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Context 

On June 8, 2017, members of the New Brunswick Student Alliance’s (NBSA) Board of 
Directors, along with its Home Office staff, attended a student consultation session with 
Treasury Board (TB) officials to discuss the Government of New Brunswick’s (GNB) new 
People Strategy. In addition to NBSA representation from St Thomas, UNB’s Fredericton 
and Saint John campuses, Mount Allison, and the NB College of Craft & Design, the 
session also featured students who attended the New Brunswick Community College 
and Dalhousie University, as well as those who worked for the New Brunswick Public 
Library Service. 

Given the NBSA’s role as a professional voice for almost 13,000 students across the 
province, the Board deemed it necessary and vital that the Alliance’s leadership offer 
input to TB as it seeks to replace its Human Resources Strategy, the last of which expired 
in 2013. As a key stakeholder in the public postsecondary education sector and 
participant in New Brunswick labour market discussions, the Alliance has valuable insight 
to help GNB build a proud, productive, and professional civil service. Much of the 
feedback provided in this report has already been recorded by TB and serves to provide 
further support and clarity. 

Employer Value Proposition 

The general consensus in the room, particularly among Board directors, was a rejection 
of the current draft GNB Employer Value Proposition (EVP) for the civil service. Feedback 
appeared to centre around the desire for GNB as an employer to “be bold and less risk 
averse”, with that attitude reflected in an ambitious EVP for future civil servants and Part I 
employees. These criticisms of the current draft also questioned whether the EVP was 
reflective of a modern, agile workforce, as it “could easily have been written in another 
decade”. 

Another central frustration of the EVP focused on the lack of differentiating factor, with 
multiple participants suggesting that, “if we replaced [Government of New Brunswick] 
with any other major employer in the province, would [the EVP] change?” Factors that 
differentiate GNB as an employer in a unique way were absent from the EVP in its current 
form, as were references to:  
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• community leadership (which had been identified earlier in the session, as 
well as in interviews with civil servants, as a primary source of pride); 

• flexibility (including precise definitions of exactly what work-life balances 
look like for a modern, young workforce); 

• predictability and stability (which have traditionally been key attractive 
features of public service with government); and 

• impact (which surveys and other qualitative studies on millennial 
workplace motivations have suggested is a key determinant in professional 
satisfaction). 

A Modern Civil Service 

All participants at the session spoke at length about the need for the next People 
Strategy to be built around a modern, agile civil service. At the core of this push to attract 
more young people to GNB must be a tangibility to the impact of the work that civil 
servants do for their communities and New Brunswick as-a-whole. This is quickly 
becoming a recurring theme in labour market discussions that touch on other 
government programs such as the SEED summer jobs program or the newly-form 
Experiential Learning Task Force Steering Committee; this generation wants to be 
engaged in meaningful work. 

Management 

The new cohort of civil servants would, according to participants, need structured growth 
— both personal and professional — opportunities and plans as an integral component 
of their work experience with GNB. Mentorship and relationship building are essential to 
a modern workforce, as is the need for strong junior- and middle-management. The 
experience of some participants, namely Board directors who have experience working 
for different civil services across the country, is that the one above theirs is a generation 
of civil servants lacking the adequate management training, skills, and experience to 
help develop entry-level officials. This often results in unclear instructions, an absence of 
agency, and a poor collaborative environment, the opposite of which would be needed 
to meet desired work outcomes. Participants identified the following traits as those of 
strong managers: 

• Sponsorship 
• Approachability 
• Accountability 
• Organisation 
• Basic, core competencies 
• Flexibility 
• Clear communication 
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Part of this expectation on strong management is also the recognition that age and 
generational differences to exist in workplace management techniques. Far from the 
millennial stereotypes (read: “snowflake” mentality), this generation will be one that can 
be anticipated to place tremendous pressure on management-level officials to, “simply 
be better.” In other words, managers will need proper training in cultural competencies 
to take into account race, religion, gender, and generational attitudes and biases. GNB 
must be seen as a leader in the employer market on this front. 

These competencies will also likely be required in dealing with mental health-related 
problems and challenges for employees. The generation of students currently 
graduating from universities and colleges are arguably the most literate on this matter; 
managers should be expected to not only be mental health-literate, but also know how 
to manage mental health-related problems. Given the public sector’s previous troubles in 
relation to sick leave, GNB needs to seriously consider how to respond to this new reality. 
A modern workplace would offer anonymous counselling services (it is understood that 
GNB already does a rather exceptional job here), have flexibility with regard to mental 
health days without the need for disclosure, and ensure a secure reporting system to 
mitigate and prevent harassment in the workplace. 

GNB as The Employer 

GNB as an employer, to its benefit, does offer the kind of predictability in both hours and 
salary that today’s postsecondary students and recent graduates appreciate. The 
response across the country of student organizations to the federal Minister of Finance’s 
comments that “precarious work” would now be the norm for this generation was 
overwhelming negative. GNB can stand out in a field of employers by offering an 
antidote to under- and precarious employment. 

This is not to say that GNB right now is an accessible employer. The application process is, 
as was described, “a hot mess” and is far from being user-oriented. There is plenty of 
potential here for GNB to adapt its digital presence to alleviate those concerns. Similarly, 
in developing its People Strategy, GNB should consider a new external system to 
determine required bilingualism levels, similar to the federal ABC measure. Skills 
measurement on-the-whole will continue to be a challenge for GNB and for future 
employees, as will determining ‘required experience’. A People Strategy that does not 
establish a means to assess soft skills (as defined by organizations such as the World 
Economic Forum and the Conference Board of Canada) at a time when the demand 
for soft skills is growing is not an adequate strategy for a modern, agile workforce.


