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Overview of Current State

The following is a representation of the current state of in scope processes.

PQs take a significant amount of time to complete

Back and farth between the PSC and HPEl when PQs are
not completed correctly causes process delays.

Hiring managers have a limited amount of time to spend
completing the lengthy PQs.

The HR Action Form and Position Management Form
require several senior management approvals.
There is no effective/digital method to track form status

-and keep process participants up to date.

Minister sign-cff is required on some excluded positions
but not unionized positions. This sign-off results in delays
when sending out letters of offer and increases the risk
that the candidate may find other employment.
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urgent vacancies.

anticipated.

*  Many stakeholders indicated that the classification process needs
to consider the urgency of filling healthcare positicns.
¢ Thereis no defined process for prioritizing the classification of

*  According to HPEI, there is a lack of communication from the PSC
on where requests reside in the queue and when completion is
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reposting.

. If a posting recelves no candidates’, the hiring manager must zpprove the

¢ The Recruitment and Retention Secretariat do not have a place to direct
candidates to apply if the job is not an active posting on the Job Board.
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Case Study Highlight | Health Association of Nova Scotia (HANS)

HANS was engaged to provide an example of the use of alternative classification systems
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HANS is a not-for-profit, non-government, member-based association with 60 years of experience providing expertise, shared services, and support. One of their longstanding core shared
services are labour relations and compensation analysis. This role is performed by one compensation specialist using the Hay classification system for both non-union and management
positions), Wyfactor (administrative and healthcare positions) and job comparison methodology. The compensation specialist classifies between 400-500 positions annually.

Overview of HANS Hay Classification Process Process Highlights

* Input received from the client (the
hiring manager) is 2 1-page document.
Compared to the 14-page document
required in PEI

* From when HANS receives the request,
there is a 10-day turnaround, and
HANS indicated that there is rarely
deviation from this target.

* HANS provides a rationale for each
classification decision to their clients
so that employers can choose to share
that information with the hiring
manager or Union.
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