National Managers’ Community
2018 Pulse Check Survey

Executive Summary
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, the Regional Champions and its Deputy Minister (DM) Champion.
Acting as a two-way communication vehicle, the NMC aims to promote managers’ needs and interests to senior leaders
with the support of its key partners and the government’s central agencies. The NMC fulfills this objective through regional
exchanges, events, focus groups and surveys. In 2018, the NMC launched a government-wide survey of managers to
identify the needs of the community as well as their relationship with senior leaders. The 2016 NMC survey sought similar
feedback. This study will enable the NMC to recognize managers’ relationship with senior leaders and uncover regional
realities, challenges that affect their work, and their mental health and well-being.

Methodology and Completed Results
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 the NMC’s multi-platform channels (Twitter, Facebook and
GCconnex) and distribution lists. Responses were received from 4,084 managers in 67 departments and agencies.
The results of the 2018 survey will be compared to the results of ‘supervisor’ responses (managers and executives) from
the same questions presented in the 2017 Public Service Employ Survey, the Association of Professional Executives of
the Public Service of Canada (APEX) 2017 Executive Work and Health Survey and the 2016 NMC survey.

Key Findings
The 2018 NMC Pulse Check Survey reveals the National Managers’ Community has broadened its community
membership across the Government of Canada. Although there was a decrease in the proportion of managers in the NCR
and at the Canada Revenue Agency who responded to the NMC survey between 2016 and 2018, there was an increase
in respondents in the regions and in other departments and agencies.
Managers who identify as Francophone and who work in the Atlantic region tend to be more positive or in agreement with
statements about their relationship with senior management and mental health and well-being.
Results are somewhat comparable across the four surveys (the 2018 NMC survey, the 2016 NMC survey, the 2017 Public
Service Employ Survey and the Association of Professional Executives of the Public Service of Canada (APEX) 2017
Executive Work and Health Survey), with the exception of the current survey, which shows a reduction in managers
reporting that they receive useful feedback from their immediate supervisor on their job performance. Seven out of 10
managers (71%) reported they would hire their boss and just over half (55%) have confidence in senior management.
Only 15% of regional managers (excluding the NCR) said senior management from headquarters always/often
understands and addresses the needs of regional staff, while 38% reported it occurs sometimes and 37% reported it
rarely/never occurs. Managers in most of the Atlantic regions (Newfoundland and Labrador, Prince Edward Island and
New Brunswick) were more positive than those in Alberta, British Columbia and Ontario.
Fourteen percent (14%) of managers indicated they had experienced harassment from senior management in the last 12
months and 42% reported that senior management always/often models behaviours that support mental health and wellbeing in their organization. Managers reported that the top two challenges impacting their ability to undertake their jobs
were workload (64%) and supporting their employees (57%).
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Introduction
Research Purpose and Objectives
The National Managers’ Community (NMC) is a horizontal community that connects managers with peers, senior leaders
and useful resources and tools to enable them to achieve their objectives in support of the Government of Canada’s
agenda and the priorities of the Public Service. 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, the Regional Champions and its 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. This is undertaken in collaboration with its key partners and the government’s central agencies. 1
The NMC fulfills this objective through regional exchanges, events, focus groups and surveys. In 2018, the NMC launched
a government-wide survey of managers to identify the needs of the community as well as their relationship with senior
leaders. The 2016 NMC survey sought similar feedback. The results of this survey will be compared with the results of
“supervisor” (manager and executive) responses to the same questions presented in the 2017 Public Service Employ
Survey,2 the Association of Professional Executives of the Public Service of Canada (APEX) 2017 Executive Work and
Health Survey and the 2016 NMC survey. This study will enable the NMC to understand managers’





relationship with senior leaders;
regional realities;
challenges impacting their job; and
mental health and workplace well-being.

Methodology and Completed Results
The 2018 NMC Pulse Check Survey was administered by the NMC between March 19 and April 15, 2018. The survey
consisted of 15 questions: 5 demographic questions, 6 original questions and 4 questions from the 2016 NMC survey that
were developed by the Public Service Commission for the Public Service Employee Survey. For respondents outside of
the NCR, an additional original question was asked concerning their relationship with senior management at the
department or agency’s headquarters.
An invitation to participate in the survey was sent using the NMC’s multi-platform channels (Twitter, Facebook and
GCconnex) and distribution lists. Of the 4,248 managers who responded to the survey invitation, 4,084 (96%) in 67
departments and agencies completed and submitted their responses. The number of respondents varies for each
question, as respondents were not required to answer every question.

Reading this Report
The analysis compares the results from the four questions presented in the current survey, the 2016 NMC survey and the
2017 Public Service Employee Survey (for respondents who indicated they were in a supervisory role only). Questions
relevant to the APEX 2017 Executive Work and Health Survey will also be compared.
Results are provided as percentages and differences are expressed as points. For questions with a 5-point Likert Scale,
responses will be aggregated into four categories (e.g. “Agree,” “Neither agree nor disagree,” “Disagree” and “Don’t
know / Not applicable”). Demographic attributes of managers who indicated the top two responses in their answers will be
compared. As well, respondents will be referred to as managers or survey respondents.

1. Key partners include, but are not limited to, the following: the Public Service Renewal Secretariat at Privy Council Office, the Federal
Youth Network, the Canada School of Public Service, the Office of the Chief Human Resources Officer, the Treasury Board Secretariat,
the Public Service Commission and the Regional Federal Councils.
2. Supervisor respondents to the 2017 PSES survey self-identified and included managers and executives.
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To protect the confidentiality of individual responses, results for subgroups with fewer than 10 respondents are not
reported. This applies in the case of respondents who were under the age of 24 and therefore the results will not be
assessed for this group. The reader should also take into account when the results for the Northern Territories are
reported that there were less than 20 respondents in this group.
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Detailed Findings
Respondent Demographics
Across Canada. Sixty percent of respondents work in the Regions and 40% work in the National Capital Region (NCR).
The latter figure is 5 percentage points lower than in the 2016 NMC survey. In contrast, for the Regions, the proportion of
respondents working in the Prairies (17%) increased 5 percentage points and respondents working in the Atlantic
provinces (14%) increased 4 percentage points.
Departments and Agencies. The distribution of the respondents among 67 departments and agencies was also similar
to the previous survey with the largest proportion (25%) of respondents reporting they currently are working at the Canada
Revenue Agency (CRA). CRA respondents are down six points, whereas there is an increase in percentage points within
the other departments and agencies.
 The decrease in the proportion of managers in the NCR and the increase in the regions, as well as the decrease
in the CRA and increase in other departments and agencies is an indication the NMC is actively broadening its
community membership across the Government of Canada.
Figure 1. NMC 2018 and NMC 2016 survey respondents by region.

Figure 2. Top 10 NMC 2018 survey respondents by department or agency in comparison with the NMC 2016 survey.
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Gender, Official Language and Age. As in the 2016 NMC survey, English is the first official language for 7 out of 10 of
managers (70%, up 1 point from the 2016 NMC survey). The majority of managers responding to the survey continue to
identify as female (57%, no change from the 2016 NMC survey). The age distribution of managers has also remained
stable across the two NMC surveys. The NMC will continue to strategically plan to reach the younger demographic of the
community.
Figure 3. 2018 NMC survey respondents by gender.

Figure 4. 2018 NMC survey respondents by first official language.

Figure 5. NMC 2018 and NMC 2016 survey respondents by age.
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Senior Management Support
Managers receiving the training to do their job
Comparable to the results of the NMC 2016 and the 2017 PSES survey, 67% of managers are receiving the training they
need to do their job.
 More managers from the Atlantic region (72%) responded positively compared with those in British Columbia
(BC), Ontario and the Prairies (64%, 8 points lower). The Northern Territories reported the lowest proportion
of managers receiving training (61%). The share of managers in Quebec (66%) and the NCR (67%) had
comparable proportions of managers receiving training.
 The proportion of French-speaking managers (71%) receiving training was higher compared with Englishspeaking managers (65%, 6 points lower).
 The proportion of managers receiving training increased steadily with each age group, ranging from 62% for
25- to 29-year-olds to 70% for 55- to 59-year-olds, and dropped slightly to 69% for 60 years and older.
Figure 1. I get the training I need to do my job.
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Senior Management Support
Receiving useful feedback on job performance from supervisors
Just over half (51%) of the 2018 NMC survey respondents reported they receive useful feedback from their immediate
supervisor on their job performance. It should be noted this is down 17 points from the 2016 NMC survey and 23 points
from the 2017 PSES Survey.
 More managers from the Atlantic region (56%) received useful feedback compared with those in the Prairies
(47%, 6 points lower) and British Columbia (49%, 8 points lower). Again, the Northern Territories had the lowest
proportion of managers (28%). The proportions of managers in Quebec (50%), Ontario (51%) and the NCR (53%)
were moderate and comparable.
 The proportion of French-speaking managers (54%) was slightly higher than the proportion of English-speaking
managers (50%, 4 points lower).

Figure 2. I receive useful feedback from my immediate supervisor on my job performance.
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Senior Management Support
Being informed about the issues affecting the work of managers
Comparable to the results from the NMC 2016 and the 2017 PSES survey, 76% of managers report that they are being
informed about the issues affecting their work.
 More managers from the Atlantic region (82%) reported being more informed about issues affecting their work
than those in the Prairies (71%, 11 points lower). Again, the Northern Territories had the lowest proportion of
managers (56%).
 French-speaking managers (78%) were slightly more informed than English-speaking managers (75%, 3 points
lower).

Figure 3. My immediate supervisor keeps me informed about the issues affecting my work.
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Senior Management Support
Confidence in senior management
While slightly more than half of the 2016 and 2018 NMC Survey respondents have confidence in the senior management
of their department or agency, the proportion in the 2017 PSES survey for supervisors was higher (61%, 6 points higher).
 More managers from the Atlantic region (67%) have confidence in their senior management than those in
British Columbia (48%, 19 points lower). Again, the Northern Territories had the lowest proportion of
managers (44%). The proportions of managers in Quebec (50%), Ontario (53%), the Prairies (53%) and the
NCR (54%) were comparable.
 The proportion of managers having confidence decreased steadily with each age group, ranging from 60% for
those both 25- to 29-years-old and 30- to 34-years-old to 53% for 50- to 54-year-olds, and increased slightly
to 54% for those 55 years and older.

Figure 4. I have confidence in the senior management of my department or agency.
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Senior Management Support
Senior management valuing input and feedback from managers
Almost two thirds (64%) of respondents report that their input and feedback are valued by senior management.
 More managers from the Atlantic region (72%) stated that their input and feedback is valued than in the other
regions. Again, the Northern Territories had the lowest proportion of managers (44%).
 The proportion of French-speaking managers (67%) felt slightly more valued than English-speaking managers
(63%, 4 points lower).

Figure 5. I feel that my input and feedback are valued by senior management.

Figure 6. I feel that my input and feedback are valued by senior management (by region)
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Senior Management Support
Managers willing to hire their boss
Seven out of 10 respondents (71%) indicated that they would hire their boss.
 More managers from the Atlantic region (78%) would hire their boss than in the other regions. Again, the Northern
Territories had the lowest proportion of managers (44%).

Figure 7. Would you hire your boss?

Figure 8. Would you hire your boss? (Region)
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Senior Management Support
Senior management at headquarters supporting regional staff
Regional managers (excluding the NCR) had mixed results as to how often senior management at headquarters
understands and addresses the needs of regional staff. Only 15% indicated this occurs always/often, while 38% reported
it occurs sometimes and 37% reported it rarely/never occurs.
 Managers in Newfoundland and Labrador (25%), Prince Edward Island (23%) and New Brunswick (21%)
responded more positively than managers in Alberta (9%), British Columbia (11%) and Ontario (12%).The
Northern Territories proportion of managers was at 17%.
 The proportion of French-speaking managers in the regions (17%) felt slightly more supported than Englishspeaking managers (14%, 3 points lower).

Figure 9. Senior management at headquarters understands and addresses the needs of regional staff.

Figure 10. Senior management at headquarters understands and addresses the needs of regional staff. (Province/Territory)
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Challenges Impacting the Job of Managers
Managers reported that the top two challenges impacting their ability to undertake their jobs were workload (64%) and
supporting their employees (57%). Coming very close behind were the following three challenges: access to information
to enable decision-making (45%), addressing performance issues (42%) and delegation of work/tasks (40%). Access to
senior management (36%) and high turnover of senior managers (31%) were identified as challenges with the least
impact.

Figure 11. To what extent do these challenges impact your job?

National Managers’ Community | 2018 Pulse Check Survey | Page 12

Mental Health and Workplace Well-being
Harassment from senior management within the last 12 months
Fourteen percent of respondents indicated they had experienced harassment (please find the definition of harassment on
page 18) from senior management in the last 12 months. In comparison, 19% of public service executives reported in the
2017 APEX survey that they had experienced verbal harassment in the previous year and 17% of supervisors (managers
and executives) reported in the 2017 PSES survey that they had been the victim of harassment within the previous two
years.
 Managers in Ontario (16%), the Prairies (15%) and the NCR (15%) reported the highest instances of harassment
followed by those in British Columbia (13%), Quebec (11%) and the Atlantic region (9%). The Northern Territories
proportion of managers was at 28%.
 The proportion of female managers (14%) who reported harassment was slightly higher than the proportion of
their male colleagues (11%, 3 points lower).
 Managers from 45- to 49-years-old reported the highest proportion of harassment in the previous 12 months at
17%.
Figure 12. 2018 NMC survey: Level of harassment
within the last 12 months.

Figure 13. 2017 APEX survey: Level of verbal
harassment within the last year.

Figure 14. 2017 PSES survey: Level of harassment within the last 2 years.

National Managers’ Community | 2018 Pulse Check Survey | Page 13

Mental Health and Workplace Well-being
Senior management modelling behaviours supporting mental health and well-being
Forty-two percent of managers reported that senior management is always/often modelling the behaviours that support
mental health and well-being in their organization, whereas 31% reported that modelling only occurs sometimes and 22%
reported that it rarely or never happens. Similarly, 41% of the public service executive respondents of the 2017 APEX
survey reported that their employer promotes work-life balance.
 Managers from the Atlantic region (51%) reported the highest proportion of senior management modelling
behaviours supporting mental health and well-being. This was followed by those in Ontario (46%), Quebec (40%),
British Columbia (39%), the Prairies (39%) and the NCR (39%). The Northern Territories proportion of managers
was at 17%.
 The proportion of managers 60 years and older reported the highest instance of senior management modelling
the preferred behaviours at 48%.

Figure 15. Is senior management modelling behaviours that support mental health and well-being in your organization?

Figure 16. Is senior management modelling behaviours that support mental health and wellbeing in your organization? (Region)
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Mental Health and Workplace Well-being
Expectation to complete work outside of regular work hours
Over one third (35%) of managers reported there was an expectation to complete their work outside of regular work hours
while 42% disagreed.
 In comparison, 35% of public service executive respondents of the 2017 APEX survey reported that they work
more than 35 hours per week.
 In the 2016 NMC survey, 45% reported they could complete their assigned workload during their regular working
hours.

Figure 17. There is an expectation to complete my assigned work outside of regular work hours.

Figure 18. There is an expectation to complete my assigned work outside of regular work hours. (Region)
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Appendix – Topline Report and Survey
Introduction
National Managers’ Community Pulse Check Survey

This survey is a unique opportunity for managers across departments and regions to provide feedback and insight into the
relationship between managers and senior leaders in their organizations. The results will be shared with both the
managers and the senior management communities. These results will inform armchair discussions between managers
and EXs at all levels that will take place across the country.
To ensure confidentiality, please be advised that your responses will be grouped with those of other respondents in your
department or agency. Individual responses and results for very small groups are never published or shared with
government departments or agencies.
Please rate each of the following statements by clicking the appropriate circle.
1. I get the training I need to do my job.
Survey

Agree

Neither agree nor disagree

Disagree

Don't know / Not applicable

Total responses

NMC 2018

67%

10%

23%

0.5%

4,071

NMC 2016

65%

10%

25%

0.3%

6,093

PSES 2017

69%

11%

19%

0%

38,844

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

Agree

Neither agree nor disagree

Disagree

Don't know / Not applicable

Total responses

NMC 2018

76%

6%

18%

0.5%

4,069

NMC 2016

75%

8%

17%

0.2%

6,093

PSES 2017

78%

9%

13%

0%

38,821

3. I feel that my input and feedback are valued by senior management.
Response

Agree

Neither agree nor disagree

Disagree

Don't know / Not applicable

Total responses

Percentage

64%

10%

25%

1%

4,058

4. I receive useful feedback from my immediate supervisor on my job performance.
Survey

Always / Almost
always / Often

Sometimes

Rarely / Never /
Almost never

Don't know / Not
applicable

Total responses

NMC 2018

51%

28%

20%

1%

4,065

NMC 2016

68%

12%

19%

1%

5,810

PSES 2017

74%

11%

14%

0%

38,830
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5. There is an expectation to complete my assigned work outside of regular work hours.
Response

Agree

Neither agree nor disagree

Disagree

Don't know / Not applicable

Total responses

Percentage

35%

20%

42%

3%

4,055

6. I have confidence in the senior management of my department or agency.
Survey

Agree

Neither agree nor disagree

Disagree

Don't know / Not applicable

Total responses

NMC 2018

55%

15%

30%

1%

4,068

NMC 2016

54%

17%

29%

1%

5,762

PSES 2017

61%

16%

23%

1%

38,827

7. To what extent do these challenges impact your job?
Challenge

To a great or
good extent

To a
moderate
extent

To a small extent
or not at all

Not applicable /
Don't know

Total

Managing workload

64%

21%

15%

1%

4,039

Supporting my employees

57%

20%

18%

5%

4,040

Access to information to enable
decision-making

45%

29%

24%

2%

4,030

Addressing performance issues

42%

24%

30%

3%

4,065

Delegating tasks/work

40%

29%

28%

3%

4,023

Access to senior management

36%

28%

34%

2%

4,036

High turnover of senior
managers

31%

22%

42%

4%

4,056

8. Is senior management modelling behaviours that support mental health and well-being in your organization?
Response

Agree

Neither agree nor disagree

Disagree

Don't know / Not applicable

Total responses

Percentage

42%

31%

22%

5%

4,074

9. Would you hire your boss?
Response

Yes

No

Total responses

Percentage

71%

29%

4,025
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Definition:

Harassment is normally a series of incidents, but it can be one severe incident that has a lasting impact on the individual.
Harassment is any improper conduct by an individual that is directed at and offensive to another individual in the
workplace, including at any event or any location related to work, and that the individual knew or ought reasonably to have
known would cause offence or harm. It comprises objectionable act(s), comment(s) or display(s) that demean, belittle or
cause personal humiliation or embarrassment, and any act of intimidation or threat. It also includes harassment within the
meaning of the Canadian Human Rights Act (i.e., based on race, national or ethnic origin, colour, religion, age, sex,
sexual orientation, gender identity or expression, marital status, family status, genetic characteristics [including a
requirement to undergo a genetic test, or disclose the results of a genetic test], disability or conviction for an offence for
which a pardon has been granted or in respect of which a record suspension has been ordered).
Sexual harassment is any conduct, comment, gesture or contact of a sexual nature that is likely to cause offence or
humiliation to any employee, or that might, on reasonable grounds, be perceived by that employee as placing a condition
of a sexual nature on employment or on any opportunity for training or promotion.
10. Have you experienced harassment from senior management in the last 12 months?
Response

Yes

No

Total responses

Percentage

14%

86%

4,084

11. In which province or territory do you work?
Region

NMC 2016

NMC 2018

National Capital Region

46%

40%

Prairies

12 %

17%

Atlantic

10%

14%

Ontario

13%

11%

British Columbia

7%

9%

Quebec

11%

9%

North

1%

0.5%

Other

0.4%

N/A

Total

5,421

4,084

12. Senior management from headquarters understands and addresses the needs of regional staff.
Response

Always / Almost
always / Often

Sometimes

Rarely / Never /
Almost never

Don't know / Not
applicable

Total
responses

Percentage

15%

38%

37%

10%

2,445

13. What is your first official language?
Language

NMC 2016

NMC 2018

English

69%

70%

French

32%

30%

Total

5,507

4,029
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14. For which department or agency are you currently working?
Top 10 Departments and Agencies

NMC 2016

NMC 2018

Canada Revenue Agency

31%

25%

Public Services and Procurement Canada

4%

6%

Canadian Food Inspection Agency

2%

5%

Canada Border Services Agency

2%

5%

Fisheries and Oceans Canada

3%

5%

Employment and Social Development Canada

8%

5%

Environment and Climate Change Canada

3%

5%

National Defence

5%

4%

Shared Services Canada

3%

4%

Natural Resources Canada

3%

3%

Total Responses

5,511

2,635

15. What is your age group?
Age

2016

2018

24 years and under

0.5%

0.2%

25 to 29 years

1%

1%

30 to 34 years

4%

5%

35 to 39 years

13%

13%

40 to 44 years

17%

19%

45 to 49 years

20%

20%

50 to 54 years

24%

23%

55 to 59 years

14%

15%

60 years and over

5.5%

6%

Total

5,484

4,007

16. What is your gender?
Gender

NMC 2016

NMC 2018

Female

57%

57%

Male

43%

42%

Other

Option not offered

1%

Total

5,427

4,001

Information is collected under the authority of paragraph 4(f) of the Canada School of Public Service Act and will be stored
in the School’s evaluation system. Personal information is protected under the Privacy Act.
Thank you for taking the time to provide your valuable feedback.
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