
Operational Plan
2021

www.constructionsafetyns.ca



Contents.
CEO’s Report

Safety Services Overview

Mental Health Initiative

Return to Work Initiative

Inclusion & Diversity Initiative 

Youth Initiative

Innovation Initiative

Technology Initiative

Member Engagement

Human Resources Initiative

3
6
7
8
9
11
12
13
14
16

OUR MISSION
We commit to achieve a positive occupational 
health and safety culture within the Nova Scotia 
Construction industry through the provision of 
quality, accessible and affordable services.

Together, construction workers and employers 
will make the Nova Scotia Construction Industry 
the safest in Canada.

• User-driven services and products
• Fiscal responsibility
• Fostering shared values for safe work
• Supporting young construction workers

• Quality and efficient service delivery
• Evidence based decision making
• Focused on improving outcomes

OUR OPERATIONAL PRINCIPLES

OUR VISION
WHO WE ARE, WHAT WE DO WHAT WE ASPIRE TO BE

THE ACTIONS OF OUR PAST CONTRIBUTE TO THE ARCHITECTURE OF OUR FUTURE

*We are currently creating our new strategic plan to guide CSNS through the next few years



I am pleased to submit the 2021 Operational Plan and budget for 
the Board’s consideration and approval. Our focus this upcoming 
year is to build upon the foundation set in 2020, creating a 
high-performance organization which delivers high value to its 
members. It is hard to believe that over a year has already gone 
by since I joined the CSNS team. Little did we know a year ago 

what 2020 would bring; and the many challenges it would present with 
a global pandemic. 

As we set the course for 2021 and beyond, we will use the lessons 
learned regarding adaptability and agility to build the leadership 
and skills that CSNS needs to successfully support our membership 
effectively into the future.

CEO's report

THE YEAR IN REVIEW 
Key Accomplishments and Challenges 

As we assessed our mandate and launched 
the work to develop our new Strategic Plan, 
we undertook internal analysis and dialogue 
to identify our competitive advantage. 
We believe that what sets us apart is our 
safety expertise, and the member trust 
and confidence in that expertise. The work 
on the development of our Strategic Plan 
is continuing with great response and 
feedback. With board approval, a new target 
date of May 2021 was established to finalize 
and have it adopted at the AGM.  Work this 
year also anticipates the need to create an 
on-going engagement strategy for regular 
member engagement as part of our Quality 
Framework. 

We need to continue to develop and deliver 
services that are easily accessible and 
relevant to all members, no matter their 
size or location, to enable the continued 
improvement of safety culture in Nova Scotia. 
To support that capability, and to continue to 
recruit, retain and develop the best expertise, 
and channels for delivery that we can, we will 
invest in the development and training of 
our people. 

Our HR initiative, to design and implement 
Phase 2 of our HR improvements, is a critical 
component of sustaining our competitive 
advantage and value to our members. Our 
vision is high performance. To deliver on that, 
we will continue to develop and grow our 
team in areas of leadership, innovation and 
quality. Many changes were accomplished in 
fiscal 2020, which have positioned CSNS well 
as the development and implementation of 
a Team Charter. We will use this charter to 
build the next phase of our HR Plan, our new 
Performance Evaluation and Management 
Framework. This will provide the team with 
clear expectations for behaviours, leadership 
development and attainment of our goals 
and objectives, as well as a framework 
for coaching, mentoring and celebrating 
excellence.  

Having completed the market salary analysis 
and implemented salary adjustments 
as needed, in 2021 we will adopt a full 
Performance Evaluation to reward high 
performance with corresponding salary 
increases in Q3 and Q4. This ensures that 
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"With innovative and focused initiatives planned for 
2021, I am confident our Association will be able to 
provide much value and make a difference to our 

industry this year."  - MJ MacDonald, CEO

your Safety organization is able to attract 
and retain the very best safety expertise in 
the sector.

Change and adaptation in 2020 has not 
been easy. There have been, and will 
continue to be, bumps along our journey 
in 2021. The Staff Engagement Survey 
recently completed, has revealed a need 
to rebuild trust within CSNS. Improving 
communication, constructive feedback, 
and follow-through on commitments are 
the key areas we will focus on to ensure our 
team are well informed and feel valued. 
Covid-19 and the need to work from home 
for an extended period of time played a 
role but many of the issues are well within 
our control to improve upon, and I am 
committed to doing so.

Financial Overview  
Our focus this year will be on reducing 
internal expenditures through streamlining 
and efficiencies. We will be conducting an 
organization review and design. With some 
vacancies, we have an opportunity to assess 
our structure and to adjust.

Several initiatives that we had planned 
for fiscal 2020, were delayed and we have 
resumed work to advance them, such as our 
Mental Health Initiative and the Return-to-
Work initiative. We are excited to advance 
these important initiatives in this fiscal year. 

Our infrastructure is in relatively good 
condition. However, it is ageing and 
occupies prime real estate, which represents 
potential opportunity. We will examine 

and bring forward a detailed report on 
the condition and value of this asset, with 
recommendations for the future, and 
create a life-cycle plan of renewal and 
management.

Another key area of development will be an 
increased focus on measurement, evaluation 
and return on investments. We have 
identified the need to build capacity and 
expertise in this area and will advance work 
to accomplish this.

Last year saw large demonstrations 
regarding racism which caused many 
organizations, including CSNS, to seek 
ways to do better in this critical area. I am 
very pleased to bring forward initiatives to 
tangibly have an impact on diversity and 
inclusion, from a policy and governance 
perspective to building greater awareness 
internally, to provide culturally and racially 
sensitive services to our members.

Youth is another area of great importance. 
Over the years, CSNS has engaged many 
partners, such as the Education system, 
to increase awareness and training to 
youth. Many of the programs have not 
been reviewed in several years, and other 
organizations, such as the school curriculum 
itself, now include more construction safety 
content. We will spend the early part of 2021 
assessing effective, duplication, and identify 
opportunities for new programming to 
continue to advance impact in this area.

Last year, I wrote that we would be 
reviewing the Culture work and looking 
towards building more capacity and focus 
on innovation. Through that thinking, we 
have realized that there is great underway 
in Halifax in Behaviour Science, which 
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"With all of the challenges posed to us this year, we 
have remained a resilient and dynamic team, pivoting 

how we do business to provide the best possible 
customer service to our membership that we can."  

- MJ MacDonald, CEO
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applies that science to new areas of social 
application. We will partner with Davis Piers, 
a pioneer in this area, to establish a Pilot 
program targeted at making a difference to 
the Residential Homebuilding sector, where 
traditional incentives and programs have not 
had the desired outcome.

Last year, I wrote about our plans for 
technology enhancements, which would 
allow CSNS to fix the gaps in the Learning 
Management System installation, upgrade 
the financial system, and integrate with 
the system supporting COR. While good 
progress was made on the project, with 
the departure of several key people, 
we are behind schedule and will be re-
grouping. We remain committed to 
successfully completing the project with 
the re-establishment of a new team of IT 
professionals. 

With all of the challenges posed to us this 
year, we have remained a resilient and 
dynamic team, pivoting how we do business 
to provide the best possible customer 
service to our membership that we can. This 
year has reminded us of the importance 
of adaptability, from converting courses to 
online learning, to developing processes to 
serve our membership remotely, there were 
many takeaways from 2020.  The pandemic 
has been trying for the construction industry 
and it was our priority to provide timely and 
relevant guidance on managing covid-19 
on the work site to keep our workers safe. 
Through this hardship, the construction 
industry rose to the challenge and adapted 
to this hazard like any other. Though there 
is more work to be done, we have seen 
incredible resilience and collaboration 
throughout our industry that will carry 
forward into the future. I would like to thank 

all of our partners and industry allies who 
united as a coalition group, sharing resources 
and information to create a unified approach 
in supporting our industry through this 
unique year. With innovative and focused 
initiatives planned for 2021, I am confident 
our Association will be able to provide much 
value and make a difference.



The 2021 Operational Plan is focused on collaboration 
and cooperation to achieve four operational themes.

SERVICES
OVERVIEW

The 2021 Operational Plan is 
focused on collaboration and 
cooperation to achieve four 
operational themes:

1. Services – What do our 
members want and need?

2. Relationship – Building key 
stakeholder relations to 
influence the industry to safer 
outcomes.

3. Culture – How do we create 
effective teams in the 
workplace?

4. Innovation – How do we 
provide effective and efficient 
solutions?

Operational
Themes
• Services
• Relationships
• Culture
• Innovation

Strategic
Goals

Members
Injury Reduction

Safety Culture

.

.

.

All the operational themes 
will drive the achievement 

of the overall strategic 
focus on members, injury 

reduction and safety 
culture.

2021 TARGETS

CLASSROOM
TRAINING

6,652
IN HOUSE
TRAINING

2,240
ONLINE
TRAINING

1,646

COR AUDITS

983

10,538TOTAL
TRAINING

SAFETY2021
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2021 Operational Plan

Mental Health Initiative

According to research from the Public 
Health Agency of Canada, an average of ten 
people die each day by suicide. For every 
suicide death, there are five hospitalizations 
due to self-harm. 

For men up to age 45 in Canada, suicide is 
the second most common cause of death. 
In the construction industry, suicide is three 
times higher than the national average. It 
is estimated that 30% of all short- and long-
term disability claims are mental health 
related. 

In 2011, mental health cost workplaces 
across Canada 6 billion from sick time, 
recruitment, injury claims, presenteeism, 
and absenteeism. With provincial health 
programs under resourced and under-
funded, it is difficult for workers and their 
employers to obtain the help they require. 

Construction Safety Nova Scotia has an 
opportunity to take the lead in mental 
health promotion and awareness. By 
working with our partners, founding 
member groups and members can 
provide support, resources and training 
to shift the workplace culture to a 
welcoming, understanding, and supportive 
environment.

Actions:
1. Facilitate Mental Health First Aid training 

to members/leaders. This includes 
partnering with a provider for this 
training and using funding to provide at 
no or low cost to the members/leaders.  

2. Provide resources to support members 
through visual messaging, giving access 
to third party resources and in creation of 
program development. 

3. Hold Lunch and Learns by partnering 
with construction companies to have 
them tell their story. 

4. Use speaking engagements to raise 
awareness of issue and training we 
provide. This would include speaking 
engagements such as the CSNS Annual 
General Meetings, various safety 
conferences and reaching out through 
various breakfast clubs. 

5. Creation of a founding members 
collaboration group to develop and 
deliver common messaging, develop 
resources and provide one voice to our 
members/leaders.

Background:

MEASURABLES TIMELINE

Number companies participating in organized activities. 2021

AGM guest speaker 2021. May 2021

Deliver training: evaluate the participation/demand for mental 
health first aid.

August 2021

Track number companies implementing a mental health 
program. 

December 2021
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2021 Operational Plan

Return to Work Initiative

A successful return to work program can 
produce multiple benefits for both the 
injured worker (i.e........ retaining earning 
capacity, maintaining a regular work 
schedule and avoiding dependence on a 
disability system) as well as the employer 
(i.e. reducing time loss, controlling costs 
and demonstrating that employees are 
valued).
 
Our plan for 2021 is to explore what 
makes for a successful return to work 
program and determine the best strategy 
for implementation, with the goal of 
developing a training program or toolkit for 
members to enact their own programs.

Actions:
1. Consult with partner organizations to 

determine best practices. 

2. Consult with members to understand 
their needs and likelihood of use. 

3. Develop program materials. This will 
include determining best method 
for delivery and designing required 
materials.

Background:

MEASURABLES TIMELINE

Production of a detailed report synthesizing available 
programs, best practices and member desire for return to 
work program materials.

Q1

Development of program materials. Q2

Deliver and implement new program. Q3

Feedback from members on use of new materials. 
Adjust model. 

December 2021
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2021 Operational Plan

Return to Work Initiative Inclusion & Diversity Initiative
Background:
CSNS has identified a gap in inclusion and 
diversity in our organizational planning 
and strategy. We recognize that to be a 
progressive and evolving organization, 
we need to do better to support 
underrepresented groups and promote 
diversity in the construction industry. An 
Inclusion and Diversity Committee has been 
established with the following goals:

• To promote awareness and increase 
staff education and participation in 
anti-oppression work. 

• To first, educate us as an Association 
for the purpose of identifying better 
opportunities to engage in this work.  

• To apply a diversity and inclusion lens 
in all organizational activities including, 
recruitment of staff and board 
members, policy development, external 
content, strategic planning etc. 

• To implement strategies that support a 
more diverse Association for the benefit 
of our membership and employees. 

• To foster a more inclusive environment 
that reflects our organizational values.  

This work will be committee-lead with 
our Communications Manager as the 
lead for the overall initiative and Chair of 
the Inclusion and Diversity committee, 
accountable to the CEO.  We will know that 
we have had an impact on our organization, 
when we have recruited more diverse staff, 
board members and updated our practices 
and procedures to create a workplace that 
reflects our values of inclusion and diversity. 
We will know we have made a strong 
impact on the construction industry by 
setting this example and receiving positive 
feedback from stakeholders. 

1. Conduct an organization-wide internal 
audit on all practices, procedures as 
they relate to the inclusion and diversity 
lens. This includes examining everything 
from social media content to HR, 
hiring processes to branding, inclusive 
language, stakeholder engagement and 
more.  

2. Hire a consultant to help guide the 
committee and inform work in the area 
of the audit and other changes. 

3. Conduct research in-house with the 
research manager around inclusion 
and diversity issues in the construction 
industry. Engage with stakeholders like 
ISANS and build new relationships. 

4. Increase internal understanding and 
capacity around inclusion and diversity. 
Provide education and awareness to 
staff through workshops, speakers, short 
courses where applicable.  

5. Working under the Board’s direction, 
develop plan and recruit more diverse 
board members for future terms, 
amplifying underrepresented voices. 

6. Re-brand and decorate CSNS office 
to create a more inviting, inclusive 
atmosphere.  

7. Review website and social media 
presence with an inclusion and diversity 
lens and create new content to reflect 
diversity on our website and social media 
channels. 

Actions:
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2021 Operational Plan

Measurables:

Measurables Due Date/Timeline

• Identify list of stakeholders to work with such as ISANS. 

• I&D Committee has met at least 12 times, once per month 
and provided timely updates to staff and board on progress 
of initiatives. 

January 2021 - 
December 2021

An internal audit of all CSNS practices, procedures and 
processes has been conducted, examined and reported on.

May/June 2021

A Consultant has been hired for a short term to assist with the 
audit and inform work.

January 2021

Four workshops or speaker sessions with staff on I&D issues 
has been completed. One per quarter. 

January 2021 - 
December 2021

The office has been re-branded and designed to present a 
more inclusive atmosphere.  

April 2021

One new board member has been recruited that brings a 
unique voice to the board. 

May 2021

The website has been reviewed and updated with an I&D lens 
in mind. 

March 2021

Social media has been reviewed and updated with an I&D 
lens. New content has been created quarterly to profile unique 
and historically underrepresented voices in the construction 
industry. 

January 2021 - 
December 2021

We have engaged with at least two stakeholders/partners to 
share research and knowledge around I&D in construction 
industry.

July 2021

10



2021 Operational Plan

Youth Initiative
Background:
Historically, CSNS has had various initiatives 
in place to support youth in the industry. 
We have supported youth efforts through 
Skills NS sponsorships, scholarships, training 
in schools, offering free CELT and WHMIS 
training, and engaging with the school 
system. Through the years, youth safety 
efforts have shifted and are being resourced 
more fully from a range of different 
organizations in the industry. 

In 2021 CSNS will be researching what 
efforts remain in place and where the 
gaps are that we could fill. CSNS will also 
be looking to form new partnerships with 
organizations already doing this work so 
we do not duplicate efforts. Through this 
year of research and partnership, we will 
re-establish what the most appropriate role 
CSNS has to play in support of youth. In line 
with the Inclusion and Diversity Initiative, 
we will also focus efforts looking at how we 
can support underrepresented youth in the 
industry including women.

Actions:
1. Research and record current youth 

efforts from industry stakeholders. 

2. Leverage existing partnerships and 
create new partnerships to work with on 
youth initiatives. 

3. Determine ways to support 
underrepresented youth in the industry. 

Measurables Due Date/Timeline

We have researched and compiled a document outlining the 
current efforts to support youth in the construction industry as 
well as highlighted the gaps/areas for improvements in which 
we could intervene.

March 2021

We have re-established our youth strategy and determined 
what is appropriate for CSNS to be involved in.

May 2021

We have determined and implemented 3 ways to support 
underrepresented youth in the industry.

January 2021 - 
December 2021

We have leveraged existing relationships and developed new 
partnerships. 

January 2021 - 
December 2021
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2021 Operational Plan

Innovation Initiative
Background:
Much work has been done over the past 
few years in relation to safety culture, in 
fulfillment of CSNS’ Vision for Nova Scotia. 
A review of that work has identified a need 
to evolve and innovate our thinking and 
approach to have greater, more targeted 
impact in sectors, such as Home Building, 
where rates of injury remain relatively high 
and engagement is lower. In searching for 
a possible solution, CSNS identified a local 
consulting company who have created 
new programs utilizing Behavioral Science 
Modeling in new and innovative ways, to 
have a social impact on policy and societal 
behaviours, in ways this science had not 
previously been applied.  
 
It is proposed that a Pilot be developed 
in partnership with industry, education, 
government and other stakeholders as may 
be identified, to design a new program or 
suite of tools to have a positive impact on 
the Home Building sector. Other technology 
applications will also be assessed for other 
key areas of our work, one such example 
being the use of drones to provide COR 
audits remotely and safely.

Actions:
1. Create a Strategic Partnership 

with Davis Piers to develop a Pilot 
in collaboration with industry 
stakeholders, homebuilders sector, and 
educational institutions. 
 ` 

2. Establish mechanisms internally to 
enable more focus and capacity on 
innovations.

MEASURABLES TIMELINE
We have established a relationship with Davis Piers, scoped 
project and developed a cost estimate.

March 2021

We have created a working group to inform the work, create 
champions in the sector and oversee the project.

May 2021

We have designed new tools in collaboration with Home 
Builders, that are specific to their needs and operations.

August 2021

We have implemented the initiatives with a target group, 
dependent on the design of the project.  

Fall 2021

Innovation framework. September 2021
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2021 Operational Plan

Technology Initiative
Background:
Providing a reliable and efficient learning 
management system for our staff and 
membership to use has remained a major 
priority for the Association. Our most recent 
LMS system posed many problems in ease 
of use and was eventually acquired by a new 
company that could not satisfy our business 
needs.  
 
In 2020, a new approach was formulated to 
bring the design and implementation of a 
new fully integrated and functional Learning 
Management System, called CAATTSS. 
This system would provide much greater 
efficiencies and upgrade the financial 
system and the COR iCalvin system. The 
development of this new system was 
on track until the fourth quarter of 2020 
when the project experienced a number 
of obstacles with the loss of two senior 
coders, and the illness of the Technology 
Manager who was managing the project 
as well as providing other roles as needed. 
The Technology Manager has now resigned 
necessitating a regroup on the project. 

Actions:
1. Regroup on the project, establishing 

new timelines and roles. 

2. Hire and work with several new IT 
consultants. 

3. Engage our partner in Manitoba for 
support. 

4. Review the current state of the code 
and develop an updated project plan 
to bring forward to the board and 
implement upon approval. 

5. Role out the new LMS system with 
buy-in from staff and key stakeholder 
groups. 

MEASURABLES TIMELINE

Updated project plan February 2021

Re-launch project Phase 1 March 2021

Complete Phase 1 May 2021

Evaluation of Phase 1 June 2021

Launch Phase 2 July 2021
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2021 Operational Plan

Member Engagement
Background:
Member engagement efforts have been a 
key part of the Strategic Plan development 
that has occurred in 2020 and continues 
into 2021. While COVID-19 impacted the 
original timelines and approach to our 
engagement efforts, the response to our 
outreach efforts alone should be considered 
a success. CSNS held dozens of online 
interviews or small group discussions with 
internal staff, members, and stakeholders 
from industry associations, other safety 
associations, educators, and government 
regulators, and capped off with an online 
survey that was completed by more than 
1,600 respondents.

A common refrain heard throughout the 
stakeholder engagement process, was that 
the act of reaching out to members and 
stakeholders was essential for building and 
maintaining relationships, but also provides 
a key avenue for measuring the success of 
our programs and initiatives.

To highlight the importance of member 
engagement, consider these three 
of Construction Safety Nova Scotia’s 
Operational Principles:

In order to craft products and services 
that meet the needs of our members, 
we must first understand what those 
needs are. And while injury reduction 
is the most important outcome, there 
are dozens of other key performance 
indicators that we can track and improve 
through member engagement, such as: 
is our training relevant and effective? are 
audits improving safety programs? Are our 
communications being received in a timely 
fashion? Finally, member engagement 
will help to provide us with key pieces of 
evidence to support our decision-making 

• User-driven products and services
• Focused on Improving outcomes
• Evidence-based decision making

around service offerings and programming, 
as well as evaluating the impact of our 
operational objectives.

Member Engagement is its own Operational 
Initiative for 2021, but it is also heavily tied 
to all other objectives laid out in this plan. 
Consultation with members will help to 
ensure that all operational objectives are 
focused on member needs, have clearly 
defined outcomes, and can be tracked to 
measure progress and return on investment.

Actions:
As mentioned above, member 
engagement will play a key role in many 
operational objectives, helping to define 
the scope and track progress, but the 
primary goals of this initiative are as follows:

Q1 – Complete outreach, analysis and 
synthesis of the Strategic Planning 
engagement efforts. 

Q2 – Close the loop of Strategic Planning. 
With our new strategic plan set to be 
unveiled at the 2021 AGM in May, Q2 
efforts will revolve around follow-up with 
stakeholders and members to gauge the 
response to our proposed plan.

Q3 – Review/update existing feedback 
forms/questionnaires for training and 
COR.
Ensuring that our feedback documents 
are asking the right questions, and 
that the data is being used in the right 
way, as to align with our operational 
principles of being user-driven, focused on 
improvement, and making decisions based 
upon evidence.  

A small number of stakeholders still require 
outreach due to scheduling, but most 
importantly is taking the time to fully 
analyze and understand the tremendous 
amount of feedback that we received in 
late 2020 and early 2021. 
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2021 Operational Plan

Q4 – Launch annual member 
engagement initiative to track key 
metrics.

Establish key benchmarks for future tracking 
of progress related to overall satisfaction 
with CSNS and specific products, services or 
initiatives. Using an online survey approach 
similar to the one used for the strategic 
planning engagement efforts. 

Measurables:

• Q1 – The main deliverable for Q1 will 
be a detailed report synthesizing the 
findings of our strategic planning 
engagement efforts. 

• Q2 – Feedback and response to the 
proposed strategic plan. 

• Q3 – Accuracy and consistency of key 
performance metrics when comparing 
old and new survey instruments.  

• Q4 – Establishing a baseline for future 
tracking progress; key measurables 
at this stage will be participation and 
response rate.
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2021 Operational Plan

HR Initiative
Background:
Managing human resources effectively 
is critical to maximize employee 
performance. An organization cannot build 
an effective team of working professionals 
without good human resource’s tools 
and systems. Additionally, companies 
that invest in workplace culture enjoy 
better employee engagement, lower staff 
turnover and reduced healthcare costs. 
Having a positive work culture leads to a 
healthier and more productive workforce. 

Actions:
1. Review results of staff culture survey 

completed by an external HR firm to 
identify potential areas of improvement. 

2. Redesign performance appraisal system 
to align with Team Charter values, 
desired behaviours and best practices. 

3. Update and create policies identified 
requiring revisions/creation. 

Measurables:
• Formulate Action Plan in response to 

2020 Employee Engagement Survey. 

• Redesign performance appraisal system 
by the end of the second quarter.  

• Conduct a comprehensive employee 
survey to obtain feedback – by year end. 
 

• Using the data collected in previous 
employee surveys and interviews as a 
benchmark, evaluate the effectiveness 
of the HR initiative, determine where 
the organization currently stands and 
what additional improvements may be 
identified.
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