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Abstract 

A great deal of the literature surrounding human capital suggests that in the next ten 

years there will be a shortage of labour across most sectors, including the management 

sector. This project looks at the current state of recruitment and retention of managers, as 

well as management development as they relate to potential shortages in Northern British 

Columbia. Where recruitment is occurring from, inside or outside of Northern British 

Columbia, is also looked at. Both quantitative and qualitative methods were employed to 

discover what current trends are occurring in Northern British Columbia, through a survey 

and interview process. 

The research findings demonstrated organizations m Northern British Columbia are 

employing some of the more traditional recruitment and selection methods that are the least 

time consuming and inexpensive, while still not using the more comprehensive tools. A 

great deal of recruitment is occurring within the current Northern British Columbian 

population, with about half of the successful managerial candidates originating outside of the 

regwn. Retention of managers is high with only a small percentage of turnovers occurring. 

Organizations are doing preliminary management development with the expectation that 

more is needed in order for there to be attraction and retention of talent for Northern British 

Columbia organizations in the future. 

Recommendations to assist with human capital are made including replacement 

charts, creative collaboration between organizations and suggestions for improvement in 

management development. As well, as retention activities are discussed such as vacation 

bonuses and more flexible work schedules. 
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Introduction 

Canada will be facing a labour shortage in many sectors over the next ten to fifteen years. 

The 2004-2005 Conference Board of Canada report on "The World and Canada: Trends 

Reshaping Our Future. Performance and Key Findings" points out that Canada' s ageing 

population is increasing at a much faster rate than children are being born and this is not only 

a trend in Canada but in much of the developed world. This means in the next few decades 

there will not be the population of younger workers to replace the older workers as they 

retire. Closer to home, a 2002 report by the British Columbia Chamber of Commerce, 

"Closing the Skills Gap", reports on the skills shortage in British Columbia and provides 

some recommendations on how British Columbia can deal with this increasing situation. In 

light of the upcoming skills shortage facing much of Canada it is now imperative 

organizations take a close look at human resource functions and understand their importance. 

It may be beneficial for these organizations to be placing greater emphasis on their human 

resource practices and policies in the upcoming years in order to try and combat this skills 

shortage as it is occurring. 

Management is one of the sectors already starting to feel the impact of this shortage. A 

2000 article in Canadian HR Reporter stated that "60 percent of Canadian organizations are 

facing a shortage of middle managers," (Young 2000, 1 ). Management positions are defined 

as those positions characterized by the process of leading and directing all or parts of an 

organization, often a business, through the deployment and manipulation of resources 

(human, financial , material, intellectual or intangible). There are 4 management functions 

including planning, orgamzmg, leading and controlling. 

(http://en.wikipedia.org/wiki/Management). If currently the country is facing a shortage of 
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middle managers soon upper management positions may be difficult to fill as well. 

Organizations in Northern British Columbia may not be any different than anywhere else in 

the country. 

The purpose of this project was to explore three issues: recruitment, retention and 

management development as they relate to potential shortages of managers in Northern 

British Columbia. What recruitment and selection methods that were being used to attract 

and retain managers was explored. As well, where are people recruited for management 

positions coming from, inside the Northern Region or outside of the North? This idea leads 

to the questions: are employers having greater difficulty retaining managers that are hired 

outside the region than those that are hired and developed in more regional locations and to 

what degree is management development occurring? Whether Northern British Columbia 

organizations are concerned about management development and what they are doing 

regarding this issue was of concern in conducting this project. Issues such as training, on the 

job opportunities and dialogue regarding the subject of management development were 

explored. 

The reasons for exploring the three issues is the belief that if people are hired from 

outside the region to fill these management positions, it will lead to out migration of 

Northerners who are unable to realize their career aspirations, as well as, turnover and out 

migration of the managers that come to the North. The assumption being that these imports 

are only using the positions in the North as an experience stopover. 

Management Development in organizations was explored as well to see if Northern 

organizations are preparing themselves to deal with the upcoming shortage of manpower. 
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The belief is, if organizations are investing in their people through management development 

this will lead to greater job satisfaction and retention. 

The decision to study these issues in Northern British Columbia was due to the belief 

that Northern British Columbia is very a unique area. One of the reasons that Northern 

British Columbia may be considered unique is its vast geographical area. For the purpose of 

this project Northern British Columbia was defined by the Northern Health Authority 

boundaries. The area covers almost two thirds of British Columbia, bordered by the 

Northwest and Yukon Territories to the North, the BC interior to the south (southern most 

points Quesnel and McBride), Alberta to the East and Alaska and the Pacific Ocean to the 

West 

Figure I: Map of British Columbia 

Northern British Columbia ------_. 
(in green) 

The number of people in this area is "300 000 currently with the population expected to grow 

to just over 348 000 by 201 0," (Northern Health Authority). Northern British Columbia is 

comprised of small cities, towns and villages, often with great distances between them. 

Another unique feature of Northern British Columbia is many of the communities are 

considered to be resource based communities such as forestry , oil and gas or mining. Many 

organizations in the North have been able to prosper as a result of the rich natural resources 

found in the area. Along with the many resource based organizations, Northern British 
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Columbia has a variety of support organizations such as health facilities, government 

ministries, retail outlets and tourism based businesses. 

Investigation of recruitment, retention and management development both through an 

extensive literature review and looking at what is occurring in Northern British Columbia 

organizations directly; the above mentioned issues were explored. Recommendations of best 

practices to help maximize retention and management development and help Northern 

British Columbia organizations remain attractive employers are provided. 

4 



Literature Review 

The importance of performing recruitment, retention and management development 

effectively can be instrumental in an organization's success. The following is a literature 

review of relevant works that explore how to perform these activities for optimum results. 

As well the literature review examines the importance of an organization participating in 

these types of behaviours for increasing competitive advantage. 

Importance of Effective Recruitment 

Recruitment strategies have been a focus of interest for almost stx decades now. 

However, the ground breaking work of Rees (1966) and Maim (1954) lay the foundation for 

understanding the importance of successful recruitment of employees in organizations. 

Organizations can benefit from having a strong recruitment process in place. Catano et al 

(200 1) provide a good guideline for recruitment and selection processes in Canada, reporting 

that "empirical studies demonstrate that organizations using effective recruitment and 

selection practice have a competitive advantage,"(5). Other hallmark resources for 

recruitment strategies can be found in 'The AMA Handbook for Recruitment and Retention' 

(Cook 1992) as well as Wood and Payne 's work (1998). These publications outline types of 

recruitment strategies such as walk ins, write-ins, employee referrals and the use of 

advertisements. They describe the benefits of such recruitment methods and repeatedly 

stress the importance of having a formal recruitment strategy. As well, Menchken et al 

(1998) discuss the advantages and disadvantages of certain recruiting practices, stressing 

that "organizations can use two broad types of recruiting techniques: formal (including 

advertising, employment agencies and help wanted signs) and informal (current employee 
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referrals, colleagues and associates of other firms, word of mouth and walk-ins),"(Menchken 

et al 1998, 235). All of the above mentioned practices will help define your recruitment 

procedure. 

Internal and External Recruitment Sources 

An important further consideration in recruitment is the question of whether or not to 

recruit from within your organization or produce a pool of applicants externally. Chan (1996) 

reports the advantages and disadvantages of external recruiting and internal promotion. 

"Internal recruiting is favourable for specific human capital considerations as the abilities of 

existing employees can be observed, so that the risk averse employer may prefer to go with a 

less uncertain prospect by promoting qualified candidates from within. External recruiting 

can increase the competition of both internal and external candidates, bringing the best 

forward," (Chan 1996, 556). Catano et al (200 1) lays out clearly the advantages and 

disadvantages of each strategy, with the biggest advantage for internal promotion being time 

and money. External searches are most likely to be used to fill either entry level or executive 

positions. Souza and Zajas (1995) look at recruiting executives from both an organizational 

and conceptual perspective to highlight the tremendous impact executive recruitment has on 

an organization 's success or failure. Today ' s executive must be capable of responding to the 

greater requirements for increased productivity, innovation, leadership and managerial 

adaptability. "Organization' s need to ensure that they carefully select their executive team 

members, consider internal or external recruitment, identify career requirements and identify 

and foster the organization's values in the recruitment process. The selection of an executive 

is an important opportunity that involves risks and investment and needs to be approached as 

any other strategic decision," (Souza and Zajas 2005 , 25). 
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New Approaches to Recruitment 

The ever changing labour market makes it very important for organizations to take the 

search for human capital very seriously. For a significant employee search, firms need to 

explore some of the traditional recruitment strategies mentioned previously but to maintain a 

competitive advantage they also need to make sure they are benefiting from the use of cutting 

edge recruitment options, such as working with post secondary facilities and using the 

Internet. 

Partnering with educational institutions may be crucial to recruiting highly skilled, much 

sought after employees. A story in HR Reporter states "that campus recruitment can be 

hugely successful but, you don' t just send a couple of recruiters to a career fair and be done 

with it. Keep at it actively, showing students that you are interested in them", (Tomlinson 

2001 , 9). In the same article Michelle Fleming from the University of Calgary says "their 

internship program is the best tactic for employers enabling them to find exactly what they 

want in a new hire," (Tomlinson 2001 , 10). 

As well as recruiting through educational institutions, the Internet is becoming a 

significant tool for both job seekers and employers in recruitment and selection of candidates. 

The main advantages to this recruiting tool are time and money. "A recently published 

study based on a survey of recruiters and technology specialists at 58 Canadian companies 

using the Internet for recruiting purposes found that 96% of them posted openings on their 

Web site and approximately half were receiving more than 50 % of their resumes online, via 

either email or resume builder. As well, 66% of the respondents indicated that the Internet 

generated higher-calibre applicants than other recruitment methods. The majority, 74% also 

reported that hiring over the Internet was faster than traditional means. An overwhelming 
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82% stated that the Internet was cheaper than traditional advertising," (Lermusiaux 1999, 2). 

Along with the Internet for recruiting there are now a whole new set of technologies 

available to the recruiter. Organizations need to "question their willingness to consider 

adopting newly emergent technological solutions for staff recruitment and selection and to 

realize the importance of company recruitment brochures and web site designs and that 

adoption rates of new technology in selection are important in this competitive labour 

market," (Anderson 2003 , 122). 

Selection 

Developing an applicant pool is just the first element of the recruitment process; the 

second and much more important piece is the selection procedure. The works of Cook 

(1992), Robert and Payne (1998) and Catano et al (200 1) discuss the selection process using 

some of the traditional strategies such as assessment centres, interviewing and reference 

checking. Hiring the wrong employee can be very costly and time consuming to an 

organization. The importance of having effective screening practices in place is emphasized 

by Kleiner and Wang (2004, 99) who caution employers against "hiring too quickly, hiring 

because of impeccable references and resume and stress the importance of interview 

screening, skill testing screening and background checks". Kliener along with Yin (2004, 

1 08) state, "to hire people effectively it is important to think about staffing needs over a 

longer time then simply getting next week' s or next month's job done. The best way is to 

think of employees as part of an investment portfolio-a human resources portfolio." 
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Recruitment of Managers 

When attracting management level employees, organizations may need to go a step 

further with their recruiting and selection. Souza and Zajas (1995, 25) point out that in order 

to ensure selection success, "when evaluating candidates it is valuable to consider skills, 

knowledge and abilities needed for the position' s success, know the values important to the 

organization' s culture, evaluate the candidate ' s fit with these by considering input from 

multiple sources and share information with the candidates." An organization needs to 

ensure that they are getting the right, best fit for their organization and can do this by 

employing several selection criteria such as interviews, reference checks, and aptitude 

testing. By using these methods organizations will have the opportunity to build profiles on 

candidates and allow the best match to the job and organization. For higher executive level 

positions selection processes such as assessment centres, selection inventories, work 

sampling and competency assessment methods will provide additional data for further 

consideration in candidate selection. 

Once recruitment and selection have occurred the next step in ensuring success of the 

organization is the retention of human capital. In one study, "employers cited recruitment 

costs of 50 to 60% of an employee 's first year' s salary and up to 100% for certain 

specialized, high skilled positions," (Hale 1998, 42). As well, Fitz-enz (1997) stated that the 

average company loses approximately one million dollars with every 1 0 managerial and 

professional employees who leave the organization. The monetary loss alone stresses the 

importance of increasing retention. 

9 



Turnover and Retention 
The issue of turnover and retention has been an important subject for organizations for a 

long time. As early as 1927 organizations were already starting to track turnover in "A New 

Set of Labour Turnover Indexes by Berridge. More recent, Staw (1980) looked at the 

consequences of turnover stating that "turnover almost always involves some costs for the 

organization". He goes on to say that "the most obvious consequence of turnover is the 

energy and expense of finding replacement personnel," (Staw 1980, 255). Following that, 

Ramlall (2003) added to Hale and Fitz-enz findings by stating that "research indicates the 

total cost of employee turnover is about 150% of an employee' s salary (Ramlall 2003, 64.)". 

When an organization loses a critical employee, "there is a negative impact on innovation, 

consistency in providing service may be jeopardized and major delays in the delivery of 

services to customers may occur," (Abbassi and Hollman 2000, 335). Even with the high 

cost of turnover, a report by the Conference Board of Canada showed the results of three 

surveys conducted in 1998, 2001 and 2002 that, "most companies still take a shotgun 

approach to retention, and most still consider their efforts too ' reactive' especially in regards 

to retention," (Dell and Hickey 2003 , 5) 

Recognition of the cost of turnover and problems with retention should allow an 

organization to acknowledge the importance of having a strong retention strategy. In an 

article by Steven Murphy (2000) he reports that some of the statistically significant 

predictors of retention success include "having mechanisms in place for identifying high 

potential employees, having a clear understanding of the needs and values of employees and 

tailoring retention strategies to life cycle stages." An article in 'Reuters Business Insight' 

(2000) looks at the provision of adequate training, flexible time off to meet family and 

personal needs, open communication, independence, support, safe working conditions and 
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job security as important aspects of successful employment. In the Conference Board of 

Canada article "Sustaining the Talent Quest", five key components for successful retention 

are identified: "opportunities for career and personal development, organizational stability, 

multilevel involvement and accountability for talent, integrated talent strategies and emphasis 

on employer brand and reputation. Compensation and benefits need to be looked at as well," 

(Dell and Hickey 2003 , 14). Yerama writes in 'Canada' s Top 100 Employers-2005 ', "that 

the companies that are the most desirable to work for lead their industries in performance 

management, work atmosphere, employee communications and training and skills 

development," (Yerema 2005, 8). 

Communication is key to employee turnover and is often overlooked. In their book, 

'Love ' em or Lose ' em', Kaye and Jordan-Evans (1999) discuss many issues in retaining 

valuable employees and most come back to talking to the employee. They stress the 

importance of constant communication with employees regarding their job satisfaction, 

career aspiration and over all life goals. Organizations need to learn to be flexible to retain 

quality people. This includes developing new strategies to meet needs. MacLean (200 1) 

looks at 55 strategies for improving retention right from recruitment and selection through to 

such things as creating strong mentoring programs and concentrating on developing 

competencies for your employees. The importance of exit interviews, if performed 

correctly, will provide great insight into what changes need to be made as well as the 

possibility to keep an employee that is considering leaving. The caution with exit interviews 

however, is that often people will not be honest in an attempt to not bum bridges for future 

reference sake (Dressler et al 2004, 341). Understanding turnover is essential in order for an 

organization to make positive changes and increase retention. 

11 



Skills Development and Retention 

The literature stresses the importance of skills development in organizations in order to 

retain employees and maintain a competitive advantage. With the retirement of the 'Baby-

boomers' and reports in almost every current human resource publication of the skills 

shortage across all industries, now is an essential time for organization to be taking care of 

their employees. Organizations need to ensure they have invested enough to remain 

attractive, even when the competitors come circling with hopes of stealing the companies ' 

best and brightest. With this skills shortage, especially with the retirement of the 'Baby 

Boomers ' valuable knowledge is being lost. Strong leaders will be needed and organizations 

would be smart to be cultivating stronger and new leaders in order to deal with any upcoming 

crisis. Development of managers should be a top priority for most organizations. 

Management Development is an area that Canadian organizations are not paying enough 

attention to. In the upcoming years, in this competitive job market, organizations are going 

to have to develop from within to show people they are valued and to retain individuals for 

longer periods. "Research, experience and common sense all increasingly point to a direct 

relationship between a company's financial success and its commitment to management 

practices that treat people as assets and the way a company manages its people are the real 

and enduring sources of competitive advantage," (Pfeffer and Vega 1998, 37). Realizing this 

possibility for competitive advantage needs to be capitalized on. One way to get the most 

capital from your employees is through the mentoring and coaching process. A Conference 

Board of Canada Briefing in 2003 emphasized the importance of mentoring in organizations. 

They speak of the number of people retiring and the vast amount of knowledge they will be 

taking with them. This briefing goes on to say that "in this environment, leading 
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organizations are considering innovative ways to retain talent, help employees learn and 

grow and transfer knowledge from more experienced workers to those less experienced." 

Micheline Bouchard, former CEO of Motorola in ' Leadership for Tomorrow', expresses the 

importance in management development stating that, "leadership has been viewed as a 

critical success factor but only in terms of those at the top. It was felt that top management 

has to be really ahead of the pack, that if our CEO and executives excelled at developing the 

vision and driving the organization, then that should suffice to inspire the whole workforce. 

The issue is we have not built leadership deep in the organization, everyone needs to be in a 

position to make a difference," (Benimadhu and Gibson 2003 , 2). This article suggests that 

this country is facing a leadership gap and makes some strong recommendations to close this 

gap such as "putting the emphasis on people, building the top team and attracting, developing 

and retaining talent," (Benimadhu and Gibson 2003 , 13). 

In 'Leading from the Middle: Managers Make the Difference ' it is pointed out "keeping 

ahead of change demands superb management capability, at every level of the organization 

and too little emphasis has been placed on the pivotal role that the middle managers play," 

(Booth and Farquhar 2003 ,1). Middle managers are an important link between workers and 

senior management and often between the organization, customers and suppliers. The role of 

middle managers has changed considerably and if organizations want to capitalize on this 

resource, then they need to "foster a working environment that promotes learning and 

development as a powerful strategy for retention and ensure that the next generation of 

leaders is fully prepared for the responsibilities they will assume", (Booth and Farquhar 

2003 , 3). The same article gives recommendations on how organizations can capitalize on 

these middle managers and move into the future. Some of these recommendations include: 
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• optimizing leadership development opportunities; 
• providing organizational tools and supports that enable effectiveness and build 

manager capacity and; 
• identify high potential early and tailor middle managers' development to individual 

needs. 

As organizations begin to realize the importance of management development and that it 

should not be left to chance, they may realize systematic development efforts will enable 

their organization to continue to have effective managers to place in key positions as they 

anse. McCauley, Lombardo and Usher (1989), pointed out the key to management 

development was to perform a needs assessment for current managers and potential managers 

to identify strengths and weaknesses. With the information, training and development plans 

should be put into place. They reported "using benchmarks was the ideal tool and could be 

constructed from studying how managers in your organization develop, to include not only 

skills but managerial values and perspectives," (McCauley, Lombardo and Usher 1989, 390). 

Using a system of benchmarks would enable the organization to further develop their 

management programs. The "1997 International Study of Executive Development Trends" 

showed some major trends in executive development: 

the emergence of an increasingly competitive marketplace for 
providers of executive education and leadership development; 
a growing focus on customized programs; a trend toward 
shorter, large-scale, cascaded programs involving staff 
throughout the organization; a continued trend toward 
increased use of action learning; a perception that technology 
and distance delivery will play a more critical role in the 
future; a significant shift toward experience-based 
methodologies like job rotation, task force assignments, action 
learning and coaching/mentoring; an increased level of 
importance attached to performance feedback in the 
development process; and a shift in perspectives toward 
leadership competencies for the future, with flexibility and 
adaptability heading the list of critical developmental needs 
(Vicere 1998, 526). 
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Dressler et al (2004) identify management development as "any attempt to improve 

managerial performance by imparting knowledge, changing attitudes or increasing skills," 

(193). Management development should be an integral part of a company' s values and 

programs should be in place so that the transition made by first time managers from the front 

line to a management position is as smooth as possible. This will happen if the transition is 

accompanied by things such as job rotation, educational experience, coaching, action 

learning and formal training (Dressler et al, Rodin 2004, Morton 2004). In a 2005 review by 

Cullen and Turnball, many strategies for successful management development are discussed 

as well as a definition that will best help organizations capitalize on their human capital. As 

the above literature stresses, management development is essential not only to retain 

employees but as well for sustainability of organizations. A last issue needs to be addressed 

when looking at the trends of managers in Northern British Columbia and that is who is 

likely to stay and who will leave? 

Management Recruitment and Retention in the North 

The seminal paper on the effects of out migration on a community is referred to in 

Baltensperger (1991) and Feser and Sweeney (2003) by James W Goldwait titled 'Town that 

has Gone Down Hill' . The date of publication of Goldthwait's paper, 1927, itself 

demonstrates that this is not a new issue facing communities. These articles as well as 

articles by Finnie (2000), Stockdale (2002) and Halseth (1999) describe why people migrate 

in and out of areas. These articles emphasize movement occurs for economic improvement 

and employment opportunities. 
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In more general terms Schaeffer (1985) discusses how the accumulation of knowledge 

and skills will increase the likelihood of migration. Migration and rural population change 

are the topic studied by Taylor and Martin (2001). Kwok and Leland (1982) demonstrate the 

economic model of 'brain drain ' to offer reasons for trying to keep human capital in a 

community. These works as well as additional works by Kwok (1982), Taylor (2002 and 

Robinson (2003), and Halseth (1999) explore reasons why individuals leave communities 

and who are the most likely individuals to leave. The most likely to leave are what are 

considered the skilled and educated workers. They are often the workers that were recruited 

to the area and will most likely be recruited again, this time away from the community. 

Especially if there is not an attractive reason to stay in the community. They discuss the 

issues of brain drain and human capital and the effects the loss of this has on organizations 

and the community as a whole. In addition works by Barro (1991), Mankiw, Romer and Weil 

(1992), Levine and Renelt (1992) cited in Reimer (2000) look at how loss of human capital 

effects economic growth in communities. Robinson (2003) also touches the issue of loss of 

human capital in his study of Elliot Lake, Ontario, a community devastated by an industry 

shut down. All of these works demonstrate the effects out migration have on organizations 

and the community that they belong to. 

This literature review was completed to help explore the issues being researched in this 

project. For organizations in Northern British Columbia: what are the recruitment, retention 

and management development strategies being seen? What methods are being used to attract 

and retain talented individuals to this region and is the talent being groomed from within the 

region or imported from outside Northern British Columbia. 

16 



Methodology 

A preliminary task in investigating the recruitment, retention, management 

development and migration of managers in Northern British Columbia was to engage in a 

comprehensive literature review of these subject areas. The next step was to research trends 

in Northern British Columbia. Raw data was collected from both qualitative and quantitative 

methods. The first being a web based survey and the second, telephone interviews. The 

following is the highlights of the methods used to gather this raw data. 

A web based survey (appendix one) was designed and conducted to investigate the 

research questions. The decision to use a web based survey was based on certain research 

findings, "Web-based surveys offers a number of distinct advantages over more traditional 

mail and phone techniques. Examples include reducing the time and cost of conducting a 

survey and avoiding the often error prone and tedious task of data entry", (Medin, Roy & 

Ann 1999 in Solomon (2001)). The decision to use a Web based survey was supported by 

the fact that the survey would be sent to the potential respondent ' s place of employment and 

the information being gathered was relevant to the respondent's organization. "Researchers 

have identified that web based surveys are particularly useful for employee groups of 

respondents as they are likely to take a web survey seriously as part of their job or consider it 

official business" (Schonlau and Elliot 2002, 45). As well, a web based survey was decided 

on as it provides ease of access for respondents while still allowing them to be anonymous. 
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Sample 

A contact list for the survey was developed using the Dun and Bradstreet (2004) resource 

'British Columbia Directory of Business'. This source lists businesses in British Columbia, 

their address, phone number, potential contact name and the number of employees that the 

listed organizations have. However, this resource is not completely comprehensive, so 

further organization's names were obtained by contacting the City, Town or Village 

municipalities and requesting this information (appendix two). 

The survey was sent to organizations in Northern British Columbia that employed fifty 

or more employees. The list was by no means exhaustive but did capture a good cross section 

of public sector including health, government ministries, school districts and municipalities 

and private sector including several industries such as forestry, mining, oil and gas, retail , 

manufacturing and customer service. Organizations with fifty or more employers were 

chosen as it was thought that organization of this size would be more likely to have a formal 

management structure in place. 

Research Procedure: Survey 

To obtain the optimum response rate to the survey several initiatives were put in place. 

Initially, a telephone call was made to each organization requesting to speak to the Human 

Resource Manager or an equivalent that would have the knowledge of hiring, turnover and 

management development in the organization. Once the appropriate personnel were 

contacted, permission was asked for their potential participation in the survey. An overview 

of the purpose of the survey was given and an email address was requested. Upon 

conclusion of the phone call, an email was sent directly to the individual in hopes that 

receiving the survey promptly following the telephone conversation would increase the 
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likelihood of response. However, after several attempts of contacting the individual directly 

had failed, the email address of the appropriate individual has obtained from the personnel 

answering the phone. The email (appendix three) outlined the project and also ensured all 

respondents of anonymity and confidentiality. As well, there was a disclaimer that by 

completing the survey they were consenting to their participation and use of the responses 

for the sole purpose of this project. 

In addition, "several factors have been found to increase response rates including 

personalized email cover letters [appendix three] , follow-up reminders, pre-notification of the 

intent to survey [as mentioned above] and simpler formats" (Solomon 2001). A gentle 

reminder (appendix four) was sent to each participant approximately two weeks after they 

received the initial email with a link to the survey, requesting that the individual complete the 

survey. A third email was sent to each individual 48 hours before the survey closed 

(appendix five) . The initial phone call, sending the survey and follow up emails were all sent 

in the morning hours of the work day as research says that, "survey invitations that were sent 

at the beginning of the workday achieve higher response rates and quicker response times" 

(Online Survey Response Rates and Times). All initial emails were personalized also with 

hopes of increasing responses (Dillman 2000, 366). The survey was administered by using a 

web based survey tool, Zoomerang (www.zoomerang.com), which allowed respondents to 

click on a link from the sent email directly to the survey. 

Alternatively, a paper version of the survey was produced, identical to the web version to 

overcome the possibility of some of the potential respondents not having access to the 

Internet. This was considered a possibility due to some of the areas being very 
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geographically isolated. However, the paper survey was not necessary as all organizations 

contacted had access to email. 

The content of the survey was broken down into three areas: recruitment, retention and 

management development, in regards to the respondent ' s organization. The first section 

explored recruitment factors such as methods, selection criteria and techniques. The 

following section dealt with what the organization is doing in terms of retaining their 

managers and the final section asked questions in regards to what if any management 

development protocol the organization was performing. 

Research Procedure: Interviews 

After completion of the survey, interviews were conducted to follow up on questions or 

trends from the surveys and also in hopes of further supporting the information obtained in 

the survey (appendix six). One of the advantages of incorporating this second method of 

research was to try and fully understand the respondent ' s experiences and to better 

understand responses. A disadvantage of performing interviews is the time that is takes to 

perform these interviews, as well as cost. Also, caution needed to be taken that the 

interviewer not share any bias towards participant' s responses thereby influencing their 

responses. 

The participants for the interviews were obtained by requesting the names of willing 

participants at the end of each survey. As well as name, respondents were asked to provide a 

phone number and preferred time of day for contact. The survey stated that the interview 

would take between ten and fifteen minutes and all information would be confidential. The 

interviews provided further qualitative information related to recruitment, retention and 

management development. All interviews were conducted by phone due to the large 

20 



geographical area covered by this survey. Verbal consent was obtained and confidentiality 

was assured. 

The interviews were performed using an informal conversational style and the questions 

were semi-structured in such a way that there were specific questions asked. If other 

information was volunteered the conversation was able to proceed in that direction. 

Ethical Considerations 

Ethical considerations had to be considered due to the fact that people were being asked 

to participate in the gathering of needed information. Some ethical considerations are 

mentioned above in ensuring confidentiality, anonymity and consent, as well Fink and 

Kosecoff (1998) list a number of principles that were practiced in the course of this study. 

They include: 

• A fair explanation of the procedures to be followed and their purposes 
• An offer to answer any inquiries 
• An instruction that the person is free to withdraw consent and discontinue 

participation without prejudice. 

After the literature review and direct research was completed, a detailed analysis of the 

information obtained and collected was completed and is presented in the results section 

below. The respondents were invited to request a copy of the completed research and 

analysis if they were interested by emailing a request to the researcher. 
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Results 

The initial contact list for organizations in Northern British Columbia with over fifty 

employees was compiled of two hundred and thirty five company names. Of the two 

hundred and thirty five organizations, one hundred and seventy emails went to individuals. 

Of the remaining sixty five, some companies were no longer in operation and some were not 

interested in participation. In the remaining organizations, human contact did not occur, 

either there was only a recording or the call was directed to voice mail where a message was 

left but there was no response. Fifty eight percent of the respondents were from the public 

sector and forty two percent were from the private sector. The responses from the public and 

private sectors were often similar. The areas with significant discrepancies are noted ampng 

the results. 

Of the one hundred and seventy emails sent out, 52 surveys (30.5%) were completed and 

submitted for the purpose of this project. The surveys were directed towards Human 

Resource Personnel or higher level managers of the organizations if the Human Resource 

Personnel were not available. 

Once the surveys were completed, qualitative interviews were conducted with twelve of 

the survey respondents. Twenty three respondents agreed to be contacted for interviews. 

However, only twelve were available in the time period allocated for the interviews. Six of 

the interviews were completed with public sector organizations and six with private sector. 

Survey 
The survey, as mentioned above, looked at three Issues recruitment, retention and 

management development in Northern British Columbia. 
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Recruitment 

The major research questions regarding recruitment were recruitment methods and 

selection criteria. Where managers were being recruited from and where employers 

preferred to get their new recruits from was also looked at. The findings for both recruitment 

and selection were that the easier, least time consuming and less costly methods were the 

most poplar. Employers were looking for the most qualified candidate regardless of location, 

with some preference giv~n to internal candidates. 

Recruitment Methods: In more detail, the main findings found that the most popular 

recruitment method was advertising in local newspapers, 37% of the organizations that 

responded stated they always recruit in this manner. 33% of the respondents also said they 

always use internal postings, with the public sector respondents using internal postings twice 

as often as the private sector. Another 29% and 35% of the respondents said they usually 

used the above mentioned recruitment methods. Job fairs and university and college 

recruiting methods were less popular with 42% and 29% of the respondents saying they 

never use these methods. Walk-ins and unsolicited resumes were also not popular ways to 

find new management employees. Head hunters, national papers, professional publications 

and employee referrals were used sometimes by two thirds to half of the respondents. 

However, half of the respondents stated they rarely or never use head hunters. 

Respondents were asked what factors they considered in hiring a new manager for 

their organization. As the figure 2 below shows, all the factors asked about were fairly 

important to all the respondents. Knowledge skills and abilities, interpersonal and social 

skills and aptitudes being some of the most identified factors. 
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Figure 2: Factors in Hiring 
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To determine if the candidate had the attributes the 

company is looking for some of the most popular selection techniques were reference checks, 

interviews with human resource personnel and interviews with executives. Interviews with 

co-workers and work teams were used 35 to 40% of the time. Intelligence testing, 

personality testing, work samples, assessment centres and selection inventories were some of 

the less popular techniques; especially assessment centres which 60% of the sample said they 

never used. Of the respondents, private sector respondents were more likely to make use of 

personality tests, with 31 % stating that they always use this for selection, opposed to no 

respondents in the public sector stating that this was something that was always used. 

Several questions were asked regarding issues that may influence an applicant ' s 

likelihood to accept a position and make the transition into the new position more successful. 

58% of the respondents always provided a job description to the successful applicant before 
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they accept the job and 67% provide a written job description once the position has been 

accepted. The public sector provides a written job description three times as often as the 

private sector. Only 21% of the respondents always provide the opportunity for the family to 

visit and 50% always allow the candidate to visit the community before accepting a position, 

with the private sector being more likely to have the candidate visit the community. While 

12% of the sample never give the family the opportunity to visit and 4% never give the 

applicant the opportunity. Along these lines, community information is provided 46% of the 

time and the mission and value statement 33% of the time. Upon accepting the position 66% 

of the organizations always offer an employee orientation, 50% an employee handbook, only 

1 0% a mentor. Offering assistance for employee ' s spouses was not a priority with 0% 

having this as a practice they always do and 30% responding they never do this. Some 

respondents, 4%, say they will help usually with spouse' s employment, 26% sometimes and 

40% rarely. Relocation funds were offered by 40% of the respondents all the time and never 

by 2%, 5% stated rarely with sometimes and usually making up 49 % of the time. 

As well, respondents were asked about incentives that they offer their managers. Figure 

3 depicts their responses. 

Figure 3: Management Incentives 
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Applicant Location: The survey looked at where organizations would prefer to get their 

applicants from and if location was a factor looked at during the hiring process. The 

reasoning behind these questions was to determine if organizations preferred Northern 

applicants to applicants from outside Northern British Columbia. As well, even with a 

preference, the survey looked at where the successful applicant that was actually from. The 

following two figures demonstrate the respondent's preference on these two issues. 

Figure 4: Preference of Applicants Location 
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Figure 5: Location Preference Given in Hiring Preference 
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As the two figures above show, location anywhere in not the main reasons someone is hired 

and organizations are looking for the best qualified regardless of location. In the actual 

hiring practice it seems that location is sometimes factored in but does not seem to be an 

overbearing factor in who is ultimately hired. Preference is given to people within the 

organization about 20-25% of the time. 

Some specific questions were asked regarding current managers in each organization. 

The participating respondents had a total of 734 managers, with 320 being hired in the last 

five years. Approximately 50% of the current managers were living in the North when hired 

into their current position. 
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In the last five years, managers were likely to be hired from outside of the North when 

there are no qualified or interested applicants from inside the region and when people with 

industry experience applied from outside the north 23 % of the time. Wanting some fresh 

ideas did seem to be less likely to impact where someone was hired from as it was only a 4% 

always and 19% usually . Other responses for this question were: need to go where the 

talent is, competition process does not weigh in location as a factor. Figure six gives a visual 

display of how often organizations were hiring managers from within Northern British 

Columbia. For example 14% of the organizations were hiring managers from the North 100% 

of the time. 

Figure 6: Proportion of Managers Hired in the Last Five Years from Inside Northern British Columbia 
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Specifically, respondents were asked to reflect on the last manager hired and where they 

came from. There was a broad range of management positions filled (see appendix seven), 

which is a reflection of the cross-section of organizations that responded to the survey. Of 

the last manager hired, the question was asked regarding where the people applying for the 

jobs in the North are coming from and what area the successful applicant is coming from. 
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Figure 7: Where the Applicants Applying for Management Positions are Originating From 
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Of the successful applicant 63% already lived in Northern British Columbia, 23% were from 

other areas of British Columbia, 1 0% from another province in Canada and less than 2% 

from another country. 

Retention 
Once the exploration of what organizations were doing around recruitment activities and 

where the recruits were coming from was looked at the survey moved onto a section 

regarding questions around retention issues in Northern British Columbia organizations. 

This section of the survey showed that retention rates were high and turnover was relatively 

low. Retirement was the biggest reason for leaving management positions, however there 

was turnover seen in some of the younger employees and exit interviews showed lack of 

opportunity factored into leaving the organization. 
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Retention Rate and Turnover: Retention rates for managers in Northern British Columbia 

showed that 4 7% of managers stayed in the organization ten years on average. The table 

below depicts this information regarding length oftime in managerial positions. 

Figure 8: Average Length of Time a Manager Stays in the Organization 

Average Length of Time A Manager Stays In the 
OrganiZation 

Turnover was explored with respondents stating that there had been a combined 51 

turnovers in the last five years. With 734 managers currently working for these 

organizations, that is a turnover rate of 7%. The table below shows the patterns of turnovers 

that these organizations are seeing in different age groups. 

30 



Figure 9: Pattern of Turnover by Age Group 

Pattern of Turnover By Age Groups 
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Exit interviews were done with 60% of the managers that left and retirement was one of the 

clear reasons for people leaving their jobs. 48% of the exiting managers were sometimes 

leaving as they felt there was not enough opportunity at the present company. Other 

opportunities outside the North combined for 70% of the reasons, (4% always the reason, 

35% usually the reason and 35% sometimes the reason). Termination was rarely and never 

the reason for turnover 52% and 13%, respectively, of the time. 
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Figure I 0: Reasons for Leaving 
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Managers Origins and Out Migration: Of the managers currently working in Northern 

British Columbia firms a large number of the managers came from the North (17% always, 

29% usually). Managers were not coming from outside of the North that often with only 4% 

always from outside and 27% never coming from outside the North. People returning to the 

areas did not seem to be a big attraction with only 4% saying that this is always the case and 

6% saying usually, 44% said that this was never the case. Being an applicant from inside the 

organization does not guarantee you the job with only 6% and 8% for both the local 
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operation and internal to the organization always being hired for the management position, 

however, the respondents showed a strong sense that this does happen often with 31% and 

29% usually have an internal in the management positions. 

The following figure depicts the approximate number of managers that are leaving 

Northern British when they leave the organization. The responses from the survey showed 

that public sector employees were much more (88% more) likely to leave the North when 

leaving the organization. 

Figure II : Managers Leaving the North 

For some of the most up to date information the survey asked the respondents to 

consider the last manger that left the organization. Of the responses 52% of the managers 

were from the North originally. The length of time the last manager was in that managerial 

position that left the organization was a range from ten months to 30 years, with an average 

of9.37 years. The combined management experience leaving these organizations was 487.3 

years. 
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Figure 12: Reasons for Leaving From Non Managerial Employees 
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Reasons for Leaving 

Employees not in management positions were noted to be leaving the organization for 

vanous reasons. Retirement is the most obvious reason that an employee would leave the 

organization with 77% in the sometimes, usually and always scale for reasons for leaving. 

People are rarely (48%) and sometimes (37%) leaving for health reasons. People are 

sometimes moving for an opportunity outside the region about 19% (always, usually) of the 

time. 

Management Development 
The last section of the survey looked at issues regarding management development. 

Questions were asked about individual planning for upcoming management positions; is 

there coaching and mentoring programs, job rotation opportunities, special assignments and 

assessments? The results showed that the respondent's organizations had some types of 
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management development in place with room for improvement. Training dollars were 

provided in some form with the private sector always willing to spend some funds and the 

public sector almost always providing for training. 

A large portion (96 %) of the respondents stated that there was individual planning for 

management possibilities, 81% said that they provide feedback and special assignments for 

potential managers. Formal assessments were being done 56% of the time and 38% of 

organizations were employing job rotation. Figure thirteen shows the amount of training 

dollars being spent on management development. 

Figure 13: Training Funds for Management Development 

Interviews 
As mentioned above, twelve interviews were conducted with survey respondents, SIX 

with public service organizations and six with private sector organizations. The interviews 

served as a follow up to the survey and briefly touched on all three areas studied in the 

survey. The follow is a summary of key points raised and discussed during the interviews. 

Out of the twelve interviews, ten were able to participate quite fully. Two of the 

respondents, were very up front and honest saying they were only familiar with their own 

organizations and were not comfortable commenting on what others were doing. These two 
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respondents both thought their organizations were very stable and that there was not a need 

for a lot of recruitment or retention activities as turnover was very low. One of these 

organizations stated all promotions were done in house and there was never a need for 

recruitment outside the organization for management positions. This same organization 

stated they did not have a need for formal management development as grooming of 

employees is continually occurring. As well, the same respondent said there was not a very 

likely chance that a person from outside the organization would be hired at a management 

position and the respondent could not remember that ever occurring in the past. Both these 

organizations were from the private sector. 

Of the remaining ten participants, when asked how important recruitment is in the 

success of retention, all agreed that recruitment is critical. An underlying reason from most 

of the respondents was that it is critical to get someone working for the organization that was 

comfortable with the North. It was brought up over and over again that recruitment in 

Northern British Columbia is often difficult as many people are not prepared for the Northern 

lifestyle and often do not stay. These respondents agreed introduction to the North needs to 

be a key element of the recruitment process. As well a reoccurring theme was having the 

right person in place is critical to the overall success of the organization. It was mentioned 

that having the right or wrong person in management effects the whole organization. A key 

to retention is keeping the recruited person happy, as well keeping the rest of the employees 

happy. 

The survey results showed some of the more time consummg and more expensive 

techniques of recruiting were not often used by organizations in Northern British Columbia 

such as assessment centres, head hunters, job fairs and university recruitment. This lead to 
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asking the question that it seemed organizations were still favouring the quickest and 

cheapest recruitment methods and will this have an effect on the quality of recruits and 

retention? Most respondents stated it was not really the amount of money spent on 

recruitment but the quantity of time that made the difference. Taking your time and really 

putting out an effort when recruiting was what made the distinction in the quality of recruit. 

However, it was said by half of the interviewees that they can see more money being spent in 

the future as the labour market gets tighter. Many of the private organizations felt they may 

have to look at immigration more and more in the future. Many of the respondents cautioned 

about waiting too long to recruit for upcoming positions for two reasons: 1) if a vacancy is 

created and left open for awhile a new manager will be overwhelmed by the backlog before 

they even start, making for unhappiness from the beginning and 2) if you wait too long, you 

can become anxious to hire and will take the best of an adequate group instead of looking for 

the best person for the job. These are issues that may lead to less retention. Again an issue 

that came up in this question was around the Northern lifestyle. Most respondents said it was 

not only very important to spend as much time as needed on recruitment but also to allow the 

candidate to get familiar with the North, whether it is someone completely new to the North 

or just moving from one place in the North to another. Letting people know the amenities, 

weather and community strengths is important in the long run. Interviewees from the further 

Northern communities commented that turnover is a real issue and is often due to people not 

really understanding what they are getting themselves into before they move to these more 

remote communities. 

The majority of people interviewed did not believe that the North has the talent to sustain 

its organizations. Suggestions for rectifying this were mostly around training. People 
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believed if more training was available in Northern British Columbia then the talent pool 

would deepen. Many credit the new initiatives such as the University of Northern British 

Columbia for improvements, but it was thought the remotest areas do not have access to 

these programs and a lot of potential adult learners need to be able to access training that 

coincides with their work lives. Many respondents felt companies needed to start to spend 

the time, money and effort with a 'grow your own' attitude. More training to cultivate the 

Northern talent needs to be encouraged by the organizations. A caution was sent out, mostly 

from the public sector respondents, however, that the job market is tight in the North and 

often people are trained up and then poached by the big operations with more ability to entice 

people, through monetary benefits as well as additional perks that sectors funded by tax 

payers could not justify. 

The survey pointed out that the average manager is staying in his or her position for 

almost ten years and many of the people interviewed referred to ' lifers' in their organizations 

(lifer refers to someone who basically stays with a company until they retire). The interview 

respondents were asked if the length of time people are staying in their management jobs are 

causing some of the younger people to leave the region as they do not see the opportunity for 

advancement. Most respondents said that they felt this was not a problem. Three of the 

respondents actually said they feel there are more opportunities in the North, to advance 

faster than in the more densely populated South where there are more people competing for 

jobs. Two comments were made regarding the younger generation of workers as well, saying 

they are more interested in quality of life than career and so are willing to make some 

sacrifices in order to have a quality of life the North affords. Three respondents said it is 
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very important to provide the up and commg talent with opportunities so they remam 

challenged and see there is opportunity within the organization and community. 

Respondents were asked if they felt companies were spending enough time and money on 

management development. The majority of the respondents (7) said companies were not 

doing what they needed to do in the way of management development. Most of the 

respondents shared what their organizations were doing and all said time and money played a 

big part in what is able to be done. Several respondents said the larger private corporations 

seemed to be doing a better job at development as they felt they had the time and resources 

available to look into this matter seriously. There were also several responses that said they 

are starting to see organizations place some attention on this matter. Several of the 

organizations shared they have started development programs in the recent past. They are 

doing this mainly to stay competitive and to keep their talent from going to another company. 

Several people were quite concerned about the lack of management development and how it 

affects the employees and organization in negative ways. One person stated, "they have seen 

many guys get thrown to the wolves. People get management jobs with no formal or 

informal training and the whole mentality is sink or swim and many sink." This has a ripple 

effect on everyone, the person who becomes the unsuccessful manager, the employees he or 

she is managing and how it affects the organization' s performance. It seems like it would be 

a no win situation. One response was, "overall in companies, Canada seems behind on the 

issue of management development. It really seems to be a mindset and Human Resources do 

not seem to be a key component and developing people is not a priority." Another issue that 

came up when asked about management development is often managers in Northern British 

Columbia are a 'jack of all trades ' or quickly have to become one as there is often not the 
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manpower to deal with everything as it comes up so the manager needs to be a lot of different 

things to lot of different people. 

The companies that felt the organizations were doing a good job of this were in public 

sector or their experience was reflecting on very large organizations that seemed to be very 

proactive. The public sector responses stated the government has identified the upcoming 

management shortage and is working hard to get a program in place to deal with this issue 

and are currently spending a sufficient amount of money on training. From the private sector 

several examples of in house training programs were given as well as emphasis on giving 

people the opportunity to be trained with the support of the organization. 

The last issue brought to the attention of the people interviewed was if they thought the 

organizations in the North devote enough time and attention to recruiting, developing and 

retaining managers. One respondent stated some organizations are good at these things but 

said the ones who are not suffer the consequences, having untrained, often uncommitted 

people in the management jobs. By not having the right person in the job, the job that should 

take one person often takes two or three. Another respondent replied that larger 

organizations have resources to do this well but the smaller organizations do not have the 

funds to pull off these activities in the best way. The rest of the respondents were a 

resounding no. It seemed a big part of the reason was organizations were not committing 

enough time to these activities, which were leading to deficits in Northern British Columbia. 

Such reasons were given as not allowing people the time to attend training and not providing 

for coverage for people to attend training. There are unique challenges to the North which 

were mentioned above and the respondents felt that employers need to pay attention to these 

40 



things, such as isolation, quality of life, education opportunities and getting the right people 

that will adapt to the lifestyle and buy into their companies and communities. 
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Discussion 

Recruitment 
Good recruitment methods are crucial to competitive advantage. Having best practices 

in recruitment will "correlate with an organization' s long term profitability and productivity, 

help to establish employees trust and improve the knowledge, skills and abilities of an 

organization' s current and future employees, increase their motivation and help to retain 

higher qualified employees while encouraging poor performers to leave," (Catano et al 2001 

5). This statement demonstrates the importance of recruitment. The survey results 

demonstrated a trend towards using quicker avenues of recruiting such as local newspaper 

advertisements and internal postings and away from the more time intensive and sometimes 

more costly methods such as job fairs , college and university recruiting and to lesser degree 

head hunters. However, there was an overwhelming response from the people interviewed 

that recruiting is critical to the success of retention and a lot of time should be taken when 

recruiting and money should be spent when necessary. 

The complement to effective recruitment is effective selection. At the present time, 

according to the survey results, the more comprehensive methods such as assessment centres, 

work samples, selection inventories and intelligence and personality testing were not very 

popular. These organizations are using interviewing and reference checks as their main 

selection methods. Kliener and Wang (2004) suggest that it is important to go beyond 

interviews, resumes and reference checks when hiring management level employees as 

"potential employees will be smart enough to provide references with only glowing critiques 

and impeccable resumes can be bought in the yellow pages and many people can give a good 

interview but may not be able to perform on the job," (101). This is why consideration of 
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some of the other methods of selection in hiring of managers should be well thought out. 

One respondent interviewed shared that they have begun to use assessment centres in their 

organization as a selection tool. The reasoning for using this tool was the organization is 

interested in finding out more about their applicants, what their values are and their career 

plans. Being able to discover this information allows for an assessment of fit to the 

organization. Candidate matching through assessment centres has also been a good predictor 

or whether the person will stay with the organization for any length of time. 

It is obvious from the responses on types of recruitment and selection methods that 

organizations in Northern British Columbia are using, that there is currently not a perceived 

need for widespread, more comprehensive methods to fill vacant positions. Organizations 

should not put these more time consuming and comprehensive methods out of their minds. 

"Canada' s labour market is being transformed and there will be a labour shortage of up to 

one million qualified workers in the next decade or two, according to the Conference Board 

of Canada," (Bouchard 2005, 1 0). When this shortage occurs skimping on recruitment 

efforts will cost the organization. Poor hiring decisions cost dearly in training, management 

time and turnover. Organizations need to believe there is a need to recruit not only for today 

but for tomorrow. 

Organizations are gomg to have to be more creative m their recruiting methods to 

enhance applicant quality. This is "important because screening applicants reqmres 

substantial commitment of organizational resources, therefore a technique that mcreases 

applicant quality will reduce screening costs," (Menchken et al 1998, 237). Organizations 

need to make sure they are using the best means to get the type of applicant that will be the 

most successful for the firm. Having some other avenues in practice may turn out to be a 
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competitive advantage when things get tough. As mentioned in the literature review, 

partnering with educational institutes could be one of the answers to recruiting highly skilled 

employees. As well, the use of the Internet is becoming very important for the techno-savvy 

job seeker. Many companies used their own company websites for recruiting, but have not 

reached out to Internet job boards yet and may need to do so in the future to reach a wider 

audience. 

It was encouraging that the most popular recruitment methods being employed by the 

organizations in this survey were local papers and internal postings as this shows the 

organizations in the North are still able to fill positions using the talent that exists in the 

North. 

Retention 
In a number of the interviews, several respondents stressed the importance of fit to the 

organization and even more important fit to the Northern lifestyle of living. However, the 

survey results did not support that this was always on the minds of the organizations when 

recruiting. With only 50% of organizations always having the successful applicant visit the 

community before accepting the job and even less having the family visit. Even with 

recruitment inside the region, relocation can be a shock. For example, a family that moves 

from Quesnel to Fort Nelson will have some re-adjustment. The climate and isolation in Fort 

Nelson is much different than in the much further south community of Quesnel and people 

need to be informed of the differences before they make a move to a new community. 

Employers need to ensure the whole family is aware of what the relocation will mean. A 

recent survey stated that "5 years ago 37 percent of survey respondents put career first while 

31 percent put family first, now those priorities have flipped with 44 percent putting family 
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first and 31 percent putting career first,"(Canadian HR Reporter on line source, March 17, 

2006). As well, not all organizations were providing comprehensive organizational 

information such as job descriptions, copies of vision, value and mission statements. It is 

important that as much information is given to applicants as possible about the organization. 

An applicant needs to make sure they are able to make an informed decision about whether 

or not to accept a position. If an applicant knows what to expect right from the beginning, 

there will be no unexpected surprises that may lead the applicant to leave with the reasoning, 

' I was unaware I would be responsible for X or needed to do Y' . As mentioned in the 

literature review, turnover, which leads to more recruitment and selection, can be very costly 

to an organization. "The average company loses approximately one million dollars with 

every 10 managerial and professionals who leave the organization," (Fitz-enz 1997, 50). 

The organizations responding to the survey had 734 managers, with 320 hired in the last 

five years and only 51 turnovers. Speculation on why there are so many more hires than 

turnovers could be there was a great deal of positions created for one reason or another, such 

as organizational expansion. The low amount of turnover demonstrates that people are 

staying in their positions with the organizations. One of the objectives of this project was to 

determine what was causing out migration of managers from Northern British Columbia. 

From the information collected, a very large amount of people were not moving, regardless 

of where they originated from. 

Retention and Out Migration 

The primary issue considered for this project was whether or not hiring people from 

outside the North would effect out migration in the North. Out migration could occur from 

people leaving as they feel opportunities in the North were not becoming available due to the 
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hiring of people from outside. Another reason proposed was that out migration may occur 

when people hired from outside the North would not stay for an extended period of time due 

to lack of emotional investment in the North. The reason for coming to the North was a 

stepping stone in a career path, not the end of the journey. 

The survey revealed that the majority of applicants for managers were coming from inside 

Northern British Columbia. This may be due in part to the recruitment methods employed by 

a great deal of the organizations. As well, the survey stated that preference is given to people 

within the organization about 20-25% of the time. However, of the reported 734 current 

managers of the organizations about half are from outside the North. The organizations 

report the most likely reason for hiring from outside is there are no interested or qualified 

people from inside the region. The question is how much does this outside hiring effect out 

migration in the region? As mentioned above, turnover of managers was relatively low at a 

rate of 7% and managers staying in their positions for an average of 9.37 years suggests that 

regardless of where the manager is from they do not seem to be leaving in any quick fashion. 

This is encouraging for Northern British Columbia organizations with literature predicting 

that turnover in the younger generation will be occurring at a quicker rate than ever seen 

before. Career Development International reports: 

Today's young managers switch jobs within a couple of years, in 
their quest for quality of life and job satisfaction. Unlike previous 
generations, who aspire to a job for life, 82% of young managers 
believe there is no such thing and are prepared to vote with their 
feet if organizations fail to delivery. More than 7 in 10 young 
managers expect to stay in their current organization for a 
maximum of 5 years. (Anon. 2002. Career Development 
International). 

The organizations in Northern British Columbia that are experiencing the low turnover need 

to examine clearly what they are doing to retain their managers and capitalize on it. 
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When asked why managers are leaving, 74% were sometimes, usually or always leaving 

for an opportunity outside the North. Further data was not obtained to discover if those 

people were originally from the North or not. 

As well, when asked why employees not in managerial positions were leaving for 

opportunities outside the North the response was about 19% usually or always were leaving 

for that reason. There is a chance that even the respondents would not know the real reason 

why people are leaving as only 60% of the respondents stated that exit interviews are 

performed. In the interviews a question asked was if the longevity of managers were forcing 

some of the younger workers to leave with the answer being mostly no, but in a few cases 

they were seeing this trend. Again the question did not delve into whether or not the 

presence of outsiders affected this decision. 

The literature suggests that there are many reasons that people leave a community. 

Finnie (2000) postulated that cultural factors, general labour market conditions, various 

personal attributes and the labour market situation at the individual level are all factors for 

why individuals and families chose to leave a community. A study of the Great Plains area of 

the United States spanning from 1932 to 1982 looked at the fact that farm population in the 

United States peaked in the 1930s and began and continued to decline after that. The study 

that was performed by Baltensperger (1991) showed population decline was attributed to the 

effect of transportation systems as well as access to churches, schools and retail goods. As 

population declined churches and schools were closed and moved to a more urban centre. 

People tended to move towards the urban centre where the amenities were. The most general 

implication of this work by Baltensperger (1991) and Finnie (2000) was that mobility was 

driven to a significant degree by individuals seeking better economic opportunities, with 
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presumably beneficial results for both the individuals involved and the labour market 

efficiency more generally. The issue of why people leave communities takes many factors 

into account however the literature supports that the main reason people move in and out of 

communities is for employment opportunities. Stockdale (2000) and Halseth (1999) both 

suggest that determination of location is based on employment and economic opportunities. 

In a recent survey of three forestry communities in British Columbia (Quesnel, Williams 

Lake and 100 Mile House) regarding why people lived in the community they lived in. "We 

came for the work" was a very common refrain (Halseth 1999). Throughout this survey 

whether the question was why the respondents had lived in their previous community, why 

they came to their current community or why they would consider leaving the community 

more than half of the respondents (62% to 74%) indicated economic reasons such as 

employment (Halseth 1999). 

Research shows (Schaeffer 1985; Kwok 1982; Taylor 2002; and Robinson 2003) job 

mobility is the highest among the educated ( also called skilled workers) and the young. 

The young are more likely to move because they have more time left to recover the costs of 

mobility (Sjaastad (1962) in Schaeffer 1985). Educated individuals have more skills and are 

therefore often more employable which makes migration a more viable option. Halseth 

(1999) points out skill and educated labour was often recruited from elsewhere to the 

community so there is some likelihood it will be recruited again, this time away from the 

community. When skilled workers leave the community it is often referred to as brain drain. 

This refers to skilled professionals who leave their native lands [community] to seek more 

promising opportunities elsewhere (K wok 1982). A number of reasons have been offered to 

explain the brain drain from an area of both the skilled and the young members of the 
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community. They include the lack of employment opportunities, low pay and young people ' s 

preferences to not return to their home community after education (Kwok 1982). 

Organizations need to work hard to retain their human capital. Human capital has 

traditionally been regarded as one of the key factors behind economic growth. Organizations 

with a better endowment of human capital are considered to have a greater development 

potential than organizations with scarce or inadequate human resources (Finnie 2000). 

It is widely agreed human capital is needed to maintain and spur economic growth and 

organizations and communities that lose their human capital will have difficulties with 

economic growth ((Barro 1991 ; Mankiw, Romer and Wei! 1992; Levine and Renelt 1992) in 

Reimer 2000). When people leave the organization they take with them their investment in 

knowledge and social connections which is considered the loss of "organization specific 

human capital" (Robinson 2003). The people possessing the "organization specific human 

capital" are often people that are the most mobile due to characteristics such as job 

experience, life experience, leadership skills and education and when they leave they take 

with them a lot of the skills and information needed for growth and development specific to 

the organization. 

Management Development 

Most organizations in Northern British Columbia were providing at least $2000.00 per 

year in training dollars.. The Conference Board of Canada' s Learning and Development 

Outlook 2005 shows "the average training investment per employee in 2004 was $914," 

(Parker and Cooney 2005, 8). This information indicates that Northern organizations are 

willing to spend more than the average training dollar amount on its employees. This is 

encouraging for employee development taking place in Northern British Columbia 
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organizations. This same report points out it is not necessarily how much is spent on training 

but how the money is spent. The survey done by the Learning and Development Outlook 

showed that "82 percent of organizations surveyed had some type of leadership development 

programs but only a third of those thought that they were effective, and mentoring programs 

took place in one third, with only half of those being seen as effective," (Parker and Cooney 

2005, 15). The issue revolves more around where and why training budgets are invested, 

rather than solely on how much is invested. Organizations in Northern British Columbia 

seem to be moving in the right direction though by recognizing that it is important to have 

training dollars in place. 

Training dollars are in place but as mentioned in the interviews, the thought is that 

management development is not occurring at the rate that it needs to which is in line with 

what Canadian literature says. 'Leadership for Tomorrow' points out that: 

In 1999, research revealed a troubling leadership gap in 
Canada. Despite overwhelming consensus on the increasing 
pace and unpredictability of change, executives in top firms 
surveyed by the Conference Board of Canada indicated that 
their organizations lacked the leadership capacity to implement 
major change. Even more troubling, existing strategies for 
building leadership capability were falling seriously short of 
the mark, despite the fact that building leadership capacity was 
the top challenge facing their organizations. The data also 
showed relatively little emphasis on developing the leadership 
abilities of middle and first level managers, (Benimadhu & 
Gibson 2001 , 2). 

The survey demonstrates that organizations in Northern British Columbia are on the 

right track. The fact that 96% of the respondents surveyed stated there was individual 

planning for people with management possibilities shows an indication that management 

development is on the minds ofNorthem organizations and some thought is being put on the 
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future . Many organizations are also providing feedback and special assignments for 

potential candidates. Job rotation, mentoring, coaching and formal assessments were less 

popular. This may be an issue that organizations may want to face as a great deal of 

literature points (Benimadhu and Gibson 2003; Booth and Farquhar 2003; Pheffer and Vega 

1998; Dressler et al 2004; Cook 1992) to these in house methods being successful factors in 

good development and retention of managers. 

Limitations and Directions for Future Research 

The sample used for this project included organizations in Northern British Columbia 

with over 50 employees, both private and public sector across many industries. The survey 

did not ask the respondents to contribute size of organization, industries or area of Northern 

British Columbia. These are areas that would be interesting to look at to assess difference 

and similarities with these factors separated out. Are there different activities occurring 

depending on what an organizations core activities are or where they are located would be 

interesting to examine. As well, more detailed demographics would complement the 

findings. For example, what is the average age of your managers, how many women/men, 

which age or gender is more likely to leave/ stay, be willing to access training? All these 

factors would enrich this project and help to further identify trends. 
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Recommendations 

Throughout this project, whether it was scouring the literature or talking to people 

through the interview process, the reoccurring issue of the pending tight labour market could 

not be avoided. As well, the interviewees made it quite clear the North does not seem to be 

a destination of choice by many and it is difficult to keep people in this region or attract new 

people to the region, in general. Organizations in the North need to keep these factors in 

mind as they move into the next generation of employees, as the ' baby boomers ' start to 

retire, if they wish to retain and recruit valuable employees into their management positions . 

Organizations will have to try even harder than ever to be ' employers of choice ' . 

The following section provides some suggestions to assist organizations with the 

activities of recruitment and retention as well as management development. Management 

development is extremely important as this point in time with so many managers retiring 

within the next decade. Candidates need to be in place to take over when a whole generation 

moves towards retirement. 

Booth and Fraquhar (2003) suggest an approach that can be taken m management 

development consists of these steps: 

1. Move beyond immediate recruiting and build a long term recruiting 
strategy. 

2. Use job experiences, coaching and mentoring to cultivate potential in 
managers. Develop informal and formal learning opportunities. 

3. Create a winning "employee value proposition" that will make the 
organization uniquely attractive to talent, (Booth and Farquhar 2003 , 
9). 

Recruitment should be a formalized process in organizations, however, often people are 

reactive to recruitment rather than proactive. An example of this was demonstrated by a 

respondent sharing that recently when one of their organizations' general managers was 
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suddenly transferred no one was in place to take over the position. The outgoing general 

manager was replaced by an employee who had less than one year until retirement. The 

organization was unable to complete a recruitment process so the decision was made to move 

the above mentioned employee in to the position for now. The outcome of this is that in less 

than one year a new general manager will have to be recruited again. This will result in the 

organization going through a change twice in one year, including possible different 

managerial styles and outlooks. These transitions are often difficult for employees to absorb. 

A 2003 study of HR managers showed organizations lacked a clear picture of what their 

overall manpower and skills needs will be with " 66 % not knowing the age profile of their 

workforce, 63% not having an inventory of available skills and 49% not having an 

assessment of their company's training and development needs," (Munson 2003, 3). With 

instances such as these occurring organizations need to make recruitment and succession 

planning an ongoing issue within the organization. A suggestion on how to be more 

proactive with replacement of managers so organizations are prepared, even when the 

unexpected occurs, is a management replacement chart. Management replacement charts are 

a visual representation of who will replace whom in the event of a job opening. This method 

can be used to identify likely internal candidates and gaps where the organization would have 

to recruit externally. 
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Figure 14: Managerial Replacement Chart 
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(Dressler et al 2004, 103, fig.4.5) 

Charts such as these are able to give organizations a snap shot of what sort of shape the 

organization is in if they were to lose some of their people. These charts typically indicate 

age and replacement status of potential internal candidates. Dressler et al points out, "while 

age cannot be used as a criterion in making selection or promotion decisions, such 

information is necessary to project retirement dates and plan lateral moves," (Dressler et al 

2004, 103). Replacement status consists of present performance, which could be obtained 

from up to date performance evaluations, and future promotability, based on information 

provided by the employee about future career aspirations and input from supervisors. The 

responses from the surveys indicate some of this dialogue is already occurring. In order for 

this method to be effective replacement charts and performance evaluations need to be kept 

up to date and ongoing dialogue with employees need to occur so in the future the most 
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successful matches to positions can be made for both the employee and the organization. To 

supplement the replacement chart it may be a good idea to also have replacement summaries 

on the potential candidates, their strengths and weaknesses, as well as information about 

current position, performance, promotability, age and experience. The more information 

that an organization keeps on hand the easier it will be to make decision when a vacancy 

anses. 

Once determination of an organization employee inventory is complete and up to date, 

organizations may want to look at what needs to be done to develop employees to meet their 

management needs. "'Natural ' management development processes take place in all 

organizations. Processes occur which are not deliberately planned or contrived for this 

purpose, which shape both the structural and developmental aspects of managerial careers. 

These are inevitable, usually good and destined always to be the 'major provider' of 

management development," (Burgoyne 1988, 40). Organizations need to go beyond this and 

think more formally if the organization feels that it is falling short in the development of their 

managers. It would be beneficial to perform a more formalized process of a needed skills 

assessment. 

There are many activities that can occur in an organization to help further develop 

managers. A lot of these activities need to facilitate knowledge transfer. Many organizations 

already possess a wealth of knowledge, however, it needs to be shared. This can occur 

through activities such as mentoring/coaching programs, mixing ages and experience on 

work teams and job rotation just to name a few ofthe methods that can be used in-house with 

little expense or disruption. As well as these on the job development opportunities more 

formal training needs to occur when necessary. Whether it is bringing training into the 
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organization or sending people out to the training. An interesting idea brought forth through 

one of the interviews was partnering with key community partners to have training brought to 

the community. Travel is often an obstacle to training as many of the Northern communities 

are isolated with the next community being several hours away. This often makes the 

opportunity for training very difficult. Organizations may want to look to partner with local 

community colleges to help sponsor training or with other organizations in the community. 

Often instructors will not agree to deliver training without enough people. It may be 

beneficial for some of these organizations in these communities to get together and agree to 

share the cost and each send their people to the training. 

Organizations have to really look at how important training and development is to their 

organization and then commit to this. Several interviewees commented that often when 

times are tough and budgets cuts occur, training is the first item to be cut out of the 

organization. This may need to be re-evaluated when one of the most useful assets 

organizations possess is their human capital. The human capital needs to be nurtured. There 

may need to be a cultural shift where training and development becomes seen not as a frill 

but a necessity. Committing to training and development is not an easy thing to do. It needs 

to be seen as beneficial and organizations need to see success when they are committing time 

and money to any process. Parker and Cooney (2005) suggest exploiting every opportunity 

to complement formal learning investments with informal learning opportunities; 

• Track and measure the bottom-line impact of formal and informal learning 
expenences; 

• IdentifY top performers and develop leaders who will transmit the benefits of 
their learning throughout the organization; 

• Ensure that the organization has a clear vision of how learning must be used 
to improve business performance and the management of individual and 
team performance; 

• Encourage the growth of a culture of learning within the organization; 
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• Ensure learning occurs and is applied at every level of the organization; 
• Learn from competitors, from customers, from staff and from experts and 

improve continuously; 
• Deliberately link learning performance to organizational performance; 
• Be strategic and consolidate commitments and 
• Make sure that you have the right management development program in 

place. Continually re-evaluate it and change it when needed, (Parker and 
Cooney 2005 , 34). 

By following the above mentioned opportunities, a culture of training and development will 

be formulated in the organization. People will be enthusiastic and look forward to the 

challenges and opportunities that the organization presents. "Implementing practices in 

isolation may not have much effect and can be counterproductive. Increasing the firm' s 

commitment to training activities won' t accomplish much unless changes in work 

organizations permit these more skilled people to actually implement their knowledge. Make 

time for them to train, show them the incentives and the benefits," (Murphy 2000, 18). 

It is important that there is a great deal of communication in organizations between all 

levels of management and employees. Continuing dialogue with the employees will allow 

good planning to occur. It is important to know what your employees are aspiring to, what is 

working for them and what is not. Organizations need to set organizational goals and 

employee set goals and both work together to have them achieved. One of the most important 

things that need to happen is having the right person in the right job whether you build that 

capacity in house or have to go outside for your talent. 

If recruiting outside of the existing ranks, organizations may need to use some of the tried 

and true recruitment and hiring methods but also be willing to break from tradition, try new 

activities, be proactive and do not bargain hunt when looking for managers. Recruiting the 

right, best person in the first place is very important. Throughout the interview process it 
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would be beneficial to have the applicant meet as many people as possible, including 

executives, human resource personnel, co-workers and direct work teams. "A great deal of 

research evidence shows that the degree of cultural fit and value congruence between job 

applicants and their organizations significantly predicts both subsequent turnover and job 

performance," (Pfeffer and Vega 1998, 41 ). In order for the applicants to meet the whole 

team, which is very time consuming; the selection process from the applications needs to be 

very thorough, ensuring that only the very serious contenders are brought through to the 

interviewing and other more comprehensive stages. Narrowing down your applicant pool is 

very important. This can be accomplished through pre-interviewing reference checks and 

administering certain tests, such as knowledge skills and abilities. With the advancement of 

technology some of this pre-screening can be done over the Internet or through a video 

conference. The more critical the fit between a person and the position the more tools need 

to be used in recruitment. 

Organizations need to be willing to spend the time and money to recruit the best people, 

especially with the intense competition for employees. The North is a unique region with its 

vast space, limited urban centres and long winters. It can be a hard sell. A very progressive 

approach to recruiting could be organizations working together in recruiting. For example, 

Fort Nelson is a small Northern community that is only attractive to a certain group of people 

according to one employer in the area. It may be beneficial for the employers in this area to 

pool their resources when it comes to recruiting. These organizations may very well need to 

pitch the idea of the community before they pitch the job or the organization. An article that 

appeared in Canadian HR Reporter by Todd Humber in December 2004 showcased the 

community of Banff where employers are working together to promote their community to 
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attract recruits. The limited labour market they are competing in has lead to cooperation. 

They decided to promote Banff more as a permanent destination in hopes of dispelling the 

idea that it is only for university students and transient workers. This cooperation created 

from promoting the community has flowed over into other areas. One HR Manager 

commented that "if she had extra resumes lying around and wasn' t hiring, but knew the guy 

down the street was desperate she would pass them over," (Humber 2004, G2). While this 

may seem extreme it is an example of how organizations are getting creative in their 

recruiting. There are many opportunities for organizations to work together and be 

successful. The major point of this is organizations may need to start thinking outside the 

box and move into areas that are not comfortable to be able to fill positions as they occur. 

The move from the more traditional recruitment methods seen in the survey such as local 

newspapers and internal postings may need to be widened to job fairs , university 

recruitments and wider use of the Internet. The most important thing that needs to be 

considered and not compromised on, is hiring the best person. Organizations are going to 

have to continually look at what methods they are employing, evaluate and make changes to 

adapt to the world around them. 

Having the best recruitment practices in the world will not make a bit of difference if 

people are not staying with the organization. Being the employer of choice is important and 

the best way to do this to continually communicate with your people. This communication 

should begin from the moment an employee is contacted regarding possible employment and 

should never stop. Orientation is a great place to show a new hire the company is really 

interested in them, "a strong orientation can accomplish a great deal, lower turnover, increase 

productivity, improved employee morale and lower training costs," (Dressler et al 2004, 
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176). Make sure that the orientation is not rushed and revisit a few weeks down the road after 

the person has settled in. Often orientation is a blur of information at a time when the person 

is trying to take in a thousand pieces of information. This orientation is really the first 

impression the person has of how it is to work for the organization. Make it count. 

Employers need to understand people are no longer living to work but working to live. 

The newer generations of workers are really interested in their life outside the office and 

organizations will benefit if they realize that people ' s expectations of employment are 

changing. A 1999 study showed that the core values of this younger generation of workers 

were education, finances, lifestyle and security (Laurie 1999, G3). Some of the attributes 

that were recognized as valuable in this article were: 

• Half day Fridays or four day holiday weekends: some extra time to 
recharge and enjoy family and activities; 

• Social activities: sports teams, organizational contests, seasonal parties, 
other ways to strengthen the communication between all the employees; 

• Health club membership 
• Vacation bonus: many younger people would prefer extra time off to 

monetary bonuses; 
• Continuous training: people value continuous learning and new challenges 
• Merit based promotions: young people want to know that they will be 

promoted on merit not seniority, (Laurie 1999, G3). 

These are some of the attributes that employees are now looking for in employers. As well, 

flexible benefit packages are popular. Let employees decide from a list of benefits what is 

important after the advantages and disadvantages have been explained in full to them. Ask 

the question, "What would make your life easier and more enjoyable?" and listen to the 

answers. 

Employers need to also stress the importance of family to their employees, as mentioned 

above employees are now starting to rate the family higher than career. "Research has shown 

that one of the top drivers for work-force commitment in Canada is management' s 

60 



recognition of personal and family life," (Dressler et al 2004, 294). Employers can have 

programs that are a benefit to the whole family. Examples of this may be financial assistance 

for employee's children wanting to access post secondary education. This needs to go 

beyond one or two scholarships to programs such as book reimbursement or tuition loans. 

Family activity days or things as simple as being flexible enough for an employee to be able 

to attend the odd sports day or school concert in the middle of the day. Many employees are 

asking for a workplace that helps balance the demands of work and home. 

Organizations need to work hard at becoming the employers of choice. By continuously 

enhancing the organization and its people word will get out that the organization is a great 

place to work. With a strong reputation recruitment will be a smoother exercise to perform 

and won't need to occur as often as people will stay for longer periods of time. 

The above is a brief list of recommendations that will improve recruitment, retention and 

management development. The important thing is that organizations do not become stagnant 

and keep doing things the same old way because they worked before. Keeping an eye on 

what is occurring in and outside of the organization is vital. Be willing to try new things, step 

out of the comfort of old ways and take some risks to be a organization worth working for. 

61 



Conclusions 

Recruitment, retention and management development are three crucial components that 

will give organizations a competitive advantage in the upcoming decade. The research in this 

project demonstrates the organizations in Northern British Columbia seem to be paying some 

attention to these factors for their managerial positions. This is reflected in the low turnover 

rate that is being experienced and the fact managers are staying in their jobs for an average of 

almost ten years, regardless of where they originated from. There is an acknowledgement 

that these areas are a growing concern and many of the organizations realize they need to be 

paying even more attention to these factors. Additional development in these areas needs to 

be accomplished to allow Northern British Columbian organizations to remain competitive 

and attractive in the upcoming years. 

There are many reasons that organizations need to ensure proper fit when hiring new 

managers. In the North, fit needs to be not only with the organization but also to the 

Northern lifestyle. Northern British Columbia is unique for its vast geographical area, its 

rural communities, long winters and in some areas, sparse amenities. New hires need to be 

aware of the Northern lifestyle and make sure it fits their idea of quality of life. Once a 

geographical fit is determined, organizations need to ensure they are nurturing their people 

through constant communication and needs assessment. This will increase likelihood of 

loyalty if organizations can strive to be the employer of choice. Increasing training 

opportunities and demonstrating to your future stars there is opportunity for challenge and 

mobility in the organization will in all probability increase an employee 's tenure with the 

organization. Making work complement the rest of an individual' s life will increase 

happiness and this will result in fewer turnovers. Such complements include flexible work 
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schedules, social activities and vacation bonus. Employers need to recognize the life oftheir 

employees outside of work. Having strong people stay with an organization will only 

strengthen the organization and the community around the person. 

It is vastly important that the investment in human capital be an ongoing concern for 

organizations and should not be ignored. Mentoring, coaching and any activity that boosts 

the transfer of knowledge will benefit the organization now and in the future. 

The more emphasis organizations place on the people processes the more likely they will 

move into the future facing fewer difficulties than organizations that ignore the human factor. 

The continued improvement of human resource practices will lead to competitive advantage 

and attraction of talented individuals even in the upcoming labour shortage. 
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Appendices 

Appendix One - Survey 

Recruitment, Retention and Management Development in Northern British Columbia 

This survey is part of a project of the requirements for completion of the Master of Business 
Administration Program at the University ofNorthern British Columbia. The purpose of this 
survey is to identify trends related to recruitment, retention and development of managers in 
Northern British Columbia. 

All organizations chosen to participate in the survey were selected from the Business 
Directory of British Columbia of provided by your municipal office. 

Your responses are an integral part of this project and are confidential. Your responses once 
submitted are automatically catalogued into a tool that generates the results. 

Please complete all questions by clicking on the appropriate answer/s. 

Recruitment 

1. In this study, the term ' manager ' refers to a job where the primary responsibilities include 
planning, leading, organizing and controlling human, material and financial resources. How 
frequently does your organization use the following methods to recruit managers? 

Never Rarely Sometimes Usually 
Always 
Internal posting 1 2 3 4 5 
Walk in Applicants/Unsolicited Resumes 1 2 ,.., 4 5 -' 
Employee Referrals 1 2 3 4 5 
Local newspaper 1 2 3 4 5 

Company website 1 2 3 4 5 
National paper 1 2 3 4 5 
Professional Publications 1 2 3 4 5 
Internet Job boards 1 2 3 4 5 
Headhunter 1 2 3 4 5 
University or College Recruitment 1 2 3 4 5 
Job Fairs 1 2 3 4 5 
Other 1 2 3 4 5 
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2. When hiring a manager for your company, please rate these factors in their importance to 
the hiring decision 

Somewhat 
Important 

Formal Education (degrees, diplomas) 1 2 
Job Specific Training 
Previous Experience with the Organization 
Experience in the Industry 
Previous Experience in a Management Level Position 
Knowledge, Skills and Abilities 
Intelligence and Aptitudes 
Interpersonal and Social Skills 
Cultural Fit with Organization Values 
Fit with Direct Work Team 
Career Goals 

Quite 
Important 

3 4 

Very 
Important 

5 

3. When hiring a manager does your organization use the following selection techniques? 

Interview with Executives 
Interview with Co-workers 
Interview with Work Team 
Intelligence Testing 
Tests of Job Knowledge 
Personality Tests 
Work Samples 
Assessment Centers 
Selection Inventory 
Reference Checks 

Never 
1 

Rarely 
2 

Sometimes 
3 

Usually 
4 

Always 
5 

4. Once a job offer is made, but before it is accepted, do you provide the successful applicant 
with: 

Never 
Organizations Mission and Value Statement 1 
Job Description 
Opportunity to Visit Community 
Opportunity for Family to Visit Community 
Community Information 

Rarely 
2 

Sometimes 
3 

Usually 
4 

Always 
5 
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5. Does your organization offer managers? 

Salary 
Enhanced Benefits Package 
Pay for Performance (i.e. , stock options, gain sharing, profit sharing) 
Annual Incentives 
Non Monetary Recognition rewards 
Alternative or Flexible work schedules 
Signing Bonus 

6. For the successful applicant do you offer? 

Written Job Description 
Employee Orientation 
Employee Handbook 
Mentor 
Assistance for Spouse's Employment 
Relocation Funds 

Never 
1 

Rarely 
2 

Sometimes 
3 

Usually 
4 

Always 
5 

For the purpose of this survey, Northern British Columbia comprises two thirds of the 
provinces landmass stretching north from Quesnel, west to the Queen Charlottes Islands, 
north to the Yukon and Northwest Terrorities and west to Alberta, 

7. What is your preference when hiring a new manager? 

No Preference Some Preference Always Prefer 
5 Internal Applicant from Local Operation 1 2 

Internal Applicant from the Organization 
Local Applicant 
Returning Applicant (someone originally from the area) 
Someone from the North 
Outside the North 
Best Qualified Candidate Regardless of Origin 

3 4 

8. Do you give Preference in your hiring practice of managers to applicants from? 

Never Rarely 
Internal Applicant from Local Operation 1 2 
Internal Applicant from the Organization 
Local Applicant 
Returning Applicant (someone originally from the area) 
Someone from the North 
Outside the North 

9. How many managers are there currently at your location? 

Sometimes Usually 
3 4 

Always 
5 
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10. Of the managers currently at your location how many of them lived in the North when 
they were hired for their current position? 

11 . How many managers have been hired at your location in the last five years? 

12. In the last five years were the managers hired by your organization from inside the 
North? 
100% of the time 
75-99% of the time 
51-74% ofthe time 
50% of the time 
25-49% of the time 
Less than 25% of the time 
Do not know 

13. Reasons for hiring managers from outside the North are: 
Never Rarely Sometimes 

No qualified applicants from within 1 2 3 
Usually 

4 
Always 

5 
No interested applicants 

from inside the region 
Want some fresh ideas 
Experience with Industry 
Experience with the Organization 
Other -------------------------

14. Specifically, please recall the last management level position hired at your organization. 

What was the position? _______ _ 
How many qualified applicants did you attract? __________ _ 
How many qualified applicants from inside your organization 
How many qualified applicants from: Northern British Columbia _____ _ 
How many qualified applicants from Other Areas of British Columbia ________ _ 
How many qualified applicants from other Provinces/Territories of 
Canada -------
How many qualified applicants from another country ______ _ 
Where did the successful candidate come from -------------
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Retention 

15. What is the average time a manager stays at your organization? 

Under one year 
1-3 years 
4-6 years 
7-9 years 
Over 1 0 years 

16. Approximately, how many turnovers in management level positions have you had in the 
last 5 years? 

17. Thinking of people that were hired in management level positions in the last five years, 
were they: 

Never 
Internal Applicant from Local Operation 1 
Internal Applicant from the Organization 
Local Applicant 

Rarely 
2 

Returning Applicant (someone originally from the area) 
Someone from the North 
Outside the North 

Sometimes 
3 

Usually 
4 

Always 
5 

18. In terms of the experience in your organization what trend of turnover do you see in each 
age group? 

29 and under 
30-39 year olds 
40-49 year olds 
50-69 year olds 
60+ 

Lower Turnover 
1 2 

Average Turnover 
3 4 

High Turnover 
5 

19. Does your organization perform exit interviews when managers leave the organization? 
Yes/no 
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20. Generally, the reason your managers leave the operation are: 

Never Rarely Sometimes 
-terminated 1 2 3 
-another opportunity at another company in the same city/town 
-another opportunity with the same company in another location 
-another opportunity in another company in the region 
-another opportunity outside the region 
-family issues 
-not enough opportunity at present company 
-retiring 
-health reasons 
-other --------------------------

Usually 
4 

Always 
5 

21. When managers leave your organization, approximately how many are leaving the 
North? 
-80-100% 
-60-79% 
-40-59% 
-20-39% 
-less than 20% 
Don' t know 

22. Specifically, recall the last manager that left your local organization: 
Was that manager originally from the North Yes/no 
Did they move to the region for the position? Yes/no 
What was the reason the manager left? 
-fired 
-another opportunity at another company in the same city/town 
-another opportunity at the same company different location 
-another opportunity in another company in the region 
-another opportunity outside the region 
-family obligations (i.e.- moving for a spouse) 
-not enough opportunity at present company 
-retiring 
-health reasons 
-quality oflife in the North (education, social programs, medical facilities ' etc) 
-other -----------------
How long was the manager with your organization? ----------------
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23. When employees that are in non-management position leave the company is it because: 

Never Rarely Sometimes 
-terminated 1 2 3 

Usually 
4 

Always 
5 

-another opportunity at another company in the same city/town 
-another opportunity in another company in the region 
-another opportunity outside the region 
-family obligations (i.e.- moving for a spouse) 
-not enough opportunity at present company 
-retiring 
-health reasons 
-other --------------------------
-don' t know 

Management Development 

24. What are the dollars spent per year/per employee on management development? 
No funds for development 
$100-300 
$301-600 
$601-1000 
$1001-2000 
More than $2000 

25. Do people in your organization have the opportunity to develop an individual plan 
regarding goals while working with the organization? Yes/No 

26. Is there a coaching/mentoring program in place to assist with management development? 
Yes/No 

27. Does your company offer job rotation opportunities to assist with management 
development? Yes/No 

28. Are there opportunities for special assignments/projects as part of management 
development? Yes/No 

29. Does your organization formally assess the potential of employees for upcoming 
management positions? 
Yes/No 

30. Does your organization provide feedback to potential managerial candidates? 
Yes/no 

31 . Is your organization a: 
Public Sector Employer 
Private Sector Employer 
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Please complete the following if you are willing to be contacted for a 10 to 15 minute follow 
up discussion: 

Name: 
Phone Number: 
Best time of day for contact: 

Thank you for your participation. 
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Appendix Two - Contact List 

Organization Name Number of Employees Location 

Sears 225 Prince George 
Canadian Forest Products 220 Prince George 
Canadian Forest Products 210 Prince George 
The Pas Lumber Company 210 Prince George 
BC Hydro and Power Authority 200 Prince George 
Prince George Casino Supply Company 200 Prince George 
Workers Compensation Board 200 Prince George 
Great Pacific Industries 180 Prince George 
Coast Hotels 163 Prince George 
Canadian Forest Products 160 Prince George 
Canadian Forest Products 150 Prince George 
Tel us 150 Prince George 
Tel us 150 Prince George 
Northern Hardware 50 Prince George 
Great Pacific Industries 80 Prince George 
Great Pacific Industries 90 Prince George 
Home Depot 100 Prince George 
Laidlaw Transit 116 Prince George 
Boston Pizza 80 Prince George 
Royal Bank 70 Prince George 
Zellers 125 Prince George 
Burger King 65 Prince George 
Prince George Hotel 50 Prince George 
Para Med Health Services 50 Prince George 
Safeway 95 Prince George 
Finnig Tractor 90 Prince George 
Inland Kenworth 50 Prince George 
Yellowhead Road and Bridge 80 Prince George 
Brink Forest Products 75 Prince George 
Coca Cola 50 Prince George 
Ramada Inn 100 Prince George 
HBC 90 Prince George 
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Organization Name Number of Employees Location 
Husky Oil Operations 79 Prince George 
Northland Dodge 65 Prince George 
Cougars Hockey 50 Prince George 
PG Motors 80 Prince George 
PG Transit 80 Prince George 
Red Robin 60 Prince George 
Speedee Printeres 50 Prince George 
TDB Consulting 75 Prince George 
Wood Wheaton 65 Prince George 
YMCA 60 Prince George 
Esther's Inn 100 Prince George 
Moxie's Restaurant 75 Prince George 
Simon Fraser Lodge 120 Prince George 
Canada Safeway 95 Prince George 
Canadian Woodworks 100 Prince George 
FMC 100 Prince George 
McDonalds 90 Prince George 
Lomak 50 Prince George 
Peterbuilt Trucks 90 Prince George 
Shoppers Wholesale 60 Prince George 
Terasen Gas 60 Prince George 
Woodland Forest Products 100 Prince George 

CN Rail 451 Prince George 
Carrier Lumber 200 Prince George 

Northern Health Authority 6200 Prince George 

Ministry ofEmployment and Income Assistance 150 Prince George 

Ministry for Children and Family Development 200 Prince George 

Ministry ofLabour and Citizens Service 60 Prince George 

School Distirct 57 250 Prince George 

Ministry ofTransportation 100 Prince George 

Prince George Memorial Hospital 150 Prince George 

Minsitry afForests 175 Prince George 

Aim High Society 400 Prince George 
Ministry of Public Safety and Solicitor General 90 Prince George 

Ministry of Attorney General 110 Prince George 
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Organization #of Employees Location 

Babine Forest Products 232 Burns Lake 
Chesletta Forest Products 60 Burns Lake 
Lakes District Hospital 125 Burns Lake 
Decker Lake Forest Products 100 Burns Lake 
School District #91 87 Burns Lake 
BC Forest Service 77 Burns Lake 
Lakes District Maintenance 65 Burns Lake 
Tyee Wood 120 Burns Lake 
Bull Moose Operating Cooperation 220 Tumbler Ridge 

580741 BC LTD 200 Smithers 
West Fraser Mills 200 Smithers 
Central Mountain Air 150 Smithers 
Lakes District Maintenance 50 Smithers 
McDonalds 50 Smithers 
Kyahwood Forest Products 50 Smithers 
Northern Engineered Wood Products 50 Smithers 
Kemess Mine 230 Smithers 
Pacific Inland Resources 130 Smithers 
Barrick - Eskay Creek Mine 100 Smithers 
Northern Health Authority 90 Smithers 
Canada Safeway 65 Smithers 
Hudson Bay Lodge 60 Smithers 
SuperValu 60 Smithers 
Boston Pizza 55 Smithers 
McDonald 's Restaurant 60 Smithers 
School District 54 75 Smithers 
Town of Smithers 90 Smithers 
Provincial Government 65 Smithers 

Bear Creek Contracting 200 Terrace 
West Fraser Mills 150 Terrace 
Great Pacific Industries 120 Terrace 
McDonalds 90 Terrace 
Zellers 80 Terrace 
NWCC 100 Terrace 
PNG 200 Terrace 
BC Hydro 75 Terrace 
Skeena Sawmills 200 Terrace 
New Skeena Forest Products 125 Terrace 
Northern Health Authority 150 Terrace 
Provincial Government Employees 60 Terrace 
City of Terrace 85 Terrace 
School District #82 125 Terrace 
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Organization #of Employees #of Employees 

Tolko 250 Quesnel 
West Fraser Mills 140 Quesnel 
Great Pacific Industries 85 Quesnel 
C&C Wood Products 120 Quesnel 
Weldwood Division West Fraser 500 Quesnel 
Cariboo Pulp and Paper 370 Quesnel 
Canadian Forest Products 350 Quesnel 
City Of Quesnel 100 Quesnel 
Walmart 75 Quesnel 
School District 28 140 Quesnel 
GR Baker Memorial Hospital 125 Quesnel 
West Fraser Mills 300 Quesnel 
West Fraser Mills 140 Quesnel 
Quesnel River Pulp 200 Quesnel 
Canadian Tire 60 Quesnel 

West Fraser Mills 250 Fraser Lake 
Thompson CreeK Mining 215 Fraser Lake 
Endako Molybdenum Mines 
Canadian Forest Products 250 Fort StJohn 
West Coast Energy 250 Fort StJohn 
West Coast Energy 250 Fort StJohn 
City of Fort St John 140 Fort StJohn 
Macro Industries 130 Fort StJohn 
North Peace Health Council 130 Fort StJohn 
Great Pacific Industries 70 Fort StJohn 
Quality Inn 100 Fort StJohn 
McEihanney Associates 85 Fort StJohn 
Nabors Production Services Co. 60 Fort StJohn 
Peacock Inc 50 Fort StJohn 
North Peach Care Centre 130 Fort StJohn 
Petro Canada 87 Fort StJohn 
Canadian Tire 75 Fort StJohn 
Desa Holding 75 Fort StJohn 
Devon Canada Corporation 80 Fort StJohn 
Dominion Energy 50 Fort StJohn 
Landtron Systems 50 Fort StJohn 
On Site Camp Services 50 Fort StJohn 
Yellowhead Road & Bridge 70 Fort StJohn 
Surerus Pipeline 450 Fort StJohn 
Canadian Forest Products 270 Fort StJohn 
Northern Lights College 263 Fort StJohn 
Oil and Gas Commission 65 Fort StJohn 
School District 60 185 Fort StJohn 

Canadian Forest Products 240 Chetwynd 
West Fraser Mills 230 Chetwynd 
Tembec Industries 130 Chetwynd 
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Organization #of Employees Location 

Bid Comact 150 Vanderhoof 
Vanderhoof Specialty Wood 80 Vanderhoof 
L&M Lumber 73 Vanderhoof 
Plateau Forest Products 425 Vanderhoof 
School District 91 125 Vanderhoof 
Forest Service Office 67 Vanderhoof 
Nechanko Lumber 50 Vanderhoof 
Canadian Forest Products 295 Vanderhoof 

Biorek Construction 150 Dawson Creek 
Dawson Inn 60 Dawson Creek 
Dawson Creek Inn 50 Dawson Creek 
Zellers 100 Dawson Creek 
School District 59 Dawson Creek 

McMillan JS Fisheries 150 Prince Rupert 
Great Pacific Industries 60 Prince Rupert 
BC Hydro 50 Prince Rupert 
Prince Rupert Grain 125 Prince Rupert 
Coast Inn Prince Rupert 100 Prince Rupert 

Jim Pattison Industries 250 Prince Rupert 
School District 52 125 Prince Rupert 
North Coast Timber 50 Prince Rupert 
Canadian Fishing Company 150 Prince Rupert 
Canadian Stevedoring 50 Prince Rupert 
Ocean Fisheries 100 Prince Rupert 
Northern Savings Credit Union 120 Prince Rupert 
Ridley Terminals 70 Prince Rupert 
Skeena Cellulose Inc 600 Prince Rupert 
City of Prince Ruper 100 Prince Rupert 
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Organization #of Employees Location 
Queen Charlotte Islands General 1- 150 Queen Charlotte City 
Weyerhauser 200 Queen Charlotte City 
School District 50 75 Queen Charlotte City 

Canadian Forest Products 150 Fort Nelson 
Fort Nelson Hospital 60 Fort Nelson 
Streeper Contracting 50 Fort Nelson 
West Coast Energy 100 Fort Nelson 
Canadian Forest Products 500 Fort Nelson 

Tackama Forest Products 500 Fort Nelson 

Methanex Corp 130 Kitimat 
AI can 2000 Kitimat 
Great Pacific Industry 90 Kitimat 
Kitimat General Hospital Society 150 Kitimat 

West Fraser Mills 600 Kitimat 

Mcbride Forest Industries 70 Mcbride 
Mcbride & District Hospital 50 Mcbride 

Tahltan Nation Development Corpc 50 Dease Lake 

Abitibi Consolidated Company of C 750 Mackenzie 
Abitibi Consolidated Company of C 800 Mackenzie 
East Fraser Fibre Co. 100 Mackenzie 
Mackenzie Hospital 55 Mackenzie 
Canadian Forest Products 400 Mackenzie 
Pope and Talbat 300 Mackenzie 

Houston Forest Products 274 Houston 
Ardew Wood Products 75 Houston 
Northwood Pulp and Timber 900 Houston 
Huckleberry Copper Mine 220 Houston 
Canadian Forest Products 350 Houston 

Dunkley Lumber 160 Hixon 

Fiber Co Pulp 100 Taylor 
Canfor Forest Products 85 Taylor 
West Coast Energy 100 Taylor 
Everready Industrial Group 500 Taylor 

Peace Country Maintenance 100 Pouce Coupe 
South Peace Health Council 100 Pouce Coupe 

Apollo Forest Products 125 Fort St. James 
Stuart Lake Lumber Co. 100 Fort St. James 
Canadian Forest Products 300 Fort St. James 
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Appendix Three - Cover Email 

Hello ----

This is a follow up to the telephone conversation we had earlier. As I mentioned I am a 
student at the University of Northern British Columbia in the Master of Business 
Administration and am currently working on a research project to fulfill the requirements of 
the program. My project is to identify trends regarding recruitment, retention and 
development of managers in Northern British Columbia. 

For this project I am conducting a web based survey. I want to ensure you that information 
collected is confidential and your anonymity is ensured. All data collected will remain 
confidential and no individual responses will be reported. The raw data will be kept on a 
secure computer server which only I have access to and will be erased in April at the 
conclusion of the project. Your participation is voluntary and at any time through out the 
survey if you chose to end your participation you are invited to do so. 

Your participation is appreciated and if you have any questions regarding this survey please 
do not hesitate to contact me. As well, if you are interested in the results of this study please 
contact me and a copy of the result will be sent to you at the conclusion of the project. 

Stacey Gibbs 
Phone Number: (250)747-4512 
Email: slpatch@telus.net 

If you have any questions that need to be directed to the University of Northern British 
Columbia please call Charles Schell, Director of the Master of Business Administration 
Program at (250)960-5661. 

The survey will take approximately ten to fifteen minutes and is available online at the link 
provided below. By completing the survey and submitting the information you are 
consenting to the use of your data for the purposes of this project. 

Thank you so much for your time and participation, it is sincerely appreciated. 

http://www.zoomerang.com/recipient/survey-intro.zgi?p=WEB224ZDVSY8D3 
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Appendix Four - Reminder Email 

Hello 

Hope you are doing well today. 

I just wanted to remind you of the survey I am conducting to fulfill the requirement for the 
Master of Business Administration Program for the University ofNorthern British Columbia 
to identify trends of recruitment, retention and development of managers in Northern British 
Columbia. 

If you have already completed this survey thank you very much and please disregard this 
reminder. 

For this project I am conducting a web based survey. I want to ensure you that information 
collected is confidential and your anonymity is ensured. All data collected will remain 
confidential and no individual responses will be reported. The raw data will be kept on a 
secure computer server which only I have access to and will be erased in April at the 
conclusion of the project. Your participation is voluntary and at any time through out the 
survey if you chose to end your participation you are invited to do so. 

Your participation is appreciated and if you have any questions regarding this survey please 
do not hesitate to contact me. As well, if you are interested in the results of this study please 
contact me and a copy of the result will be sent to you at the conclusion of the project. 

Stacey Gibbs 
Phone Number: (250)747-4512 
Email: slpatch@telus.net 

This content of this research has been approved by the University of Northern British 
Columbia and if you have any questions please call Charles Schell, Director of the Master of 
Business Administration Program at (250)960-5661. 

The survey will take approximately ten minutes and is available online at the link provided 
below. By completing the survey and submitting the information you are consenting to the 
use of your data for the purposes of this project. . 

Thank you so much for your time and participation, it is sincerely appreciated. 
http://www.zoomerang.com/recipientlsurvey-intro.zgi?p=WEB224ZDVSY8D3 
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Appendix Five- Final Follow Up Email 

Hello 

Hope you are doing well today. 

I just wanted to remind you of the survey I am conducting to fulfill the requirement for the 
Master of Business Administration Program for the University ofNorthem British Columbia 
to identify trends of recruitment, retention and development of managers in Northern British 
Columbia. 

I would like to take this opportunity to thank everyone that participated in this project. I 
appreciate your assistance. 
If you have not yet taken the survey and would like to, the survey will take approximately 15 
minutes and is available online at the link provided below. By completing the survey and 
submitting the information you are consenting to the use of your data for the purposes of this 
project. . 
Please click on this link to be directed to the survey. 
http://www.zoomerang.com/recipient/survey-intro.zgi?p=WEB224ZDVSY8D3 

Thank you so much for your time and participation, it is sincerely appreciated. 

Sincerely, 
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Appendix Six - Interview Questions 

1. How important do you think recruiting is in the success of retention? 

2. Trends from the survey showed that organizations favoured the quickest and cheapest 
recruitment methods. Do you think this will have any effect on retention and the quality of 
recruits? 

3. Do you think that N orthem British Columbia has the talent to sustain its organizations? 

4. The trend of the survey results was that managers tend to stay in their jobs for an average 
of almost 1 0 years. What needs to be done to keep our up and coming talent from leaving if 
job opportunities are not forthcoming? 

5. Are companies spending enough time and money on management development? Why or 
why not? 

6. In your opinion do organizations in the North devote enough time and attention to 
recruiting, developing and retaining managers? Why or why not? 
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Appendix Seven- List of Last Management Positions Filled in Northern British 
Columbia Organizations Replying to the Survey 

I Maintenance Manager 
2 New Car Sales Manager 
3 Marketing Manager 
4 Division Controller 
5 Credit/office manager 
6 Education Coordinator 
7 Human Resources Manager 
8 Assistant General Manager 
9 Promo manager 
I 0 Sales manager 
II Director of Finance 
12 Regional Manager 
13 Director of Instruction 
14 Regional Staff Manager 
15 Deputy Director of Engineering & Public Works 
16 Manager, Accounting 
17 Dean of Programs 
18 Senior Regional Manager 
19 Occupational Health & Safety Specialist 
20 Regional Manager 
21 Manager of Planning 
22 Commercial Recreation Manager 
23 Director of Care, East Cluster Acute Care 
24 Utilities & Trades Superintendent 
25 HR Manager 
26 Group Human Resources Manager 
27 Human Resources/Payroll Manager 
28 Marketing Manager 
29 Regional Director, Mental Health and Addictions 
30 HR Manager 
3 1 General manager 
32 Fibre line Manager 
33 Manager, Construction Maintenance 
34 Director of Care 
35 General Sawmill Manager 
36 Operations Manager 
37 Principal 
38 ED Finance 
39 Quality control 
40 Engineer 
41 Production Manager 
42 Operations Manager 
43 Deputy Fire Chief 
44 Regional Director 
45 Director 
46 Financial Accountant 
47 Woodlands Manager 
49 Mill Operations General Foreman 
50 Supervisor, Fire Communications 
51 Director of Engineering 
52 Deputy Chief Administrative Officers I Director of Planning 
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