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Business retention and expansion are pointed to in the literature as being more effective economic 
development policy in comparison to business recruitment. The ability of a business to attract and 
retain this nucleus of key personnel is critical for remaining competitive. The quality of life of an 
area is considered to be an important ingredient for the attraction and retention of key personnel. 
Public sector investments in quality of life not only make the community a more attractive place 
to live but also contribute indirectly to economic prosperity. In this article the input from chief 
executive officers 700 businesses in Wichita, Kansas, are examined to determine to the value of 10 
quality-of-life attributes for attraction or retention of key personnel. Input from 6 classes of 
business are examined, and important differences in quality-of-life values of key personnel are 
discovered. The first major conclusions is the targeting by business type is an important 
consideration for local economic development policy. A second conclusion is that local schools are 
not necessarily the key ingredient for recruitment and retention of key personnel. Well-developed 
community spirit building and entertainment opportunities, in many cases, the greatest lure. 
Finally, effective economic development action will require cooperation between public and 
private sectors.  

 
Economic development means business retention and expansion rather than employee 

recruitment to vast majority of communities (Rancer, 1979; Rooney, 1986, p. 3). Further, labor force issues 
are widely recognized as important to business success (MacManus, 1986; Waugh & Waugh, 1988, p. 
228). In particular, businesses tend to have a nucleus of key personnel that is critical for a successful 
operation. Consequently, the ability of a business to attract or retain key personnel plays an important 
role in defining that business’ economic future. Although there are likely many important business and 
local environmental issues that impact key personnel location decision, quality-of-life attributes are 
considered some of the more important concerns (Myers, 1987, p. 268). Many of these quality-of-life 
concerns are subject to local government policy. It is important that local economic development policy 
be based on a foundation understanding of business priorities. We present exploratory research for 
improving public sector economic development-oriented intervention through quality-of-life investments 
to assist the business community's ability to attract and retain key personnel.  

In past studies, quality of life has been defined in a variety of ways, and, consequently, the concept 
remains somewhat elusive (Pennings, 1982). We use input from the business community indicating the 
relative level of satisfaction with 10 quality-of-life attributes of the area and examine the importance of 
these items as they relate to recruitment and retention of key business personnel. Differences in quality-
of-life priorities as they relate to key personnel recruitment and retention are examined in 6 business 
classifica-tions. Improved understanding of quality-of-life priorities enhances the effective use of local 
economic development resources. 
 
Quality of Life and Key Personnel  

In much of the literature in which quality of life as it relates to economic development is 
examined, issues of key personnel recruitment and retention are not addressed specifically (e.g., Graves, 
1980; Porell, 1981). It is often implied that key decision makers' personal quality-of-life preferences are 
important for business-location decisions when the economics of the locations are comparable (Myers, 
1987, p. 269; Levine, 1981). Myers (1987) warned that cities need to take quality-of-life assessments 



seriously if they expect to remain economically competitive. Failure to improve local quality-of-life can 
result in a situation in which businesses will find it necessary to pay special recruitment fees or "disamenity 
incentives" (Myers, 1987, p. 269). Recruitment problems are likely to be exacerbated if recent trends 
showing lower geographic mobility of key personnel continue (Malecki, 1984, p. 267; "Reluctant to 
relocate," 1982). Further, Browning (1980, pp. 115-124) indicated that businesses considering relocation 
will need to pay special attention to the quality-of-life features if they expect key personnel to accept the 
new location. And, although there may be linkages between the attraction and retention of key personnel 
and an area's quality of life, there is little information about the relative significance of various quality-of-
life attributes. 
 
Defining Quality of Life  

Quality of life is an elusive term. Most researchers have concentrated on a few selected 
contributors to quality of life. Although we do not claim to be comprehensive, we address a broad 
spectrum of important dimensions of quality of life: public education, higher education/technology, local 
government services, climate, city appearance, housing, entertainment, and community image/spirit.  

Education is expected to be one of the most valued quality-of-life attractions (Brown, 1987; 
Rooney, 1986, p. 2). The quality of the educational system is often important to businesses considering 
relocation (Levy, 1981, pp. 50-51; Rooney, 1986, p. 6; Wasylenko, 1981, p. 159). In addition, there is some 
evidence that education is a dominate theme for key personnel recruitment (Levy, 1981, p. 51; Moriarty, 
1980, p. 248). For example, Myers (1987, p. 273) claimed that items normally considered critical, such as 
entertainment, culture, and restaurants, are not as important from a relative perspective when compared 
to education and cost of living. Although it is true that in much of the literature, authors do not directly 
address the role of the local educational system in key personnel recruitment and retention, it is logical 
to expect that education is a central quality-of-life ingredient. Higher education also is expected to have 
important ties to economic development (Steinnes, 1987; American Association of State Colleges and 
Universities, 1986) and key-personnel recruitment, although in most studies of the role of higher 
education, technology-related businesses are concentrated upon (Farley & Glickman, 1986), however, see 
Bardo, 1990 for a discussion of the broad relationships between higher-education policies and economic 
development).  

Local government services in some cases are important enticements to business investment 
(Hack, 1984, p. 33; Moriarty, 1980, p. 248), although the role of local service delivery to recruitment and 
retention of key personnel is relatively unclear. For instance, it has been suggested that public safety and 
crime control make up one of the more important quality-of-life service-delivery issues for key personnel 
recruitment (Levy, 1981, p. 51; Vaughan, 1979, p. 27; Wasylenko, 1981, p. 164). It would be expected, 
however, that under conditions of relatively low crime rates, safety-oriented services would play a 
relatively modest role as a component of perceived quality of life when compared to other issues such as 
education or, perhaps, climate. 

The climate of the local area is thought to be important to local labor-pool attraction (Graves, 
1980; Levy, 1981, p. 40; Plaut and Pluta, 1983, p. 113) and in business-investment decisions (Levy, 1981, 
p. 50; Rancer, 1979; Wasylenko, 1981, p. 160). There also is some evidence that area climate may be an 
important attraction to key personnel (Browning, 1980, p. 115). It may be, however, that climate becomes 
a critical factor only in extreme cases (good or bad), though there is little doubt that recent economic 
growth in the South was influenced by that region's climate.  

Cost of living, housing, culture, restaurants, and local area entertainment all have been shown to 
be important quality-of-life ingredients that in some way are related to the recruitment of key personnel 
(Browning, 1980, p. 115; Hack, 1984, p. 330; Levy, 1981, pp. 50-52; Moriarty, 1980, p. 248; "Reluctant to 
relocate," 1982). In fact, some cities are actively pursuing economic development policy that targets what 



is referred to as "amenity infrastructure" investments that are entertainment related (Bamberger & 
Parham, 1984). However, the relative importance of such quality-of-life investments is largely speculative. 

Finally, image and community spirit represent interesting, yet definitionally elusive, elements of 
the local environment. For some, local image is expressed in the form of symbols, such as the Gateway 
Arch in St. Louis (Mehrhoff, 1988). In fact, cities often make extensive investments as a matter of public 
policy for the protection or development of local image (Bamberger & Parham, 1984). The elusive nature 
of image is further complicated through conceptual overlap with many of the other quality-of-life 
attributes. 

Research Methods 
The data used in this article were collected as a part of an overall assessment of the local business 

climate in Wichita, Kansas.1 Approximately 891 businesses out of 3,556 businesses in the sampling frame 
(response rate = 25.1%) responded to the questionnaire. The modest response rate is partly a function 
of the length of the questionnaire (nine pages). The sampling frame was constructed to 
ensure representation using membership listings from several business organizations.  

The items from the questionnaire used in this analysis consist largely of five-position Likert 
response format opinion-and-preference items (independent variables) asking local business chief 
executive officers (CEOs) to indicate their level of satisfaction with local quality of life. CEOs were chosen 
as respondents because of concerns for the validity of externally imposed heuristic definitions of key 
personnel on such a wide sample of businesses and because it was expected that CEOs would have 
consistently the greatest breadth of understanding of the issues of personnel recruitment and retention. 
Although the term key personnel generally is understood in common usage, operationalization is difficult. 
In some businesses, key personnel may be tied to specific positions. Alternatively, key personnel in other 
business operations may involve valuable or unique individuals rather than the formal organizational 
structure. Businesses with a flat organizational structure may have a large number of key personnel, 
whereas others with a more pyramidal structure rely on a select few. Consequently, the decision was 
made to operationally define key personnel as the CEOs' perception of what the term means to their 
particular business. 

Turning to development of the other variables used in this study, a number of the opinion and 
rating items were employed to create three unit-weighted composite indexes. A general entertainment 
index was formed (alpha = .70) using items related to entertainment facilities, restaurants, and cultural 
opportunities. A second index was formed (alpha = .66) using two items that relate to image and 
community spirit. The final index consists of two items (alpha = .83) that assess the technological 
contributions of a local university. In addition, CEOs were asked to rate the city according to their degree 
of satisfaction (from "extremely satisfied" to "extremely dissatisfied" with “DK/NA”---don't know/not 
applicable-coded as a middle response) with the public school system, the cost of living, housing 
availability, climate, city parks, and local government services (police, fire, and streets). Finally, CEOs were 
asked to rate the commercial air service available on a 4-point scale from ("poor" to "very good").2 The 
dependent variable in these analyses consisted of business CEOs' perceptions of whether or not they were 
having problems recruiting or retaining key personnel. This was operationally defined as a dichotomous 
variable ("having trouble" or "not having trouble").  

Discriminant analysis was selected as the analytic tool, since the dependent variable is 
dichotomous in nature whereas all independent variables were ordinal or metric. In essence, discriminant 
analysis allows one to examine the extent to which the 10 quality-of-life indicators are helpful in predicting 
whether a business will have problems recruiting or retaining key personnel. The standardized 
discriminant function coefficients are useful for establishing the relative value of quality-of-life attributes 
and can be interpreted much like beta weights in multiple regression: the higher the absolute value of the 
standardized-discriminant-function coefficient, the more important the quality-of-life indicator was for 



predicting whether or not a business's CEO perceived that there was difficulty recruiting key personnel 
(Coulter, 1979, pp. 69-70; Kerlinger, 1986, p. 562). In other words, discriminant analysis allows estimation 
of the extent to which perceived quality of life predicts the CEO's perceptions of recruitment and retention 
difficulties. 

In this study, discriminant function models are developed for six business types (based on 
standard industrial classifications). A step-wise discriminant analysis with statistically significant reduction 
of Wilk's lambda (according to the ANOVA criterion) was used as the minimum criterion for inclusion of a 
variable in the equation.3 Although there are many indicators of discriminant analysis model quality, the 
percentage of the businesses correctly classified and the value of the overall Wilk's lambda are two 
commonly accepted indicators of the quality of the statistical solution (Norusis, 1985, pp. 88-93). It should 
be noted that unlike many parametric statistics, the value of Wilk's lambda declines as the explanatory 
power of the discriminant function improves (with lambda = .35 being approximately optimal), and the 
statistical significance of the overall lambda was determined according to the chi square approximation 
technique.  

As mentioned earlier, we make a further distinction commonly ignored in the literature. 
Businesses were classified according to their domain of operation to determine if there were differences 
in the effects of quality of life on their recruitment and retention of key personnel. To maximize the 
possibilities for replication of this research in other communities, standard industrial groupings defined 
by the U.S. Bureau of the Census were used to categorize businesses. However, because of the distribution 
of businesses both in this community and among the sample respondents, it was necessary to combine 
several of the categories to allow sufficient numbers for analysis (TUC = transportation, utilities, and 
communication; FIRE = finance, insurance, and real estate; mining and construction; retail and wholesale; 
service industry and manufacturing).4 

 

Findings  
The business community often is treated as if it speaks with one voice, but, logically, different 

types of business are likely to have different key personnel recruitment and retention problems. 
Specifically, Table 1 displays the results of 6 different step-wise discriminant analysis models (business 
types) and the extent to which 10 quality-of-life attributes were useful for predicting whether a business 
will have difficulty in recruiting or retaining key personnel. To interpret results of a discriminant analysis, 
it is important to note that the major purpose of the analysis is to find linear composite variables that can 
be used to categorize respondents into known groups. In this study the focus is on attitudinal differences 
between business CEOs who feel that they are experiencing difficulties in recruiting key personnel from 
those who do not. Thus members of Group 1 said that they were having difficulties in recruiting key 
personnel (and they were assigned a negative centroid), and those who were not finding difficulties were 
labeled Group 2 (and they were assigned a positive centroid). In terms of interpretation of the current 
data, this means that respondents from the group having difficulty recruiting key personnel generally 
were clustered around a standardized score that was on the low side of the distribution, whereas others 
generally were clustered around a score that was on the high side. Interpreting the standardized canonical 
discriminant function coefficients is similar to interpreting the standardized regression coefficient (beta) 
in regression analysis. A high score on a variable multiplied by a positive discriminant function coefficient 
would tend to place the respondent closer to the positive group, whereas a low score would tend to place 
the respondent closer to the negative group. If the sign on the coefficient were negative, the opposite 
interpretation would apply. 

For example, Table 1 indicates that manufacturing respondents who expressed that they had little 
difficulty in recruiting key personnel were positive about the public school system, were satisfied with 
community spirit and image, found the cultural opportunities in the community satisfactory, and 
described the climate as reasonable. CEOs who defined problems with recruitment were less positive 



about these dimensions of the community's quality of life. Conversely, compared to the group of 
respondents who found few problems, those who were finding difficulties in recruiting were most positive 
about the contribution of the local university to their technological operations, described parks as an 
asset, and found appearance of the city to be aesthetically pleasing. 
 

Table 1 
Stepwise Discriminant Function: Two Group Solution 

Attraction of Key Personnel by Quality of Life 
 

Manufacturing 
Independent variables Standardized canonical discriminant 

function coefficients 
Public school system 0.667 
Community image and spirit 0.633 
Entertainment, restaurants, and cultural 0.471 
University technology contributions -0.411 
City park system -0.343 
Appearance of the city -0.315 
Climate 0.304 
Percentage correctly classified = 85.9%, Canonical correlation coefficient = 0.677, Wilk’s Lamba = 0.541, 
Chi-square = 42.0, P < .0001, N = 74, centroid 1 = -1.73, centroid 2 = .48 

Fire 
Independent variables Standardized canonical discriminant 

function coefficients 
Local government services (fire, police, streets, etc.) 0.598 
Community image and spirit 0.551 
Entertainment, restaurants, and cultural 0.292 
University technology contributions -0.251 
City park system 0.193 
Percentage correctly classified = 78.1%, Canonical correlation coefficient = 0.610, Wilk’s Lambda = 
0.628, Chi-square = 44.9. P < .0001, N = 101, centroid 1 = -1.53, centroid 2 = .38 

Construction-Mining 
Independent variables Standardized canonical discriminant 

function coefficients 
Community image and spirit 1.000 
Percentage correctly classified = 68.6%, Canonical correlation coefficient = 0.362, Wilk’s Lambda = 
0.869, Chi-square = 8.6, P < .004, N = 65, centroid 1 = -.90, centroid 2 = .16 

Retail-Wholesale 
Independent variables Standardized canonical discriminant 

function coefficients 
Entertainment, restaurants, and cultural  0.534 
Community image and spirit 0.476 
City park system  0.268 
Local government services (fire, police, streets, etc.)  0.166 
Climate 0.159 
Percentage correctly classified = 79.5%, Canonical correlation coefficient = 0.503, Wilk’s Lambda = 
0.747, Chi-square = 66.9, P < .0001, N = 234, centroid 1 = -1.22, centroid 2 = .28 



TUC 
Independent variables Standardized canonical discriminant 

function coefficients 
Entertainment, restaurants, and cultural  0.933 
University technology contributions -0.573 
Housing availability -0.442 
Climate 0.326 
Percentage correctly classified = 84.4%, Canonical correlation coefficient = 0.652, Wilk’s Lambda = 
0.574, Chi-square = 15.0, P < 0.1, N = 31, centroid 1 = -1.90, centroid 2 = .37 

Service 
Independent variables Standardized canonical discriminant 

function coefficients 
Entertainment, restaurants, and cultural  0.560 
Commercial air transportation 0.377 
Housing availability 0.354 
Appearance of city 0.259 
Community image and spirit 0.240 
Climate 0.239 
Cost of living -0.178 
Percentage correctly classified = 74.2%, Canonical correlation coefficient = 0.505, Wilk’s Lambda = 
0.745, Chi-square = 56.7, P < .0001, N = 198, centroid 1 = -1.11, centroid 2 = .31 

 
From an economic development policy perspective, quality-of-life values varied according to 

business type. When designing economic development policy it would be useful to know which quality-
of-life elements have broad appeal to the business community in contrast to those with special appeal to 
the few. A visual inspection of Table 1 reveals important variations in value assigned to quality-of-life 
indicators as predictors for recruitment. Entertainment and community image/spirit clearly stand out as 
having broad-based appeal without regard for business type. Entertainment was expected to be an 
important ingredient in key personnel attraction and retention, although it was not necessarily one of the 
most important predictors. As mentioned earlier, the entertainment measure is really a composite 
including restaurants and cultural opportunities, all of which have substantial empirical overlap. This 
finding is important from a policy perspective since entertainment-related additions to the local 
environment can be achieved in the short-run, although they will likely require public-private sector 
cooperation. An investment in entertainment would assist business in key personnel recruitment and 
retention regardless of business type.  

Image and community spirit are a second example of local quality-of-life attributes with broad 
appeal. Again, broad appeal means that policy that enhances community image/spirit will benefit most 
businesses regardless of type because community image/spirit can be enhanced in the short-run and can 
be cosponsored by business and local government. One example among many of community image/spirit 
building implemented in Wichita involves the annual river festival. The river festival received its initial 
inspiration and capital infusion from local government but has more recently become a community 
institution largely sponsored by private or nonprofit organizational initiatives. The growing attendance at 
river festival events attests to its effectiveness as a spirit-building vehicle and its contributions to local 
image enhancement. By their very nature community spirit-building activities target key personnel 
retention as opposed to recruitment, although they often have regional draw. However, cities like Wichita 
are well served by retaining their best and brightest. 



The value of the remaining quality-of-life attributes as predictors of key personnel recruitment 
problems tends to be more a function of business type. The individualistic nature of the predictive value 
of public education was somewhat surprising. Although investments in the educational system are 
important to the local economy, such investments should not be expected to have an extremely large 
omnibus effect. These findings add support to the idea that targeting development policy according to 
business type contributes to the effectiveness of policy action.  

Armed with an improved understanding of variation in business values according to business type 
(Table 1), local policy must reflect some basic decisions. For example, as a general part of policy and 
economic development strategic planning, a city may elect to target its strongest attribute through 
encouraging development of similar industries. In that case, the priorities of key personnel in the targeted 
industry would become the focus of quality-of-life improvements. Conversely, policy action with a 
designed goal of diversification to smooth economic cycles may call for investment in an entirely different 
set of quality-of-life improvements. In either case, a better understanding of valued quality-of-life 
ingredients broken down by industry type should prove useful since key personnel quality-of-life values 
are varied. 

The findings demonstrate discrepancies in literature-based expectations about the value of 
various quality-of-life ingredients. In part, these discrepancies can be attributed to the underdefined 
nature of these ingredients in the literature. In other cases, the industrial mix of past studies potentially 
offers some explanation for variations between expected and actual findings. Still others are likely 
situational; case studies often uncover peculiarities that are a function of the local area. Regardless, 
literature-based discrepancies may be a function of analysis that stops short of differentiating responses 
according to business domain. Key personnel of different types of businesses likely have different quality-
of-life priorities. 

As mentioned earlier, businesses give across-the-board support to entertainment and community 
image/spirit. Next it is important to delineate their differences. CEOs in manufacturing see the public 
school system as the most important quality-of-life attribute. Consequently, investments in the local 
public school system are likely to be an important draw for key personnel in manufacturing. A special 
feature of manufacturing that is somewhat surprising is the importance of local quality-of-life attributes 
in predicting key personnel recruitment and retention problems (correctly classified = 85.9%). This 
suggests, then, that quality-of-life investments are likely to realize greater success in recruitment and 
retention of key personnel in manufacturing when compared to most business groups.  

Finance, insurance, and real estate, as an industry group, reveals its individualistic nature by the 
priority assigned to local government services. Mining and construction businesses point to broadly 
valued community image and spirit as the only important quality-of-life ingredient. Responses by CEOs in 
the retailing-wholesaling sector see the city park system as a drawing card in addition to entertainment 
and community/image spirit, but findings reported here indicate that the city park system is not a 
universal drawing card. Transportation, utilities, and communications industries (TUC) are a small but 
important component of the business community. The findings that distinguish TUC from the rest of the 
business community is the overall value assigned to quality-of-life ingredients. 

The final business group is important for a variety of reasons. The service industry is one of the 
largest and fastest-growing sectors of the economy and is considered one of the more attractive economic 
development targets. On the downside, this classification also includes many of the lower-paying, "dead-
end" jobs and consequently may be considered by some to be a disincentive for targeting this group. The 
findings indicate that service industry businesses value entertainment like most businesses. Conversely, 
service-related businesses were the only group to establish commercial air transportation as a priority. In 
addition, service-related businesses also were different than most businesses in that they were the only 
business type other than TUC to establish housing as a priority. Wichita is presently facing a housing glut. 



Consequently, the value assigned to housing in other communities may be substantially elevated in 
comparison to Wichita.  

In summary, business type has substantial bearing on the values assigned to various quality-of-
life elements for key personnel recruitment and retention with few exceptions. In the concluding section, 
we examine these findings and offer translations as they apply to broader economic development policy. 
 
Conclusions  

Logically, access to quality key personnel is an essential ingredient for business survival and local 
economic growth, yet the literature is underdeveloped. These findings add definition to the literature and 
lead to some general conclusions for local government economic development policy. 

Initial assessments of labor force match to business needs is crucial for effective economic 
development policy. Labor shortages may or may not include key personnel. Key personnel retention 
problems are included under a variety of labels including what is commonly referred to as a "brain drain" 
in which the "best" and "brightest" are lost to other locales for a variety of reasons. Unmistakenly, quality 
of life is an important asset for retaining or recruiting top-line personnel and arguably is an important 
issue in economic development policy.  

The most obvious, but most important, conclusion from the findings is that targeting of business 
type is important. Planning economic development strategy needs to be a conscious, deliberate effort. At 
the very least, the absence of economic development planning can mean piecemeal and inefficient 
application of public and private resources. At the other extreme, the absence of planning may actually 
result in conflicting and self-defeating policy. Local development groups need to target their efforts 
according to business type. Although key personnel share some quality-of-life priorities (entertainment 
and community image/spirit), they also have very specific needs and values as a function of business type. 

A fundamental decision for economic development policy requires definition of the extent to 
which a city should build on past successes by encouraging development in business classifications that 
are already well established or by attempting to diversify. In the short run, established industries provide 
easier targets and consequently efficient use of resources. Conversely, industry diversification offers long-
run protection against fluctuations in the local economy but is more difficult in the short-run. 
Fundamental decisions such as these are important economic-planning considerations that necessarily 
require business targeting.  

It is important that these findings be interpreted from the appropriate perspective. Generally, the 
findings indicated that the public school system was not the expected priority for key personnel 
recruitment and retention across all industrial classifications. On the other hand, results should not be 
interpreted to mean that state and local government should disinvest from the public school systems. The 
local school system is very important to the long-run labor and economic health of a locality, and it is 
defined as significant for specific groups of businesses. The findings reported here simply indicate that the 
local public school system is not as important a short-run drawing card compared to other quality-of-life 
ingredients with respect to recruitment and retention of key personnel across all business groups. 

When local development agents are assessing key personnel recruitment-and-retention 
strategies, care should be taken to separate issues according to the extent to which they are addressable 
through policy action. Certain quality-of-life attributes are of a fixed nature. The best example in this study 
relates to local climate. Climate was a moderate priority for key personnel in selected businesses but was 
clearly unimportant to others. Since climate is fixed, localities with less than attractive climates may want 
to target business types that consider climate of lower priority. Conversely, there are some quality-of-life 
attributes that can be adjusted in the short run, such as local entertainment, that may have immediate 
impact on the attractiveness of an area. 

Entertainment and community image/spirit enjoy wide appeal and consequently are a prime 
target for improving local area attractiveness to key personnel. However, cultural elements of 



entertainment are important but are limited to long-term quality-of-life development strategies, 
especially when compared to general entertainment or restaurants. Community spirit building is an 
attractive quality-of-life investment because it is a business priority and has the potential for short-term 
results. In developmental efforts, planners need to not only consider different values based on business 
type but should also weigh the time frame necessary for policy adjustment. A mixture of long-and short-
term approaches likely are the advisable course of policy action.  

An examination of quality-of-life ingredients clearly reveals the need for cooperative efforts 
between public and private sectors. Quality-of-life priorities such as entertainment and restaurants are 
usually private sector initiatives. However, there are many actions local government can take to 
encourage or expedite private sector action. Community spirit building is an example of how local 
government can lay the foundation for private or nonprofit action. The facilitation role for local 
government is particularly important given the lower priorities assigned by key personnel to direct service 
delivery. 

It also is interesting that receipt of technological assistance from the university was a common 
theme for many CEOs who were experiencing difficulty recruiting key personnel. Although the data do 
not directly speak to this issue, the pattern suggests that more technologically involved companies are 
finding it difficult to attract and keep key people. Given the location from which these data were collected 
and the national shortage of technologically proficient labor, these results would be expected. This 
suggests that midwestern cities would be well served by paying closer attention to the quality-of-life 
attributes that seem to be of significance and that can be modified by a conscientious investment strategy.  

Further research is needed that includes analyses of differences based on business types. The 
business types discussed here add detail to literature definitions but need further refinement. For 
example, the business-type categories need to be narrowed for clarification. Likewise, it is probable that 
the representatives of businesses within each category will differ by location and type of city. Therefore, 
additional in-depth studies of other locations should help clarify the diversity within a particular industrial 
category as well as between categories. In addition to the need for further information on business type, 
additional classifications of key personnel would be an important contribution to the literature. The 
current literature generally confines key personnel issues and personal quality-of-life preferences to CEOs 
and their influence on locational decisions. Direct questioning of key personnel would likely provide 
needed detail about their motivation for site selection. Further, an assessment of the relative weights 
assigned to community as opposed to employment attributes as they impact decisions to move would be 
an important addition to the literature. 
 
Notes  
1Wichita-Sedgwick County metropolitan statistical area (MSA) estimates (U.S. Bureau of Census, 1987) 
were: Sedgwick County-387,200; Butler County-47,600; Harvey County-30,900; MSA Total-4 65,700.  
2The dependent variable was the response ("yes" or "no") to the following question: Has the general 
"quality of life" in Wichita made it difficult to attract or keep key personnel? The independent variables 
were the responses to two indexes and several separate measures along a scale of 1 to 4, with 1 indicating 
"extremely dissatisfied," 2 indicating "dissatisfied," 3 indicating "satisfied," and 4 indicating "extremely 
satisfied." The entertainment index was comprised of three variables: cultural opportunities, 
entertainment, and restaurants; the image/spirit index was comprised of two variables: community spirit 
and image; the other variables were public school system, cost of living, housing availability, appearance 
of city, climate, city park system, and local government services (fire, police, and streets). Included also as 
independent variables were the responses to the 2 items on the technological index along a scale of 1 to 
4, with 1 indicating "strongly disagree," 2 indicating "disagree," 3 indicating "agree," and 4 indicating 
"strongly agree." The items in the technological index were: "Research and technologies developed at 
local universities have been beneficial to my business operations," and "Students and/or faculty at area 



universities have been an important resource in developing the technology operations needed in my 
business." The last independent variable was the response along a scale of 1 to 4, with 1 indicating "poor," 
2 indicating "average," 3 indicating "good," and 4 indicating "very good," to the item “Availability of 
commercial air transportation.” 
3As variables enter a multiple discriminant analysis, the significance of incremental variance explained is 
tested with an analysis of variance (ANOVA) model, much as b values are tested in a multiple regression 
model. As is with stepwise regression analysis, steps are only reported where the F-ratio is statistically 
significant. This means that all variables contribute to differentiation of the 2 groups. Variables that do 
not significantly contribute to explanation of systematic variation in the dependent variable (in this case, 
prediction of membership in the 2 groups) are not included in the model. 
4The modest response rate signaled the potential for a nonresponse bias; however, the response rate in 
terms of business type, size, and age for the sample were very similar to the population. Since this research 
represents an exploratory case study, any sampling bias should not affect its internal validity, though care 
should be taken in generalizing the particular pattern of findings. Generalization of the findings depends 
on an industrial breakdown similar to that found in the sample: 
 

Sample   Population 
Manufacturing 97 10.9% 599 05.5% 
Fire 129 14.6% 877 08.2% 
    Finance 39 04.4%   
    Insurance 45 05.1%   
    Real Estate 45 05.1%   
Mining and Construction 96 10.8% 1273 12.0% 
    Oil and Gas 17 01.9%   
    Construction 79 08.9%   
Retail and Wholesale 276 31.0% 3437 32.3% 
TUC 38 04.3% 422 04.0% 
    Transportation 21 02.4%   
    Utilities 2 00.2%   
    Communication 15 01.7%   
Service Industries 243 27.3% 3203 30.1% 
Other 12 01.3% 829 07.8% 
The business in terms of number of full-time employees are as follows: 
Sample     
    1 to 9 employees 471 05.1%   
Mining and Construction 96 10.8% 1273 12.0% 
    Oil and Gas 17 01.9%   
    Construction 79 08.9%   
Retail and Wholesale 276 31.0% 3437 32.3% 
TUC 38 31.0% 422 04.0% 
    Transportation 21 02.4%   
    Utilities 2 00.2%   
    Communication 15 01.7%   
Service Industries 243 27.3% 3203 30.1% 
Other 12 01.3% 829 07.8% 
The business size in terms of number of full-time employees are as follows: 
Sample     
    1 to 9 employees 471 54.6%   



    10 to 19 employees 160 18.6%   
    More than 20 employees 231 26.8%   
Population 
County business patterns 1985 - Bureau of the Census 
     1 to 9 employees 7,642 71.8%   
     10 to 19 employees 1,482 13.9%   
     More than 19 1,516 14.3%   

 
A one-way analysis of variance indicated that the only significant difference in mean age by business type 
was between manufacturing and four business types. Businesses engaged in nonaircraft manufacturing 
tended to be older. 
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