To:

Alexis Foster, Executive Director, Fort McMurray Chamber of Commerce

From:

Mark Baxter

Date:

April 20, 2017

Re:

Wood Buffalo Labour Scan – Final Report

Dear Alexis,
We are pleased to present our final report for the Wood Buffalo Labour Scan. This has been an
exciting and insightful project.
Thank you for accepting our report.

Sincerely,

Mark Baxter,
Outlook Market Research & Consulting Ltd
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1.Executive Summary
Outlook Market Research and Consulting, on behalf of the Alberta Ministry of Labour, Fort
McMurray Chamber of Commerce and the RM of Wood Buffalo, completed a Labour Scan for
Wood Buffalo that pulled cross-occupational data from employers, employees and secondary
data sources. The Scan provides supporting evidence and conclusions to local and provincial
stakeholders on the labour market challenges in the face of the downturn in oil prices, and
recent fire in the region.
The findings of all facets of the research were compared and analyzed to identify alignments or
gaps in the beliefs of employers and the labour market (employees/job seekers), resulting in
the following key conclusions and recommendations:

1.1. Conclusions
1. Unemployed Profile
Employers can target and adjust hiring strategies to align to labour market.
The unemployed worker profile is as follows:
 43% of the “Unemployed and Actively Seeking Employment” fell into the Middle-Aged
Males (45 to 64 year olds) category living in the Fort McMurray area.
 Desired industries are Oil and Gas (36%), Professional Services (15%) and
Government/Administration (14%).
 Desired job types include Trades (36%), Professional (23%), Administrative (18%) and
Service (17%).
 Majority have college or university degrees.
 Job Availability, Wage Expectations, Experience, Education ranked high as job
placement challenges.
 Inadequate training and development to meet job market demands.
2. Industry Sectors and Job Types
Gaps exist in Construction and Hospitality industries and Management jobs. There is a surplus
of Administrative Job Seekers.
The employed and unemployed are aligning themselves to the high demand industries (Oil and
Gas, Professional Services, Government/Administration) and job types (Trades and
Professional) in the Fort McMurray and RMWB area.
Gaps exist in the Construction and Hospitality industries, whereby very few workers identified
as being industries they are interested – or working – in but are identified as labour gaps by the
region and employers. Further to this, there are not enough unemployed workers seeking
Management jobs (only 8%) compared to the employers trying to fill them (e.g.. in Public
Services and Construction).
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Conversely, there appears to a surplus of unemployed who are seeking Administrative work,
when most employers did not identify these job types as being either a problem to fill – or even
needed.
3. Employment Challenges
Shifts in wage expectations, work experience and soft skills training are key issues.
There is consensus between employers and workers on the lack of wage expectations and work
experience, as well as finding job fit (speaks to skill-set, work environment, personality). Most
employers found that applicants had the education or qualifications for the job, even though
workers felt that education was an issue. Most prevalent employer challenges were as follows:
 Recruiting and retaining skilled and professional staff - locally
 Challenge hiring outside region; unwillingness to relocate
 Missing good communication, literacy, customer service and leadership skills
 Lack of work experience (even when education/qualifications existed)
 Candidates not shifting wage expectations after drop in oil prices
 Availability of affordable housing or camp facilities
 Loss of childcare services
 Negative city image (perceptions of remoteness, post-fire impact, or both)
4. Employment Training
More targeted training is required to fulfill high demand jobs.
Training among workers appears to be fairly spread out, with no significant amount of training
in any one area. The areas of most concern to employers, such as role-specific (eg. pre-trade
training) or leadership, communications, customer service, and language, seem to be validated
through the Worker survey results. Although some workers identified having Management
training (8% mentions), most focused on some form of safety training.
5. Market Perception of Fort McMurray
Fort McMurray’s city image is impacting labour pool. Employers challenged to portray the
City as a great place to live and work.
Several employers cited a challenge in attracting out-of-region job candidates due to a negative
perceived city image attributed to its remoteness, lack of amenities or services, affordability
and availability of housing and post-fire impact on the environment and infrastructure.
City planning and promotion needed to improve the housing situation, as well as local
amenities and services to retain workers (“Selection of retail services” and “Access to Medical
Services” rated the highest to improve) and attract new residents/workers to the region
(“Availability of Housing” and “Community Social Conditions” rated the highest to improve).
There is also work to be done by employers and labour partners to quash the belief that
workers hold (according to survey) that there is a lack of “Employment Opportunities”.
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6. Post-Fire Impact
Improved housing and training opportunities will improve labour market.
Construction employers interviewed forecasted upwards of 1,400 needed construction jobs for
the rebuild effort over the next five years. This number climbs to a total of 9,000 reconstruction
jobs for 2017, according to the Globe and Mail and Conference Board of Canada. The key
challenge faced now is the availability of “experienced” job candidates, and increased onboarding, training, and compensation (to attract better candidates) costs.
Even though the fire did contribute to job loss and reduction in qualified labour, most
employers felt that it was the downturn in oil prices that was the primary cause.
Of all the fire impacts to the labour market, it was the perceived availability of “Employment
Opportunities”, and “Availability and Affordability of Housing” being the primary deterrents for
most job seekers to stay in – or be inclined to move to – the area. The housing factor was also
shared by employers interviewed.
Alignment with RMWB Recovery Plan will Maximize Labour Strategy Results
The significant resources that have been committed to the development of a Wildfire Recovery
Plan by the RM of Wood Buffalo, has set the stage for current and future planning for the Fort
McMurray area. This includes a specific Rebuild Plan to address the reconstruction of lost
homes and buildings. As such, Alberta Labour and supporting organizations can optimize their
labour planning efforts by working in conjunction with the RMBW Recovery Committee to
ensure that goals are met on both fronts.

1.2. Recommendations
1. Job Role Assessment Report
Through Alberta Works, develop a Job Role Assessment Report to specifically identify
the job roles at a granular level, eg. Pipefitter, of individuals leveraging the Centre,
including:
 Roles being sought after by job candidates; and
 Roles that align to their skill set (ie. cross-occupational mobility).
This data will extrapolate on conclusions made from the Worker Survey question:
“What best describes the type of position you are – or hope to gain employment in?”
to further refine data within the Trades, Administrative, Professional Services, Service,
and Management categories. Findings will offer more precise data on the alignment of
High Demand Job Types and Available Workers.
2. Work and Lifestyle Attitude findings
Share Work and Lifestyle Attitude findings with the City of Fort McMurray to support
any City branding or promotional messaging programs being considered.
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3. Updated 2016 Statistics Canada Labour Data
Gather updated 2016 Statistics Canada labour market data for Fort McMurray and the
RM of Wood Buffalo upon release of 2016 results (November 29, 2017), and integrate
into 2017 Labour Market Scan.
4. Labour Market Strategy
Leverage data from the Labour Market Scan and RMWB Recovery Committee to
develop a targeted Labour Strategy and Communications Tools that will:
 Directly align to goals and objectives as outlined in the RMWB Recovery Plan.
 Assist the Fort McMurray Chamber of Commerce and targeted industry sectors with
strategic plan development to prepare for future skill requirements and/or prevent
skill shortage.
 Work with government and public training organizations to identify specific training
courses (e.g. soft-skills, management, technical, etc.) that can be offered or
improved, as well as available funding to offset costs for workers.
 Develop meaningful and effective connections between employers and a qualified
labour pool to foster positive employment learning and development.
 Demonstrate key values that differentiate the RM of Wood Buffalo as “the place to
live and work” and resonate with a prospective labour pool.
 Reduce silos by better leveraging expertise and resources of key industry,
community and government partners to works towards a cohesive labour solution.
 Propose cost-effective tools for small to mid-size businesses who typically have
limited funding and human resources to address employment issues.
 Present a flexible and sustainable Strategic Plan to maximize available resources.
 Create labour market profiles to anticipate and prepare for future prospects.
5. Construction Labour Sub-Strategy
 In partnership with the RMWB Wildfire Recovery Committee, develop a niche
Construction Labour Strategy that extends off the primary Labour Strategy above
that directly aligns to goals and objectives outlined under the Rebuild Action Area of
the RMWB Recovery Plan (ie. the “Rebuild Plan”).
6. Communications and Promotional Tools
Use the Labour Market Strategic Plan to develop a set of Communications and
Promotional messaging and tools that will:
 Address a current labour market needs as identified in the Labour Market Study
 Heighten awareness of labour market issues such as skill shortages as identified in
the Labour Market Study through the dissemination of labour market information
and/or a career awareness campaign,
 Market any new programs or services to address a labour market need within an
industry sector or the community
 Assist industry sectors or associations like the Fort McMurray Chamber of
Commerce to share best practices in human resource development and
career/employment training,
 Communicate the results of the industry and worker consultations to assist in
improving human resource development and/or labour market adjustment needs,
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Assist in the development and/or dissemination of industry or community-based
labour market products and best practices from the Labour Market Strategy to
address identified needs.
Develop cost-effective tools for small to mid-size businesses and industry who often
have limited funding and human resources to address employment issues.

1.3. Update: Latest Employment Statistics – March 2017
Employment in Fort McMurray in 2017 has improved since over a year ago, but is slightly lower
than the provincial average, and lagging slightly behind Alberta in growth. Alberta is
experiencing employment growth:
“Employment in Alberta rose by 20,000 in March 2017, all in full-time work.
Employment in the province has been on an upward trend since the autumn of 2016,
following a strong downward trend which began in 2015. The unemployment rate was
little changed in March, at 8.4%, as more people participated in the labour market. This
was down from a recent high of 9.0% observed in November 2016, when the
unemployment rate reached a peak associated with the commodities downturn that
began in 2014.”
Source: http://www.statcan.gc.ca/daily-quotidien/170407/dq170407a-eng.htm

In addition to recent Fort McMurray employment statistics indicating a lag behind Alberta (and
well behind Canada’s March 2017 unemployment rate of 6.7%), another issue is that the
number of workers in the RM continues to drop. The latest situation as per Statistics Canada
data is well described on April 10, 2017 in Fort McMurray Today:
“Last month’s unemployment rate in Wood Buffalo and surrounding areas remained
unchanged for the third month in a row, according to data from Statistics Canada
released Friday. However, the total number of workers in the area continues to drop.
The unemployment rate in the Wood Buffalo-Cold Lake census region has remained a
steady 9.1 per cent since the New Year began, a slight increase from December’s 8.9 per
cent. The employment rate in March fell by 0.2 per cent to 68.4 per cent. Approximately
300 jobs were lost, with 200 coming from full-time positions and 100 coming from parttime work.
The unemployment rate in March 2016 was 9.8 per cent, while employment was at 69
per cent. Approximately 800 positions have been lost since last March. Unemployment
reached a 12-month high of 10.2 per cent in April and employment reached a high of
69.6 per cent in October, although statistics Canada suspended censuses in the region
between June and September due to the wildfire.
Provincially, employment has been on the upswing. March saw the addition of 20,400
positions across Alberta, concentrated mainly in the finance and real estate sector; retail
industry; and manufacturing.
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The country’s unemployment rate increased slightly last month to 6.7 per cent from 6.6
per cent, although 19,400 net jobs were added to the economy.”
Source: http://www.fortmcmurraytoday.com/2017/04/10/unemployment-unchanged-in-oilsands-region-statscan

These employment statistics verify the sentiment in the project research that workers and
employers recognize Fort McMurray has labour issues that are exacerbated by the downturn in
oil prices and the fire, but the situation is not radically more serious that the rest of Alberta.

2.Methodology
The methodology can be broken down into three areas: The Employer Scan, Worker Scan, and
Comparative Analysis:

2.1. Employer Scan
2.1.1. Background and Overview
To build a scan of employers in the Wood Buffalo Region, a 15-question interview script was
developed by the consultant and reviewed by representatives of the project partners.
Employers from five general sectors: Service, Energy, Construction, Social Profit and the Public
Sector were to be included in the data sample set. An experienced community development
professional with extensive experience in business and industry analysis was tasked to
interview employers in the Regional Municipality of Wood Buffalo. The interviewer had
previously lived in the region for an extended period and maintained contacts in the area, both
professionally and personally, for 27 years.
After initial support and introductions from the Fort McMurray Chamber of Commerce to the
business community, in the interest of efficiency, the interviewer identified businesses which
matched the above sectors. Due to the number of employers in each category, some sectors
ended with heavier representation in the interview cohort than others. The correlation to the
actual weighting of the employer sectors in the region is imperfect, with the goal to provide a
scan, not a comprehensive statistical review.

2.1.2. Interview Implementation
Interviews started on December 20, 2016 and completed on March 9, 2017. Interviewees were
provided with a guarantee of confidentiality and the original data has not been shared beyond
the originating interviewer. On this basis, the participating employers were very forthcoming
with detailed and sometimes sensitive data about their business operations.
In all, 100 interviews representing 106 businesses were completed. This report section is the
result of over 55 hours of interview time, almost 750 points of contact and 19 in person, 74
telephone and 7 submitted interviews. In total, 131 employers were contacted throughout the
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Regional Municipality of Wood Buffalo, with 31 either failing to respond or declining to
participate.
After the data collection phase was completed, the completed interview data was sorted and
collated by sector category and analyzed based on the questions posed as well as the extensive
qualitative data gathered during the interview process directly from the employers. Where
quantitative data was gathered, it was agglomerated and presented. Qualitative data was
sorted for themes and, where it might be used to identify the contributing interviewee was
edited to remove those identifiers.

2.2. Worker Scan
2.2.1. Background and Overview
Alberta Ministry of Labour, in partnership with the Fort McMurray Chamber of Commerce and
the RM of Wood Buffalo, conducted labour market research, whereby feedback was gathered
from 310 employees and job seekers within the Wood Buffalo region (with a focus on Fort
McMurray). The research was part of a larger Wood Buffalo Labour Scan to identify labour
market challenges and recommendations in the face of the downturn in oil prices, and recent
fire in the region. The research was managed by Outlook Market Research and Consulting, in
partnership with Alberta Works.
The primary objectives of this research were to better understand:
1.
Demographics of Fort McMurray area employees and job seekers; and
2.
Factors that may influence their decision to 1. Seek employment in, and 2. Live in
Fort McMurray.
All of the combined research findings will better arm Alberta Labour to frame the labour gap
problem and recommend targeted and meaningful solutions. This report summarizes the key
findings of the survey.

2.2.2. Survey Implementation
The labour market survey (called the Fort McMurray Worker Survey) was implemented in the
format of an online questionnaire through a centralized surveying tool (Survey Monkey). The
survey link was accessed two ways:
1.
Via the public computers located within the Fort McMurray Alberta Works Centre by
clicking on a survey desktop icon;
2.
Or, via any personal computer and entering in a dedicated survey URL into the web
browser.
Survey responses were collected between January 4, 2017 and February 25, 2017.
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2.3. Analysis and Reporting Methodology
Analysis and reporting was completed on two levels. Firstly, each individual research initiative
(Employer Scan and Worker Scan) was independently reviewed and reported on. Secondly,
both scans were compared and results synthesized to determine commonalties and gaps, which
in the end, is intended to produce meaningful conclusions and recommendations.

3.Findings
The Findings are divided into two sections: 3.1 Employer Scan, and 3.2 Worker Scan.

3.1. Employer Scan
The Employer Scan was completed through 106 interviews started on December 20, 2016 and
completed on March 9, 2017.

3.1.1. Key Findings
In completing the 100 interviews with local employers, amid the expected diversity in specific
labour force concerns, there were fundamental themes which were universal. The importance
of leadership to successful work forces was synchronistic. The ability to lead work teams
emerged as one of the most effective methods of retaining staff, and leadership capacity was
one of the leading gaps in the regional workforce. Competencies that contribute to good
leadership, particularly communications or “people skills”, were the most often cited examples.
Our key findings from the employers are presented below and aligned with four key
deliverables from the project description.

i.

Challenges of Hiring Locally


Literacy Important
Across all sectors, literacy was the highest rated skill or qualification required by
employers for most of their employees. The only exception was in the construction
industry where trades qualifications edged ahead slightly, rated at 4.4/5 compared to
4.0/5 for literacy.



Certified but Often Inexperienced
Almost universally, whether for skilled tradespeople, for management staff, or
professionals, the local workforce appears to be qualified based on certification, but
inexperienced. There is a limited pool, in particular, of qualified and experienced
professionals. This creates some challenges in initial hiring but creates greater problems
in retention, performance management and overall organizational effectiveness.
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Wage Expectations Need Adjusting
Local wage and benefit expectations have not yet fully adjusted. The local employment
market valuation has historically been heavily influenced by the energy sector.
Businesses in related industries and as well as others are experiencing lower activity
levels, impacting their ability to offer former wage rates as well as some benefits. The
local employee market is starting to lower their expectations but many continue to
expect the high wages of the past. For those who have lost energy sector employment,
there is difficulty adjusting to lower pay and benefits in other sectors.



Housing Challenges
Housing availability, in particular low cost housing, makes it difficult to retain local staff.
This was mentioned most often by construction, service and social profit employers.



Childcare Challenges
Childcare presented as a recruitment issue in two ways: the difficulty in finding qualified
early childhood development staff and the impact of the lack of high quality daycare on
the availability of staff for other industries. This was most strongly noted in the public
sector, service and social-profit sectors.



Customer Skills
The most commonly noted weaknesses in the local labour market tended to be about
the often-termed “soft skills”. Customer service appeared in every sector, as did
communications and various life skills. This can often be linked to lack of long term
experience.

ii.

Issues in Hiring from Outside Region



Career Progression is a Motivator
One source of local employees is those who transfer from either central or branch
operations outside the region. When given a choice, employees prefer to transfer to
other locations citing proximity to family and friend networks, the amenities of major
urban centres and the high cost of living in RMWB. Even with wage modifiers to
compensate for the increased costs, potential moves to the region were most likely to
be accepted by people looking for career progression. Career progression could be
perceived as positional or learning opportunities from challenging jobs earlier than
normally encountered in a career cycle.



Housing Availability
The availability of accommodation is a significant deterrent for those considering a
relocation, either permanently or on contract. Changes in camp accommodation
provisions in energy sector RFPs are seeing a shift of accommodation responsibility to
the local employer. This is both a logistical and a margin issue. Local companies are not
all offering the expected level of support for housing for employees who might want
non-permanent accommodation. The cost of housing, although property values are
declining, is still an ongoing challenge when recruiting staff from outside the region.
Page 12 of 101



Media-Driven Perceptions
While those interviewed for this labour force scan were very supportive and
complimentary of the region’s quality of life, there is a persistent opinion that those in
the “south” do not have an accurate picture of the community and the region. The
media attention from the wild fire, although legitimate and appropriate, has added
another dimension to this image issue with added concerns about isolation and the
fire’s impact on housing and infrastructure.



Preference for Local Workers
A strong preference to hire local was noted in the interviews. Local hires are seen as
more likely to be a better fit for the community and the organization, and more likely to
succeed and stay. Efforts to recruit outside the region, except for some specialized
occupations or professions, are generally seen as ineffective resulting in few final hires.

iii.


Affected Occupations
Chronic Shortage Fields
For employers who are in construction and industry fields, there are chronic and
ongoing shortages for power engineers particularly in 1st and 2nd class. Other trades and
skills required include: millwrights, HVAC, boilermakers, heavy equipment operators,
and qualified, experienced carpenters.
Across all construction, energy and energy industry service sectors, professional project
managers were considered in high demand as were civil and petroleum engineers and
engineering technologists. While not as consistently noted, professional drivers in
several environments was also noted.
Other industry specific shortages are noted in the applicable sections which follow.



Same Shortages Often Local and National
Occupations which are in short supply, based on the diversity of employers interviewed,
tend to be specialized and/or reflective of provincial and sometimes national shortages.
Employers often specified that they were looking for “good, experienced” staff.



Social Profit Sector
In the social profit sector, with some cross-over to the public service sector, there was a
noted lack of social workers, psychologists and various specialities of counselling. Some
of this shortage appears to be generated by the fire recovery efforts and may be
transitory, depending on the extent and longevity of those efforts.



Experienced Managers Needed
Experienced managers in almost every sector are needed. The interviewees were asked
to rate core management competencies needed for most employees. It was noted
throughout that most employees were not managers but that good managers with good
leadership capacity are highly valued and not always available.
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iv.




Strategies Used to Address Labour Force Attraction and Retention
Challenges
Online Recruiting: Quantity, not Always Quality
Several sectors, and particularly social profits, consumer facing service and some public
service employers, have noted that online recruiting platforms yield high numbers of
applicants but few qualified hired employees. This has added an administrative burden
and some have chosen to abandon online platforms.
Social Media
Regional employers employ many different social media platforms to advertise
opportunities. Some are more effective based on the employer and the type of
employee sought. The most often mentioned effective platform is Indeed, with
Facebook and Kijiji being next in frequency, but with slightly less effectiveness. Larger
employers recruited through their corporate websites.



Walk-Ins More a Limited Service Sector
Some employers reported that they found staff through walk-ins but this seemed to be
mostly in the consumer facing service sector. Employers that are hiring for positions that
require greater levels of experience or qualifications tend to be less likely to find
candidates through walk-ins.



Networks Work Best
Leveraging personal and professional networks were the most mentioned and most
utilized recruitment strategy across the construction and maintenance, social profit and
services sectors.



Compensation Needs to be Competitive
While there was some diversity of opinion on the impact of pay and benefits in
recruiting, it was generally agreed that competitiveness was sufficient. It is not
necessary to be the best paying employer with the most comprehensive benefits
package. Employees do gauge compensation packages against different norms however.
Those with easily transferable skills may be more inclined to compare across sectors.
Those whose skillset is industry specific will look to local or provincial norms when
evaluating an offer. For those who are committed to a social cause, lower pay might be
acceptable in return for work that they value.



Remote Working Gaining Ground
Although not wide spread in the participating employers, there was indication of a
movement to remote working. This is a steady trend across all applicable sectors. So,
where a qualified applicant was unwilling or unable to relocate, employers were
approving employment from their current location. It is also a major factor that can
offset wage compensation issues.



Flexible Hours Helps Attract Workers
Flexibility in hours of work is highly valued by region employees. The ability to schedule
around personal and family commitments is very important. Compressed work
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schedules were another option sometimes offered. Much like remote working (which
may be part of a flexible work schedule), flexibility can offset wage compensation issues.


Housing Subsidies Help
Offering housing or housing subsidies are used as attraction strategies although many
employers reported that current economic conditions are impacting their ability to offer
this option.

3.1.2. Summary of Results
The Summary of Results is divided by industry sector. The Summary is supported by direct
quotes, but these quotes are not attributed directly to specific respondents, as interviewees
were provided with a guarantee of confidentiality and the original data has not been shared
beyond the originating interviewer.

3.1.2.1. Social Profit Sector
“People don’t come to Fort McMurray to work at a social profit.”
Twenty-one responses were gathered from the social profit sector with two interviews held
onsite, seventeen by phone and two submitted with an average interview time of 35 minutes.
Interviews were held between December 17, 2016 and March 8, 2017.
Employee Number and Profile
The largest representation of employee number was in the band between 5-99 employees and
within that band none had employee counts exceeding 25 staff including management.
Eliminating the one large employee outlier, the average number of employees of responding
agencies was 9.24 blending FTEs/PTEs.
Number of employees of responding
Social Profits
1-4
4
5-99
13
100-499
1
500+
0
Employers were asked to consider their projected employee needs in the next two years, and
while most responses were qualified by varying level of concern about funding levels, most
were reasonably optimistic about future staffing needs with 12 of 20 expecting to increase an
average of 4 positions in the time frame.
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Staffing level expectations
Stay the same
3
Increase
12
Decrease
2
Unsure
3
Recruitment and Retention Difficulty
Eleven of the responding agencies indicated difficulty in both recruiting and retaining
professional staff with the next most challenging category being skilled workers. In general,
social profit employers reported little or no issue in either recruiting or retaining unskilled or
semi-skilled workers. In some cases, this was due to a lack of need for unskilled workers.
“I asked another Executive Director to help me interview.”
Several responders commented on their own lack of hiring expertise. This challenge is seen as
an impediment to hiring well and resulting in poor staff retention.
Difficulty in recruiting and retaining staff
(of 20 responses)
Unskilled
1
Semiskilled
4
Skilled
6
Clerical
3
Professional
11
Management
5
Many employers offered anecdotal support for their assessment of their issues in this area.
Professional staff, and particularly social workers, addiction counsellors and psychologists are in
high demand and not available locally. The partners of energy sector employees have been a
historic source of skilled, professional and management staff for this sector. It was noted that
with the current constriction in the energy sector, this pool of candidates has been reduced due
to job loss and the transfer of the primary income earners position. In the past, there has been
movement from this sector to the energy sector as well, which appears to have slowed.
Impacts of the 2016 Wildfire
“After the fire people are re-evaluating their career choices
and may-be looking for more meaning.”
While there was some difficulty initially in the aftermath of the fire, once people began to
return to Fort McMurray after evacuation, vacancies created by home loss and other personal
circumstances were mostly filled. However, the fire response efforts appear to have had the
unintended consequence of increasing competition for qualified professionals in this sector. In
other classifications, this sector reported that loss of childcare workers has had a more lasting
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effect both in their ability to offer services, and also in the ability of their staff to find the
childcare services which would allow them to return to work.
“I now get about 100 applications of which two are qualified.”
Some employers also noted that while the number of applications for openings or unsolicited
resumes are still generally high, and that the quality of those applications overall has declined
significantly, particularly as job seekers look for work generally associated with the rebuild
efforts. This has led to increased time commitment to screen out unqualified workers.
There is also a great deal of caution about recruiting from outside the community. Numerous
interviewers shared stories about challenges.
Descriptors of Recruitment Issues
“Fort McMurray still has the reputation of being a frontier town.
And it really is a great place to live. But you have to get them here.”
Employers were asked to give an opinion on the source of recruitment issues. While local
amenities, being perception of quality of life in the region, were cited in several cases, most
employers felt that this was more a perception than a reality. Several social profit managers do
not hire outside the region at all due to the difficulty of attracting qualified people, the cost of
relocation, and the lack of success in retention based on lower wages offered in the local
context. The high rate of competition within the sector and the high wage differential to other
industry sectors in the region were cited as the highest source of recruitment difficulty.
Recruiting problems experienced
Low skill levels
Lack of local qualified staff
Lack of local amenities
High competition for employees
High wage rates
High cost of training
Reluctant to move to the area

5
6
7
11
11
6
10

Competencies and Qualifications
Given the wide range of services offered by the organizations interviewed, there were some
training needs that were very organization specific. However, there were also general skills that
appeared repeatedly in the anecdotal evidence. Many referenced a need for a mindset often
stated as “a passion for the work”. This characteristic, also named as compassion, was often
seen as a key predictor for success in the social profit sector.
There was also, outside of regulatory or funding requirements, an expressed desire to hire and
retain people with meaningful experience in social services. This included time spent working in
and with Indigenous and marginalized communities. Employers look for competencies in
presentation skills, networking ability, and critical thinking, as well as those presented below.
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How important is it for most of your
employees to have the following?
Literacy Skill
Basic computer skills
Advanced computer skills
Sales skills
Management skills
Community college
Technical/trades certification
University

Extremely Important (5) to
Extremely Unimportant (1).
Weighted Average
4.8/5
4.1/5
2.7/5
3.2/5
3.7/5
3.8/5
1.2/5
3.6/5

Training Needed Locally
The need for local training mirrored the workforce observations with suggestion to develop or
enhance local offerings on leadership and management skills. Training specific to the social
profit sector included conflict of interest training, how to hire “well”, grant writing, and fund
raising. In response to the need for BSW graduates, it was suggested that the first two years of
the degree program could be offered locally in a flexible format. Computer literacy was also
mentioned as a local need for enhancement.
Strategies for Attracting and Retaining Staff
“People don’t do their research in preparation for a move to Fort McMurray.
People are not realistic.”
The most often mentioned strategy for retaining staff in the social profit sector was ensuring
that work was structured to allow flexibility for staff in meeting family and other personal
needs and obligations. In the absence of the ability to meet local wage rates, these
organizations focus on the quality of the work environment and their ability to accommodate
and support life outside of work.
Staff are found through a variety of social media platforms including Indeed, Facebook, and
Monster. However, these are not seen as effective, as in the past, due to the large number of
unqualified applicants some of these, particularly Monster, attract. There were varying opinions
on the effectiveness of the network of social profits in the region, with the high demand for
some professionals seen as a barrier. There was a concern to avoid “poaching”.
While it was not universal, the most effective attraction strategy appears to be to recruit locally
using a variety of means. Recruiting from outside the region was largely determined to be
ineffective due to the effort required to attract a new employee, and the low probability that
the person be retained long term. A recurrent suggestion was that a sector specific job “board”
be established that would be focussed on skilled and professional staffing.

Page 18 of 101

General Observations of the Local Workforce
When asked about those skills missing in the local workforce, social profit respondents focussed
mostly on what might be considered “soft skills”. There was repeated reference to the need for
more experienced and professional management capacity. This was often coupled with the
perception that there was a lack of developed leadership ability.
More specific skills mentioned were the ability to network, partner and communicate
effectively. One organization leader expressed this as a lack of people with mid-career
experience. In that person’s view, there were many young professionals in the sector who were
not being well supported in their professional development. Further, there is a second cohort
of long-serving senior managers in the sector. While this viewpoint was unique in its specificity,
it was supported by most of the sector managers interviewed.
Another common observation was that job seekers in the local market are not yet fully adjusted
to the current hiring realities in the region. There appears to still be an expectation that wages,
benefits and working conditions are as prior to the energy sector economic adjustments. This
creates a need for managers to hire very carefully and to be very clear about the compensation
package being offered.
It was noted by several respondents that there is a local shortage of those holding Bachelor of
Social Work degrees and Early Childhood Development certification.

3.1.2.2. Construction and Maintenance Sector
“Anyone who can pick up a hammer is a carpenter.”
Twenty responses were gathered from this sector with one interview held onsite, 17 by phone
and two submitted. Interviews were held between December 20, 2016 and March 13, 2017 and
averaged 36 minutes. This sector is broad including companies that build structures, maintain
buildings and job sites, and build roads. Of the 20 companies included, fifteen were dominantly
working in the energy sector, with occasional commercial or institutional work. The remaining
five companies serve residential and commercial clients, with occasional forays into industrial
work. Of the 20 companies, four self-identified as Indigenous-owned with a mandate to hire
members of particular First Nations as well as other Indigenous workers, predominately within
Alberta.
Employee Number and Profile
Most companies responding employed 30 or more employees, with heavy weighting in those
employing more than 100 workers. Of those reporting lower staff numbers, most focussed on
residential and commercial building. There were several employers who traditionally focussed
on industry, whose workforces had dropped dramatically since 2014 and who had, in former
times, employed in excess of 100 employees. For those companies reporting a specific number
of employees, the average number on staff at the time of the interview was 231 FTEs. This did
not include contractors, or employees of contractors, but did include union members.
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Number of employees of responding
Construction and Maintenance
Companies
1-4
1
5-99
10
100-499
5
500+
4
When projecting future staffing needs, there were marked differences in responses. Those
companies who were largely project-based were more likely to expect no growth or
uncertainty. Those working in industry, based on maintenance operations, were more likely to
anticipate increased needs for staff. Total number of new positions expected to emerge over
the next two years is about 560 for the 10 companies who provided an estimate. Some
companies casted longer time horizons of up to 5 years, which would lift the estimate to over
1,400 new positions.
“Experiencing quite a bit of out-of-town contractors coming.
And their operating costs are lower because our pricing is based on Fort McMurray rates.”
Those employers who were heavily involved in residential/commercial construction were also
likely to expect increased need for staff in the next two years. Smaller companies were most
likely to expect increases, with the largest anticipated net growth rate. These companies were
also most likely tied to residential building and were optimistic based on the anticipated rebuild
cycle. However, there was also some caution because of the expectation of increased
competition from external builders.
Overall, outside of those involved in residential construction, the mood held varying degrees of
caution, weighted to the positive. Interestingly, no one responded that they anticipated further
decreases. This could be because several companies indicated that they were currently
operating with lowest historic levels of staff.
Staffing level expectations (out of 20)
Stay the same
4
Increase
15
Decrease
0
Unsure
1
Recruitment and Retention Difficulty
“I would be really concerned if I was looking for 50 staff.”
Employers were asked if they were likely to have difficulty attracting and retaining staff across
broad categories of employees. In general, there was little issue finding and keeping unskilled
workers and some concerns with semi-skilled workers. The most critical concerns were in
finding skilled workers, specifically building trades. However, this effect was somewhat muted
because several of the larger employers hired through union halls.
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They reported that unions are generally able to provide needed staff, although not always with
the skills and experience anticipated. On respondent said, “Company’s expectation is higher
than the union for ‘qualified’.” In particular, there was concern that not all union staff have
mine site experience.
A contractor provided an interesting perspective on the shortage of local tradespeople. In his
experience, many journeymen in the region are also business owners and aren’t looking for a
job.
Difficulty in recruiting and retaining staff (out of 20)
Unskilled
3
Semiskilled
4
Skilled
10
Clerical
2
Professional
4
Management
3
Impacts of the 2016 Wildfire
“We had some skilled people that we lost and
those have been tough to replace. We are still down from pre-fire.”
Depending on the specific type of maintenance and construction operation, evacuation had
little impact on recruitment or some impact. One company reported being closed for almost
three months. During the intense work in preparation for the first stage of re-entry, shortages
were experienced with many companies reporting a levelling out after that. At the time of the
study, specific occupations were experiencing shortages with increases expected as the rebuild
of structures begins in earnest in the spring and summer of 2017. Heavy equipment operators
were mentioned across sub-sectors as were heavy-duty and light vehicle mechanics. Generally,
the availability of construction trades (carpenters, plumbers, electricians) was also flagged as an
existing or emerging shortage.
Descriptors of Recruitment Issues
“People won’t come if there is no camp.”
And yet…
“ Right now, no one is questioning anything. People are taking what they can.”
The emerging shortage of local qualified employees was directly linked, by most employers, to
the lack of affordable housing or camp facilities. “Absolutely, the housing market” is a deterrent
for attracting people. This was also cited as a major contributor to the unwillingness of qualified
tradespeople to relocate to the region for the rebuild phase.

Page 21 of 101

This sector is also experiencing a re-adjustment in expectations around salary and without the
lure of “quick money”, it is becoming more difficult to attract new people. “There is a huge risk
right now for workers coming to Fort McMurray because of uncertainty with industry.”
Recruiting problems experienced
Low skill levels
Lack of local qualified staff
Lack of local amenities
High competition for employees
High wage rates
High cost of training
Reluctant to move to the area

7
12
6
8
8
7
11

Finally, one telling comment from a contractor speaks to the change in the local economy:
“No one in Newfoundland is talking about coming to Fort McMurray.”
Competencies and Qualifications
“It’s more about aptitude.”
“Reliability is a big issue. Has always been a problem, and has been a culture problem.”
Employers in the construction and maintenance industry are most interested in hiring qualified
tradespeople who have good literacy skills and who can manage their workload.
Communications is a key skill that employers look for. One manager said, “They need to be able
to tell me what’s going on and understand direction. Or they’re no good to me.”
The need for literacy skills was directly related to the ability to read and understand
instructions, often linked to safety practices, and to also relaying information. Another
employer talked about their company’s commitment to transparency and open communication
with their employees.
Employers in this sector are also noting that they are getting many applications from
unqualified or over-qualified people.
How important is it for most
of your employees to have
the following?
Literacy Skill
Basic computer skills
Advanced computer skills
Sales skills
Management skills
Community college
Technical/trades certification
University

Extremely Important (5)
to Extremely Unimportant (1).
Weighted Average
4.0/5
2.9/5
2.4/5
2.4/5
3.8/5
2.9/5
4.4/5
2.2/5
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General Observations of the Local Workforce
“People have a misconception about the city.
They think it is a camp town and it is not. There are still tons of jobs available.”
The lack of applicable experience was mentioned in the context of a younger workforce. This
was expanded to include a shortage of managers and supervisors in the building and other
trades. Several companies, from both the industrial and residential sub-sectors, noted a
perceived lack of commitment and pride in work quality. Of the five residential builders
participating in the study, all commented in some way on this. Concerns varied from lack of
reliability, to the transitory nature of workers, to poor quality workmanship. Several spoke
passionately about the need to mentor and develop apprentices to support the professionalism
of their trade.
Given the diversity of the companies responding, many shortages were mentioned, however it
is difficult to gauge the depth of the shortage given the sample size. With that understanding,
the following were mentioned specifically and multiple times: heavy equipment operators,
project managers, and millwrights. More general competencies that were assessed as missing
were good communication skills, computer skills and life skills.
Note: Indigenous Companies
“It’s been hard to get access to good staff
because everyone is trying to recruit from a small pool.”
Four companies from this sector self-identified as Indigenous owned with a mandate to hire
from within their First Nation or other Indigenous communities, predominately from Alberta.
These companies consistently identified high competition for qualified skilled workers,
particularly Red Seal journeymen. This high competition regionally leads to recruiting from
other Indigenous communities outside the region. One recruiter felt that a lack of placements
for first year apprentices was hampering their ability to move into the needed journeyman
positions.
Training Needed Locally
Several employers referenced Keyano College’s strength in offering training specifically
targeted at the energy sector. Alternatively, some within the residential and commercial sectors
felt that training for electricians, carpenters and cabinet makers was needed locally as was
certification in metal building fabrication. Another concern was safety training such as
CSTS/OSSA and/or OSSA BSO as well as confined space entry and monitoring, although there
was some uncertainty about current levels of availability.
Some employers saw a role for local educators in providing pre-trade training and/or
preparation for working in the construction industry. This could include resume writing, basic
computer skills, communications and accountability. There was also an expressed need for
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management and supervisory training. Finally, project management training was also an
expressed need.
Strategies for Attracting and Retaining Staff
“Living out allowances were helpful but those days are long gone.”
While there was some division of opinion on the role of wage rates in attracting, and retaining
staff, the need to be at the very least competitive was universal. Employers also rely on benefits
packages, sometimes including pension plans, although not as often mentioned. Other
attraction and retention tools included housing support, northern living allowances and
attractive shifts.
While different models were mentioned, there may be a preference for compressed shifts that
allow employees more continuous days at home with family. Incentives that were successful
included flex days off, earned days off and bonuses, both monetary and non-monetary. Paid
travel to worksite still exists in this sector but is declining. Another challenge is restructuring in
bidding practices in the energy sector. In the past, camp accommodations were provided for
work crews by industry. This model has shifted, making accommodation the responsibility of
the employer, adding costs. This has become a disincentive for some workers who would prefer
a “camp job”.
“If you tie your company culture to pay, the people you hire you don’t retain.”
The most often utilized staff retention strategy was to provide a good working environment
with emphasis on values such as respect. There was generally caution about attempting to
attract staff based on wage rate.
Construction and maintenance employers were most likely to find staff online although some
platforms such as Kijiji and Craig’s List declining in effectiveness. ‘Indeed’ was mentioned as
being effective, particularly for non-professional staff. Overall, the effectiveness of online
resources received mixed reviews with some employers preferring to target events and
geographies where job seekers are known to be located. Most companies also use their own
networks and the connections of their employees to find qualified staff.
As with other sectors, workers in construction and maintenance are adjusting to new realities in
the regional workforce and are “reluctantly taking jobs now without COLA”.

3.1.2.3. Service Sector
This broadly defined sector has been grouped into two subcategories – Oilfield Service and
Consumer Facing Service. Oilfield service companies cannot be grouped with the primary
producers based on function. They are complementary but different. And the sector is
significant enough to warrant separate analysis. These companies do not provide service
primarily in the Construction and Maintenance Sector, although they might in a tertiary way
also support that sector. We include these industrial services businesses generally under
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“Service” but they could also be set beside the Energy and Construction/ Maintenance Sectors.
However, oilfield service sector is different from consumer-facing service.
The consumer-facing service sector includes businesses offering to a wider audience including
retail, hospitality, consumer service, and professional services. The labour force needs of these
intersect but also have some unique characteristics. Presenting data for each individual group is
not advisable due to the small sample size and potential issues of confidentiality. The variations
in labour concerns are identified in the narrative for each section below where possible.
Thirty-six interviews were conducted for service sector employers representing, due to multiple
businesses operated by some individual respondents, 42 businesses in total. Interviews
averaged 32 minutes and were conducted between December 22, 2016 and March 9, 2017.
Nine interviews were conducted onsite, 26 were conducted by telephone and one response
was submitted.
Employee Number and Profile
Oilfield service providers tend to have much larger staff complements than the consumerfacing service employers. To provide an accurate picture of these employers, they are
presented separately below. Energy service employers had, on average 268 employees and
consumer facing employers averaged 27 employees. The sector overall had an average of 78
employees. Energy service sector employers were evenly distributed in bands exceeding 5
employees while consumer facing services were almost totally, 93%, under 100 employees. Of
those, 24 would meet the criteria of a “small to medium sized business” having under 50
employees.
Number of employees of responding Service Sector Employers (5
provided bulk estimates of number of employees)
Oilfield Service
Consumer Service
1-4
5-99
100-499
500+

0
2
2
3

11
17
2
0

In the two sub-categories of “service” there was a very defined difference in expectations for
future growth. The seven oilfield service employers all indicated some level of optimism for
growth in future employee numbers. However, some of this optimism is based on the amount
of construction in current and recent-past hiring. Several identified that staffing was well below
historic highs and, therefore, positions being created were re-hiring to former staffing levels.
These, in general, do not represent in new net employment when set beside levels prior to
2014. All declines were attributed to the decrease in oil prices. Other than transitory vacancies,
very little hiring in this sector is attributed to the impact of the wild fire of 2016.
Consumer-facing sector employers are also affected by oil prices and are also impacted by the
wild fire. Some professional services are seeing an increase in demand and, therefore, are
considering hiring more staff in the next two years. On balance, though, as demonstrated by
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the responses below, consumer facing businesses in the service sector are somewhat divided in
their growth expectations for the next two years.
Staffing level expectations for the next two years
Oilfield Service Consumer Service
Stay the same
0
12
Increase
7
13
Decrease
0
2
Unsure
0
0
For those companies providing an estimate of anticipated increases, oilfield service employers,
based on an average staff size of 268 employees, anticipated that they would add an average of
93, or 35% more, employees. To reiterate, this was partly positioned as a return to, or a rebuild
towards, more “normal” staffing levels. As one would expect, the consumer-facing employers
who are anticipating an increase, are predicting lower estimates of future needs at an average
of about 3.6 employees.
Recruitment and Retention Difficulty
“Trades in Fort McMurray are steadily employed”
Once again, the oilfield service companies are presented separately below, not only because of
their unique work environment, but because their reporting was remarkably different from the
consumer-facing service sector. Based on recent job losses in the industry, these employers
reported few challenges in recruiting by general classification. There were specific challenges
identified and these are reflected in the narrative below.
For consumer-facing services, the picture is somewhat different and some challenge is
experienced in most classifications, except for management. Roughly a third of employers are
experiencing shortages in the semi-skilled and skilled categories. Considering that eleven of the
responding companies in this category offer a professional service, the finding that six
employers have difficulties recruiting and retaining professional staff is notable. However, that
experience is not universal:
“We are now getting better quality applicants. Before we hired on attitude.
Now we are getting attitude and qualifications. But still no experience.”
Difficulty in recruiting and retaining staff
Oilfield Service
Unskilled
0/7
Semiskilled
1/7
Skilled
2/7
Clerical
3/7
Professional
2/7
Management
1/7

Consumer Service
4/29
9/29
10/29
4/29
6/29
0/29
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Many of the employers reported having long serving managers and were not actively recruiting
to those positions. One respondent offered that managers may be difficult to attract, but once
on staff are easier to retain.
As a general observation, employers mentioned that applicants across categories were qualified
but lacked experience. Although recruiting for clerical staff was not a major issue, there was
concern that retention has been a problem as more attractive opportunities may be available
“on-site”. This was also identified for skilled workers, with some concern that attraction was an
issue as well as retention.
Within professional and highly skilled labour, health professionals (paramedics, firefighters,
nurses and doctors) lawyers, and conveyancers were specifically noted. Two employers have
adopted a strategy of remote staff based in Alberta and in British Columbia due to difficulties
attracting qualified and experienced staff to the region.
Impacts of the 2016 Wildfire
“We knew that the candidate pool would be low coming back. In June it was low, but by July we
started to see more applicants.”
“Any tradesman who is any good is already working”
Although this employer sector has broad industry representation, their experience post-fire has
been consistent. In the lower paying job classifications, there was an initial loss of staffing; one
employer reported a short-term loss of 20% of staff, but these vacancies have since been
refilled. Employers report a high number of applications that are not well aligned to the
required qualifications for unskilled or semi-skilled work.
In general, tradespeople are in short supply, particularly heavy equipment operators with mine
experience and mechanics. Some employers, due to lower revenues, did not refill positions
when employees did not return post-fire. There were some variations, but the sample size was
too small to identify a consistent thread. Shortages in line cooks and dishwashers were noted
but again, the sample size was small.
An employer of professional staff observed that some potential employees have the impression
that Fort McMurray is “half burnt” and that those with a more holistic outlook on health seem
more reticent to locate to the region post-fire. Although there is a perception that many
hospitality service staff did not return post-fire, the sample of employers interviewed agreed
that they suffered initial shortages but were mostly able to rehire.
And finally, one employer of professionals noted that they appear to be losing more staff postfire and estimates that 50% of those would be attributable to the loss of their home.
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Descriptors of Recruitment Issues
“There is always a huge training cost.
Dealing with industry you just can’t throw a person on a worksite.”
“We hire many unskilled workers and start from scratch.
We spend about 50 hours a week in training.”
Employers were asked to give an opinion on the source of recruitment issues where they were
having trouble. High wage rates were discussed from different perspectives in this sector,
however, there was consistency between oilfield service companies and consumer-facing
companies on one point. While there is competition with other employers around wage rates,
wage rate expectations of applicants are a significant source of recruiting difficulty. Several
employers suggested that applicants have not adjusted their expectations to a new reality of
lower wages and reduced benefits in the region. A manager said, “My biggest obstacle is wages.
My position is legitimately at $20-25/hr. Onsite the same position pays about $40/hr.”
Of those employers having trouble around skill levels, most were receiving a good number of
applications but the overall quality of those applications was low. Another source of some
problems was a lack of low cost housing and the preference of some employees for camp
accommodation. Some applicants are reluctant to relocate without housing and/or move
assistance. This extends to professional staff that may express an initial interest in relocating to
the region but then withdraw after researching the cost of living. This general hesitancy to
relocate makes advertising outside the region non-productive and many employers have a
local-hire preference. However, the local applicant pool is felt to be qualified but inexperienced.
The hospitality sector is experiencing some challenges in recruiting server staff but more
difficulty in finding kitchen staff. Layoffs in the energy sector have tightened the local pool of
young workers who are attracted to part-time work and Fly-in-Fly-out means that those
workers’ families are not in the community as a source of entry level employees.
The shortage of childcare service was particularly mentioned in discussions about recruiting
administrative staff and is an ongoing and critical issue.
Recruiting problems experienced (out of 7 and out of 29)
Oilfield
Consumer Facing
Service
Service
Low skill levels
3/7
10/29
Lack of local qualified staff
3/7
11/29
Lack of local amenities
2/7
3/29
High competition for
4/7
9/29
employees
High wage rates
6/7
12/29
High cost of training
1/7
2/29
Reluctant to move to the area 3/7
5/29
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Competencies and Qualifications
“Our employees are professionals but they don’t know how to lead.”
“We are moving to a sales mentality to grow the business.
Employee behaviour feeds into our sales strategy.”
While the two sub-categories differed on many skill and qualification priorities, both placed
almost identical importance on literacy skills. When asked if there were other skills that they
considered important, the employers shared common desires related to competencies in
communications skills and relationship building. Examples included a positive attitude, time
management, good work ethic, critical thinking, and the ability to take initiative. Also
mentioned were safety tickets, driver training and a clean driver’s abstract.
How important is it for most
of your employees to have
the following?
Literacy Skill
Basic computer skills
Advanced computer skills
Sales skills
Management skills
Community college
Technical/trades certification
University

Energy Service
Extremely Important (5)
to Extremely Unimportant (1).
Weighted Average
4.4/5
3.1/5
2.0/5
2.8/5
2.5/5
2.1/5
3.3/5
2.1/5

Consumer Service
Extremely Important (5)
to Extremely Unimportant (1).
Weighted Average
4.5/5
3.9/5
2.6/5
3.7/5
3.2/5
2.7/5
1.5/5
2.4/5

General Observations of the Local Workforce
For the oilfield service sector, trades were a priority need in the local workforce and included
pipefitters, boilermakers, millwrights and iron workers. Some companies serviced their own
equipment and required automotive and heavy equipment mechanics as well as body shop
technicians.
There was agreement between oilfield service and consumer facing service that literacy and
communications is important. However, these skills are identified as missing in the local
workforce. Tied to communication is the perceived need for increased customer relations skills
across the service sector. In both sub-groups leadership skills were also noted as missing from
the local workforce. Also needed was the ability to speak and write in English. Other very
specific skills missing included esthetic laser technicians, professional driver licences, and glass
installers.
While not a skill, the lack of experienced workers was a consistent theme - from the lack of
experienced clerical staff, to sales staff, to financial services. One interviewee suggested that
there were many cases of workers being “inexperienced and a level above their capability.”
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There were again suggestions that the local labour force tends to be qualified but
overestimates their actual skill level. This creates increased need for supervision and for on-thejob training.
Training Needed Locally
There was a consensus that Keyano College does a good job of training for trades and that
there is a good market for those graduates locally. There was, however, a request for more
Class 1, 2, and 3 driver training, haul truck training, power engineering, engineering technology
and safety training suited to the energy sector. While not a trade, training in real estate
conveyancing was mentioned by realtors and by lawyers alike.
Human resources training was a need identified by several different types of businesses.
Specific skills mentioned were how to perform skills assessments, how to perform background
checks, and how to hire effectively. Related performance excellence training suggestions
included assertiveness, management, leadership and communications. And from many
companies across this broad “service” category, customer service training was an identified
need.
Strategies for Attracting and Retaining Staff
“Fun and flexible helps.”
“You have to convince people who work for you that you care about them,
You have to be consistent in that.”
“I don’t look for temporary staff, I look for long term staff based on values.
I’ll go without staff rather than hire ‘just a body’.”
There appears to be consensus that pay and benefit packages need to be competitive to attract
and retain staff. However, employers who provide a good work environment don’t need to
offer top compensation to attract and retain staff. The focus has shifted and while pay rates are
still a concern for employers it seems to be reduced.
“Yes, high wage rates for employees is a concern but not like it used to be.
Used to leave to work onsite. Hasn’t happened in a long time.”
In fact, roughly the same number of employers who mentioned competitive pay and benefits
also mentioned a good work environment as successful attraction and retention strategies.
Beyond health and dental packages, free gym membership, training, holiday and other social
events, free trips as performance bonuses were mentioned. One employer cautioned that
benefits packages need to be reviewed with the new employee as part of the onboarding
process. Employees may have access to a great program but don’t understand the full extent of
what can be accessed. There was also a caution about health and dental packages that require
payment to the provider up-front. Some lower paid employees cannot pay up front and
therefore cannot use the benefits package.
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“Moved five people here but they didn’t make it. Distance. Cold. Remote.”
There was no clear picture on the effectiveness of offering housing with employers both saying
it worked and it didn’t. The success of the program seems to be very company specific and may
be related to the total compensation package.
“Why wouldn’t you (provide a good work environment) if you can?”
Providing a good work environment was a key strategy for retaining staff. Components of that
“good place to work” included flexibility, participation in community events, having fun,
showing respect, accommodating family needs, offering safety and service awards, giving
feedback and being “easy going”.
Several companies also felt that their reputation as a good employer was a strong influencer in
why they could successfully attract new employees. One law firm identified reputation creation
as a deliberate strategy. They want to be known as the best legal firm to work at in the region.
As a general comment, good leadership, management and mentoring staff are key successful
staff recruitment and training tools as is the ability to interview and hire well.
Employers were also asked if they had experience with recruitment and retention strategies
that had not worked. Hiring from outside the community was often seen as ineffective. There
were some biases to hiring people who had “site” backgrounds because smaller businesses
cannot offer the same compensation and benefits. People accustomed to being in larger
organizations tend to not stay in the job.
“Moved five people here but they didn’t make it. Distance. Cold. Remote.”
Across this sector, employers used social platforms including Indeed, company websites,
Facebook and Kijiji to recruit staff. However, the most common recruitment method was their
own network and personal contacts. One restauranteur approaches patrons who might be a
good fit. Overall, while social media is recognized as a useful tool, networking is still a powerful
method for finding employees. None of the businesses identified traditional media,
print/radio/TV as being good methods for attracting employees and, in fact, a couple of the
employers specifically mentioned that radio and print absolutely did not work.
General Comments
There appears to be an emerging consensus that the Regional Municipality of Wood Buffalo is
experiencing a major shift in employment conditions. This shift to decreased wages and
benefits is challenging for workers who have resided in the community long-term, and presents
problems for arrivals surprised by this new reality. There is common concern about the future
but also some cautious optimism:
“The boom and bust cycle is broken, and I am optimistic that we will see steady growth.”
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3.1.2.4. Public Services
In defining this sector, we paid attention once again to function rather than form. The
employers included in the group provide services which are now or were devolved from a
government. They deliver a service or good which could be characterized as a “public good” or
what would be expected to be a public service.
Fourteen interviews were conducted for public service employers December 21st, 2016 and
March 3, 2017. Five interviews were conducted onsite, 8 were conducted by telephone and
one response was submitted.
Employee Number and Profile
These employers represent some of the larger staffing complements in the region outside of
those closely linked to the energy sector. The average number of staff for the 14 interviewed
was 306 FTEs which representation of professionals, tradespeople, administrative staff, skilled
labour and unskilled labour. Several of the employers were more likely to have professional
staff than other categories, but that was not universal.
Number of employees of responding Public
Sector Employers
1-4
2
5-99
4
100-499
4
500+
3
With most employers in the category heavily dependent on operational and capital funding
from either the federal, provincial or regional government, the ability to expand staffing is
directly related to government priorities and fiscal realities. Several are also tied to population
levels so that the regional population numbers have a direct impact on funds available for
operations including staffing. There are also transitory impacts expected with the influx of
temporary work crews focussed on rebuilding homes and infrastructure in the region. And in
fact, some of these employers have already temporarily increased workforce to prepare for reentry post fire and for longer term recovery efforts.
There is then an interesting dichotomy of opinion on labour force needs in the next two years.
If the organization’s mandate is tied to work needed for recovery, increased staffing is
anticipated for the next two years; however, this is likely to be temporary. Unless, of course,
the local economy expands and the population base expands in lockstep. In fact, the question
of population is critical to most of the employers in this category in one way or another in
determining funding levels.
During our interviews, there was speculation about the actual number of people who have
returned as permanent residents in RMWB with guesses ranging from 65,000 to 74,000. This
would potentially be a significant drop from the 2015 Census population number of 82,724
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(including the shadow population). There is some healthy skepticism about projections with
one respondent commenting that “They say most people are back but I don’t believe it.
Enrolments for things like dance classes are down. One respondent said, “Before the fire, it was
impossible to get into those programs and now it is no problem.” Of all the employers
interviewed, those associated with public service mentioned the need for reliable population
numbers for RMWB post-fire and post-economic downturn most frequently and most urgently.
Staffing level expectations for
the next two years
Stay the same
3
Increase
6
Decrease
3
Unsure
2
Most increases were with smaller organizations and were very incremental, with an average
estimate of only 5.75 new employees of the 5 providing numerical data. Given these minor
growth estimates, and the general uncertainty in the sector, it seems unlikely that demand for
staff will increase in the next two years other than what are potentially temporary positions
tied directly to the fire recovery effort. Even those projecting modest increases hedged their
bets against government funding levels. “But might be less due to the funding cycle.” With the
critical link to population, several public service employers felt an anticipated drop in residents
in the urban area is partly a response to the wildfire but that the loss of jobs and opportunity in
the energy sector was the more dominant driver.
Recruitment and Retention Difficulty
“During high oil prices, it was harder to recruit
but now some are returning to us based on security.”
Given the concentration of professional staff in the public service sector, not surprisingly
recruiting professional staff and management were the most common concerns. There appears
to be little concern about recruiting other staff, particularly now. In fact, for clerical staff
“people want in”.
The experience recruiting and retaining professional staff has different challenges. A common
experience is a 3-4-year turnover for new graduates creating constant churn in the reporting
organizations. As well, there are specific shortages in some teaching specialities and in
accredited accountants or accounting technicians. This is reflective of provincial shortages. One
noted opportunity was the need for skilled tradespeople who are willing and able to transition
their skills to an instructional environment. With high pay rates in the energy sector, those
willing to make this transition has historically been lower than local demand.
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Difficulty in recruiting and retaining staff
Unskilled
0/14
Semiskilled
2/14
Skilled
3/14
Clerical
3/14
Professional
6/14
Management
5/14
“Employees (at this organization) are lifers and people can move up if they are prepared to
move. But, people, given a choice, will take a transfer closer to ‘home’.”
Several of the employers interviewed were part of a larger network and new staff are most
likely to come through internal transfers. For these employers, convincing staff to move to
RMWB can be challenging. To recruit in this environment, the biggest attractions are the offer
of a promotion and having a cost of living allowance, northern allowance or Fort McMurray
differential to offset higher living costs.
Although much hiring is external to the RMWB, these employers still do hire locally and feel
that:
“A local hire is a ‘win’ in this unique environment.”

Impacts of the 2016 Wildfire
“The fire was life changing and some people will never be the same.
The work we did on recovery has changed the way I think about leadership.”
As noted in the social profit section of this report, the fire recovery effort has generated a local
demand for social workers, psychologists and counsellors. This was called a “bubble” by an
employer and it does not appear that there is anticipation that this represents a long-term
shortage. The local pool of these professionals has now been largely absorbed and recruitment
efforts are underway outside the region.
While some employers did have staff who either did not return or delayed return, most
reported that they have largely re-staffed. One notable exception is a current shortage of
substitute teachers. This has been attributed to a combination of loss of housing and job loss or
transfer of spouses from the constriction in the energy sector. While it was not consistent, one
applicant did feel that there was increased difficulty attracting external candidates post-fire.
Recruiting for the fire recovery effort has attracted some applicants who have a professional
interest in disaster recovery and are expanding their knowledge and experience. In an interview
in another sector, the interviewee shared that their family member, who had moved away
some years ago, felt compelled to come back to “help out”.
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Descriptors of Recruitment Issues
“We recruit in the eastern provinces mostly.”
It appears overall that this sector has some difficulty in attracting employees; however, no
single issue overshadows any other. It seems that only 3 employers have recruiting problems
around the reluctance of employees to move to the area. (One respondent said “well, yes and
no”.)
This may be partially due to a preference to hire locally. It also may be partially because nonprofessional staff are more likely to apply to this sector in the current economy. It could be that
these employers, based on years of recruiting practice and knowledge of the local pool, simply
know which markets are best for their organization.”
In fact, one recruiter shared that “We only offer jobs to internal-to-Fort-Murray candidates.”
Their experience is that retention from outside the region is seldom successful. However, the
public-sector employers did note that there is an overall lack of experienced local workers,
which creates a challenge for those with a preference to hire local to reduce turnover.
Recruiting problems experienced
Low skill levels
4/14
Lack of local qualified staff
5/14
Lack of local amenities
3/14
High competition for
5/14
employees
High wage rates
5/14
High cost of training
0/14
Reluctant to move to the area 3.5/14

Competencies and Qualifications
“Service calls are taking longer because people want to talk.”
In the public service sector, literacy and basic computer skills were most highly rated and
significantly ahead of other potential skills and qualifications. Employers added
“communications skills” as important. According to one employer “good communications is
90% of the job”. Variations of this theme were included as customer service, people skills and
relationship building. Specific to customer service, de-escalation techniques and how to deal
with people under stress were important.
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How important is it for most
of your employees to have
the following?
Literacy Skill
Basic computer skills
Advanced computer skills
Sales skills
Management skills
Community college
Technical/trades certification
University

Extremely Important (5)
to Extremely Unimportant (1).
Weighted Average
4.6/5
4.4/5
2.9/5
2.9/5
3.1/5
2.6/5
2.5/5
2.8/5

General Observations of the Local Workforce
“People are insecure because they are working 3-4 levels above their capacity”
While the region may be seen as a good place to start a career and to learn a great deal,
employers in the public sector see that lack of experience as a challenge. Most observations
were very much related to non-technical skills closely related to interpersonal and
communication skills. The related abilities to manage people, to influence others, to
understand good process and regulations, and strategic thinking were cited. An example of
challenges to strategic capacity was that networking is approached as a social event and that
individuals ‘can’t determine outcomes in a network situation”.
“Trade skills are hard to engage.”
“People claim to have more training than they have and the quality just isn’t there.”
There were some specific skills sets missing, including the dearth of social workers,
psychologists and counsellors mentioned elsewhere. These employers, given their broad
responsibilities for facilities as well as services, have also noted the lack of some trades but with
less urgency than other sectors. But, other than professional drivers, no specific gaps in the
available trades skills were mentioned.
Computer and IT skills were needed as well as accounting, finance and purchasing. Several
interviewees mentioned that applicants need help to interview well and to learn to do that
“independent of parents”. A lack of interview confidence appears to be hampering young job
seekers.
Training needed locally
“There needs to be more open dialogue and cohesiveness between companies on
HR practices and sharing recruitment practices.”

Page 36 of 101

For the public service sector, training needed to find good employees focussed mainly on
human resource and leadership skills. Needs for HR training were very specific:
 how to hire effectively
 how to build a recruitment program
 how to work a trade fair
Leadership skills for new and experienced leaders and customer service and empathy training
were all supported. The interest in empathy training was not suggested as an extension of
customer service but as an independent skill. It was positioned more closely to public service.
”Each person has a unique experience and
being empathetic can make or break your client’s experience.”
For training specific to education employers, Keyano College’s B.Ed. program is valued. This
local offering allows teaching assistants who want to move into a teaching role to do that
progression while staying employed. There was regret expressed that the local early childhood
development program was no longer available. “It was very good… and is needed. It trickles
down to the workforce because people need daycare to re-enter the workforce.
Strategies for Attracting and Retaining Staff
“Hired based on pay will leave based on pay.”
Given the nature of some of the organizations represented in this sample group, the
importance of career advancement within an organization was highly represented in retention
strategies and key to attracting existing staff from other operational locations to RMWB.
Several employers commented that the work environment in the region is quite diverse and
employees can advance their career quickly. Although, as was noted above, this was also seen
as sometimes a less than positive. Be that as it may, the opportunity for rapid advancement
coupled with cost of living allowances was very important.
This group of employers did not report using social media as a recruiting tool. It appears that
websites are used and personal approaches without agency involvement are also favoured.
On the merits of pay and benefits, most public service employers thought that compensation
had to be competitive but not the highest. For professionals, competitiveness appears based on
other regional or provincial markets with a modifier for working in Fort McMurray. A few
employers offered help with housing in some way, either by providing it as a taxable benefit or
providing underwriting for mortgages at a reduced interest rate.
As an ongoing retention strategy employee engagement through social events and retention
bonuses are used. Being a good corporate supporter of the community was important and
representing the organization at public events perceived as a team building opportunity. “When
people work together on events, they identify as “a family” and tend to stay together longer.”
There was focus on employee wellness with access to gym memberships and incentives to
pursue a healthy lifestyle.
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“If industry picks up, retention will be an issue.
For some people, it (public service) is a commitment. For the rest, it is ‘a job’.”
While the public service employers felt reasonably optimistic about their current recruitment
situation, there was some caution about the local economy. The energy sector can be attractive
based on higher compensation and can pull good staff away from public service for a variety of
reasons.
General Comments
“The constant cycle between site and town
that creates turnover leads to a loss of talent.
We need to learn to share resources.”
Employers felt that there were some signs for optimism. Retention rates for one organization
were improving although still not at provincial norms. And there is a perception that graduates
from local schools are returning to the region and that some people may be relocating to the
region to unify their families after fly-in-fly-out experiences.
The Region’s geography is an ongoing challenge to attracting new staff. “Winters are too cold,
too much distance from family, lack of a social network and distance from a large urban
centre.” However, these employers recognize that the region does have much to offer and
want to deliver the message that RMWB is a good place to live and work. “As a region, it’s how
we market. Nationally or in Western Canada. We need to do a better job promoting RMWB.”
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3.1.2.5. Energy Primary Producers
The nine respondents in this group of employers are primary producers in the energy sector.
Their primary purpose is the extraction of a primary resource. Eight of these responses were
obtained by telephone and one employer chose to submit a written response. Interviews and
submissions were received between February 1 and March 10, 2017. The average interview
length was 28 minutes.
Employee Number and Profile
In the 55 – 99 cohort, the average number of employees was 32.5, in the next cohort (100-499,
the average was 212 staff and in the last cohort, excluding the one employer not providing a
specific number, the average number of employees was 1,133. These three larger employers as
well as one of the smaller operations operate predominantly with fly-in-fly-out staff.
Number of employees of responding
Energy Sector employers. (One provided a
bulk number)
1-4
0
5-99
2
100-499
3
500+
4
When considering their immediate future, most of these employers are considering a very
stable environment. While several have expansion plans which are approved, start-up is
contingent on changes in the energy industry. While all are hopeful, now projections for nearterm growth in staffing are incremental and will see a slow increase overall. Still there are some
growth projections. Over the nine companies, total expected new employment is estimated at
685 new positions with some of these “likely” and others “hopeful”.
Staffing level expectations for
the next two years
Stay the same
6
Increase
3
Decrease
0
Unsure
0

Recruitment and Retention
During the period of the interviews, employers in the energy production sector had little
difficulty generally in finding staff. While resumes are still being received, “more people are
holding on to what they have but occasionally people are leaving for more money or a
relocation closer to home.” Management employees are noted to be very stable over most
companies responding.
Page 39 of 101

There are, however, some pockets of shortage, particularly in the skilled and professional
classifications. Some of these are more difficult to recruit but can be found. In the trades area,
power engineers are in chronic short supply with companies being very aggressive in supporting
staff from start to finish to complete this certification. Pipefitters with the right experience are
in demand based on very specific job requirements. Also in demand are steam plant operators,
and instrumentation and engineering technologists, specialized millwrights and maintenance
professionals.
In the professional category, production engineers, civil engineers and accountants are being
actively recruited and employers are having trouble in filling those positions. Part of the
difficulty in finding these employees may be that four of these employers have indicated that
they operate mostly FIFO operations. One recruiter shared that for professional staff there is
usually about a 2-year cycle of tolerance for working in-camp. After two years, for reasons
which may include family unification, many are ready to be rotated to a different location. This
employer also observes that workers seem to be open to camp life early, and then later, in their
careers.
Difficulty in recruiting and retaining staff
Unskilled
0/9
Semiskilled
1/9
Skilled
3/9
Clerical
0/9
Professional
2/9
Management
0/9
Impacts of the 2016 Wildfire
Due to the locations of these operations and the weight FIFO staffing in the cohort, the impact
of the wild fire is muted. Only one site was directly impacted. Given the low rate of current
recruitment, no real difference in availability of workforce was noted. The downturn in oil
prices was a much greater influencer of the employment situation.
Descriptors of recruitment issues
“Companies are beginning to hire again slowly.”
“People say ‘yes’ but can’t ‘do’.”
Recruiting problems experienced
Low skill levels
Lack of local qualified staff
Lack of local amenities
High competition for employees
High wage rates
High cost of training
Reluctant to move to the area

2/9
2/9
3/9
1/9
0/9
0/9
2/9
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Difficulty in hiring qualified staff is very role specific as noted above. Two of the nine employers
noted that they were having trouble finding well skilled local workers. Within the energy
producing sector, there seems little reluctance with meeting competition around high wages.
One company “aims to be generous” and others ensure competitive rates. There was sentiment
that wage expectations have been “tempered in the last two years”. It was also noted that
companies wanting to hire Indigenous workers will find this market very tight and highly
competitive.
Competencies and Qualifications
As might be expected in the energy producer employer group, it is most important that
qualified trade people are successfully recruited and retained. The next highest skillset rating
was for literacy skills. Although it is not of relative importance that employees are community
college graduates, however, community college attendance appears to be a predictor of good
performance in literacy, which is highly valued. One manager noted, “People who have not
gone through community college have struggled with industrial literacy.”
This shows up as difficulty reading and understanding documentation needed for success. In
addition to the skills shortages noted above, employers are looking for communications
competency, practical experience and a good “fit” with the worksite. New hires should be
“ready to go when they show up” including having all required safety tickets in place.
How important is it for most of
your employees to have the
following?
Literacy Skill
Basic computer skills
Advanced computer skills
Sales skills
Management skills
Community college
Technical/trades certification
University

Extremely Important (5)
to Extremely Unimportant (1).
Weighted Average
4.6/5
4.1/5
3.1/5
1.6/5
2.1/5
2.9/5
4.2/5
2.8/5

General Observations of the Local Workforce
Due to the weight of FIFO operations in this group of energy producers, most do not hire locally
and, therefore, offered minimal comments on the Wood Buffalo workforce. There was an
observation that equipment operators are already in some shortage and that this may increase
in the coming months. There is anticipation that building trades will be seriously undersupplied
in RMWB as the rebuild effort begins. This pressure is discussed in more detail in the previous
section on the construction and maintenance sector.
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Training Needed Locally
“You can take heavy equipment operating at Keyano College,
but hours in the seat is what makes a good operator.”
Employers noted need for more equipment operator training, more power engineering seats
and more steam time. Also mentioned was the need to deliver leadership and management
training locally.
Strategies for Attracting and Retaining Staff
“Don’t just post and pray.”
Recruiters felt that workers enjoy feeling secure, with good opportunity for career growth. By
setting high expectations, employers allow employees to rise to those challenges. This creates a
culture that is supportive and attractive to employees. An “amazing” corporate culture is a real
asset for attracting and then retaining staff. Part of that amazing culture is openness from - and
a connection with - senior management. It is also important to offer and demonstrate “best in
class safety”. While some employers have not had a positive experience with offering bonuses,
others have found this a useful tool, utilizing retention bonuses. Some bonuses are very
targeted to high demand occupations.
While the employers use websites, some social media and a targeted presence in print media,
most also rely on networks. One recruiter described their company’s recruitment strategy to
build relationships with trade schools, ask for referrals and treat contractors as a “pipeline” for
new staff. There is also some effort to engage students while they are making a career decision
through scholarships and work terms. Another employer, strategically targets geographic
locations, based on Stats Canada data, which may have good demographics, the right industrial
mix and other factors which suggest that there would be a good pool of potential employees.
This is followed up with corporate events and local advertising.
For those who operate FIFO operations, having a good camp environment is very important as
is making the trip to camp as easy as possible. Although people leave FIFO work situations on a
regular basis, it is often for personal and/or family reasons and not attached to the work itself.
General Comments
“This is a reality check.”
These major employers note, as have other employers in other industries, that there is an issue
with inflation of knowledge and experience. A manager said, there is “an inflated sense of
qualification caused by the skills crunch” which occurred in the years prior to 2014 and the
crash of the price of oil. It was observed that a shift needs to occur with the local workforce to
adjust to a new work reality.
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3.2. WORKER SCAN
The Worker Scan was completed through 310 surveys with employees and job seekers collected
between January 4, 2017 and February 25, 2017.

3.2.1. Key Findings
i.

Demographics


Unemployed, Middle-Aged Males (45 to 64 year olds)
Based on the representation of survey Respondents, the surveyed labour market was
split into 62% employed, 31% unemployed, and 7% other. Of the unemployed cohort,
the majority of Respondents were Middle-Aged Males (45 to 64 year olds), Actively
Seeking Employment and living in the Fort McMurray area.



Qualified Labour Pool
The majority of Respondents indicated having education of at least High School, with
most having College or University. Out of all “Unemployed and Actively Seeking
Employment” responses, the majority of Respondents were those with College or
University degrees (48%), followed by High School graduates (26%), meaning there is
opportunity to tap into existing educational backgrounds and skill sets.



Leverage Indigenous Groups
Although the majority of Respondents did not identify with any Indigenous group, of
those that identified with either Status/Non-Status Indian or Metis, 42% and 54% of
these Respondents indicated they are Unemployed, respectively. Further investigation
into these groups may be warranted to further understand the potential to leverage
this labour pool.

ii.

Place of Residence


Fort McMurray is Home
Majority of Respondents (92%) identified Fort McMurray as their primary residence,
even though 81% of all Respondents also indicated not having been born in Alberta.
This leads to evidence that a large migration into Alberta and Fort McMurray occurred
over the past, driving residents into the area.



Home Ownership and Temporary Rentals are Prevalent
Over half of all Respondents indicated living “At a residence I own" (51%). This was
followed closely by "At a place I rent” (33%) and “With friends or relatives" (13%). The
Rental cohort can be further broken down into renting but “not my full time residence”
(20%) and renting as “my full-time residence” (13%).
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Ontario leads for Out-of-Province Representation
The vast majority of Respondents were Fort McMurray residents (92%). However, of
small representation of out-of-province Respondents, most indicated their permanent
residence being in Ontario (29%), Nova Scotia (21%) or Outside of Canada (14%).
Further investigation may be required to understand out-of-province residents to
determine who is naturally flocking to Fort McMurray – and why - so that any labour
attraction tactics should be geared to retaining them once they get there and focus new
labour attraction resources to other locations where surplus skilled labour exists.
To support labour attraction strategies, additional research into surplus labour markets
within Alberta and across Canada is recommended.

iii.

Occupational Review



Sought After Industries
The majority of all Respondents who are “Unemployed and Actively Seeking
Employment” fell into the Oil and Gas (36%), Government/Administration (14%) and
Professional Services (15%) industries, which further supports an economic downturn or
changing business landscape in these sectors.



Sought After Job Positions
The majority of all Respondents who are “Unemployed and Actively Seeking
Employment” hope to gain a Trades (35%), Professional (23%) or Administration (19%)
position.



Leverage Primary Industry Workers
Oil, Gas and Mining industry job seekers should not be ruled out as an employment
source for high demand support industries. Given the Fort McMurray area is a big draw
for primary industry workers, attrition or short term contracts may leave many with
transferable skills (e.g. Oil Sands Maintenance and Operations Workers, Trades,
Corporate Department roles) that can be leveraged in Trades or Professional roles in
different industries like Utilities and Construction, just to name a couple.

Perception of Job Market

iv.


Impact of Fire on Labour Market Perceptions
Most Respondents’ perception of high demand jobs before and after the fire was
relatively similar, with the exception of Oil and Gas and Construction, which had a
higher perceived demand before and after the fire, respectively.
Job Type
Trades
Service
Oil and Gas
Retail
Construction

Pre-Fire
21%
19%
13%
8%
3%

Post-Fire
17%
21%
5%
11%
21%
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v.

Job Placement Challenges
When asked what their biggest challenge was when looking to change occupations,
most Respondents mentioned Jobs (14%); this includes availability, wage and/or type.
Following this was Experience (13%) and Education (9%).

Labour Attraction and Retention


Continued communication, business community engagement, educational
opportunities and funding, and support groups such as Alberta Works, will aid in
reducing challenges job seekers face in finding employment.



A strong and measurable online strategy will be needed to tap into a qualified labour
pool and enable employer-employee connections, especially since the vast majority of
Respondents are leveraging online tools in their job search.



Brand positioning should be considered to create value and/or awareness of Wood
Buffalo as a thriving region with exciting career and lifestyle opportunities. Brand proof
points need to focus on factors important to the Fort McMurray employment market
including top Lifestyle factors like: Affordability/Availability of Housing, Access to
Medical Services/Pharmacies, and Community Social Conditions; and top job-related
factors such as: Employment Opportunities, Wages, Job Enjoyment, and
Training/Advancement Opportunities.



The Brand should also reinforce qualities that Fort McMurray currently excels at based
on Respondents’ perceived quality ratings, such as: Access to Pharmacy, Urban
Recreation and Proximity to Work.
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3.2.2. Summary of Results
3.2.2.1. Worker Demographics
The following section describes characteristics and demographics of survey Respondents.


The majority of Respondents were described as being Employed (62%) with most being
"Full-Time", followed by Unemployed (31%) with most "Actively Seeking Employment".
What best describes your employment status?
Answer Options
Full-Time Employee
Part-Time Employee
Contractor/Consultant
Unemployed / Actively Seeking Employment
Unemployed / Not Currently Seeking Employment
Temporary Foreign Worker
Student
Other
Other (please specify)
Verbatim responses can be found in the Appendix.



Response
Percent
51.6%
7.7%
2.6%
26.1%
4.8%
0.0%
3.2%
3.9%

Response
Count
160
24
8
81
15
0
10
12
20

Out of all survey responses, most Respondents fell into the age categories of 25 to 64, with
the highest being 45 to 64 (35.2%), followed by 25 to 34 (30.6%) and 35 to 44 (25.5%).
What is your age?
Answer Options
Under 18
18 to 24
25 to 34
35 to 44
45 to 64
65 or over

Response Percent

Response Count

1.0%
7.4%
30.6%
25.5%
35.2%
0.3%

3
23
95
79
109
1

The breakdown of employment status by top age groups is as follows:
Age
25 to 34 years old
35 to 44 years old
45 to 64 years old

Employed*
69%
67%
58%

Unemployed**
22%
32%
37%

*Majority identified themselves as Full Time employed
** Majority identified themselves as Actively Seeking Employment
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Out of all “Unemployed and Actively Seeking Employment” responses, the
majority of Respondents were 45 to 64 year olds (43%).


Out of all survey responses, most Respondents identified themselves as Female (59%)
versus Male (41%). In terms of Employment Status, more Females described themselves as
Employed (40%) versus Males (22%). Reversely, more Males described themselves as
Unemployed (17%) versus Females (14%).

Out of all “Unemployed and Actively Seeking Employment” responses, the
majority of Respondents were Male (62%).



Out of all survey responses, the majority of Respondents are Married/Common Law (68%),
followed by Single (22%) and Separated/Divorced (9.7%).
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The breakdown of employment status by top marital status groups is as follows:
Marital Status
Married/Common Law
Single
Separated/Divorced

Employed*
68%
41%
67%

Unemployed**
26%
49%
27%

*Majority identified as Full Time employed **Majority identified as Actively Seeking Employment

Reading the above chart – Example: Of all Respondents who selected Married/CL, 68% were
Employed, 26% Unemployed and 6% Other.

Out of all “Unemployed and Actively Seeking Employment” responses, the
majority of Respondents are Married/Common Law (52%) or Single (40%).


Out of all survey responses, the highest number of children living with Respondents fall into
the Age 0 to 5 category, followed by Age 6 to 11. The results indicate a trend towards
younger families living in the Fort McMurray area.
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Out of all survey responses, the highest level of education completed by the majority (58%)
of Respondents is college or university. This was followed by high school or high school
equivalent (22%).

Verbatim responses can be found in the Appendix.

Out of all “Unemployed and Actively Seeking Employment” responses, the
majority of Respondents were those with College or University degrees
(48%), followed by High School graduates (26%).


Out of all survey responses, the majority (87%) of Respondents did not identify themselves
with any Indigenous group. Of those that did, most Respondents identified themselves as
Status/Non-Status Indian (8%) or Métis (4%).
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The breakdown of employment status by top indigenous status groups is as follows:
Indigenous Status
None
Status/Non-Status Indian
Métis

Employed*
65%
46%
38%

Unemployed**
29%
42%
54%

*Majority identified themselves as Full Time employed
** Majority identified themselves as Actively Seeking Employment

Reading the above chart – Example: Of all Respondents who selected None, 65% were
Employed, 29% Unemployed and 6% Other.

Out of all “Unemployed and Actively Seeking Employment” responses, the
vast majority of Respondents did not identify with any Indigenous group
(79%), followed by Status/Non-Status Indian (12%) and Métis (9%).

3.2.2.2. Place of Residence


The majority (92%) of Respondents indicated having a permanent residence in Fort
McMurray compared to other areas of Fort McMurray (8%).
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The majority of out-of-province Respondents are from Ontario and Nova Scotia, but overall,
there were relatively very few out-of-province Respondents who participated in the survey.
If your permanent residence is outside Alberta, please indicate
the province or territory.
Answer Options
Response Percent Response Count
British Columbia
Saskatchewan
Manitoba
Ontario
Quebec
Nova Scotia
New Brunswick
PEI
Newfoundland
Yukon
NWT
Nunavut
Outside Canada



7.1%
7.1%
0.0%
28.6%
0.0%
21.4%
7.1%
7.1%
0.0%
0.0%
7.1%
0.0%
14.3%

1
1
0
4
0
3
1
1
0
0
1
0
2

A much higher percentage of Respondents (81%) indicated they were not born in Alberta.
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Out of all survey responses, the majority of Respondents described their current living
arrangements as being “At a residence I own" (51%). This was followed closely by "At a
place I rent (not my full-time residence)” (33%) and “With friends or relatives" (13%). A
portion of the Respondents (40 out of 101) who indicated they rent, added in the “Other”
field that they are, in fact, renting a full time residence (not part time). Making the rental
split actually 20% Rent (not my full time residence) vs 13% Rent (my full time residence).

What best describes your current living arrangements?
Answer Options
At the residence I own
At a place I rent (not my full-time residence)
At a place I own (not my full-time residence)
Housing (paid for by employer)
With friends or relatives
At an on-site camp
At a nearby camp (I pay)
At a nearby camp (employer pays)
Other (please specify)

Response
Percent
50.6%
32.6%
1.6%
2.3%
12.6%
0.0%
0.0%
0.3%

Response
Count
157
101
5
7
39
0
0
1
54

Verbatim responses can be found in the Appendix.

3.2.2.3. Occupational Review
The following section gives insights into the employment industries and roles most prevalent in
the Fort McMurray area, based on worker feedback.




Out of all survey responses, the majority of Respondents aligned themselves to the Oil &
Gas industry (40%), which is to be expected given the long growth history of this industry in
the Fort McMurray area, and competitive wage structure.
Respondents that identified themselves working in/or seeking employment in support
industries included primarily Government/Administration (25%), Professional Services
(23%), and Retail Trade (10%).
Of the Respondents in the “Other” category, most aligned themselves with the Construction
(3% of all Respondents) and Education (4% of all Respondents) industries.
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What best describes the INDUSTRY in which you currently work or are
currently seeking employment in.
Answer Options
Response Percent
Response Count
Oil and gas
Transportation
Tourism
Agriculture
Manufacturing
Healthcare
Information Technology
Professional services
Government/Administration
Food and Accommodation
Retail Trade (ie. retail services)
Other (please specify)

39.7%
8.4%
2.3%
1.0%
2.6%
9.0%
3.5%
23.2%
24.5%
4.2%
10.0%

123
26
7
3
8
28
11
72
76
13
31
57

Verbatim responses can be found in the Appendix.
The breakdown of employment status by top industry groups is as follows:
Industry
Oil and Gas
Government/Administration
Professional Services
Retail Trade

Employed*
48%
66%
57%
42%

Unemployed**
46%
30%
38%
39%

*Majority identified as Full Time employed
**Majority identified as Actively Seeking Employment

Reading the above chart – Example: Of all Respondents who selected Oil and Gas, 48% were
Employed, 46% Unemployed and 6% Other.

Out of all “Unemployed and Actively Seeking Employment” responses, the
majority of Respondents are seeking employment in the Oil and Gas (36%),
Professional Services (15%), and Government/Administration (14%)
industries.


Out of all survey responses, the majority of Respondents indicated being – or striving to be
– in a Professional (33%) role, followed by Trades (21%) and Administrative (19%).
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What best describes the TYPE OF POSITION you are in...or hope
to gain if unemployed and/or seeking employment.
Answer Options
Response
Response
Percent
Count
Trades
21.3%
66
Administrative
18.7%
58
Professional
32.6%
101
Management
16.8%
52
Service Industry
10.6%
33
Other (please specify)
19
Verbatim responses can be found in the Appendix.
The breakdown of employment status by all position types is as follows:
Industry
Trades
Administrative
Professional
Management
Service Industry

Employed*
44%
59%
74%
79%
39%

Unemployed**
47%
33%
23%
15%
45%

*Majority identified themselves as Full Time employed
** Majority identified themselves as Actively Seeking Employment

Reading the above chart – Example: Of all Respondents who selected Trades, 44% were
Employed, 47% Unemployed and 8% Other.

Out of all “Unemployed and Actively Seeking Employment” responses, the
majority of Respondents hope to gain a Trades (36%), Professional (23%),
Administration (18%), Service (17%) or Management (6%) position.
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When asked what employment training or development courses Respondents have
completed, the most prevalent responses were First Aid (12%), Safety (8%), and
Management (8%). Verbatim responses can be found in the Appendix.
Methodology: based on an automated text analysis on all open-ended responses calculating total number of word
matches.
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When asked what types of jobs Respondents believe were in most demand in Fort
McMurray before the Fire, the most prevalent responses were Trades (21%), Service (19%),
Oil and Gas (13%) and Retail (8%). Verbatim responses can be found in the Appendix.
Methodology: based on an automated text analysis on all open-ended responses calculating total number of word
matches.
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When asked what types of jobs Respondents believe were in most demand in Fort
McMurray after the Fire, the most prevalent responses were Service (21%), Construction
(21%), Trades (17%), and Retail (11%). Verbatim responses can be found in the Appendix.
Methodology: based on an automated text analysis on all open-ended responses calculating total number of word
matches.
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When asked what job their spouse or partner held, most Respondents identified Manager
or Supervisor (9%), Teacher or Instructor (5%) and Oil (4%). Spouses/Partners that are
unemployed represented 5% of all responses. Verbatim responses can be found in the
Appendix.
Methodology: based on an automated text analysis on all open-ended responses calculating total number of word
matches.

Page 58 of 101



When asked what their biggest challenge was when looking to change occupations, most
Respondents mentioned Jobs (14%); this includes availability, wage and/or type. Following
this was Experience (13%) and Education (9%). Verbatim responses can be found in the
Appendix.
Methodology: based on an automated text analysis on all open-ended responses calculating total number of word
matches.
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The preferred method most commonly mentioned by Respondents to learn about job
opportunities and local communities is Online Job Sites and Banks (64%), followed by
Company Websites (15%) and Social Media (9%).
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3.2.2.4. Work and Lifestyle Attitudes
Expectation of Quality
To better understand what influences decisions around selecting a permanent residence,
Respondents were asked to rate how important certain community factors were in this decision
on a scale of Very Important to Very Unimportant. These ratings portray the Respondents’
expectation of quality when considering each factor. The results are summarized below.
How important are the following factors to you when deciding where to live?
Answer Options
Access to medical services
Access to a pharmacy
Urban recreation (e.g. skating,
swimming pools, tennis etc.)
Backcountry recreation opportunities
Selection of retail services
Quality of schools
Proximity to work
Availability of housing
Affordability of housing
Employment opportunities for you
The wage you are paid
Enjoyment of your job
Advancement opportunities in your job
Training opportunities in your job
Community social conditions
Employment opportunities for your
spouse or partner
Entertainment (bars, concerts, shows,
festivals)
Other (please specify)

Very
Important

Important

Neutral

Unimportant

Very
Unimportant

56%
43%
27%

35%
41%
50%

7%
14%
18%

1%
2%
5%

0%
0%
1%

16%
29%
52%
37%
51%
63%
69%
62%
66%
52%
53%
39%
60%

37%
50%
24%
49%
42%
32%
25%
33%
28%
37%
39%
46%
26%

33%
19%
15%
13%
7%
5%
5%
4%
5%
10%
7%
12%
8%

10%
2%
5%
1%
0%
0%
0%
0%
0%
0%
0%
2%
2%

3%
0%
4%
0%
0%
0%
0%
0%
0%
0%
0%
0%
5%

18%

42%

31%

6%

3%

Verbatim responses can be found in the Appendix.
The above table shows that:





All of the listed amenities/services received a high combined Very Important/Important
The top five job-related factors with a combined Very Important/Important rating are: The
wage you are paid (96%), Employment opportunities for you (95%), Enjoyment of your job
(94%), Training Opportunities in your job (92%), and Advancement Opportunities in your
job (89%).
The top five lifestyle-related factors with a high combined Very Important/Important rating
are: Affordability of housing (95%), Availability of housing (93%), Access to Medical
Services (92%), Community Social Conditions (86%), and Access to a Pharmacy (84%).

Page 61 of 101

Perception of Quality
To gain knowledge on Respondents attitudes on the quality of existing amenities and services
within the Fort McMurray area, they were asked to rate them on a scale of Very Good to Very
Poor. These ratings portray the Respondents’ perception of quality when considering each
factor. The results are summarized below.
IF YOU LIVE in Fort McMurray, please rank the quality of the following local amenities/services:
Answer Options
Access to medical services
Access to a pharmacy
Urban recreation (e.g. skating,
swimming pools, tennis etc.)
Backcountry recreation
opportunities
Selection of retail services
Quality of schools
Proximity to work
Availability of housing
Affordability of housing
Employment opportunities for you
Social conditions
Employment opportunities for your
spouse or partner
Entertainment (bars, concerts,
shows, festivals)

Very Good

Good

Okay

Poor

Very Poor

Don't Know

12%
54%
30%

33%
33%
43%

35%
11%
20%

12%
0%
4%

7%
0%
2%

1%
1%
1%

23%

31%

26%

6%

2%

12%

4%
15%
24%
13%
2%
7%
6%
12%

18%
40%
40%
36%
8%
25%
35%
31%

38%
21%
27%
35%
27%
37%
39%
26%

27%
2%
5%
7%
36%
20%
11%
11%

14%
2%
2%
6%
25%
9%
6%
6%

0%
20%
2%
3%
1%
2%
3%
14%

7%

23%

39%

18%

6%

7%

The above table shows that:


For Fort McMurray residents, slightly less than half (5 out of 13) of local amenities/services
listed received a combined “Very Good/Good” rating of 50% or greater.
o The top 3 amenities/services with the highest combined ranking were Access to
Pharmacy (87%), Urban Recreation (73%) and Proximity to Work (64%).
o The top 3 amenities/services with the lowest quality ranking (Poor/Very Poor) included
Affordability of Housing (61%), Selection of Retail Services (40%), and Employment
Opportunities for you (29%).



Non-Fort McMurray residents were posed the same question and results were very similar
with those of Fort McMurray residents even though their responses were not based on
longer-term experiences within the community but rather, more likely on “word of mouth”
or their own research. One notable difference is the somewhat better perception of the
Affordability of Housing as well as a slightly higher overall Don’t Know rating, which makes
sense given that non-Fort McMurray residents may not have the same level of exposure to
amenities/services when compared to their Fort McMurray counterparts.
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Comparison of Expected versus Perceived Quality
When comparing the previous two Tables, there is a gap between the expectation of quality
(i.e. important factors when selecting a permanent residence) and perceived quality (what they
feel they are actually getting) of amenities/services currently available. This is often the case
when we expect a certain level of service from a restaurant, for example, but actually
experience something else. The greatest variance exists in the “Affordability of Housing”,
followed by “Employment Opportunities” for residents both in and outside of Fort McMurray.
o When focusing on just Fort McMurray residents, in addition to the above, “Selection of
retail services” and “Access to Medical Services” also had a higher variance between
expected and perceived quality.
o When focusing on just Non-Fort McMurray residents, in addition to the above,
“Availability of Housing” and “Community Social Conditions” also had a higher variance
between expected and perceived quality.
The table below shows that there are variances across the majority of amenity and service
options, meaning there is room for improvement to attract new residents to - and retain
existing residents in - the Fort McMurray area.
Gap Analysis – Expected vs. Perceived Quality
In order of highest to lowest Variance for Fort McMurray Residents
Factors influencing
where I live
Answer Options
Affordability of housing
Employment opportunities for you
Selection of retail services
Access to medical services
Availability of housing
Community social conditions
Employment opportunities for your
spouse or partner
Entertainment (bars, concerts, shows,
festivals)
Proximity to work
Quality of schools
Urban recreation (e.g. skating, swimming
pools, tennis etc.)
Backcountry recreation opportunities
Access to a pharmacy
The wage you are paid
Enjoyment of your job
Advancement opportunities in your job
Training opportunities in your job

% Very Important/
Important

Quality rating of existing amenities/services
Fort McMurray
Residents
% Very
Variance
Good/ Good

Non-Fort McMurray
Residents
% Very
Variance
Good/ Good

95%
95%
79%
92%
93%
86%
86%

11%
33%
22%
44%
48%
42%
43%

84%
62%
57%
48%
44%
44%
43%

34%
33%
41%
55%
38%
36%
31%

61%
61%
38%
37%
55%
50%
55%

60%

30%

30%

38%

22%

86%
76%
76%

64%
55%
73%

22%
21%
4%

52%
52%
52%

34%
24%
25%

54%
84%
96%
94%
89%
92%

54%
87%
n/a
n/a
n/a
n/a

0%
-3%
n/a
n/a
n/a
n/a

59%
67%
n/a
n/a
n/a
n/a

-5%
17%
n/a
n/a
n/a
n/a
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4. Comparative Analysis
A comparison of the data collected from both employers and workers in the RMWB was
completed to identify alignments and misalignments (i.e.. mismatches) between the needs and
challenges of employers versus workers (employed and unemployed). Information collected
here also provides supporting evidence towards what shortages or surpluses exist in
occupations in the RMWB.
Note that in many instances, student and temporary foreign worker responses were not
included in some of the more segmented analysis due to very low or no responses in those
categories. All responses were included in the more broad data reviews.

4.1. Industry Sectors
When looking at industry sectors represented, there is relatively good alignment between
employers and workers. The majority of workers identified either working in or seeking
employment in:
 Oil & Gas industry (40%)
 Government/Administration (25%)
 Professional Services (23%)
 Retail Trade (10%)
 Education (4%)
 Construction (3%)
These industry sectors all had representation in the Employer Scan, which indicates that
workers are – at a minimum – aligning themselves to the top industries in the Fort McMurray
and RMWB area. Out of all “Unemployed and Actively Seeking Employment” responses, the
majority of Respondents are seeking employment in the Oil and Gas (36%), Professional
Services (15%), and Government/Administration (14%) industries.
Gaps exist in the Construction and Hospitality industries, whereby very few workers in this
survey identified as being industries they are interested – or working – in but are identified as
labour gaps by the region and employers. And with Construction, employers consistently
commented on the lack of experienced workers.

4.2. Job Types/Positions
The bulk of jobs identified by employers as being in-demand or hard to recruit for, fell into the
skilled Trades and Professional category. This aligns with the top two job types that workers
identified as being employed – or seeking employment – in.
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What is revealing is the higher emphasis placed on Administrative jobs by workers when most
employers did not identify these job types as being either a problem to fill – or even needed.
This lends evidence to a surplus of workers and/or skill sets in this area. (The layoffs by RM
“}ave full data on its impacts yet.) Further investigation into whether these workers have other
– more in demand – skill sets they are not leveraging or if employers are willing to train into
more skilled roles.
There is also an indication that there not enough unemployed workers seeking Management
jobs (only 8%) compared to the employers trying to fill them (e.g. in Public Services and
Construction).

Professional
Trades
Administrative
Management
Service

All Empl./Unempl.
34%
21%
18%
17%
10%

Employed
39%
15%
18%
21%
7%

Unemployed
24%
32%
20%
8%
16%

4.3 Employment Challenges
Employers indicated having several challenges in recruiting. Some of the more prevalent
responses present across most industries were as follows:
 Recruiting and retaining skilled and professional staff - locally
 Challenge hiring outside region; unwillingness to relocate
 Missing good communication, literacy, customer service and leadership skills
 Lack of work experience (even when education/qualifications existed)
 Candidates not shifting wage expectations after drop in oil prices
 Availability of affordable housing or camp facilities
 Loss of childcare services
 Negative city image (perceptions of remoteness, post-fire impact, or both)
When looking at workers, the primary reasons why they were challenged in finding
employment were because of Jobs (14%); including availability, wage and/or type; Experience
(13%); and Education (9%).
There is consensus between employers and workers on the lack of wage expectations and work
experience, as well as finding job fit (speaks to skill-set, work environment, personality). Most
employers found that candidates had the education or qualifications for the job, even though
workers felt that education was an issue. In terms of job type, there was alignment between
employers and workers in the previous section even though workers identified it as one of their
biggest challenges.
Further breaking down the job types into more specific job roles (e.g. types of Trades jobs,
types of Professional jobs, etc.) would help to better define what workers are looking for
Page 65 of 101

compared to what employers need. Additional or modified job communication strategies
should also be considered at a regional, city and/or business level to raise awareness of high
demand jobs or retraining initiatives.
Few mentions of housing or childcare were directly made by workers as an employment
challenge. This can be attributed to the 92% of workers who said they are permanent residents
of Fort McMurray and may already be established with housing and child care. Further to that,
over half of all Respondents indicated living “At a residence I own" (51%). There were, however,
20% of Respondents who said they are renting but “not my full time residence”. It is clear from
the employer research housing and childcare are recruitment issues when hiring from outside
region.

4.4. Post-Fire Impact
The fire of 2016 did impact the number – and types - of available jobs in the labour market,
which was felt by both employers and workers interviewed. Most employers are filling vacant
positions and anticipating moderate growth to rise back up to normal staffing levels as seen in
the past (pre-fire). The key challenge faced now is the availability of “experienced” job
candidates, creating increased on-boarding, training, and compensation (to attract better
candidates) costs. Workers interviewed reiterated that “experience” and “job wages,
availability and type” ranked high in their inability to find employment. This perception could be
driven by job seekers not finding the right fit for their skill set, leading them to believe there are
not enough jobs.
Even though the fire did contribute to job loss and reduction in qualified labour, most
employers felt that it was the downturn in oil prices that was the primary cause. Of all the fire
impacts to the labour market, it was the availability and affordability of housing being the
primary deterrent for most job seekers to stay in – or be inclined to move to – the area. This
sentiment was shared by employers interviewed.
Most workers’ perceptions of high demand jobs before and after the fire was relatively similar
and aligned to jobs actually in demand (Trades, Services), with the exception of Oil and Gas,
which had a higher perceived and actual demand before the fire and Construction having a
higher perceived and actual demand after the fire.

The Rebuild Effort
High-Demand Jobs
The Construction and Maintenance employers interviewed identified challenges in filling the
following roles:
- Heavy equipment operators, heavy-duty and light vehicle mechanics, carpenters, plumbers,
electricians, millwrights
- Project Managers, Managers, Supervisors
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Training
Employers also identified the following training needs in which to effectively fill roles and
improve overall capacity and productivity:
- pre-trade training and/or preparation for working in the construction industry
- resume writing, basic computer skills, communications and accountability
- trades training for electricians, carpenters and cabinet makers
- certification in metal building fabrication
- safety training such as CSTS/OSSA and/or OSSA BSO as well as confined space entry and
monitoring
- management and supervisory training, project management training
Staffing Projections
Those working in industry, based on maintenance operations, were more likely to anticipate
increased needs for staff. Total number of new positions expected to emerge over the next
two years is about 560 for the 10 companies who provided an estimate. Some companies
casted longer time horizons of up to 5 years, which would lift the estimate to over 1,400 new
positions.

4.5. Employment Training
Training among workers appears to be fairly spread out, with no significant amount of training
in any one area. The areas of most concern to employers, such as role-specific or leadership,
communications, customer service, and language, seem to be validated through the Worker
survey results. Although some workers identified having Management training (8% mentions),
most focused on some form of safety training.
Although workers were not specifically asked about their willingness or ability for crossoccupational mobility, it appears based on the survey results that at least one of these efforts
need to occur:
 Employers willing to invest in retraining and potentially longer hire-to-produce cycles.
 Job candidates/employees willing to invest in their own external training and
development to meet job requirements of employers.
 Educational system and labour organizations facilitating enhanced job retraining and
development programs geared to high demand jobs in the region, coupled with training
subsidies, grants or loans.

4.6. Recruitment Methods
Employers across all industries scanned indicated using some form of online advertising, either
social media platforms like Facebook or online job sites, such as their own company career
page, Indeed, Monster, Kijiji, and Craig’s List. Although these options tend to garner higher
quantity of applicants, the quality is less frequent. Employers felt that more success finding the
right employee was through networking within and outside their organizations, attending job
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fairs, and working directly with partners and schools on building a future, qualified labour pool.
Networking was identified by workers as the fourth most popular means of finding work,
following Online Job Sites and Banks (64%), Company Websites (15%) and Social Media (9%).
With online still being prevalent among job seekers, more creative means of leveraging this
method may open more doors to qualified candidates. Example, proactive employee search via
Linked-In and hosting virtual job fairs, to name a couple.

4.7. Market Perceptions of Fort McMurray
It is important to understand how the labour market feels about what Fort McMurray has to
offer as either a current place of residence or as a future home. In addition, knowing if there
are gaps between what workers believe they should get (expectation of quality) and what they
believe they are actually getting (perceived quality) in local amenities and services, helps the
City understand when improvements to services/ are needed and what they should be
promoting/celebrating. How Fort McMurray markets itself as a community will impact their
ability to attract out of region employees and retain existing employees.
Several employers cited a challenge in attracting out-of-region job candidates due to a negative
perceived city image attributed to its remoteness, lack of amenities or services, affordability
and availability of housing and post-fire impact on the environment and infrastructure.
Whether this is the employers perception of what job candidates think about Fort McMurray or
if it is direct feedback that has been collected, the worker survey lends some evidence to what
perceptions exist.
Based on worker feedback found in the previous Work and Lifestyle Attitudes section, workers
rated all local amenities as being high in importance to them. The telling story is where workers
felt there was a gap in what they are actually experiencing. There is both alignment and
misalignment with what employers are expressing.
When it comes to “Affordability of Housing”, both workers and employers are aligned in their
belief that this is a key challenge to living in Fort McMurray (which affects their decision to
work there). Conversely, there are differing views on the availability of employment
opportunities in the region. As such, there is work to be done by employers and labour partners
to quash the belief that workers hold (according to survey) that there is a lack of “Employment
Opportunities”.
When looking at city planning or promotion, improving local amenities and services to retain
workers (“Selection of retail services” and “Access to Medical Services” rated the highest to
improve) and attract new residents/workers to the region (“Availability of Housing” and
“Community Social Conditions” rated the highest to improve) will aid in the labour effort.
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APPENDIX 1 – Verbatim Worker Survey Responses
1. Worker Demographics
What best describes your employment status?

Othe r (p le a s e s p e c ify )
E.I
medical leave
looking for a permanet position in the security field
Self-Under Employed
Retired
I also have a part-time job
Self employed
short term disability
mom
Stay at home mom/ home business
Owner full time employer
JUST GETTING JOB
Retired
Self employed
Stay at home parent.
Self employed
Stay at home mom
Stay at home parent
I am a sole proprietor of a small business where we coordinate events.
Dealing with serious mental issues ( PTSD )

What is the highest level of education you have completed?

Number
1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20

Other (please specify)
redseal
masters
High School equivalence+ Trade ticket
Near completion of CPA,CGA
M.Sc - Chemical Engineering
Masters Degree
3 years of Bachelor of Fine Arts Degree
Trade school
Business college
Master's degree
Post graduate
Trade school, some university
Some college courses
Graduate Degree
Some university
some university
Vocational high school
graduate school
O
Finished college certificate but on Mat leave before finishing degree
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21
22
23
24
25
26
27
28
29
30

Some college
Masters
still in high school
Masters from University
MBA
Post Graduate
Trade school and other courses
Masters
traade ACSA
Graduated from Forest technology 1989

2. Place of Residence
What best describes your current living arrangements?

N umb e r

Othe r (p le a s e s p e c ify )
1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27

Rent full time residence
shelter
at a place I rent( my full time residence)
Renting while we rebuild
rent a full time place
a place I rent full- time residence
At a place i rent (my only residence)
renting full time residence
Renting currently, about to buy a house very soon
At a place I rent, my full-time residence.
Rent my full time residence
Renting a single room for myself and my two dogs
Renting (Full Time Residence)
At a place I rent (full-time resident).
At a place I rent (full-time resident)
I rent an apartment
i rent an apartment with my wife
living with room mates.
Woodbuffalo housing
stonebridge hotel through Red Cross
salvation army
renting basement apartment with spouse
Apartment low income rent
Rent full-time residence
Renting, full time residence
Rent
RENT FULL TIME RESIDENCE

N umb e r

Othe r (p le a s e s p e c ify )
28
29
30
31
32
33
34
35
36
37
38
39
40
41
42
43
44
45
46
47
48
49
50
51
52
53
54

Renting until my home is re-built
full time renter
Renting at WBHDC
We rent, and it is our full-time residence.
house - with mortgage
At a place I rent that is my full time residence.
At the place I rent which is my full time residence.
Rental(cannot get mortgage without employment & with new rules)
Livening in second home in winnipeg
Rental - My Permanent Residence
As I am rebuilding my house lost in the fire
rent full time
RENT FULL TIME
I rent...I have no other residence
I rent a place in mcmurray but have to stay in camp for work
At a place i rent (Full-time residence)
Waiting after loosing it all to fire
I rent- it is my full time residence
Uhm.. fail on part of whoever developed this survey....I rent full time
We have no other residence. Currently renting, Hoping to buy this one.
Currently renting until burned down house is rebuilt
Salvation Army shelter program
Residence I co-own
I am renting here in fort Mcmurray
a place I rent, my full-time residence.
rent a room
mens shelter

3. Occupational Review
What best describes the INDUSTRY in which you currently work or are currently
seeking employment in?
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N umb e r Othe r (p le a s e s p e c ify )
1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27
28
29
30

SERVICE PROVIDER CLEANING
Wood Buffalo Regional Library
Information
Social
Construction
Attending Keyano College to get a bachelor degree in social work
Construction
Construction
non profit
Mechanical service and construction
Banking
construction
Social profit sector
Security Services
Culture
Charitable Foundation
Post secondary education
Construction-design build
Education
Construction
Education
Financial Services - Customer service representative
Clerk
Non-profit
Education
Education
Teacher
Home decor and design
Waste mgmt-Calgary based company
Human Services

N umb e r

Othe r (p le a s e s p e c ify )
31
32
33
34
35
36
37
38
39
40
41
42
43
44
45
46
47
48
49
50
51
52
53
54
55
56
57

Education
Office administration
Heating and air conditioning service and construction
non-profit
Non profit
Administration
Construction
Not for profit
Education
Education
Arts and Culture
volunteer
None
Caregiver
Not for profit - ymca
landscaping
Non profit
Education
Stay At Home Mom
Finance
education
I want to make art !!!!
Construction
Accounting, HR, Office admin, Admin
Social work
cleaner
Education

What best describes the TYPE OF POSITION you are in...or hope to gain if unemployed
and/or seeking employment?
N umb e r
1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19

Othe r (p le a s e s p e c ify )
heavy equipment operater
technical services
Community Services
Courier
Attending college towards a bachelor degree in social work. Currently looking for a part time job in administrative positions
Anything right now.
addictions counselling
Financial Services
Early Childhood Educator
Teacher
Donor Relations
Librarian
DRIVER/CONSTRUCTION OILFIELD
Counselling
Currently a stay at home mom not seeking employment
Beauty industry
Nurse
I want to make art !!!!!
other
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What employment training or development courses have you taken?
Number
1
2
3
4

5
6
7
8
9
10
11
12
13
14
15
16

17
18
19
20
21
22
23
24
25
26
27
28
29
30

31

Response Text
None
I have an MBA in finance and international business.
Keyano College Microsoft office training
Nait Office Career training
Power station operation and maintenance,
Instrumentation and Control,
Honeywell Experion PKS 211 DCS system
Modsoft Modicon PLC Controller 91
ABB DCS Procontrol
Electrical
Professional learning Fridays
Financial advisor
csts..h2s..fall arrest..navigation..class3 captain off shore..
fall arrest...h2s..csts...emergency marine distress..class4 captain papers.
SECRETARIAL
PROPERTY MANAGEMENT
TYPING
None
N/A
Several
CSTS RSTS OSSA FIRST AID FALL PROTECTION TDG H2S ALIVE
Scaffolding
FIOP
Red Cross
Pro Serve
Diversity training
Aboriginal Awareness training
Training and Development Course
Staffing Course
Truck Driver training, food safety training, Security professional Training
lots
csts,ossa,confined space entry, fall pro,
none
safety tickets
health care proffessional
CSTS, OSSA, WHMIS, Aerial Lift Training, First Aide
Class 2 Driver's Training
BSc in Agriculture
bus
Ossa, cpr, fall arrest, confined space monitor/entry, ossa elevated work platform, whimis, fire
safety, csts, and forklift.
choices employment Ft Mac Murray,Ab
Resume
Training on interviewing techniques
Aboriginal Training
Mental Health First Aid
CLB
PBLA
-fnmi awareness
-cultural awareness
-supervisory training
-library tech courses
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32
33

Library related
Online accounting

34

Human Resources Management,
English 033,
Standard First Aid safety certification,
Security Services and Investigators,
Computer Skills Workshop (MS Word, Excel, Power point),
Certificate in Retail Sales Associate,
Business Readiness for New Canadians,
Microsoft Office Proficiency,
Bachelor Degree Administration.

35
36
37

First aid
Business Administration
master of library and information science
FOIP training
First aid
Aboriginal Awareness Training, FOIP Training
First Aid

38
39
40
41
42
43

C&O Consulting - Cheryl Alexander
all the courses available through my employer.
FOIP; First Aid; Aboriginal Awareness; Becoming a Master Instructor (SAIT)
Item Records Training
Aboriginal Awareness Training
Phone Training

44
45

none
Cultural Competency in the Workplace
Aboriginal Awareness
Respectful Workplace

46

Communication courses; sensitivity in the workplace; CPR; listening and empathy
workshops; Aboriginal awareness
Non-Violent Crisis Intervention, First Aid, Cultural Competency in the Workplace, Aboriginal
Awareness & Cultural Training, FOIP: Focus on Privacy, SAP Employee Self Service (ESS),
Canadian Mental Health Association Mental Health Awareness
Aboriginal Awareness Tier 1 and 2.
Distance education
Webinars
-Workplace Diversity Training
-Ethics Training
-Emergency Procedures Training
HR degree
Studying for my Library Technician certificate through SAIT Distance Learning
Business,Accounting, Payroll
Health and Safety
nothing recently
CSTS, WHMIS, OSSA
n/a
None here
N/A
Power engineering
Steamfitting
None
Online research only

47
48
49
50
51
52
53
54
55
56
57
58
59
60
61
62
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63
64
65
66
67
68
69
70
71
72
73
74
75
76
77
78
79
80
81
82
83
84
85
86
87
88
89
90
91

92
93
94
95
96

Resume writing
Interview techniques
CSTS & OSSA
WHMIS
Class 4 Drivers License
Resume development
Interviewing techniques
Various management
Various management
social media
facilitation
Interviewing techniques
Resume development
Labour Standards
HR
Dale Carnegie
Business Development Course
Service Management Course
Leadership Training
Sales Training
Motivational Training
Food safe,
Auto Cad - levels 1 & 2
Interviewing techniques
resume development
none
-CCRL
-Maintenance
H2S alive
SAFETY OFFICER
none
4ht Class power engineering
Security service training
Economics , SME and micro financing
food safe bc
forklift class 4 & 5
security training courses
Land survey courses.
Did one year at Keyano for Business Admin in 1996
Health and Safety, WHMIS
none
Right management training
N/a
none
C.S.T.S
Gas monitor
Fire Watch
Flagging
Zoomboom
Half Mask
Right management
heavy equipment operator training
n/a
N/a
NAIT Apprenticeship in Electrical trade
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97
98
99
100
101
102

103
104
105
106
107
108

109
110
111
112
113
114
115
116
117
118
119
120
121
122

123
124
125
126
127

128

Professional certifiation and designation for Chartered Professional Accoutant(CPA).
N/a
Journeymen Electrician RED SEAL
g w driving training course , Carpentry ,Flooring course
Heavy equipment service technician
A lot..
In OSHA
Auditing with BSI
Holistic Medicine
REIKI
Leadership, Quality, Six Sigma
I did my graduation in Accounting and auditing. Has wide knowledge in account receivable,
account payable.
Had IT professional training.
Human Resources
WHMIS, First Aid, Wildlife Training, Workplace Inspections, Prime Contractor, Incident
Investigations, Maintenance Planning, Flagging, Construction Safety, Boat License, Adult
Facilitation & Education
CSTS, OSSA
Mental Health First Aid
Psychological First Aid
ASIT
High performance sales training
Numerous
power engineering
None
most of them
Site tickets and safety courses.
Forklift training
none
Oil field training
Strategic Foresight
GoA Management Development Program
sap, basic excel
Environmental Assessment, Negotiation training, facilitating
Minister Training
Project management, business analytics
Journey person Welder
Welding Inspector Level 1 Certification
LTTA Learning Through the Arts - Instructor
Volunteer with many non-profits in town
Degree in Computer Science and Power Engineering
All employer mandated courses for my role.
Too many to list
RealTime Coaching
B.Ed.
Special education
Junior teaching specialist
Masters of Arts
Education for first nations Canadians
Technology specialization
WHIMIS
Red Cross First Aid
Business management, Communication and human relations, & trade certification.
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129
130
131
132
133
134

Nonviolent crisis intervention
Mental health first aid
Fierce Conversations
None
Project management, leadership development
first aid
Pipefitting
leadership
safety
financial for business
public speaking
technical writing

135
136

Public relations certificate courses, various PD courses through provincial government
NCSO construction safety

137
138

First aid, FOIP, Aboriginal Awareness
BSc, Chemistry
Post secondary professional program, high school teaching
MSc, Earth and Ocean Sciences
Class 1 Driver License
Safety Courses
Therapeutic Recreation Therapist

139
140
141
142
143
144
145
146
147
148

153
154
155

Power and process engineer
lots
PmP, mba
With Current employer none. With previous employer too many to list
Office Administration
Electrical engineering
First Aid, computer training,
Technical courses and programs both by my employer and external organizations.
Soft skill courses both internal and external.
Microsoft Office
Class 1 training
Janitorial
Bus driving
Psychological First Aid
Mental Health First Aid
WHMIS
Ossa
H2s alive,
Csts
Oh&is courses
various
none
First Aid

156
157
158
159
160
161
162
163
164

None in the last 4 years
Educational Assistant program
Security Professional
None
Business
Respiratory Therpaist.
Business
Hotel and restaurant management
Bed

149
150
151
152
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165
166
167
168
169
170
171
172
173
174
175

176
177
178
179
180

None
apprenticeship
Education degree
Medical administrative assistant, Health unit coordinator, Payroll Compliance Practitioner
Special event management
Early childhood development and speech and language diplomas
RICS
LEED AP BD&C
hundreds of hours of courses and CPD
Commerce degree
Lots of sales courses. Some marketing
.
Aboriginal awareness
Suicide
Mental health first aid
First Aid
Variety of programming to assist with Autism and Behavioural Needs of Special Needs
students.
Emergency Response and Security
International Event and Wedding Planning
Microsoft Excel Proficiency Course
First aid
Non violent crisis intervention
Personal development data offered by the separate school board (4years worth)
Project Management
Business communications
Financial literacy

181
182

2 university degrees
Auto body repair and refinishing red seal.
Heavy equipment technician red seal

183
184
185

Courses required by emoloyers but not formal Certificates or Degrees.
Wclc lottery training, first aid course
Heavy Equipment Operator Course
csts ossa confined space monitor
Fall protection
Mx6
Whims

186

-7 Habits of highly effective people
-St. John First Aid
-ASIST (Applied Suicide Intervention Safety Training)
-NRCAN certfication (Ut-1, Et-1, Mt-2, XRF-1)
Service Management
Budgeting
Reading financial reports
3 Dale Carnegie courses
Various other work shops
Communication for Success
Conflict Management
Problem Management
Leadership Excellenxe
Time Management
Aboriginal Relations / Stakeholder Engagement
insurance/financial services
varying course.

187

188

189
190
191
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192
193
194
195
196

197
198
199
200
201
202
203
204
205
206

NONE
KT problem solving, reliability courses
Aviation Safety Management Systems
Human Factors in Aviation
xxx
Water and wastewater ops courses
Compost courses
Environmental courses
Safety training
Class 1 DL, Commercial IFR pilot license, Aircraft Maintenance, Computer Repair and
Microsoft Office, Trainman for CPR,
Non profit management
I finished my mechanic course. And Finished my hair styling course. And now I'm a hair stylist
Leadership development
Bachelor of education
Computer excel, word, safety courses, winter driving training,
Stonemason Course
Safety courses
none
First aid
Whimis
Workplace harassment
SAP

207
208
209

Some for the job-type training withing the company itself.
None
CSTS & OSSA
OSSA permit training

210

Fundraising Professionals
Certificate in Community Engagement, Leadership and Development
Applied suicide intervention skills training
Mental health first aid
Critical incident stress management
Behavioural intervention
Graduate of trade school and received dual ticket trades. Red Seal Plumbing and Gas Fitter
B. Alot of courses for working in construction as well.
Too many to enter
Project Management
Aboriginal Awareness
First Aid
ASIST

211

212
213
214

215
216
217
218
219
220
221

Just my college courses
Parts trade school
Programs offered through my employer
ASIST, Non Violent crisis intervention training, First aid and CPR
General work related courses.
Construction/ground worker 0.e 955 union
Service best
Myers Briggs

222
223
224
225
226

Food health and safety
College courses.
N/A
None
Registered Psychologist
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227
228
229
230
231
232
233
234
235
236

None
WHIMS
Marketing
Administration
N/A
FOIP, cultural awareness, managing the hostile individual, bear aware, records management,
on and off road driving safety
Management
Sociology and Psychology
Personal growth
Teaching
Basic Life Support for Healthcare workers
Trade school certifications
Various equipment operating courses
OSSA
Confined space

237

Building Estimation Course ABSDA
ENERGUIDE Energy Savings Course
R2000 Building
Net Zero Building

238
239
240
241
242
243
244
245
246

completed apprenticeship
fIRST AID,ossa,eso,iNSITU ALL SITE SPECIFIC COURSES
Work offers numerous training for office skills, leadership and safety.
H2S Alive, First Aid, other safety and specialized training as required for work
None
Several first aide, safe server, vocational cooking program,
None
First aid instructor
through work only

247
248
249
250
251
252

instrumentation engineering training, leadership boot camp.
AFP Fundamentals of Fundraising
n/a
Special education for hearing impaired kids
Babysitting and First Aid courses.
PMP, Primavera P6, AutoCad, Designing Corel Draw, Adobe, Accpac, Accounting software's.

253
254
255

CPR, first aid
First aid, whimis, university degree
Courses related to Social Work - FASD, Mental Health, Resiliency, Family Centred Work,
Aboriginal Courtworker training
On the job training
I have taken professional development courses/training regularly since beginning work here
in 2012.
CSTS OSSA
Human resources

256
257
258
259
260
261
262

Social work
None. Other than the basics of ossa, csts, whimis, ICS 100&200.
local496 training
Whimis
Csts
Confined space
Fall arrest
First aid
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263
264
265
266

None recently
Currently unemployed
MAPP, WHMIS
University Degree
Current Master's student
NCS Certificate though ACSA
Human Resources management

267
268
269

Cosmetology
Job-specific through my company
First Aid
Basic Bookkeeping

270
271

none
Wedding Planning
Destination Wedding Planning
Suicide Prevention
First Aid
Safety courses, Auditor training, Massage therapy, Leadership courses, site tickets
Human resources/ leadership and organizational development.
None
None really but may need some in the future
- Career interest inventory training
- Crisis and response training

272
273
274
275
276
277
278
279
280
281
282
283
284
285
286
287
288
289
290
291
292
293
294
295
296

297

Medical Terminology.
None!?
Heavy equipment operator
none
Engineering
skidsteer ticket and my safety tickets
Safety tickets
1st year Business Administration Certificate
class 1 licence, csts ossa , first aid/cpr,h2s live, fire extinguisher,tdg, whmis.
With the assistance of Alberta works I was able to acquire/upgrade my welding certifications,
and some required site access certifications ie. ( BSO, EWP, Fall Arrest, H2S Aware,) among
others.
Accounting certification and related courses
Accounting,Taxation,Assurance
ASIST
Social work courses
welding , hd mechanic
NA
First Aid and CPR
N/A
class 1 license
numerous safety courses and am currently enrolled in keyano college completing my final
year of the power engineering/process operations co-op program. I have also completed my
medical office assistant certificate program back in BC and have worked previously as one.
none at present
I have taken and taught:
Resume Writing, Job Search Skills, Career and Education planning, Interview Techniques, I
facilitated conflict resolution, workplace performance measures and much more
Apprentice cook
numerous computer courses
First Aid
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numerous WHMS
298
299
300
301
302
303
304
305
306
307
308
309
310

newspaper delivery
mixology
Interviewing techniques, Resume development
NCSO
university co-op programe
Resume building
Diploma program
Right Management, Job search strategy, Interviewing strategy
none
NCSO..CSTS, comptuers, online resume building
None
oil & gas admin assistant
I haven't done any course any courses
Forestry.
Mining mill work.
oilsands safety tickets.
Aviation ppl

From your experience/understanding, what types of jobs were most in demand in Fort
McMurray before the fire?
Number
1
2
3
4

Response Text
Retail, sales and service
The oil and gas were in high demand, however, before the fire the price of oil dropped
and jobs were scarce.
I don't know
Labour
Oil and Gas Industry
Operation and Maintenance

5
6
7
8
9
10

Skill Trades
Oil sands worker
Labor
oil and gas
oil an gas
TRUCK DRIVERS
BUILDIERS
ELECTRICIANS

11
12
13
14
15
16
17
18
19
20
21
22

Security
Retail
there wasn't much
all job been required for this town most of them are in oil sand industry
oil and gas
Nothing was in demand, but usually
Oil and gas jobs, Transportation, food and accommodation
oil
haul trucks
oil/gas
oil and trades jobs
trades
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23
24
25
26
27
28
29

30
31
32
33
34
35
36
37
38
39
40
41
42
43
44
45
46
47
48
49
50

51
52
53
54
55
56
57
58
59
60
61
62
63
64

fast food
Oil and gas drilling
class one truck drivers, heavy equipment operators, laborers, Cleaners, mid level
managers, nurses, food industry workers etc
Oil and gas
Not too much honestly.
mining jobs
Engineers
Pipe fitters
Millwrights
Service
not sure
trades
Site
services.
Oil
base plant operator positions
skilled trades
service/retail
Jobs at site.
Customer Service
Trades, Professional, Administration, Power Engineer
oil sands jobs, city jobs.
minimum wage, retail
Oil and gas, however I didn't live here until directly after the fire.
labour
ALL Oil sand jobs (professional engineers, services, trades)
Oil sands specific; retail
Oil and Gas
From my understanding there were labor jobs, contract jobs, administration jobs, and
retail jobs were most in demand.
Service industry
Trades
(not in order of demand)
1. Contractors-2. Temporary work visa immigrants
3. Trades
laborer
Oil and Gas
Service Industry (i.e. bars, restaurants, etc.)
Management,Trades
trades
General Laborer, Retail & Fast Food Industry.
Trades & service industry
customer service and transport drivers
Construction
Everything from labourers to servers to general work
Trades
Oil
Engineers and geologists
Trades
Oil Sands industry
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65
66
67
68
69
70
71
72
73
74
75
76
77
78
79
80
81

82
83
84
85
86
87
88
89
90
91
92
93
94
95
96
97
98
99
100
101
102
103
104
105
106
107
108
109
110
111
112
113
114

Lawyers
Tax consultants
Not sure due to the extensive layoffs
Not sure due to the downturn. Lots of layoffs had taken place
trades
Engineering, Trades
Administrative
Trades
Line Level, guest facing jobs - housekeeping, laundry, servers, bartenders, guest
service agents
Oil and gas
Pipefitters, millwrights, secretaries
no idea
-Trades
retail
SCAFFHOLDING
unknown
Process operation
Trades
service
Retail
Oil & gas
Community services, security fire watch and access control.
Customer Service, Maintenance and Labor
There were no in demand jobs that I know of
Security, retail, General labour
New to town...
pipe fitter, scaffolder, engineers
Oil and gas
unsure
Not many.
Engineering, Millwrights and pipe fitter
oil and gas
transportation
Engineering/ oil and gas
Any trades
Trades and professional from various disciplines.
Trades
Trade
truck driver
Trade related jobs
Services jobs at oil fields in general.
Before the fire oil sector jobs were more in demand.
IT Technician, System Administrator
Services
Retail/Service Industry
Trades
Finance/Admin positions in town
OIL
Industrial, Trades
Trade, construction, power enginer
Do not remember
transportation
Oil and gas related jobs
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115
116
117
118
119
120
121
122
123
124
125

oil related
Laborer
Oil and Gas services
oil and gas
trades, service industry
Site related jobs
retail, food service and hospitality
Instructors in Schools
Oil and gas jobs
equipment operators
Retail
Food services
Social Profit sector

126
127
128
129
130
131
132
133
134
135
136

Oil Sands Operations
Service sector positions
Trades, services and medical.
Service industry
Laborer
Service
oil field positions
Oil and gas
service sector
Service industry, small/mid-size oil field services/support
Health care professionals

137
138

construction/trades, service industry, engineering
Health care
Service and hospitality
Trades Jobs
oil and gas
Bribery or personal gift or know someone. Degree is useless
Service sector
Trades
Trades related
Trades
Planning
Scheduling
Project management
Clerical work

139
140
141
142
143
144
145
146

147
148
149
150

Cut backs in every area. Only restaurant jobs
Trades, both for site and for infrastructure
Oil sector, transportation
Housekeeping
Driving jobs
Camp jobs

151
152
153
154
155

Not sure
Most oil and gas trades
construction and service
service
Teaching
Oil and gas
Retail

156

Labour jobs
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157
158
159
160
161
162
163
164
165
166
167
168
169
170
171
172
173
174
175
176
177
178
179
180
181
182
183
184
185
186
187
188

189
190
191
192
193
194
195
196
197
198
199
200
201
202
203

Construction, cleaning
Skilled Professional
Trades
Administration, service industry.
Trades/ service industry
construction
Retail workers
?
Oil/gas industry
n/a
Service jobs
Don't remember
Service
Oil and gas
Employers: skilled trades
Employees: skilled trades
Administration
Oil and gas related
None
Oil and gas
Oil & Gas Industry
Skilled Labour
Trade type jobs, Oil Sand based employment. Lots of people were being laid off so they
were trying to replace their lost employment,
Trades
Unskilled labour
I don't know
Trades
Labourers, he operators, supervisory positions for oil and gas industry
Oil and gas
Oil and gas
IRATA Rope Access certified workers have been in high demand lately due to
companies trying to save on scaffolding.
Trades
Trades
Process Operators
Chemical Engineers
Planning and Scheduling
Due to the economy, there weren't many. RMWB appeared to be the only ones hiring.
?
skilled labour
LABOUR OR ENGINEER
None, it really hasn't changed.
Heavy-Haul Driver
xxx
Industry
Not sure...lay offs where I work.
Social serviced
Doctors , teachers hair stylists. Every single salon in town is looking for stylists
Service Industry
Trades
Sales
ComboVac Jobs
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204
205
206

Oil and gas
Retail/server
Trades

207
208
209
210
211

Not sure.
No sure
None. Little opportunity
Teachers, and Daycare providers
Customer service industry.

212
213
214
215
216
217
218
219
220
221
222
223
224
225
226
227
228
229
230
231
232
233
234
235
236
237
238
239
240
241
242
243
244
245
246
247
248
249
250
251
252
253

Fast food attendants
Teaching, office work, retail
Unk
Site related jobs
Oil industry I guess
Not much demand due to downturn
Trades & service
All
Front line Service jobs and retail
Maintenance
There seemed to be layoffs....I don't feel like there was much of a demand
Labourers, customer service jobs, heavy haulers
Oilsands
Service industry
Service industry
Oil and gas
Trade
Good Lord, not much! Things were definately in a decline.
Service Industry
Labor
Service Industry & General Laborers
Food services
? Downturn in economy therefore many jobs were lost.
Lots of small jobs for people who are not that educated
Oil sand jobs, Camp-based jobs
Trades. Mechanic or welding
Oil fields
trades, services
cONSTRUCTION/PLANT-sITE
Professionals
trades - construction, plumber, electrician, etc.
service industry
Unknown
Service industry. Retail.
Service industry
No idea
on site
trades
Trades
Service sector/retail/non-profit
Oil sand
Oil and gas, health and education. Maybe Tourism and Services.
Every job was in demand basically
Labourer, technical job
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254
255
256
257
258
259
260
261
262
263
264
265
266
267
268
269
270
271
272
273
274
275
276
277
278
279
280
281
282
283
284
285
286
287
288
289
290
291
292
293
294
295
296
297

Healthcare
There was a period of slow economic development before the fire. The only jobs in
demand would have been in the service industry.
Skilled trades and construction
Trades
labourers
Oil and gas
Trades people
labour
Trades
A little bit of everything for all industries
Trades
Retail
Trades
Retail
Labourers
Trades/skilled workers
Child care workers
oil-related
Health and Safety
Safety positions, RMWB positions
Trades- millwright electrician instrumentation
Skilled workers
On site jobs, service jobs
But it was obviously slower and people were having a hard time finding jobs
slow job market,
retail
Oil and Gas
Anything to do with the oil industry!
Trades - turnaround jobs
hospitality, retail and trades
Operators.
not sure
Oil/Gas positions, Administration, Trades, Retail.
labor
Service industry ( cleaning,child care,welding inspector
Controller, project Analyst,Finance manager, Accountant, Auditor
Administrative assistants etc.
Industry
Service employment
oil and gas
NA
Construction Jobs
Scaffolding
trucking
retail positions, serving etc. Fort Mcmurray over the years due to the oil economy has
been hit hard and I know for some work has been scarce and hard to come by.
skilled trade
Camps oil and gas, services associated with oil and gas mostly
Service industry
Oil and gas workers
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298
299
300
301
302
303
304
305
306
307
308
309
310

None
there wasn't much work at all before the fire
Engineering and trades
Fast food
All types of jobs...trade..and professional..tourism..janitorial ...food services..everything
don't know just moved here after the fire
Pipe fitters, Engineers
all kinds
Oil and gas, all aspects really since the fires
camp for industry
i wasn't here before the fire
I came after the fire
Labourer jobs.

From your experience/understanding, what types of jobs were most in demand in Fort
McMurray after the fire?
1
2
3
4

Retail, sales and service, and slowly rebounding oil and gas sector due to rising oil prices.
Construction/building
Construction
Oil and Gas
Technical
Labour

5
6
7
8
9
10

trades person
Builder
None
construction
construction of new housing
BUILDERS
ELECTRICIANS
PLUMBERS
CONSTRUCITON WORKERS AND LABOURERS

11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27
28
29

Security
All
house building
all and every thing are in demand more and more for oil and gas industry
oil and gas
Contracting, construction,
Trades, transportation and oil and gas
contruction
haul trucks for north American mining
construction
retail
construction
fast food
helathcare
nurses, Drivers
cleanig
Journeymen, public service jobs
mining jobs
House builders
Trades
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30
31
32
33
34
35
36
37
38
39
40
41
42
43
44
45

Labour
service industry
service/retail
Site
construction.
Contractors
not sure, maybe customer service
service/retail
Construction
labour
Construction, Rebuild
Retail
minimum wage, food service
Everything.
labour
ALL Oil Sand Jobs ( Professional engineers, trades)
Administrative positions
Constructors

46

Retail. Since the fire many people have gone through life specific changes so there have
been many openings in all industries.
Food, retail
I would say retail, fast food, customer service type jobs.
Construction
Trades
Food services
laborer
HR
anyone to work for not for protis

47
48
49
50
51

52

Service Industry
Retail

53
54
55
56
57
58
59
60
61
62
63

None
trades, environmental, labour, admins, engineering
None.
trades & service industry
contractors of any kind (plumbing, carpentry)
Construction but also the service industry took a huge hit
Probably about the same as 16 and more
Trades
Construction
Trades for reconstruction and heavy equipment operators
Trades
Construction
Job availability has decreased since the fire. I am unsure of specifics as I am only starting
to create a resume as of today, and will begin my job search the upcoming Monday!
Pipe fitters
Admins
Trades-House construction workers

64
65

66
67
68
69
70

Construction trades for rebuild
Construction trades
trades
Trades, Building works
Labour
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71
72
73
74
75
76
77
78
79
80
81

82
83
84
85
86
87
88
89
90
91
92
93
94
95
96
97
98
99
100
101
102
103
104
105
106
107
108
109
110
111
112
113
114
115
116
117
118
119

Trades, Service Industry
Line Level, guest facing jobs - housekeeping, laundry, servers, bartenders, guest service
agents
Not really sure.
None. All are looking for jobs. House construction workers
no idea
-Construction
retail
SCAFFHOLDING
unknown
Security
Service
Retail
Construction
Construction
Security
Operators, labors, Administration and Sales Representative
Service industry needs to hire more so they can offer more hours of opening
General Labour, Retail, Store helpers
Fast food and grocery store businesses.
Builders, building trades, pipe fitters
Oil and gas
unsure
Carpentry, Cleaning Services, McDonalds, Landscaping, e.t.c.
QA/QC, Building Construction
oil and gas
transportation
Recovery
Not sure.
Only trades which is going down as well.
Trades
trade
truck driver
Construction
No clue exactly.
After fire lots of people got laid off but still I guess trade jobs are in demand.
IT Technician, System Administrator, Cabling Technician
Quality services to the clients in restaurants, Hotel services etc
Retail/Service Industry
Social and security services
Specialized professions and trades
Construction
Entry level positions. Many employers are cutting staff.
none
Site related positions
everything low.
Retail and service industry
oil related
Construction
Oil and Gas services?
restoration
medical, veterinary, social services, food industry, service industry
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120

Site related jobs
cooks
security
retail

121
122
123
124
125
126

residential construction, retail, food and hospitality
Contracting building trades, Mental Health
Construction Jobs only
service industries
Same
Service Industry/Minimum Wage
Rebuild contractors
Service sector
Trades, services and medical
Laborer
Skilled trades
Childcare
nothing
Not sure
trades, construction, operators
Childcare, non-profit, mental health professionals, service/hotel/retail industry, small/med
oilfield support
Teachers
service industry
Building trades
Security
Cleaning/restoration

127
128
129
130
131
132
133
134
135
136
137
138

139
140
141
142
143
144
145
146
147
148
149
150
151
152
153
154
155

Trades
food and beverage
Admin, engineering
service sector
Trades
Service industry, as well as some trades
Trades
Not sure
Construction
Trades for rebuild
Oil sector, transportation, government
Construction
Jobs within non-profit organizations, retail, and oil companies.
Not too many of anything
the same
service - restoration - rebuild
Teachers
Contractors
Builders
Daycare providers
Retail

156
157
158
159
160
161

Construction
Cleaning
Skilled Labour
Trades
Service industry
Trades/service
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162
163
164
165
166
167
168
169
170
171
172
173
174
175
176

177
178
179
180
181
182
183
184
185
186
187
188

189
190
191
192
193
194
195
196
197
198
199
200
201
202
203
204

not many
Construction contractors
?
Not sure
n/a
Service jobs
Administrative, retail, operator?
Service
Trades people for home rebuild
Employers: service industry
Employees: skilled trades
Administrative
Retail/service/tourism
Builders
Human service/support
1. Rebuild
2. Health Care
3. Oil & Gas
Basic Labour
Same as above.
Trades
Health practitioners
Specialized professionals (eg individual and family counsellors)
Unskilled labour
Substitute teachers
Trades
Labourers, carpenters, electricians, supervisory positions for oil and gas industry, RMWB
employees
Service industry, oil gas, construction, clean up services,
Service industry
Home Construction and Restoration.
Service industry
Trades
Process Operators
Construction Specialists
Cleaning / Labour
RMWB fire recovery positions, Red Cross fire recovery, Non-Profit
?
skilled labour and labour positions
RETAIL.
None, companies are using the fire to their advantage. Once people leave they cut their
position.
Residential Construction
xxx
Retail and server
Probably construction...
Social services
Nothing. There's a lot of workers but no work . Every one is looking for a job
Service Industry, construction, trades
None
Sales
Not a lot.
Construction/Oil and gas
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205
206
207
208
209
210
211

212
213
214
215
216
217
218
219
220
221
222
223
224
225
226
227
228
229
230
231
232
233
234
235
236
237
238
239
240
241
242
243
244
245
246
247
248
249
250
251
252

Retail/server
Price of gas has changed this
Trades
Construction related
Trades for rebuilding
Service industry
trades. (carpentry, electrical, plumbing etc)
Social profit sector
Mental health professionals
Labourers
Long haul drivers
Construction, Teaching
Unk
Construction related positions
Building supplies retail and restorations
Construction
Due to cutbacks the job market is minimal
Labor
Front line service jobs and retail
Minimum wage jobs
Seems like individual contractors the maintenance and rebuild.
Customer service and restaurant industry jobs
Service Industry
Service industry
Service industry
Mental health and recovery construction etc
Healthcare
Construction, retail, teaching, counselling.
Service Industry
Labor, trades people
Same as above just more so
Construction
Construction, retail and food service industry.
Oil industry
Service and cleaning related jobs
Same as above
Reliable contractors, oil field workers, and more
services
cONSTRUCTION-URBAN
Professionals
service industry, service industry, service industry!
construction
City clean up, rebuild
Construction, retail, service industry, specialized and general practitioners/ doctors offices.
Service industry
Admin retail service work construction and labour
on site and service industry - also rebuilding labour
trades
Construction
service sector/retail/unskilled labour
Cleaning and building
Health, services.
Seen lot's of people get unemployed and the only jobs are in demand are who had jobs from
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253
254
255
256
257
258
259
260
261
262
263
264
265
266
267
268
269

before.
Labour, electronics, not many job available
Not sure
There seems to be the same service industry, althought there is a sharp increase in
teaching and supports services, social work.
Construction for rebuild
Trades
labourers builders landscapers
Wellness
Local businesses
labour
Carpenters
Labourers
Labour
Construction
Retail
Construction, trades
Construction
Construction/trades
House cleaners
Home builders
Tradespeople
Furnace and vent cleaners
Roofers
Childcare

270
271
272
273
274
275
276

oil-related
Trades
Mostly Trade related. Will be lots of jobs coming with the new pipeline
Same
Entry level positiosn
Service jobs
construction
Skilled housing services
daycare
retail

277
278
279
280
281
282
283
284
285
286

Oil and Gas
Construction/ rebuilding of homes
Not as many . Typically the same jobs though
security guards, construction workers, heavy equipment operators, kitchen staff some retail
Power engineer.
not sure
Heavy equipment, trades, maintenance, retail,
labor.constraction, cleaning
Food services, child care, home care
Security, food industry,distribution and retail and banking sector

287
288
289
290
291
292
293

Cleaning professionals and assistants
Service employment
oil and gas
NA
Labourers and Construction
Scaffolding
construction
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294
295
296
297

Medical and retail
skilled trade
oil and gas, office administration, hospitality and service industry, laborer and tradesman
Construction
Service industry
Constructors and cleaners
not much demand but a bit more in the construction industry anyway
Trades
Construction and Carpentry
Trade and basic positions to keep oil operations going at a minimum
Rebuilding Ft Mac
None that I am aware of
not sure
Construction
the same plus more labourers, carpenters etc. for the rebuild
i see more trades and construction and professional jobs.
i work 7/ Eleven
retail.

298
299
300
301
302
303
304
305
306
307
308
309
310

What is your preferred method for learning about job opportunities and local
communities?
Number
1
2
3
4
5

Other (please specify)
Job postings at my Union Local
Bribe
All of the above.
Word of mouth for me. Online is also very
useful.
ACAW Dispatch Local 1325

If you are looking to change occupations, what do you feel is the biggest challenge you
face?

Number

Response Text
1
2
3
4
5
6
7
8
9
10
11
12
13
14

Covering living cost and cost of education
Not enough education
Education
Better qualifications
time money grants
getting into a union
FINANCES TO DO THE COURSES
My age
my age
sure we always facing a big challenge coming from outside of fort mc
Financial support to pay for the new career
change for sure getting to know the company
obtaining new licenses
i want to upgrade my skill, however, there is no funding from the government to achieve my
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15
16
17
18
19
20
21
22

goal.
Competition from other out of work people looking for work.
Funds
training opportunuties
experience
No vacancies and no known persons
Networking
not looking to change occupations
unavailability
having knowledge enough of how the job is -

23

and money to pay the school fee.

24
25
26
27
28
29
30

My age
I have not given a conservative effort to apply for another position in the company
retraining
Finding a job with a sufficient wage.
i love my current job way too much ! (never going to change)
The job will not be available due to job cuts.
wage in relation to cost of living
I'm currently trying to transition from home renter to home buyer, so the what if of not
having an income or less of an income during that transition period is too high of a risk.
education
There is not many opportunities for Administrative positions most of them are full. Now
more businesses are shutting down their doors. If I lose my jobs, I don't think I will find any
soon.
Competition. Having more than enough recent, relevant work experience to shine above
other candidates
The job market has gone down since the fire, if I wanted to change jobs now, I think the
biggest challenge would be finding something in my field.
N/A
Not applicable
Amount of people looking at the same role
If I were to change careers, I would open my own business, which could present a
challenge due to lack of affordable commercial spaces
Experience
age/health.

31
32
33
34
35
36
37
38
39
40

41
42
43
44
45
46
47
48
49
50
51
52
53

hard for a professional Engineer to go for trades at this age even though they are always in
high demand
Temporary foreign workers.
Most positions are temporary, not perm/secure.
Starting from ground zero
Education
Transportation
Hiatus in work experience due to a change in company position to make more money, so
that I can provide for a growing family
No vacancies
I was previously employed as a delivery driver, with administrative experience as well. I am
looking for a part time job that relates to my past experiences as I am attending college
towards my future career, and anything prior is not long term.
No vacancies
availability
No jobs available and hiring freeze
I am partically handicapped and not easy to find a job, because if they find out - they don't
want to hire you!
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54
55
56
57
58
59
60
61
62
63
64
65
66
67
68
69
70
71
72
73
74
75
76
77
78
79
80
81
82
83
84
85
86
87
88
89
90
91
92
93
94
95
96
97
98
99
100
101
102
103

recruitment freeze
Finding the occupation in question
_Lack of opportunities
not looking to change
QUALIFICATION
n/a
Financial
training
Getting the money to buy the courses I need to have
financial need, I want to own my tools to open a small business.
Finding a place to rent where is cheap and convenient
Education documents
living expenses while still going to school.
Unable to get to the interview
Being trained
Getting my G.E.D. first.
Availability of jobs
the proper training
upgrading driving licence
Education in that area
The right information.Acctually I'm looking for something like that.
There are not much offerings/ opportunities available in any services. Mostly they look for
higher experience.
Location, competitive wage
Find Job opening
Funding for education
Well here the situation is that lots of people loose the job so if any one looking changes the
proration without experience had to get into that job.
Oil and gas administration
Job competition increased from unemployment, and training accessibility (including
technical and non-technical)
Experience .
Financial
Finding work
Economy
No Driver's License
finding anther job.
financial
N/A
Recognition of competencies over credentials.
education
Age
Training options, loans
Selling the house in Fort McMurray, moving out of province and educational costs while
supporting a family!
relocation
Current economic climate in Alberta
Lack of local interest in skills training.
N/A
age, and location that i want to work in
My age
Hiring from outside of fort mcmurray
computer knowledge
Bribe someone
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104
105
106

107
108
109
110
111
112
113
114
115
116
117
118
119
120
121
122
123
124
125
126
127
128
129
130
131
132
133
134
135
136
137
138
139
140
141
142
143
144
145
146
147

Not knowing what is available out there and it's a lot to do with who you know versus what
you know!
Fear of unknown and capability
Technology
Internally, there are two main factors and that is that mining companies tend to promote
engineers and also that the mining sites are political.
Externally, there isn't a high demand for my specific skill set. I am more required in larger
cities.
Health. I have an autoimmune disease that I work hard to control.
Finance
My age and lack of experience
lack of jobs and my age
choosing an occupation and finding an opportunity to start with no experience
Going back to school
Finding work
N/A
Companies focus a lot on experience. If you're looking to change careers, its tough to get
involved if you lack experience in that field.
Money
Available jobs
Paying for education and being able to afford to live while in school
training and financial assistance
Childcare/cost of
Babysitter fees are astronomical
Many other applicants in the pool
Being a stay at home mom for five years plus
Disability
No oil and gas experience
Competitive salary
Experience
Not enough local education/training to support a change in careers.
Lack of Experience in a different field
Finding a position in my field that would be able to pay a living wage in this city.
Worrried I couldn't sell my house if I wanted to leave for a job in another region
Rumours and gossip. Fort McMurray is not very big
Fear of change
University Degrees are now required for entry level positions even to be a receptionist. My
17+ years office experience has no value since the wildfire
Decline in economy, options within the city
The climb in Albertas economy
Mortgage
Lack of positions for my experience
Market conditions - because of bad economic conditions currently high number of
unemployed people looking for jobs makes it harder for change in occupation
The economy. With lack of confidence in industry currently there is still not much available.
my perceived lack of education
EDUCATION
Fort mcmurray is an oil town. So to have a career outside of the oil field is difficult.
Finding a job that is in town and not at a site.
xxx
I am white, male and a senior (60+), no special status like aboriginal, handicapped or
female to be selected by "affirmative action"... one way or another I get dropped at an
interview level (discrimination) despite high scores elsewhere in the hiring process.
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148
149
150
151
152
153
154
155
156
157
158
159
160
161
162
163
164
165
166
167
168
169
170
171
172
173
174
175
176
177
178
179
180
181
182
183
184
185
186
187
188
189
190
191

192
193

I won't find someone to hire me
Availability within the region
Knowing if the job will be there in a year or it will get scrapped
Financial
Pre employment training for trades and inability for workers to get their first job in a new
field.
education
Who you know is still very high over qualifications
Age. And some sort of culture gap.
Not enough education
Lack of employment opportunities
my employment is safe currently. If I change occupations I am uncertain I would have the
same job security.
The large pool of applicants
Going back to school
Being the new person with the way the economy is right now
Economic downturn
lack of experience
Competition right now due to lack of jobs
Knowing a friend or family in that business, word of mouth.
My lack of education
Not having enough experience
Training
None
Change in routine
Actually securing permanent employment.
Not many jobs in my field in town
My age and money
Going back to school
Cost-related challenges
Companies not offering fly in/out.
Support to help keep our children's care, and financial support while I obtained education
required
n/a
Money
I am not seeking to change job
lack of experience
Lack of formal education. I have over 15 years of experience in my chosen field which
translates to other fields, however I don't have a degree. As a professional this makes
moving up in my field or seeking work with another employer extremely difficult
Many unemployed people in region in competition for few jobs
Study
English is not my first language.
Tuition, relocate to another city, funds for living etc
I want to do my masters but I don't have the money and my husband is not working at the
moment 8
The number of resume's submitted for one position - your gets lost in the sea of applicants
Paying for education
Making an equivalent salary
not knowing the right people
Not knowing someone to get me a job on site I feel like you need to know people or need
lots of experience
But everyone has to learn somewhere
the work
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194
195
196
197
198
199
200
201
202
203
204
205
206
207
208
209
210
211
212
213
214
215
216
217
218
219
220
221
222
223
224
225
226
227
228
229
230
231
232
233

Going back for other training. Paying the cost of daycare while going back to school while
also paying bills, mortgage, etc.
Paycut
Finances
Not looking for employment.
Shift work
Child care - costs and availability
fear
Not enough experience in the field I wish to work in.
Na
n/a
Lack of education and training, lack of recent work experience/references
job security
Age
The biggest challenge to face would be lack of experience and knowledge in a new field
Change. Takes a long time to get comfortable with new companies and
employees/employers
I have no work experience
Lack of jobs throughout Canada.
school
Education and training.
because I don't have a trade beside class 1 licence
Support with housing, food, utilities.transportation
Jobs related to support services at major oil and gas project is a better option but
unfortunately they are hiring from Calgary and Edmonton as fly in fly out with camp
accommodation and opportunities are limited for local residents
I have no experience other than my own field.
Opportunity in the social services sector.
Too much experience required.
NURSING
N/A
training
licenses
Fear
just getting out of the comfort level
Adequate skill sets for the changed job
Getting experience
No jobs that will hire you with little experience to get your foot in the door. No one wants to
risk hiring no experience when better qualified people are in the running.
inexperience
Resume and getting noticed
age
Getting back in to the workforce, training
i would like to go back to school but i already have student loans. i don't want anymore
debt.
I want to change because i want to get a better a job
funding for said corses
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How important are the following factors to you when deciding where to live?
Number
1
2
3
4
5
6

7
8
9
10
11

Other (please specify)
cultural activities - important
Rent and property price must come down to 10% from current price level.
Fort Mcmurray is not Huwai or Florida, Nice weather.
community support network
an educated local population
weather, travel deals, continuing professional education, safety
We need better access to specialist doctors. As a woman living here, the fact
that there isn't a gynaecologist practising here is disturbing. And getting in to
see a family doctor can take weeks.
The urban environment (appalling here) and sustainability (sadly also
appalling)
Access to international airport
NEED MORE CAMPGROUND SPOTS
*** Question 10 - I have no children at home - I have 2 adult children not at
home.
outdar parks and soccerfields
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