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ABSTRACT 

Although economic geographers have traditionally empha­

sized private sector industrial location, recent shifts in 

employment patterns have focussed attention on administrative 

and public sector employment. This thesis is a study of the 

administrative spatial patterns in the British Columbia 

Public Service, and the factors which produce such geographic 

distributions. In particular, the two phenomena studied are 

the dispersion of administrative employees and the spatial 

decentralization of decision-making authority. The approach 

used is that of policy analysis, with the spatial patterns 

which presently exist assumed to reflect the government's 

implicit dispersion and spatial decentralization policies. 

These spatial patterns are quantitatively described 

through the development of indices for the two major vari­

ables. Spatial locations are aggregated into three cate­

gories: the two major urban centres of Victoria and Vancou­

ver, five regional centres, and other communities. Authority 

is measured using Dr. T. T. Paterson's decision band job 

evaluation categories. The indices for a sample of thirty 

administrative branches are compared, and similarities and 

differences in distributive patterns are analyzed. 
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Administrative spatial patterns are products of contin­

uing administrative and political processes of distribution 

and adaptation. The organizationa l obj ectives of effective­

ness and efficiency in administrative operations can conflict 

with the government's social policy ob jectives withregard to 

economic development. The administrative factors which 

affect optimal distribution patterns are reviewed, and the 

role of government administrative employment in economic 

development is discussed briefly. 

A review of the spatial policies of the governments of 

Great Britain, Sweden and Canada is used to assess policy 

alternatives. While it is not possible to evaluate the 

appropriateness of these alternatives or o f present policy 

without detailed communication, economic and city-syst~m 

studies, and without a clearer understanding of the govern­

ment's values and social policy objectives, some general 

observations are made. The present policy appears to be 

oriented toward optimization of operations at a sub-organi­

zational (departmental) level, and results in apparent 

sub-optimization for the total Public Service organization. 

Such a policy also precludes the use of the distribution of 

government operations as an instrument of regional economic 

policy. Co-ordination of distribution patterns should 

result in increased operational efficiency for the total 

Public Service . There also appears to be a potential for 
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using government administrative employment as a tool for 

economic policy, but perhaps this could only be done at the 

expense of some reduction in efficiency of operations. 

Examining Committee: 
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CHAPTER I 

INTRODUCTION AND DEFINITIONS 

A. Introduction 

This thesis is a study of the spatial patterns of 

administration in the British Columbia Public Service and 

the factors that produce such geographic arrangements. In 

particular, two phenomena are to be studied, the dispersion 

of administrative employees and the spatial decentralization 

of decision-making authority. 1 These spatial patterns are 

just two aspects of the complex organizational entity that 

is the Government of British Columbia, and the complex 

social system of which this government is a part. It is 

recognized that these patterns are not random or accidental, 

but are the products of continuing administrative and poli-

tical processes of distribution and adaptation. The pro-

cesses that influence spatial administrative patterns are 

constantly changing and evolving, with new influences emerg­

ing and older determinants lingering only in the form of 

inertia. The complexity of the problem--to identify and 

define the factors which have had the most influence on 

spatial distribution from the myriad activities and forces 

of government--necessitates that if understandin g is to be 

gained, a systematic approach must be used to gather and 

1 
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analyze the pertinent information. This chapter will define 

the terms used in this thesis, and introduce its methodology 

and conceptual framework. 

The basic objectives of this thesis are: (1) to define 

quantitatively the patterns of (a} dispersion and (b) spatial 

decentralization in a sample of branches of the British 

Columbia Public Service; (2 ) to determine what relationship 

exists, if any, between these two variables in the branches 

studied; (3) to determine if administrative branches with 

similar functions tend to have similar ~patial patterns; 

(4) to discuss, through a review and integration of the 

theoretical and empirical literature, how different spatial 

patterns develop; (5) to discuss how spatial distribution of 

staff and authority can affect organizational performance; 

and (6) to review and evaluate the British Columbia govern­

ment's policies with regard to dispersion and spatial 

decentralization of its administrative operations. The 

first three of these are primarily descriptive, and are 

covered in chapters II and III, with some further discussion 

in chapter VI. The last three objectives call for analysis 

of several variables (many of which are intangible), and are 

discussed in chapters IV and VI. 

B . Rationale 

A better understanding of the spatial distribution of 

the administrative branches of government could be helpful 
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to students of at least two complex sets of phenomena-­

regional economic growth and formal organizations. The role 

of the spatial pattern of government in regional economic 

development in both developed and underdeveloped countries 

has recently become the object of both governmental and 

2 academic study. 

Government policies to disperse departmental or divi­

sional headquarters from the capital city exist in several 

countries, but it is not clear that there is more than an 

intuitive appreciation of the magnitude ,of the impacts of 

such policies, nor are most programs more than token efforts 

at spatial dispersal. 3 It is recognized that direct payrolls 

of the dispersed offices and their regional economic multi­

pliers provide only a partial measure of the economic effect 

on the recipient community (and, in a negative sense, the 

source community). There are numerous external economies 

generated in the recipient communities. For example, newly 

arrived governmental offices may act as propulsive industries, 

causing complementary activities in the private sector to be 

located near them. Exactly what factors determine the mag-

nitude of this agglomeration growth-pole effect are unknown, 

but most writers who have studied this problem speculate 

that the amount and kind of decision-making authority which 

the spatial l y dispersed offices carry with them are primary 

deterrninants. 4 
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Empirical research on the economic impact of adminis­

trative spatial dispersal has been restricted to the study 

of the direct economic effects in recipient communities, and 

has been unable to assess the externalities, partially 

because of the lack of adequate yardsticks to measure the 

possible independent variables. This thesis could assist in 

the development of tools to measure and describe one of 

these, the spatial patterns of administrative organizations. 

Students of administrative systems rarely consider 

spatial factors as elements affecting organizational behav­

ior.5 The organization is generally seen as a component, as 

are the physical, organizational, and social environments, 

in a more inclusive "co-operative system." Thus, physical 

environment and spatial factors are "a part of the co-oper­

ative system, but never a part of the organization. 116 Most 

administrative theorists would agree with Thompson: "Organ­

ization theory is only concerned with those aspects of 

behavior which are determined by organizational structure. 117 

Because of the administrative theorists' lack of appreciation 

for the importance of, or interest in, spatial factors, such 

phenomena as field administration and geographic dispersal 

of divisional headquarters are treated as if they are just 

other types of organizational problems involving delegation 

of authority and not as geographic problems involving the 

spatial movement of information and personne l. 
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Geographers and other social scientists, on the other 

hand, have tended to ignore administrative (as distinct from 

service, marketing or manufacturing) organizations. 8 The 

reasons for this omission are unclear, but it may be because, 

unlike other types of organizations, administrative units 

tend to have a multiplicity of ac t ivities and objectives. 

Further, effective performance in administrative units is 

often difficult to identify, let alone quantify. This is 

particularly true in public sector organizations, where not 

even the profit measure is available; goal and objectives 

are often not made explicit (and often are not fully under­

stood by organization members themselves); and since poor 

performance could be politically embarrassing, evaluation 

criteria and evaluation study results are often not available 

to academic researchers. 

Thus, because administrative theorists have not inten­

sively considered spatial factors, and geographers and 

social scientists tend to avoid the study of administrative 

organizations, there has been very little study of spatial 

patterns of administrative systems. This, however, does not 

indicate the spatial relationships within administrative 

organizations, and the organization's s patial relationship 

to its territory are unimport ant. Hodgetts has observed 

that "Geography not only dictated the goals of the [Canadian] 

public service, i t imposed the c onditions wh ich governed the 

ways in which the tasks themse lves had to be performed. If 
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administrative apoplexy was to be avoided at the centre, the 

factors of space, time, and communication insisted that 

organization had to be carried to the sparsely populated 

hinterland. 119 Hodgetts' study of the Canadian Public Ser­

vice's response to its forced geographic dispersion was the 

inspiration for this study of the British Columbia Public 

Service which is faced with similar geographic pressures. 

C. Major De f inition s and Co ncepts 

The interdisciplinary nature of this research makes it 

especially important to define carefully the terminology. 

Different meanings in different countries, different disci­

plines, or even different schools within disciplines have 

arisen in the study of organizations. For example, "disper-

s-ion," "decentralization," and "deconcentration" have all 

been applied to the same phenomenon (what in this thesis is 

called dispersal), yet some analysts use these terms to 

distinguish between different types of spatial patterns. 

In this study di s per s al always refers to the spatial dis­

tribution of people; while decent r a l i zati on refers to the 

distribution of authority. Unless otherwise stated, these 

terms will be used to describe patterns of distribution, and 

not the processes that produce these patterns. Thus, the 

dispersal of administrative employees will generally refer 

to a static pattern of spatial d i stribution of the individ-

uals, not the movement of people to field offices. In the 
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discipline of geography, decentralization generally refers 

to processes or policies leading toward decrease in the 

concentration of population in the urban centre(s). For 

purposes of this study a different meaning is used. Decen­

tralization will be taken to mean the allocation of decision­

making authority within an organization (i.e., a type of 

structure of authority), a defini t ion consistent with stand­

ard usage in administrative study. 

Spati al decentrali zation refers to the geographic 

pattern of authority produced by the defegation of rights to 

make administrative decisions on behalf of the organization 

to employees in various locations in the province. It 

should be noted that this definition does not include the 

concept of "devolution," or the allocation of authority to 

subordinate levels of government, although this would be 

another form of spatial distribution of authority. 10 

Admin is tration is used in its broadest sense, incorpor­

ating all information-processing roles of the public service. 

It includes management officials, technicians in advisory 

roles, and clerical support staff, but excludes those 

engaged in material rather than information processing and 

production (such as machinists or construction workers). 

Also excluded are political, as distinct from public service, 

positions (the ministers and me mbe rs of the Legislative 

Assembly). This definition of a dmi n istrative employees 

basically coincides with the definition of white collar 
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workers used by the International Labor Office, except that 

sales workers have been excluded, and it is consistent with 

the definition of "office employ ees" used by Goddard, Bannon, 

. 1 . d h 11 Danie s, Burrows, Davies an ot ers. 

The essence of poli c y is seen as being what the organ­

ization does, or how it does things, not how it says that it 

does them. In other words, actions are at least as important 

as rhetoric. Thus, it is assumed that a branch's dispersion 

and spatial decentralization policies can be inferred from 

its actual spatial patterns of dispersi?n and spatial decen-

tralization. If the written policy statements of the organ-

ization are actually used as guides for its actions, these 

statements will be helpful in understanding its policies, 

but if there is dissonance between the written statements 

and the organization's actions, it is the actions which are 

taken to represent the policies not the statements. Thus, 

for any activity in which the organization is engaged it is 

assumed that there is always a policy which is reflected in 

its actions, even if the policy is to handle matters on an 

ad hoc or even arbitrary basis. It should be noted that this 

definition of policy, putting more emphasis on actual working 

patterns rather than stated intention, is not universal in 

organizational study. Many theorists make a distinction 

between "policy" and "practice. " Among those who make this 

distinction is Herbert Simon, b ut even he a g r ee s that "Often 

the line between policy and practice is not sharp unless the 
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organization follows the 'practice' (or 'pol i c y ') of putt i ng 

all its policies in writing. 1112 Since, as will later be 

apparent, governmental policies with regard to dispersion 

and spatial decentralization are not all put in writing, 

it is felt that this alternate definition is appropriate 

for this thesis. 

Authori t y will be taken to mean "structural authority," 

or the right to make decisions on behalf of an organization 

which has been consciously delegated to the individual by 

merit of his or her position in the org~nization. The 

amount of power that a person exercises would be a better 

measure than authority of how the organization actually 

operates, but power can be a very difficult variable to 

. 'f 1 1 ' f 13 identi y, et a one quanti y. Since organizations have a 

tendency to legitimatize the functional distribution of 

power that develops, authority may be a valid indicator of 

power, especially in an organization such as the B.C. 

government where job descriptions and c l assifications are 

periodically re-evaluated. 

The organization under study is the B .C. Pu b l i c Servic e . 

This thesis will e xamine only those branches whose employees 

are hired through the Public Service Commission. It will 

not study the spatial patterns of crown corporations, but 

it does inc l ude some of the e x tra-departmental agencies 

(which Hodgetts calls the ''str uc t ural heretics"). Chapter 

II will describe the bases for i nclusion of these marginal 



branches. 

D. Anal y tic Framework 

The analytic approach of this thesis is a form of 

policy analysis. There are at least eight families of 

models of policy formulation, and at least as many models 

f h 1 . l . 14 or t e po icy ana ysis process. One element that the 

10 

various theorists seem to agree upon, however, is that 

policy analysis should be conducted in a systematic manner. 

The following policy analysis process is based on 

elements common to most of the models, and is used for this 

thesis: 

(1) Define the specific policy or policies under study. 

(2) Describe and analyze the present policy in terms of 

actions and behavior of the organization. 

(3) Identify the goals and objectives of the organization. 

(4) Identify practicable alternatives (policies and objec­

tives). 

(5) Evaluate the effectiveness and efficiency of the present 

policy with reference to present objectives relative to 

alternative policies. 

(6) Evaluate the appropriatene ss of the present objectives 

and policy . 

It should be noted that the fi r s t four step s sho uld be under­

. taken, as much as po ss i ble, f rom a value-neutral viewpoint, 

whereas the latter steps inherently involve value judgements. 
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It is these first four steps which outline the format for 

most of this thesis. This chapter defines the policies 

under study (step 1); chapters II and III describe and ana­

lyze present spatial distributions (step 2); chapters IV and 

V substantially relate to steps 3 and 4; and the last chap­

ter attempts to evaluate the policies and objectives. 

The above process allows (some authors suggest that it 

demands) subjectivity on the part of the policy analyst, but 

this subjective input is delayed until the data and informa­

tion have been gathered as objectively as possible. 

In this process the objectives are evaluated as well as 

the effectiveness and efficiency of the policy in meeting 

the objectives. This differs markedly from most models of 

policy analysis which accept the objectives as defined by 

the organization. Chapter II will explain the data collec­

tion process, and describe the indices which were developed 

to measure dispersal and spatial decentralization. 
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E. Footnote s 

1The definitions of these terms will be more thoroughly 
discussed in section I-C, but briefly, in this thesis dis­
persal always refers to the spatial distribution of people, 
and spatial decentralization always refers to the geographic 
distribution of authority. 

2 Examples include the studies reported in James Heaphy, 
ed., Spatial Dimensions o f Development Admini s t r a ti on 
(Durham, N.C.: Duk e University Press, 1971); Great Britain, 
The Di s pe rsal of Gover nment Work from London (The Hardman 
Report), (London: Her Majesty's Stationery Office, 1973); 
John B. Goddard, Off i c e Lo cati on i n Ur ban and Re gi onal 
Deve l opme n t (London: Oxford University Press, 1975); John 
Rhodes and Arnold Kan, Offi ce Di s pe rs a l and Regional Pol icy 
(London: Cambridge University Press, 1971); and Berwyn 
Davies, "Structural Change and Implicit .Regional Development 
Policies: The Role of Government Office Employment in British 
Columbia," (M.A. Thesis, University of British Columbia, 
1977). Several other works use the same, or very similar, 
definitions. 

3some of these dispersal policies will be reviewed in 
sections V-G and V-H. 

4see, for example, J. Westaway, "The Spatial Hierarchy 
of Business Organizations and Its Implications for the 
British Urban System," Re gi onal Studie s 8 (1974), and John 
Friedman, "The Spatial Organization of Power in the Develop­
ment of Urban Systems," Comparati v e Urban Re s ear c h 1 (Decem­
ber 1972) :5-42. 

5There are, of course, exceptions to this general state­
ment, and these will be discussed in chapter V. The most 
important of these studies are: James W. Fesler, Area and 
Admini s t ra tion (Tuscaloosa: University of Alabama Press, 
1949); Brian C. Smith, Field Admini s tration , Library of 
Political Studies Series (London: Routledge and Kegan Paul, 
1967), and; J.E. Hodgetts, The Canadian Public S e rvic e 
(Toronto: University of Toronto Press, 1973). 

6chester I. Barnard, The Fun c t ion s of t he Exe cut i v e 
(Cambridge: Harvard University Press, 1938; Harv ard Paper­
backs, 1968 ) , p. 76. 

7 . 
Victor A. Thompson, Modern Or ganizat io n s (New York: 

Alfred A. Knopf, 1961), p. 9. 
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8Again, there are important e xceptions, including Peter 
Toyne, Organization Location and Behaviou r (Toronto: John 
Wiley & Sons, 1974); Bryan Massam, Location and Space in 
Social Administration (New York: John Wiley & Sons, 1975), 
and; Walter Isard, General Theory (Cambridge: MIT Press, 
1969). 

9 Hodgetts, Cana dian Public Service , p. 18. 

1 °For an excellent discussion of spatial patterns of 
authority as allocated to various levels of government, see 
Fesler, Area and Administra tion . 

11Goddard, Office Location ; Michael Joseph Bannon, 
Office Location in Ireland : The Role of Central Dublin 
(Dublin: An Foras Forbatha, 1973); P. W. Daniels, Office 
Location (London: G. Bell and Sons, 1975); E. M. Burrows, 
"Office Employment and the Regional Problem," Regional 
Studies 7 (1973) :17-31, and; Davies, "Structural Change and 
Implicit Regional Development Policies." 

12Herbert A. Simon, Administrative Behavior , 2nd 
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CHAPTER II 

DESCRIPTION OF SPATIAL PATTERNS: METHOD 

A. Previous Re s ear ch 

In the policy analysis process used for this thesis, 

the second step, after definition of the policy under study, 

is to describe and analyze the present policy in terms of 

actions and behavior of the organization. For the policies 

under study here, . this is to describe the patterns of dis­

persal and spatial decentralization of administrative 

employees in the B.C. Public Service. There is flexibility 

in how such information can be organized and presented, so 

in developinga '.method to describe these patterns considera­

tion was first given to finding earlier studies which con­

tain the necessary information. Had such research been 

available, it would have given two major benefits: (1) it 

would provide a tested system for gathering the information, 

and possibly a format for summarizing the data; and (2) it 

could provide historical data for comparison against present 

patterns. Had such a study been recently conducted, the 

second of these would not have applied, but the availability 

of the information could have allowed this researcher to 

concentrate more of his efforts on analysis rather than 

data-gathering. Unfortunately , while two similar studies 

14 
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have been conducted recently, neither provi ded the necessary 

quality of information for use in this thesis. 

In 1974 the Environment and Land Use Comi~ittee Secre­

tariat of the prov incial government (ELUCS) conducted a 

survey of the dispersion of provincial employees. 1 The 

purpose of this study was to develop an information base for 

co-ordination of service district boundaries and locations 

of regional offices for the resource management departments. 

The survey included the base location of all employees of 

the public service (at that time, 26,371 individuals), dis-

aggregated by department. It also compared the distribution 

of all employees to that of those in professional occupa-

tional categories. The disadvantages o f this survey as a 

data source for this thesis are: (1) the data are now 3 to 

4 years old--neither old enough to be treated as historical 

for comparitive purposes, nor new enough to be considered 

current; (2) data are not disaggregated into administrative 

units smaller than departments; (3) the only disaggregation 

by level of authority is professional vs. non-professional 

classifications; (4) administrative employees are not separ­

ated from non-administrative; and (5) only some of the data, 

and parts of the report, are available for analysis. The 

strength of the survey data is that it is not a sample, but 

covers the complete public service, and is presumed to be 

accurate. It took a team of researchers, backed by the 

authority of the Cabinet, ove r four months to compile and 



analyze the information . This ELUC S s u r vey will b e us ed 

later for comparison purpos e s, but the disaggr e gations were 

not fine enough for it to be used for t h is study . 
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In a recent M.A. thesis at the Univers i ty of British 

Colurnbia, 2 Berwyn Dav ies attempted to s upplement the infor­

mation provided by the ELUCS survey with da t a solicited from 

each of the departments' personnel branche s. Unfortunately, 

many of the branches did not respond to his written requests, 

and some that did respond were unable t o assemble the infor­

mation into Davies' occupational categories . According to 

Davies; "Extreme d i f f iculties hav e been experi e nced in the 

collection of occup ational data for the Prov inc i al Public 

Service .... The information at my disposal remains incom­

plete in its most i mportant aspect, its occupational distri­

bution."3 Since Dav ies' data are complete for only 8 of the 

18 departments, they also were deemed to b e an inadequate 

information base for this study . 

Neither Davies nor this researcher was able to find 

evidence of any other studies of the geographical distribu­

tion of the B.C. Public Service. The Public Service Commis­

sion has not condu c t ed similar work , nor in fact does it 

have the necessary information in its computerized databank. 

Some departments h a ve conducted s tudies o f t heir own geo­

graphic patterns, b ut the se v a ry c onsiderably in format a n d 

quality, as we ll as generally not bein g a vailab le to non-

governmenta l researche rs. Sinc e t he distribution of 
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provincial governmen t e mp loy men t in B.C. is not r eporte d b y 

d 
Statistics Canada, · any other research would nee d to have 

used data gathered from department al sources. According to 

the personnel directors contacted, no other researchers have 

requested similar information. Therefore, it is assumed 

that no other studies have been conducted or are underway. 

Similar research in other jurisdictions have tended to 

be prescriptive rather than descriptive. A goal of "decen­

tralization" (taken as increased dispersion) is defined, and 

studies are conducted to determine which administrative units 

may be candidates for dispersal. 5 Such studies usually 

involve intensive analysis of in f ormation flows, and require 

considerable co-operation on the part o f the administrative 

units under study. When such analy sis has been conducted 

outside of the publice service, it has been done as contract 

research, and conducte d under t h e auspices of the sponsoring 

agency. 

B. Methodology 

There appears to be no mode l for a quantitative descrip­

tion of patterns of dispersal a n d/or spatial d e centralization 

of organizations. Therefore a me t hod has been developed 

which should prov i de information a s to the k inds and variety 

of spatial patterns f oun d in various admi n istrative branches 

of the B.C. p ublic s e r v ice. The p roce ss b egins b y 

selecting a sample of administrative branches. In the 
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branches sampled, each administrative employee is categorized 

as to geographic location, and level of decision-making 

authority. Assignments of level of authority are based on 

the standardized Public Service Commission classifications. 

Indices of dispersion and spatial decentralization are 

developed for each branch and these are plotted on a graph. 

The resulting scatter diagram should reveal if there is a 

relationship between the two variables in the branches 

studied, and clusters on the graph should indicate which 

branches share common spatial patterns. This procedure is 

explained in greater detail in the remainder of this cahpter. 

C. Sample Selection 

The British Columbia Public Service is too large an 

organization, with too many diverse programs, to be adminis­

tered as a single monolithic agency. The functions of 

government in B.C., as in most governments, are allocated 

to a number of departments (now called ministries in B.C.), 

each headed by a member of the ruling political party, and 

to a variety of non-departmental agencies, generally headed 

by an appointed board or commission. While some departments 

have clearly definable roles, and can be treated as "single 

purpose agencies," other departmen ts are responsible for a 

miscellaneous assortme n t of often unre lated prog rams (such 

as the Provincial Secre tary a n d Attorney General Departments). 

Even the so-called single purpose departments, such as 



19 

Agriculture or Health , can contain branches or programs with 

little or no relationship to the other activ ities of the 

department. This makes it difficult to group departments 

into even broad functional categories. 

Departments, in turn, are divided into smaller adminis-

trative units. The next level of organization is called a 

branch in this thesis, although in practice the name given 

to them may be branch, bureau, secretariat or division. As 

a rule, branches tend to have a more clearly defined organ­

izational rationale than departments, and they can be treated 

as single purpose agencies and classified into functional 

categories. 

The provincial government is composed of about 200 

branches and about 32,000 individuals. 6 Because of the size 

of the Public Serv ice , only a sample of the branches is 

studied in this thesis. The governmental units studied are 

a stratified sample of those branches listed in the 1976-77 

provincial Es timates , and engaged primarily in administrative 

activities. A random sample of six branches is taken from 

each of the following five categories: 

(1) Departmental Admini s t r ation and Planning : These include 

administrative support and policy formulation branches, 

and other branche s which provide intradepartmental 

administrative and co-ordinating serv ices. 

(2) Services for the Public Organi zati on : Under this he ad-

ing several functions are merged rang ing from central 
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purchasing to cross-departmental planning and co-ordin­

ating. These are branches which provide administrative 

services to a number of departments. 

(3) Resource Management and Development : This includes 

branches involved in conservation, management, develop­

ment and promotion of natural resources and primary 

industry. 

(4) Development and Protection of Human Resources : Includes 

administrative units involved in the protection of 

rights, and the development of personal growth of indi­

viduals. 

(5) Regulatory Agencies : Includes branches whose primary 

functions relate to the enforcement of regulations 

governing the act i ons of individua l s or non-governmental 

agencies. 

Categories of branches which are not sampled or studied 

include: 

(6) Mini s ters ' and Legislative Offi ces: These are not 

studied because they are locationally determined by the 

ministers' legislative and political roles. They are 

all located in Victoria, with no field s t aff. 

(7) Non - Admini s t r ative Branches: This includes those 

branche s whose primary function s are the production of 

materi al output , or a dis tribut ive or othe r service, 

rather than the processing of information (i.e., 

Government Buildings Main tenance, Courts, Liquor Control 



Board, etc.). 

(8) Votes with Yo Public Service : Include those comrnis-

sions, crown corporations, or other administrative 

un i ts which are funded by grants or subsidies rather 

than through standard public service budgeting pro-

cedures. These are excluded because many of their 
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employees are not categorized into the standardized 

system of job classifications used by the Public Service 

Commission. 

(9) Research : These are branches which are solely concerned 

with research, and which generate information to be used 

or distributed by other branches in the government. 

These branches are not directly involved in the "line'' 

decision-making of their departments. 

(10) Small Branches : Includes those with fewer than 20 

established positions, or less than $300,000 total 

salary and wages as reported in the 1976-77 Estimates . 

(11) Facility or Regional Management : Includes those 

branches whose authority or scope is not province-wide 

(such as the Islands Trust, or the Creston Valley Man­

agement Authority) and those branches whose sole or 

primary duty is to manage a single facility or comple x 

of facilities (e.g ., Governmen t House or a hospital). 

These can be assumed to be locationally determined by 

the location of t he fac ility or region man a ge d. 

(12) Miscellaneous : For those few branches which cannot be 
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included in any of the above categories. For example, 

this category includes the Department of Recreation and 

Conservation's California and London offices, and the 

Finance Department's Taxation Administration Branch. 

All branches are assigned to one of these twe lve categories 

based on the descriptions o f their programs contained in the 

1976-77 Esti mates . Since these categories are not mutually 

exclusive, if a branch could be included in more than one 

category, the latter seven categories which are not to be 

studied take precedence over the first five. 

More information about the sarapling procedure, and a 

list of all assignments of branches to categories are included 

in Appendix A. 

in Table I. 

Those branches selected for study are listed 

D. Analysis o f Di s pe rs al 

The location of each administrative employee in the 

branches studied is available from records in the departmen­

tal personnel offices. For each branch the number of 

employees is aggregated into four locational categories: 

Greater Victoria; Greater Vancouver; the regional centres 

(Kamloops, Kelowna, Nanaimo , Nelson , Prince George); and 

other communities. The regional centres were defined by 

their population size and their identification as common 

r egional headquarters locations for departmental field 

offices. 7 Suburbs of Victoria, Vancouver and the regional 



TABLE I: BRANCHES SELECTED TO BE STUDIED 

I. Departmental Administration and Planning 

Attorney General: Administration & Support 
Highways & Public Works: General Administration--Highways 
Environment: General Administration 
Human Resources: Departmental Administration 
Labour: Dept. Administration & Support Services 
Recreation & Travel : General Administration--Travel 

II. Services for the Public Organization 

Attorney General: Legal Services to Government 
Finance : Controlling and Audit Branch 
Finance: Purchasing Commission 
Highways & Public Works : Construction of Public Buildings 
Provincial Secretary: Queen's Printer 
Provincial Secre tary: Public Service Commission Administration 

III. Resource Management and Development 

Agriculture: Ge neral and Financial Services 
Attorney General: Land Registry Services 
Environme nt: Water Resources Administration 
Forests: Forest Protection Program 
Forests: Range Management Program 
Mines and Petroleum: Petroleum Resources 

IV. Development and Protection of Human Resources 

Attorney General: Corporate , Financial and Regulatory Services 
Consumer Services: Community Programs Branch 
Health: Hospital Programs 
Labour: Manpower Training and Development 
Provincial Secretary: Library Services 
Provincial Secretary: Provincial Eme rgency Program 

v. Regulatory Agencies 

Agricul ture : Special & Regulatory Services Program (ex. Youth) 
Attorney General: Liquor Control a nd Licensing Board 
Consumer Services: Trade Practice s Branch 
Highways & Public Works: Safety Inspection 
Transportation & Communication: Ensineering 
Transportation & Communication : Weigh Scale 

23 
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centres are included in the urban area if the office is 

located within the Census Metropolitan Area (Victoria, Van­

couver) or Census Agglomeration Area (the regional centres). 

Dispersal can be analyzed in a number of ways. First, 

a simple index of dispersion can be calculated for each 

branch, as the proportion of employees outside the Greater 

Victoria area, or outside the Greater Victoria and Vancouver 

areas. This method is comparable to that used by Bowland 

and by Hodgetts in their studies of the Canadian Federal 

Public Service. 8 These studies distinguish between employees 

working in Ottawa (or more precisely, the National Capital 

Region) and all federal employees working in other locations. 

The "percentage outside'' is used by Hodgetts as a simple 

indicator of dispersal for comparing the geographical pat­

terns of departments. 

The 1974 ELUCS survey indicates that of the whole 

provincial public service, 26.6% work in Victoria, 34 % in 

Greater Vancouver, 14.4% in the regional centres, and 25 % 

. h . . 9 in ot er communities. Thus, British Columbia has two oper-

ational centres, Victoria and Vancouver, and two indices can 

be calculated--to reflect dispersion from Victoria, and from 

the urbanized southwest corner of the province. 

Such a simple index, however, does not reflect differ­

ences between branches that are dispersed to regional centres 

and those dispersed through the entire province. Another way 

to analyze branches is to display the information graphically, 
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comparing the proportion of employee s in Victoria-Vancouver, 

the regional centres, and other communities. Each graph can 

then be compared to the provincial totals, and to the average 

pattern of dispersion for the sample of six branches in its 

functional category. 

thetical situation. 

Figure 1 shows the graph for a hypo-

A third index of dispersion is developed by calculating 

a least-squares regression line for the data in the graph. 

Since minimal dispersal would be 100 % of employees in 

Victoria-Vancouver, or a slope of -50 (assigning values to 

Victoria-Vancouver, the regional centres and other communi­

ties of 1, 2 and 3 respectively), and maximum dispersal 

would be all employees in the other communities, with a 

slope of +50, the slopes can be converted to a Oto 1.0 

scale by adding 50 to the slope and dividing by 100. Thus, 

the formula for this index of dispersion based on the linear 

regression line is: 

Index = 

3 

L 
i=l 

X y 
i i 

3 

02 
X 

XY 

+ 50 

100 

where: X. = values for Victoria-Vancouver, regional centres, 
i 

and other communitie s (1, 2, and 3); 

Y. = total employees at each locational category. 
i 
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E. Mea s u r em en t of Authorit y 

Job evaluation is a process of analyzing and assessing 

the nature of jobs and of rankingthemhierarchically accord­

ing to predetermined criteria, in order to provide an objec­

tive basis for remuneration. Dr. Thomas Paterson has 

developed a method of job evaluation which uses the kinds of 

decisions which a job entails as the basis for a hierarchic 

classification. 

Traditional l y, job evaluation has been based on a number 

of factors such as skill required, difficulty of work, level 

of responsibility, experience needed, working conditions and 

any other variables which may justify differences in pay. 10 

In the 1950s Dr. Elliott Jaques of the Ta vistock Institute 

developed a system whereby only one variable is considered 

in establishing remuneration--individual responsibility as 

measured by time span of discretion (defined as the maximum 

period of time that would elapse under each job's particular 

conditions of review, during which the employee is authorized 

and expected to exercise judgement in discharging the respon­

sibilities allocated to him). Jaques defines work as "the 

totality of prescribed and discretionary acti v ities that a 

person does in discharging the responsib i litie s he has con­

tracted to undertak e in order to earn a living . Moreove r, 

concealed within t h e statement-- in the prescription for 

measuring level of work--is t h e not i on th a t what is e xperi­

enced as one's level o f work has only to do wi th the use of 
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discretion and judgement, and has nothing whatever to do 

with the prescribed content of one's work. 1111 Thus, under 

Jaques' definition, it is reasonable that the amount of 

discretion that an individual has, in other words his level 

of responsibility, should be the single basis for job pay. 

Discretion and responsibility are sufficiently ''real" 

phenomena that organization members will agree that they 

exist, and may be able to agree on rankings of jobs accord­

ing to these characteristics, however they are abstract 

concepts which are impossible to measure directly. Jaques, 

however, found a coinciding variable--time span of discre­

tion--which he advocate d as the basis of equitable job 

payment. 

Dr. Paterson, in his research on decision theory, found 

that decisions do not only differ as to degree of importance, 

but also d i ffer in kind as one ascends the organizational 

h . h 12 ierarc y. Executives make poli c y decisions, senior 

management works out the programming of the policy, section 

heads (middle management) interpret the program, and skilled, 

semi-skilled and unskilled employees determine the process e s 

to be used, the op e r at ion s that constitute the process, and 

the elements of the operations. 

Paterson has deve loped a series of six categories, 

called decision bands, which re f lect the se differences in 

kinds of decisions. The band s a nd their chara cteristics are 

shown in Table II. (Paterson's method also provides bases 
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for grading and s ub-grading within the bands, but these are 

not used in this study .) Since authority has already been 

defined as "the right to make decisions" 13 the Paterson 

method can also be used for classify ing levels of authority. 

The Paterson classification system has parallels in 

other job evaluation systems. Table III compares the 

decision bands to their counterparts in classification 

systems developed b y the British Institute of Management 

(BIM), the Institute of Office Management (IOF), the U.S. 

Public Service (GS Schedule), Dr. Lucien Cortis (for Castel-

lion Breweries), Dr. Jaques (Time-span method), and four of 

h . f h 'd h 14 t e categories o t e Hay-MSL gui e cart. The Paterson 

method has been applied as the basis for pay scales with 

reported success by the Rhodesian Ci vil Service, was recom­

mended by the British National Board of Prices and Incomes 

for the nursing profession, and has been e xperimented with 

by the British Steel Corporation. 15 In British Columbia, 

16 the method is used by the City of Kamloops. 

The method has some serious drawbacks, however, as a 

practical basis for job remuneration. Salaries must be 

adjusted to make allowance for such factors as labor scarci­

ties in job classifications, overtime work by salaried 

employees, difference s in working conditions, as well as 

numerous other matters which influence employee satisfaction 

but do not vary with authority . Especial ly i n gradin g and 

sub-grading wi thin decision bands, the s y st em relies heavily 



TABLE III: COMPARISON OF DECISION BANDS TO OTHER METHODS OF JOB EVALUATION 

Jaques Hay-MSL Guide Chart 

Bands 
BIM US Pub. Serv. 

Castellion Time-Span Skill 
Job Zones 

IOM 
GS Schedule Breadth of 

Ranks Education 
Problem 

Training 
Know-How Solving 

E I-II 14 5 V H 

GS 14,15,16 
13 D III-IV 

17 , 18 
4 G,H IV F,G 

GS 9,10 , 11 
10-12 2-3 C V-VII 

13 
E , F III E 

B VI2-VII F GS 5,6,7 , 8 7-9 D II D 

A C,D,E GS 2 , 3 , 4 4-6 1 C C 

I 

0 A, B GS 1 1-3 A, B A, B 

*Page 
27 45-50 57 90 103 109-110 llO 112 

No s . 

*Source: Paterson, Job Evaluation, 2 vols. (London: Business Books, 1972). 
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on subjective judgement by one pe rson--the job analyst, and 

the system has not been enthusiastically received by organ­

ized labor. Howe ver, for purposes of this thesis, the method 

provides a usable scale for the measurement of authority. 

F. Ana lysic o f S~atial Decentralization 

The information necessary for analysis of spatial dis­

tribution of authority is available from the departmental 

personnel offices. The job classification of each adminis­

trative employee in the branches studied is recorded with 

its location. A uniform system of job classification is 

used by the Public Service Commission, so that theoretically, 

individuals in different departments who have the same job 

classification have the same or similar levels of authority 

and responsibility. Officials at the Public Service Commis­

sion maintain consistency in the application of the classi­

fications by periodic reviews of job descriptions and the 

actual work performed, and by scrutiny of classification 

appropriateness by the B.C. Government Employees Union. 

While some of the departmental personnel officers argue that 

there is more inconsistency than the Public Service Cow.mis~ 

sion would like to admit, the classification system is the 

best method of comparing departmental delegation of authority 

short of in-depth analysis of branch and individual authority. 

The general job classifi cat ions ut i lized in the Public 

Service of British Columbia have been assigned to decision 



bands by a jury of three senior Public Service Commission 

ff . . l 1 7 
0 lCla S. The three individually assigned each of the 

administrative classifications to a decision band based on 
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the band dessriptions in Table II. They also had Paterson's 

book available, but only one of the jury members used this 

as an aid in assigning classifications to bands. When the 

decision band to which a classification was assigned varied, 

final assignment was made to the band which was the closest 

to a simple arithme tic average, thus each classification was 

categorized to a single band. Figure 2 shows a comparison 

of the frequency of assignment to each of the bands for each 

of the jury members. There was considerable agreement as to 

the assignments, with 88.5% agreed upon by two or more of the 

jury members, but with complete consensus on only 19.0 %. 

The c lassification of each administrative employee in 

each branch studied can be converted to the appropriate 

decision band, with employees in each branch aggregated by 

location and authority level in a matrix, as is illustrated 

in Table IV. In order to describe quantitatively the pat-

tern of spatial decentralization, it is necessary to assign 

numerical value to the bands. Since there is no basis for 

such assignment provided by Paterson or by other decision 

theorists, various methods can be tried. The bands could be 

valued arithmetically , with O = 0, A= 1, B 2, C = 3, 

D = 4, and E = 5; in geometric progression, with O = 0, 

A= 1, B = 4, C = 9, D = 16, a nd E = 25; or in cubic 
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TABLE IV: DISPERSION/SPATI AL DECENTRALIZATION MATRIX FOR A HYPOTHETICAL 
BRANCH 

Victoria Vancouver 
Regional Other 
Centres Communities 

Band E 1 

Band D 3 4 

Band C 8 1 3 3 

Band B 7 2 5 6 

Band A 12 10 9 16 

Band 0 4 2 9 

TOTALS 35 15 30 25 
I 

progression, with O = 0, A= 1, B = 8, C = 27, D = 64, and 

E = 125. Note that in all cases band O is assigned a zero 

value since this band aggregates employees with little or 

no authority to exercise discretionary judgement. The 

arithmetic and geometric methods seem to understate differ­

ences in decision bands (the difference in authority between 

an executive and a clerical worker appears to be greater 

than 5 to 1 or 25 to 1), therefore the cubic progression is 

the basis for analysis in the next chapter. These values 

are multiplied by the number of employees at each location 

in each band, and incorporated in a spatial decentralization 

matrix for each branch . 

. As with dispersion, three indices of spatial decentral­

ization can be developed. Again, the first is the proportion 

outside Victoria (in this case, the proportion of the total 
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authority units in the branch); the second is the proportion 

outside Victoria plus Vancouver; and the third is developed 

from a linear regression line. In a manner similar to the 

index of dispersal, the slope of the regression line is 

converted to a Oto 1.0 scale. In the sample given in 

Table IV, using cubic values for the bands, the index of 

decentralization using percentage outside Victoria is .49; 

outside Victoria-Vancouver, .45; and based on a least-squares 

regression line is .29 

G. Comparis on of Branches 

The last step in the quantitative description of the 

spatial patterns of the public service administrative 

branches is to use the indices developed above as simple 

descriptions of the patterns for each b ranch, and to compare 

the branches. This can be done by using an index of disper­

sion and an index of spatial decentralization for each 

branch as co-ordinates to plot a point on a scatter diagram, 

and to analyze the pattern of 30 points on the graph. For 

the sake of consistency, dispersion is always on the X axis, 

and spatial decentralization is on the Y axis. 

There are three methods of developing indices of disper­

sion, and three methods for indices of spatial decentraliza-

tion, if only cubic value s are used . Thus, there are a 

total of nine scatter diagrams possible using the indices 

that are produced. However, o n ly three will be compiled 
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TABLE V: · DISPERSION/SPATIAL DECENTRALIZAT ION MEASURES STUDIED 

Dispe rsion 

Spatial Outside 
Outside 

Linear 
Decentralization Victoria 

Victoria-
Regression 

Vancouve r 

GEOMETRIC: 

Outside Victoria X 

Outside Victoria-Vancouver X 

Linear Regression X 

CUBIC: 

Outside Victoria X 

Outside Victoria-Vancouver X 

Linear Regression X 

( see Table V) . While other combinations also produce 

descriptions of the spatial patterns of the branches, they 

do not compare "like to like" with regard to measuring dis-

persion and spatial decentralization. It is not known which 

system provides the fairest basis for comparing branches, 

but since the linear regression method is the most sophisti­

cated measure used (utilizing as it does three rather than 

two variables), it is suggested that this combination should 

be the most reliable indicator of spatial patterns. 

There should be either a linear or curvilinear relation­

ship between the two variables, although there may be large 

deviation from the e xpected values . If a branch has a .00 

index of dispersa l , then obviously it should also have .00 

spatial decentralization. As dispersal increases, spatial 
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decentralization must increase (unless all dispersed employ­

ees are in the O decision band, which should be impossible 

since O level employees must, by definition, be closely 

supervised by an e mp loyee at a higher level). An appropriate 

line can be fitted to the scatter diagram, and a coefficient 

of correlation can be calculated. Branches below the line 

will be those with less than average authority per dispersed 

employee. If branches cluster on the scatter diagram accord-

ing to their functional categories, it would seem to indicate 

that spatial pattern is determined by branch function. The 

geographic patterns of the branches in the sample are com­

pared in the next chapter. 
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6The number of branches is from British Columbia, Esti ­
ma tes o f Reven u e and Expenditure , Fi s c a l Ye a r Ending March 31, 
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Tavistock, 1956), p. 85. 
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17Bill Findlay , Director of Classification Division; 
Hugh Chamberlain, Assistant Director of Class i fication 
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CHAPTER III 

DESCRIPTION OF SPATIAL PATTERNS: FINDI NGS 

A . Data Gathering 

There was surprisingly little difficulty in gathering 

the information necessary to describe the spatial patterns 

of the B.C. Public Service, although a few complications did 

arise. After the sample of branches to be studied was 

developed there was a reorganization of departmental respon­

sibilities, and a few of the branches in the sample were 

moved to other departments. One branch was merged with a 

counterpart in another department, so that the new organiza­

tion is a combination of what had been two branches. There 

have also been some intra-departmental reorganizations since 

the sample was selected, but in most cases the changes are 

only in the names of the branches. In these cases the new 

organizational entity which performs the same function as a 

branch in the sam~le was studied, and the new names are used 

in this and later chapters. 

Because the sample was taken from the government's 

1976/77 Estimates, and this is compiled in a standardized 

format which does not necessari ly coincide with the actual 

organization of the departments, two of the branches selected 

do not exist as i ndependent organizational entities. These 

41 
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are the departmental administration branches of the depart­

ments o:fHuman Resources and Highways. These departments are 

organized in a manner which does not differentiate between 

departmental administration and program delivery personnel, 

and it was necessary to simulate "Departmental Administration 

and Planning" branches by including in the list of branch 

employees only those who primarily perform administrative 

duties. The breakdown of these a gencie s into "administrative 

branch" and "program delivery branch " employees was done b y 

department personnel officers who were not familiar with the 

specific nature of this study. 1 It is f elt that this pro­

cedure minimizes the danger of sample bias that could have 

resulted had these branches been excluded from the sample, 

and of possible bias had this researcher assisted in deter­

mining which employees were to be included. 

One other problem emerged which was not as amenable to 

a simple solution. In conducting the analysis of spatial 

patterns it became obvious that one of the branches (Consumer 

Services; Corporate, Financial, and Regulatory Services) may 

have been misclassified into the Protection and Development 

of Human Resources category when it should have been con-

sidered as a Regulatory Agency . Since the discrepancy was 

brought to thi s researcher's attent ion because of the 

branch's rather unusual spatial pattern (unusual compared to 

other Human Resources or Regulatory branches), it is not 

felt that it is appropriate to remove this branch from either 



the sample or the sample category. Since many of the 

branches will be discussed as special cases for other rea­

sons, this branch is left in its original sample category, 

and will be discussed later. 

B. Pattern s of Di s p2r s ion 

43 

The sample of branches contained a variety of patterns 

of spatial distribution of employees. Table VI summarizes 

the dispersion data from the worksheets in Appendix B. Note 

that this sample of administrative branches is less dispersed 

than is the Public Service as a whole. All branches sampled 

had their headquarters in either Victoria or Vancouver, with 

Victoria by far the more prevalent location. For each 

branch, the three types of indices of dispersion are shown. 

The first of these gives the proportion of employees located 

outside the Greater Victoria area. Note that four branches 

are entirely located in Victoria, and two others have less 

than 5% of their staff outside the provincial capital. Only 

one branch has no staff in Victoria. Of all the employees 

in the 30 branches sampled, 55 % are located in Victoria (as 

compared to 9% of the B.C. population). 

The second index shows the proportion of employees 

located outside Victoria and the Lower Mainland area. In 

the branches safilpled, 75 % of a ll e mployees are in these two 

urban areas. This compares t o 56 % of the B.C. population 

which lives in these communit ies. Ten of the branches have 
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Branch 

1. At cornc y Genera l ; Administration & Support 
2. 2~vironment ; Gene ral Administration 
3. ,1 ighways: Ex,,cut i v0 & Snppor t 
4. Hu~an Re sources ; Ce ntra l & Prog ram Administra tion 
5 . La bor ; De partn~ ntal Admi n istration & Support 
6 . Re creation ; Gen e ral Administration 

AV ERAGE: Depa rtme ntal Admini s tra tion 
& Planni ng nranc hcs 

7. Atto rney Gc•ne ral ; I.ecpl Se r'!ices to Government 
B. Pin ancc; Co nt ro lling & Audi t 
9. F in t\nce ; l'urch.::isi ng Commis s ion 

10 . Public Works; Con s tructio n of Pub lic Buildings 
11. Public Sc r.vi c t: · ; Public Ser.v i ce C0rr1missio n , 

Adrr.inistration 
12. Publi c Servic e; Queen 's Printer , Administration 

AV ERAGE : Servi ce s to the Public 
Or ganization Branches 

1 ~ . ~g r iculture ; Ge n e ral & Financia l Se rvice s 
14. At t orney Ge ne r a l; La nd Re gi s try 
1 5 . Er. v i r o nr.1e nt; ~:a t e r Res ource s 
1 ~. Fores t s ; Fores ts Pro t e ction 
17. Foro ~ t s ; Ra n 9 e Ma nag~ mc nt 
1 8. ~i ne s S Pet roleum; Petroleum Resources 

l-.VERJ·.G J:: : l\c,s ource Ma nageme;nt & 

Pr otection Branches 

!.9 . C•)!"'\S u me r Sc.L ic e s; Commun ity Programs 
70 . C0 nsu rna r S0 r ice s; Corpo rate , Financia l , Regulatory 
21. ii"·:, l th; llo ;; p t.11 Prog rams 
22. La bo~ ; Job Tra ining & ~c~ loymen t 
2 3 . P-:b 1 i c Service; ?rovinc ial E111e rgency Program 
24. R~creat i on & Conservation; Libra ry Service 

AV ERAGE: Deve l o pment & Protection of 
Human Re s o urces Branches 

25 . Agriculture; Special & Regulatory Services 
26. Consume r Services; Liquor Control & Lice nsing 
27. Consumer ServicP. s; Trade Practices 
28. Hi ghways & Public Works Safety Inspections 
29. Transportation & Co~T.un c a t ion ; Engineering 
30 . Transportacior. & C0w~u~ c a tion; Weight Scale 

.".V.SRAGE : Regulatory 
/,gencies 

TOTALS: Al l Branches in Sample 

Headquarters 
Location 

Victori a 
Victoria 
Victoria 
Victoria 
Victoria 
Victoria 

Victoria 
Vi c toria 
Victoria 
Victoria 

Victoria 
Vic toria 

Victoria 
Va nc ouve r 
Victoria 
Victoria 
Victoria 
Victoria 

Victo ria 
Vic / Van 
Victoria 

Vancouver 
Victoria 
Vi c t oria 

Victoria 
Victori a 
Victoria 

Vancouver 
Va ncouve r 
Victoria 

I Outs ide Outside Linea r 
Victoria Vic/Van Regress ion 

Mctho<l Mctho<l Method 

. 29 . oo .00 

.00 . DO . 00 

.58 . 16 . 3 8 

.19 .09 . 07 

. 21 .00 . 00 

. 00 . 00 . oo 

. 35 .23 .19 

.00 . 00 . 00 

. 17 . 00 . 00 

.26 . 00 . 00 

. 02 .00 .00 

.2 5 .17 . 1 2 

. 00 .00 .00 

.14 . 03 . 02 

.54 .52 . 48 

. 80 . 30 . 17 

. 42 . 36 .19 
• 72 . 61 . 42 
• 8:J . 0 3 . 6 0 
.19 .19 .1 9 

. 64 . 40 . 27 

.14 .0 9 .05 

. 36 .0 0 . 00 

.04 . 02 .01 

.86 .14 . 07 
• 4 4 . 33 . 21 
.54 .39 . 32 

.35 .08 .05 

.BS . 67 . 60 

.43 .18 . .13 

. 49 . 24 .12 

. 92 .47 .37 
1.00 . 18 .14 

• 96 .80 • 72 

. 85 .54 . 45 
--
. 45 l . 25 . 19 ""' ""' 
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no personnel outside Grea ter Victoria and the Lower Mainland, 

and three others have fewer than 5% of their e mp loyees out­

s ide these communities. 

FIGURE 3. Cumulative distribution of B.C. population, total provincial 
government employees, and employees in sample . 
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Figure 3 s hows a comparison of the employees in the 

sample t o the total employees in the provincial public ser-

vice and to the total B. C. population . The distribution of 

total government e mployment is s omewhat similar to the dis­

tribution of population, altho ugh wi th more than proportion­

ate numbers of employees in Victoria and the regional centres, 
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and a less than proportionate number of employees in Vancou­

ver and the other communities. The distribution pattern 

from the sample bears no apparent resemblance to the other 

two patterns. Comparing this sample to the entire public 

service seems to show that while administrative personnel 

are concentrated in Victoria, non-administrative employees 

(as defined in chapter I) tend to be distributed more pro­

portionately to population. This concentration of adminis-

trative employees is particularly strong in three of the 

functional categories (see Figure 4) and found in a more 

moderate form in one other. Only one of the functional 

categories (number V, Regulatory Agencies) more closely 

resembles the distribution pattern for the population. 

The linear regression method index of dispersion veri­

fies this concentration of administrative employees. The 

index for the sanple is .19, while the comparable figures 

for the total population and the entire public service are 

.39 and .32 respectively, indicating that the sample is 

somewhat less dispersed than either the total public service 

or the population of British Columbia. 

C. Patt e r n s o f Decent r a liz a t ion 

Before looking at the pattern s of spatial decentraliza­

tion, it is interesting to e xa mine first the non-spatial 

distribution of authority in the branches studied. Remember 

that decentralization was def ined as the pattern of alloca-
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FIGURE 4. Comparison of cu.~ulative dispersion by functional category. 
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tion of decision-making authority in an organization, while 

spatial decentralization refers to the geographic pattern of 

such delegated authority. Table VII compares the average 

authority-units/individual in each branch, and in each func­

tional category. The ramifications of the differences 

between branches will be discussed more thoroughly in chap­

ter IV, but generally speaking a low average authority-units/ 

individual (AU/I) indicates low decentralization, or high 

centralization. The AU/Ls vary from 1.5 for the Department 

of Transport and Communication's Weigh Scale Branch to 25.5 

for the Forests Protection Branch. The averages of each of 

the functional categories are comparatively consistent, 

ranging from 8.7 to 13.0, and there are low and high branches 

in each category (with the exception of the Development and 

Protection of Human Resources branches which are consistently 

moderate). This would seem to indicate that there is little 

inherent difference in the possibility for decentralization 

between the various functional categories. For example, it 

is not possible to conclude that Resource Management branches 

must be decentralized even though this functional category 

has the highest average decentralization, since one of the 

branches in this category had an AU/I of only 3.4. 

The above discussion does not consider the s pati a l 

distribution of authority. The six indices of spatial 

decentralization for each branc h are shown in Table VIII. 

As with decentra l ization of a u thority there is considerable 



TABLE VII: AVERAGE AUTHORITY-UNITS PER I ND IVIDUAL, BY BRANCH AND 
FUNCTIONAL CATEGORY (USI NG CUBIC DECISION-BAND VALUES) 

Branch 
Total Authori ty Average Total Authority Average 

Employees Units AU/I Employees Units AU/I 

1 98 903 9.2 
2 65 1024 15.8 
3 516 7615½ 14 . 8 

1168 13,850 11.9 -
4 386 3245½ 8 . 4 
5 52 315 6.1 
6 51 750 14 . 7 

7 43 763 17.7 
8 162 2251 13.9 
9 93 295 3.2 

591 6,730 11.4 -
1 0 163 1853 11.4 
11 103 1390 13. 5 
1 2 27 178 6 . 6 

13 61 1019 16 .7 
14 285 1542 3 . 4 
15 130 1849 14.2 

673 8,774 13 .0 -
16 98 2398 24.5 
1 7 41 605 14 . 8 
18 58 1361 23.5 

19 22 204 9 . 3 
20 207 1947 9.4 
21 220 2569 11 . 7 

644 6,587 10 . 2 -
22 110 1273 11.6 
23 39 272 7 . 0 
24 46 322 7.0 

25 105 1320 12.6 
26 44 377 13 .1 
27 37 276 7 . 5 

548½ 4 , 770 8 . 7 -
28 205½ 1963 9.6 
29 22 433 19.7 
30 135 201 1.5 
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variation i n spatial decentralization between branches , with 

indices (linear regression, cubic method) ranging from . 00 

to . 58, but unlike non-spatial decentralization of authority 



'fAllLE VI II: I!'ID I CES OF SPATIAL DECEN1'1U,LI ZATION 

Branch 

1. At corne y Ge ne ral; Admi ni strat i o n & Support 
2 . ~nviro~ ~e n c.; General Adtnini sc ru tio n 
3. JJi :-Jh'v.'tl~' S ; E:•:CCl.lti v c & Support. 
4. if u:-:-. .:i. n Re so urces ; Cc n t r o l & Prog r a m Ad ministrat Lon 
5 . Labo r; Dcr .. urtr.1c ntnl ,'\dmi n istr.:1ti on & S upp o rt 
6 . He; cr.::...1 t io n ; G .. ! n c c-nl /\dmini ~L L·c.~ tion 

/ \VCH.AGi~: 01...! partmenta l l\c!n;ini.stration 
& Planni ny Br 3nch c s 

7 . ~ttor ncy Ge nera l; Legal Se rvices to Go ve rnme nt 
8 . Finance ; Controlling & Audit 
9 . F i n a r.cc ; F·u r cha!";ing Com.1liS5ion 

1 0 . Publ i c \ !0 1 k s ; Co nsc r uc t ion o~ Public Iluildings 
11. Pub lic S0 r v i ce ; Pub l i c S0r v ice Cow_11i ss ion 

l-.clr.-,inis tra t i o n 
12 . Public Sc r vic,~ ; Quee n' s Pr int e r, Ad ministration 

A'IER.-\GF.: : Se r v i ce~ to the P1.:b lic 
Or g3ni zatio~ Dr~nches 

13 . Aq r iCl\ ltu rc ; Ccn~ra l & Pin~ncia l Se rv i c e s 
l~ . A Lto~n0y C0 n 0 ral ; L~nd u~ ~i~ try 
15. Envi ron: ... f'! r. t; \•!.-i tc r Hc.:sourccs 
lU. F<;.1t...:~i L S ; r~ur1.:!iLS ['rOt(:Cti.on 
1 7 . Fo r ~12 t s ; Rc: :v3i:: t,;a n .:HJ i.;:mc n t 
l.O . ~tiriL~s Lind P,~tro l 0 um; Pctro l ~ um Re source s 

/\V ER\GE : RL:SO Urc e M.::tnC:HJ 0men l & 
Protec t i on Bra nc hes 

1 9 . C•:>ns u r.c r £crv i ce:s ; Cc n-.munity Progra ms 
20 . Co~, ,; •1:;u., r S0::vices ; Corporate , Fir.:rncia l & Reg ulatory 
'21 . Hec.l+:~; Hos pital Prog r ams 
2 2 . Laber ; J ob Tra i n i ng & E;~.p l o :;mc nt 
~3 . Pub l i c Sc r9icc ; Pro v i nc i ~ l Emorqc nc y Program 
:➔• ~~~ ~eu cio n ~ Conse rva t ion; Libra ry s e rvice 

l,V!::RAGE : Developme n t & Protection o f 
Huma n Resources Br<l nches 

25 . Ag riculture ; Spe cial & Reg ul a tory Se rv i ces 
~t . · c onsumer S2 rv i c cs ; Li quor Cont rol & Lic e ns ing 
27. Consume r Service s; Trade Pr ac tices 
23 . Hi ghways & Publ i c Wo r k s Sa fe ty Ins pections 
2 9 . Tr an s~orta tion & CorrJTtun c a t i on; Eng i neering 
30, Trans 2ortation & Commu n cation; We igh Scale 

AVER~GE : Reg ulatory 
Agencies 

hVERAGE : TC,T;,L SA.'IPLE 

Outsid e 
Victoria 

Gear. .. 

. 3 3 

. 0 0 

. 51 

.14 

. 2 5 

.o o 

• 34 

. 00 
• 33 
. 29 
. 0 2 

• 2:J 
.00 

. 17 

• 4 5 
. 79 
• 4 5 
• 7•1 
. 6 3 
.14 

. 59 

. 00 
• ·1 3 
. 0 3 
. 86 
, 20 
. 45 

. 34 

. 76 
• t.8 
. 4 8 
.91 

1. 00 
.9 0 

.81 

• 43 

Cubic j 
. 2 3 
. 00 
• 4 8 
. 10 
. 2 5 
. oo 

. 31 

.00 

. 3 2 
• 28 
.0 2 

. 20 

.00 

.17 

. 3 6 

. 30 
• 4 7 
. 7 5 
. 50 
.13 

• 5 4 

. 00 

. 41 

. 0 2 
• 8 6 
. 15 
. 41 

• 32 

.6 5 

. 39 
• 4 4 
. 91 

1. 00 
. 8 1 

.75 

. 39 
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. 00 

. 01) 
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. 00 
.oo 

• 2 3 
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. 00 
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. 00 

. 16 

.oo 

.0 5 

• 4 -1 
. 32 
. 39 
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. 6 3 
.1 4 

• 45 

. 00 

. 00 
• 02 
.1 2 
. 11 
. 31 

. 0 5 

• (,6 
• 2 2 
. 31 
. 40 
.10 
.7 5 

• 4 5 

• 25 

. I 
Cubic j 

. 00 

. 0 0 

. 38 

.01 

.00 

. oo 

. 2 1 

.0 0 

.0 0 

. 00 

. 00 

.14 

. 00 

.03 

• 3G 
. 34 
. 41 
. 63 
.50 
.13 

.41 

. 00 

. 00 

. 0 1 

. 09 

.09 

. 2 9 

.04 

.5 8 

. 18 

. 2 9 
• 27 
. 06 
.68 

.34 

. 21 

Lin(:U !" 
Rcc_;r e s s ir.)n 

Geo m. Cubic 

. 0 0 

.00 

. 32 

. 0 3 

. 00 
• 0 0 

. 18 

. 0 0 

. 0 0 

. 00 

. 0 0 
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. 00 
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. 00 
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. 00 

. 00 
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. 00 

. 00 
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. 00 
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. 00 

. 02 

. 33 

. 19 

. 2 1 

. 4 t, 

. 3 4 

. 13 

• 28 

. 0 0 

. 0 0 
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• Ou 
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• 0 3 

.53 
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there is also considerable difference between the averages 

of the functional categories, implying that there may be 

inherent differences in the potential for spatial decentral­

ization between the categories. The Services to the Public 

Organization, Development and Protection of Human Resources, 

and Departraental Daministration and Planning branches (with 

the exception of Department of Highways, Executive and Sup­

port Services and the Library Services branches) all are 

centralized in Victoria and Greater Vancouver, while the 

other two categories, with the exception of one branch, are 

more spatially decentralized. 

The indices developed by using values for the decision 

bands based on a cubic progression are consistently lower 

than those using a geometric progression. Since the cubic 

values accentuate differences in band assignments giving 

proportionately more authority-units to the higher levels, 

this would appear to indicate that there is a lower average 

level of authority per person in the dispersed locations 

than in .Victoria and the Lower Mainland. This is verified 

by comparison of the average AU/Is for each branch in Vic­

toria and the Lower Mainland, and the regional centres and 

other communities. This comparison is shown in Table IX. 

Only four branches, three of which are in the Resource Man­

agement and Protection catego r y , hav e higher levels of 

authority in the dis persed l oc ations. 



TABLE IX: AVERAGE AUT!{ORITY-UNITS PER INDIVIDUAL: CENTRAL VERSUS DISPERSED LOCATIONS 

Branch 
Victoria Regional Centres & I Difference 
'lancouver Other Communities 

1. Attorney General; Administration & Support 9.3 -- --
2. Environment ; Ge neral Administrat ion 15.8 -- --
3. Highways; Executive & Support 17.1 12.1 - 5.0 
4. Human Resources ; Cen t ral & Program Administration 
5. Labor; Departmental Adminis t ration & Support 
6. Recreation; Genera l Administration 

9.1 1. 2 - 7.9 
6.1 -- I --

14.7 -- --
7. Attorney General ; Legal Services to Government 17.7 -- --
8. Finance ; Cont~olling & Audit 13. 9 -- --
9. Finance; Purchasing CoITLmission 3.2 -- --

10. Public Works; Construction of Public Buildings 11.4 -- --
11. Public Service , Public Service Commission 

Administration 13.8 11. 8 - 2.0 
12. Public Service ; Queen 's Printer Administration 6. 6 -- --

13. Agriculture ; General & Financial Services 
14 . Attorney . Ge neral; Land Registry 
15. Environment; Water Resources 

22.6 

I 
11. 3 -11. 3 

5.1 6.1 + l. 0 
13 .1 16.2 + 3.1 

16. Forests; Forests Protection 23.5 25 .1 + 1. 6 
17. Fores ts; Range Management 43.4 3. 9 -34.5 
18. Mines and Petroleum; Petroleum Resources 25.2 16.1 - 9 .1 

19. Consumer Services; Community Programs 10.2 o.o -10.2 
20 . Consume r Services ; Corporate, Financial, Regulatory 9. 4 -- --
21. Health ; Hospital Programs 11. 7 8. 0 - 3.7 
22. Labor; Job Training & Employment 12.2 7.9 - 4.3 
23. Public Service; Provincial Emergency Program 9. 6 1. 9 - 7.7 
24. Recreation & Conservation; Library Services 8.1 5.2 - 2.9 

25. Agriculture; Special & Regu latory Services 15.9 10.9 - 5.0 
26. Consumer Services; Liquor Control & Licensing 13. 2 12.8 - 0.4 
27. Consumer Services; Trade Practices 7.0 9.0 + 2.0 
28. Highways & Public Works; Safety Inspections 13. 2 5.5 - 7.7 
29. Transportation & Communication; Engineering 22.7 6.3 -16.4 
30. Transportation & Communication; Weigh Scale 2.4 1. 2 - 1. 2 V1 

N 
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D. Di s pe rs ion/Spatial Decentralization Graphs 

With the indices of dispersion and spatial decentrali­

zation calculated, the next step is to plot the branches on 

a dispersion/spatial decentralization graph. This was done 

for each of the six combinations of indices studied, 3 but 

the different graphs substantially repeat similar information. 

Only one of these graphs, that using cubic band values and 

the linear regression method is discussed in this section. 

This graph is shown in Figure 5, and the other graphs are 

included in Appendix C. 

There appears to be a positive linear correlation 

between the two variables (dispersion and spatial decentral­

ization) that can be described by the equation y ~ .762x -

.002, shown as a solid line on the graph. If average 

authority per individual in dispersed offices was the same 

as that in the Victoria and Lower Mainland offices, the 

least squares line would be a 45° slope on the graph (as 

illustrated by the broken line). This repeats the relation­

ship demonstrated in Table IX, that only a few branches have 

authority proportionate to personnel in the field offices. 

This is not altogether surprising, but it is significant~ 

The few branches that do have proportionate, or greater than 

proportionate authority in the field offices, indicate that 

spatially centralized administration is neither inherent in 

a hierarchical organization, nor inherent in the measurement 

system used. 
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If a branch's personnel and authority were distributed 

in the province proportionately to population, the indices 

of dispersion and spatial decentralization (linear regres­

sion method) would be .39 (which is the index of dispersion 

for B.C.'s population). 4 Branches enclosed in the OABC box 

on the graph are those that are dispersed and spatially 

decentralized less than proportionately to population. Five 

branches are more dispersed than population, but in only 

three is authority spatially decentralized at or above this 

level. 

It had been expected that the points plotted for each 

branch might cluster according to functional category. Exam-

ination of the graph indicates that there is a slight ten­

dency to cluster, for example, the pattern of the Services 

to the Public Organization branches is clearly less dispersed 

and decentralized than that for the Resource Management 

branches, but it is not possible to enclose the clusters 

into mutually exclusive groupings. If the centroids for 

each of the functional categories are plotted (as in Figure 

6) a distinction between the Resource Management and Regula­

tory branches and the other categories becomes apparent. 

As was observed in the previous section, these two groupings 

differ significantly in spatial pattern from the other three 

categories. 



FIGURE 6 . Dispers i on/spatial decentra l ization graph o f f unctional 
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Ten branches have no personnel outside the Victoria and 

Greater Vancouver areas, and four others have indices of 

dispersion and spatial decent r a l i zat ion of less than .10. 

Four of thes e fourteen have pers onne l on ly in Victoria, but 

most hav e o pe ration s i n both urban areas. All e xcept two 

are headquar tered in the capita l city and one o f these two 
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has split headquarters in Victoria and Vancouver . Of the 

four branches with e mployees outside these two urban areas, 

three are dispersed to the regional centre level only. Of 

the ten branches with e mp loyees in both Victoria and Vancou­

ver, the average AU/Is for both cities are comparable (9.8, 

Victoria; 11.0, Vancouver). 

Ten of the fourteen are in the "Departmental Adminis­

tration and Planning" and "Services to the Public Organiza­

tion" categories, and the other four are "Protection and 

Development of Human Resource" branches. Of the first ten, 

only one, the Department of Resources' Central and Program 

Administration Branch, has any staff in the regional centres 

or other communities. This department is organized along 

what Hodgetts calls the "integrated-unitary rnodel. 116 In 

other words, the work of the department is spatially dis­

persed, and the organizational hierarchy parallels regional 

and district jurisdictions, with field management officials 

considered as part of the core of departmental administration 

(as distinct from forming a separate "field operations" 

branch). This pattern is unusual for the B.C. Public Service, 

where generally field operations are treated as just one 

aspect of the departments' busine ss. In the Department of 

Human Resour ces, field managers, administrators, and clerical 

personnel (but not program delivery personnel, s uch as 

social workers) are considered to be in "Departmental Admin­

istration and Planning." Even so, these field officials 
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appear to have little discretionary authority, since policy 

guidelines are clearly and thoroughly established at head-

quarters. It should be noted that the ratio of administra-

tive to program delivery staff in the field offices is also 

quite low. 

One branch, Consumer Services' Community Programs 

Branch, has only three employees outside of Victoria, and 

all of these are band o. Since it is impossible by defini-

tion, for band O e mployees to work without close supervision, 

these are either misclassified or they are supervised by 

employees from another branch. The latter appears to be the 

case. Only two branches of the Department of Consumer Ser­

vices were included in the sample, and both are entirely 

d . . . d 7 locate in Victoria a n Greater Vancouver. This concen-

trated/spatially centralized pattern appears to be primarily 

due to the newness of the department, and field offices are 

gradually being established, starting in the larger urban 

areas. 

The Hospital Programs Branch is concentrated in Victoria, 

with both indices being .01. This is because the role of the 

branch is not one of program delivery, but rather provincial 

administration. The bulk of the responsibility and authority 

for delivery of hospital programs is at the individual hos­

pital level, in the hands of Hos p i t al Boards, Regional 

Districts, and the administrato rs and boa r ds of individual 

institutions. The role of this branch is to disburse funds 
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to the hospitals a nd local authori ties, and 99.2 % of the 

branch's budget is allocated to o perating and capital grants. 

Thus, administration of delivery of the service that this 

branch is associated with is much more dispersed and decen­

tralized than it appears, but this is accomplished through 

devolution to semi-autonomous local authorities rather than 

through delegation within the provincial public service. 

The one branch which presents an anomaly as to why it 

is so concentrated is the Department of Labor's Job Training 

and Employment Opportunities Branch. The bulk of this 

group's employees are involved in program delivery; in fact, 

about one-half of them are apprenticeship counsellors. · One 

would expect that the need for such counselling would be 

distributed through the province approximately proportion­

ately to population, yet this branch has only 14 % of its 

personnel in the regional centres, and none in the smaller 

communities. This branch does co-ordinate efforts with a 

counterpart in the Department of Education, and perhaps more 

of the field responsibilities are allocated to this other 

department, but in discussions with Department of Labor 

personnel, no reason was given for this branch's concentra­

tion in Victoria and Greater Vancouver. 

F. Disp ers ed/Spatiallµ De ce ntrali z ed Br an c he s 

The six teen remaining branches, with indice s of disper­

sion and spatial decentralization greater than .10, vary 
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considerably in spatial pattern. Twelve of the sixteen are 

"Resource Management and Development" and "Regulatory Agen­

cies," accounting for all of the branches in these two 

functional categories. Thus, it would appear that the 

nature of these two categories dictates that some dispersal 

and spatial decentralization must take place. In these two 

categories the differences in authority level between head­

quarters and the field offices varies more than in the other 

three categories and in four of the twelve branches the 

authority units per individual in the regional centres and 

smaller communities are higher than in Victoria and Greater 

Vancouver (see Table IX). Consequently, depending on the 

specific duties of the branches, it appears that the roles 

of the field offices in these categories tend toward the 

extremes of either lower level clerical information process­

ing with little discretionary judgement exercised in the 

field, or the exercise of fairly high level discretionary 

judgement by senior level personnel. These extremes are 

epitomized by the Department of Transportation and Communi­

cation's Weigh Scale Branch, where 96% of the field employees 

are band A and all others are band B, and the Forest Protec­

tion Branch which has 80% of its band C level or higher 

employees away from its Victoria headquarters, or the 

Petroleum Resources Branch, which has an executive level 

(band E) employee in Charlie Lake . 
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It is rather surprising that only two of the six 

"Development and Protection of Human Resources" branches 

have larger than token field administration structures. The 

four which are not dispersed were all discussed in the pre-

vious section. The Library Services Branch is distributed 

approximately proportionate to population, and this seems to 

be appropriate to the role of that branch. The Provincial 

Emergency Program is concentrated in Victoria and the 

regional centres. The Public Service Commission Administra­

tion Branch (a "Services to the Public Organization" branch) 

was only just barely dispersed and spatially decentralized 

enough to not be categorized as a concentrated/spatially 

centralized branch as were the others in its category. 

The departmental administration branch of the Department 

of Highways is organized along similar lines to that of the 

Department of Human Resources, except that considerably more 

discretionary judgement is expected of administrators in the 

service districts and regions. Within limits of an overall 

budget and general policy guidelines, managers of district 

offices make decisions as to the allocation of their resources 

in response to local conditions without seeking the approval 

of their superiors. Officials of the Department of Highways 

claim that this branch has more discretionary authority in 

the field offices than any other department, and this 

researcher found no evidence to t he contrary. The branch 

has an executive level (band E) ma nager in each of the 
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regional centres and one in the smaller communi ty of Terrace 

(which is one of their regional headquarters). The personnel 

of this branch is dispersed almost e xactly proportionately to 

population in the province, with a linear regression index of 

.39, although its index of spatial decentralization is only 

.28. This is also the largest branch studied, with 516 

employees. 

G. Chan ges in Spatial Patt er ns 

Although this study is meant to present a static picture 

of spatial patterns in the public service, it is recognized 

that such patterns are the product of continuing administra­

tive and political processes of distribution and adaptation. 

The next three chapters will discuss various factors which 

influence and are influenced by the distribution of adminis­

trative personnel and authority. However, before examining 

these factors, it may be useful to give a broad overview of 

the changes in distribution patterns which have taken place 

over time, and which are now taking place. Most of the 

information in this section was gathered through informal 

interviews with administrators in the government, and repre­

sents their impressions and perceptions of change. 

The Province of British Col umbi a was originally made up 

of two British Crown Colonies, with capitals in Victoria and 

New Westminster. When they were merged , Victoria was selected 

as the provincial capital, and administration was consolidated 
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in that city. The government was very centralized in Vic-

toria at that time, in spite of the primitive cowmunication 

and transportation systems. Field operations were generally 

handled by travelling government employees who were based in 

Victoria. As the dispersed settlements gained stability and 

permanence, government agents were assigned to specific com­

munities. At first, with the exception of law enforcement, 

surveying, and other specialities, the provincial government 

was represented in the dispersed communities by a single 

"government agent." The government agent administered all 

matters pertaining to the provincial government, and was 

expected to deal with each of the central departments, 

although his primary responsibility was the collection of 

taxes, and officially he was assigned to the Department of 

Finance. This system, in a modified form, continues to 

exist today, and government agents represent the government 

. 51 . . 8 in communities. This system in Canada is unique in 

British Columbia, and in many ways represents an organiza­

tional "dinosaur!' reflecting the administrative patterns of 

British colonial rule of the Victorian era. The government 

agents, in addition to their Department of Finance duties, 

seem to function as provincial "ombudsmen" in the more 

remote communities of the province. 

As Vancouver has developed as the dominant urban centre 

of the province, many branches and parts of branches have 

been moved to that city. Originally these were units that 
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handled the more routine functions. In interviews with many 

provincial administrators (only those based in Victoria were 

interviewed, however) it was stated that they felt that more 

and more there is a tendency for higher level decision-making 

functions to move to that city. The movement process was 

particularly rapid in the early 1970s, but generated little 

concern because the provincial government was expanding 

rapidly under the NDP administration. Recently, with a 

softening of the provincial and local economy , Victoria 

residents have started to become more aware and concerned 

about this movement of jobs away from their city. 9 

There is a general feeling among the administrators 

interviewed that this movement of offices to Vancouver will 

continue , but that its effects may be somewhat counterbal­

anced by a continuing trend toward more centralization o f 

authority to the highest administrative and political levels 

of government. This movement toward greater centralization 

brings authori ty to Victoria where most of the higher level 

administrators, and all of the ministers' offices are 

located. This trend seems to have accelerated recently due 

to particularly stringent budget controls since 1974, and 

in spite of government rhetoric advocating "decentralization." 
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H. Footnotes 

1They had b een assigned the task by their supervisors, 
who were of course aware of the nature of the study. 

2British Columbia, ELUCS, "Re source Management Regions 
Study"; and Canada, Statistics Canada, "Census 1976: Popula­
tion by Census Divi sions and Subdivisions" (Publication No. 
92-805, June 1977). 

3As shown in Table V and its accompany ing text. 

4statistics Canada, "1976 Census." Figures shown in 
Appendix C. 

5using unweighted averages. Figures shown in Appendix 
C. 

6 Hodgetts, Canadian Public Service ~ chapte r ten. 

7 Except two band O employees in Kamloops and Prince 
George. 

8British Columbia, Public Se rvice Commission, Staff 
Training Division , Or gani zati on o f the B. C. Public Servic e : 
1 977 -19 78 (Victoria: Public Service Commission, 1977). See 
the section on the Department of Finance . 

9see, for example, "Mair, Barber Clash on Transfers," 
Victoria Times ~ 23 November 1977, p. 20; and Monday Magazine ~ 
Special Supplement: Victoria's Economy, 31 January 1977. 



CHAPTER IV 

DECIS I ON- MAKI NG AND DELEGAT ION OF AUTHORITY 

A . Introduction 

Chapters II and III discussed the method and f indings 

of an analytic description of the spatial patterns of dis­

persal and spatia l decentralization in the B.C. Public 

Serv ice. The ne xt t wo c hapters are concerned with the 

theoretical aspects of the development of these spatial 

patterns. This c h apter is concerned with non-spatial aspects 

of decision-mak ing and delegation of authority within a bur­

eaucracy, and Chap ter V adds a spatial dimension to this 

discussion. 

While it is recognized that the spatial and organiza­

tional distribution of staff and author i ty are influenced by 

personal and political factors, these chapters will describe 

organizational behavior under ass umptions of rationality 

similar to those used in the study of economic behavior. 

Thus, in these nex t two chapters it is assumed that person­

n e l and authority are distributed in such a manner as to 

a chieve organizational objectives as effectively and effi­

c iently as possible . The organization is also assumed to be 

pe r f orming sole l y a dministrative (in forma t ion processing) 

t asks, a l l of wh i ch r e late to the making o f d ecisions. In 

66 



other words, this theoretical discussion relates to the 

"perfect form" of an administrative organization. 

B. De f inition o f Decision- Making 

67 

Organizational decision-making is the process of select­

ing from among alternatives the action which will be taken 

b h 
. . 1 y t e organization. The decision-maker acts in the name 

of the organization, and must be empowered to so act. This 

is done through the delegation of authority. As defined in 

chapter I, authority is the right of an individual to make 

decisions on behalf of the organization, such rights having 

been consciously d e legated to that individual by merit of 

his or her position in the organi zation. Decision-making is, 

therefore, the e xercising of authority. It is possible for 

an individual to make organizational decisions without 

properly delegate d authority, and in many cases such unauthor­

ized actions may be necessary to the effective performance of 

the organization, 2 but for the purposes of this analysis it 

is assumed that all organizational behavior is determined by 

the exercise of authority. 

In the strict application of the above definition of 

authority, the decision-maker must select from among alter-

native s. In other words, he mus t hav e a choice of actions 

to s e lect from. In many situation s the actions of organiza-

t i ons are pre - d e termi ne d res ponses to ant icipated stimuli. 

In these cases the a gent for the organization who initiates 
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the action does so not as a choice from among alternatives, 

but by application of a rule, regulation or policy which 

determines what the appropriate response is to be. Hence, 

the "decision" as to what action is to be taken has already 

been made before the situation arises, and usually has been 

made by someone other than the person who initiates the 

organizational action. Such pre-determined responses are 

loosely called "policies," and the person who applies the 

policy is, strictly speaking, not making a decision but pro-

cessing information. However, many authors include such 

action-initiation under their def i nitions of decision as 

"programmed decision s," and this analysis will also include 

h 1 d f f d . . k" 3 t ese as a ower or er orm o ecision-ma ing. 

C. Decisio n- Makinq Medel 

Both programmed and non-programmed decisions can be 

diagrammed in a similar manner (see Figure 7) using the 

familiar social science "black box ." The input to the deci-

sion is information. Often this information is data which 

have been specifically prepared for such decision-making, 

but input information also include s the "background" which 

the decision-maker applies to the task. The primary output 

of the decision process is the decision, or more accurately, 

the instruction that an action is to take place (or that 

inaction is to result). Notice that the output is not the 

action itself, b ut is another form of information, to be 
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communicated to others or to be acted upon by the decision­

maker. Thus the decision process creates new information 

which may be used in making other decisions. The original 

information is not destroyed by the process, so it too is an 

output (other models might consider it to be a catalyst) in 

the system. 

According to .Mouzelis, 4 there are a minimum of three 

elements in any simple decision system: (1) a "detector or 

sensor: which receives informat i on concerning the state of 

the variable being controlled; ( 2 ) a "governor or selector" 

wh ich makes d e cis i o n s based on application of the goals of 

the system to the information r e ce ived from the sensor, and 
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(3) an "effector" which executes the governor's decisions or 

orders. A fourth component which can be added for most 

decision systems is: (4) an information processor which 

stores, classifies and processes the information, and pre­

sents it to the governor in a form which facilitates deci­

sion-making, and preserves information for future use. 

These elements can be thought of as roles played by members 

of an organization, and any member in an administrative 

organization is likely to play all of these roles. 5 For 

some decisions an individual performs a l l four roles himself; 

for others he may perform only one or two. The amount of 

discretion in any of the roles may be severely limited or 

quite extensive. (For e xample, the "effector" may have con-

siderable discretion as to how he e xecutes an order or he 

may be constrained to a specific process.) The very word 

"discretion" indicates that a decision is to be made, so 

that within any role there can be other decision systems 

with parallel components. As one descends through the reso­

lution levels of the system (elements within elements of a 

system) the scope of the decision narrows, but the objective 

is always to complete a task which is an element of a higher 

level. At any given level, the goals are set by a higher 

leve l, and the objectives for each component are determined 

b y the gove rnor (o r d e cision-ma ker) at that leve l. 
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D. Oraanization Theory 

An organization is a complex network of decision-makers 

and their compiementary functions, whose actions are co-

6 ordinated toward organizational goals. The organizations 

studied in this thesis, and probably all complex organiza­

tions, are structured hierarchically, as shown in Figure 8. 

The diagram shows a four tiered hierarchy, with a consistent 

span of control (nurober of subordinates for each supervisor) 

of two. The goals of the organization and overall co-ordin-

ation are provided by the single indivicl.ual who occupies 

. . 7 h h h' tier I, alt oug event is "top level" of the model is 

likely to receive his goals from, and report to, a still 

higher authority level. Since this is an analysis of the 
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administrative branches of the public service, generally the 

top level in the o rganizations under study would be a deputy 

minister or someone who reports to a deputy minister. This 

general model can be applied to any organization, with 

adjustments made for the specific nature of the organization 

under study. 

In most organizations the span of control is likely to 

be greater than t wo, with four through seven subordinates 

being the most common spans of control in middle and upper 

level management tiers. 8 The number of tiers in an organi­

zation can also vary , but as a general rule managers prefer 

to have as few leve ls as possible. The four-tier, two-person 

span of control model in Figure 8 accommodates fifteen indi-

viduals. A four-tier organization with a six person span of 

control would accommodate 559 individuals. 

The reason f o r organization is the application of group 

effort to the achievement of shared goals. In an adminis-

trative organization this is accomplished by specialization 

and co-ordination of decision-making. In the organizational 

pyramid, or hierarchy of autho r ity, dec i sion-making is 

specialized in two dimensions--vertical l y and horizontally. 

Both types of specialization a llow more work to be accom­

plished than is possible b y a s ingle indi vidual, and permit 

greater ski l l and e xpertise to b e developed and e xercised by 

individuals. 
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E. Ve r ti c al Sve c iali z ation 

The translat ion of the goals of the organization into 

actions which (hopefully) attain the goals is done by steps. 

Goals are broken down into more specific objectives, and 

general strategies are developed which will attain these 

objectives. The strategies are in turn translated into 

"tactics" (perhaps called policy guidelines) which guide 

individual operating decisions. This could be diagrammed 

similarly to Figure 8 as a hierarchy wi t h tier I being a 

goal; tier II, objectives; tier III would be strategies; 

tier IV, tactics, and a fifth tier added to represent opera-

tional decisions and actions. This process of translating 

goals into actions can be called the decision hierarchy 

because at each level different kinds o f decisions are 

called for. Generally speaking, the higher level decisions 

are more important than the lower level ones because they 

have more impact on the way that the organization operates. 

The decision hierarchy does not coincide with the organiza­

tional hierarchy, but there are parallels, as were described 

in section II-E. 

Authority to ma k e de cision s on behalf of the organiza-

tion f lows from the top to the bott om. In the provincial 

public service a ut hority come s f rom the Leg is l a t ive Ass e mbly, 

through the cabinet and the depa rtments' mi n isters, to the 

d 
. . 9 

eputy ministe rs. Within t he a dministrative organization 

the top leve l individual (the executive) delegates most of 
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his authority to the next level (senior management), who in 

turn delegate most of their authority to the next level 

(middle management). The process of delegation does not 

absolve any individual of the responsibility for the deci­

sions which have been delegated, thus at each level the 

right to override the decisions of subordinates is main­

tained. 

For any potential decision situation, an administrator 

may choose to retain the decision-making authority by in­

structing his subordinates to "pass" such decisions "upll 

to him; he may choose to allow subordinates discretion on 

such matters by delegating decision-making authority; or he 

may establ i sh a rule, regulation, or "policy guidelines" to 

either determine subordinates' actions or to limit their 

choice of alternative actions. Patterns of delegation tend 

to become fixed over time even though a new individual may 

ff
. 10 

assume an o ice. 

The administrative organization is therefore structured 

such that decision-making is conducted at each level in the 

organization, but the breadth of discretion narrows as 

authority filters down through the hierarchy. In the lowest, 

or operational, levels discretion may be quite limited, with 

organization members more likely to be processing information 

(acting as programmed decision-makers) than e xercising dis­

cretionary judgement. 
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Administrators will generally choose to convert as many 

potential decision situations as possible into "programmed 

decisions" which can be acted upon by lower level personnel, 

and the authority to initiate the proper responses is then 

11 delegated. The authority to make decisions for which such 

programming is not possible is either retained by the deci­

sion-maker or delegated to subordinates. The decision to 

either delegate or retain such authority is often based on 

the perceived importance of the decision, or the risks 

involved should an incorrect choice be made. Decision 

importance can be given magnitude in at least three dimen­

sions: scop~ (types of activity controlled), scale (quantity 

of organizational resources controlled), and strength (com­

pleteness of control). While it is difficult to quantify 

the amount of authority that any individual may exercise, 

generally it can be assumed that those non-programmed 

decision situations for which authority is retained by an 

administrator are of greater perceived importance than those 

for which decision-making authority is delegated. 12 

Thus, in an administrative organization there is verti­

cal specialization of decision-making within the hierarchy 

of personnel. The predominant decisions associated with 

various levels vary not only in degrees of discretion and 

perceived importance, but also in kind. According to Pater­

son (who developed the "decis i on band" s y stem for measuring 

authority which was used in t h e previous two chapters): 



Take a one-man firm. (Th eory should app l y to a one-man firm 
as well as to a large corporation if it is a valid theory.) 
He sets out to make a living by manufacturing and selling, 
say, whistles. He has made a policy decision. To carry this 
out he plans, he works out how much money he needs and if and 
where he can get it, what machines he needs and how much to 
spend on them, how much for selling expenses, etc. He then 
gets brochures about machines and timber and goes and sees 
them. Within the limits of his planned budget he decides on 
the machines and timber, and on similar matters. He has made 
a unique decision in interpreting the plan of action--but he 
still hasn't begun to make whistles. The machine is mounted 
in the shed at the bottom of his garden and he works out how 
it is to be set up in order to drill holes in the wood; he 
decides the process, and having done so, puts in the drills and 
timber and operates the machine by a series of operations that 
constitute the process. Carrying out these operations he makes 
decisions on how fast he works, how his hand motions are con­
trolled, he decides on the elements of these operations.

13 
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The words put in italics by Paterson represent six hierarchic 

levels of decision-making. He argues that in larger insti-

tutions this pattern of vertical specialization is inevitable, 

allowing comparison of decision authority between individuals 

with widely differing tasks and kinds of decision responsi-

bility. It is this six tiered hierarchy of decision levels 

which was used to classify individuals in the British Colum­

bia Public Service as to the authority which they can exer­

cise. 

F. Horizontal Speci al ization 

Within a given level of the hierarchy the work of the 

organization is broken down into a number of parts (the 

number of parts coinciding with the span of control). 

Gulick14 lists four bases for such horizontal specialization; 

shared (1) purpose, (2) process, (3) clientele, and (4) place. 
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15 Hodgetts adds one more: (5) the use of common facilities 

or materiel. Both authors agree that such classifications 

may be of little value in studying existing organizations. 

"Theoretically, this type of analysis appears to be logical 

and useful; but the effort to apply it to an e x isting public 

organization reveals ambiguities in the concepts that make 

their application to real situations difficult and sometimes 

unproductive. 1116 Each of the above bases of horizontal 

specialization has advantages, and if one single base is 

used the advantages of the other four are lost. Most organ­

izations develop a blending of types of specialization that 

is adopted specifically for their unique needs. Over time 

any pattern of horizontal specialization can become outmoded 

and inappropriate as the roles and tasks of the organization 

change. Periodic reorganization is necessary for effective 

performance. 

One of the conceptual bases for specialization is 

" ., . . f . . d' . 17 place, meaning territory o Juris iction. This does not 

mean that any organization with field offices must be struc-

tured along geographic bases of specialization. Field 

operations can be administratively organized along many 

lines. These will be discussed in chapter V. 

G. Or ganizationcl Eff e c tiveness and Efficiency 

For any giv en d e cision s itua t ion there is, in theory at 

least, a single, best location in the hierarchy (i.e., an 
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individual) in a position to make the decision. The extent 

that an administrative organization is structured to make 

decisions in their optimal locations will, to a large part, 

determine the efficiency of the organization. Efficiency is 

defined in this context as the making of correct decisions 

at the locations in the hierarchy which incur the lowest 

total cost to the organization. There are two elements in 

this definition; that the correct decision must be made, and 

that this must be done at the lowest total cost. 

A correct decision, or more accurately the choice of a 

correct response to a decision situation, is one which maxi-

mizes the attainment of organizational goals. In the public 

service, goals are often poorly defined, or there is a 

multiplicity of goals of undefined priority. 20 Two common 

and overriding goals of public organizations are the main­

tenance of the appearance of effectiveness and "fairness" 

through consistency in application of policies. In the 

higher policy-making and planning levels organizations tend 

to be "satisficers," choosing only from among alternatives 

which promise returns of high visibility with little risk, 

while at lower organizational levels the goal of "fairness 

through consistenc y " necessitates that the organization be 

insured against variation from departmental or branch policy 

guidelines, through the programming of routine decisions. 

In either instance the "correct" choice o f action is one 

which is based on the value system of the government (as 
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interpreted by the minister), whatever technical information 

is necessary for the decision, and an appreciation for the 

impact that such a choice will have beyond the immediate 

decision situation. In order for an organization, or a 

specific decision, to be efficient it must first be effec-

tive. In other words, the ''correct" decision must be made. 

The second element of efficiency in an administrative 

organization is that decision-making must take place at the 

lowest possible total cost. Isard and Tung
21 

identify four 

categories of costs associated with decision-making: 

(1) cost of collecting information; 

(2) cost of processing information; 

(3) cost of transmitting information, and; 

(4) time-cost of officials spent in reaching a decision 

based on the processed information made available. 

The most efficient location in an organizational hierarchy 

for making a specific decision will be the one where all of 

the pertinent information can be brought together and pro­

cessed at least cost, and made available to a decision-maker 

who has sufficient quality of judgement to make the "correct 

decision.'' While the costs of decision-makers' time may be 

quite high (especially where such time is scarce, as in the 

executive levels), the most important aspects affecting the 

distribution of authority are the necessity for "correct 

decisions" and the costs and risk s of communication. 



H. Commu nicat i on and Decent r aliz~tion Potent i al 

All information to be used in any decision situation 

exists in, or is available to, various locations in the 
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organization hierarchy. Often there are a number of sources 

for the same or similar information. This information is of 

varying fragility. "Fragility" here refers to the risk of 

damage to the information through misinterpretation, error 

or loss. All coITLmunication involves coding by the sender, 

transmittal, and decoding by the receiver. For example, a 

person may put an idea into words (coding), speak them, and 

they are heard by a listener (decoding). Error or miscom­

munication can occur at each of these three steps. The 

speaker may use words with different denotations or conno­

tations to the listener than himself, background noise .may 

render some of the words unintelligible, or the listener may 

infer meanings which the speaker did not intend. Thus, even 

in a simple face-to-face discussion misunderstandings can 

develop. Some types of information are more likely to be 

distorted or communicated inaccurately than others. Data 

tend to be rather sturdy and can be transmitted through a 

number of codings, transmittals, and decodings with little 

or no error. More intangible information, such as compli-

cated concepts, value judgeme nts, or assessments of credi­

bility are far more fragile a n d liable to misunderstanding. 

Damage to information can resu lt in wrong decisions. 
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Information of varying fragility becomes available at 

various nodes in the organization hierarchy, and this infor­

mation must be transmitted to the appropriate decision-makers 

through communication channels of varying frictions and 

costs. Decisions should be allocated to decision-makers 

(authority should be decentralized) so as to minimize the 

22 fragility-distance of the information flows in the system, 

and the costs of information processing and transfer. It is 

assumed that the decision-maker knows what information is 

needed, knows what information is available, and has access 

to all needed data and information processing resources. 

Where this situation does not exist it can be said that the 

23 administrator lacks sufficient "overview advantage" for 

the decision. The most efficient level for any decision 

will be the lowest level which provides adequate overview 

advantage for effective performance. 

Generally speak ing, information which is initiated from 

the lower organizational levels is considered less fragile 

than that about government values and inform.ation concerning 

the organizational environment, which is initiated at the 

higher levels in a public organization. The decentralization 

potential of an organization is to a large extent determined 

by the degree to which it can mak e its goals, objectives and 

value bases explicit (thereby limiting the fragility of this 

information), and communicate t hese to middl e and lower 

management levels. Expansion of decentralization potential 
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allows greater efficiency in administrat ive organizations. 

Different channels of communication have different 

potentials for damaging information. The selection of a 

channel (for e xample, choosing to communicate face-to-face, 

by telephone, or by letter) will be based on the fragility 

of the information to be conveyed, but will also be largely 

determined by the spatial relationship between the sender and 

receiver. Since information flowing down through the hier­

archy is general ly seen as more fragile than that flowing 

up, the potential for decentralization pf authority will be 

influenced by the spatial dispersion of the organization's 

personnel. The influence of dispersion on decentralization 

potential is discussed in the ne xt chapter. 
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I . Footnotes 

1This definition is a synthesis of many from Organiza­
tional Theory. For discussion of the variety of definitions 
in the literature, see Nicos P. Mouzellis, Organi z ation and 
Bureaucracy : An Analysis of Modern Theories (Ch i cago: Aldine, 
1967), chapter VI. 

2 
For an e x a mple of how unauthorized decision-making may 

be necessary for organizational effectiv eness, see Hugh 
Keenleyside, "Administrative Problems of the United Nations 
Technical Assistance Administration," Public Administration , 
June 1955, pp. 241-267. 

3 
For example, Simon, Administrative Behavior ; and 

Thompson, Modern Organizations . 

4Mouzelis, Organi zation and Bureaucracy . 

5 For more discussion of the roles of the manager, 
including the non-decisional roles, see Henry Mintzberg, The 
Nature o f Managerial Work (New York: Har per & Row, 1973), 
chapter 4. 

6This is one definition of organization, but not the 
only one. Mouselis distinguishes between those organiza­
tional models which represent the organization as a decision­
making unit (putting the emphasis on the interpersonal rela­
tionships between the individuals in the system) and those 
which focus attention on its structure as a decision system. 
For more discuss i on of definitions of organization, see 
Mouzelis, Organization and Bureaucracy , especially pp. 130-
133. 

7 Although it is not common practice, the single role 
represented as t i er I can be performed b y a committee rather 
than a single indiv idual. 

8see Simon, Administrative Behavior , pp. 26-29; and 
Bowland, "Geographical Decentralization,'' pp. 348-349. 

9There are variations on this pattern, particularly 
those involv ing com.missions a nd b oards which receive their 
authority direct ly from the Legi s l ative Assembl y . 

10 rt is the fi xation o f t h es e pattern s that is the key 
to "bureaucracy ." a nd allows r eplacement of individual mem­
be rs of organizations without extensi ve reorgani zation with 
each turnover. 



11The reasons for this preference are discussed in 
Simon, Administrative Behavior , chapter I. 
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12 rf the administrator does not have the technical 
e xpertise necessary to make a decision of perceived high 
importance, he may retain the decision authority but dele­
gate the decision a nalysis (the ''in formation processor" role) 
to a subordinate, who will recommen d which action be taken. 

13 Paterson, Job Evaluation , pp. 23-24. 

14 Luther H. Gulick, "Notes on the Theory of Organiza-
tion," in Paper s on the Sc ience of Administra t ion , eds. 
L. H. Gulick and L. F. Urwick (New York: Columbia University 
Press, 1937). 

15 Hodgetts, Canadian Public Service , chapter 6. 

16 rbid., p. 112. 

17 rn Gulick's categorization territory of jurisdiction 
and location of operations both appear to be included in 
"place." Hodgetts' addition of "use of common facilities" 
separates these two very different concepts. 

18 rt is important at this point to state that the num­
b e r o f variables and intangible factors involved in identi­
f y ing the "best" location for decision-mak ing precludes the 
possibility of use of the following analy sis in practice. 
This discussion of location of decision-making is presented 
as a conceptual mode l only. 

19The individual can attempt to influence or change 
organizational value systems (or policies) but he is expected 
to comply with whatever standards are established at higher 
levels in the organization when mak ing decisions. 

20 Most departments or branches would be able to produce 
a list of goals, often from the e nabling legislation, but in 
most cases these would be too vague to be useful in determin­
ing policy. For a discussion o f the lack of explicit goals 
in public organizat ions, see Economic Council of Canada, 
Eighth Annual Report : Design f o r Decision - Making (Ottawa: 
In f ormation Canada , 1971), especially chapter 5, "A Frame­
work for Government De cision-Making ," and Jean-Marc Lemire, 
" Prog ram De sign Gu i d e l i n e s," Ca nadian Publ ic Administration 
20 (Winter 1977) : 666 - 678 . 

21walter I sard and Tze Hsiung Tun g , "Some Conce p t s for 
the Analysis of Spatia l Organization ," 2 parts, Pa pers and 
Pr oc e edings o f th e Regio na l Scie nce Ass ociat i on 11 & 12 
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(1963 ) , part 1 in vol. 11:17-40; part 2 in vol. 12:1-28. 

22 "Distance" is used here not only in a spatial sense, 
but also refers to the propensity and occasions for error in 
coding, transmittal and decoding inherent in the communica­
tion channel used. 

23 This phrase was introduced in Thomas Marshak, "Cen­
tralization and Decentralization in Economic Organizations," 
Ec on omet r ic s 27 (July 1959) :399-430, and is used by Isard 
and Tung in ''Analy sis of Spatial Organization." 
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CHAPTER V 

LOCATION OF ADMINISTRATIVE OPERATIONS 

A . I n tro duc tio n 

The previous chapter developed the idea that organiza­

tional effectiveness and efficiency are dependent on special­

ization through delegation of authority to the appropriate 

individuals in .the organizational hierarchy. The most 

efficient pattern of delegation would be that which allows 

effective decisions to be made at the least total cost to 

the organization. Two important principles emerged: that 

decisions should be made at levels which provide adequate 

overview advantage for effective performance and that author­

ity should be decentralized so as to minimize the costs of 

processing and communicating needed information. Thus, the 

organization can be seen not only as a co-ordinated hierarchy 

of specialized decision-makers, but also as a complex network 

of information flows. 

The discussion in the previous chapter avoided consider­

ation of the effects that spatial relationships might have 

on organization communication f l ows. This chapter adds a 

spatial dimension to the conceptual framework which has been 

developed. It also discusses various patterns of adminis-

trative organization for dis pers ed o peration s, the external­

ities of the location of government administrative activities, 



and reviews the bases upon which other governments hav e 

consciously relocated administrative operations. 

B . Di s t a n ce and Commun ication Media 

87 

Communication alway s involves the movement of informa­

tion. The distances involved as well as the communication 

media chosen will determine the potential for damage to 

information. Damage cannot be treated only as a function of 

distance because the most likely sources of error or loss 

are in the coding and decoding of the information messages. 

Yet damage is also not simply a function of the communication 

medium employed, because distance (both hierarchical and 

spatial) affects the recipient's ability to verify, assess 

and evaluate information components, especially subjective 

information elements. Further, when redundancy and supple­

mentary information are incorporated in messages to alleviate 

the above problems, additional congestion costs are incurred 

(information overload as an example). The choice of infor­

mation channels, as well as the optimum distribution of 

decision-making authority is the result of trade-offs involv­

ing the achievement of an optimum balance between minimum 

information damage and minimum costs. 

The major effect of physical distance of information 

flows is on the ch oice of commun ication channels. The Great 

Britain Directorate for Building Development1 identifies 

three media for communications in organizations: 
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(1) Face - to - face : This involves instantaneous transmittal 

and reception, permits immediate feedback, and facili­

tates detection and correction of mis-communication. 

Face-to-face communication also includes group meetings 

and discussions. The costs are very low if both (or all) 

parties' workstations are near each other, however costs 

increase rapidly with increased distance. Distance also 

reduces the potential for spontaneous use of this mode. 

(2) Telephone : This allows instantaneous transmittal and 

reception, immediate feedback (although only through 

audio cues), and elaboration and correction based on 

such feedback. Group discussions (when technically 

possible) must be highly organized, but generally this 

medium is particularly amenable to spontaneous use. 

Distances have no effect on quality of communication, 

but costs may increase with distance. 

(3) Written: The movement of papers as well as their 

initial composition and transcription is slow, and 

comparatively little opportunity is presented for feed­

back and detection and correction of mis-communication. 

Distance has little effect on cost or accuracy, but 

great effect on time lag. This is the least spontaneous 

channel, but also the o ne in which senders devote most 

care to accuracy in coding (composition). 

The fragility and nature of the information will determine 

which medium is best for its communication. 
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Written media have advantages for data and "hard facts" 

because once committed to paper a n d verified (proof-read) 

such information can be transmitted through or to several 

individuals with little risk of damage, and it provides a 

convenient vehicle for storage of the information for future 

use. Managers often request written confirmation of infor­

mation which has already been communicated by face-to-face 

or telephone conversations. The disadvantages of written 

communication lie in its slowness and in the reluctance of 

administrators to commit to paper certain types of informa­

tion (anything which could later cause embarrassment to the 

sender) which may be helpful to the receiver/decision-maker. 

Except as a record for future use, for broadcasting informa­

tion to several parties, or for the transmitting of large 

quantities of data, written messages are the least preferred 

medium of communication for information flowing down or 

across organ ization hierarchies, and the most preferred for 

2 information flowing up. 

The decision-maker's preference for "hot" information 

leads to a preference for face-to-face and verbal (telephone) 

. . d' 3 communication me 1a. Such modes allow immediate feedback, 

verification and clarification to minimize the possibility 

of error, and permit instantane ous transmittal and reception 

of information. Face-to-face contacts ha v e further benefits 

in the availability of visua l c ue s which help to eliminate 

error as well as provide additional informat ion for credi-



90 

bility judgements. Such communication is the best medium 

for allowing evaluation and interpretation of information 

which is based on subjective judgement by the communicator. 

The major disadvantage of face-to-face communication is that 

frequent contact is not practicable where the parties are 

spatially separated. Several intra-organizational studies 

have demonstrated that the frequency of contact between 

organizational members rapidly declines with increased 

. 1 . 4 spatia separation. 

Communication by telephone has many of the advantages 

of face-to-face contact, but it does not allow the use of 

visual cues as feedbac k to the sender, nor does it provide 

such cues to the receiver for evaluation of credibility. 

Closed circuit television and videophones are technically 

feasible, but managers on whom they have been test-marketed 

did not feel that their benefits justified the presently 

high costs, and did not see them as acceptable substitutes 

for face-to-face contact. 5 

The best location for any decision-maker would be one 

which allowed the maximum use of face-to-face contact for 

communicating information of high fragility, and access to 

written and verbal (telephone ) channels where the use of 

these is appropriate. The ub iquitous availability of WATS 

(Wide Area Telephon e Service ) lines and postal delivery 

renders this secon d condition rathe r meaning less. 
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C. Development of Background In f ormation 

Thus far this discussion has centred on information 

which the decision-maker seeks out to specifically apply to 

a task. Another type of information which is very important, 

and which will heavily influence the optimal spatial loca­

tions of decision-makers, is the "background" information 

which he or she needs. Specific locations vary in their 

ability to enable decision-makers to accumulate suitable 

background knowledge. 

One aspect of this background information concerns the 

decision-maker's ability to appreciate subtle changes in the 

government's, or his minister's, value s and priorities. As 

stated earlier (in section IV-G), governments tend to avoid 

stating their real goals and objectives e xplicitly, yet it 

is these intang ible factors which often for m t he value basis 

for decisions. Many managers feel that this can only be 

gained through frequent face-to-face communication with 

h h h 1 d b . . 6 
t ose w o sett e goa s an o Ject1ves. As stated at the 

end of section IV-C, the goals of any resolut i on level in 

the decision hierarchy are set b y the "governor" of the next 

higher level. In practice, this means that decision-makers 

can improve their background unde rstanding o f departme nt or 

branch values and pr i orities thro ugh f r eque nt contact with 

the ir immed i ate s uper i or s a nd other higher leve l managers. 

Such freque nt contac t is mos t likely to occur if the d e ci­

sion-maker is situated near t he higher level adminis t rators. 



Another way t h a t distance a f f e cts t h e deve lopment of 

background is in di f fusion of knowledge of i nformation 
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availability. In the organizational literat ure, communica-

tion across hierarchy lines is called the i nformal organiza-

tion. The formation of an effectiv e informa l organization 

is necessary to effective administration, and the development 

of informal communication channels is greatly influenced by 

spatial factors. Decision-makers must know what information 

is available as well as have ready access to it. Physical 

proximity allows informal contacts across hierarchy lines; 

this facilitates the de velopment of knowledge of information 

sources as well as efficient e x change of information . 

Many decision-makers must also maintain their technical 

and professional competence. Knowledge i n any discipline 

can quickly become obsolete if the practit i one r does not 

maintain professional contacts with his col l eagues. Since 

location in urban areas is likely to provide more opportun­

ities for such contacts, such locations would appear to be 

preferable. Even where specific profession al or technical 

knowledge is not required for decision-maki ng, many studies 

have shown that the "information-rich'' urban settings pro­

vide better opportunities for t he development of background 

for general decis i on-making, for e xample t hrough access to 

un iversity ma nagement deve lopment p rograms o r professional 

management assoc i at ions as well as through i nforma l contact 

with other administrators, t han r emote or i sola ted locations. 7 
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If an administrator is making decisions which affect a 

specific locality much of the needed background information 

may only be available in that locality. Decisions made from 

distant locations can suffer from inadequate background con­

cerning local conditions. 

Where a decision-maker is located will affect the back­

ground which he or she accumulates, and will ultimately 

affect the decisions that are made. The choice of a "best'' 

location for developing suitable background will depend on 

the nature of the decisions that are to be made, and on the 

information system which the organization develops for 

transmitting general as well as specific information. 

D. Locat i on of non - Deci s ional Task s 

If an organization could collect and process all its 

information (including necessary background) at one location, 

this would be the most efficient spatial pattern for its 

decision-mak ing. A single location would allow maximum 

choice of intra-organizational communication channels, and 

thereby permit an optimum decentralization pattern to 

develop. This is not to say that such would automatically 

develop, but that the potential for optimal decentralization 

would exist. However, the optimal location pattern of an 

administrative organization is not only determined by the 

decision-makers' needs, but a l so by the locat i onal criteria 

for other administrative tasks. Many administrative organ-
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izations provide direct services to the public, collect 

information from extra-organizational sources, or in other 

ways conduct transactions which involve contact with people 

outside the organ ization. There are locational criteria for 

these operational roles which, in many cases, dictate that 

some of the functions of the organization be dispersed. 

Using the four-process model presented in section IV-C, 

these are most likely to be the "detector or sensor" and 

"effector" operatives in the administrative organization. 

Generally, personnel at or near the bottom of the 

organizational hierarchy perform the twin roles. They 

receive information about the state of the variables that 

the organization is controlling, and they are the agents 

whose actions are seen as the delivery of organizational 

programs. The locational criteria for such monitoring and 

service functions have been e x tensively studied by geo­

graphers and operations researchers, and several methods of 

allocation-location analysis have been developed. 8 In gen­

eral, these locational criteria involve distribution of 

operations in such a way as to facilitate user access to 

the services provided, and to facilitate organizational 

access to information which must be gathered from dispersed 

locations. For e xample , dispersal of social workers in the 

Department of Human Resources not only allows client access 

but also permits more effective moni toring of clients' needs 

(because workers have immediate knowledge of local circum-
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stances) and e valuat i on of prog r am ef fecti vene ss. Simila rly , 

the Departme nt of Forests' Range Managemen t Progra m could 

not do its job unless some of its personn e l were in the 

field gathering information about local condi t ions as well 

as enforcing the branch's regulations. In both of these 

cases agents for the organization must be locate d where the 

information is available, and physical presence is necessary 

for program delive ry . 

Optimal dispersion of operational personnel in many 

organizations is determined by the spatial distribution of 

the clients to be served, resource to be managed, or industry 

(or other factor) to b e controlled. Location of operations 

personnel can also be influenced b y the necessity for liaison 

or co-ordination with other (spatially placed) agencies, or 

the need to have acc e ss to locationally fixed resources. 

E. Field Organization 

When operation in the administrative organization must 

be dispersed, the organization must be structured to provide 

co-ordination of these field o perations. Hodgetts has 

developed four general models o f organizational structure 

for field operation of departments of the Federal Public 

Service. 9 By far the most c ommon pattern , both in the fed­

eral and prov incia l pub l ic s e r vices, is called the integrated­

unitary mode l, in wh i c h a hierarchy of j urisd i ctional areas 

parallels the organi zational hierarchy . Thus, the basis of . 



vertical specialization is prog ressiv ely smaller areas of 

jurisdiction. 
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The location of central, regional, district and sub­

district offices may be studied by applying central place 

10 theory. Routine operations, or decision situations ofhigh 

frequency can be dispersed to all coromunities which have a 

minimum threshold demand for such services. The threshold 

level will depend on the necessity for physical access by 

clients to the service (or of administrators to the terri­

tory administered), optimum size of operation offices, and 

the conditions of demand and supply. Services or decision 

situations of lesser frequency and/or drawing more heavily 

on specialized resources can be allocated to the offices 

which serve large regional or even province-wide territories. 

Application of central place theory and its derivatives 

can theoretically provide a quantitative basis for making 

decisions as to where field offices should be located, and 

what responsibilities should be assigned to each level in 

the geographical and organizational hierarchy. The most 

ambitious of such theoretical endeavors is presented by 

Isard, who in Ge nera l Theo r y treats communication as a form 

of transportation (with costs a nd frictions) and adds the 

effect of agglomeration economies to the model. He states: 

"the optimal structure of one org an ization is intricately 

linked to t hat of othe rs. Hen c e , s patial as well as non-

spatial interdependencies of organzations must, at least to 
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some e x tent, be explicit ly introduced i n t o the f ramework." 11 

While Isard 's mode l e mp loy s more o f the e sse ntial va r iable s 

than a comparative l y simple Loschian ana l ysis, e ven he is 

forced to admit t hat it is not possible to use his conceptual 

model in practice . 

A car efu l perusal o f t he model r eve al s t hat s uch interdepen­
dence cove r s p r i marily t echnical interdependence vi a economi c 
input-outpu t re l ationships . But i n r eal ity the interdependence 
amon g d e c ision- making authorities and decis i ons i s more ext e n­
sive and i n tricate- -invol vin g other f orms of direc t and i ndi­
r ect r elationships ... t o imp l ement s uch a c onception in an 
e mpi rica l manner f or a hie rarchica l s e t of nodes is f ar b eyo nd 
our present cap abi l it i es . Henc e we do no t attempt t o formula t e 
thi s co n cept ion any fur the r in t his b ook .

1 2 

One major reason that such quantitati v e methods cannot 

be developed for a naly s i s and alloca tion of adminis trative 

responsibilities is that so many o f the n e cessary elements 

for such a model a r e non-quantifiable at this time. Fragi l-

ity of information , frictions in commun i cations flows, power 

(as distinct from authority) are all real phen omena, but 

adequate metri cs for these concepts do not exist. One major 

factor which seems to render such efforts futile is that the 

distribution of authority in government is at least as much 

a political matte r as it is a techn ical-administrative one. 

According to Jame s Fesler: 

Dis tri bution of go vernmenta l a u t hority i s one of the olde st 
a nd most abiding probl e ms of s ocie t y . By our sol utions of 
this distributive p r oblem we de t ermine whe t he r t he governme nt 
will be stab le o r unstable ; whether it wi l l b e di c t a torship , 
a gover~ment by a nd for the few , o r a government by and for 
t he many ; wh e t he r t he gove r nment will be qui ck ly r e s ponsiv e 
or unduly l a ggard i n meeting the needs of s oc i e t y ; whethe r 
po l ici e s wil l be made by popular r epresentat i ves , b y expe r t s, 
or by a n eff ective combinat ion of t h e t wo; whethe r we shal l 
ha ve t he rule o f law, the r ule of men , or t he r u l e of me n 
under l aw.

13 
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While the availabili t y of techn i c a l analy s i s can he lp to 

enable better decision s, the authority distribution patterns 

(both organizational and spatial) which the gove rnment adopts 

are ultimat ely the res u lt of political realities as much as 

technical considerations. 

F. Ex terna l ities of Loca tion 

The d i stribution of governme nt administrative personnel 

and author i ty has many extra-organizational i mpacts. The 

most obvious is the job creation and direct pay roll effect 

on communities. The provincial public services are the 

fastest growing level of government in Cana da, and the pro­

portion of governme nt jobs which are administrative in 

h 'dl . 14 nature as grown rapi y in recent years. Provincial 

government administrative employment provide s high wage rates 

with little s e asonal variation. In addition to direct job 

creation in a community, as payro l ls are circulated in the 

local economy, additional jobs are created through income 

multiplier effects. 

There are other community b enefits of gove rnment admin­

istrative employment. Decision - makers who have control over 

organizational purchase of goods and se r vices e xhibit a 

"spatial bias" in s e lecting v e n ders, prefe rring to deal with 

h d . 1 · 15 local rat er than istant supp iers. The e xtent of this 

ele ment of commun i ty i mpact is depen de n t on t he a mount o f 

authority in local offices ra ther than on numb e r of personnel. 
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Westaway demonstrates how distribution of authority can also 

have impacts on the quality of community housing, education, 

and health.
16 

Where authority is concentrated in a community suffi­

ciently to generate agglomeration effects (especially 

increased contact potential), there is a possibility for 

government employment to act as a propulsive industry, 

17 attracting complementary employment in the private sector. 

The indirect income effects of decentralization of authority 

may even outweigh the direct economic effects of dispersion 

of personnel if sufficient ''critical mass" of such authority 

is concentrated in selected communities rather than scat­

tered to diverse locations. 

These extra-organizational impacts present government 

with a dilemma, because the optimal distribution of personnel 

and authority for effectiveness and efficiency of government 

operations may not be, and in fact is not likely to be, the 

distribution which is best from a social perspective. On 

the other hand, distribution based on social goals may create 

serious administrative problems. This thesis does not dis­

cuss in detail the potential for such social impact in 

British Columbia, 18 but it does recognize that the distri­

bution of government activities is, or should be, in part 

based on these factors. 
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C . S patia l Di st r ibution in Ot h e r Count r i es 

Explicit government policies of administrative disper­

sal and/or spatial decentralization have been developed in a 

number of countries. While it is recognized that differences 

in geographic circumstances, and e ven more importantly in 

political and administrative organization of government, 

make application of these studies to British Columbia inap­

propriate, it may be useful to differentiate various philo-

sophical approaches. In the English language literature, 

the most carefully documented analyses have been of govern-

ment activities in Great Britain and Sweden. The governments 

of these countries hav e undertaken major studies of the 

. impact of their spatial distribution, both on the organiza­

tions themselves and on their national economies. The 

purpose of these studies is to determine the extent to which 

dispersion of go vernment activities can be used as a tool 

for regional development programs. 

In Great Britain the dispersal of government adminis-

tration has been the subject of two Royal Commission reports, 

d h 1 d d . d' 19 an numerous ot er governmenta an aca emic stu ies. The 

most important of these studies was the "Hardman Report," a 

Royal Commission study presented in June 1973. 

[It] examined some 86 , 000 pos ts in Government d epa r tme nts and 
in o ffic e s whi ch , while no t part of the c en t ral machin ery o f 
Go ve r nme nt , are c lose l y a ssociate d wi t h it, e . g. t he Resear ch 
Co unci l s . Such work ca nno t b e done out s i de London withou t 
some l oss o f effecti veness in t he servi ces provide d f or Mi n is­
ters, Parli&~en t and the public , whe ther i ndi v iduals o r o r gan­
iza t ions . Sir Henr y Hardman [con sidered] how much c ould b e 



moved at what price in lost efficiency and conc l uded that, if 
the Governmen t were prepared to b ea r some loss , s ome 30 ,000 
posts could be disperse d , over a period of years, from 20 
Departme nts a nd the ir bodies .

20 
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The theme of the report was the dispersal of work from London, 

where there was some evidence that the size of the city was 

· · 1 · . 21 d h h f creating negative externa ities, an tat t e movement o . 

jobs to economically depressed areas might be justified. As 

in other British studies, the emphasis in the Hardman Report 

was on identifying the "easy to move" branches, and discus­

sion of the impact on receiver communities tends to be 

limited to direct economic effects. 

The Swedish studies tend to put far more emphasis on 

relocation to selected nodes, to create a gglomeration econo­

mies and to develop "intermetropolitan circulation of 

specialized information [and to] influence the process of 

22 
city-system development." While few of the governmental 

studies are available in English, the academic work of 

Thorngren, Tornqvist and Pred provide an indication of the 

highly sophisticated approach which the Swedish Government 

is taking in studying the spatial patterns of its adminis-

trative ope r ation. Unlike the British approach, which is 

more concerned with dispersa l , the Swedes focus on spatial 

decentralization of government decision-making, and how it 

affects location decisions in the private sector. 

Some other i ndustrialized countries apparently use the 

location of government activities as element s of national 



development policies, most notably the Netherlands and 

France, but little information is available about the 

philosophy and mechanics of such programs in the English 

language literature. 
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In underdeveloped countries the problem of regional 

employment disparities is even greater, and concentration 

and spatial centralization of government often contributes 

to the problem. According to James Heaphey: 

Decentralization within government organizations is still 
another strategy to deal rationally with the s patial dimen­
sion. Over-centralization of authority and responsibility 
in ministry headquarters in capital cities is generally 
regarded as a formidable obstacle to development. It is a 
characteristic of administrative systems in developing coun­
tries that decisions are not made in the field, that all 
guidelines for action and all action itself emanates from 
central headquarters, and that administrators in the field 
accept very little responsibility for what they do. As sin­
cerely as some governments try to decentralize their bureau­
cracies, they seldom succeed to the degree that they regard 
as minimal if administrative institutions are to facilitate 
rather than hinder development.

23 

Heaphey attributes the problem in developing countries to 

the absence of values integration and professionalism among 

administrators, the lack of which makes dispersal and spatial 

decentralization difficult if not impossible. Spatial cen-

tralization of authority in such countries leads to indus-

trial concentration. In John Friedmann's review of economic 

development in a nllI[1ber of developing countries he found 

that "In these countries; the choice of a location tends to 

be strongly influe~ced by a desire of management to gain 

direct access to the relevant centers of governmental power." 24 
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While governments in many such countries have b een able to 

recognize the problems associated with concentration of 

government functions in their capital cities, they have been 

unable to proceed beyond token attempts at dispersal and 

spatial decentralization. 

H. Spatial Dist r ibution o f th e 
Canadian Federal Government 

In Canada (as in the United States) there appears to be 

little overall planning of governmental dispersion and 

spatial decentralization. In the Federal Government each 

department has developed its own spatial pattern of opera­

tion with little or no co-ordination between departments. 25 

Until recently the only efforts to co-ordinate the geographic 

aspects of departments' operation involved attempts at 

rationalization of the boundary structures to ·facilitate 

co-ordination of operations. 

Canada does not have the problem of the majority of 

developing countries of almost total concentration and cen­

tralization in the capital city. The federal system inher­

ently spatially decentralizes many of the functions of 

government~ The Canadian Federal Government has been dis­

persed since its inception, and presently about73 % of its 

employees are located outside the National Capital Region; 26 

however, according to the former President of the Treasury 

Board, Jean Chretien, "only one out of every se ven executive s 



104 

is located outside the National Capital Region; and only 

about one-half o f the top three level s of program managers 

b e low senior executives are to be fo und in othe r regions."
27 

In 1975 the Federal Government adopted a formal policy 

of co-ordination of location of government operations with 

its regional economic development policies. The instrument 

of this co-ordination is the Federal Government Relocation 

Program. 

The primary purpose of the r e location p r ogram is to contribute 
to economic g rowth. Regional economic growth is one of t he 
major objectives of the federal government . It is therefore 
logical that t he relocation of federal function , jobs a nd sal­
aries be used as an instrument fo r the promotion of economic 
a ctivity in l ess advantaged regi ons of Canada .... The second 
objective is t o contribute t o a more balanced pattern of urban 
growth across the country . By a ddi ng go vernment functions and 
jobs t o smaller communities , the relative growth and attractive­
ne ss of s uch areas can be enhanced. Indeed, the move of a 
gove r nment function could in many cases b e the o ne needed ele­
ment t o give t hat community a more stabl e base. The third 
objective is t o enhance national unity by increasing the federal 
presence in areas which have oft en felt neglected by and remote 
from Ottawa.

28 

According to Mr. Chr~tien, in a personal correspondence 

with this writer (see Appendix D): 

The f ederal government h a s opted to keep decent r alization 
within manageable dimensions by limiting the program to the 
r e loca t i on of easily separable units . Generally these are 
s e lf-sufficient groups having clearly define d s ervice or 
operational functions and are not directly involve d in the 
process of governing the country. 

Equally , site selection has been bas ed upon the already 
established developmental priorities of OREE and MSUA with 
individual choices taking into account t he ability of each 
s ite to meet t he operational needs of the units t o be r e l o ­
cated. Where there were a number of ope r ationally satisfac­
t ory options the current economi c condit i ons in each area 
were considered in arriving at final decisions .... 

While these a pproaches have avoided the need for the 
t ypes of studies which you have postulated, t hey have also 



limi t ed t he r elocation pot ential for the Federal Publi c 
Service and may require fut ure broadening .

29 
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As part of this relocation, over the nex t five years, 

4,600 full-time and 5,500 part-time jobs are scheduled to be 

moved from the capital area to 24 communities in all ten 

provinces. 30 The lack of technical bases for selection of 

branches for dispersal and of receiver locations has resulted 

in apparent relegation of the program to being a political 

"pork barrel." Of the 15 relocat i ons announced on October 3, 

1977, 14 are from Ottawa to Liberal ridings, and 8 are to 

ridings of cabinet ministers . 31 Eve n if the Canadian relo­

cation program was functioning without political bias, it 

clearly lacks the s ophistication of approach of the Swedish, 

or even the British s y stem, and pre s ent s a poorer model or 

conceptual framework than either o f these othe r two systems. 

The next chapte r discuss e s the present policy, and pos­

sible policy alternative s, for the British Columbia govern­

ment. 
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CHAPTER VI 

SUMMARY AND CONCLUSIONS 

A . Introduction 

The material in the previous chapters has "set the 

stage" for an evaluation of the dispersal and spatial decen­

tralization policies of the British Columbia government. 

Chapter I defined the approach of this thesis as a policy 

analysis, and defined the policies under study as the dis­

persal (geographic distribution of personnel) and spatial 

decentralization (physical distribution of decision-making 

authority) of the administrati ve branches of the British 

Columbia Public Service. 

Chapters II and III quantitatively described the spatial 

distribution pattern of thirty administrative branches. It 

was found that t here is considerable variation in the degree 

of dispersion and both spatial and non-spatial decentraliza­

tion of these branches. Some of this variation can be 

attributed to differences in administrative function (the 

word "administration" covers a wide variety of kinds of 

activity), but variation was also found within functional 

categories of branches. This appears to suggest that 

branches are not necessarily t i ed to specific spatial dis­

tribution patterns which are dictated by operational demands. 

109 
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Chapters IV and V discussed theoretical aspects of the 

development of administrative geographic patterns, and 

reviewed the spatial distribution policies of Sweden, Great 

Britain and Canada. It was found that each of these coun-

tries' policies reflect different attitudes toward the role 

of government operations in influencing regional development. 

These countries' policies demonstrate that the distribution 

of government operations can be a tool of regional economic 

policy, although no attempt was made to assess the effective­

ness of their programs. 

This chapter incorporates the last two steps in the 

policy analysis process described in section I-D. These 

were: (5) evaluate the effectiveness and efficiency of the 

present policy with reference to present objectives; and 

(6) evaluate the appropriateness of the present objectives 

and policy. 

B. Pres ent Gove r nment Poli cy 

The present policy of the Government of British Columbia 

with regard to its administrative dispersion and spatial 

decentralization seems to be that each department is allowed 

to spatially structure itself so as to maximize the potential 

for efficiency of intra-departmental operation. Since there 

is no concerted attemp t at co-ordinating spatial distribution 

to achieve efficiency in inter-de partmental communication 

and information flows, even if each department or branch 
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develop s a tota lly efficient spa tial pattern for its own 

administration , the result is likely to be sub-optimization 

for the government as a whole. 

British Coluwbia's policy is not an e xplicit one, but 

rather is implicit in its behav ior. Administrators who were 

interviewed during the data gathe ring for chapter III were 

asked if there was an overall government policy relating to 

spatial distribution, or if there were any pressures from 

extra-departmental sources affecting location of operations. 

The administrators consistently respond~d that they knew of 

no government policies, and the only pressures reported were 

occasional requests from members of the Legislative Assembly 

promoting e xpansion in their ridings. This lack of an 

explicit policy was also reported by Berwyn Davies in his 

recent M.A. thesis, "Structural Change and Implicit Regional 

Development Policies: The Ro l e of Government Office Employ­

ment in British Columb ia." 

Although British Columbia does not relate its adminis­

trative distribution to its regional development policies, 

there are relationships between these distribution patterns 

and regional development (as disc ussed in sections V-F, V-G, 

and V-H). British Columbia's reg ional development objectives, 

as articulated in the General Deve l opment Agreement signed 

by the prov incial a nd federal governments on March 28, 1977, 

call for "achieving a greater de g ree of regiona l balance in 

prov incial economi c development . " 1 Davies concludes that 



112 

the provincial government is unaware of the regional devel­

opment implications of the distribution of governmental (or 

even private sector) administrati ve activities, and that its 

development policies are totally related to primary and 

d . d . 2 secon ary in ustries. 

C. Department Distribution Policies 

Within departments the spatial distribution of opera­

tions and authority is treated as one aspect of departmental 

organization, and spatial patterns are treated as "side­

effects" of organizational allocation of authority. Organ­

izational decisions are based on operational effectiveness 

and efficiency criteria only, with apparently no considera­

tion given to the externalities or regional development 

implications of locational decisions. 3 If there is a ten­

dency for less-than-optimal patterns to develop, it is 

probable that the inefficiency is the result of overconcen­

tration and overcentralization rather than the reverse. This 

may occur because of: 

(1) Inertia: Most new programs tend to be located in Vic­

toria or Vancouver where specialized staff is likely to 

be available, and where senior administrators can more 

effectively monitor program performance. The decision 

to move an operation to a new location, or to expand 

to inc l ude field offices, mu s t be consciously made, and 

may involve the relocation of existing staff. Thus, 
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"inertia" tends to promote cont inued concentration of 

administrative activities. 

(2) Supervision: Senior management tends to prefer that 

authority be located, both hierarchically and spatially, 

where decision-makers can be readily supervised, and 

where poor decisions can be quickly detected and 

reversed. In effect, executives tend to put more trust 

in individuals whose day-to-day activities can be seen, 

and whose competence can be more easily evaluated. This 

tends to result in much of the org~nizational authority 

remaining in headquarter offices, and even in the execu-

. . 4 tive suites. 

(3) Consistency: The provincial government places very 

high value on ''fairness" through consistency in policies 

throughout the province. This leads to decisions being 

made by administrators .who have a province-wide perspec­

tive, and thus to centralization of authority in head­

quarter offices. 

(4) Goals definition: Lack of explicit goals and objectives 

contribute to a fairly high degree of centralization of 

authority at the executive levels. It is a common corn-

plaint of middle-level management that authority is 

overcentralized, and that their decision-making capabil­

ities are underutilized . 5 

(5) Administrative s uppor t s tafc: If a uthority tends to 

remain at headquarters, t he administrative support 
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operations (such as clerical and research personnel) 

tend also to be assigned there, where they are readily 

accessible. 6 

(6) Upward mobility: Many of the personnel officers inter­

viewed in the data-gathering process stated that many 

public servants perceive that promotion prospects are 

better in headquarter offices. This tends to result in 

the concentration of more "talent" in central offices. 

(7) Community: The Victoria urban area is considered to be 

attractive, and the climate is par~icularly mild. This 

results in preference by managers that they, and their 

programs, be located in that city. 

These centripetal forces tend to concentrate personnel and 

authority in Victoria (and to a lesser extent in Vancouver), 

and tend to preclude the possibility of overdispersal. Thus, 

in branches where there is personnel and authority in the 

regional centres and other communities, it may be assumed 

there is sufficient justification for their distribution. 

As demonstrated in chapter III, the dispersed and 

spatially decentralized branches tend to be in the "Resources 

Management and Development" and "Regulatory Agencies" func-

tional categories. The nature of the responsibilities of 

these two categories seems to require extensive use of 

"detector or sensor" and "effec tor" personnel in field 

offices. One might have expec ted greate r dispersal/spatial 

decentralization of the "Protect ion and Developmen t of Human 
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Resources" branches. The lack of dispersion of three of 

these branches could not be explained by a review of their 

responsibilities. The concentration of "Departmental Admin-

istration and Planning" and "Services to the Public Organi­

zation Branches" is not surprising given the above centri­

petal forces as well as the other communication factors 

discussed in chapter V. However, the dispersion and spatial 

decentralization of the Department of Highways Executive and 

Support branch and the Public Service Commission Administra­

tion seems to indicate that there can be potential for 

improved efficiency through distribution of what are com­

monly considered to be central office functions. Also, those 

branches which are presently dispersed/spatial decentralized 

may profit from further dispersal and spatial decentraliza­

tion. 

Evaluation of efficiency in the distribution of each 

branch would necessitate detailed communication studies such 

as wereconducted by the British and Swedish governments. 

While such detailed studies are beyond the scope of this 

thesis, it does appear probable that there may be potential 

for greater dispersion and spatial decentralization of 

government administrative activities, and that greater dis­

tribution may, in some cases, lead to improved branch effi­

ciency. 
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D. Limiting Factors 

There are some operational procedures and values in the 

provincial government which act as factors which limit the 

potential for dispersion and spatial decentralization of the 

Public Service. If these factors could be changed, broader 

distribution would be allowed since these act as the "bottle­

necks" at the present time. This is not to say that such 

factors should necessarily be changed, but that identifica­

tion of what trade-offs are possible should assist in the 

mak ing of appropriate decisions regarding dispersion and 

spatial decentralization, and the development of more effec­

tive communication patterns. 

The most influential factor is the lack of explicitness 

in government goals, objectives, values, and priorities. If 

these guiding principles of the organization could be made 

more explicit, decision-making could be more effectively 

moved away from the e xecutive suites of government. It is 

recognized that there are political costs to identifying 

objectives and priorities, especia l ly since this also entails 

an acknowledgement of which of the goals and objectives 

receive lesser priority, but perhaps the benefits of greater 

efficiency, reg ional economic development, and "bringing 

government closer to the people" could outweigh these costs. 

Another factor which affects potential for decentrali­

zation is the government's apparent high priority on consis­

tency throughout the province. If decision-making is 
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delegated to individuals responsible for different terri­

tories, one may expect that in apparently similar situations, 

local circumstances or differences in the "background" of 

the administrators would result in different choices being 

made, and in differing "policies" established for future 

decisions in the various jurisdictions. If "decision-makers" 

are not allowed the discretion that can result in such dif­

fering choices, then the authority has not really been 

decentralized to the field offices. 

One operating practice wfrfch affect~ the availability of 

face-to-face communication is the assignment of priorities 

in the government's air transport system. The B.C. govern-

ment operates a fleet of jet airplanes which may be used by 

field administrators to provide access to headquarters. The 

scheduling system gives priority to cabinet members, MLAs, 

and departmental executives. Such individuals may "bump" 

senior and middle management personnel, and it is reported 

that the frequency of such "bumping" is such that it dis­

courages reliance on this method of transport. Commercial 

air service to Victoria is scheduled such that one-day trips 

to the capital from regional centres and other communities 

are difficult when not impossible to plan. This reduces the 

potential for face-to-face communication between field office 

and headquarters personnel, which in turn reduces the poten­

tial for spatial decentralizat i o n of authority because of 

the factors discussed in chapter V. 
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Finally, there needs to be a break in the cycle whereby 

field offices are so widely considered to be merely the 

"eyes, ears and mouth" of government that the young, edu­

cated, talented and ambitious personnel leave the field for 

headquarters positions where they perceive the only opportun­

ities for a dvancement and input to departmental policy to be . 

This in turn deprives the field offices of their most compe­

tent personnel, begetting even greater lack of confidence in 

field decis i on-making abilities. 

E. Pr ovincial Policy Alter natives 

The policy alternatives for the provincial government 

are: 

(a) Continue with the present policy of departmental auto-

(b) 

( C) 

nomy . 

Continue with the 

nomy, but provide 

total efficiency . 

present policy of departmental auto­

increased co-ordination to improve 

Adopt an explicit dispersion/spatial decentralization 

policy which promotes centralized growth, either in 

Victoria or Vancouver . 

(d) Adopt a policy which promotes growth in the regional 

centres. 

(e) Adopt a policy which promotes growth in the local 

communities . 

(f) Adopt a policy which promo te s growth in specific areas 

which are identified by economi c or other criteria. 
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Again, it is not possible to evaluate these different 

options without a clear understanding of the government's 

values, and without detailed communication, economic, and 

city-system studies as were conducted in Great Britain and 

Sweden. It is, however, possible to discuss some of the 

general implications of these policy directions. 

The introduction of increased inter-departmental co­

ordination appears to be justified on the basis of improved 

governmental efficiency. The present l a i s se z-fai re policy 

appears to be oriented toward optimizatton at a sub-organi­

zational (departmental) level, and may result in sub-optimi­

zation for the total Public Service organization. The 

provincial government has attempted co-ordination in the 

establishment of mutual regional and district boundaries for 

the resource management departments, and in co-ordinating 

the location of department offices in the government pre­

cincts of Victoria and Kamloops. 8 The extension of such 

co-ordination exercises should result in increased opera­

tional efficiency for the total public service. 

The co-ordination of dispersion/spatial decentraliza­

tion with regional development policies is not as obviously 

desirable. If such co-ordination is to be done well, costly 

and technically sophisticated communication and contact­

frequency studies need to be conducted, and a long-term 

program of relocation should b e instituted based on the 

results of the studies. The cos t s of such a regional 
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development oriented relocation program are not only in the 

costs of the studies and organization relocations, but 

include continued opportunity costs since the resultant 

spatial patterns may be sub-optimal with regards to organi­

zational efficiency (since non-efficiency criteria are used 

in establishing locations). There should be obvious politi­

cal and economic benefits in the receiver communities, but 

complementary (although theoretically of lesser magnitude) 

economic disruption and possible political reaction in the 

source communities. For such a policy to be undertaken, the 

expected benefits must outweigh the expected costs in the 

long run. 

Since costs and benefits of the relocations will accrue 

for several years , it is likely that research design based 

on the more costly Swedish model is justified over the less 

sophisticated British system, or the unsophisticated Canadian 

federal studies. However, these costs are only justified 

if the studies, not other factors, form the real basis for 

relocation decisions. If, on the other hand, the program is 

to be a "political porkbarrel,'' then relatively inexpensive 

studies such as were used by the Canadian federal government 

may be used to identify potentially relocatable administra­

tive units. The economic benefits to receiver communities 

of such a politically oriented relocation program are likely 

to be limited to direct payroll and its regional economic 

multiplier effects. It may be that since agglomeration 
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impacts are subtle and not likely to be appreciated by the 

general public, a crude relocation program may yield as many 

political benefits as a program based on careful research 

and analysis. 

Any program which attempts to achieve economic develop­

ment benefits through spatial distribution of government 

authority and personnel would be more effective if the poli­

cies and program could be co-ordinated with locational 

decisions of the federal government, institutions of higher 

education, and other public and private agencies. In attempt­

ing to develop agglomeration effects, the number of jobs or 

even the total amount of authority is less important than 

how the authority, expertise and technical capabilities com-

plement each other in the various agencies. Since agglomer-

ation economies benefit all parties concerned, it should not 

be difficult to gain inter-agency co-ordination if one agency 

(such as the provincial government) were to assume a leader­

ship role. 

The impacts on the receiver communities and the province 

as a whole will vary depending on the agglomeration effects 

generated. A general movement of operations and authority 

to Vancouver could, for example, if carefully planned, 

result in increased potential for that city to attract head­

quarter offices of national and multinational firms in the 

private sector. Thus, the goal of such a policy would be to 

attract economic activity to the province rather than to 
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modify regional economic differences. 

Broad decentralization of authority to the regional 

centres is not as likely to have growth implications for the 

province as a whole, but should result in some agglomeration 

benefits to the receiver communities. Greater agglomeration 

benefits should accrue if related operations were focussed 

in specific communities which already have some concentration 

of similar activities. For example, Prince George could 

perhaps be developed as a resource management centre, with 

several related research and technical operations moved to 

that city. The benefits of relocation in such a program 

would primarily accrue only to the receiver location, but 

there could be some attraction of private sector activity to 

the province. 

General decentralization to local communities, or scat­

tered relocation to many communities is likely to be the 

least effective program from an economic perspective, with 

few agglomeration effects likely, but it could have signifi­

cant political or social benefits through "bringing the 

government closer to the people." 

F. Conclusion 

A number of alternatives exist to the present laiss e z­

f ai r e provincial policy. Without a better understanding of 

the goals and priorities of the go vernment and of the true 

costs and benefits inherent in spatial decentralization 
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patterns, it is impossible to determine which direction 

policy should take. Even if the government chooses not to 

link the spatial distribution of its own administrative 

operations with its regional development policies, it should 

at least be aware of the relationships that exist between 

dispersion, spatial decentralization and regional develop­

ment, and should be aware of the efficiency benefits which 

could be gained through better co-ordination of departmental 

spatial patterns. If the government does choose to relate 

spatial distribution to its regional deyelopment program, it 

should be aware of the costs of any relocation, including 

losses in efficiency potential, as well as the benefits 

which might be gained. 

The method which was developed to quantify the patterns 

of dispersion and spatial decentralization may be a useful 

tool for other studies of the spatial patterns of organiza­

tions. This measurement system would be of very limited 

utility for inter-organizational comparisons, since it relies 

on the presumed consistency within the Public Service Commis­

sion classifications, but it could be used for other studies 

of private or public sector organizations. This study demon­

strates that the method is capable of application in a 

complex organizational setting , and that it can indicate 

differences (and similarities ) be tween organizational 

spatial patterns. 
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Finally, in conducting this research a number of 

branches stood out because of the differences between their 

spatial patterns and that of others which perform similar 

functions. The spatially decentralized pattern of the 

Department of Highways' Executive and Support branch indi­

cates a potential for decentralization for the core elements 

of departmental administration. A more thorough evaluation 

of the effectiveness and efficiency of this branch may lead 

to a greater understanding of the costs and benefits of 

spatial decentralization. Similarly, b r.anches which are 

less dispersed or decentralized than their functional cate­

gory counterparts could be studie d to determine if their 

concentration is justified by operational needs, or whether 

they are overconcentrated or overcentralized (perhaps because 

of the factors discussed in section VI-C). 

The spatial patterns of administrative organizations 

have not been widely studied by geographers, and it is hoped 

that this study will provide some contribution to this emerg­

ing branch of the discipline. 
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G. Footnotes 

1canada, Department of Regional Economic Expansion, 
Gene r al De v elopment Agreement : Briti s h Col umb ia , an inter­
governmental policy agreement signed by the federal and 
provincial governments, March 28, 1977, schedule A. 

2Davies, "Structural Change and Implicit Regional 
Development Policies," chapter 5. 

3
rf consideration is given to these factors, such was 

not reported by the departmental personnel contacted, nor by 
Jerry Woitak, an organizational analyst with the Public 
Service Commission. 

4 
See Baum, Decentr a liz ation o f Authorit y , chapter 6. 

5
For example, see Simon, Admin1·.s t r at iv e Behav i or; Baum, 

De c en t r ~li z at i on of Author ity ; and Isard, General Th eo r y . 

6
British Columbia, Department of Public Works, Planning 

and PrograITLming Branch, "Precinct '7 3." 

7Ibid. 

8
British Columbia, ELUCS, "Resource Management Regions 

Study"; British Columbia, Department of Public Works, "Pre­
cinct '73"; and British Columbia, Department of Public Works, 
Planning and Programming Branch, "Kamloops '76," internal 
report, March 1976. 
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This list of the branches of the British Columbia Public 

Service is derived from the breakdowns of departmental expen­

ditures contained in the provincial government's Estima t es o f 

Re v enue s and Ex penditur e s for the fiscal year 1976-77. Each 

department's budget is divided into separate ''votes" in 

order to facilitate debate in the legislature. Generally, 

each vote represents one branch except where a single vote 

is composed of an aggregate of administrative units with 

varying functions, or where a single administrative unit is 

2 financed by two or more votes. Adjustments for these situ-

ations have been made based on information from the govern­

ment's staff training manual, The Organization o f t he B. C. 

Publ i c Se r vice : 1977 - 78 . 3 Where a single vote has been 

divided into two or more branches, such division is indicated 

by the use of a lower case letter after the vote number in 

the list. Where a single branch is financed by two votes, 

both vote numbers are shown. All votes are accounted for 

in this list. 

Those commissions, crown corporations, or other admin­

istrative units which are funded by grants or subsidies 

rather than through standard p ubl i c service b udgeting pro­

cedure are included in the category "Votes with No Public 

Service," or such grants and s ub s idies are i n cluded in the 

budget breakdowns of branches i n other categories. These 
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non-departmental units are not studied in this thesis. 

Although the government was reorganized in October 1976, 

with many programs and branches assigned to different depart­

ments, the older assignments of departmental responsibility 

are used in this listing, partially because the branches 

continued to be financed by their former departments' bud­

gets, and partially because in some departments functional 

reorganization had not yet taken place at the time of the 

compilation of this list. For similar reasons, and to avoid 

confusion, the new names of departments . (ministries) have 

not been used. 

The branches have been sorted into five categories to 

be studied in this thesis, and seven additional categories 

which were not to be studied. The categorizations were 

based on the brief description of branches' responsibilities 

in the provincial Es timate s. Where these descriptions do 

not provide an adequate basis for categorization, additional 

information from the staff training manual was used. 

The five categories to be studied are based on those 

used by Hodgetts in his study of the federal government. 4 

The other seven categories were developed to provide vehicles 

to exclude from the sample those branches which did not need 

to be studied (those with no public service), are location­

ally determined by non-administrative functions (Research, 

Facility or Regional Management , Non-administrative Branches, 

and Legislative and Ministers' Offices), or are not sampled 
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for other reasons (Small Branches and Miscellaneous). 

From each of the first five categories a sample of six 

branches was selected by assigning each branch a number, and 

six were drawn from a table of random numbers. 5 The vote 

numbers of the branches so selected are underlined in the 

following list. 

VOTE 
NO. 

DEPART~IBNT & BRANCH 

1. Departmental Administration and Plannina 

5 
11 
15a 
37a 

40 
49 
62 
64 
75a 
75b 
88 
99 

101 
102 
109 
114 
124 
131 

143/46 
180 
199 

Agriculture; General Administration 
Attorney General ; Administrative and Support 
Attorney General; Correction Services Administration 
Economic Development; General Administration (except Business and 

Industrial Development) 
Education; Departmental Administration and Support Services 
Environment; General Administration 
Finance; Administrative and Support Services 
Finance; Data Processing 
Forests; Departmental Administration 
Forests; Departmental Support Services 
Health; Department Executive and Administrative Support 
Highways and Public Works; General Administration--Highways 
Highways and Public Works; Highway Construction--Capital 
Highways and Public Works; General Administration--Public Works 
Housing; General Administration 
Human Resources; Departmental Administration 
Labor;. Departmental Administration and Support Services 
Mines and Petroleum Resources; Deputy Minister's Office 
Municipal Affairs; Administration and Planning 
Recreation and Travel Industry; General Administration--Recreation 
Transport and Communications; General Administration 

2. Services for the Public Organization 

19 Attorney General; Legal Services to Government 
63 Finance; Controlling and Audit Branch 
65 Finance; Purchasi ng Commission 
68 Finance; Government Age ncies 

104 Highways and Public Works; Construction of Provincial Buildings 
154 Provincial Secretary; Central Microfilm Bureau 
155 Provincial Secretary; Mail Branch 



continued 

VOTE 
NO . 

DEPARTMENT & BRANCH 

159 Provincial Secretary ; Queen's Printer 

135 

173 Provincial Secretary; Public Service Commission , Admini s tration 
175 Provincial Secretary; Superannuation Branch 
204 Transport and Communications; Computer and Consulting Service 
205 Transport and Communications ; Telecommunications Services 

3. Resource Manapement and Development 

6 Agriculture; Production and Marketing Program 
8 Agriculture; General and Financial Serv ices 

27 Attorney General; Land Registry Services 
50 Environment; Land Management Branch 
54 Environment ; Water Re sources Administration 
59 Environmen t; Environment a nd Land Use Committee Secretariat 
60 Environment; Provincial Land Commission 
76 Forests; Resource Management Program 
80 Fore sts; Fore s t Protection Program 
83 Forests; Range Managemen t Program 

132 Mines and Petroleum Resources ; Mineral Resources Branch 
133 Mines and Petroleum Resources; Petroleum Resources Branch 
184 Recreation anc Travel Industry; Fish a nd Wildlife Branch 
186 Recreation and Travel Industry; Park Branch-- Operations 
19 2 Recreation and Travel Industry ; Archaeological and Historic Site s 

Protection Act 
210 Transport and CoITL~unications; B.C . Energy Commission 

4. Development and Protection of Hv.man Resources 

15c 
26b 

26c 

35 
41 
43 
89a 
93 

ll 5 
12 5 
1 57 
1 66 
1 68 

Attorney General ; Correction Services, Community Services 
Attorney General; Corporate , Financial and Regulatory Services , 

Public Trustees and Official Administrators 
Attorney General; Corporate, Financial and Regulatory Services , 

Office of the Rentalsman 
Consumer Services ; Community Programs Branch 
Education ; Basic Education K-XII Program 
Education; Post- Secondary Educ a tion- -Community Co lleges and Others 
Health; Community Health Services , Field Administration 
Health; Hospital Programs 
Human Resources; Community Services 
Labor ; Manpower Training and Development 
Provincial Secretary ; Library Service s 
Provincial Secretar y ; Provi ncial Emergency Program 
Provincial Secretary; Leisure Services Branch 

5. Requlatory .4qenci.3s 

7a Agriculture; Special and Regulatory Services Prog ram (excep t 
Youth Development) 
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VOTE 
NO. 

DEPARTMENT & BRANCH 

26a Attorney General; Corporate, Financial and Regulatory Services 
29 Attorney General; Liquor Control and Licensing Board 
34 Consumer Services; Trade Practices Branch 
57 Environment; Pollution Control Branch 
82 Forests; Scaling Program 

106 Highways and Public Works; Safety Inspection Division 

136 

127 Labor; Occupational Environment and Compensation Advisory Services 
129 Labor; Labor Relations Board 
200 
201 
202 
203 

Transport and Communications; Engineering Branch 
Transport and Communications; Weigh Scale Branch 
Transport and Communications; Motor Vehicle Branch 
Transport and Communications Motor Carrier Branch 

6. Legislative and Ministers' Offices 

1 Legislation 
2 Executive Council 
3 Agriculture; Minister's Office 

10 Attorney General; Minister's Office 
30 Consumer Services; Minister's Office 
36 Economic Development; Minister's Office 
39 Education; Minister's Office 
48 Environment; Minister's Office 
61 Finance; Minister's Office 
74 Forests ; Minister's Office 
86 Health; Minister's Office 
98 Highways and Public Works; Minister's Office 

108 Housing; Minister's Office 
113 Human Resources; Minister's Office 
123 Labor; Minister's Office 
130 Mines and Petroleum Resources; Minister's Office 
142 Municipal Affairs; Minister's Office 
152 Provincial Secretary; Minister's Office 
156 Provincial Secretary; Legislative Library 
179 Recreation and Travel Industry; Minister's Office 
198 Transport and Communications; Minister's Office 

?. Non-Ad~inistrative Branches 

12 Attorney General; Courts 
13 Attorney General; Crown Counsel 
14 Attorney General; Police Services 
15b Attorney General; Corrections Services, Institutional 
15f Attorney General; Family an d Children 's Courts 
20 Attorney General; Provincial Court Judiciary 
21 Attorney General; Coroners 
77 Forests ; Reforestation Program 
79 Forests; Fire Suppression Program 

Services 



continued 

VOTE 

NO . 

84 
85 
89b 
90 
95 
97 

100 
103b 
116b 
121 
163 
165 
187 

DEPARTMENT & BRANCH 

Forests; Forest Deve lopment Roads Program 
Forests; Reservoir Waterway Improvements Program 
Health; Loca l Health Services (other than Field Administration) 
Health; Special Health Services 
Health; Forensic Psychiatric Services 
Health; Emergency Health Services 
Highways and Public Works; Highway Maintenance 
Highways and Public Works; Government Buildings Maintenance 
Human Resources; Services for Fawilies and Children, Treatment 
Human Resources; Special Programs for the Retarde d 
Provincial Secretary; Public Inquiries Act 
Provincial Secretary; Provincial Elections Act 
Recreation and Travel Industry; Parks Branch--Capital Program 

191 Recreation and Travel Industry; Youth Crew Program 

137 

197 Recreation and Trave l Industry; Film and Photographic Production 
208 Transport and Communications; Air Se rvices 

8. Votes with No Public Service 

17 Attorney General; Legal Services Commission 
24 Attorney General; Criminal Injuries Compensation Act 
25 Attorney General; Liquo r Control Board 
38 Economic Development; Grants 
42 Education; Post-Secondary Education--Universities 
45 Education ; Teacher Pension Fund 
47 
67 
69 
70 
71 
72 
73 . 
96 

llO 
111 
112 
ll6a 

118 
119 
1 20 
137 
138 
139 
140 
141 
151 

Education; Advances re Rural School Taxes 
Finance; Assessment Appeal Board 
Finance; Interest on the Public Debt 
Finance; Grants, Contributions and Subsidies 
Finance; Interest on Funds and Deposits 
Finance; Incidentals 
Finance; Salary Contingencies 
Health; Medical Services Commission 
Housing; Cons~ruction of Homes for Elderly Citizens 
Housing; Housing and Development 
Housing; Appropriation for the Provincial Home Acquisition Act 
Human Resources; Services for Famil ies and Children (except 

Residential and Treatment Programs ) 
Human Resources; Health Care Services 
Human Resources; Community Prog rams · 
Human Resources; Income Assistance Program 
Mines and Petroleum Resources; Prospectors Assistance Program 
Mines and Petro leum Resources; Mine ral Research Program 
Mines and Petroleum Resources; r..1inera l Data Program 
Mines and Petroleum Resources; ~Lnera l Employment Program 
Mines and Petroleum Resources; Energy Research Evaluation Program 
Municipal Affairs ; Grants and Subsidies 
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VOTE 
NO. 

164 
169 

171 
172 
174 
176 
177 
178 
188 

189 

DEPARTMENT & BRANCH 

Provincial Secretary; Grants, Spec ia l Services and Events 
Provincial Secretary; Unemployment Insurance and Workman's 

Compensation Act 
Provincial Secretary; Distribution of Government Publications 
Provincial Secretary; Public Information 
Provincial Secretary; Employee Benefits 
Provincial Secretary; Public Servi ce Superannuation 
Provincial Secretary; Members of the L.A. Superannuation Act 
Provincial Secretary; Municipal Superannuation Act 
Recreation and Travel Industry; Grants in Aid of Regional Park 

Development 
Recreation and Travel Industry; Pacific Rim National Park 

9. Research 

138 

15d Attorney General; Corrective Services, Research for Staff Training 
28 Attorney General; Rent Review Commission 
51 Environment; Surveys and Mapping 
56 Environment; Water Investigations Branch 
58 Environment; Environmental Laboratory 
78 Forests; Research Program 
81 Forests; Inventory Program 

158 Provincial Secretary; Provincial Archives 

10. Small Branches 6 

4 Agriculture; Deputy Minister's Office 
7b Agriculture; Special Program (Youth Development) 
9 Agriculture; Milk Board 

15e Attorney General; Corrections Service, Inspection and Standards 
16 Attorney General; Justice Councils 
18 Attorney General; Justice Development Commission 
22 Attorney General; British Columbia Parole Board 
23 Attorney General; Law Reform Commission 
31 Consumer Services; Deputy Minister's Office 
32 Consumer Services; Administrati ve Services Branch 
33 Consumer Services; Legal Services Branch 
44 Education; Student Aid Programs 
46 Education; Metric Conversion 
55 Environment; Dykes Maintenance 
87 Health; Deputy Minister 's Office a nd Departmental Support Services 
91 Health; Other Health Care Expenditures 
92 Health; Office of the Deputy Mini s ter of Medical and Hosptial 

Programs 
103a Highways and Public Works; Governmen t Build ings Maintenance 

Administration 
105 Highways and Public Works; Rentals 



continued 

VOTE 
NO. 

117 

126 

DEPARTMENT & BRANCH 

Human Resources; Services for Senior Citizens and Handicapped 
Persons 

Labor; Employment Programs 
Municipal Services; Transit Services 
Provincial Secretary; General Administration 
Provincial Secretary; Indian Advisory Act 
Provincial Secretary; Provincial Lottery Branch 

139 

148/50 
153 
162 
167 
181 
182 
183 
191 
193 
206 
207 
209 

Recreation and Travel Industry; Infonnation and Education Branch 
Recreation and Travel Industry; Marine Resources Branch 
Recreation and Travel Industry; Fisheries Enhancement Program 
Recreation and Travel Industry; Outdoor Recreation Branch 
Recreation and Travel Industry; General Administration--Travel 
Transport and Communications; Coromunication Systems Development 
Transport and Communications; Motor Carrier Commission 
Transport and Communications; Transportation Research and Planning 

11. Facility or Regional Management 

52-53 Environment; University Endowment Lands 
94 Health; Government Institutions 

107 Highways and Public Works; Glendale Laundry Operation 
122 Human Resources; Burns Lake Community Development Association 
147 Municipal Affairs; Islands Trust 
160 Provincial Secretary; Government House 
170 Provincial Secretary; Provincial Museum 
185 Recreation and Travel Industry; Creston Valley Management Authority 

12 . Miscellaneous 

37b 
66 

161 
194 
195 
196 
211 

Economic Development; Business and Industrial Development 
Finance; Taxation Administration 
Provincial Secretary; Agent-General's Office and B.C. House 
Recreation and Travel Industry; Travel Division 
Recreation and Travel Industry; Beautiful B.C. Magazine 
Recreation and Travel Industry; California and London Offices 
Transport and Communication; B.C. Ferries 
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Footnote s 

1British Columbia, Es timates of Revenue and Expenditu r e ~ 
Fiscal Year Ending March 3 1 ~ 1 9 7 7 (Victoria: Queen's Printer, 
1976). 

2 . 
It should be noted that the use of the word "branch" 

here does not necessarily conform to the use of that word 
in the government's organization. In some departments of 
the provincial government, "branch" is used to refer to 
administrative units far smaller than the units here described 
and words like "program" or "division" are used to label what 
is here called a branch. 

3British Columbia, Public Service Commission, Staff 
Training Division, "The Organization of the B.C. Public Ser­
vice: 1977-78," Staff Training Manual (Victoria: Public 
Service Commissicn, 1977). 

4 John E. Hodgetts, Th e Canadian Public Service ~ Decision-
Making in Canada Series (Toronto: University of Toronto Press, 
1973). In particular, see chapters 5 and 8, Allocation of 
Programmes and Internal Division of Labor. 

5George W. Snedecor, "Five Thousand Random Digits," 
Appendi x VI to Statistical Rea s oning in Sociology ~ 2nd 
edition, by John H. Mue ller, Karl F. Schuessler and Herbert 
L. Costner (Boston: Houghton Mifflin, 1970), pp. 452-454. 

6"small Branches" are those with fewer t han 20 estab­
lished positions, or $300,000 salary and wages. 



APPENDIX B 

DATA WORKSHEETS 

141 



?unctior.al Cil.tP.f!;OI",Y I 

'iictori.a Lower Ref!iona l Ct.her 
~----~ --~....----~C_P_n_t.~P_r _-;_~ Co:.:-u~if.'!.es 

Ear.cl E 

Band D 

Band C 

I 
I 

I Band B 
I 

I 
• E.1 ::d A 

Ear.d 0 

2 

2 

7 

8 

20 

32 
12? 

2'1 

1 

4 

9 

8 

1 f. 

36 

nl 1---1----+-'------,..----f 

p 

Totals 

31 6 

..__70------"~ ,;___.·~ ~ rn ,__I ___ ____, 

10 0 

:n 
C 
.:, 

8 

~ 6 ,.... 
C. 
E: 
11) 

'o 4 

'll'l-. 

2 

C 

0 

0 

0-

0 

\ 
\ 

\ \ 
\ 

\ I\ 
\ \ 
. \ ... 
·. \ \ 
·., ._, 

I 

I I. 
n:1 Cl .,.., > s.. :, 
0 0 .., 

" () r.: 
•rl ,s 
>> 

I 

\. .. 3.C. Gov•t. • 

\'J-···r· - -- LC. I 

\F'i 
,.... 

"' "' "' (l; 
C I. •rl 
0 "' +J ..... +O -rl 
t. s: ►-
.:; ol) s.. :-, 
o::u 1! ;; 

+J (', u u 

outsi.de '/ictoria • 

o utsid e Vic-1/ar.c. 

linear r esresion 

Geometric: 

outside 1/ictori.a 

out si.de Vic- '/ar.c. 

line3.r re.o: re s i.on 

Cubic: 

outside '/ic tor fa 

. outside Vic - ;/ar.c. • 

li near r ce;res1on 

142 

,29 

.co 

.oo 

.co 

.oo 

.()() 

- ·-



143 

I 

Victoria outside Victoria • / )') 

out.sid e Vic-Vane. .oo 
Band E 5 

linear regresion 

Eand D J 40. 

tt::' 

I Band C 4 
,,s 

! Eaod 

1 "'.°1 

B 10 
4'.) 

°-'.) 
-i 1-----t_J 1-----1---H---------

Geometric: 

outs ide Victoria. 

outside '/ic-'/ar;:,. 

.co 

.oo 
Band A 19 ! 9 line~r re~res ion . oo 

!. 'i 
Cubic: 

Ear:d 0 
outside 'iic: toda 

Toi:.als • co 

line2. r r e,p·es i on • co 

Disoersion Gr,~h 

100 I 
' \ 

\ 
e 

Ill 
<:) 

C ' 
\ \ I ., 
' >, 

6 0 
r-' 
C-
i;: ., 
~ 4 
0 

~ 

2 

C \ ·\ 
\ \ 

' ·1 \ \ 
() I·' 

i ·., ·~ .. 

(1 I \ .. 3.C. 

I \; 
.· 

---t .... ·· F .C. 

Gov I t • 

I 
--

0 -

r-' Ill 
I 1. "' Ill <ll 

"' 
., s:: 1. -rl ..... :, 0 '-' ~J 

1. :, ..... ..., -rl 
0 0 "' s:: C: 

..., 0 ., Q 1. :, 
0 C: p:: u <ll E 

•rl "' ..c F 
>> +J 0 uu 



&nd E 

Band D 

Band C 

Band B 

E.anri A 

Band 0 

Totals 

BC 

'ci 40 

~ 

20 

0 

14 4 

Fur.ct iona 1 cat P.gory I 

Dc;:,artl'l'cnt 

Srar:ch 

Di.soAr s-i.cr./:-:ec p~7. r~ l ::zc1 t i_o~ /,qt :-jx Ir.r:-\c es of l)isnPrsi on 

'/icto:-i.a Lcr,e!" :l,e;,iona 1 Ct.he r ouf:.si.d e 'lie tori.a . . . . • 'i8 
?•:a in "J. :1 nrl C:~!'lt~rs C ~):'.:":U:li. ti.es 

18 ~~ ~ 1 ?'i .., 
I 2;C ,,, - 1? -c .. j · ~ ") 

outside Vic -Va ne . . . . • 46 

li:ie.1 r re~::es ion . . . . JS 

9 
1 I:!; 4 5 "" 4 6/t 

5?:5 1?': ?S .S Touice s of Smthl D~cent.r~lization 

26 ?.~l} 15 11 ~ 28 ?.S? Georr.et r i c: -

r2 Li~.::; 7,;f, 

1P': /J.C 1?1• 
47 P, 12 J1 - -~ 

1 7': 5:~ I ½r.: 2'.:.Q 

outsid e Victoria . . . . 51 

outside Vic- Vane . . . . . 41 

M3-1 ~ 2? 33 68l 1; 71 2J JS 
6P: 1?! 2: J8 

lir.e;ir r e~resi. on . . . • J2 

Cubic: 
4g 21 

outside Victoria . . . • /J.P. ---
216 '- ·~) outside 1/ic- Var.c . . . . • '38 

linear r e~ resion . . . ?.8 

I 

t, 
t'· 
(-._' 

\J ' I _, 

I --~ ,, 
j\ , ~~ 3 .C. Gov•t, 

I I \'):---•· . - ;. (' 

- l •..,, • 

i r- -, 
,.... Ill 

I I.. <'.l "' <l) 
ol <l) s:: ... -rl .,, > 0 " ;J ... ::, .,... .,..; .... 
0 0 "" s:: C .., 

0 (J) (l) ... ::, 
0 s:: c:: u (J) r,; .... ol ..c ~~ 

::> ::> 0 r3 



Eand E 

3a nd D 

Ea r.d C 

! Ba nd B 

Ear.d A 

Ear.d 0 

Totals 

';j 40 

~ 

20 

0 

Vi ctoria 

e 

13 
2('9 

c.m 

27 
;,1.q 

7~? 

35 

92½ 

1J5~· 

311 

I 
I 

\ 
I I \ 
I l'J 

\ ' \ 
.'\ 

I S.. 
oj QJ 

•rl > 
s.. :::, 
0 0 

..., (I 

U C 
•rl "' 
>> 

.. , 

~ 
6~: 

6 

2 

~ 
I 

27 

t 

I 

\ 
~- .. 
\;, .. •·· 

.. 

- 1---

!l. eP.' i onal 
C P.~t. 0 rs 

10 1 ') 

1" 

1 '.) 

Ct.her 

1 

22 

2J 

3 . C. Gov' t. 

F . <: . I 
\ ~- -i-;-~ 

,-< 

"" "' C: s.. 
0 CJ .... .., 
"'.: 
QJ QJ 

a: u 

"' Q; 
•rl ..., .... 
>-s.. :::, 

CJ L 
.c ;: 
+' 0 

.uu 

1 4 5 

Functional catP.v, ory I 

Depart~e!'lt 

Ir.--l kP. s of l) is nP. r s i o n 

outside '/ ictoria . . . . .19 

outsid e Vic - '/ anc . . . . .09 

l inear re~resion . . .07 

I nd ic e s of Soa t ial Decent,rqllza t i on 

Geomet r ic : 

4 
outside Vi c t oria . . , 14 

g c uts i de 1/ic- 'la ne. . . . • r,4 

2?. line:ir r ep:re~i on . . . • <T3 
22 

Cub ic : 

outs ide Victoria . .to ___ 

26 outside Vic- Var.c . . . . 0t 
30 

linP.a r re,;resi on . . • 0 1 

!;ote s; 



Band E 

Band D 

Eand C 

Band B 

Eand A 

Eand 0 

Totals 

"' 0 
QJ 

8 

& 6 ,.... 
c.. 
E 
•U 

'o 4 

~ 

2 

C 

" v 

0 

C 

G 

14 6 

Funct ional cater, ory I 

Departren t L-~bo1_:r:,_. ____________ _ 

Branch 

I:1-lic e s of ')i.s:-:,-, r si on 

Vic tori.a In,;er ~e;dona l outsi.de 'lie tori.a . . . . . 21 
l·A : nlrnrl 

Cther 
~----- Ccc.~u:i i +. i.es 

5 2 

2 
0 

1? 

J 
q 

2 7 
< 
~ 

10 
2/"\ 
!~0 

5 

11 
11 

1 
11 

2 

D: soersion Gr aoh 

~ I 
\ I 

\ \ 
\l 
·. 'i \ 

I 
. \ \ 
·' \ 

'-'J · ) 

I I­

"' "' •rl > 
I- :, 
0 0 
+' CJ 
() t: 

...-< ·~ >> 

r" I 
I 

\i-~.--·· 
\ \ , 

LJ 
,.... 

C':"! V) 
C: ... 
0 Q 

- +' t, C: 
CJ <lJ 
P::U 

1 
? 

1'"' 
n 

··_ L-~~ 
a.c . 

I 

?.C . 
I I 

·- ~ "'"~ 

"' 4: 
•rl 
,J 
...-< 
C: 

I- ::, 
<ll L 

..:: kc 
+' 0 uu 

out s ide 'lie-Vane . . . . . 00 

li:ie1r r e gresion . . • 0 '.) 

Ir.dic e s o!"" Soa ti.al Decent r Rl i za ti.on 

Geo::iet r i c: 

out side Vic t o ri.a . . . -~2 

O'J tsi.de Vic - '/:inc . . . . . 00 

linefr r e<rres i.on . . .oo 

Cubic: 

outside '/ictoria . . . . ?5 

ou tside Vic - 1/a r.c . "" • •, v 

li 1:ear re~resion . 00 

Gov't, 
I 

I 



Band :c:: 

2and D 

E.ar.d 
,.. 
--

Band 3 

Ear.d A 

Ear.cl 0 

Totals 

100 

"' 0 
CJ 

~ 60 ,-, 
c.. 
E 
c:; 

20 

0 

Vic tori.a Lc-.. er 

J 

J 
l!- .9 

1C? 

t} 
; f, 

1'.'2 

7 
2B 
~6 

19 
11 

19 

~5 

147 

Fur.ct:or.al cat~~ory I 

Depart~ent 

3ra r.c h 

~edor.al Ct.her 
_C_A_r_t_~_,_s __ Co~~u~it~ ~s 

In,.,ice!s of l)isoA rsio:i 

outside Y1ctoria •. 

outside 'lie - '/a:1c. • C() 

Ir.dices of Saati:al D~cerit t ... rt.liz.aticn 

Geou:et ric: 

outs:::! e Victoria • 00 

outside Vic - '1anc •• . ()() 
linear- re,=;resi.on • 00 

Cubic: 

~At; rn 51 ! 7~0 

out.5ide 'iictcria 

outsice l/ic -'13.r.c •• 

. 00 

Di.soe,sion Sraoh 

I 
\ 

\ \ 
! ' \ 
-....'I\ 

·. \\ .. , 
··:.1 

I\. I 
,, . ---- ·r 
" v--, 

,..., 
I 1-. "' "' "' 

., C 1-. ,..., :,. 0 (J 

1-. .,.,..., 
0 0 t. ,:: ..., 0 OJ ., 
0 C c:: u 
·d "' >> 

I 

I 

_ .. -t 
1.,--
I --

1-. 
<l> 

..c ..., 
0 

::, n 
~ ,1..,. 

~ .c. 

"' o; 
-rl ...., 
-rl 
C 
::, 
£ ,: 
0 

(.) 

Gov' t. 

I 

linear !"e'°'r-esi on 



148 

il 

Depart:rcnt 

Branch 

t L·viic<"s of 1)1s oP.rsi on 

I 

I 
f 

!tez iona l 
______ -'-=-=-'-'-"-"-.;.;;..;.-,--"-C~P.~n~t~0 ~r ~s-~ C0;.~~~1:tes 

Vi.ctoria Ct.he r outsi.de Victoria •• 

out sirl e Vic-1/anc. 

• (;I) 

. ('() I 2ar:d E 

li::ea r re~resion • 00 

2and D 
5 

Indices of So~t i a l DecentrP-liza tion 

! Sand C 
l 

Geomet r ic : 

IEar.d B 
outside 1/ictori.a . co 

I l&nd A 

outside '/ic- 'lanc •• 

linear r e~resi.on • 00 

Cubic: 
2a?".d 0 

outside Victoria • ''0 

Totals o utside '/ic - Va r.c. . co 

linear r e~resion • 00 

Dts oersion Gr~~h 

10 0 
I ~ 

e 
"' (l) 

C 
1\ I f 

1, 
,,_ 

Ill 
::-, 

6 0 
,--; 
0.. 
E 
Ill 

' 
C ' I 

' I \ 

·t \ ,._, 4 
0 C ' ·._; 

""'· 
2 

I 

I\ i\ i .. 3.C. 
\·' .•· . ... 

Gov' t • 

0 I ~ I 
;nc:::aa.j 

:,' .c. II 

,..... IJ) 

I 1-. "' ,i Ill 
<'l "' C 1-. -rl 

...-< :, 0 c., ..., 
1-. ::, ..... .., -rl 
0 0 "' C C 

+> 0 Ill Cl ).. ::, 
CJ C a: u Cl i,; 

-r1 "' ..c: ~: 
>> ..., <) 

ou 



I 
I 
I 

l 
I I Eanc! E 
j 

I 
I 2'lnd 
l 
I 
' , ;:.,nc! 
' I 
I 

D 

C 

i Brnd B 

I 

7 

14 

35 

; 

1 ' , 
·" 

7! I 19 _ ,_ , 
1------1 ---1.:1.J 

3rar.ch 

j E:ind A 

; 
~ 

t--l_P_ •. 1-+-_IJ._, c-'-1. I ,---i'c---~I 1----i'---' .__ ________ ___, 

28 d 1 1-J 1 
I - _, Q 
1 .t::-'l?l<. 1 

j 

Totals 
~~~ ~~' ?<; ·•, I -=c==j-1•-· ~-­

tJ5 1U; . 27 ~;? 
~ • - . I - - ~ . 

U) 
(!) 
(J 

100 

Be 

~ 60 ,-< 
r._ 
le 
(J 

20 

0 

I 
<-J .,., 
1-. 
0 

+' 
(J 

.,t 

> 

~ 
' \ 
'\ 
" 

" ~ 
~ 
\ 
--1 
·.' 

·.\ 

,.._ 

"' :--
" 0 

" t: 
<-J 
> 

I 
·-~ .. . .. -· 
' 
I 

. -
,_. ,, Ill 
>. i. 
0 c: .,.. ,, , .. ,: ~· ~· n: u 

.___ 

I 

. -. ~ tj • l., • 

? 

"' "' .,t ..., .,.. ,. 
,.._ " 
C.' t: c.: ~. 

~ J 0 
L..' () 

" . i .. . 

r 
II 

149 

outsi.~e Vic tor i a • .17 

.00 

l i~ea r re~~esion ,00 ----

Geotr.et. ric: 

outs i de Victoria .JJ 

outsi.de '/ic - '/ar.:. .oo 

l inea r r ecres i on .oo ------
Ct:bic : 

outside Victo r ia .32 

outsice 'lie - Var.:. ,00 ------
.co 



Ear.d E 

Ea!'ld D 

! Band C 

fond B 

I 
j Band A 

I 

Ea::d 0 

Totals 

100 

"' 0 
QJ 

8 

~ 6 
,-f 
C. 
E ., 

2 

C 

0 

0 

/1 

0 

Vi:: t oria L<,we, 

"" . , 

3 -:i 1 1 
?, ': 

11, 
~< 

6 
? ~ I 

,, 1-:: !_:. 'J I 

,-+-----; _I 

I 
I 

Li ! 9 
P. 19 J. '.1 I ,,, 

,,,,,, 
9 ✓ J I I I 

69 
-4 '"'~- Giilil ,... i r: I 

I 
I I 

i====>====l === ==i== -:=j 

r:ote s: 

Dts oersi on G~Aoh 

\, I I I I - ~ 
~ I I I 

' I 

I \ I I 
l. I 

·• I ) 

'-. I \ I 
.\ I 
I \ "1 I ·-J. 

[\ I B .C . I . .. 

I \'r •·r -n Gov •t • 

I I I I ~ .c. II 

,-f <II 
I 1-, "' <II QJ 

"' "' C s.. -rl 
-ri > 0 QJ ..., 
s.. :, .,., ..., -ri 
0 0 "' ;;:: ;;:: ..., 0 QJ QJ 1-, :, 
CJ C 0:: (.) QJ ~: 

-rl "' ..c ~: 
>> ...> (,) u u 

I.I 

ot: ts-l.de '/ icto1·ia •• 

outsic!e '/ i c - 1/ar.c . 

E :1ea r re:;,;resion 

Geometric : 

outside Vic t oria 

outside Vic- '/aoc • • 

l inea r rec-re s i. on 

Cubic : 

outside 1/ict oria 

outside 'l i e- Vane. 

150 

• (1') 

• 29 

• (' O 

. ()'.) 



2and E: 

I 22.~d D 
I 
I 

l &Ind C 
I 
I Sand 3 

I l Ear.d A 

Eand 0 

Tota ls 

"' 0 
CJ 

Brar.ch 

'/ictori.a Ctr:e r Re~:o:":al 
~----~~..:..::::;..:.;c::,..c.;.;.;_.;.~,-:~~A~~~t~P~c~S-~ So~~U~l:i~S 

4-S 
3 iG? 

I 

27q q i 
31 0-;7 1 I 

,Jr '3 I 95 7,:.~ 2 , , I .:.0 

I I 
2r 

2·') 1 
2C 

-~ •I HL!dl 1': 

,di 111 H t59 ' 4 
: ~-- - ~ . ~;_; , I 

Disoersion G,Aoh 

;\ 
I 
I 

cc \ I I 
'), ! I 

ii' 60 ,..., I 
\ I C. 

E 
0 

20 

0 

-. 

I t. 

"' (l) .... > 
t. CJ 
0 0 

+.J () 

0 C: 
-rl "' :>:> 

.\I 
·_,1 
',J 

I 

I 
' I I 

\ I .1 a.c. ! .. Gov' t. 

\- -···r 
1 I F.C. II - -- -

,..., 
"' "' "' (l) 

C: t. -rl 
0 Ill +J .,....., .,., 
t. C: C: 
(l) Ill t. CJ 
~ CJ CJ E , · ..., 0 

0 CJ 

151 

II 

rn,nces of Disn~rsion 

outstde 1/ ictoria . . . . 0?. 

ot:tsirl e Vic-Vane. . . . ()0 

linear re,;resion . . 00 

L>1d ices of So,'lti.al Decentraliza~inn 

Geometric: 

outs ide Vic tori.a . . . 02 

outside Vic- '/ar-.c • . _:__S_O __ 

linear r ep- re~i.on . . 00 

Cubic: 

outside '/ictoria . . 1)2 

out side 1/ic- i/a nc. . . or. 

linea r r e;; :- es i on . . 80 



152 

?uncttor.al cate~ory II 

In.-J i.ces of IJ~snP. rsion 

Vict ori.a I,o, .. e r outside 'lie tori.a . . . . ; '.2 <; 

outsirle 'lie- Vane. . . . • 17 
Eand E 

J 
l L1ear rei;;,e sion . . , t2 

2a!1d D 16 

Ir.die es of 3.:;;iJ:i.al Dec en t , ;iliza tion 

; fond C 
9 

1 <: 

3 
2 '7 

01 
1 Geometric: 

Ear,d B 

I I Band A 

1? 
- 1 2 -, '._: I " 16 1---+------'-+---1---=--'-l 

19 J _;~ J : 1· 1 
1 

____ __ 1 __ :-..,, .._ _ _ .__ _ _. ,_ _____ ' _. ----...._ _ _ 1_, 

, 1 

, ,., 
... · ;• 

outsir:e Victoria . . . • 21 

out si.de Yic - '/anc . . . . 16 

line ar r .e=-resi.on . . . 1.2 

Band 0 

Tota ls 

20 J 3 J I I 
i====~=~ · . ===!==~ ~=====l 

75 ~[;J±J~_1_0~___. __ 7__._ _ _. 

2 

Cubic : 

outside Victor ia . 20 

ou ts ice 'lic- Var.c . . . 14 

linear r e,:,esion . . 1t 

Di so~rs ion Gr~nh 

100 
I I I I 

8 C t· 
I \1 \I 

C 
I 
..... i\ 

0 
.. \ I 

· ... 
'·J 

2 
i\\ 3.C. 

() i' .- I 

,'r .-·-r 
Gov• t. 

11 I 
J J 

0 - r ? .c. .~-- _...., !I 

r-< Ill 
I I., "' Ill Ill 

<ll ,., C I., -rl .,.. > 0 Ill ..., 
I., ::, .... .., -rl 
0 0 "' C C ., g <l) <l) f.. ::, 
(J Cl: U Ill ~: 

-rl "' ..c ~: 
> > +' <) u u 



Band E 

I Ba nd D 

I F,,i r.d C 

I 
I Band B 

I 
' I 3and 
,, 

Ba nd 0 

Tota ls 

1CO 

"' <l) 

<J 

ec 

& 60 ..... 
c.. 
E 
QJ 

20 

C 

DisoP. rs i.cn/~ N Pnt. r 'l l : zat i.c:i :-:.:it ri.x 

1/ictori.a. 

2 

1 

2 

7 

15 

?.7 

1~ 
1? ,) 

Q 

27 

9 . , 
l.:' 

7 

"'1 \ , 

'\ 

I I. 
"' QJ .,... > ,.. :::, 
0 0 

+J () 
CJ C 

.,... '" >> 

\ 
I 

rn..-e r 

I 
j 

t§ 

\ 
.\ .. \ 

1 
I, 

\ , .. • 
\_ 

..... 
<t ., 
C /.. 
0 <l) 

.,., +J 
ts C 
0) 0) 

et.: CJ 

. • 3 . C. 

• 
"' QJ .... 
+J .,... 
C ,.. :::, 

"' i : ..c , . 

'3 8 

I 

.c . 

Gov•t • 

I 

II 

153 

I.I 

Departr.'~nt 

9ranch 

!r.'11~ :?5 o f DisnP. r sion 

outsi d e Vic tori.a . . . . .no 

out. sici e Vic-Va. r.c, . . . .oo 

li!iear ref; !'e s ion . . . .oo 

L11dices of Soatial Decent,ali~ation 

Geome t ric: 

o utside Vi c t o r i.a . . . . (11) 

outs i d e Vic- 'la nc. . . . . 00 

lir.ea r re_c- resi on . . . 00 

Cu'Jic: 

out side '/ictor i a . . .oo 

out s i de 'li c- '/anc. . .co 

linP.a. !"' r e~resi on . .oo 

!,a t.es: 



'/ictori.a L=-~er ~e~io~;l 
v,::,1-~r.~ :-:~~~o~s 

2.rnd z 
1 D 

i 

! aand D 
6 

l 
t 
; B..:ind C ? ': 
C 3 
I '.: 1 
I 
I - d 3 -;,i:, i oar. 6' 1, o 

Eanrl A 
1n 

E, 

1 '.1 ' . 

2ar.d 0 
2 h i 

---=:·-

Totals 2!? I 1frj1 1 GIL 

10 0 
i I 

C 
I I I 

Ill 
<:) 
<:) 

>, 
6 0 ,.., 

C. 
E 

I c~ 
' .,. ., 

0 

~ 4 
0 

~ 

2 

1' . . ' 
0 ·" '1··._L V 

I '\1·. ' ' / _ .. ·• 3.C. 
C ,. ✓'- l \b· ·, '-.. ~ - ,.. : .~. III 

C I I 
,-. '1 

I ... ,., Ill C: 

"' 
., C ... -rl 

-rl > 0 0 ..., ... :> .,. ..., .... 
0 0 

ci 
C C 

+' () 0 ... :> 
() C c:: u 0 le 

..-1 "' ~ t: 
>> +' 0 uu 

Depart:r.e?1t 

Brar:c h 

C: he:­
r:~;~u '.'1 i .,# i.e s 

1 
t..Ji, I 

h ,; 
5 

1 ' ~ 

( ~ .. ~ 
1!.: 

11 2 

,, 
lf 

LL 

2 ~ 
~, 1? I 
,:_ - ,ts 

~ 

154 

m 

Indi.c As of ::)i:;n<?rsi on 

outs:de '✓ ictoria . . . . • ',If 

outsirle Vic - 'lane. . . . • ,22 

linea!" re~~esion . • If~ 

Ir.dic z s cf Sr:,a t i..:ll Dec ent :-~liza~ion 

Georr.et ric: - . 

outside Vi ctoria . . . • 4 ,; 

outside Vi c-,'anc. . . • lflf 

linear :- e;r!"'esi.o n . . • I.ff) 

Cubic: 

outsid e '/ic tor ia . . ,16 

outside 'l i e-Vane. . .;~6 

linea :- rE~~esion . . 33 



155 

m 

Depsrt!':'ent 

Brar.ch 

brl ic!? S of Dis :;P. r s~ on 

outsi.de Victoria . . . . • P1 

outsirl e Vic-Vane. . . . . 10 

linea!" re~resion . . 17 

I.~dices cf Soa tial D1>.ee;'ltr;,. l .~:2. ':.ion 

Georr:etric: 

out s id e Victoria . . . . ?Cl 

outsi.de ~lie - Vane . . . 12 

Eanrl A 
21 lir:ear r e,o:resi.on . . . . 17 

Cubic: 
Eand C 

t1 
outside '/ictoria . . 8::J 

Totals 57 . outsirle 'I.le - '!J. nc . . 14 

linear r e~ res 1on . 11 

1:otes: 

10 ,Q 
I 
I 

., 
(I) 

I I C I 
I I 

"' >, 
6 0 ,..., 

c.. 
E 
c:l 

..... 4 0 

~ 

2 

c- I\ I 
- ' 1 -,. . ., 

() 
--~\I I 

·-J~ I --
(\ r•• .. }--~ J•·± 3 ;:• I 

·, --~N - - ,.. .. ....... ": . \.,,, . 

Gov 't. 

III 

C I I l"i 
,..., 

"' I .,, 
"' a, 

<1 "' C: I. ..... ..... > 0 0 .., 
I. ::, ~ ., ..... 
0 C "' s:: C: 

+l () <;J "' I. ::, 
. tJ C: c,:: u CJ ~ -rl ~ ..:.: 
>> . ; 0 uu 



::ra r.c h 

.--:-- ---- -------- ---·------ - - -~ I 2l::J_,c,r ,,; r " /:>~ r'c , . ro.: ;_ ?.:.".:..~'!:_c:_:::_ 1., t, :- i :~ 

I 
I Bar.cl E 

! B,1n-; 
l 
( 

' ; 2.:;.nd 
' I 
I 
' - rl i t a r. 

I 
1&nd 

! 
i 
' E;,. nrl 

D 

C 

B 

A 

0 

Tobi.ls 

100 

<11 
a, 
a, 

i)' 6C' ,-, 
C. 
E 
a, 

20 

C 

Victor ia 

2 

7 

13 

19 

24 

1 '1 

i 
! 

~ 
~~ '\ 
·-~ I\. 

. ',"\ ' ' 

· .. ~--~~ \~'f .. . ' 

·., --~ f.• I 

r-' 
I I. . r.' 1/) ..., "' .. i.. 

"'1 :, 0 c; 
I. '.1 ~ --' 
0 0 "- .. .... () C. c• 
() .. c..: u 

•rl ..., 
;:,, > 

c+.hr.r 

76 
l J 24 

7 
'? 

r:o:.es: 

I 
I 

·- ~ 

I 

_,. 
~ . ..... . .. i 

I I .... t .•-::. III 

'"' <O 
0: 

"'1 
+> 
•rl .. 

I. ::, 
c., L 

,.t; i: 
t; 0 

u 

III 

out s i<lo Victo~la • 

outsi<le Vic - Va ne . 

Gi12orr.~t ric : 

out side Vi ctoria 

outs 'i.de Vi c - ·.fanc . 

Cubic: 

outside Victoria 

15 6 

• --!..E_ __ 

• 19 

. 19 

• ?.O ------

• h1 



! 
I 
! 2and E 

I 2and D 

I 
I 
: c-3.nd C 
I 
I 
I 
I - d i tar. B 

I I Eanrl A 

I 

I I Ea r.cl C 

Tctals 

100 

8 C 

C 

0 

2 0 

' (J 

'lic tor i. a 

g 

I I I 
I I I ; 

I I I I 
I I I 

' I -~ -, 
· , I ' 

I ~r '-J._ 
I'· '7 , I • _ i ' , 

I --•..• ··1 . -

! 

I I I 
I 

,.., 
I :.. "' Ill 

"' CJ i:: :.. .... :,, 0 t: 
:.. :, - .J 0 0 t. .. ..., (I "' "' CJ i:: C: u .... r:I 
>> 

157 

III 

Department "':",~ - ~~- •-·~--------------

:lr:irch 

Ir.,.., ic e s of Di soP. r s~o n 

:le;:::o r. a l ether out si.d<? Vict or i a •• 

outsirl e Vic-Va r.c. • 6t 

, 42 

Geor.-: c t ric: 

o L:t side '/ictori.a 

out.si.de 7ic- -:.fa. nc. 

lir.ea r r e_•·re .s i. on 

Cub ic: 

outsi:le Victoria __0. 5 __ 

linea r r e>I riisian 
,.,, 

• 4 ~,. 

' .. 
! · · ' 1 3 .C • Gov•t. . 
' .... ? .c . III 

"' .., .... ..., 
.,.., 
C: 

:.. :, 
CJ E: 

..r.:: ;,; 
+J 0 
u u 



I Band u 

I 

I cand D 

i 
I 
i &nd 

,.. 
" I 

I 
! 
! =· r.d 1=· B 

I I E.;n11 A 

I 

Sar.d C 

Tota l s 

"' Q 
C) 

10 

e 

2 6 
"2. 
E 

"' 
'o 4 
~ 

2 

0 

C 

C 

C 

n 

0 

1 

1 

I 

I 

., 

l 
I 

6 

! I 

H I i? 

l I I I 
I 

I I 
i 

I I 
' I -,. ., 

. ' 
·' I / r--k l 

) I 
J/ 

I 1-
r.l .... :, 
I- " 0 0 

+' () 
0 C: 

..... "' >> 

• ii../ 

/~1 ', I 
. ' ',1 
l -···1· 

,.., 
"' ., 
C: l­
o C .... ..., 
e.. r: 
C) 0 

c:: u 

I 

---1 
I 
~ ~ .. ... :, . ..., . , 

l --+ ? .r.:. 

I 
., 
" ..... 
+' ..... 
C: 

I- :, 
C) ~ 

-s 5 uu 

I 

2 

'7 
I 

5 

I I 1 

7:< 
1?.~ 15 

Gov•t. 

III 

De:partll'ent 

:Sr2r.c h 

1:1 
~ !, 

2 >1 

t; 6 

q 
1 ' " - l J 

!:otes: 

158 

III 

outside 'l ictcria • • 

outsid e 'l ic - V:i r.c. 

l i~ea~ r e~res i on ,60 

Ir.d i ce s cf 5p.:i t.i.a l D~ entn l iza-':;i on 

Gecrr:e tric: 

outside Vict or-i.a ,61 

outsid e Vi-::.- 'fa r.c . .61 

Cubic : 

outsid e Vic toria 

out s i d e Vic - 1a r.c . 



I Ba nd E 

I Ban-i D 

! 
; Band C 
I 
t 
I 
I - • i car.a B 

&nd A 

ca nd C 

Tota ls 

1C 

c 

2 

0 

C 

C 

n 

0 

C 

Vi ctoria 

6 

i I I ! 
I I I I I 

\ I I I I I 

\ I i I I I I 
I ' I I I ~ -~ 

··1i. 
.':\ I 
~ \. I • I ' 

':. ! ' 

' I ) .. ··1 ' ·, ' . ' ~ 
\ '·~.-~··1· y 

I I ,v I 
,.... 

I I- "" IJ) 

"' 
., C I-

-rl > 0 '-' I- :-, ~ 
..., 

0 0 !:.. C 
+J 0 "' .:, I-
(J C u " -rl "' ~ >> +J u 

I 

I 
I 
I 
I 
I 
I 
I 

3 .C . 

~ . , ... . 
! 

., 
r.: 

-rl 
+J 
-rl 
C 
::, 
l. 
t.: 
0 
u 

Cov •t . 

III 

?u r:ct : on.:il cat c~; or:,r 

Dep3rt1l'en t. 

Brar.c h 

!r.rli.c~s ----
out s i clc 

outsi<i e 

III 

o f !)isr. "! r s i on 

Vic t ori.a . . 
Vic - 1/a t:c . . 

li!'lea ::- !"'e~res ion . . 

15 9 

. . • 19 

. . . 19 

. . t9 

Ir.C:i.ce s cf Si:-., c. i. a 1 Dec e'1t r :i 1:i ?.a~ ion 

Gcoi;:~ tric : 

outs i <.!e Vi ctori.a . . . 14 

out side ·vie- '!a r.c . . . 14 

linefr r e!-'. re s i.011 . . . t4 

Cub i c : 

ou ts ide Victoria . . 11 

outs ide 1fic - './a nc . t 3 

l inea r r ~!?resi.on t3 

•:otes: 



Band E 

Ba nd D 

Band C 

Ba nd B 

Ea nd A 

Ea nd 0 

Totals 

100 

"' 0 ., 
ec 

& 60 ,.., 
C. 
E ., 

20 

0 

Diso ~rsi.on/~ec ~~t.r A- l i za ~ i. o ;; ~-'..,.~ ri .~ 

'/ictori.a Lo-..1e r ~e"iv:u l 
:.:a i !: l ?. :-;~ GP?:~-~~ s 

IL 
i 

t ':J 

') 

3 ':' 7 

14 
7 2 ~ 

3 
J 1 

5 1_ ?. 

, ~ 111 L~l=f ? 
.L C- 74 -

J I I 
I\ I 
i\ 

I \ ·. \. 

. \ I 
-..~. 

I 

Ct.he :-

Departrre rit 

Branch 

Co!"'.:iu!l it1.es 

rr.,J-ic e s 

outside 

outs ide 

l i nea !" 

of Q-1.:-; ne rs i on 

Vk toria . . 
'lie-Vane. . 

re~r es i on . 

160 

. . . 14 

. . . G9 

. 05 

L"ldice s of Sca tia l Dec ent r a l izrt t i.on 

Geomet r i c: 

outsid e Victoria . . . . ')0 

outsi.de Vi c- Var.c. . ('() 

l • . l"e" r esi.o n 00 ~i!lea r . . 
Cubic: 

outsid e Victor ia ( ; () 

outs id e 'lic - 1/a r.c . . . 00 

linea r r e~ r es1Gn . . 00 

T'1e s:irnple exc l u'1 P.s D;,':Jt Se r 7 ices, 
which i s no~ ~ se~~Pate ~r ~:·ch . 

T'ie clis pe!·scd "C" l e•r'll er:ip l oy ees 
a re sunervi. s e,i by e:;;p l oyees f r om !l r.c- ther 
hl'.":i. r;c h. 

Gov•t. \\ 
~ .. ... 3 .C . I 

I \~·i,;~ , . 

I 
•r-,,__ 
1--,~r--- ? .c. rr 

,-< "' I .. oj ei ~ 
oj ., C J... .... .,.., :,. 0 c;; ...., 
J... :, .... ...., .... 
0 0 ~, C C ..., 

" O.l •'.) .. ::, 
u C a:: u c;; E: .,., ~ ..c t: 
>> ...., 0 (.) u 



Band .:. 

Ea nd D 
! 

I 
! &nd C 
! 

I fand E 

I 112nd A 

I 
Eand 0 

Tot a ls 

100 

en 
Cl 
Cl 

eo 

2 60 ,-< 
c.. 
E 

"' 

20 

0 

Diso~rsi. c r: / : '=c P-:tr:.;. l -l..zat ion ;,:.a.t r ix ---
1/i.ctori.a L:f,,-ier Fe:;ion1 l ethe r 

D"lpartr,,ent 

Brar.ch C0 r ,., " r~+.,.,, 

s ~rvice s 

I:rlices 

outside 

16 1 

I:{ 

of Di:;oe r sion 

'/ ictoria . . . . . J~ 
1·'-~ i.. n~=i ": '1 Ct? :iter-s Coc::iuni ties 

C', l"j 

2 2 ~ .:'; "'I 

.Qr) 

5 1 2":'; 
i 

11? qi) 
13 1 " 

J 51 
a J 

-:>'72 

~, ,:~ •:;o 
2t~ 1 ~ ? 

2ii 
t C? I /· 

30 ?'; 
J /3 lq 2~. 

? 1' 

. ~ 51 l f ! I ~, -,==, ~ 
?? j 

1""7 :, I I/ 
1JJ 11~1 I ..,. . -; -: ( I 

Oi...3oe r s i c n Gr ?. n:1 

~. 
I 

I 
. • ! 
'.\ ! I 

1\ ! , ,r 
\\ I 
' I 

' I ·. 11" 
·t I 

I 
·. ' j 

··.1 

Gov 't . ' I - ,.., 
L .. .. :, , 1., , 

, .. , --r ·., ; ,• 

t -f --L. _ F .c. IV 

,-< en 
I J.. "' '1 .., ., "' s:: J.. -rl 

-r1 > 0 " 
..., 

J.. ::, .,... ..., -rl 
0 0 , . C s: ..., 

" Cl ,:, J.. '..) 

0 C: er. u Cl E: 
•rl "' ..c t: 
>> 0 3 

outside 'f ie-Vane . . . • 00 

linea!" r e~resion . • (:I) 

Ind ices of Soatial Decent r aliza~ion 

Geo.r.et r i c: 

outside Vic tori.a . . • 4J 

outsi.de 'lie- Vane . . • f'(l 

linear r e)" resi.on . . . co 

Cub ic : 

outside Yictor ia . . , Ir t 
-·-

outside 'lie - Va r.c • . • '.'O 

line.:1 r r e~re'sion . . 00 

l:ote s: 

Fr,r·.-::e,1,/ i.: i.!:. h t'1 e At t orney Genen1 
D)p1rt i': ent. 



&i?'!d E 

Band D 

Eand C 

Eand a 

Eand A 

Eand 0 

Totals 

100 

"' 0 
cu 

~ 60 ,.., 
C. 
la 
cu 

'a 40 

20 

0 

Dis oP ~stcr / ~~~ ~~t ~~lizati0n !.'~1 t ri X 

Victoria In,1 ,;:r 'l2;,io:1a l 

f':'" 
) 

·'> '.' ~ 

11.,_ •~ 
9 

SC> '; 

2 S?. 
22 

7 5 .c 

6J 
~52 , :? 

4 
~;; 

5 r!; J ~!.!. ~,, 

'i1 
51 ,'i 1 

1 l 

~I I I 55 

~I k ll 1 ~ 

211 " 4 ., 
:> r: 1 ') I 2 ~ I ,,,, 

I . I I ! 
I'-' I I 
I \ i I I I ! 

,\ I I II 

\ I 
\ I I . ' ..... m 

J. .. · I 3.C. Go·, ' t. 

IY;Lf_ ~, 
I ·+--L_ - ~ -- .. ◄ .v . If 

,.., 
"' I I,. "' "' cu 

"' 
., C: I,. ..... ..., > 0 ., .., 

I,. :, .,.. +J ..... 
0 ::, .. C: r:: _.., t) ., •!) I,. :, 
(J C 0:: u <!l E.: 

•rl "' .c >: 
>> .., 0 

u u 

162 

Fu r.ct ic na l cat er,cry 

Inc!"icP.s o r' Dis Pe rs ion 

out side 1/ictoria . . . . /~lJ. 

outside './ic - 'la::c . . . . :!? 

li:1ear r e~resion . . .01 

Ir.dice s of Soil tia l n~~e ~tr~liz~~ion 

G eome t r-ic : 

outs ide Victoria . . . , CJ 

out:::i.ce Vic- t/anc . . . . . C'2 

li:iear re_;;: re :s i.o n . . . 01 

Cub i c: 

outside '/ictoria . . • 1?. 

outs ice 1/ic-Var.c . . .01 

line.'.! r re~ !" e s ~ c !"t "t 



r, 

Eranch 

In 7ir.es of Oisne r sion 

Victoria ether outside Victoria , , 
t-:=.i n l ~ ,--! ....-'-,::_,,_,...'--'. t_"r-'-"s-...., C:J:-: :-, uc:i ':. ies 

car.cl E --1 

i I . ------< 

Band C 

far.cl 3 

Eand 0 

Totals 

1CO 

ti} 

Q 
Q) 

ec 

;;, 60 
r' 
c.. 
E 
Q) 

20 

I 

J 

1 ! I 
k I 
' \, I( I ,,~ I I I 
1·· .. \ I I 

.. \I I 
·· .. i I ,,\ 
~ I 

'J~j· 

-
I 

I I 

I 

I 

r-~-

··· 1 -s .: . Gov 't. 

·--+~! ?.C. 
0 

Tl 

,-, '1 
I .. 

~ 
ti} CJ 

0) ,., .. •rl ..... > 0 ,:; ,J .. ::, ..... ..., .,.-; 
0 0 , . ,:: s:: ..., 

0 Q) "' .. ::, 
u s:: e:: u ., E.; ...... <C .c t: 
>> -' 0 

() u 

outside "lie-Va ne . 

linear re~resion • 07 

Geomet ric: 

outsica Victoria 

outs.;_c~ Vic-Var.c.. 

linear re."resi.on • 06 

Cubic : 

o~tside Victoria 

• 00 

• '.J 5 

r:otes: 

For:r.e!'lj , !-i ripo;:er Tr ,1ini. ';.:: ~r.d 
DJ?~,~ lo~:-:~!i t . 

163 



Band E 

Band D 
I 

I 
! Bani C 
I 
I Band a 

I 
I Band A 

I ,_ 
! !:!ar.d 0 

' 
I 

I Tota ls 

lCO 

ec 

20 

0 

164 

runct i.or,al ccttP.v,ory 

I r. rJ ices of Cis~P.rs ion 

Victo ria !,c..:e r Ctl-ier outs ic e '/ictoria . . . ~ 
:.:~ i. r: l ~-~ .~ ~~~ tn ~s Co~~u~j tie~ ~--~-~ 

outsid e '/ic -Va r.c . . . .J3 

linear re~resio n . . , 21 

Ir.dices of Sea ti.a l Dec entrRlization 

4 Georr:etric : -

outside Vic tori.a . . . 21) 

outsi.de :l i e - Vane . . . • 11 

li:-.eai r e~ :-esi.on . . 03 

Cubic : 

outsid e 'f i ctoria . . . 12 

outsid e '/i. C - 1/a r.c • . . • 09 

l i r.e,1:- r e-? r esi. o·n n" . • , O 

! i . I 
j'. I I I 
I ·, I j I I I I I 

~· I I 
· .. "'\ 

·. " I I l 
.\ I I 

··. 'j\ i 
•. ' I I 
\~ I ' .. ... 3 . C • 

'J··· ·r~ 
' I I " r--1 - ---- ? • :; • II 

,., \11 
I s.. "' "' ,I) 

<U "' C l,. ..... .... :,, 0 <: ..., 
s.. :, .... ..., ..... 
0 0 "' C C ..., () C ~ J., :, 
(J C c::: u "' ~ •rl "' .s:;; 
>> ..., 0 

O u 



2a nd E 

Band D 

Band ,.. ... 

Eand B 

fund A 

Ear.d 0 

Totals 

100 

tll 
Cl 
Cl 

80 

b' 60 ,..., 
c.. 
la 
Cl 

'o 4 0 

20 

a 

Diso~r si..cr./;:~P.r.1.r =-11 izat --i__on ;-~.=t trix 

Vic t oria L.c-...: e r ?.ei":'.o:1a l 
Va :. ri:. ~- :--.~ CArite r s 

1< ~ 
1 e, 

J6 -~ ':} 
!.! 1 1 10 ;:, ~.., ,.,,., 

I.;. !, 
1 q 1 1 

Q 

0 '.2 
9 !!. 2 

'., ? 

6 1 
I I 
r7 I , J I ' 

-----, 

fc H 21 7 "; 
t 'i i") ~ ~ ! 

Disnc r sion Gr a ch 

I I I . 
I I I I 

I ' '- I I I I I 
I I i 

1\ 1\ I 
~ 

' I I I 
~~ \ I 

•~ \ I I 

165 

functional cate~ory 

Deparl !:'ent 

:lr anch 

Incl ices of Oisne !"' si o n 

C't l:e r out s ide '/ i.c tori a . .54 
Co;:;: ur, i t i.es 

2 

J 

/ 
Q 

1 l 

outside Vic-Vane. .J9 

1i:?1ear r ee;resion .J2 

Tridices of Scati.11 Dec~nt r~ li~~ticn 

10 
Georr.et ric: 

~!: 

outs i de Vi ctoria .115 

out side ~/ i c- '/::J.r.C • . . J i 

J 1 . . _J.nea r r e:-: r esi on ?" .. ,..,. 

J 
Cub i c: 

outside Victor ia . 41 

?'. outs i de Vic-Va r.c. . 29 
~'7 

lir:·ea ~ r e~ !" es·tcn ?.~ 

?or :.,r~~li t h"i s hr 1.nch ~!~.s i!'l the 
F-:-c-rL nr. b 1 Secretary Depart:cent . 

~! ! I _..) ·~ 3.C. Gov •t. 

I 'l···r 
r--+--~-- ?.C. Tf 

,-, • '1 
I I.. "' "' Cl ..., Cl s:: I.. •rl ..., > 0 "' 

..., 
I.. :::, ~ +J .,.-< 
0 0 , . s:: s:: ..., CJ ,:; 0 I.. :::, 
u s:: a:: (J Cl ~; 

·rl '~ .;:: 
>> .., C 

(.J u 



i 
I 

i 
1- d E I t:an 

I 
I I Ea nd D 

I 
f 
; Band C 
I 
I 
I ! Band B 

I 
j 2and A 
I 
I 
I 
j 

' Eand 0 

Totals 

100 

1/) 
(l) 
(l) 

80 

~ 60 ,.... 
C. 
E 
(I) 

20 

0 

Vic tori.a 

1 

4 

2 

I I I I I 
I I I 
I I I 
I I I 

j\l I 
I 

I 
t ·t I I 

' ! • I 

f----l \ J I I/ . , , A 1·'-.;'~, I , , 

I .. •· ,~;r r 
I I I 

,... 
I t. ,., Ill 

oj "' r. t. .... :, 0 C s.. :J .... ,.; 
0 0 t. .: 

. ...., (J ,:, <lJ 
(J C ~u 

•rl " >> 

166 

V 

Depa r t n:ent 

Bra r.ch Snf'ci~l ·i.s t .'J'1~ R~~n.i 1qt. o~y Scr 11i.ces 

~ og- r -?r: 

I::-i i.c ~ s oi Dis cP. r si on 

Re~ional Ct.hAr outsi.<le 'lie tori.a . . . . • qi: 

ou tsirle Vi.c-Vanc. . . . . 67 

li~ea r r ~~resion ~ . . 60 

15 
1 6i I:idices of Sod ti.a l Decentra l iza~i on 

2 
1Q 7? 

54 
~ 

2 16 
Georr:e tric: 

1.J, .3 
hJ 

172 

q6 :"' 1 ' 1 ; - · ~ 

outs ice Vic tori.a . . . . ?6 

cutsi.de Vic- ·ranc. . . . 66 

1 
1 

1 
l ir.ear re.-'resi.on . . . 59 

Cubic: 

J outside '/ictoria . . , i';<j 

66 ~ c1 
1/.!,J ?_ c::. 

""----- . _,, 

outside 1/ic- Var.c . . . . ',Q 

linear re;;res"ion , q 

I 

j 

V 
/ F .C. V 

/ 

Gov•t, ::i ~ ,. ..... . I..,, • 

i 

II) 

d: .... 
+> .... 
C 

s.. :J 
t!) ,: 

,: 
....: 0 
O u 



::,rnd D 

Depa rtr.:ent 

Branch 

Vi.c tor-i a Le-er ~e:dor.a l Ct her 
.----.--~~~-=..;-;.'-'--'---,,.....:;-"'-~ ~-~ Co~~uniti.e s 

167 

V 

outsi.rle Victoria , , 

outsirie Vi.c - 'lanc. 18 

li~ear re~~esion 

2 
L,Cic es of Soa ti.al D~e r:t~rt l.iza:.i..on 

E.and C 

Ear.dB 

'£"ct:J. ls 

100 

1/J 
Q) 

CJ 

~ 60 ,.... 
C. 
E 
a: 

20 

0 

2 

5 

5 

i 
I 
! 
! 
I 

! 
I 
I 

I 

1::· 
· ' 

5 

C 

2 

I I 

' 
I 

I I i I 
i\ I I I 
I \I I I I 
, .... I\ j I 
, t\l I 

' ~ .. , t I I I, ·. I 

I 'h I I,' 
1 

I I-
OS OJ 

-rl > 
I- :, 
0 C 

..., (J 

CJ i:: 
-rl c,: 
>> 

I 
I 

I 
I 

~--·· . , r 

..... 
~ OJ 
r. l­
o C ..... ...: 
t.i ;; 
C ..:, 

c:: u 

I 

2 7 
C• 2 

20 
J 

., 

,, F .C. ,, .. ::::; ,.., .. .... . \., . 

-
1/J 
C 

-rl ..., 
-rl 
C 

I- :, 
Q) E 
~ ,· 

:;; 6 
O u 

12 
J 

V 

Gov ' t • 

Georr.etric : 

outside 1/ i ctori.a 

cuts i_c e Vic - '!ar.c • 

linear refreston 

Ci:bic: 

ou ts::.de Victoria 

outside 1/ic - '!a r.c. 

!Jot es: 

Fcrrierly th"t:; C' r -: .··~:1 1-;a s in f: he 
t.-.t.t c- r t F.J Ge ner al De~1. r:r. e!1t . 

22 

1'3 

J.l 



D"' s0P.rs;_1;~/r::~ P:'.7. r!!. 2..1.z_;l_t. i.0 ;1 :-'at 7" Lx:: 
I 

I Victoda rn ... er ~e;,::or.a 1 
!-'.a::nh::-: t:f"?~:er·s 

I 1H 1
2and u 

I 
I - d D vs I t:an 

I 
1 

i !! 

C 1S C t R ; Band 
I 2 

S!c 
1 2 

t'.U I ?. ? 

I 
j Band B 1~ !.;, 1?. u 3 

I r q ?h 
,, I Band A s s 

~ 
1 ✓ 

I l 
I 
I 
'cand 0 

7 ? ! 

Tota ls ~-;: '; H I ~ 

0 .__.__,___I _ _.__I_ ~__.-.'------
...... ., 

I I.. "' ., a: 
<11 ., ,:; I.. -rl 
~ > 0 :, .., 
I.. ::, ..... ..., .... 
0 0 t.. ,:; ,:; .., (J a: <:> 1-, :, 
(J ,:; r.:: u <:> f: 

-rl <i: .c ~ > > --' u u 

ru,ict "!.or.al cate~ory 

Departrrent 

Branch 

168 

V 

I.'71 1CP.S :,f Discersion 

Ct'Jer outsi.de V-i_ctor-i.a . . . . . h9 
c ~:-:~ tl:'ii_: : es 

outside Vic - Vane . . . . . 24 

linear re~resion . . 1~ 

Ir.dices of .3 oati.a l Dccentr.'tliz .1 ticn 

Geoir.etric: 

outsi:!-, Victo ri.a . . . • 118 

outsi.ce 'lie- 'lane . . . . lt 

l i r.e::ir ref"resion . . 16 

Cu'::iic: 

outside Victoria . . . • e!1 

outs ice Vic - Va r.c . . . . . 29 

line~r r~~res1on . . 15 

r:otes: 



l 

i 
I I Band E 

I 
I I Eand D 

I , 
i Band C 
I 
I 
I I B-.1nd B 

I I 3and A 

I 

I 
j Eand 0 
i 

I 
! Totals 

100 

Ill 
OJ 
<l) 

8C 

~ 60 r-< 
c.. 
E 
Q) 

20 

0 

DisoP.rs1cr./CecP':t.r=tli.~ati..o~ ~ 

1/ictoda ether 

1 u I 

I 
I I I 

I I I 
[-.. I 
'_'\[ 
' ... t-

~ '(. 
,,-, j F .C. ' ·, V -~ --~ ~ 3 .C. ~~ ..... . ' Gov't. 

Y··f I 
i 
I 

r-" ., 
I 1-. 2 Ill a: .,, Q) l-, -rl .... > 0 0 ,J 

l-, ::, .... .., -rl 
0 0 "' C C: .., 0 Q) <l) l-, ::, 
(J C n: u ,:, f, •rl ,,: .c 
> > () 0 

u 

169 

Functional cate~ory V 

Deparb:ent 

Brar.ch 

, ... 
1,0 , ... es: 

outs irle Vi.ctori.a • 

out side Vi.c- 1/a;:c . • 47 

linear r egresion • J? 

Ir.d ices of So.:iti.al Decent-:- .:t l.i. za t i on 

Geo:,:etr--:.c: 

out sic e Vic tori.a • 91 

40 

lir.eai refres i.on J1 

. Cu:iic: 

outsice '/ictori.a 

outside Vic - Va r.c. 



cand E 

E.rnd D 

E.anri C 

Band B 

::and 0 

'I'ota ls 

1CO 

"' <!l 
cu 

ec 

~ 60 ,..., 
C. 
E 
<!l 

'a 40 
'll'l.. 

20 

0 

Victoria 

I 

\ 
\ 

I 
I k ·. 

' 

l I.. 

"' cu ..... > 
I.. ::, 
0 0 
+' () 
(J C: ~· n: 
>> 

I 

\ 

.\ 
· .. 'l ' . 

Lo-..-er 
l·'.2.i~ln--! 

2 

J c, 

9 

2 

I 
I 
I 

'f~\ , , 
, 

I ~---·r 
I I I 

,..., 
"' Vl 
C: I.. 
0 cu ..., .; 
t,. ,::: 
<:, "' n:::u 

170 

V 

Brar.ch 

~e;,ior.a l Ct.her outside 'iicto!'ia • • 
_s_~_;._~~P-~_s_~ Co~~u~1:1~s 

cut sir. e Vk- '/a;.c . 

l i?1ea r re~!4e s ion 

Georr:etri.c: 

/; iJ 
outs ide Vtctori.a 

1 ".' 
p 16 outstde \/ic-'lanc. . 10 

1 • ()'3 
l 

Cubic: 

outside Victoria . t. ('r) 

outside '/i.c - '!a r.c • • • c-6 

I 

! 

I 
• / / I F.C . V 

~ ,., ,. w. 'v . Gov• t. 

I 

"' ., 
..... 
+' ..... 
C: 

1-. ::, ., f: 
.c: }: 
-;-..: 0 
u (.) 



I Vic tori.a Re,dor.a l Cth,;r 

I Band E 

l 

I Ernci D 

l R-tnd C q 

I 1 ?.7 
I I Eand B 

! ?.and A 

I 

l ; ~ P. 

1 Q 1 Q I 2 
1,S 

2 

1 '.'1 
J l; ,,. 3J 1 -l 21 

I -
I Band 0 

1 1 

Totals 
~ t GE 6 

-
. 2; ,7 L's . ' 

D:soe~s: c n G~~oh 

100 I I I I I I 
BC I I I 

I I I t/1 
0 
0 

~ 60 I i I ) ,... 
C. 
E 
Cl 

20 

0 

' 

I 

I I-, 

"' Cl ..... ::,. 
I-, ".: 
0 0 ..., (J 
·o C 
•M "' >> 

I I I I/ 
·-1 I I I Ii r- I 
'f ·. I ' ·.j I V ,,--t ~.c. V 

I ' \.· . I,, , I 
I,, .. 2 . C. 
' ' 

Gov •t. 

I ;: .. •·r· 
i I I 

,... t/1 

~ C1 " I-, -ri 
0 0 +J .,.. ..., ..-, 
t.. C C 
Ill C) I-, '.J 

c-c (..) "' E 
..c t: 
d 0 

(..) 

171 

~u ~c t lor.a l category V 

Brar.ch 

outsi.ce Vktor-i.a •• 

out siC: ~ Vic - Vane . . eo 

l i=-i.ea r re ~!"'esion • 72 

L~dices of S'Ja ti.a l DP.Centrali..:aticn 

Geo:r.et ::-ic: 

outs ice Victoria 
0 

1·'.' outs i_ce 'lie - 'lane . · 75 
'11 

81 
Cubic : 

outs i d e '/ictori.a • 91 

ot • 68 
:' () 

!:otes: 



Item 
No. 

APPENDIX C 

C-1 Dispersion/Spatial Decentralizati on Graph: Proportion 
Outside Victoria Method; Geometr i c Band Values 

C-2 Dispersion/Spatial Decentralization Graph: Proportion 
Outside Victoria Method; Cubic Band Values 

C-3 Dispersion/ Spatial Decentralization Graph: Proportion 
Outside Victoria-Vancouver Method; Geometric Band 
Values 

C-4 Dispersion/Spatial Decentralization Graph: Proportion 
Outside Victoria-Vancouver Method; Cubic Band Values 

C-5 Dispersion/Spatial Decentralizat i on Graph: Linear 
Regression Method; Geometric Band Values 

C-6 1976 Population; by Census Agglomeration Districts 

C-7 Indices of Dispersion and Spatial Decentralization 
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Dispersion/spa tial decentralization graph using 
proport ion outside Victoria method and geometric 
band values. 
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Dispersion/spatial decentralization graph using 
proportion o utside Victoria method and c ubic 
band values . 
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Di s pers i on/spatial decentralization graph u s in g 
proportion outs ide Victoria- Vancouver me t hod 
a~d geometric b and values . 
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Dispersion/ spatial decentrali za tion graph using 
proportion outside Victoria-Vancouver method 
and c ubic band values. 
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Item C-5 Dispersion/spatial decentralization graph using 
linear r egression method and geo~etric band 
values. 
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ITEM C-6 

1976 POPULATION; BY CENSUS AGGLOMERATION DISTRICTS 

Victoria (Cap. Reg. Dist.) 218,250 

Vancouver (GVRD) 1,166,348 

Regional Centre 219,766 

Karnloops 58,311 

Kelowna 51,955 

Nanairno 40,336 

Nelson 9,235 

Prince George 59,929 

Other 862,244 

Total B.C. 2,466,608 

SOURCE: Canada, Statistics Canada, Census: 1976: Population 
by Census Divisons and Subdivisions, Publication 
No. 92-805, June 1977. 
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ITEM C-7: INDICES OF DISPERSION AND SPATIAL DECENTRALIZATION 

Index of Index of Spatial Functional Category Averages 

Branch Dispersion Decentralization Index of I Index of Spatial 
(L . R . ) (Cubic ; L. R. ) Dispersion Decentralization 

1 . 00 . 00 
2 .00 . 00 
3 . 38 . 28 
4 . 07 . 01 

. 08 .05 

5 .oo .00 
6 . 00 . 00 

7 .00 . 00 
8 . 00 .oo 
9 .00 . 00 

10 . 00 . 00 
.02 .02 

11 . 12 . 11 
1 2 . 00 . 00 

13 . 48 . 33 
14 . 17 . 19 
15 . 19 . 21 
16 . 42 . 44 

. 34 . 27 

17 . 60 .34 
18 . 19 .13 

19 .05 . 00 
20 . 00 . 00 
21 . 01 . 01 
22 .07 . 05 

.11 . 06 

23 . 21 .06 
24 . 32 . 2 3 

25 . 60 . 53 
26 . 13 . 11 
27 . 12 .1 5 
28 . 37 . 20 

. 35 . 27 

29 . 14 . 05 
30 . 72 . 58 
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Minister of Finance M;nistre des Finances 

OEG - 7 1977 

Mr. William Huot, 
Departnent of Geography, 
University of Victoria, 
P.O. Box 1700, 
Victoria, B.C. 
V8W 2Y2 

Dear Mr. Huot: 

I have noted from your letter of October 12 
that you are doing research into the spac ial 
dispersion of the B.C. Provincial Public Service 
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and that you would like to have the benefit of any 
technical studies which deal with either the 
identification of units for relocation or with the 
likely econo~ic b ene fits for the receiving cowmunities. 

The federal government has opted to keep 
decentralization within manageable dimens ions by . . 
limiting the program to the r e location of e a sily 
separable units. Generally these are self-sufficient 
groups having clearly defined service or operational 
functions and are not directly involved in the process 
of governing the country. 

Equally, site selection has been based upon 
the already established developmental priorities of 
DREE and MSUA with individual choices tak ing into 
account the ability of each site to meet the operational 
needs of the units to be relocated. Where there were a 
number of operationally satisfactory options the current 
economic conditions in each area were considered in 
arriving at final decisions. You may find it useful to 
contact the Victoria office of DREE who should be able 
to provide some background on the determination of their 
priorities. 

While t he s e approaches have avoided the need for 
the type s of studies which you have postu lated, they have 
also limited the r elocation potential for the Federal 
Public Service and may require future broadening. Given 
the simi larity of our two problems, we would appreciate 
the opportunity, when you have completed your research, 
of commenting on its findi ngs . 

• •• 2 



- 2 _: 

I a m attaching a nwnber of papers, including 
a copy of my statement of October 3, which outline 
the goals of the program and some of the factors 
which were considered in the selection of units and 
the timing o f planned moves. Lists of t he specific 
cases are included. 

I hope that these few comments, together with 
the attachments, will be helpful in your analysis of 
the spacial dispersion of the Public Service in 
British Colurr~ia . 

Yours sincerely, 

•/ Jean Chretien 
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