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changing priorities,” or because of a “lack of organizational stability” — three areas of
weakness identified in 1999 for both IC and the wider public service.

Workload, Work-Life Balance and Flexibility

»  Industry Canada and public service employees in general are less likely in 2002 to agree that
they can balance work and personal commitments in their current job although the reported
ability to complete assigned work has not changed since 1999.

»  Both senior management and supervisors are seen to be fairly supportive of flexible work
arrangements (senior management to a lesser degree). These findings are more positive for
IC than those seen in the wider public service. The perception of support for flexible work
arrangements has not translated into particularly higher take-up of flexible arrangements.

Supervision

»  Supervision is a positive area for Industry Canada and the public service as a whole. Positive,
although sometimes small, gains have been made in all aspects of the supervisor relationship
at IC and across the public service (this improvement built on a previous strength).

Fairness, Equality and Respect

» Industry Canada employees share with other public service employees diverse attitudes about
fairness issues. Nine in ten IC employees indicate that they are treated equally and with
respect.

» Handling of complaints and fairness of hiring and classification are areas for improvement.

»  One in five have experienced harassment, one in six discrimination (although not tracked
formally from 1999 due to a difference in wording, the results are essentially the same as in
1999). Two in three believe that IC works hard to prevent harassment and about eight in
ten' report that these issues are dealt with satisfactorily.

»  While nearly all English language IC employees are satisfied with official languages issues,
French language employees are less satisfied.

Training and Career Development

»  ICemployees have a more positive outlook on training and career issues than the public
service. They report that they get the training they need and have opportunities to develop

their skills. IC employees are more likely to think the department handles career development
issues well.

Attrition

»  Three in ten IC employees report that they are leaving in the next five years. The number is
essentially the same across the public service (29 per cent) as are the reasons for leaving
(retirement, pursuing other opportunities, health).

! Recalibrated to remove a large proportion of Don’t Know and Not Applicable responses.
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For ease of presentation and to minimize length two significant modifications were
made to the presentation of the survey questions. First, readers should note that the question
wording in the charts is in many cases a shortened version of the original wording. Second, the
results are generally shown for the two positive response categories aggregated together (e.g.,
strongly agree and mostly agree). Since there is no neutral category in most questions, the
remaining difference from 100 is composed of negative responses and not applicable responses.
Where understanding these differences is important, they are mentioned in the text
accompanying the graphs.

The response rate of 63 per cent for Industry Canada produces a sampling error of plus
or minus 1.7 points.? In this report, we distinguish statistical significance from substantive
significance especially with respect to the comparison with the public service as a whole since
the large number of public service-wide surveys makes most comparisons statistically significant.
Emphasis is placed on differences of four or more points, although when related questions are
all moving in the same direction this is also noted. For the sub-group differences, the smaller
sample sizes require that we consider larger differences (approximately ten points).

2 This is without correcting for the limited population size, which would lower the sampling error to plus
or minus 1.03 because as one surveys more of a limited population the accuracy of the sample must
increase (continuing to add a larger proportion of the department would increase the accuracy to
perfection eventually (i.e., when everyone is surveyed)).
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3.1 Work Environment

Job Satisfaction

»

Industry Canada employees, like those in the public sector as a whole, have a positive
outlook on their job. In fact, on this dimension the public service as a whole expresses
higher levels of job satisfaction than in 1999.

Almost everyone in both groups is proud of the work carried out in their unit, and views
their organization as a good place to work.

Positive job satisfaction is also evident in the very high level of commitment to making the
organization successful, 95 per cent of employees agree that they are strongly committed.

Supportive Work Environment: Tools and Autonomy

»

»

Most employees (93 per cent) express agreement that they have the materials to do their
job.

A large number of Industry Canada employees express positive assessments of the team
elements of their job; their unit learns from its mistakes (83 per cent), and the unit works

cooperatively (77 per cent). In the latter case, IC remains slightly less likely to agree than the
public service as a whole.

Employees are divided when it comes to how they are integrated into the decision-making.
A majority (58 per cent) indicates that they are encouraged to be innovative in their work
and just under half think they have a say in decisions and actions that impact on their work.

Nearly three in four of IC employees know where to get help when it comes to health and
safety issues, although this is slightly lower than the public service-wide result (79 per cent).

In general there is a movement in a positive direction between 1999 and 2002 when it
comes to employee assessments of their work environment. This is true of both the public
service as a whole and for Industry Canada specifically. The largest change is with respect to
the sense of working as a team. For Industry Canada there was a change of eight percentage
points in the level of agreement.
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Information Sharing

»

Industry Canada employees express a high level of agreement that they understand the
direction of the organization (79 per cent) and that they have good ongoing
communications with colleagues who work on similar projects (86 per cent). There is less
agreement that senior management does a good job of sharing information (60 per cent),
which was also a weakness in 1999 relative to the other aspects of information sharing.

There have been improvements on both questions asked in 1999 for both the department
and public service. IC employees say they are better able to explain the direction of the
organization (a difference of 7 points) and are more likely to think that senior management
does a good job sharing information (a difference of 4 points).

Workplace Obstacles

»

Compared to the 1999 survey, there have been improvements in every measured workplace
obstacle. That is to say, fewer Industry Canada employees indicate that the quality of their
work suffers as a result of these issues. One area of particular improvement is the drop in the
perception that employees are often or always required to do more with less from 51 per
cent in 1999 to 36 per cent.

Industry Canada improvements on three indicators (having to do more with less, constantly
changing priorities, and lack of stability in the organization) are larger than those found in
the public service overall.
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Quality of Service

»

Overall, Industry Canada employees feel their unit has clearly defined client service standards
and that the unit regularly applies these standards (seven in ten). There is less agreement
(57 per cent) when it comes to the existence of mechanisms in the unit for linking client
feedback to employees for them to act on (just over one in ten responded “don’t know").

Most employees (78 per cent) think that they have the flexibility to adapt services to meet
client needs.

On these service issues, Industry Canada employees share the same views with public service
employees in general and have remained consistent since 1999.

Follow-up

»

There is measured optimism within the department and the public service about the degree
to which senior management will try to resolve concerns raised in the survey. Half agree that
they will try while about one in ten indicate they don’t know. While there is a significant
improvement in the level of optimism or confidence since 1999, support for this view is
tepid with only one in four expressing strong agreement.

Just under one in four agree that senior management has made progress toward resolving
the issues from the 1999 survey. Many departmental employees are unsure about progress
with 32 per cent of employees indicating that they do not know.

In contrast, there is no question that most agree that supervisors and senior management
are committed to ensuring occupational health and safety, with eight in ten for both IC
employees and those from the public service as a whole expressing agreement.
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3.2 Workload, Work—Life Balance and Flexibility

Flexible Work Arrangements

»

Almost all employees of Industry Canada and the public service as a whole are satisfied with
their current work arrangements and this is unchanged from 1999.

Most agree that their immediate supervisor (subject to operational requirements) is
supportive of flexible work arrangements and somewhat fewer agree that senior
management actively supports the use of these arrangements.

o Industry Canada employees are more likely to agree to both statements than the public
service average. In particular, there is a seven-point difference with respect to the level of
agreement about senior management actively supporting the use of flexible
arrangements.

Although Industry employees are more likely to recognize management and supervisor
support for flexibility, they do not differ much in their actual use of these approaches.
Industry Canada employees only differ when it comes to somewhat higher levels of telework.

Overall, a modest number of public servants are taking advantage of flexible work
arrangements. The most popular are a flexible work schedule (one in three) and a
compressed work week (one in five). Much fewer are taking advantage of telework, job
sharing or income averaging.

Workload

»

Although nearly seven in ten IC employees agree that they can balance personal, family and
work needs, one in three disagree. This sense of balance has shifted dramatically since 1999
when 85 per cent of employees indicated that they could balance these different priorities.
These findings, including the trend from 1999, are essentially the same for the wider public
service.

One in four employees feel pressured to work more than regular hours and only a bare

majority indicates that they can complete their assigned workload during regular working
hours.

o Interestingly, IC employees who differed in 1999 (they were less likely to agree that they
could get their work done) are now similar to other members of the public service (IC
moved in the positive direction while the overall public service result moved in the
negative direction).

Employees are now more likely to say that they can claim compensation for overtime
worked. This is particularly true of Industry Canada employees who were well below the
public service average in 1999, but are now similar (50 per cent of IC employees in 1999 and
61 per cent in 2002 said they can claim compensation).

While Industry Canada employees were as likely to say they are able to claim compensation,

they were less likely to actually do so (43 per cent compared to 50 per cent for public service
as a whole).

31999 question included the words “flexibility to manage.”
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Career Development Assignments

»

Fewer IC employees indicated that they requested a developmental assignment in the last
three years than did so in 1999, which is also true of the public service as a whole. In 1999,
38 per cent of IC employees made such a request compared with only 27 per cent in the
2002 survey.

One third of Industry Canada employees, considerably less than the public service-wide level
of 41 per cent, who requested an assignment reported that they were denied and only 21

per cent of those denied said that they were given a reasonable explanation or justification
for the denial.

o The likelihood of being denied actually decreased slightly from 1999 (the 1999 figures
have the total sample as a base rather than the number who made a request).

Adverse Career Impacts

»

»

»

Although most employees indicated satisfaction with their career and career progress, a
couple of concerns emerged when survey respondents were asked to rate the extent to
which a number of issues have had a negative impact upon their career.

o The most likely issue to be recognized as having a significant adverse effect is restrictions
in the area of competitions, which 29 per cent said has significantly affected them.
Smaller groups mention a lack of access to development opportunities (16 per cent) and
a lack of information about job opportunities (14 per cent).

Personal reasons such as a conflict between work and other obligations or one’s personal
level of education are considered significant effects by a small segment of employees (about
one in ten).

Most employees say that discrimination has had no impact or a minimal impact on their
progress, although 6 per cent consider the impact to have been significant.

o This is notably higher among visible minority employees (14 per cent indicate
discrimination has had a significant adverse effect on their careers).

In general, employees tend to not identify a lack of access to second language training or
other learning opportunities as significant adverse impacts.

Employees of Industry Canada are similar to those in the rest of the public service except on
the question of access to learning opportunities where the overall public service results
indicate slightly more employees saying this has had a significantly adverse effect.
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3.6 Attrition from the Public Service

Intention to Leave

» Three in ten Industry Canada employees are planning to leave the public service within the
next five years. This is the same proportion as for the public service overall.

»  When it comes to the expected time frame for leaving, employees are more likely to report a
time frame of three to five years rather than within the next year. About one in five of those
who intend to leave in the next five years say they intend to leave in the next year.

» Employees of Industry Canada are no more likely to be planning to leave and do not differ in
their expected time frame for leaving.

» A significant number of Industry Canada employees (44 per cent) agree, however, that staff
turnover has been a significant problem in their unit.

Reasons for Leaving

»  Those people who express an intention to leave in the next five years were asked to rate the
importance of ten different reasons for their departure.

»  The most cited reason for leaving among Industry Canada employees is retirement; nearly six
in ten say this is a very important reason. While retirement is a natural part of the
employment process and life cycle, a number of other reasons are considered very important
by sizeable segments.

o Roughly a third of employees say that the pursuit of other opportunities (42 per cent),
making better use of their training and skills (38 per cent), and health reasons (burnout,
disability) (33 per cent) are very important reasons.

»  One in four say that family obligations (27 per cent) and workplace difficulties (25 per cent)
are very important reasons in their plans to leave.

»  Fewer IC employees found the following reasons to be very important: the end of a contract
(8 per cent), a decision to return to school (8 per cent), workforce adjustment program (9
per cent), and the transfer of their unit to the private sector (9 per cent).

» Industry Canada employees who intend to leave are similar to those who intend to leave
from other parts of the public service with two differences:

o |IC employees are modestly less likely to say that health reasons, the end of a contract or

term of employment, family obligations or because their unit is transferred are very
important reasons for leaving.

o |Cemployees are more likely to say that the pursuit of other employment opportunities is
a very important reason for leaving.
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3.7 Labour Relations

Three-quarters of employees are aware of provisions of the collective agreement (76 per
cent) and agree that the provisions are respected by supervisors (76 per cent) and by senior
management (74 per cent). These are similar to the results for the public service as a whole.

It appears that the employees of IC and of the public service as a whole do not view union—
management issues positively. Only on the issue of union relations with Treasury Board do
more employees take a negative (disagree) position.

o Thirty per cent of IC employees think that senior management engages in meaningful
consultation, 21 per cent think that the relationship between union and senior
management is productive and 19 per cent think that there is a productive relationship
between Treasury Board and the union.

Employees of Industry Canada are more negative on these three union—-management issues

in part because they are less likely to have evaluated them, returning a higher percentage of
“don’t knows" than public service-wide.

o Forty-nine per cent of Industry Canada employees compared with 36 per cent of public
service employees as a whole say they do not know whether there is meaningful
consultation. Among those who answer, the positive responses outnumber the negative

ones by a two to one margin on this question for both Industry Canada and the public
service.

o When it comes to the questions of an ongoing relationship between unions and senior
management/TBS, 56 and 46 per cent of Industry Canada employees, respectively,
provided a “don’t know"” response (public service-wide the don’t knows are 42 and 39
per cent). In the case of the relationship with TBS, however, the disagrees do
outnumber the agrees for both IC and the public service as a whole.
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3.6 Attrition from the Public Service

Intention to Leave
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3.7 Labour Relations

»  Three-quarters of employees are aware of provisions of the collective agreement (76 per
cent) and agree that the provisions are respected by supervisors (76 per cent) and by senior
management (74 per cent). These are similar to the results for the public service as a whole.

» It appears that the employees of IC and of the public service as a whole do not view union—
management issues positively. Only on the issue of union relations with Treasury Board do
more employees take a negative (disagree) position.

o Thirty per cent of IC employees think that senior management engages in meaningful
consultation, 21 per cent think that the relationship between union and senior
management is productive and 19 per cent think that there is a productive relationship
between Treasury Board and the union.

»  Employees of Industry Canada are more negative on these three union-management issues

in part because they are less likely to have evaluated them, returning a higher percentage of
"don’t knows” than public service-wide.

o Forty-nine per cent of Industry Canada employees compared with 36 per cent of public
service employees as a whole say they do not know whether there is meaningful
consultation. Among those who answer, the positive responses outnumber the negative

ones by a two to one margin on this question for both Industry Canada and the public
service.

o When it comes to the questions of an ongoing relationship between unions and senior
management/TBS, 56 and 46 per cent of Industry Canada employees, respectively,
provided a “don’t know” response (public service-wide the don’t knows are 42 and 39
per cent). In the case of the relationship with TBS, however, the disagrees do
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