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EXECUTIVE SUMMARY 

Survey Purpose 

The purpose of the 2014 Workplace Engagement Survey for AAPS Members is for AAPS to gain an 

understanding of our members’ experiences and views of their workplace. The feedback from this survey 

will be used to develop AAPS’ strategic initiatives to improve the workplace experience for all AAPS 

members. 

Survey Timeline 

The AAPS Board began to develop this project in the spring of 2013. After extensive research, select 

invitations to submit a project proposal were sent out. The AAPS Board reviewed three proposals from 

firms to conduct the survey and the analysis. The Board voted for the Vancouver office of Ipsos Reid and 

work on the survey began in October of 2013. The online survey was finalized and tested in February 

2014 and released to the members that month. 3,755 invitations were sent to members by Ipsos Reid 

along with two reminder emails. Ipsos Reid presented their findings at the AAPS Spring General Meeting 

on April 30, 2014. 

Survey Response 

 Data was collected between February 19, 2014 and March 7, 2014 

 1,689 surveys were completed, resulting in a completion rate of 45% 

 According to Ipsos the margin of error is ± 1.94% 

 Ipsos and AAPS were highly satisfied with the cross section of responses and feel the survey is a 

fair representation of the AAPS membership at that time 

 According to our research this is the first survey of its kind across Canada and a first for Ipsos 

Survey Findings 

Creating Happiness and Personal Fulfillment—The Resiliency of Our Members 

AAPS found that there was a higher level of overall satisfaction with the work environment than 

anticipated. The results of the survey have confirmed what we have always known about our members, 

that they are active and engaged in their workplace experience. We were not surprised to learn that this 

is driven off of self-motivation and personal fulfillment. Regardless of their present working environment, 

AAPS members have a lot of personal drive and commitment to the work they do and the services that 

they provide. Our members are committed to UBC for the long term, even those that identified a low 

quality of life at work. They want to help UBC be a great workplace environment. UBC could easily be an 

outstanding workplace for all its employees. It is curious why the University is not more supportive of a 

staff so driven and committed to the organization’s success. 

The survey did find inconsistencies among our members’ workplace experience in specific departments 

and faculties. It is clear that there is a significant lack of cohesion and parity across departments and 

faculties at UBC and that is reflected in both the data and verbatim responses of our members.  
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Survey Findings—Understanding Engagement versus Quality of Life at Work 

When we compare Quality of Life at Work and the Employee Engagement Index, the score exceeds the 

benchmark for the Engagement Index and is below the benchmark for High Quality of Life at Work. We 

believe that Quality of Life at Work is a better overall indicator of our members’ workplace experience, as 

the Employee Engagement Index is based on a set of questions primarily focused on the needs and 

interests of the employer. 

Survey Findings—Next Steps 

The AAPS Board is reviewing the findings of the survey and working toward implementing those findings 

as part of upcoming strategic initiatives such as: 

 Ensuring all members receive at least one performance review per year 

 

 Improving workplace parity across departments and faculties through Advocacy Education and 

Collective Bargaining 

 

 Improving the cultural attitudes around rehiring employees terminated without cause and 

improving the value of long-term employees 

 

 Raising the Quality of Life at Work rating by improving ways employees feel valued, recognized, 

and appreciated through pushing the University to pay their employees at the 50th percentile of 

the market and upholding the negotiated terms of the Collective Agreement 
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KEY FINDINGS 

Topic Area Findings 
Managing Supervisor While members indicated having an overall high satisfaction with their 

supervisor, supervisors could improve in the areas of: 
 Developing the skills of the people on the team 
 Effectively organizing the work of the team 

 

Faculty “[Faculty] Have been adequately trained for their role as manager” is one of 
the lowest scoring statements rated by AAPS members who reported directly 
to Faculty. Many verbatim responses encouraged the University to better train 
Faculty for management roles or consider a non-faculty member instead. 
Several responses also spoke about feeling like a “second-class” citizen when 
compared with Faculty. 
 

Senior Leadership Satisfaction with Senior Leadership is 43% versus satisfaction with 
management at 66%. Senior Leadership and Corporate Culture ranked low in 
the focus areas. 
 

Hours of Work and 
Workload 

The vast majority of members work beyond their standard contract hours 
with nearly three-quarters doing so at least weekly and just under a quarter 
doing so daily. More clarity and consistency could be provided surrounding 
compensation for working outside of contracted hours. 
 

Performance Reviews 11% of members do not receive performance reviews on an annual basis. This 
number was higher among those who reported to Faculty. There was a 
significant amount of confusion/dissatisfaction regarding merit and pay 
equity among positions according to the verbatim responses. 
 

Career Progression Opportunities for Career Progression scored 42% which is significantly lower 
compared to other categories of the Training and Development Index. 
 

Compensation for Use 
of Personal 
Equipment at Work 

88% of AAPS members say that they use their own personal equipment at 
least occasionally to complete work tasks as required. Of those who use their 
personal possessions as part of their job role, only a quarter feel that they are 
at least occasionally compensated. 7% are always compensated. 
 

Central Services Only 52% think they have sufficient support from central UBC departments 
for their day-to-day work. Central services (IT, Finance, HR) ranked low and 
received many verbatim comments regarding the quality of services, 
including concerns about timeliness and lack of staff. 
 

Benefits Salary and Flexibility had the lowest satisfaction rating of the 
Benefits/Compensation category. There were well over one hundred verbatim 
comments related to compensation. Most in the areas of:  

 Need to keep up with market/industry salary standards 
 Concerns regarding cost of living 
 Concerns about fair remuneration across UBC 
 Desire for remuneration for work beyond contracted work hours 
 Questions/dissatisfaction with merit and salary scale 
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Equitability A common comment from the verbatim responses was the disparity across 
departments/units/roles/campuses and a call to put policies in place to make 
the workplace fair. Most common comments fell into the categories of: 

 Compensation and benefits 
 Policies around work hours and flextime 
 Physical workspace 
 Relationship with supervisor 
 Resources and support  

 
Friendships at Work 96% of survey respondents indicated having developed at least one 

friendship at work.  
 

Role 
 

Generally speaking, there was no significant difference between the 

experiences of members based on role with exception of Directors. Members 

in a director role tended to rate the following categories higher: 

 Feeling valued and recognized 
 Flexibility 
 Time off for PD 
 Included in the decision making process 
 Collaboration/Teamwork 
 Support for staff 

 

Years of Service 
 

Satisfaction levels saw a slight and gradual decrease in the following 

categories with increased years of service: 

 Feeling valued and recognized 
 Workload 

 Feeling less safe to make a complaint about mistreatment 

 Effectively organizes the work of the team 

 Is fair and equitable 

 Think Faculty has been adequately trained to manage (30% decrease) 
 
Several verbatim comments indicating feeling unvalued and unappreciated 
despite years of service. 
 

Location  VGH had the highest rate of participation in the survey with 53.5% of 
members responding 

 Okanagan tended to rate their workplace experience higher overall 
 St. Paul’s tended to rate their workplace experience lower overall 
 Point Grey tended to rate their workplace experiences slightly below 

average 

 

Departments  Central IT, VP Students, Sauder School of Business and Faculty of 
Applied Sciences scored well below average in certain workplace 
categories, with Central IT most often scoring well below average. 
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KEY DATA 

Quality of Life at Work 

 

 

Quality of Life at Work By Location 
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Employee Engagement Index 

 

Focus Areas 
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Personal Fulfillment 

 

Culture and Communication 
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Corporate Culture 

 

Work Hours 
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Performance Reviews 

 

 

End of Summary Report 

 


