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Skill-set Desired by Employers Total
Industry Group

WM EC A/E/R SI PS NR C/M/U

55%

62%

55%

52%

51%

47%

44%

43%

43%

41%

29%

9%

57%

71%

64%

57%

54%

57%

61%

82%

39%

39%

4%

7%

67%

57%

40%

46%

60%

33%

38%

29%

31%

28%

21%

10%

69%

65%

54%

50%

54%

40%

38%

42%

44%

44%

31%

12%

59%

46%

49%

36%

47%

31%

29%

53%

42%

29%

6%

54%

69%

65%

59%

52%

63%

54%

55%

43%

54%

39%

9%

48%

52%

52%

48%

52%

32%

52%

52%

40%

20%

36%

0%

33%

76%

58%

58%

47%

47%

51%

51%

55%

49%

29%

16%

What Environmental Skills Do Professionals Need?

What can be done?

Professional development that is subsidized or paid in full by employers is a great way to supplement the advance-
ment of employees’ environmental skill-sets. It is no coincidence that Construction/Manufacturing/Utilities 
industry contains the largest amount of organizations that fund more than $2,000 per employee per year and is 
the industry least affected by a lack of environmental skills among its staff.

NOTE: Top 3 results for each category are shaded

ECO Canada’s Characteristics of Canadian Environmental Practitioners 2006 
Report also supports this concept. Statistics show that 32% of practitioners 
surveyed stated that more employer-funded training and development would 
be a motivating factor to stay with their current employer.

Specific formats for professional development include in-class education, 
distance education and in-house or private institute training. The same 2006 
study of environmental practitioners shows that employees prefer distance or 
in-class university education or in-house training over other formats of 
professional development.

The Canadian Centre for Environmental Education (CCEE), a program 
supported by ECO Canada and Royal Roads University, offers distance 
education for each of the specific 11 environmental skill-sets to employees 
working full-time or seasonally. To learn more about the CCEE, visit 
www.ccee.ca.

CASE STUDY: Golder Associates

Golder Associates are a ground engineering, environmental consulting, and contracting business who found 
their HR weakness when they realized junior employees were floundering amidst rapid company growth.

By establishing Golder University, or Golder U, the organization built an internal training capacity that 
provides alternative career path options and allows employees to pass along their expertise in specific 
skills. Using their own facilities and employees’ talents, Golder U has constructed itself as a cost-effective 
professional development machine.
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ESSENTIAL SKILLS

Skills Audit

Essential skills (also known as soft or 
transferable skills) are skills required 
to support the application of 
environmental competencies. There 
are twelve core essential skill-sets 
that support the application of the 
environmental skills mentioned in 
the previous section. Various indus-
try groups note that deficits in 
essential skills are having a negative 
impact on their operations.

What Can Be Done?

Many employers consider soft skills to be a more steadfast qualification 
for employment than environmental skills since the presence of soft skills 
generally indicates a greater ability to learn any supplemental training 
required. Whenever possible, organizations should consider recruitment 
practices that are more critical of a candidate’s essential skills inventory 
versus direct on-the-job technical abilities. 

Targeting employees in other industry groups and other geographic areas 
that possess stronger essentially-skilled labour forces is another way to 
augment the environmental workforce.

Industry Statistics

Highest Essential Skilled 
Workforces
(by Industry) 
1) Natural Resources    67%

2) Waste Management  64%

3) Public Service           62%

 
  

  

  

  

  

  

  

Environmental Consulting (EC)

40%

Public Service (PS)

40%

Waste Management (WC)

30%

Service Industries (SI)

28%

Natural Resources (NR)

28%Construction / Manufacturing / Utilities (C/M/U)

26%

Architecture, Engineering and Related (A,E,R) 20%

Overall Environmental Sector 31%

Industry Groups Most Affected by Lack of Essential Skills

Highest Essential Skilled 
Workforces
(by Region) 
1) British Columbia      67%

2) Quebec                    64% 
3) Atlantic                    62%
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It is often difficult to provide 
professional development for essential 
skill-sets because they are typically 
fundamental to personality or are 
developed secondarily through 
formalized education and work 
experience. To bridge education and 
experience gaps, courses are offered 
specifically in the areas of Project 
Management, Business Writing and 
Communications, Leadership, 
Computers and Public Relations. 
Depending on the level of expertise 
required, many of these skills can be 
cultivated to acceptable levels via online 
and distance courses. For greater depth 
of knowledge, check local community 
colleges for course directories.

What Essential Skills Do Professionals Need?
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62%

62%

62%

62%
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62%

62%
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Project Management   

Planning & Organizing Work & Projects
 Written Communication  

Verbal Communication  

Leading / Influencing Others   
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Computer Proficiency   

Public Relations / Consultations   

Learning & Creativity   

Work Ethic   

Research & Analytical  
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Desired Skill-set by Employers Total
Industry Group

WM EC A/E/R SI PS NR C/M/U

74%

76%

72%

69%

64%

57%

50%

49%

46%

36%

33%

33%

65%

59%

73%

78%

81%

68%

51%

62%

54%

49%

51%

35%

75%

86%

77%

63%

59%

50%

59%

41%

37%

30%

24%

33%

82%

82%

63%

60%

67%

46%

72%

56%

44%

35%

26%

30%

64%

74%

59%

53%

47%

48%

36%

47%

30%

28%

33%

74%

68%

74%

76%

73%

72%

33%

61%

57%

43%

33%

35%

67%

60%

69%

80%

58%

62%

29%

47%

38%

29%

47%

27%

76%

80%

76%

82%

64%

64%

58%

53%

49%

42%

40%

33%

NOTE: Top 3 results for each category are shaded.

62%Other         9% 11% 10% 9% 6% 9% 0% 16%
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BATTLING ENVIRONMENTAL TURNOVER

A recent article published by online job website Monster.ca14 explains that 
there is an ideal level of turnover for organizations that ensures the 
optimal flow of talent through the organization. This means that the best 
turnover decreases the flow of top performers out of the organization and 
increases the flow of top performers in.

Employee turnover is a dynamic measurement that is affected by many 
different elements including prevalent economic conditions in specific 
regional areas, individual industry dynamics, and socio-economic climate. 
According to ECO Canada’s 2008 study of employers, the average annual 
turnover rate for environmental sector organizations is 22.4%. From 
understanding the main reasons for turnover to learning what preventative 
measures can be taken, ECO Canada helps you explore the dynamics of 
environmental turnover.

Reasons for Employee Turnover

While many reasons for employee turnover are unavoidable constraints, 
such as a need to relocate for family, a temporary position ending, 
maternity/paternity or retirement, other reasons for employee turnover 
can raise red flags about operations or organizational policies.

Turnover Statistics

Replacement Costs  
A Carleton University study 
indicates that it costs an 
organization the equivalent 
of 2- 3 months of an 
employee’s salary to replace 
them.

Turnover Rates
Companies stating 
“increased salary/benefits”
as the top reason for 
employees leaving their
company have an average 
of 30% turnover rate. 

 Reasons for Employee Turnover (Past 12 Months)

0% 10% 20% 30% 40%

Employee unhappy with position

Relocated (closer to home/with spouse)

Employee was fired

Returning to school/co-op program ended

Workload decrease/temp. position ends

Personal reasons

Retirement

Maternity/paternity

Increased salary/benefits

For another job/better opportunities

For Profit Not-for-Profit

In the highly competitive environmental sector, nearly one half (45%) of 
turnover is caused by reasons that deserve greater inspection. Turnover 
due to leaving for another job/better opportunity (30.5%), increased 
salary/benefits (11.1%) and due to the employee being unhappy with the 
position (3.4%) are all factors that could require an organization to 
reflect closer upon their corporate environment. While a less occurring 
cause, companies that stated turnover due to employees being unhappy 

Note: Multiple responses allowed (N=567)

14  Monster.ca: The Ideal Turnover Rate, Dr. John Sullivan, 2009 10
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Maximizing Employee Engagement

The recipe for successful employee engage-
ment is a well-kept secret for those compa-
nies that have mastered it. For others, it 
remains elusive, complex, and expensive. 
Strong engagement can save a company 
millions in both higher employee retention 
and productivity, and thus is a factor that 
requires great attention – from the very first 
steps of recruitment, to company public 
relations and professional development. 

Employees that are empowered to continuously learn feel more fulfilled in their occupations. If they can see that 
they are developing professionally toward a higher goal, employees often have more patience during difficult 
periods with their employers and are less likely to consider financial compensation as their primary motivation. 

ECO Canada’s HR Insights study of environmental employers conducted in mid-2008 brings about some astonish-
ing statistics regarding the retention benefits of providing professional development to staff. Turnover rates of 
companies that offer less than $1,000 per year to employees for professional development is 27.5% -nearly  15% 
higher than those that offer more than $1,000 per year and more than 5% above the sector average.

Further analysis of the correlation between subsidized skills development and retention shows that turnover rates 
are lower in every case where employers offer funding. The greatest gains are recognized when classroom courses 
are sponsored, dropping the turnover rate by 17%. 

Interestingly, organizations that note the top reasons for employee turnover are extraneous factors such as retire-
ment, relocation, returning to school, or personal reasons, have a combined average turnover rate of 14.4%, a rate 
well under the sector average (22.4%) further showing that some forms of turnover are inevitable while others are 
far from it.

The Right Recruitment Source
While turnover rates vary only incrementally, some recruitment methods offer a stronger retention of employees. 
With these methods however, some trade-offs may be experienced, such as higher expenses or an inability to 
obtain candidates at the experience level required.

  
 

 

 

Recruitment Method Turnover Rate

On-campus recruitment

Internal recruiters

Recruitment agency

Co-op programs

Corporate website

Newspapers

Online job banks

Personal contacts (referrals)

18.6%

20.3%

20.4%

20.8%

21.5%

21.8%

23.2%

23.4%

CASE STUDY: ADI Group Incorporated

ADI Group Inc. is an engineering/architecture consulting service firm that has implemented various tactics 
in order to foster engagement, and in doing so, reduce turnover and increase productivity.

Hiring practices reflect a focus on engagement as ADI recruits with a focus on whether a particular 
position’s path matches the goals and current path of an individual, as well as variables such as whether the 
employee would enjoy their work environment or a distant geographic move from their home. ADI utilizes 
strong communication with employees about how they see their careers progressing, and offers an “owner-
ship” component where 2+ year tenure employees can begin to buy into the company with share 
purchases. They also get involved in the community to help foster pride within employees and create 
incentives and compensation that reflects long-term partnerships.
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Succession Planning

Succession planning is the 
course of action a company 
takes to prepare for the 
departure of key individuals. 
Through this ongoing process, 
candidates are selected and 
groomed to take on senior roles 
through a variety of HR 
activities including mentoring, 
career pathing, professional 
development courses, stretch 
assignments, job shadowing, 
networking, and job rotation. 
The ultimate goal of this 
strategy is to ensure that the 
knowledge and skill-sets of important senior employees is passed on to identified candidates.

HR Insights 2009 states that only 42.4% of environmental organizations conduct succession planning, despite the 
considerably lower turnover rate yielded through the use of this proactive HR tool. 

Retirement of Employees

In general, the Canadian 
population is aging and it is 
reflected in the national 
workforce. Regardless of 
knowledge transfer planning, 
retirement creates a loss of 
corporate knowledge and 
expertise. The Canadian 
environmental sector is 
experiencing these general 
trends.

Close to 4% of the 
environmental workforce was 
beyond the retirement age (60 
years old) and 3 out of 10 
environmental workers will reach 
this retirement age in the next 

10 years. According to HR Insights 2009, the effect of retirement was felt most heavily by Service Industries as it 
was cited to have caused 14% of employee loss. Least affected was Environmental Consulting which only remarked 
losing 3% of employees to retirement during that same period. Each industry, depending on their individual 
workforce composition, will see retirement become a factor in the coming years.

Construction/Manufacturing/Utilities is one industry group within the environmental sector that shows a 
considerably higher age distribution with a large chunk of employees situated in the 45-59 age category. 
Businesses in Construction/Manufacturing/Utilities as well as those in Service Industries need to begin to adjust 
human resource practices to prepare for this, starting by addressing succession planning.

 Professional Development Type by Turnover Rate

0% 10% 20% 30% 40%

No Subsidy from Employer

18.0%

19.4%

18.9%

19.6%

Employer Subsidized (Partial or Full)

Employer Subsidized 
(Partial or Full)

Employer Subsidized 
(Partial or Full)

Employer Subsidized 
(Partial or Full)

Employer Subsidized 
(Partial or Full)

avg 22.4%

27.7%

26.6%

36.9%

23.9%

 Youngest & Oldest Environmental Industry Groups in Canada (incl. age distribution)

0%

10%

20%

30%

40%

50%

< 30 30-44 45-59 60-64 65+

Public Services Construction/Manufacturing/Utilities
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Fighting the Turnover Battle

Finding the secret formula for reducing an organization’s turnover is a very elusive task. The basic steps to 
establishing a ground attack on damaging turnover should be:

1)    Investigate the symptoms of current “bad” turnover Pay the largest attention to turnover for reasons that 
are within the company’s control such as employees leaving due to salary/benefits or being unhappy with the 
position.

2)    Determine the most effective recruitment strategies for the organization Consider the technical 
skill/experience/education required for the position(s) being filled. Each recruitment method has its own related 
cost, talent and retention implications.

3) Establish the optimal professional development and talent management required to keep star 
performers happy and productive Top talent will always want to continue to learn and grow. Finding the 
appropriate methods of professional development for a specific workforce will be integral in keeping them positive 
and productive.

4) Determine how the workforce age distribution may affect future retention With retirement becoming more 
of a concern for many industry groups, targeted recruitment and well-built professional development policies can 
only go so far. Succession planning must be a mainstay for organizations.

For more information on protecting any organization’s most important investment – its employees –ECO Canada’s 
Employer Services can assist with each of these steps to improving employee retention. 

 Succession Planning in Environmental Organizations

0% 10% 20% 30%

Conducts 
Succession 
Planning

Does Not 
Conduct 

Succession 
Planning

25.5%

18.6%

CASE STUDY: EBA Engineering

National consultant company, EBA Engineering, identified a dire need to implement succession planning 
when a top young talent in the organization resigned because he was unsure of his future with EBA and 
whether or not the organization valued his skills and abilities enough to help chart his future. 

EBA began a process of pinpointing which positions and career paths were limiting within the company, 
auditing the core strengths of the company, formulating and communicating how each employee’s growth 
fit into the long-term picture, and adjusting performance reviews and other policies to properly reflect the 
company’s objectives.  Through this process, EBA successfully lowered the turnover of top talents that was 
caused by their unclear vision of a career path and feeling of lack of appreciation.
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Biggest Challenges Facing Organizations

Each organization faces a wealth of challenges to remain competitive. Not-for-profit organizations are no exception, 
and they typically face the additional challenge of smaller budgets. Nevertheless, progressive human resource 
practices and policies can create a competitive advantage to allow not-for-profits to compete with their 
revenue-driven counterparts.

More than one half of environmental 
not-for-profit organizations claim 
that capital/finance is their largest 
impediment to growth. This starkly 
contrasts with the for-profit sector, 
where less than 10% claimed it to be 
their greatest concern. The only 
other challenge that was stated at a 
higher frequency among not-for- 
profits was economic issues. Human 
Resources, the top concern in 
for-profit operations, is the second 
leading concern in the not-for-profit 
world.

Majority Age of Staff

Environmental not-for-profit 
operations have more of an even age distribution among its workforce with a noticeable increase in the ‘under 29’ 
age category combined with a significant decrease in the ‘45-59’ age category. This information is best used to 
determine recruitment methods and messages, as well as understanding what life factors might affect employees’ 
longevity at an organization. Age is often a strong determinant of an employee’s likelihood to seek aggressive 
advancement, uproot and relocate, require maternity leave for an expecting child, or seek retirement.

Recruitment Sources & Strategies

The skills, experience, and expertise required for a specific 
position often determines the most appropriate recruitment 
sources to use. If cost is a consideration it can often force 
operations to search for talent in smaller pools. While there is 
minimal variation in how not-for-profit and for-profit operations 
search for and attract talent, the variations that do occur are seen 
in the type of talent sought as well as differences in budget. 
Not-for-profits tend to use online job banks, their corporate 
website, on-campus recruitment and co-op programs slightly more 
than profit-driven firms. For-profit organizations tend to use the 
more costly methods such as newspapers, internal recruiters and 
external recruitment agencies that yield them lower turnover rates.

www.eco.ca

A DEEPER LOOK AT 
NOT-FOR-PROFIT OPERATIONS

 Top Concerns of Not-for-Profit Organizations

0% 10% 20% 30% 40% 50% 60%

Government Regulations

Sales & Growth

Public awareness/education

Competition

Escalating Costs

Economic Issues

Human Resources

Capital / Finance

For Profit Not-for-Profit
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Special Interest Group Recruitment

It is clear that not-for-profit operations have become more creative in their recruitment efforts to vie for talent in a 
field that may have lower compensation opportunity. Over one-quarter of not-for-profit organizations have made 
efforts to recruit and hire immigrants, and while more not-for-profits have hired Aboriginal workers than companies 
from the for-profit sector, fewer make special effort to recruit them. This is likely due in part to many large for-profit 
organizations in Canada having equitable hiring practices and a public relations initiative to work closely with 
Canadian Aboriginal peoples.

Not-for-profit operations that have 
hired recent immigrants record an 
86% satisfaction rating with 40% 
saying that the hiring experience was 
“excellent”15. Only 14% of 
organizations remark that some 
challenges occur when hiring recent 
immigrants, such as language barriers.

Hiring Aboriginals has been an equally 
rewarding experience for 
not-for-profits, with recruiting 
companies stating a 93% positive 
rating with their experience16.

Professional Development

When it comes to farming internal talent, it is nearly four times more likely for profit-driven organizations to provide 
no funding for professional development than for not-for-profits. However, with tight margins comes tight employee 
spending budgets. Not-for-profits tend to max out their professional development spending at under $1,000 per 
employee whereas for profit organizations are able to extend larger spending power to cultivate staff skills.

 Methods of Recruitment

0% 10% 20% 30%

Recruitment agency

Co-op programs

On-campus recruitment

Corporate website

Internal recruiters

Newspapers

Online job banks

Personal contacts (referrals)

Not-for-Profit For Profit

 Majority Age of Staff

0%

10%

20%

30%

40%

50%

29 and under 30 - 44 45 - 59 60 - 64 65 and above

Not-for-Profit For Profit

Not-for-profits have the greatest 
retention success hiring using an 
internal recruiter, with moderate 
success yielded from posting on 
their corporate website and in 
newspapers. They experience the 
least success when recruiting using 
recruitment agencies and online job 
boards. This data contrasts with 
for-profit enterprises which garner 
the best retention from online job 
boards and co-op programs, and 
the lowest employee retention from 
personal referrals and newspaper 
postings. 

15    HR Insights for Employers 2009, ECO Canada, comments collected from 50 organizations
16    HR Insights for Employers 2009, ECO Canada, comments collected from 14 organizations  
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Environmental Skills

Employers in not-for-profit operations identify that their environmental skills needs differ slightly from those skills 
needed in the for-profit sector. For instance, over 80% of organizations required their staff to be more qualified in 
‘environmental education and training’ whereas only 59% of for-profit operations indicate the same requirement. 
Not-for-profits also strongly demand ‘environmental communications & public awareness’ which happens to be one 
of stronger skill-sets of the for-profit organizations. This may create an opportunity to target specific industry 
groups to find qualified not-for-profit candidates (see Insights Summary 3 for industry group breakdown).

HR Insights 2009 data show that 
the most effective way to spend 
professional development dollars 
in a not-for-profit operation is on 
classroom courses for employees. 
This method of employee growth 
lowers turnover rates in not-for-
profits by 29%. Other strong 
approaches include paying for 
distance education courses and 
fees for professional designations, 
yet neither approach is shown to 
lower turnover rates to the same 
extent as classroom courses when 
paid either partially or in full. 
While subsidizing attendance at 
conferences has been shown to 
largely assist for-profit operations 
in lowering turnover rates, the 
same effect is not experienced in the not-for-profit community, as it only lowers turnover rates by 0.3%.

 Recruitment of Special Interest Groups

0% 10% 20% 30%

Effort to Recruit 
Aboriginals

Hired Aboriginals

Effort to Recruit 
Recent Immigrants

Hired Recent 
Immigrants

Not-for-Profit For Profit

 Amount Spent on Professional Development

0%

10%

20%

30%

40%

$0 Less than 
$100

$100 to 
$499

$500 to 
$999

$1000 to 
$1999

$2,000 or 
more

Not-for-Profit For Profit
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Essential Skills

While some essential skill-sets seem core to operations of both the for-profit and not-for-profit organizations, the 
not-for-profit counterparts seem to be less concerned about the essential skills of their workforce. For the most 
part, the essential skills needed in the not-for-profit sector mirror those required by the for profit sector including 
‘written communications’, ‘project management’ and ‘planning and organizing work and projects’.  Not-for-profit 
operations do however designate a larger need for ‘public relations/consultations’ expertise, which may indicate an 
opportunity to harvest some of that skill-set from for-profit operations.

Turnover Explored

Employee turnover in the environmental sector is 22.4% overall. Further breakdown between not-for-profit and 
for-profit operations shows that not-for-profits have a significantly higher turnover rate than for-profit organizations. 
Some reasons that are explored in greater detail in the next section include the inability to compete on salary and 
benefits as well as considerably more females entering into the not-for-profit field mean more maternity leaves.

  
  

  

  

  

  

  

  

  

Environmental Skills Required

 

81.3%

74.5%

55.3%

50.7%

42.1%

36.7%

34.2%

33.3%

31.5%

18.7%

Environmental Education & Training

Environmental Communications & Public Awareness

Policy Legislation & Regulation

Strategic Partnering, Planning, Monitoring & Reporting for Sustainable Dev.

Environmental Assessments & Restoration, Remediation & Reclamation

Environmental Mgmt Systems & Operations/Risk Assessment/Health & Safety

Pollution Prevention, Abatement & Control

Environmental Research & Technology Development

Natural Resources Planning & Management

Sampling and Analytical Work related to Environmental Activities

58.7%

45.6%

57.8%

44.1%

49.3%

58.8%

45.3%

56.0%

29.2%

49.5%

Non-profit For Profit

  
  

  

  

  

  

  

  

  

Essential Skills Required

 

Non-profit For Profit

Project Management

Planning and Organizing Work and Projects

Written Communication

Verbal Communication

Leading/Influencing Others

Public Relations/Consultations

Critical Thinking/Judgement

Computer Proficiency

Business Skills

Learning and Creativity

Work Ethic

Research and Analytical

67.8%

71.9%

69.2%

75.9%

65.5%

43.2%

59.1%

50.2%

48.6%

35.2%

40.7%

32.6%

79.2%

70.5%

63.8%

51.3%

45.6%

60.4%

37.2%

43.6%

31.5%

32.0%

20.8%

23.5%
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Reasons for Employee Turnover

An obvious challenge of the not-for-profit community is being able to compete with private enterprise on salary and 
other financial incentives. While HR Insights data suggest that ‘increased salary/benefits’ was the second leading 
reason for employees leaving their not-for-profit employers, there are likely many more that were classified instead in 
the category ‘for another job/better opportunity’. An overwhelming 29% more not-for-profits stated that they feel 
negative effects of compensation and benefits issues in their HR operations as compared to their for-profit 
counterparts (12% stated a ‘large effect’).

According to HR Insights 2009, the environmental workforce sampled was 22% female. This further broke down to 
16% for-profit and 41% not-for-profit organizations. With nearly three times the females in not-for-profits, it’s no 
surprise that employee loss due to maternity leave was roughly five times more prevalent than in for-profit 
enterprises.

Retirement affects both not-for-profits and for-profit sectors with approximately 4% of organizations in each sector 
confirming a large negative effect on HR operations due to employee retirement.

 

Succession Planning

Just over 42% of not-for-profit 
organizations conduct succession 
planning, while only 33.5% of 
not-for-profit operations participate 
in the HR strategy. Those 
not-for-profits that are committed to 
succession planning are rewarded 
with turnover rates that are close to 
one half that of operations without 
succession plans (24% with plan; 
44.1% without plan).

 Reasons for Employee Turnover (Past 12 Months)

0% 10% 20% 30% 40%

Employee unhappy with position

Relocated (closer to home/with spouse)

Employee was fired

Returning to school/co-op program ended

Workload decrease/temp. position ends

Personal reasons

Retirement

Maternity/paternity

Increased salary/benefits

For another job/better opportunities

For Profit Not-for-Profit
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Human Resource Success in Not-for-Profits

When tight margins are an inevitability of business and attracting 
sub-standard employees is not an option, creative and innovative human 
resource strategies must be dispatched. The first step to ensuring that an 
HR team is on the leading edge is an investigation into the current 
workforce demographics, their behaviors and perceptions, the skills 
required to do the most competitive work, and the methods and strategies 
available to replace the workers with equally talented employees.

Special interest group recruitment is a very successful method for 
not-for-profit organizations. With high satisfaction ratings from employees 

and a wealth of strong 
talent becoming more 
available all the time, 
not-for-profit operations 
should look to ECO 
Canada for further 
information about 
strategies and 
considerations for this 
type of recruitment.

With some essential and 
environmental skills 
more readily honed in 

the for-profit sector, not-for-profits would be well advised to target 
searches in specific industry groups where these skills are required. Since 
not-for-profits are usually unable to compete dollar for dollar with 
for-profit organizations, the benefits and incentives of working for a 
not-for-profit must be highlighted with an emphasis on quality of life and 
work-life balance.

The ideal starting point for not-for-profits must take into account 
succession planning. Statistics show that succession planning drastically 
decreasing turnover rates, and a strong HR team will consider the 
professional developmental growth of employees as a two-tiered benefit – 
to ensure the employee feels happy and productive, and to proactively 
plan for openings in key management roles.

Contact ECO Canada today for further 
information on these and many more 
initiatives catering to not-for-profit 
organizations in the environmental sector.

Contact Information

Tara Matheron  
Retention Programs
ECO Canada
tmatheron@eco.ca
T:  403.476.1943
www.eco.ca

Joel Pagnucco
Employer Services
ECO Canada
jpagnucco@eco.ca
T:  403.476.1973
www.eco.ca 

Krista White
Employer Services 
ECO Canada
kwhite@eco.ca
T:  403.476.1948
www.eco.ca
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APPENDIX A:
METHODOLOGY

This study involved two components: 
 • A national employer survey and,
 • Ten focus group sessions with environmentalemployers and employees.

Questionnaire Development
The survey instrument was designed to examine the characteristics of the environmental sector (e.g. size and 
composition) and to capture the perception of employers on current and future labour demands and human 
resource issues, such as recruitment, retention, and professional development of environmental employees. The 
survey instrument was developed by ECO Canada in consultation with a National Steering Committee taskforce and 
the research contractor.

The survey instrument of the 2004 Environmental Labour Market (ELM) Report17was used as a template and each 
question was examined for its value and consistency. Some questions were dropped or rephrased, and new ones 
were added.

The questionnaire was pre-tested via telephone with a random sample of 25 to 30 employers from across the 
country to check for question wording (e.g., clarity, bias, understandability, ambiguity, length), answer wording (e.g., 
relevant alternatives, non-overlapping categories), logical flow of questions, skip patterns, screening questions and 
overall length.

The questionnaire was programmed in Computer-Assisted Telephone Interviewing (CATI) for the telephone data 
capture, and was also programmed into an online survey accessible via internet.

Sampling Design
For the sampling frame, a contact database was created using the following sources: 
 • Canadian Environmental Directory
 • Dunn and Bradstreet database of companies
 • Available provincial environmental industry  association’s online directories
 • ECO Canada’s list of employers

The unit of analysis was the establishment at a specific location. When an organization had more than one location, 
participants were instructed to provide information for the specific location, unless indicated otherwise.

After elimination of duplications and incomplete information, the initial sample included over 25,700 contacts.

Limitations of the sampling
As mentioned earlier, we have made reasonable efforts to ensure this study includes companies from a variety of 
industries. However, the sampling frame remained skewed toward those employers most likely to employ an 
environmental employee.

17  The report can be downloaded free of charge from www.eco.ca.
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Data Collection
The survey was administered via telephone and online. The questionnaires were available in both French and 
English. The data collection period was between February 15, 2008 and May 16, 2008. Telephone interviews began 
on February 15, 2008, while the online questionnaire was launched on April 24, 2008.

At the end of data collection and data transformation, a total of 1,128 surveys were valid for data analysis.

In total, 1,158 surveys were completed – 979 via telephone and 179 via the web. In cases where multiple surveys 
were completed for a single location of a business, one survey was selected to remain in the sample. Selection was 
based on the completeness of the survey (i.e. number of questions answered) and the respondent’s position (if 
number of questions answered was the same). Thirty duplicate cases were removed as a result of this process, 
leaving a total of 1,128 valid surveys.

Response rate
The response rate for the telephone survey was estimated at 24%. There were about 4,076 responses among 
16,991 valid contacts.18 These responses did not translate into completed surveys because some were not eligible 
to participate (1,800 respondents had no environmental employees nor staff in Canada) and some contacts 
requested the online link (1,289). At the end of the telephone survey period, only 979 surveys were completed by 
eligible employers. This number of eligible employers was higher than during the last sector study completed in 
2004 by ECO Canada, where only 711 employers hired an environmental employee.

In addition, the response rate for the online survey was estimated to be 5.4%. There were 5,689 emails sent out 
and 179 online surveys completed. Due to some challenges in tracking down emails, this response rate includes 
emails that were undeliverable, sent to a spam folder, or other circumstances that would prevent it from being open 
by the targeted individuals.

BC

AB

MB/SK

ON

QC

Atlantic

North

Total

182

207

153

246

125

193

22

1128

16.1%

18.4%

13.6%

21.8%

11.1%

17.1%

2.0%

100.0%

22,237

21,269

11,550

35,918

7,325

6,198

724

105,221

7.23%

6.78%

7.87%

6.23%

8.69%

6.94%

20.59%

2.9%

Region Valid surveys Sample % Employer Population Margin of Error

+_

+_

+_

+_

+_

+_

+_

+_

Responses by Region and Margin of Error

NOTE: The employer population was based on ECO Canada (2007) Profile of Canadian Environmental Employment 2007. 

18  The original sample for the phone interview was 20,599, of which 3,608 contacts were invalid because they were not in service, not a business, a fax number, etc.
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Data Analysis
Unless otherwise indicated, data found in the report were weighted by industry group, except when the analysis was 
done for each industry category. The following table provides population estimates by industry group, as well as 
the unweighted and weighted sample distributions.

Focus Groups
During March and April 2008, focus groups with environmental employers and employees were held across Canada. 
The primary objective of these discussion meetings was to validate and further explore the findings of the employer 
survey.

A total of 10 focus group sessions were held, five with employers and five with employees in each of the following 
locations: St. John’s, Montreal, Toronto, Alberta (online) and British Columbia (online). The groups in St. John’s, 
Montreal and Toronto took place in-person, while those in Alberta and British Columbia were carried out over the 
Internet. The online focus groups were conducted using Itracks, an online data collection software platform. 
Participation numbers for the focus groups were as follows:

Public Administration

Mining Oil & Gas Extraction

Administration and Support, Waste Management and Remediation

Agriculture, Forestry, Fishing and Hunting

Manufacturing

Arts, Recreation, Accommodation and Food Services

Education/Health Care and Social Assistance

Construction

Professional, Scientific, and Technical Services

Utilities, Transportation and Warehousing

Wholesale/Retail Trade

Other Services (except Public Administration)

Information, Finance, Insurance Real Estate, and Management of Companies

TOTAL

2,523

1,911

10,698

11,819

8,034

9,019

9,202

10,472

10,488

4,211

15,366

6,520

4,957

105,221

2.4

1.8

10.2

11.2

7.6

8.6

8.8

10.0

10.0

4.0

14.6

6.2

4.7

100.0

239

84

125

52

101

1

12

15

411

19

36

20

7

1,122

21.3

7.5

11.1

4.6

9.0

0.1

1.1

1.3

36.6

1.7

3.2

1.8

0.6

100.0

26

20

114

126

86

96

98

112

111

45

164

70

53

1,120

2.3

1.8

10.2

11.2

7.7

8.6

8.8

10.0

9.9

4.0

14.6

6.2

4.7

100.0

Industry Group

Employer 
Population

Unweighted
Sample

Weighted
Sample

N % N % N %

Notes:
Weighting based on estimated number of establishments with environmental employees according to ECO Canada's Profile of Canadian 

Environmental Employment 2007. Industry information was not known for 6 cases; these cases were not weighted (assigned a weight value of 1).
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