National Managers’ Community
2019 Public Service Employee Survey
Manager Results

Introduction and Background
The National Managers’ Community (NMC) is a horizontal community that enables managers to achieve their goals in
support of the Government of Canada’s agenda and the priorities of the Public Service by connecting managers with
peers, senior leaders and useful resources and tools. In addition to its key partners, the NMC is supported by provincial
Steering Committees, the Managers Advisory Board, the Regional Advisory Board, the Assistant Deputy Ministers (ADM)
Advisory Board, and the Deputy Minister (DM) Champion.
The NMC aims to be the voice of managers to promote their needs and interests to senior leaders, acting as a vehicle for
two-way communication. The NMC collaborates with central agencies and other partners in support of public service wide
priorities. The NMC fulfills these objectives through regional exchanges, events, focus groups and surveys.
This report gives a voice to managers by analyzing and reporting the Public Service Employee Survey (PSES) results
from the perspective of middle management. The report provides a comparison between the 2017, 2018, and 2019 Public
Service Employee Surveys. Specific questions were identified to be indicators for the core values of the NMC. The core
values examined in this report include:
Managers…







are equipped to do their jobs;
work in an agile workplace with the ability to respond to change;
work in an environment that supports mental health;
are part of a team that supports positive relationships and growth;
experience an inclusive workplace that accepts differences; and
receive support from senior leaders.

In total, 58 questions from the 2019 PSES were chosen and analyzed, drawing comparisons to previous PSESs and to
other studies, where possible.

Comparing Results
Where possible, results of the 2019 PSES are compared to other surveys, namely, the 2018 NMC Pulse Check Survey,
and the 2017 and 2018 PSES. The following survey descriptions are taken from the 2018 Pulse Check Survey report and
the Treasury Board Secretariat website.
The 2018 NMC Pulse Check Survey
The 2018 NMC Pulse Check Survey was administered by the NMC between March 19 and April 15, 2018. The survey
consisted of 15 questions and an additional question for managers outside of the National Capital Region (NCR)
concerning their relationship with senior management at their department or agency’s headquarters. An invitation to
participate in the survey was sent using GCconnex and the NMC’s distribution lists. Responses were received from 4,084
managers in 67 departments and agencies.
The Public Service Employee Survey
2019 PSES
The 2019 Public Service Employee Survey was conducted from July 22 to September 6, 2019. The survey was
administered by Advanis, on behalf of the Office of the Chief Human Resources Officer, Treasury Board of Canada. This
comprehensive survey measured federal government employees’ opinions about their engagement, leadership,
workforce, workplace, workplace well-being and compensation. A total of 182,306 employees in 86 federal departments
and agencies responded to the 2019 Public Service Employee Survey, for a response rate of 62.3%. Of these
respondents, one-fifth (20%) or 35,976 were managers.
2018 PSES
The 2018 Public Service Employee Survey was conducted from August 20 to October 5, 2018. The survey was
administered by Advanis, on behalf of the Office of the Chief Human Resources Officer, Treasury Board of Canada. This
comprehensive survey measured federal government employees’ opinions about their engagement, leadership,
workforce, workplace, workplace well-being and compensation. A total of 163,121 employees in 84 federal departments
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and agencies responded to the 2018 Public Service Employee Survey, for a response rate of 57.7%. Of these
respondents, one-fifth (20%) or 31,494 were managers.
2017 PSES
The 2017 Public Service Employee Survey was conducted from August 21 to September 29, 2017. The Public Service
Employee Survey was led by the Office of the Chief Human Resources Officer, Treasury Board of Canada Secretariat, in
collaboration with Statistics Canada. This comprehensive survey measured federal government employees’ opinions
about their engagement, leadership, workforce, workplace, workplace well-being and compensation. A total of 174,544
employees in 86 federal departments and agencies responded to the survey, for a response rate of 61.3%. Of these
respondents, one-fifth (19.6%) or 32,592 were managers.
Comparing Regional Differences
Results for regions only include southern Canada due to low response rates. The Yukon, Northwest Territories, and
Nunavut have less than 100 responses and are omitted from results. The results for Ontario (ON) and Quebec (QC) do
not include the national capital region.

Key Findings
General Findings
Overall, compared to 2018, there was an increase in positive responses to the questions selected for this report.
However, in 2018 there was a slight decrease in positive responses, which means that the 2019 results are the same or
similar to the 2017 PSES results. It is unclear why there was a decrease in positive responses in 2018. This could be due
to a particular issue that was affecting the federal government overall.
Overall, one-quarter of managers have a high level of work-related stress and more than one-third always or often feel
emotionally drained after a workday. A heavy workload contributing to stress continues to be a factor for managers, as
well as unreasonable deadlines affecting the quality of their work. The heavy workload, unreasonable deadlines, and the
fact that 46% of managers sometimes or rarely/ never finish their workload during their regular work time, suggest that
between one-quarter and one-third of managers do not have the resources to complete quality work on-time.
When breaking the results down by province or region, although there was some variation, generally Prince Edward
Island and Newfoundland and Labrador were the most positive in their responses compared to the rest of the country. In
contrast, managers from Alberta and British Columbia, as well as, outside of Canada were more likely to give negative
responses. This suggests that managers from Prince Edward Island and Newfoundland and Labrador are the most
satisfied with the aspects of the work in the federal public service examined in this report, while managers from Alberta,
British Columbia, and outside the country are the least satisfied.
Equipped to do Their Job
Generally, managers…


feel they get the training they need to do their job,



receive useful feedback,



feel less supported with their career development; and



feel less equipped to support employees who are experiencing mental health issues. More training and
awareness is needed in this area.
An Agile Public Service
Compared to the 2018 PSES, the following factors are improving:




overly complicated approval processes,
having to do more with fewer resources, and
lack of control or input into decision making.

However, the following three factors combined make it difficult for managers to be able to adapt to change quickly and
make timely decisions in their own units. The survey indicated that:



half of managers feel their work suffers due to fewer resources;
half feel that senior management makes effective and timely decisions; and
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less than half indicated that change is managed well in their department or agency.

Mental Health
Overall, there was a decrease in managers indicating that certain factors that can interfere with mental health were
affecting them, but there is still room for improvement.





A lack of job security and personal issues do not create stress for the large majority of managers
(unchanged in last three years) and stress due to pay or other compensation-related issues continues to
decline as the Phoenix pay system issues are slowly resolved.
Work-related stress has decreased by 4%.
One-third still feel emotionally drained at the end of the day (unchanged compared to previous years).
Unreasonable deadlines are causing stress to a lesser extent, but one-quarter of managers still find it
causes stress to a very large or large extent.

Workplace Well-being
Generally, workplace well-being is improving for managers.






Managers are experiencing an increase in support for work-life balance with more indicating they can use
flexible work arrangements.
More have support to balance their work and personal life.
Fewer managers indicated that balancing work and personal life causes them stress at work.
There was an increase in the percentage of managers who describe their workplace as being
psychologically healthy.
Most managers feel safe at work given the information, training, and equipment available to them.

Unfortunately, on the job harassment and discrimination continue to be an issue.



The percentage of managers experiencing harassment is unchanged compared to the previous year (13%)
and it continues to be underreported given the percentage of managers who indicated they witnessed
harassment (18%).
Discrimination on the job decreased from 6% to 4%. Discrimination is also underreported based on the
percentage who indicated they witnessed discrimination on the job (6%).

An Inclusive Workplace
Overall, results indicate both stability and setbacks for maintaining an inclusive workplace.






More managers feel valued on the job.
The large majority of managers feel they can speak their official language of choice with their supervisor;
this result remains unchanged.
There was a decrease in the percentage of managers who feel their department or agency respects
individual differences.
Only half of managers feel they can initiate a formal recourse without fear of reprisal.
Fewer managers know where to go for help with ethical dilemmas on the job.

Accommodations in the workplace were also fairly stable. Compared to the 2017 PSES or the last time the question
was asked:




The same percentage of managers requested measures for accommodations.
More managers (+4%) indicated that measures were taken to accommodate them.
Overall, managers were slightly less satisfied with the measures that were taken.

Senior Management Support
Overall, managers have good working relationships with their immediate supervisors. However, communication
between managers, their supervisors, and/ or senior management could be improved.



Half of managers agree that essential information flows effectively from senior management to staff.
Two-thirds of managers have confidence in the senior management of their department or agency.
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Managers Equipped to do Their Job
Training, opportunities, and constructive feedback
In order for managers to do their job effectively they need access to training, opportunities for development, and
constructive feedback. The majority of managers agree they have access to these key elements. As seen in Figure 1,
results have remained stable since 2017. Overall, a higher percentage of executives (between 7% and 16% more) agreed
with each statement compared to managers.
 Seven in ten (71%) managers indicated they get the training to do their job, the same percentage as 2018, and 3%
higher than 2017. Compared to the NMC 2018 Pulse Check, there was a 4% increase, up from 67% of managers
agreeing with the same statement.
 More than half of managers (57%) agreed they have opportunities for promotion (up 2% from 2018), or that
employee career development is supported in their department or agency (59%, up 1% from 2018).
 Three-quarters of managers (74%) agree they receive useful feedback from their immediate supervisor on their job
performance. There has been little change since 2017.
 Compared to managers, more executives feel they are equipped to do their job. More executives feel they have the
training to do their job, have opportunities for promotion and career development, and receive useful feedback from
their managers.
FIGURE 1: MANAGERS BY YEAR COMPARED TO EXECUTIVES

% who indicated "strongly agree" or "somewhat
agree"

I agree that...
86%

81%

75%

72%

74% 73% 74%

71% 71% 68%

59% 58% 61%

57% 55% 55%

I get the training I need to
I believe I have
My department or agency I receive useful feedback
do my job.
opportunities for promotion
does a good job of
from my immediate
within my department or supporting employee career
supervisor on my job
agency, given my education,
development.
performance.
skills and experience.
2019

2018

2017

Executives (2019)
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Regional Differences
When comparing regions, managers from Alberta and outside Canada were least likely to agree with the statements
below. This suggests managers in these regions feel less equipped or supported to do their jobs compared to other
regions.
In contrast, Newfoundland and Labrador, and Prince Edward Island had the highest percentage of managers agreeing
with the statements, suggesting managers in these regions feel more equipped and supported than other regions.

Percent Agreeing By Region

Region

All regions
NCR
ON
QC
BC
AB
SK
MB
NB
NS
PEI
NFLD & Lab
Outside Canada

I get the training I
need to do my
job.
71%
73%
69%
70%
66%
66%
73%
70%
72%
69%
77%
79%
62%

I believe I have
opportunities for
promotion within
my department or
agency, given my
education, skills
and experience.
57%
59%
55%
56%
55%
51%
56%
56%
62%
58%
71%
71%
33%

My department or
agency does a
good job of
supporting
employee career
development.
59%
61%
56%
55%
57%
56%
60%
59%
65%
59%
69%
70%
27%

I receive useful
feedback from my
immediate
supervisor on my
job performance.
74%
77%
73%
71%
72%
67%
72%
72%
76%
70%
78%
78%
67%
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FIGURE 2: FACTORS CAUSING MANAGERS STRESS

Factors creating stress
Certain factors in the workplace can create stress, leaving
people unequipped to do their job. Respondents were
asked to what extent a heavy workload, balancing work
and personal life, and a lack of clear expectations caused
them stress at work. Overall, less than four in ten
managers indicated that these three factors caused them
stress at work to a very large, or large extent.
 A higher percentage of managers (37%) indicated
that a heavy workload caused stress at work
compared to the other two factors. This is an
increase since 2017 (33%), but has since fallen by
4% from 2018.
 More than two in ten (22%) managers indicated
that balancing work and personal life caused stress
at work to a very large or large extent. This is an
increase by 4% since 2018, but the same
percentage was seen in 2017 as 2019.
 Close to two in ten (19%) managers indicated that
a lack of clear expectations caused them stress at
work to a very large or large extent. This factor has
dropped by 2% since 2018 and 2017. The national
capital region and Nova Scotia (20%) both
expressed higher levels of stress related to lack of
clear expectation. Newfoundland and Labrador
(11%) indicated the lowest level of stress.
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Regional Differences
The chart below shows the percentage of managers who indicated each factor caused stress at work to a very large or
large extent.
 Managers from Quebec (40%), Alberta (40%), and outside of Canada (53%) were more likely to indicate stress from a
heavy workload compared to other regions. Prince Edward Island and Newfoundland and Labrador (27%) were least
likely.
 Managers from British Columbia (25%), Saskatchewan (24%), and outside of Canada (38%) expressed the highest
amounts of stress due to balancing work and personal life, while managers from Newfoundland and Labrador (22%)
indicated the lowest amount of stress.
 Lack of clear expectations is more likely to cause stress for managers from Nova Scotia and the national capital region
(20%), while Newfoundland and Labrador were least likely to experience stress (11%).

FIGURE 3: FACTORS AFFECTING WORK QUALITY
Respondents were also asked to rate how often they felt
certain factors impacted the quality of their work on a
five-point scale (always/ almost always, often,
sometimes, rarely, never/ almost never). Unreasonable
deadlines, unreliable technology, and lack of stability in
my department or agency were all rated similarly, with
roughly one-third of managers indicating they always or
often felt the quality of their work suffered due to these
factors.
 Compared to 2018, there was a decrease in the
percentage of managers who indicated that
unreasonable deadlines (33% vs. 35%) and a lack
of stability in the department or agency (36% vs.
38%) always or often affected their work.
 Unreliable technology was a new question in 2019.
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Regional Differences
There was some variability in how managers responded to each of the statements based on where they were from.


Between 22% and 38% of managers agreed that unreasonable deadlines affected the quality of their work. Two
in ten managers from Newfoundland and Labrador (22%) felt this affected their work, whereas, close to four in
ten managers from the NCR (37%), Quebec (37%), and outside Canada (38%) felt unreasonable deadlines
affected the quality of their work.



Unreliable technology affected the quality of work for a greater percentage of managers in BC (43%), compared
to Prince Edward Island (19%).



Lack of stability is a concern for a greater percentage of managers from Quebec (45%), but fewer managers
from PEI (26%) outside Canada (26%).
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FIGURE 4: MANAGER’S WORKLOAD

As shown in Figure 4, the majority of managers (54%)
indicated they can finish their workload during their regular
working hours always or often.
 This is down compared to 2017. In 2017, 57% of
managers indicated they always or often completed
their work during their regular working hours. In
2018, 53% indicated they always or often could.
 This also lines ups with 37% of managers
indicating that a heavy workload causes stress at
work.
 This suggests managers are increasingly feeling
pressed for time in their roles.
 When broken down regionally, most provinces had
between 50% and 60% of managers saying they
could complete their assigned workload during their
regular working hours. The exception was BC
(49%) and outside Canada (30%).

FIGURE 5: MANAGERS SUPPORTING EMPLOYEES

Managers are there to support their employees, both in
their work and when they are experiencing mental
health issues.


Figure 5 shows that 67% of managers feel they are
equipped to support employees experiencing
mental health issues.



This percentage is similar to the percent of
managers who agree that they get the training
needed to do their job (71%).



This result suggests managers need more support
and training in order to better support employees
who may be struggling personally.



By region, the majority of provinces had between
66% of managers (Ontario) and 72% of managers
(PEI) who agreed with the statement. The
exceptions were Quebec (55%) and outside
Canada (51%).

Overall, results suggest most managers feel they get
the training they need to do their job and receive useful
feedback. However, generally, managers feel they have
less support for career development.
A heavy workload contributing to stress continues to be a factor for managers, as well as, unreasonable deadlines
affecting the quality of their work. The heavy workload, unreasonable deadlines, and the fact that 46% of managers
sometimes or rarely/ never finish their workload during their regular work time, suggest that many managers do not have
the resources to complete quality work on-time.
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An Agile Public Service
Aspects interfering with an agile public service
Creating an environment that supports managers to be more agile and adept to change is important for an effective public
service. The following section looks at the results to the questions that were identified by the Public Service Renewal at
the Privy Council Office to indicate agility in the public service.
Figure 6 shows a comparison of several factors and how often managers feel they affect the quality of their work.
Compared to 2018, all factors saw a decrease in the percentage of managers who always or often felt the factors affected
the quality of their work. Interestingly, there was bump or increase of several points in these factors in 2018, and in 2019
they fall slightly and are more in line with 2017 percentages.
Overall in 2019, a lower percentage of executives indicated that all the factors always or often affected the quality of their
work. This suggests middle-management is more prone to these factors than upper management.


Roughly four in ten managers indicated that “high staff turnover” (39%) and “constantly changing priorities”
(43%) always or often affect the quality of their work. Both of these factors have decreased since 2018, but
have a slight increase compared to 2017.



Close to half (47%) also feel that the quality of their work always or often suffers because of “overly
complicated or unnecessary business processes”. This factor also decreased compared to 2018 (by 4%),
but is only 1% lower than 2017.



Roughly half of managers feel the quality of their work always or often suffers because of “having to do the
same or more work, but with fewer resources” (52%) and “too many approval stages” (50%). Both of these
factors are lower compared to both 2018 and 2017. Results suggest fewer managers are feeling as
stretched for resources compared to 2018 (5% lower) and 2017 (3% lower).

FIGURE 6: FACTORS AFFECTING WORK QUALITY

% who indicated "always" or "often"

I always or often feel that the quality of my work suffers because of...

39% 41% 37%

47%

43% 45% 42%

51%

48%

53% 51%
50%

52%

57% 55%

43%

40%
35%

27%

high staff turnover.

30%

constantly changing overly complicated or
priorities.
unnecessary business
processes.
2019

2018

2017

too many approval
stages.

having to do the same
or more work, but with
fewer resources.

Executives (2019)
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Regional Differences
When comparing regions, Prince Edward Island and Newfoundland had the lowest percentage of managers agreeing with
the statements below. This suggests the majority of managers in these regions feel these factors are less likely to
interfere with managing their sections.
In contrast, Quebec and British Columbia had the highest percentage of managers indicating that the quality of their work
often suffers because of high staff turnover, constantly changing priorities, overly complicated business processes, and
too many approval stages. Managers from British Columbia and outside Canada were more likely to indicate that having
to do the same or more work, but with fewer resources, was affecting the quality of their work.

I always or often feel that the quality of my work suffers because of…

Region

All regions
NCR
ON
QC
BC
AB
SK
MB
NB
NS
PEI
NFLD & Lab
Outside Canada

High staff
turnover
39%
38%
37%
50%
45%
41%
36%
33%
37%
34%
26%
29%
31%

Constantly
changing
priorities
43%
43%
43%
48%
47%
43%
39%
40%
42%
43%
38%
35%
37%

Overly
complicated
or
unnecessary
business
processes
47%
45%
47%
53%
59%
50%
47%
47%
47%
49%
38%
41%
55%

Too many
approval
stages
50%
49%
49%
64%
53%
49%
51%
47%
47%
48%
37%
41%
43%

Having to do
the same or
more work,
but with
fewer
resources
52%
51%
51%
55%
59%
54%
52%
51%
51%
49%
34%
39%
62%
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Factors creating stress in the workplace.
Another indicator for agility in the public service the level of stress. If certain factors create stress, these factors are likely
perceived to be barriers for being able to be responsive to changes in the workplace.
Respondents were asked to indicate to what extent certain factors cause them stress at work. The factors “overtime or
long work hours”, “lack of control or input in decision-making”, and the “physical work environment” were selected to be
indicators for agility in the workplace by Public Service Renewal. Overall, a little more than one in ten managers indicated
these factors caused them stress at work “to a very large extent” or “to a large extent”.
Compared to executives, managers are 12% less stressed by overtime or long work hours, but feel more stressed by a
lack of control or input in decision-making, and the physical work environment.


When comparing the last three years, the factor “overtime or long work hours”, has decreased by 2% compared to
2018, and 1% compared to 2017. This percentage (16%) is similar to the percentage of managers who feel they
rarely or never get their work completed within their working hours.



The factor “physical work environment” decreased by 1% from 2018, but increased by 1% compared to 2017. This
suggests there is little change for managers over the three years.



Compared to both 2018 and 2017, the percentage of managers who indicated they felt that a lack of control or
input into decision-making causes stress at work to a very large, or large extent fell by 3%, from 18% to 15%.

FIGURE 7: FACTORS CAUSING STRESS

% who indicated "To a very large extent" or
"To a large extent"

Overall, to what extent do the following factors cause you stress at work?

29%

18%
16%

18%

17%

18%

15%

9%

9%

10%
8%
4%

Overtime or long work hours

2019

Lack of control or input in decisionmaking
2018

2017

Physical work environment

Executives (2019)
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Regional Differences
When breaking down the results by region, Prince Edward Island had the lowest percentage of managers agreeing with
the three statements below. Only one in ten managers feel that overtime or long workhours, or a lack of control or input in
decision-making causes them stress to a large extent, and only 4% felt the physical work environment caused them stress
to a large extent.
In contrast, managers from British Columbia and outside Canada had the highest percentage of managers who felt
overtime or long work hours caused them stress. The physical work environment caused stress for the highest percentage
of managers in Saskatchewan and outside Canada. Alberta had the highest percentage of managers who felt a lack of
control or input into decision-making caused them stress to a large extent.
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Difference in perceptions between executives and managers
Below are several more statements that were selected by Public Service Renewal to indicate agility in the public service.
Respondents were asked how much they agreed or disagreed with the following statements. Figure 8 shows the
percentage of managers and executives who strongly agree or somewhat agree.
Overall, a lower percentage of managers agree with the statements compared to executives. This could suggest that
executives have a greater influence to make changes their positions, which goes in line with the increased responsibility
found in these positions.


The greatest difference between managers is seen in the statement “Senior management in my department or
agency makes effective and timely decisions”, with only 51% of managers agreeing and 72% of executives
agreeing with the statement.



The smallest difference (10%) is with the statement, “My department or agency implements activities and
practices that support a diverse workplace”. Eight in ten managers (80%) agreed, while nine in ten executives
(90%) agreed.



When comparing the results of managers from 2017 to 2019, the percentage of managers who agreed with the
statements has remained relatively stable, with an increase of 2% to 3% between the years.



The three statements, “Senior management in my department or agency makes effective and timely decisions”, “I
receive meaningful recognition for work well done”, and “I feel I would be supported by my department or agency
if I proposed a new idea”, saw an increase of agreement from managers by 3% to 4% since 2017.



The two statements, “My department or agency implements activities and practices that support a diverse
workplace”, and “I know how my work contributes to the achievement of my department’s or agency’s goals”, had
a higher percentage of managers in agreement in 2018 than 2019 and 2017 (again a difference of 2% to 3%).



The statement “I feel that change is managed well in my department or agency” was a new question in 2019. Less
than half (45%) agreed with this statement, suggesting the public service is not as agile as it could be.
Furthermore, only half of managers (51%) agree that senior management makes effective and timely decisions,
also suggesting a need to respond to changes more quickly.

FIGURE 8: A COMPARISON OF PERCEPTIONS BETWEEN SENIOR MANAGEMENT AND MIDDLE-MANAGEMENT IN 2019

% who "strongly agree" or "somewhat
agree"

I agree with the following statements...
I know how my work contributes to the achievement of my
department’s or agency’s goals.

86%
96%

My department or agency implements activities and
practices that support a diverse workplace.

82%
90%

I feel I would be supported by my department or agency if I
proposed a new idea.

71%
88%
67%

I receive meaningful recognition for work well done.
Senior management in my department or agency makes
effective and timely decisions.
I feel that change is managed well in my department or
agency.
Middle-managers

79%
51%
73%
45%
59%

Executives (2019)
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Although results suggest a positive change, and that more managers are indicating certain factors are affecting their jobs
less, there is still room for improvement. Several factors still present a problem for managers being able to support an
agile public service. Half of managers still feel their work suffers due to fewer resources, and only half feel that senior
management makes effective and timely decision. Furthermore, less than half indicated that change is managed well in
their department or agency. These three things combined make it difficult for managers to be able to adapt to change
quickly and make timely decisions in their own units.
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Mental Health in the Workplace
The Government of Canada has the important goal of creating workplaces that promote mental health and has asked
questions on stress and mental health on the PSES for several years. The National Managers’ Community closely tracks
how work and the workplace impacts manager’s mental health. This next section examines key questions from the PSES
in an effort to gauge how certain factors are impacting manager’s mental health.

Stress affecting mental health in the workplace
Respondents were asked to indicate to what extent several factors cause stress at work. Figure 9 shows the percentage
of managers who indicated that four factors cause them stress to a very large, or large extent. Two of the factors have
shown no change in the last three years, while two have shown a decrease since 2017.


“Lack of job security” and “Personal issues” only cause stress to a very large or large extent for 3% to 4% of
managers. These two factors have remained consistent over the last three years.



The factor “Pay or other compensation-related issues” has decreased since 2017 to 29% from 35%, indicating
that issues with the Phoenix pay system are slowly being resolved.



Unreasonable deadlines” has also seen a decrease since 2017, with 26% of managers indicating it caused them
stress to a very large, or large extent, compared to 29% in 2017 and 30% in 2018.

FIGURE 9: CIRCUMSTANCES IMPACT ON STRESS IN MANAGERS

% seclected "very large" or "large extent"

The following factors cause me stress to a "very large" or
"large extent" at work.
Lack of job security

Personal issues

3%
4%
4%
4%
5%
4%
29%
34%
35%

Pay or other compensation-related issues

26%

30%
29%

Unreasonable deadlines

2019

2018

2017
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Regional Differences
When breaking down the results by region:


Managers working in Prince Edward Island, Newfoundland and Labrador and outside Canada were the least
likely to feel stressed by a lack of job security (1%), while managers in British Columbia, Alberta, and Manitoba
(5%) were most likely to feel stressed.



Managers from New Brunswick and Prince Edward Island had the lowest percentage of managers (3%)
indicating personal issues created stress to a large extent at work, while managers in Nova Scotia (5%) were
more likely to indicate personal issues caused them stress.



Pay or other compensation issues created stress to a large extent for four in ten managers (40%) working in
British Columbia compared to one-quarter of managers (24%) in the national capital region.



Unreasonable deadlines created stress to a large extent for one-third of managers who work outside Canada
(34%) and 28% in the national capital region and Quebec, compared to 17% of managers working in Prince
Edward Island and Newfoundland and Labrador.

The following factors cause me stress to a “very large” or “large” extent at work.
Region
All regions
NCR
ON
QC
BC
AB
SK
MB
NB
NS
PEI
NFLD & Lab
Outside Canada

Lack of job
security
3%

Personal
issues
4%

Pay or other
compensationrelated issues
29%

3%
4%
4%
5%
5%
4%
5%
4%
4%
3%
3%
1%

4%
4%
4%
4%
4%
4%
4%
3%
5%
3%
4%
4%

24%
30%
36%
40%
35%
32%
31%
29%
35%
25%
36%
29%

Unreasonable
deadlines
26%
28%
21%
28%
23%
20%
19%
21%
22%
21%
17%
17%
34%
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Overall Stress
FIGURE 10: MANAGERS STRESS OVERALL

Respondents were also asked to rate their level of
stress overall. Close to one-quarter (22%) of managers
indicated their stress was high or very high, while 78%
indicated it was moderate to very low.
 Managers are feeling less stressed overall
compared to 2018 and 2017, when 27% indicated
their stress was high.
 Overall in 2019, close to the same percentage of
executives rated their stress as high (21%) as
managers, and slightly more executives rated their
stress as moderate (43%).
 Below results are broken down by region. Just over
one-quarter (27%) of managers from Alberta, and
close to one-third of managers (31%) working
outside of Canada feel their work-related stress is
high. Generally, work-related stress is lower in the
Maritimes compared to the rest of the country.
These results suggest overall manager’s level of stress
seems to be decreasing.

Overall, my work-related stress is very high or high.

26%

27%

22%

22%

24%

23%
17%

Outside
Canada: 31%

NCR: 21%

18% 15%
22%
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FIGURE 11: MANAGERS STRESS DAILY

When employees feel drained at the end of th7e
day it often suggests higher degree of stress at
work. In order to further gauge stress in the
workplace, respondents were also asked to
indicate how often they felt emotionally drained at
the end of the day.
 Figure 11 shows that in 2019, 35% of
managers indicated they always or often
felt drained at the end of the workday.
 Interestingly there is no difference between
years (2018 and 2017), or between level of
management (managers vs. executives).
 The map below breaks results down by
region. More than four in ten managers
who work outside of Canada and Alberta
(42%) feel emotionally drained always or
often. Generally, those in eastern Canada
are less likely to feel emotionally drained.

Overall, the level of work-related
stress has decreased by 4%
After my workday, I feel emotionally drained always or often.
compared to the two previous
years. However, one-third still feel
emotionally drained at the end of
the day (unchanged compared to
previous years). Unreasonable
38%
40%
42%
38%
deadlines are causing stress to a
lesser extent compared to
previous years, but one-quarter of
38%
28%
managers still find they cause
28%
stress to a very large or large
37%
Outside Canada: 42%
32%
extent. A lack of job security and
NCR: 33%
personal issues do not create
36%
stress for the majority of
managers (unchanged in last
three years) and stress due to pay or other compensation-related issues continues to decline as the Phoenix pay system
issues are slowly resolved. These factors suggest that some factors that can affect the mental health of managers is
slowly improving, but there is still room for improvement.
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Workplace Well-being
Manager’s perceptions of well-being in the workplace
All employees are more likely to flourish in their roles if they are in a healthy work environment. The next section
examines manager’s perceptions of their workplace and how it affects their job. Key questions were chosen to represent
workplace well-being and are shown below.

Work-life balance, ethical behaviour and psychological health
Figure 12 shows the results by year of three statements that asked respondents to indicate how much either they agreed
or disagreed with each of the statements.


In 2019, three-quarters of managers (77%) agreed with the statement “I have support at work to balance my work
and personal life”. Since 2017 there has been a small steady increase in the percentage of managers agreeing;
agreement with this statement has increased by 4% for managers.



A little more than two-thirds of managers (68%) agree with the statement, “Senior managers in my department or
agency lead by example in ethical behaviour”. There has been little change since 2017. Interestingly, there was a
17% difference between managers and executive’s responses. In 2019, 82% of executives agreed with this
statement.



In 2019, 61% of managers agreed with the statement, “I would describe my workplace as being psychologically
healthy”. There was an increase of 4% from 2017 (57% to 61%). Similar to the previous statement there was a
difference between manager’s and executive’s perceptions. In 2019, 74% of executives agreed with this
statement, suggesting more executives feel the workplace is psychologically healthy compared to managers.

FIGURE 12: MANAGER’S PERCEPTIONS OF WELL-BEING IN THE WORKPLACE

I agree that...
77%
I have support at work to balance my work
and personal life.

74%
73%

68%

Senior managers in my department or
agency lead by example in ethical
behaviour.

65%
64%

61%
I would describe my workplace as being
psychologically healthy.

60%
57%
2019

2018

2017
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Regional Differences
Below the results for the same statements are broken down by region. Generally, in these areas of workplace wellbeing,
managers from Prince Edward Island feel their place of work is relatively healthy. Managers from Alberta, British
Columbia and outside of Canada are more likely to struggle in these areas.


Almost three-quarters (72%) of managers from Prince Edward Island would describe their workplace as being
psychologically healthy, compared to just over half of managers from Alberta (55%) and less than half of
managers who work outside Canada (43%).



More than three-quarters of managers (76%) from Prince Edward Island agree that senior managers in their
department lead by example in ethical behaviour. In contrast, a little more than half of managers (54%) who work
outside Canada and roughly two-thirds (64%) from British Columbia, agree with the same statement.



Managers from Prince Edward Island (87%) are most likely to agree that they have support to balance their work
and personal life, compared to managers working outside of Canada (58%) and managers in British Columbia
(71%), who are least likely to agree.
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FIGURE 13: PROPORTION OF MANAGERS EXPERIENCING
HARASSMENT ON THE JOB

Harassment and discrimination in the
workplace
Harassment and discrimination hampers positive growth
in the workplace. In 2018 and 2019, respondents were
asked a series of questions about harassment and
discrimination on the job.
As seen in Figure 13, in 2019, 13 in 100, or 13%,
indicated they had been a victim of harassment on the job
in the past 12 months. Additionally, 18% of managers
indicated they had witnessed harassment in the last 12
months.
 This percentage remains unchanged compared to
2018, where 14% had been a victim to harassment
on the job in the previous 12 months.
 The 2018 National Manager’s Community Pulse
Check Survey also found that 14% of managers
had experienced harassment in the last 12 months.
 One in ten executives (10%) indicated in the 2019
PSES survey that they had been a victim of
harassment on the job in the last 12 months, and
15% had witnessed harassment in the last 12
months.
 The difference in the percentage of personal
harassment versus witnessing harassment is in line
with the theory that harassment on the job is often
underreported.

Percent indicating being a victim of harassment on the job by region.

15%

18%

17%

 The adjacent map suggests
that on the job harassment is
higher in the western
provinces, Ontario and Nova
Scotia.

17%

16%

11%
12%

Outside
Canada: 11%

11%

NCR: 12%

11%

15%
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FIGURE 14: PROPORTION OF MANAGERS EXPERIENCING
DISCRIMINATION ON THE JOB

The percentage of managers who were a victim of
discrimination on the job is lower than harassment on the
job, as seen in Figure 14. In 2019, four in 100 managers
(4%) were a victim of discrimination on the job in the
previous 12 months.
This is down 2% from 2018, when 6% of managers
indicated they were a victim of discrimination on the job in
the last 12 months. Additionally, 6% of managers
indicated they had witnessed discrimination on the job in
the last 12 months.
 In 2019, executives were slightly more likely to
report being a victim of discrimination on the job in
the previous 12 months (6%). They are also more
likely to witness discrimination on the job, with 9%
reporting being a witness in the previous 12
months.
 The difference in the percentage of personal
discrimination versus witnessing supports the
theory that discrimination on the job is also often
underreported.
 These results suggest a small improvement in the
amount of discrimination on the job that managers
face.
 As seen in the map below, similar to on the job
harassment, discrimination tends to be higher in
western provinces, Ontario, Nova Scotia and
outside Canada.

Percent indicating being a victim of discrimination on the job by region.

8%

8%

7%

7%

8%

6%
4%

Outside
Canada: 8%

4%

NCR: 6%

4%
6%
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FIGURE 15: FLEXIBLE WORK ARRANGEMENTS

The physical work environment
The physical set up of an office or workspace, or work
arrangement is also directly tied to workplace well-being
and job satisfaction. Respondents were asked how much
they agree or disagree with the statement, “Subject to
operational requirements, my immediate supervisor
supports the use of flexible work arrangements (e.g.,
flexible hours, compressed workweeks, telework)”. Figure
15 shows a comparison of manager’s responses in 2019
and 2017, or the last time the question was asked. In
2019, 84% of managers agreed that their supervisor
supported the use of flexible work arrangements.
 Since 2017, there has been a 4% increase in the
percentage of managers who agreed.


FIGURE 16: MANGER’S HEALTH AND SAFETY AT WORK

In 2019, the slightly more executives (87%) agreed
with the statement.

 This suggests an increase in support for flexible
work arrangements.
 When broken down regionally, most provinces had
between 80% and 86% of managers agreeing with
the statement. The exception was PEI (90%) and
outside Canada (68%).
As shown in Figure 16, more than eight in ten managers
(85%) agreed with the statement, “I have the information,
training and equipment I need to ensure my health and
safety at work.”
 There has been little change in the percentage of
managers who agree with this statement since
2017. In 2017, 86% of managers agreed with this
statement.
 A higher percentage of executives (92%) agree
with the same statement.
 This suggest most managers feel safe at work.
 When broken down regionally, most provinces had
between 83% and 87% of managers agreeing with
the statement. The exception was PEI (92%),
Alberta (81%), and outside Canada (73%).
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An Inclusive Public Service
In the public service each individual should have equal rights and access to supports to ensure they are being treated
fairly in the workplace. This next section examines responses to questions that were selected by the Public Service
Renewal to indicate an inclusive public service.

Support for an inclusive workplace
In order to gauge how supported managers feel in dealing with interpersonal or ethical dilemmas, the three questions in
Figure 17 were selected. In general, managers feel less supported in the areas of formal recourse processes and in
conflict or ethical resolution compared to 2017. Whereas, little has changed in manager’s perception of interpersonal
conflict in their work unit.


Half of managers (51%) agreed with the statement, “I feel I can initiate a formal recourse process without fear of
reprisal”. This result has remained unchanged since 2017. In general, executives feel better supported in this
area, with 63% agreeing with the statement.



Seven in ten managers (69%) agreed that they are satisfied with how interpersonal issues are resolved. There
has been little change in this percentage since 2017. Executives tend to be more satisfied with how interpersonal
issues are resolved, with 85% agreeing with the statement.



When faced with an ethical dilemma, a lower percentage of managers (76%) agree that they know where to go
for help in resolving an ethical conflict compared to 2018 (78%) and 2017 (81%). Executives are more likely to
know where to go for help, with 89% agreeing with the statement.

These results suggest a higher percentage of managers feeling less supported in this area. This may be due to a lack of
knowledge of where to go, lack of mentorship, or a lack of tools available.
FIGURE 17: PERCEPTIONS OF ACCESS TO FORMAL RECOURSE PROCESSES, SUPPORT FOR ETHICS, AND INTERPERSONAL
CONFLICT RESOLUTION

I agree that...
84%

89%
76%

63%
51%

51%

69%

65%

78%

81%

68%

51%

I feel I can initiate a formal recourse process
without fear of reprisal.

I am satisfied with how interpersonal issues
are resolved in my work unit.

2019

2018

2017

If I am faced with an ethical dilemma or a
conflict between values in the workplace, I
know where I can go for help in resolving the
situation.

Executives
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Regional differences
Below the results for same statements are broken down by region.


Almost six in ten of managers in Quebec and Newfoundland and Labrador (59%) feel they can initiate a formal
recourse process without fear of reprisal, compared to less than half of managers who work in the national capital
region (47%) or outside Canada (37%).



Managers from Prince Edward Island are most likely to agree (77%) that they are satisfied with how interpersonal
issues are resolved in their work unit, compared to, managers working in Alberta (64%) and outside of Canada
(37%) who are least likely to agree.



Managers from outside of Canada and Newfoundland and Labrador (81%) are most likely to know where to go to
resolves ethical dilemmas. Managers from Nova Scotia are least likely to feel equipped to deal with an ethical
dilemma or conflict between values in the workplace (72%)..
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Respect in the workplace
Roughly three-quarters of managers feel valued and respected at work. There have only been slight differences in the
percentage of managers who agree with the three statements in Figure 18. Feeling valued at work and feeling like their
ideas and opinions are valued saw a slight increase, while feeling that the department or agency respects individual
differences saw a slight decline.


More than three-quarters of managers (78%) agreed that their department or agency respects individual
differences. This fell slightly since 2018 and 2017, when 82% of managers agreed.



There was little difference in the percentage of managers who agreed that people they work with value their ideas
and opinions from 2018 to 2019. This question was not asked in 2017.



Overall, close to three-quarters of managers (73%) feel valued at work. This has increased since 2017, when 70%
of managers felt valued at work.

FIGURE 18: PERCEPTIONS OF RESPECT AND VALUE IN THE WORKPLACE

I agree that...
94%
87%
78%

82%

82%

I think that my department or agency respects
individual differences.

85%

84%
84%
73%

The people I work with value my ideas and
opinions.
2019
2018
2017
Executives

71%

70%

Overall, I feel valued at work.
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Regional differences
Below the results for same statements are broken down by region. Generally, based on the same statements, managers
from Alberta are less likely to feel that there is respect in the workplace, whereas managers from Prince Edward Island
are more likely to.


More than eight in ten managers (85%) from Prince Edward Island agree that their department or agency
respects individual differences, compared to 73% of managers from Alberta and two-thirds of managers from
outside Canada (66%).



Nine in ten managers (90%) from Prince Edward Island agree that people they work with value their ideas and
opinions, compared to eight in ten managers (80%) from Alberta.



More than eight in ten (82%) managers from Prince Edward Island feel valued at work, while two-thirds (67%) of
managers from Alberta feel valued.
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FIGURE 20: LANGUAGE OF CHOICE IN THE WORKPLACE

Language of choice and measures to
accommodate
Part of creating an inclusive workplace is ensuring everyone feels
comfortable in the workplace. This includes being able to speak
the official language of your choice at work, and easily accessing
measures to accommodate your needs in the workplace.
Respondents were asked if they feel free to use their official
language of choice when communicating with their immediate
supervisor, as well as, a series of questions about their
experiences with requesting measures to accommodate.


As seen in Figure 20, more than nine in ten managers (93%)
agree they feel free to use their official language of choice
with their immediate supervisor. This percentage has not
changed since 2017.



When results are broken down regionally, managers working
in the National Capital Region (92%), Alberta (92%),
Manitoba (92%) and outside of Canada (88%) are the least
likely to feel they can communicate using their official
language of choice. Managers from Saskatchewan,
Newfoundland and Labrador and Prince Edward Island
(96%) are most likely to feel they can use their official
language of choice.

Percent who agree they can use official language of choice by
region.
94%

92%

96%

27%

92%

94%
Outside
Canada: 88%

95%
%
93%

NCR: 92%

96%

96%
93%
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Figure 21 shows a breakdown of the results to a series of questions about measures to accommodate managers in the
workplace. Respondents were asked if they had requested measures to accommodate their needs in the workplace in the
last two years. The same percentage of managers (13%) indicated that they requested measures to accommodate their
needs in 2019 and 2017 (the question was not asked in 2018).


Four percent more managers (83%) indicated that measures were taken to accommodate their needs in 2019
compared to 2017 (79%).



However, when asked if they were satisfied with the measures that were taken to accommodate their needs,
satisfaction was lower in 2019 (84%) compared to 2017 (86%).



Half the percentage of executives (7%) requested measures to accommodate. However, a higher percentage of
executives indicated that measures were taken to accommodate their needs (88%), and more tended to be
satisfied with the measures that were taken (91% satisfied).
FIGURE 21: MEASURES TO ACCOMMODATE IN THE WORKPLACE



When looking at the results regionally, between
8% and 14% of managers requested measures
to accommodate their needs. PEI (8%),
Newfoundland (9%), and outside of Canada
(9%) had the lowest percent of managers
requesting measures to accommodate, while
the national capital region, Ontario, and British
Columbia (all 14%) had the highest percent.



As seen in the adjacent map, New Brunswick
(88%) and PEI (88%) were the most likely to
have their request met, while outside Canada
(66%) and Nova Scotia were the least likely.



The number of responses was too low to report
satisfaction with measures taken by region.

Percent of managers who had their request to
accommodate their needs met.
83%

78% 75% 86%
85%

75%

82%
88%

Outside Canada: 66%
NCR: 85%

88%
74%
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Overall, results suggest that the support for maintaining an inclusive workplace has remained relatively stable. Still only
half of managers feel they can initiate a formal recourse without fear of reprisal and less know where to go for help with
ethical dilemmas on the job. Results suggest that more managers feel valued on the job. However, there has been a
decrease in the percentage of managers who feel their department or agency respects individual differences. The large
majority of managers feel they can speak their official language of choice with their supervisor; this result remains
unchanged.
The same percentage of managers requested measures for accommodations compared to 2017, and the percentage of
measures taken increased. However, generally, managers were slightly less satisfied with the measures that were taken.
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Support from Senior Leaders
In order to do their jobs effectively, managers in the public service need to be supported by senior management. They
need constructive feedback, good communication to keep essential information flowing, and they need to have confidence
in senior leaders. The following section examines manager’s perceptions of senior management and the support they
receive.

Quality of supervision
Figure 22 shows an annual comparison of the percentage of managers who agreed with a variety of statements
concerning their interactions with senior management. Overall, there has been little change (1% to 2%) in the three years
presented. Roughly three-quarters of managers appear to have a good working relationship with their immediate
supervisor based on the following questions.


Eight in ten managers (84%) agree that their immediate supervisor seems to care about them as a person. This is
up three percent over the previous two years.



Similarly, 80% of managers are satisfied with the quality of supervision they receive. This is up 4% from 2018, and
up 2% from 2017.



Eight in ten managers (79%) feel their supervisor keeps them informed about the issues affecting their work.
There has little change over the course of the three years presented. The 2018 NMC Pulse Check Survey found
similar results, with 76% agreeing with the statement.

FIGURE 22: MANAGER’S RELATIONSHIP WITH SENIOR MANAGEMENT

I agree that...
84%
81%

My immediate supervisor seems to care about me as a person.

81%

80%
76%

I am satisfied with the quality of supervision I receive.

78%

79%
77%

My immediate supervisor keeps me informed about the issues
affecting my work.

78%
2019

2018

2017
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Regional Differences
Below the results for the same statements are broken down by region. Generally, managers from outside Canada, and
managers from Alberta and Nova Scotia are least likely to have a good working relationship with their supervisor, whereas
managers from Prince Edward Island and Newfoundland and Labrador are most likely to.


Just over three-quarters of managers from Alberta (78%) and outside Canada (77%) agree that their immediate
supervisor cares about them as a person, compared to 88% of managers from Prince Edward Island.



One-quarter of managers from Nova Scotia (76%) and a little more than seven in ten managers (72%) from
outside Canada agree they are satisfied with the quality of supervision, compared 86% of managers in Prince
Edward Island.



Just over seven in ten managers (73%) from Alberta agree that their immediate supervisor keeps them informed,
compared to 84% of managers from Newfoundland and Labrador.
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Perceptions of senior management
Although the majority of managers seem to perceive
their relationship with their immediate supervisor as
positive, based on the following results, their perception
of senior management is less positive.
Respondents were asked to indicate how much they
agreed or disagreed with the statement, “Essential
information flows effectively from senior management to
staff”. Figure 23 shows the level of agreement from
managers.


Half of managers (51%) agreed with the
statement and 30% disagreed with the
statement.



In comparison, close to three-quarters of
executives (73%) indicated they agreed with the
statement, and 15% disagreed.



Agreement varied between 48% and 58% when
broken down by province; with the exception of
British Columbia (45%), outside Canada (34%)
and PEI (62%).

Figure 24 shows manager’s level of agreement with the
statement, “I have confidence in the senior management
of my department or agency.”


Two-thirds of managers (62%) indicated they
have confidence in the senior management of
their department or agency, showing moderate
confidence in senior management. This
increased 2% since 2018 and 2017.

FIGURE 24: MANAGER’S CONFIDENCE IN SENIOR
MANAGEMENT

FIGURE 23: MANAGER’S PERCEPTIONS OF
COMMUNICATION WITH SENIOR MANAGEMENT

 Managers from BC (55%), QC (56%) and outside
Canada (50%) were the least likely to agree to the
statement. Newfoundland had the highest agreement.
I have confidence in the senior management
of my department or agency.
Region
Percent
All regions
NCR
ON
QC
BC
AB
SK
MB
NB
NS
PEI
NFLD & Lab
Outside Canada

62%
64%
61%
56%
55%
61%
64%
61%
70%
60%
76%
72%
50%
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Overall, managers have good working relationships with their immediate supervisors. However, communication between
managers, their supervisors, and/ or senior management could be improved. Only half of managers agree that essential
information flows effectively from senior management to staff. Furthermore, only two-thirds of managers have confidence
in the senior management of their department or agency.
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Somewhat agree

Neither agree nor
disagree

Somewhat
disagree

Strongly disagree

Don't know

Not applicable

Strongly/
somewhat agree

Neither agree nor
disagree

Somewhat/
strongly disagree

Agree

Mean Score

Question
Question 4. I get the training I
need to do my job.
Question 5. I have the
information, training and
equipment I need to ensure my
health and safety at work.
Question 6. I have support at
work to balance my work and
personal life.
Question 8. I receive meaningful
recognition for work well done.
Question 11. Overall, I feel valued
at work.

Strongly agree
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Always/almost always

Often

Sometimes

Rarely

Never/almost never

Don't know

Not applicable

Always/ almost
always/ often

Sometimes

Rarely/ never/ almost
never

Agree

Mean Score
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Question 17. I can complete my
assigned workload during my
regular working hours.
Question 18a. I feel that the
quality of my work suffers
because of... constantly changing
priorities.
Question 18b. I feel that the
quality of my work suffers
because of... lack of stability in
my department or agency.
Question 18c. I feel that the
quality of my work suffers
because of... too many approval
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Question 18d. I feel that the
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because of... unreasonable
deadlines.
Question 18e. I feel that the
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because of... having to do the
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Question 18f. I feel that the
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because of... high staff turnover.
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quality of my work suffers
because of... Unreliable
technology.
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supervisor on my job
performance.
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supervisor keeps me informed
about the issues affecting my
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Question 28. When I communicate
with my immediate supervisor, I
feel free to use the official
language of my choice.
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operational requirements, my
immediate supervisor supports
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arrangements (e.g., flexible hours,
compressed workweeks,
telework).
Question 30. My immediate
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me as a person.
Question 31. I am satisfied with
the quality of supervision I
receive.
Question 33. I am equipped to
support employees in my work
unit who are experiencing mental
health issues. (for supervisors)
Question 34. Senior managers in
my department or agency lead by
example in ethical behaviour.
Question 35. I have confidence in
the senior management of my
department or agency.
Question 37. Essential information
flows effectively from senior
management to staff.
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4.23

41

33

12

8

5

0

0

74

12

13

74

3.97

45

33

9

8

4

0

0

79

10

12

79

4.08

81

10

4

2

1

0

2

93

4

3

93

4.71

57

23

7

4

4

1

3

84

8

9

84

4.3

60

23

9

4

3

1

0

84

9

7

84

4.34

50

30

9

6

4

0

0

80

10

10

80

4.16

20

44

15

13

5

2

2

67

16

18

67

3.65

28

37

15

11

6

3

0

68

15

17

68

3.74

25

36

17

13

8

1

0

62

17

22

62

3.57

15

36

18

19

11

1

0

51

19

30

51

3.25
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Strongly agree

Somewhat agree

Neither agree nor
disagree

Somewhat
disagree

Strongly disagree

Don't know

Not applicable

Strongly/
somewhat agree

Neither agree nor
disagree

Somewhat/
strongly disagree

Agree

Mean Score

Question
Question 41. If I am faced with an
ethical dilemma or a conflict
between values in the workplace,
I know where I can go for help in
resolving the situation.
Question 44. My department or
agency does a good job of
supporting employee career
development.
Question 45. I believe I have
opportunities for promotion
within my department or agency,
given my education, skills and
experience.
Question 48. I think that my
department or agency respects
individual differences (e.g.,
culture, work styles, ideas).

34

41

12

8

4

1

0

76

12

12

76

3.94

21

37

17

15

9

1

0

59

17

23

59

3.48

24

33

14

14

13

1

1

57

15

28

57

3.4

36

42

13

6

3

1

0

78

13

9

78

4.03

Question
Question 58. Having carefully read the definition of harassment, have you been the
victim of harassment on the job in the past 12 months?
Question 63. Having carefully read the definition of harassment, have you directly
witnessed harassment on the job in the past 12 months?
Question 66. Having carefully read the definition of discrimination, have you been
the victim of discrimination on the job in the past 12 months?
Question 71. Having carefully read the definition of discrimination, have you
directly witnessed discrimination on the job in the past 12 months?

Yes

No

13

87

18

82

6

94

9

91
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Not at all

To a small extent

To a moderate extent

To a large extent

To a very large extent

Don't know

Not applicable

Not at all/ to a small extent

To a moderate extent

To a large/ very large
extent

Agree

Mean Score

Question
Question 74a. Overall, to what extent do
the following factors cause you stress at
work? Pay or other compensation-related
issues
Question 74b. Overall, to what extent do
the following factors cause you stress at
work? Heavy workload
Question 74c. Overall, to what extent do
the following factors cause you stress at
work? Unreasonable deadlines
Question 74e. Overall, to what extent do
the following factors cause you stress at
work? Overtime or long work hours
Question 74f. Overall, to what extent do
the following factors cause you stress at
work? Balancing work and personal life
Question 74g. Overall, to what extent do
the following factors cause you stress at
work? Lack of control or input in decisionmaking
Question 74i. Overall, to what extent do
the following factors cause you stress at
work? Lack of clear expectations
Question 74l. Overall, to what extent do
the following factors cause you stress at
work? Physical work environment
Question 74s. Overall, to what extent do
the following factors cause you stress at
work? Lack of job security
Question 74t. Overall, to what extent do
the following factors cause you stress at
work? Personal issues
Question 74a. Overall, to what extent do
the following factors cause you stress at
work? Pay or other compensation-related
issues

23

27

21

13

16

0

1

50

21

29

29

3.28

10

24

29

21

16

0

0

34

29

37

37

2.92

16

31

27

16

10

0

0

47

27

26

26

3.28

36

28

18

9

7

0

2

66

18

16

16

3.79

24

31

23

12

10

0

0

55

23

22

22

3.48

22

39

23

10

5

0

0

61

24

15

15

3.63

24

34

22

12

7

0

0

59

23

19

19

3.58

52

26

13

5

4

0

1

79

13

9

9

4.19

79

12

4

2

2

0

1

93

4

3

3

4.68

56

28

11

3

1

0

1

85

11

4

4

4.36

23

27

21

13

16

0

1

50

21

29

29

3.28
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Mean Score
Mean Score

0

0

24

40

35

35

2.84

Mean Score

Agree
Agree

6

Agree

High/ very high
Rarely/ never/
almost never

18

Somewhat/
strongly disagree

Moderate
Sometimes

40

Neither agree nor
disagree

Very low/ low
Always/ almost
always/ often

23

Strongly/
somewhat agree

Not applicable

12

22

38

18

13

7

1

0

61

18

21

61

3.55

Never/Almost
never

Not applicable

3.21

Not applicable

Don't know

22

Don't know

22

Don't know

Very High

39

Strongly disagree

High

39

Rarely

0

Somewhat
disagree

Moderate

0

Sometimes

5

Neither agree nor
disagree

Low

17

Often

Very low

39

Somewhat agree

Question
Question 78. I would describe my
workplace as being
psychologically healthy.

28

Always/Almost
always

Question
Question 76. After my workday, I
feel emotionally drained.

10

Strongly agree

Question
Question 75. Overall, my level of
work-related stress is...

Question
Question 79. Having carefully read the definition of duty to accommodate, have you requested
measures to accommodate your needs in the workplace in the last two years?
Question 80. Were any measures taken to accommodate your needs?

Yes

No

13

87

83

17
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Strongly agree
Somewhat agree
Neither agree nor
disagree
Somewhat
disagree
Strongly disagree
Don't know
Not applicable
Strongly/
somewhat agree
Neither agree nor
disagree
Somewhat/
strongly disagree
Agree
Mean Score

Question
Question 81. I am satisfied with
the measures that were taken to
accommodate my needs.
52
31
5
8
3
0
0
84
5
11
84
4.23
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