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Welcome! 

 

BC Stats is conducting the BC Public Service Employee Exit Survey on behalf of the BC Public 

Service Agency. The survey is designed to gather feedback from employees like you, who have 

made the decision to leave their position in the BC Public Service. The objective of this survey is 

to gain a better understanding of the reasons you are leaving and to learn more about your 

experiences as an employee in the BC Public Service. The information that you provide to us is 

valuable, and will help us to identify ways to improve the working environment and measure our 

success. 

 

This voluntary survey should take approximately 10 minutes to complete. 

Protecting Your Confidential Information 

 

BC Stats has taken every step to ensure the confidentiality of your responses to this survey. The 

information you provide will remain completely confidential within BC Stats, as guaranteed 

under the Statistics Act. Under Section 9 of the Statistics Act, we cannot disclose information that 

could be used to identify you to any person, organization, or government agency. 

 

When you submit the survey, your replies are transferred and stored on a secure server, which can 

only be accessed by select members of the BC Stats research team who have been sworn in under 

the Statistics Act. In the reports and tables, your replies will be combined with other employee 

responses and reported as group averages.  

 

If you provide comments during the survey, BC Stats will make every effort to remove any 

information that could potentially be used to identify a respondent. To help us preserve your 

anonymity, we strongly suggest that you avoid personalizing your comments. 
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My Reasons for Leaving 

This section explores aspects that may have contributed to your decision to leave the 

BC Public Service.  

1.  Under what condition are you leaving your position in the BC Public 
Service?  
(Please select one of the following.) 

 Resigning  

 Retiring  

 Other  

2. Under what circumstance are you leaving your position?  
(Please select one of the following.) 

 Found another employment opportunity (go to question 3)  

 Seeking another employment opportunity (go to question 9) 

 Returning to school (go to question 9) 

 Completed my career (go to question 9) 

 Health reasons (go to question 9) 

 Family circumstances (go to question 9) 

 None of the above (go to question 9) Please describe10:  

 

3. Please indicate what sector or industry best reflects your new employment: 

(Please select one of the following.) 

 Private Sector 

 Federal Government 

 Municipal Government 

 Non-profit /non-governmental organization (NGO) 

 School district, university, or colleges 

 Health Authorities 

 Crown Corporations 

 Started business as self-employed or working owner 

 None of the above 
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4. Please describe what attracted you to your new employment. 

    (Please select all that apply.) 

 Job security & stability  

 Compensation11 (go to question 5) 

 Career and professional development12 opportunities  (go to 
question 6) 

 Other characteristics about the job13 (go to question 7) 

 Other qualities of the organization14  (go to question 8) 
 

5. What form of compensation attracted you? 

    (Please select all that apply.) 

 Salary 

 Benefits 

 Union membership 

 
6. What kind of career and professional development opportunities attracted 

you? 

    (Please select all that apply.) 

 Career advancement 

 Training 

 

7. What other characteristics of the job attracted you? 

    (Please select all that apply.) 

 Job fit with skills/and or interests 

 Job autonomy and/or innovation 

 Ability to make a difference and/or feeling valued 

 Flexible/different work arrangements 

 Job location 

 Physical environment (surroundings, security, tools, or 
equipment) 
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8. What qualities of the organization attracted you? 

    (Please select all that apply.) 

 Healthy atmosphere (e.g. trust, mutual respect) 

 Supervisory management and leadership 

 Work processes, procedures and/or systems 

 Organizational mandate 

9. How much have the following job-specific reasons contributed to your 

decision to leave? Please choose a single response for every item listed below. 

 

Not at 

all 

1 

A little 

 

2 

Partly 

 

3 

A lot 

 

4 

A great 

deal 

5 

No 

Opinion 

Job location  
  

   

Work arrangements  
     

Job fit with my skills/interests 
     

Job fit with expectations (what was 

described to me) 

     

Training & development  
     

Career advancement       

Job-related medical issue(s)      
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10. How much have the following people-based reasons contributed to your 

decision to leave? Please choose a single response for every item listed below. 

 

Not at 

all 

1 

A little 

 

2 

Partly 

 

3 

A lot 

 

4 

A great 

deal 

5 

No 

Opinion 

Co-workers      

Immediate supervisor/manager      

Clients/customers      

Contractors      

Senior leadership      

11. How much have the following work environment reasons contributed to 

your decision to leave? Please choose a single response for every item listed 

below.15 

 
Not at 

all 

1 

A little 

 

2 

Partly 

 

3 

A lot 

 

4 

A great 

deal 

5 

No 

Opinion 

Physical environment (surroundings, 

security, tools or equipment) 

     

Workload 
     

Job security & stability 
     

Salary 
     
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Pension-related rules 
     

Benefits (other than pension) 
     

Organizational processes, procedures 

and/or systems 
     

 

12.  In your own words, what is the most influential reason for your departure 
from the BC Public Service?16 

 

 

13. Before you gave notice, approximately how long had you been considering 
your decision to leave your position?  
(Please select one of the following.) 

 Within 1 day 

 2 to 13 days 

 2 to 4 weeks 

 1 to 6 months 

 7 to 12 months 

 More than 1 year 

 

14. Is there anything that could have prevented you from leaving your 
position?  
(Please select one of the following.) 

 Definitely 

 Probably  

 Maybe/maybe not 

 Probably not  

 Definitely not (go to question 15) 

 Not applicable 
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15. What would/could have prevented you from leaving your position? 
Note: Comments are a valuable part of the survey. BC Stats will make every 
effort to remove any information that could potentially be used to identify a 
respondent. To help preserve your anonymity, we strongly recommend 

that you avoid personalizing your comments.  

 

 

 
 

My Overall Experience in the BC Public Service 

This section explores your overall experiences in the BC Public Service as a place to 

work. 

16. . Overall, what did you like the most about the BC Public Service?17 

(Please select all that apply.) 

 My job security & stability 

 The people I worked with 

 My compensation (go to question 16) 

 My career and professional development opportunities (go to question 
17) 

 Other characteristics about my job (go to question 18) 

 Other qualities about my government organization (go to question 19) 

 There was nothing to like (go to question 20) 

17.  What did you like about your compensation? 

    (Please select all that apply.) 

 Salary 

 Benefits 

 Union membership 
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18. What did you like about your career and professional development? 

    (Please select all that apply.) 

 Career advancement 

 Training 

 Variety of employment experiences (e.g. transferring 
across/within organizations)18 

 
19.  What characteristic(s) of your job did you like? 

    (Please select all that apply.) 

 Job fit with skills/and or interests 

 Job autonomy and/or innovation 

 Making a difference and/or feeling valued 

 Flexible work arrangements 

 Physical environment (surroundings, security, tools, or 
equipment) 

 Travel opportunities 

 
20.  What qualities about your organization19 did you like? 

    (Please select all that apply.) 

 Healthy atmosphere (e.g. trust, mutual respect) 

 Supervisory management and leadership 

 Work processes, procedures and/or systems 

 Organizational mandate 
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Please indicate your overall satisfaction with your most recent position. 

Please choose a single response for every item listed below. 

During my most recent position… 

Strongly 

Disagree 

1 2 3 4 

Strongly 

Agree 

5 

Not 

Applicable 

21. I was satisfied with my job.  
    

22. I was satisfied with my organization. 
     

23. 
Overall, I was satisfied in my work as a 

BC Public Service employee. 

     

24. Based on your experience working at your (former) organization20 would 

you recommend it as a great place to work? Please select one of the following.21 

o Definitely 

o Probably 

o Maybe/maybe not 

o Probably not 

o Definitely not 

o Not applicable 

24. Would you recommend the BC Public Service as a great place to work?  
Please select one of the following.22 

o Definitely 

o Probably 

o Maybe/maybe not 

o Probably not 

o Definitely not 

o Not Applicable 
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25. What suggestions would you offer to improve your (former) workplace?? 
Note: Comments are a valuable part of the survey. BC Stats will make every 
effort to remove any information that could potentially be used to identify a 
respondent. To help preserve your anonymity, we strongly recommend that 
you avoid personalizing your comments.  

 

 

 
 

About You … 

This section asks about some questions about your employment and educational 

history and feedback you may have about the survey in general. 

26. Approximately how many different organizations (i.e., ministry, agency 
office or commission of the province) have you worked for over the course 
of your employment in the BC Public Service? (Please select one of the 
following.) 

o 1 

o 2  

o 3  

o 4  

o 5 or more 

27. What is your highest level of education? (Please select one of the following.) 

o Some secondary high school 

o Completed secondary high school 

o Some college or university courses 

o College diploma/certificate 

o Bachelor degree  

o Masters degree  

o Doctorate degree (PHD)  

o Other professional designation (please specify): ___________  

 

Thank you for taking the time to complete this survey. 

We wish you much success in your future!
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Summary of Findings 
 

2 BC Public Service 2013/14 Employee Exit Survey
 

1.  Executive summary 
Maintaining a reputation as a valued and attractive employer of choice depends on developing an 
awareness of the experiences of employees who have voluntarily left their positions in the  
BC Public Service. The BC Public Service Exit Survey is an ongoing feedback program designed 
to provide stakeholders with a systematic evaluation of why employees resign from the BC Public 
Service, thus facilitating future strategies for employee engagement and retention. 

This report summarizes the key findings emerging from the survey results for FY 2013/14. An 

accompanying document, BC Public Service Resignations and Retirements: Methodology and 

Tables, describes the methodology used for data collection and analysis and presents the detailed 
results of the survey in tabular format. 

Of the 1,419 in-scope departing employees in FY 2013/14, 47% responded to the Exit Survey. 
Of those respondents, 38% resigned and 58% retired.  

Why: Reasons departing employees are leaving the BC Public Service 

Departing BC Public Service employees noted senior leadership, organizational processes, 

procedures and/or systems, and lack of career advancement opportunities as the overall reasons 
for deciding to leave the BC Public Service.  

Over half of resigning employees indicated that a lack of career advancement opportunities was 

the reason for their departure. Senior leadership was also a commonly cited reason for departure 

with just under half of resigning employees stating it was a factor in their decision to leave. 

Organizational processes, procedures and/or systems had a strong influence on resigning 

employees’ decisions to leave. Other reasons cited as influencing departing employees’ decisions 

to leave included issues with poor job fit with skills/interests and with job fit expectations having 

not been met.  

Where and When: Plans of departing BC Public Service employees 

As one would expect, the majority of resigning employees were leaving to pursue other 

employment, while the majority of retirees were leaving because they had completed their careers. 

Just over one-third of those resigning employees leaving for another employment opportunity, 

were remaining within the public sector, while the private sector was the draw for nearly as many. 
The predominant factors which attracted employees to their new positions were: 

 Career and professional development opportunities (primarily career advancement); 
 Characteristics about the job such as job fit, ability to make a difference and/or feel 

valued, and job autonomy and/or innovation; 
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 Compensation (specifically salary). 

What: Feedback from departing employees 

The majority of resigning employees (64%) indicated that their departure could have been 

prevented. The majority of departing employees overall had been satisfied with their jobs and 

their work overall as BC Public Service employees, although resignees were much less satisfied 

than retirees. However, organizational satisfaction was much lower for both groups. Departing 

employees were more likely to recommend the BC Public Service overall as a great place to work 
than they were likely to recommend their specific ministries or organizations.  

With regard to the most-liked aspects about working with the BC Public Service, departing 

employees favoured job and work environment-specific characteristics such as: 

 The people they worked with; 
 Their job security and stability; 
 Their job fit with their skills and/or interests; and 
 Making a difference and/or feeling valued. 

Organizational qualities such as healthy atmosphere (e.g., trust, mutual respect), organizational 

mandate, work processes and supervisory management and leadership were among the least 

favoured aspects of working in the BC Public Service.  

Open-ended suggestions and feedback generally expressed concerns about human resources 

negatively impacting workload and related staffing issues, as well as salaries and flexibility in 
working arrangements. 

Conclusions and recommendations 

Consistently, year-after-year, career advancement is the top reason that employees have resigned 

from the BC Public Service and have been attracted to new employment. In order to build our 

internal capacity to achieve the vision outlined in the Being the Best Corporate Human Resource 

Plan, it is critical that efforts attend to and draw on the factors behind employees’ decisions to 

leave their position in government. With over two-thirds of resignees and over one-third of 

retirees stating that their departure was preventable, the BC Public Service has an opportunity to 
retain more employees.   
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2.  Infographics 
2.1.  Profile of resignees 
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2.2.  Profile of Retirees 
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3.  Introduction 
Improving our competitiveness depends in part, on developing an awareness of the experiences of 
employees who have voluntarily left their positions in the BC Public Service. In April 2006, BC 
Stats, in consultation with the BC Public Service Agency, the Deputy Ministers’ Council, and 
Strategic Human Resources1, launched the BC Public Service Exit Survey (referred to hereafter as 
the Exit Survey). This ongoing feedback program was designed to provide stakeholders with a 
systematic evaluation of why employees voluntarily exit from the BC Public Service, thus 
facilitating future strategies for employee engagement and retention. 

This report summarizes the key findings emerging from the survey results for Fiscal Year (FY) 

2013/14. An accompanying document, BC Public Service Resignations and Retirements: 

Methodology and Tables describes the methodology used for data collection and analysis and 
presents the detailed results of the Exit Survey in tabular format. 

4.  Response rate 
For FY 2013/14 BC Stats distributed the online Exit Survey to 1,419 in-scope2 regular and 

auxiliary employees who voluntarily exited (retired or resigned) the BC Public Service between 

April 1, 2013 and March 31, 2014. The response rate for voluntarily departing employees rose 

from 30% in FY 2012/13 to 38% in FY 2013/14 and the response rate for retirees went up from 

54% in FY 2012/13 to 58% in FY 2013/14. Consistent with results from previous Exit Survey 

years, far fewer resigning employees (38% response rate) completed the survey than retiring 
employees (58% response rate).  

                                                      
1 This is now called Organizational Development representatives. 
2 See Methodology and Tables report for what scope entails. 
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FIGURE 1: YEAR-OVER-YEAR RESPONSE RATES 

 

5.  Why: Reasons departing employees are 
leaving the BC Public Service 

Voluntarily departing employees were asked to indicate the degree to which a number of possible 

factors contributed to their decision to leave the BC Public Service. Response patterns and trends 
are profiled in this section.  

A series of questions under the following broad categories were asked to help identify reasons 

behind employees choosing to leave the BC Public Service: job-specific reasons, people-based 

reasons and work-environment related reasons. Table 3 displays the degree to which a number of 

sub-characteristics contributed to the decision to leave their positions. While it is useful to 

compare and contrast the groups, the contributing reasons for resignations are most useful and 
ultimately make the best targets for retention actions.  
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TABLE 3: DEPARTURES BY REASON3 

Contributing Reasons 
% Indicating “A lot” or “A Great Deal”4 

Resignees Retirees 
All 

respondents 

Job specific reasons 

Career advancement 52% 15% 32% 

Job fit with my skills/interests 41% 15% 27% 

Job fit with expectations (what was 
described to me) 

41% 14% 27% 

Work arrangements 39% 18% 27% 

Training & development 39% 11% 24% 

Job location 20% 6% 12% 

Job-related medical issue(s) 9% 8% 8% 

People-based reasons 

Senior leadership 45% 29% 36% 

Immediate supervisor/manager 32% 20% 26% 

Co-workers 15% 6% 10% 

Clients/customers 8% 4% 6% 

Contractors 2% 1% 2% 

Work environment reasons 

Organizational processes, procedures 
and/or systems 42% 28% 34% 

Salary 31% 13% 22% 

Workload 24% 19% 21% 

Job security & stability 18% 4% 10% 

Physical environment (surroundings, 
security, tools or equipment) 12% 4% 8% 

Benefits (other than pension) 7% 1% 4% 

Pension-related rules 4% 7% 5% 
 

                                                      
3 This does not include missing responses (i.e., “Don’t Know”, “Not Applicable” or invalid answers). 
4 Respondents were asked to choose their response using on a five-point scale that ranged from “Not at All” to “A 
Great Deal.” For ease of interpreting this table, only the top two response options are shown. For the full scale of 
responses, please refer to the FY1214 Exit Survey Methodology and Tables report.  
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Respondents indicated that senior leadership, organizational processes, procedures and/or systems 

and lack of career advancement opportunities played a predominant role in decisions to leave the 

BC Public Service. Over half of resigning employees indicated that a lack of career advancement 

opportunity was a reason for their departure. Senior leadership was also an influential reason for 

departure with just less than half of resigning employees indicating that it was a factor in their 
decision to leave.  

Demographic analysis found that not all employees responded the same way.5 For example, in 

job-specific reasons for leaving the BC Public Service, resignees in the Business Leadership band 

were significantly more likely than all other resignees to report that job fit (with their 

skills/interests) played a role in their decision to leave.6 Resignees fifty-five years or older were 

significantly more likely than younger resignees to report that job fit (with expectations) 

contributed to their decision to leave. 7  Resignees in the Applied Leadership band were 

significantly more likely to report that career advancement influenced their decision to leave (see 
Figure 1- Figure 3).8 

FIGURE 1: JOB SPECIFIC REASON FOR LEAVING: JOB FIT WITH SKILLS/INTERESTS  

 

                                                      
5 Only the strongest demographic trends are showcased in this report. 
6 Statistically significant (p <.05) differences were found between those in Business Leadership and all other resignees 
7 Statistically significant (p <.05) differences were found between those 55 years and older and all other resignees. 
8 Statistically significant (p <.05) differences were found between those in Applied Leadership and all other resignees. 
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FIGURE 2: JOB-SPECIFIC REASON FOR LEAVING: JOB FIT WITH EXPECTATIONS  

 

FIGURE 3: JOB SPECIFIC REASON FOR LEAVING: CAREER ADVANCEMENT  
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Regarding people-based reasons for leaving the BC Public Service, resignees in the Strategic 

Leadership band were significantly more likely than other resignees to report that Senior 

Leadership played a role in their decision to leave (see Figure 4 below).9 

FIGURE 4: PEOPLE-BASED REASON FOR LEAVING: SENIOR LEADERSHIP 

 

 

Finally, with regard to work environment based reasons for leaving the BC Public Service, 

resignees in the Health occupations10 and those with a bachelor’s degree or higher11 were more 

likely than all others to report that organizational processes, procedures or systems influenced 

their decision to leave (see Figure 5- Figure 6).   

                                                      
9 Statistically significant (p <.05) differences were found between those in Strategic Leadership and all other resignees.  
10 Statistically significant (p <.05) differences were found between those in the Health occupations and all other 
resignees. 
11 Statistically significant (p <.05) differences were found between those with a bachelor’s degree or higher and all other 
resignees. 
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FIGURE 5: WORK ENVIRONMENT REASON FOR LEAVING: ORGANIZATIONAL PROCESSES, PROCEDURES OR 
SYSTEMS  

 

FIGURE 6: WORK ENVIRONMENT REASON FOR LEAVING: ORGANIZATIONAL PROCESSES, PROCEDURES OR 
SYSTEMS  
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6.  Where and When: Plans of departing BC 
Public Service employees 

As many departing employees are leaving the BC Public Service because they have found other 

sources of employment, it is important to examine what kind of positions attract them away 

from the BC Public Service and for what reasons. These factors may provide further insight on 

how to prevent employees from seeking and/or accepting job opportunities outside of the BC 

Public Service. 

At the outset of the survey, respondents were asked about the circumstances under which they 

were leaving their positions. The options, shown in Table 4, reveal that the majority (61%) of 

retiring employees had completed their careers while 48% of resigning employees left because 

they found another employment opportunity. It is interesting to note that 52% of resignees did 

not have another employment opportunity to go to. Also just less than one-quarter (24%) of 
resignees left for reasons other than for the circumstances listed.12 

TABLE 4: CIRCUMSTANCES SURROUNDING DEPARTURE13 

Circumstance All Resigning Retiring 

Completed my career 34% 1% 61% 

Found another employment 
opportunity 23% 48% 4% 

None of the above 20% 24% 22% 

Family circumstances 6% 9% 3% 

Seeking another employment 
opportunity 

6% 9% 4% 

Health reasons 5% 3% 7% 

Returning to school 3% 7% 1% 

Total 100% 100% 100% 
 

                                                      
12 Those who indicated “None of the above” were asked to specify. If the respondent specified, these were recoded into 
the preexisting categories where possible. 
13 Percentages are based on the total number of employees who answered the question: All = 662, Resigning =296 and 
Retiring =366. This does not include missing or invalid responses. 

The majority of 
resigning employees 
were leaving to pursue 
other employment while 
the majority of retirees 
were leaving as they had 
completed their careers. 
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Over half (53%) of the retiring employees had considered their decision for one year or more 

prior to giving notice, while one quarter of resigning employees said the same. The greatest 

proportion (38%) of resigning employees had been considering departing for one to six months 

prior to giving notice. A noteworthy 20% of resigning employees, however, took less than one 
month to decide to leave their positions. 

Forty percent of resigning respondents departing for another employment opportunity were 

leaving to go to the private sector14 and 38% were leaving for another public sector opportunity, 

specifically: 

 School district, university or college (10%); 
 Municipal government (8%); 
 Health authorities (7%); 
 Crown corporations (7%); and 
 Federal government (6%). 

Three principal factors that attracted departing employees to their new positions15: 

 Career and professional development opportunities (71%); 
 Other characteristics about the job (58%); and 
 Compensation (56%). 

Table 5 outlines all surveyed main categories (in grey) and their specific factors (in white), 

indicating the most common features that attract BC Public Service employees to other positions. 

From the sub-characteristics of the three dominant factors outlined above, it is clear that the 

biggest draws for departing employees to other employment are career advancement, salary and 

job fit with skills and/or interests. 

  

                                                      
14 Respondents were asked what sector or industry best reflects their new employment. For the purpose of analysis, 
“private sector” includes both “private sector” and “started business as self-employed or working owner” responses. 
15 This question was asked only of those resignees and retirees who indicated that they had found employment 
elsewhere. Percentages are based on 140 resignees who found another employment opportunity and 13 retirees 
(n=153) 

For one in five resigning 
employees, it took them 
less than one month to 
decide to leave their 
position.  
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TABLE 5: ATTRACTING FACTORS TO NEW EMPLOYMENT1617 

Attracting Factor % Selected 

Career and professional development opportunities 71% 

Career advancement 68% 

Training 34% 

Other characteristics about the job 58% 

Job fit with skills/and or interests 47% 

Ability to make a difference and/or feeling valued 42% 

Job autonomy and/or innovation 31% 

Flexible/different work arrangements 26% 

Job location 19% 

Physical environment (surroundings, security, tools, or 
equipment) 18% 

Compensation 56% 

Salary 54% 

Benefits 33% 

Union membership 6% 

Other qualities of the organization 45% 

Healthy atmosphere (e.g. trust, mutual respect) 33% 

Supervisory management and leadership 27% 

Organizational mandate 22% 

Work processes, procedures and/or systems 20% 

Job security and stability 22% 
 

  

                                                      
16 This question was asked only of those resignees and retirees who indicated that they had found employment 
elsewhere. All percentages are based on 140 resignees who found another employment opportunity and 13 retirees 
(n=153).Percentages do not sum to 100% as multiple selection was offered.  
17 A table by resignees only can be found in the Methodology and Tables report. 
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Demographic analysis found that not all employees responded the same way.18 Resignees19 under 

the age 35 years were significantly more likely than all other resignees to indicate career and 

professional development as an attracting factor to a new employment opportunity.20  

FIGURE 7: ATTRACTION TO OTHER EMPLOYMENT: CAREER & PROFESSIONAL DEVELOPMENT OPPORTUNITY  

 

 

Resigning employees in the Strategic Leadership band and resignees with 11 or more service years 

were much more likely than all other resignees to identify other qualities of the organization (e.g., 

healthy atmosphere, supervisory management and leadership, organization mandate, work 
processes, etc.) as attracting factors to their new employment opportunity (see Figure 8 - 9).21 22 

 

                                                      
18 Only the strongest trends are featured in the report. 
19 Analysis by demographics is based on only the 140 resignees who found another employment opportunity. 
20 Statistically significant (p <.05) differences were found between those age under 35 years old and all other resignees. 
21 Statistically significant (p <.05) differences were found between those in the Strategic Leadership band and all other 
resignees. 
22 Statistically significant (p <.05) differences were found between those with 11+ service years and all other resignees. 
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FIGURE 8: ATTRACTION TO OTHER EMPLOYMENT: OTHER QUALITIES OF THE ORGANIZATION  
 

 

 

FIGURE 9: ATTRACTION TO OTHER EMPLOYMENT: OTHER CHARACTERISTICS ABOUT THE JOB  
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7.  What: Feedback from departing BC 
Public Service employees 

Exiting employees were asked a series of questions about their engagement such as their overall 

satisfaction with their job, organization and employment with the BC Public Service overall as 

well as other questions measuring their willingness to recommend their organization and the BC 

Public Service as a great place to work.23 These responses allow for further reflection and possible 

leveraging of reported strengths, as well as rounding out an understanding of the reasons why 
employees are choosing to leave. Key trends are profiled in this section.  

Satisfaction with their job, their work, and their organization 

Although they did ultimately leave their position, over half (55%) of resigning employees agreed 

or strongly agreed that they were satisfied with their jobs. Just over two-thirds (69%) of retiring 

employees said the same. Just less than half (43%) of resigning employees agreed or strongly 

agreed that they were satisfied in their work as a BC Public Service employees, while almost two-

thirds (63%) of retirees also agreed or strongly agreed.  To compare these results to the BC Public 

Service corporate results, from the 2013 BC Public Service Work Environment Survey (WES)24, 

61% of employees were satisfied with their jobs, and 65% were satisfied in their work as a BC 
Public Service employee.  

Less than one-third (29%) of resigning employees agreed or strongly agreed that they were 

satisfied with their organization, while retirees (36%) were somewhat more likely to agree or 

strongly agree with the statement. These results are much lower than the BC Public Service 

corporate trends. The 2013 WES results revealed that 50% of employees were satisfied with their 
organization.  

Recommendations for their organization and the BC Public Service as a great 

place to work 

Less than half of resigning employees (38%) said that they would definitely or probably 

recommend their organization as a great place to work, while just over half (51%) of retiring 

employees said the same. Just less than half (45%) of resigning employees indicated they would 

definitely or probably recommend the BC Public Service as a great place to work, compared to 

60% of retiring employees who said the same. To compare these results to the BC Public Service 

                                                      
23 Statistically significant (p <.05) differences were found between resignees and retirees in all overall engagement 
questions. 
24 Exploring Employee Engagement in the BC Public Service (December 2013) 
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corporate results, WES results revealed that 52% of employees would recommend the BC Public 
Service as a great place to work.  

Departing employees liked specific characteristics about their individual jobs and work 

environment best, such as the people they work with, their job security and stability, and other 

job characteristics such as job fit and making a difference. A full breakdown of the options 
provided for respondents is presented below in Table 6.  

TABLE 6: WHAT DEPARTING EMPLOYEES LIKED MOST ABOUT THEIR JOBS25 

What I Liked Most... 
Overall 

% 
Selected 

% within 
category 

Resignees 
%Selected 

Retirees 
%Selected 

The people I worked with 76% 76% 70%* 80% 

My job security and stability 58% 58% 48%* 66% 

Job characteristics (n=293) 44% 44% 41% 47% 

  Job fit with skills and/or interests 36% 81% 31%* 39% 

  Making a difference and/or feeling 
valued 34% 77% 29%* 38% 

  Flexible work arrangements 21% 48% 16%* 26% 

  Job autonomy and/or innovation 22% 49% 16%* 27% 

  Physical environment & equipment 17% 39% 13%* 21% 

  Travel opportunities 10% 22% 6%* 13% 

Career and professional development 
opportunities (n=203) 

31% 31% 27% 34% 

  Training 20% 66% 19% 21% 

  Variety of employment 
opportunities (e.g., transferring 
across/within    
  organizations) 

21% 69% 17%* 24% 

  Career advancement 14% 45% 13% 15% 

Compensation (n=180) 27% 27% 22%* 32% 

  Salary 24% 83% 19%* 27% 

  Benefits 25% 86% 18%* 30% 

  Union membership 10% 36% 8% 12% 

Organizational qualities (n=97) 15% 15% 16% 14% 

                                                      
25 Percentages under the main categories (grey rows) are based on a total count of 662 for the main categories in grey. 
The total count for each subcategory (in white rows) is indicated next to the main category title. Significant differences 
between resignee and retiree results (based Chi-Square tests, p <.05) are denoted by an asterisk symbol “*”. 
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What I Liked Most... 
Overall 

% 
Selected 

% within 
category 

Resignees 
%Selected 

Retirees 
%Selected 

  Healthy atmosphere (e.g., trust, 
mutual respect) 

9% 58% 6% 10% 

  Organizational mandate 8% 56% 9% 7% 

  Work processes, procedures and/or 
systems 

5% 37% 5% 6% 

  Supervisory management and 
leadership 

8% 55% 7% 9% 

Nothing to like 2% 2% 3% 1% 
 

Resignees were less likely overall to select each of the listed favourable aspects of working in the 

BC Public Service. This aligns with their overall lower job and organization satisfaction as 

compared to retirees. In addition, resignees were significantly less likely to indicate they liked all 

of characteristics related to their job.  

Almost two-thirds (64%) of resigning employees indicated that there was definitely or probably 

something that could have prevented them from leaving their position; only 23% indicated that 

there probably or definitely was not anything that could have prevent their departure. 

Interestingly, over one-third of retirees (36%) said that there probably or definitely could have 

been something to prevent them from leaving, although 41% indicated that there probably or 
definitely was not.  

Those who indicated that there could have been something to prevent them from leaving were 

significantly26 more likely than those who did not, to indicate the following reasons for their 
departure: 

 Work arrangements; 
 Job fit with my expectations; 
 Career advancement; 
 Immediate supervisor/manager; and 
 Senior Leadership. 

                                                      
26 Statistically significant differences were found between those who reported that there was “Definitely” or “Probably” 
something that could have prevented them for leaving and all others (based Chi-Square tests, p <.05)). 

Most resigning 
employees indicated 
that their departure was 
preventable. 
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7.1.  Open-Ended Comment Data 
Respondents were asked two open-ended questions, the first concerning the factors that could 

have convinced them to stay with the BC Public Service and the second asking for suggestions to 

their organization for improvement. Since responses tended to overlap, respondents’ answers to 

both questions were combined and coded into categories and sub-categories. Table 7 represents 

the proportion of responses that were coded into the six major categories.27  

TABLE 7: OPEN-ENDED SUGGESTIONS FOR IMPROVEMENT 

Improvement Category All Resigning Retiring 

Human Resources 69% 75% 63% 

Supervisor/Manager 29% 30% 27% 

Job Fit/Career 
Advancement 24% 29% 19% 

Work Environment 23% 18% 27% 

Senior Leadership 19% 18% 19% 

Organization  19% 14% 24% 
 

Human resource concerns were mentioned in over two-thirds of respondents’ comments, most 

predominantly in suggestions made by resignees. The most common human resource concerns 

voiced by resignees were salary and flexibility in work arrangements. Examples of these particular 
concerns are highlighted below, in their own words. 

“Compensate employees at a competitive level with other organization and maybe employees will 

stay.”  

“Look at increasing salary for those who receive higher education, i.e.: Bachelors to a Master's.”  

“More flexible work arrangements, and/or a remote office in the city I relocated to.”  

“Had I been given the opportunity to work the hours I requested ([a slight difference in time]), I 
would have been able to continue working.  The government prides itself on flexibility and family 

first, yet I feel I was not given the same opportunity. I really loved the job and my coworkers. I was 

told I was doing a great job; therefore, I feel a [slight difference in time] was worth keeping a hard-
working, dedicated, team player like myself a part of the office. I was mistaken.”  

                                                      
27 Please see the Methodology and Tables report for a full breakdown of response frequencies by category and sub-
category. 

Open-ended comments 
generally expressed 
human resource 
concerns regarding 
workload and staffing 
issues, salary, and lacke 
of flexibility in working 
arrangements. 
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The most common human resource concern for retirees was regarding workload and related 

staffing issues. The following comments from those who retired do the best job of illustrating 

these issues. 

“They need to ensure that staffing levels are not dropped to a level that would overwork remaining 

staff and compromise our program as a whole.”  

“Ensure there is always a full complement of staff to cope with the workload. Being chronically 

short-staffed negatively affects the delivery of services as well as the morale of an office. Coverage 

should be put in place for long term absences or vacant positions as quickly as possible to avoid 
burn-out for the remaining staff.”  

“I would have considered staying longer if we had gotten an increase in staff.”  

The main concern for both groups regarding supervisors/managers was the need for better 

management skills. Comments referred to the need for a new supervisor/manager, for 

supervisors/managers to have better supervisory skills, to be properly trained, to not 

micromanage their staff, and to have better decision-making and problem solving skills regarding 
staff. Take, for example, the following comments. 

“For managers and supervisors to give the employees a little room to do there work and not 
watching them so closely and putting pressure on them” ~Resigning employee 

“I had more than one boss who was clearly terrible at managing people.  When I had a good 

relationship with my boss I had extremely high job satisfaction, and when I worked for crazy 
people I was miserable.  It seems too common for people to win managerial positions because 

they'd been around for a long time, not because they knew how to be a manager.  Trained, 

competent managers would have gone a long way to keeping me around.” ~Resigning employee 

“Better manager may have made me stay a bit longer.” ~Retiring employee 

The main issue surrounding job fit/career advancement for both groups was ensuring that there 

were more opportunities for career advancement. As would be expected, resigning employees 
were more likely to state that career advancement opportunities could be improved. 

“The problem is that there are insufficent promotional opportunities - it is a place where you learn 

and then have to leave if you have any ambition…” ~Retiring employee 

“Better opportunity for career advancement and clearer pathway for advancement based on my 
skills and knowledge.” ~ Resigning employee 
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While both groups offered comments suggesting that improvements needed to be made to their 

work environment, resignees were more likely to comment about the poor/dysfunctional work 

environment and retirees were more likely to comment about the physical environment and 
resources and the lack of recognition.  

“The government taking seriously that bullying and harassment exists in the workplace. The 
environment and lack of objectivity to look at the issue in the grander picture and the awareness 

that this issue permeates all ministrys exists.” ~ Resigning employee   

“Meaningful recognition by Government, and not just supervisors and management.” ~ Retiring 
employee 

“Enabling the use of most efficient tools and technologies to perform tasks.” ~ Retiring employee 

In regards to senior leadership, both resignees and retirees were most likely to indicate that senior 
leaders should provide better leadership, accountability and have a clear direction.  

“More transparency and leadership from senior executive management and directors.” 

~Resigning employee 

“I may have stayed longer if I felt like the Ministry executive were genuinely listening and had a 
real strategy for the future. Sometimes I felt like our executive and organization was actually 

putting up roadblocks, preventing us from achieving our priority goals.” ~Retiring employee 

“An indication senior leadership recognized some things were not working as intended and a 

commitment to make course corrections.” ~ Retiring employee 

Retirees were more likely than resignees to provide comments about organizational challenges.  

However, both groups were equally as likely to criticize the policies, processes and procedures of 
their organization. 

“A stronger effort on the part of the [Ministry] to improve customer relations and help fuel 

economic development, not hinder it with obsessive rules and red tape.”~Retiring employee 

“I may have changed my mind about leaving the ministry if there would have been some 
common sense approaches to day to day procedures within our office.”~Resigning employee 

These qualitative results can be used in combination with the quantitative results to 

understand more completely the factors that influence employees’ decision to leave the BC 

Public Service. 
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8.  Conclusions and Recommendations 
As outlined in the Being the Best Corporate Human Resource Plan, one of the key ways to 

transform organization culture is for the BC Public Service to“support the diversity, professional 

development and career aspirations of its employees.” In order to build our internal capacity to 

achieve this vision, it is critical that efforts attend to and draw on the factors behind employees’ 

decisions to leave their position in government. Since FY 09/10, career advancement is the top 

reason that employees have resigned from the BC Public Service and have been attracted to their 

new employment opportunity.  Many resigning employees expressed a desire for more access to 

and support for advancement opportunities within the BC Public Service and a clearer path 
towards advancement opportunities in their careers with the BC Public Service. 

Since FY 09/10, completion of their career is the top reason employees are retiring but there is a 

substantial number who are retiring sooner because of senior leadership and organization 

processes, procedures and /or systems. Surprisingly, almost two-thirds of resignees and over one-

third of retirees have stated their departure was preventable. This suggests that there is great 
opportunity for the BC Public Service to retain more employees. 

Given the relatively low response rate for resignations, caution is advised in the generalization of 

trends to the entire population who resigned from their position in 2013/14. Although the 

response rate is on the rise, BC Stats recommends efforts be taken at the organization level to 

improve response rates. Increased communication at this level, highlighting the importance of 

collecting this data, may prompt organizational development representatives to strategize for 

increased response within their ministry. With more departing employees participating, BC Stats 

would be able analyze results by specific organization groups and conduct more statistical testing, 

which may provide more overall trends by occupational groups and other areas of interest.  

BC Stats suggests organizational stakeholders and systems work together with BC Stats and the 

BC Public Service Agency to help increase response rates by ensuring upcoming departures 

receive their exit survey in a timely manner and have opportunity to complete the survey in 
advance of their last day.  
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