment for
communication.

Measure 3.4.2: Percentage of employees that are respectful of employee differences

What doesthis measuretell us?
This measure indicates employees perception of respect for employee differences in their
workplace.

Where arewe now?

In 2004, 59% of employees felt that employeesin their department are respectful of
employee differences. In 2005, this changed significantly when 70% of employees felt
that employeesin their department are respectful of employee differences.

Female respondents were more likely than male respondents to feel that their department
valued diversity and that employees were respectful of employee differences (2004
Survey: 64% female & 57% male, and 2005 Survey: 74% female & 67% male).
Employees with management responsibilities were consistently greater than supervisors
and employeesin their favourable responses (2004 - 63% & 2005 - 82%).

(Source: 2004 Employee Survey, Question 35 and 2005 Employee Survey, Question 44)
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Where do we want to go/be in the future?

Our target isto increase this percentage, which would indicate that the work environment
which is being promoted by the Government of Nova Scotiais reflective of our
commitment to valuing a diverse employee popul ation.

Measure 3.4.3: Percentage of employees that believetheir departments valuediversity

What doesthis measuretell us?
This measure reports on employees perception of how their department values diversity
in their workplace.

Wher e arewe now?

In 2004, dlightly less than half (46%) of employees felt that their department valued
diversity. In 2005, there wasa slight increase when 53% of employees felt that their
department valued di versity.

(Source: 2004 Employee Survey, Question 36 and 2005 Empl oyee Survey, Question 45)

Where do we want to go/bein the future?

The Public Service Commission will strengthen its support and monitoring role by
establishing guidelines for the reporting of department affirmative action plans and by
auditing and evduating departments' progress.

Measure 3.4.4: Number of proposals/requests for entrance into the Summer
Diverdgty/Female Mentor ship Programs

What doesthis measuretell us?

This measure represents the levd of interest in thesummer diversity and female
mentorship programs. We will be able to monitor the changes over the years, and market
the programs accordingly. We will al'so be monitoring the level of interest in the
programs internally through the departments and other government agencies inquiring
and utilizing these programs.

Wher e arewe now?

There has been an increase of the availability of information on these programs and the
proposal process was streamlinedin order to facilitate the submission of proposals

by departments. 1n 2004-2005, a website for managers was created whereby interested
parties could obtain information on the programs and how to apply for funding. This has
enabled departments to submit program proposals at their convenience rather than waiting
for aformal request for proposals to be distributed.
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The Public Service Commission received twelve (12) applications for the 2004 Summer
Diversity Program of which all twelve applicants were placed within various
departments. Thiswasadecline from the 2003 Summer Di versity Program when twenty-
two (22) applicaions were recaved, however only six (6) applicants were placed in
various departments.

There were a0 twelve (12) applications received for the 2004 Summer Female
Mentorship Program of which all twdve applicants were awarded and eleven were able to
find suitable candidates. (There was no change in the number of applications received
comparing 2003 to 2004).

(Source: PSC files)

Where do we want to go/bein the future?

Our goal isto continue to promote these programs to the public and managers so that we
will increase thenumber of qualified applicants to the program thereby ensuring we fill
all available summer positions.

Outcome 3.5: An environment which supports the work/life balance of employees

Description: The Province of Nova Scotia has laid the path for us to vdue and increase
awareness of issues surrounding a healthy workplace and all the benefitsit will bring our
employees. Through leadership, policies, and programs, the PSC will promote and support a safe
and healthy work environment that encourages the wdl-being of employees.

Measure 3.5.1: Percentage of employees who feel they have support to balance home and
work life

What doesthis measuretell us?

This measure reports on employees’ perception of the support offered by their employer
in their efforts to balance home and work life. Qudity of work life is an important topic
for our employees

Wher e arewe now?
In 2004, 54% of employees felt that they were provided with support to balance their
work and family life, and 31% of employees felt they were not supported. Furthermore,

81% of respondents felt that it was important to have support to balance wark and family
life.

In 2005, 56% of employees felt that they were provided with support to balance their
work and personal/family life, and 27% of employees felt they were not supported.
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Furthermore, 90% of employees felt that it was important to have support to balance work
and family life in 2005.

In 2004, employees in the 30—39 age group provided the lowest levelsof favorable
responses (46%) for this question, while employees in the 40-49 age range werethe most
positive with 63% favorable responses. However, in 2005 employeesin the 30-39 age
group provided the highest level of favourable responses (70%).

(Source: 2004 Employee Survey, Question 16 and 2005 Employee Survey, Question 12)

Wher e do we want to go/bein the future?
Our goal isto increase the percentage of favourable responses by building on initiatives
like the Workplace Wellness Program and flexible work options.

Measure 3.5.2: Percentage of employees who report experiencing stress dueto work
environment

See Core Business Area: Leadership and Coordination

Measure 3.5.3: Percentage of employees who feel safe working in their job

What does this measure tell us?

This measure reports on employees’ overall perception of safety in their work
environment. Employees valuea safe work environment as an important aspect of thar
work environment.

Where arewe now?

The magjority of employees who responded to the 2004 Survey stated that they feel safe
working in their jobs (71% favourable responses). In the 2005 Survey, this majority
increased to 87% of employees who feel safe workingin their job.

In 2004, employees in the 40-49 age group had the highest favaurable rating for this
guestion (86%) and employees in the 30-39 age group had the lowest rating (48%). Inthe
2005 Survey, this margin narrowed with only 4% point spread (87% for 30-39 & 91% for
40-49).

(Source: 2004 Employee Survey, Question 38 and 2005 Employee Survey, Question 23)
Where do we want to go/bein the future?
Our goal isto continue to increase the overall number of employees who feel safe

working in their jobs by continuing to work with line departments to promote a safe and
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supportive work environment. To better understand the dynamics of the 30-39 age group
and to determine why only 48% of this age group feel safe in their jobs, we will work
with line departments, where necessary, to introduce specific programs or initiatives for
this group.

Measure 3.5.4: Percentage of employees who feel their department createsa safe work
environment

What doesthis measuretell us?

This measure indicates employees’ perception of how their Department values a safe
work environment. Employees value a safe work environment as an important aspect of
their work environment

Where arewe now?

In 2004, 69% of employees felt that their department created asafe work environment,
where in the 2005 Survey 83% of employees felt that their department created a safe work
environment.

(Source: 2004 Employee Survey, Question 37 and 2005 Employee Survey, Question 22)

Where do we want to go/bein the future?

Our goal isto cortinue to increasethe number of employees who feel that their
department creates and maintains a safe work environment. We will work with line
departments to promote OHS awareness and compliance with the OHS Act and Corporate
OHS Poalicy.

We will continue to monitor line departments to determine their level of compliance and
to promote a culture of beyond compliance.

Measure 3.5.5: Employee Assistance Program (EAP) utilization rate

What doesthis measuretell us?

The measure indicates how many government employees are using the EAP program
which offers confidential assistance to government employees, their partners and
dependents who may be experiencing problems. Anincreasein the rate could indicate
higher stress levels, however, it may also be seen as a positive outcome as more
employees seek assistance rather than miss work due to an unaddressad workplace or
personal problem.

It iscritical to monitor and evaluate utilization rates. Quality service delivery depends on
employee health, safety and wellness. However, using this measure alone should not be
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representative of how our organization measures the support we offer the employees to
work/life balance.

The measure includes the number of employees experiencing the effects of: workplace
allegations, career issues, workplace conflict, unhealthy work environment (i.e. workload,
lack of respect, etc.), group bereavement, workplace harassment, performance issues,
termination, and workplace adjustment.

Where arewe now?
The 2004/2005 utilization rate for EAP was 10.4%, representing an increase from the
base year 2000/2001 where the utilization rate was 8.3%. (Source: EAP Office)

The data collected through the Employee Assistance Program (EAP) (see figure 6), shows
us that the majority of work-related cases reported to EAP deal with work environment
(41% in 2004-2005).

Public Service Commission
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Figure 6

Note: Utilization based on the total number of new EAP cases 939, and the employee
FTE population 9,016, which includes civil servants, CUPE, Trades, OICs, and
Statutory groups.

Wher e do we want to go/bein the future?
Our goal isto continue to monitor the utilization rate of the EAP, and to determine the
reasons for a significant increase or decrease in program usage.

Accountability Report 2004-2005

Page 38 of 38 December 2005



