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A Message from the President and CEO
At BC Transit, our customers are at the
center of everything we do and are the
reason we exist as an organization. To meet
our customers’ needs it is critical that we
assemble a team of talented people who are
committed to providing outstanding transit
service to the communities we serve in
British Columbia.
The global economic situation and the
demographics of an aging workforce will
create challenges for us over the next five
years, but there will also be opportunities.
To prepare for these challenges, maximize
the opportunities and ensure we meet the
objectives of the BC Transit’s Strategic Plan
“Shaping Our future”, we have developed
a Human Resources Action Plan. This
document, “Our Route to Success,” outlines
the strategies and specific activities to attract,
reward and retain our people and ensure they
have the tools and skills they need to provide
the best possible service to our customers.
This Action Plan is aligned with our Strategic
Plan, and takes into consideration input from
external and internal trends, from our staff
including feedback from the 2011 employee
engagement survey.

The objective of “Our Route to Success” is
to create a work environment that fosters
personal, professional and corporate growth.
The Board of Directors and our Senior
Leadership Team are committed to achieving
this objective. We have focused our Action
Plan first on enhancing the key foundations of
the culture and internal communications at BC
Transit. In addition, the Action Plan addresses
critical talent management objectives in
recruitment and retention, performance
management, and leadership, and aligns our
policies and procedures and our employee
and labour relations approaches.
Our Human Resources Action Plan is intended
to be a living document. The Board and the
Senior Leadership Team will monitor its status
regularly to ensure that we are progressing
towards our objectives and make necessary
adjustments as and when required. Your
input, advice and ideas will be required
throughout the implementation of the action
plan as we work together to strengthen our
team and build a performance-driven culture
at BC Transit.
Manuel Achadinha
President and CEO
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1.0 Introduction
The release of “Shaping our future,” BC Transit’s
strategic plan, was an important milestone in
the renewal of our organization. By updating
our mission, vision and values, the plan
clarified what we do as an organization, the
type of positive impact we would like to have
on customers and communities across British
Columbia, and how we will work together to
achieve these results.
“Shaping our future” was created through a
collaborative process that involved input from
our customers, staff as well as our partners
across the province. One of the benefits of this
approach was that it allowed us to renew the
values: safety, customer service, sustainability,
integrity and collaboration that guide us on a
daily basis and support our transformation to
a performance-driven organization.
Our focus on these values is already
translating into action. Over the past two
years we’ve implemented a province-wide
Safety and Security Management System
that better enables us to track and improve
safety progress. This focus on safety was
rewarded this year as we achieved our official
“Certificate of Recognition” accreditation from
WorkSafeBC. Our commitment to customer
service translates into everything from the
extra effort our staff offer on the road, in the
shop and in the office, to new marketing

initiatives that make it even easier to access
transit information, to TCOMM, our new
integrated communications and
operations centre.
Our pursuit of financial, environmental and
social sustainability has been shown through
recent new approaches to how we budget
vehicle lease and maintenance costs, assess
environmental impacts in business decisions,
and implement services and programs
tailored to the needs of youth, seniors and
individuals with a lower income. We’ve
formalized our commitment to integrity
through everything from our Code of Conduct
and Ethics procedures and hotline to our
organization’s ongoing compliance with our
provincial annual reporting requirements.

The plan also defined our business focus
and provided guidance as to how we will
continue to deliver value to our customers
by identifying five priority objectives:
1. Financial Sustainability
2.	Support and Shape Livable
Communities
3. Change the Perception of Transit
4. Deliver Operational Excellence
5.	Strengthen our People and
Partnerships.

Our innovation continues to gain us awards
and recognition, including an award from
the Canadian Urban Transit Association for
literally taking our transit planning to the
streets in the mobile open house space of
the Transit Future bus to our ongoing testing
and implementation of even more accessible
and environmentally friendly vehicles. Finally,
collaboration is the basic essence behind the
transit services we provide in over
130 communities across B.C. in partnership
with 58 local government partners and
37 operating organizations.
BC Transit’s Human Resources Action Plan   7

BC Transit’s Mission:
Through the strength of our people
and partners, we provide safe,
effective, customer-focused
transportation solutions that link
communities, businesses,
and lifestyles.
Since then, staff and managers across the
organization have been focusing their efforts
on ways to achieve each of these objectives.
Substantial gains have been made in financial
sustainability through the introduction of a

three-year budget for local government and
improvements in reporting and forecasting.
We are supporting community sustainability
through the Transit Future Plans and other
planning processes. We are changing the
perception of transit through enhanced
marketing and branding. And we continue
to deliver operational excellence through
organizational changes and the efforts of staff
and managers throughout the organization
to make the customer experience even more
exceptional. These efforts have allowed us,

BC Transit, to carry more customers at a lower
cost compared to our peers across Canada.
We moved to strengthen partnerships through
the “Enterprise Investment Initiative (EII).”
Started last year, the EII has involved more than
70 people from local government, operating
organizations, and BC Transit working together
to find ways to make our transit system more
productive and effective. Through a series of
recommended improvements over the next
five years, the EII provides the next level of
detail needed to realize the goals outlined in
“Shaping our future.”
Our Strategic Plan recognizes the tremendous
importance that the people who work at BC
Transit and in partner organizations have on
our collective success. Our ability to adapt,
innovate, and meet ongoing challenges and
opportunities is dependent upon the people
of BC Transit and our relationships with our
unions now and in the future.
In support of our people and the transform
ation now taking place at BC Transit, we have
developed “Our Route to Success: A Human
Resources Action Plan.” As outlined in the
remainder of this report, the action plan is
designed to support our people in doing
their jobs even better and align our human
resource policies to our strategic objectives in
“Shaping our future.”

8   BC Transit’s Human Resources Action Plan

2.0 Human Resources Action Plan
2.1 Overview
“Our Route to Success: A Human Resources
Action Plan” is designed to create a workplace
that welcomes employees, motivates them,
rewards their hard work, and focuses all efforts
on our business priorities. From these actions,
our customers will realize an enhanced
experience through more effective, efficient
and responsive service at all points of contact
with the organization.
In building the action plan, we started by
reviewing the objectives from “Shaping our
future” to ensure the plan is aligned to the
future direction of the organization. Then,
as we developed the plan, we constantly
referenced our six values to make sure that
all of the goals, initiatives, and actions in this
plan reflect and build these values. Reinforcing
and building our values is one of the most
important outcomes of a human resources
action plan. We also looked at where we are
today in terms of current employee attitudes
towards the organization and what we must
do to remain an attractive employer in a highly
competitive job market.
The provincial government reports that
over the next decade, there will be over 1
million job openings in British Columbia and
a shortage of 61,500 workers to fill these

positions by 2020. An aging workforce, new
technologies, and global economic trends will
all add pressure to the growing “skills gap” that
every employer must respond to.
Many new workers are people born between
1982 and 1997. Often known as Generation
Y, the Net Generation or the Echo Boomers,
these workers often have different views
about work-life balance, work flexibility
and organizational structure than previous
generations.
Among the organizational characteristics
more workers will be seeking are flexible
work arrangements, management structures
that empower individuals, and technological
sophistication particularly with the use of
social media. With an increasingly tight,
employee driven labour market, job seekers
can be more selective and will choose
organizations that provide an engaging
work environment, good opportunities, and
competitive salaries and benefits.

2.1.1 BC Transit Employee Profile
Like most Canadian employers, BC Transit has
an aging work force. Almost 47 per cent of our
work force was at least 50 years old in 2011
and would be eligible to retire before the end
of the five-year period covered by this Human
Resources Action Plan.
At the other end of the age scale, just over
13 per cent of staff members are under the
age of 35. In addition, to having an older
demographic profile, BC Transit’s turnover rate
appears to be slightly higher than average.
BC Transit data for 2011 shows an average
employee age of 46.4 and an average
retirement age of 60.2 so that our average
employee is only 13.8 years from retirement.
Accordingly, we must pay close attention
to our retirement trends and have effective
mitigation strategies to manage the
recruitment and succession issues that
retirements will create.

One of the major goals of “Our Route to
Success” is to ensure that we create a work
place that achieves these criteria, reinforces
our values and culture, and supports
achievement of our business goals.
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2.2 Action Plan
Like other corporate initiatives, “Our Route
to Success” was developed to achieve the
five priority objectives listed in “Shaping
our future” and reinforce our six values. It
does this through an action-oriented plan
that emphasizes and reinforces these values
through teamwork, working together, putting
the needs of our customers first, and always
acting with safety and integrity at the forefront
of all of our decisions.

Through a focused approach, “Our Route
to Success” is designed to manage our
challenges effectively and take advantage of
the many opportunities to ensure that

BC Transit is an even better place to work in
the future that delivers even higher quality
service to our customers.

The action plan is based on four components:
culture, talent management, policies
and procedures and labour relations. The
combined efforts of these four components
make up our Human Resources Action Plan.
Each of these components is discussed in
greater detail later in this report, including a
listing of specific objectives and action items.
Human resources is a complex area of
management requiring responses to issues
such as succession planning, recruitment
and retention, learning and development,
leadership, communication, and
organizational culture. However, each of these
issues also generates opportunities to renew
BC Transit and create a performance-driven
culture with a more open communications
style, greater collaboration and empowerment
of individuals, and a modernized approach to
technology and social media.

Figure 1: Human Resources Action Plan Overview
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2.3 Culture
The culture of an organization encompasses
the attitudes, beliefs and practices that define
the employment experience.
At BC Transit, we want to continue the
transformation to a performance-driven
organization that started with the creation
of “Shaping our future” by making sure our
organizational culture supports this change.
Organizational culture can be thought of
as the “personality” of the organization. For
BC Transit, this means a collective attitude
focused on performance, outcomes and
results – a “can do” attitude.

• S
 afety – We will ensure the safety of our
employees, cusomers and transit systems.
•	
Customer service – We will work with
our customers to meet their needs and
exceed their expectations.
•	
Sustainability – We will continuously
improve and be accountable for our
financial, environmental and social results.

•	
Integrity – As stewards of public
resources, we will use our assets
prudently and conduct ourselves
honestly and respectfully.
•	
Innovation – We will pursue opportunities
to enhance values for our customers.
• Collaboration – We will cultivate strong
partnerships, community connections
and links to other types of travel.

“Shaping our future” set out our cultural
transformation by outlining:
• Who we want to be – Our Vision
• What we do – Our Mission
• How we get things done – Our Values.
Values are extremely important as they
provide the basis for everything that we do
as an organization. In “Shaping our future” we
worked together to renew and restate these
values as:

BC Transit’s Human Resources Action Plan   13

Our company benefits from an existing
culture of safety, customer service and
innovation that is highly valued by our
people. With our Human Resources Action
Plan we will leverage our existing culture and
build on it.
Some of the human resources indicators
that we will use to monitor our culture are
high engagement, effective recruitment and
retention, low turnover, and commitment to
the organization.
With our Human Resources Action Plan,
we will continue to transform to a perfor
mance based culture that employees are
comfortable with a focus on results and
where they can contribute both individually
and as part of team to providing the best
service to our customers.
“Our Route to Success” takes the next step by
ensuring these elements are well understood
by all employees and undertaking the actions
necessary to transform our culture to where
we want it to be.
Our plan to do so is made up of two
elements:
• Employee Engagement
• Communication.

2.3.1 Employee Engagement
Engaged employees approach their work
with energy, commitment and a clear focus
on their role in helping the organization
achieve its strategic priorities. Research shows
that engaged employees are generally more
satisfied with their careers. Organizations
with highly engaged employees are more
productive, retain more employees than other
companies and have more satisfied customers.
Achieving and sustaining engaged
employees is a key component of the cultural
transformation now underway at BC Transit.
In the BC Transit Strategic Plan we committed
to initiate strategies “to regularly survey
employees on their experiences in the
workplace and gather and report back their
ideas for improvement” as part of ensuring
our culture is aligned to our business goals.
Our first employee engagement survey was
conducted in the fall of 2011. It provided the
company an opportunity to set a benchmark
for engagement and then develop action
plans to address opportunities or concerns.
An important result of the survey was the
participation rate. While it is typical to have
a participation rate of 55-60 per cent with
a first survey, 70 per cent of our employees
participated in the survey. This is a significant
result and shows that our employees are
interested and committed towards
providing feedback.
BC Transit’s Human Resources Action Plan   15

Our 2011 Employee Engagement Survey
consisted of 45 questions designed to assess
employee satisfaction in the following
areas: day to day work; tools & equipment;
development & performance; co-workers;
supervisor; executive; and organization.
The survey’s positive results show that our
employees feel their teams work together
well to get the job done and that the
majority of us see a good fit between our
skills and interests and our job at BC Transit
– all important results in terms of building
a performance-driven culture facilitated by
strong teamwork.
Our overall engagement score was 54 points.
While the survey showed positive results in

the areas of teamwork and job fit, the survey
also highlighted areas we need to work on to
provide a more engaging workplace.
As a result, our efforts to transform our
organizational culture will work to strengthen
and improve elements of organization
satisfaction, capacity, and communication.
We are using the results of the survey as the
basis for a dialogue with employees. We will
work hard to leverage our strengths, address
the challenges identified, and improve our
employee engagement. The first employee
engagement survey also provides a baseline
that we will use to measure our progress in
building our performance-driven culture
through greater engagement.

Objective: I ncrease employee engagement across BC Transit and
each Division to transform
the culture and better align to
our values: safety, customer
service, sustainability,
integrity, innovation, and
collaboration.
Actions:
l

 iscuss the results of the Employee
D
Engagement Survey with employees.
Address the challenges and opportunities by setting targets and
accountability measures.
employees in simplifying and
promoting our Vision, Mission and
Values.

l	Engage

tools, techniques and training
to support increased engagement.

l	Provide

annual Employee Engagement Surveys. Publish and discuss the
results with employees and continue to
act on issues raised.

l	Administer
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2.3.2 Communication
Internal communication is critical to any
organization and particularly to one such as
ours that has undergone a significant amount
of change and has many opportunities and
challenges ahead of us. Through effective
communication we keep our people aware
of our goals and direction and provide
opportunities for employees to discuss and
provide input on our business strategies
and actions.
Dialogue with employees is particularly
important because it is the basis of
engagement and gives all of us a role in
influencing and shaping our workplace culture.

The development of “Our Route to Success”
has been guided by feedback and advice
from many employees through a number of
processes including:
•	
Consultations for the BC Transit
Strategic Plan;
•	Consultations and working groups
of the EII;
• The Employee Engagement Survey;
•	Meetings and structured interviews
with work units and individuals at all
levels in the organization.
It is essential that we continue to improve
communication both within and across
departments and divisions. “Shaping our
future” recognized this by identifying internal
communication as an important component in
organizational success.
Our communication objectives and actions
are designed to help everyone at BC Transit
become better informed and have more
opportunities to participate in discussions
that affect our work environment. Dialogue
will continue to be an essential and on-going
process as we implement, evaluate and
update our Human Resources Action Plan.
Our employees would like more two-way
communication with our Senior Leadership
Team (SLT), more face-to-face meetings
with Directors and SLT members at regular
departmental meetings.

Objective: C
 reate tools and forums that
promote open, respectful
and effective communication
within BC Transit.
Actions:
l	Ensure

all employees have the
opportunity to understand and discuss
the BC Transit Strategic Plan and Human
Resources Action Plan through a Road
Show throughout BC Transit.

l	Increase the use of cross function

meetings to enhance teamwork and
discuss specific operational or policy issues.
an employee web site
(intranet) that provides an employee
news section for sharing information
of broad interest .

l	Implement

an employee self-service
function where individuals can obtain
or provide their human resources
information in a secure an efficient
manner.

l	Provide

l	Prepare

a corporate communications

plan.
a suggestion box for all
employees to propose ideas on how to
improve BC Transit.

l	Create

l	Initiate

walkabout and ride-along for
managers and front line employees to
communicate in less structured settings.
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2.4

Talent Management

Talent management is driven by the need to
build a high performance culture, because
at the root of high performing organizations
are talented employees who produce
inspired solutions and exceptional service.
Recognizing this, “Shaping our future” states
that it is a priority to “become an adaptable
workplace of choice” so that we can attract
and retain great people with the talents and
attitudes required to meet the needs of our
organization and our customers far into
the future.
In “Our Route to Success” we will use talent
management to provide our employees
with the right tools to do their job, ensure
their skill sets are aligned with their duties,
and support and motivate them to succeed
both in their present and future roles. Our
approach to talent management has
four elements:
• Recruitment and Retention
• Performance Management
• Leadership
• Recognition.

2.4.1 Recruitment and Retention
The Marketing Strategy recently approved
by the Board for BC Transit considered
the opportunities to influence target
markets through the 5 P’s of Marketing:
Product, Promotion, People, Price and
Place. The recruitment and retention of
skilled employees for BC Transit is in many
ways similar to the marketing strategy and
will accordingly be targeted in the same
structure.
We will build our foundation of talent by
improving our ability to recruit the people we
need to reach our objectives and retain them
by ensuring our culture is valued by all of our
people and includes a strong commitment
to succession planning. While this has always
been good practice, it is even more critical
in a market for talent that will be far more
competitive in the near future than we have
faced in our recent past.
Talent is drawn to organizations by a wide
range of characteristics. Total compensation
is a factor that attracts many employees to an
organization, but it is equally important that
people feel valued, respected and challenged.
Increasingly important in the competition
for talent will be providing access to
new opportunities that enrich the work
experience, increase our skill set, and
keep employees engaged. Professional
development opportunities are a tangible

Objective: P
 romote BC Transit’s
reputation as a career
destination of choice in an
increasingly competitive
labour market.
Actions:
l	
Market

BC Transit as an employer with
a high performing culture through social
media, print and radio advertising, career
fairs and employee-led recruitment.

l	Work

with selected BC post-secondary
institutions to strengthen our ability to
recruit new graduates and encourage
faculty and students to work on transit
related projects.

l	
Develop

and implement an
orientation program and practices that
provides helpful information for new
hires, connects them within our existing
community and sets a positive tone for
their BC Transit career.
our Apprenticeship and coop programs through career fairs and
speaking at schools and post-secondary
institutions.

l	Enhance

and streamline our
recruitment practices to ensure that a
modern, professional and positive first
impression is created for new employees.

l	Improve
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way for the contributions of our employees
to be recognized and rewarded and they
are an essential component of effective
succession planning.
Research shows that 50% of work-life
satisfaction is determined by the relationship
a worker has with his or her supervisor.
Consequently, the role of our supervisors
to manage effectively and enhance the job
satisfaction of their employees will be critical
in our actions to recruit and retain talent.
We will continue to improve the reliability of
our internal human resources data so that we
have information that is accurate, relevant
and comparable over time with industry
benchmarks. We will monitor the trends
and key measures relevant to recruiting and
retaining talent including data on skills gaps,
internal capacity, compensation, turnover,
new hires, retention rates and succession
planning. This is critical to assess where
we stand compared to industry standards
and address those areas which may require
attention.

Actions:
to develop the skills and
abilities of our people to perform at
their best, provide creative solutions to
new challenges and seize opportunities
that enhance personal and corporate
success.

l	Continue

a Corporate Employee Training
Plan that supports the success of
employees in existing roles, and
develops them for future opportunities.

l	Create

training and mentorship for
current and future supervisors to help
them manage employees in a manner
that promotes our values, builds trust,
commitment and job satisfaction.

l	Provide

communications and issues
management training for managers
and supervisors.

l	Provide

every supervisor has the tools
to develop their employees and
clear succession plans for their areas of
responsibility.

l	Ensure

a competitive compensation
package to attract and retain talent.

l	Develop

l	
Conduct

and publish biennial reviews
of our total compensation package
and compare our package to competitor
organizations.

l

l

 djust compensation, in accordance
A
with financial sustainability and policy,
to ensure competitive compensation
package.
 ommunicate our compensation
C
policy and structure to help
attract and retain talent.

l	Ensure

that developing the talent and
skills of existing employees is a priority
for succession planning.
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2.4.2 Performance Management
Performance management is about
setting clear goals and expectations and
then providing the support and feedback
necessary for employees to perform at their
best. It builds our internal capacity and
provides a solid base for success. Performance
management must also outline and support
opportunities for advancement, promotion
and succession planning.
The objectives of our employees must line up
with our corporate objectives and an effective
performance management approach is a
necessary piece to ensure that connection
is made. As a result, the Human Resources
Action Plan is directly tied to the objectives
of the BC Transit Strategic Plan and must be
updated regularly in accordance with the
corporate strategic planning cycle. In fact,
during consultation for the BC Transit Strategic
Plan, our employees made the point that

the organization needs to do a better job of
clarifying roles and expectations and between
expectations and the capacity to deliver. The
objectives and actions related to performance
management address this concern.
Performance management is effective when
it is respected by all of the participants
in the process and everyone has a clear
understanding of mutual expectations. An
ongoing commitment that includes genuine
feedback and follow-up actions for both
supervisors and employees must be integral
to the process.
In a high performing organization,
performance management is an on‑going
process. It meets the training and operational
needs of both the employees and the
employer. The goal for improving our
performance management approach is to
meet the five Priority Objectives of the
BC Transit Strategic Plan.

Objective: E
 stablish an effective
performance management
program that identifies
the tools and processes
by which employees and
their supervisors can more
effectively set performance
objectives, provide support
to achieve and recognition
for achievement.
Actions:
l	Ensure

employees are part of the
development of our improved
Performance Management Plan.

l

l

 rovide performance management
P
training to all employees to ensure
the program is applied consistently and
supports BC Transit priorities and values.
 ommunicate the performance
C
management program to ensure that
all employees understand and value its
role in improving performance.
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2.4.3 Leadership
Leadership sets a vision for the future of
the organization, assembles and directs the
resources required to achieve that vision, and
creates an environment that encourages the
innovation and enthusiasm necessary for the
organization to excel. In the past, it was often
assumed that only the executive or senior
management team had a leadership role in
helping the organization achieve its vision.
Today, there is a growing acknowledgement
that leadership occurs at every level of the
organization.
Leadership is not an easy undertaking as it
often involves uncertain outcomes, subjective
evaluations or perhaps taking a risk for the
collective good.
Within the context of human resources,
leadership models our values and builds a
performance-driven culture that supports
effective communication, trust, job
satisfaction and employee engagement.
Effective leadership is equally important
in recruiting and retaining talent because
employee commitment to the organization
is often determined by their perception of
their supervisor. Finally, leadership is key to
ensuring that employees have opportunities
to learn and develop so that they remain
engaged, thereby ensuring the organization
continues to perform at the highest level.
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Our success as a performance-driven
organization requires leadership by managers
and supervisors. Open communication and
staff support are essential foundations to
create an organizational culture of trust
and performance.
For leadership to be effective and consistent
across the organization, we must have a clear
understanding of our priorities and a mutual
recognition that leadership is a challenging
task that requires courage, wisdom, integrity
and innovation.

Leadership is not passive; it is active. Our
employees do an excellent job of solving
complex technical, political and social
problems on a daily basis where they have
the necessary knowledge and procedures. We
must recognize this performance and show
the leadership to assist our people on an asneeded basis.
Managers throughout the organization have a
critical role as ambassadors of our culture and
champions of a highly engaged workforce.
We must “lead by example” with respect to
organizational culture by ensuring that our
actions as well as our words reinforce our vision,
mission and values and are consistent with
our policies and procedures. As we transform
our culture to one that is performance-driven
and implement the objectives and actions
set out in the Human Resources Action Plan,
we will ensure that our employees have the
confidence, initiative and support to do their
jobs in the most effective manner possible.

Objective: B
 uild our leadership
competencies and practices.
Actions:
a Leadership Development
Program to build leadership capacity.

l	Create

l	
Evaluate

the effectiveness of our
leaders with respect to achieving their
competencies and include feedback
from the 360-review as part of the
evaluation process.

We will enhance our leadership by evaluating
our leadership competencies, improving
our leadership practices, and strengthening
the relationships between employees and
management. The employee engagement
survey, 360 reviews, improved human
resource information systems, information on
WorkSafeBC claims, will all assist in tracking
our success at strengthening our leadership
capabilities and capacities.

BC Transit’s Human Resources Action Plan   27

2.4.4 Recognition
Recognition is more than helping us all feel
good about what we do. An effective
approach for employee recognition can inspire
employees, create a stronger sense of identity
for work teams and help us manage the stress
that may accompany challenges and changes.
Recognizing the work of our employees in a
meaningful way will help us transition to an
engaged, performance driven culture.

BC Transit is responsible for the provision of
transit service throughout British Columbia
and we provide these services very well.
With busy schedules and demanding new
challenges, we need to ensure that we take
the time to recognize our accomplishments
collectively and individually. As we move more
towards a performance-driven culture, we
will use more opportunities to celebrate the
exceptional work that is done to provide top
quality service to our customers.

Objective: R
 ecognize our achievements
individually and collectively to
reinforce BC Transit’s culture,
recognize and motivate
employees, and reward
exceptional performance.
Actions:
and implement a Corporate
Recognition Program based on
consultation with our employees.

l	Develop

l

Empower employees to recognize “peer
to peer” performance and behaviors that
support our values.

l	Create

more opportunities for the public
and other stakeholders to recognize
excellent service provided by our
employees and share these success
stories throughout BC Transit.
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Objective: E
 nsure that policies and
procedures support and
enable the development
and implementation of
communication and talent
management strategies and
leadership to transition the
culture where we want it to be.
Actions:
l	
Review

our policies and practices
to ensure alignment to “Shaping our
future”.

l

 nsure development of future
E
policies and procedures includes an
examination of alignment to “Shaping
our future”.
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2.5

Policies and Procedures

Consistent policies and procedures are
an important component of the Human
Resources Action Plan as they align actions
towards the priorities outlined in “Shaping
our future,” streamline workloads, and avoid
any concerns or inconsistency across the
organization.
As part of the implementation of “Shaping
our future,” we undertook the Enterprise
Investment Initiative (EII). Started last
year, the EII is a major and comprehensive

review of all of BC Transit operations and
the business processes that support those
operations, including the policies and
procedures within these processes. Starting
later this year, we will begin acting on the
recommendations out of the first phase
of the EII, including work on policies and
procedures related to human resources.
In updating these policies we will ensure
that our business is able to adapt to meet
the changing needs of our environment
and customers by keeping policies and
procedures current and relevant.

2.6

Labour Relations

Approximately 88 percent of our people
are represented by a union. Therefore, it is
essential that we have productive ongoing
and open dialogue with the unions that
represent them.
Management and unions have a duty to
create productive, respectful and engaged
workplaces. The collective agreements are
one of the main tools that all parties can

use to create an organizational culture that
supports employees and achieves business
goals. By promoting knowledge and clarity
of the collective agreements across the
management team, as well as supporting
productivity and change initiatives, we can
build stronger working relationships between
management and the union. Through the
resulting improvement in labour relations, we
can ensure that business goals and employee
needs support each other.

Objective: B
 uild productive and open
working relationships with
our unions.
Actions:
l	
Hold

regular meetings with unions
to identify issues early and resolve them
with an open-minded, constructive
approach that benefits everyone.

l	
Negotiate

collective agreements
that are mutually beneficial for our
employees and our company.
appropriate training to our
supervisors to ensure they understand
how to apply the collective agreements
and manage the relationship with
our employees in a positive and
effective manner.

l	Provide
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3.0 Implementation Approach
By building on our values, this action
plan reinforces the many strengths of our
organization and supports the transformation
towards a performance-driven culture that
will benefit our customers, employees and
BC Transit.
The Board and the Senior Leadership Team of
BC Transit will focus on the implementation
of the Human Resources Action Plan. They
are committed to ensuring that it remains
closely connected with the priorities of the
organization. The Board will monitor the
implementation of the Human Resources

Action Plan through regular reports, monitor
progress against the benchmarks set for
improvement, and make adjustments as
necessary. The Senior Leadership Team
will assign a champion who will lead the
action plan and ensure that the Board is well
informed on the progress of implementation
and that the appropriate resources are
provided for successful implementation.
The Human Resources Action Plan is a
living document and will involve regular
communication throughout the organization
on topics including:

1.	The ongoing connection between the
Human Resources Action Plan and the
BC Transit Strategic Plan;
2.	Changes that will be made in human
resources policies, practices and
activities to support the BC Transit
Strategic Plan;
3.	How and when these changes will
impact our employees;
4.	How each of our employees can
contribute to the Human Resources
Action Plan and make our organization
a better place;
5.	The support that will be provided for
staff as new policies and procedures
are implemented;
6.	The progress we are making with
respect to the strategy and how it is
contributing to the achievement of
our organizational priorities.
We want to recognize our employees who
participated in the development of “Our
Route to Success”. To ensure we are successful
in building our team, we will continue
to involve employees throughout the
implementation phase. Appendix 1 provides
a roadmap for implementing our plan.
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4.0 Conclusion
In “Shaping our future,” we set out five
priorities for making our transit system
even more successful in delivering value
to our customers. One of these priorities is
“strengthening our people and partnerships.”
It recognizes the tremendous importance
that the people who work at BC Transit and in
partner organizations have on our collective
success.

By working together we can create an
engaged workplace that supports a
performance-driven culture and delivers
even greater service to our customers across

British Columbia. Achieving these results is
the best way to maintain government and
public support for BC Transit and ensure our
continued growth as an organization.

To support our people in doing their jobs
even better, and align our human resource
policies with “Shaping our future,” we have
developed a new and comprehensive Human
Resources Action Plan. “Our Route to Success”
is built on the mission, vision and values that
guide BC Transit. It responds to the challenges
now facing the enterprise, such as an aging
workforce, and seeks to position BC Transit to
take advantage of the opportunities before us,
such as the increasing public interest in transit
and the role of transit in supporting sustainable
communities across British Columbia.
The strength of our company will depend on
our ability to maintain and build our team for
the future. Therefore, the implementation of
this Human Resources Action Plan is vital to
our success.
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Appendix 1: Human Resources Action Plan Roadmap
In addition to an emphasis on communication,
the approach to implementing the Human
Resources Action Plan will be based on the
following principles.
Relevant – We will continue to use the
BC Transit Strategic Plan as an anchor for
implementing the Human Resources Action
Plan to ensure that it remains relevant to the
priority objectives.
Focused – We have numerous activities
within the plan but we believe it is better to
implement three or four well each year rather
than spread our resources too thin at one
time. We will work with employees to identify
the areas of focus annually and ensure that
we achieve tangible results on the initial
actions before moving on to new areas.
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Pragmatic – We will implement actions with
a pragmatic approach that is consistent with
the capacity of our financial and human
resources and where progress seems most
likely. As we build a record of successful
implementation, the organization will
establish a stronger culture to help us address
more challenging issues.
Flexible – It is not possible to predict all the
challenges and opportunities that we will see
in the next five years so the implementation
of the action plan will not be written in stone
at a point in time, but will be a process that
can adapt to changing conditions.
Measure and Improve – We will continue to
learn more about our environment through
better human resources information systems

and enhanced employee feedback through
engagement surveys and other mechanisms.
As we measure our progress and learn more,
we will adjust our human resources actions to
ensure they are current and effective.
4.1

Timeline for Implementation

The first years of the Human Resources
Action Plan will concentrate on growing our
performance-driven organizational culture
and improving internal communication. We
will also focus on talent management and
aligning policies and procedures. Specific
activities will be based on the principles noted
above and on consultation with employees.
By years four and five we will have several
years of successfully realizing the human
resources objectives and measuring their
results. Depending on the pace of change,
we will continue in years four and five to
implement the actions noted in the following
roadmap or alter them as necessary to
adjust to new information and feedback.
Consultation with employees, the continuing
connection to the BC Transit Strategic Plan
and responding to ongoing changes to the
economy or labour markets will continue
to guide the implementation of the Human
Resources Action Plan.
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4.0 Appendix 1 Human Resources Action Plan Roadmap
Employee Engagement
Campaign

Survey

Survey Action Plans

Survey
Survey Action Plans

Survey
Survey Action Plans

Survey Action Plans

Strategic Plan/
HR Action Plan Roadshow
Cross Function
Meetings Approach

Meeting

Employee Intranet and Self-Serve
Requirements

Meeting

Meeting

Meeting

Meeting

Employee Intranet and Self-Serve
Capability

Corporate
Communications Plan
Suggestion Box
Capability
Employer
Marketing

Employer Marketing
Approach

Post-Secondary
Engagement

Recruitment
Approach

Orientation
Program
Employee Training
Program

Apprenticeship &
Co-op Program

Apprenticeship &
Co-op Program

Apprenticeship &
Co-op Program

Training and
Mentorship

Succession Plan
Approach

Succession
Planning

Compensation
Review
Performance
Management Plan

Perform
Program

Compensation
Review
Perform
Program

Leardership
Development Program
Employee Consult – Corp
Recognition Program

Perform
Program

Perform
Program

Perform
Program

Perform
Program

Perform
Program

Perform
Program

360 Review
Process

Recognition
Public (Online)
Recognition

Negotiate Collective
Agreements

Perform
Program

Public
Recognition

Union Relationship
Management

Policies and Procedures
Alignment
Year 12/13
Culture

Year 13/14
Labor Relations

Aligned to EIP
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Year 14/15
Talent Management

Year 15/16
Policies and Procedures

Annual Review
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