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Forward 
 
With funding from Service Canada, the Economic & Community Development 

Department of the City of Portage la Prairie initiated Phase II of the Labour Needs 

Assessment Survey from December 18, 2006 – March 9, 2007. Phase I was completed 

from September 24, 2001 to February 8, 2002.  

 

The interviewer would like to take this opportunity to thank all the people interviewed for 

taking the time out of their day for this process. Without all of you, studies such as these 

are not possible. A heartfelt thank you to each interviewee for your time, willingness to 

share, honesty, and encouragement. 

 

The purpose of this study was to collect measurable data through face-to-face 

interviews with Portage la Prairie and area’s employers; to find out what is occurring 

locally in regard to our labour needs and then compare the findings with Phase I, as well 

as provincially, and nationally. 

 

For the purposes of uniformity, the North American Industry Classification System 

(NAICS) was used to identify nine industry sectors. This system is used throughout 

North America. The National Occupational Classification (NOC) system was used to 

identify nine different occupational categories. This is a Canada-wide system.  

 

The study intended to answer the following questions: 

 

• Is there currently a shortage of employable workers in Portage? 

• What Skill Levels (as defined by NOC) are in demand? 

• Will there be occupations (as defined by NOC) facing worker shortages? 

• How many jobs are expected to be created over the next 3 years in Portage? 

• In which industry sectors (as defined by NAICS) will these jobs be created? 

• What kind of education and/or training will be needed to fill these jobs? 

 
Sheri Blaylock, Project Co-ordinator 
December 18, 2006 – March 9, 2007  
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Executive Summary 
 
This is an interesting time for labour needs in the City of Portage la Prairie as well as 

other cities across Canada and the Western world. Retirements of the Baby Boomers 

coupled with a declining fertility rate (the measure of how many children a woman has) 

for the past twenty years have resulted in a decreased workforce across all skill levels 

and industry sectors. Our economy is strong, leading to expansion and the creation of 

more jobs; however, there are less people to fill these jobs.  

 

In order to quantify the labour needs of the Portage la Prairie area, Phase II of the 

Labour Needs Assessment Survey was implemented. Eighty-seven (87) businesses 

and organizations were surveyed during this study. This lead to a total of 3 748 jobs 

across the business sectors and skill levels being discussed.  

 

A breakdown of the some of the findings across the skill levels is presented in the 

following table. 

 
Skill Level A B C D 
Average Salary (low) $44 000 $28 000 $23 000 $19 500 
Average Salary (high) $95 500 $52 500 $35 000 $24 000 
Hours (low – high) 39.7 – 41.3 39.8 40.0 37.1 (avge) 
Work experience 
required (in years) 

3.25 1.2 0.68 n/a 

Average age 41.9 39.5 37.7 34.2 
Average length of 
employment (in years) 

10.2 10.2 7.9 3.8 

 
As one can see, wages decrease as the skill levels (and education requirements) 

decrease. There is also a positive correlation between the decrease in skill levels and 

average age. 

 

Education is of the utmost importance in Skill Level A which makes sense, as this skill 

level includes professions such as agronomists, engineers, medical doctors, teachers, 

lawyers, accountants, and psychologists. In Skill Level B, education was also a 

necessity, often in the form of a specialized training course or an apprenticeship. In the 

latter two skill levels, C and D, education was not as high a priority as the individual’s 
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attitude and willingness to learn. At these skill levels, the employer is most often able to 

train the individual in the skills necessary to be successful at the occupation.  

 

In addition to not having enough people to fill the jobs available in Skill Levels A and B, 

a lack of education or technical skills were also indicated as barriers to finding 

employees. In Skill Levels C and D, there is not only a shortage of numbers, but what 

employers called a shortage of “employable people,” meaning that some people do not 

have the minimum skill set or knowledge to be able to adequately and successfully 

function in a workplace, for example: showing up to work on time with a clear head, co-

operating with fellow employees and management, listening to instructions, being able 

to identify and solve problems, and taking pride in themselves and a job well done, to 

name only a few. Employee turnover rates increase as skill levels decrease. All 

employers recognized the severity of the labour crunch and some were very 

knowledgeable on this issue.  

 

Throughout the skill levels, recruitment is an issue. Almost every employer interviewed 

had at one time in the past not been able to find the right person for the occupation they 

were looking for—whether it be a social worker, carpenter, customer service 

representative or labourer. Forty per cent of all businesses surveyed had in the past had 

no applicants apply to advertisements. The major implication of not finding the right 

person for the job was that most businesses/organizations increased workloads for 

current employees. There are not enough people in the collective pool in Portage la 

Prairie and area to fill all the jobs that are available and this became very apparent 

during the course of the interviews. The national numbers quantify this statement. The 

fertility rate of Canadian women is at 1.5, well short of the 2.1 needed to replace a 

population. The fertility rate on First Nations’ reserves is well above the national 

average, about 2.86. With a number of First Nations communities near Portage la 

Prairie, strengthening our ties with First Nations’ Leaders and organizations as well as 

communication between the two cultures should be a priority. The theme here is 

cooperation.  

 

Immigration has been keeping Manitoba’s net population marginally in the black. Nearly 

half of all those interviewed requested more information on the Manitoba Provincial 
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Nominee Program, an initiative of the Immigration and Multiculturalism Division of  

Manitoba Labour and Immigration. Immigration is part of the solution to the labour 

shortage, but only part. Here again the City is trying to help businesses/organizations to 

understand what immigration can do for their situation, and what it cannot do. On 

November 22, 2006 the City facilitated a Business/Employer Immigration Open House 
which was attended by 22 businesses/organizations. Immigration certainly will not fix all 

the problems with regards to labour needs in Portage la Prairie and area, but is a 

source for Portage la Prairie businesses and organizations to tap into.  

 

Many businesses/organizations in and around our City rely on labourers to get the crops 

out of the field. Obviously, there are the farmers, but businesses across the industry 

sectors commented that if it is not a good year for agriculture, their business also 

suffers. Portage la Prairie and area’s economy leans strongly on our primary food 

producers’ ability to get off a good crop each year. Obviously, this industry is weather-

sensitive but every farmer interviewed expressed great concern in finding enough 

reliable labourers for them to remain successful. Because of the impact that farming has 

on the economy in Southern Manitoba, the labour needs of this area, and every area 

employing labourers, needs to be very carefully considered by everyone. 

 

Soft or transferable skills are extremely important across the skill levels. This point 

cannot be over-emphasized. Sixty-nine soft/transferable skills were evaluated by the 

interviewees. Skill Level A employees are expected to be the most fluent in these 

soft/transferable skills; however, every worker should be aware that employers expect 

and want every employee to be knowledgeable about themselves and how to deal with 

workplace situations. This is valuable information for our youth and youth serving 

organizations. 

 

Training that could be facilitated by the City of Portage la Prairie or the Chamber was a 

popular idea with employers. Many indicated that they had sent employees to past 

workshops/seminars and had found them helpful and/or informative. The area that was 

of the most concern, and where training was most needed according to employers, was 

People in the Workplace (see Section 10.3). Training in this area would involve how one 
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should present themselves in a professional or confident manner. Computer skills 

training is also in demand—from intro courses to more advanced, all were indicated. 

 

The greatest challenge for local businesses/organizations is staffing. Finding good 

people, retaining them, and dealing with retirements all are high priorities. Staying 

profitable, maintaining sales, and keeping up with workload are major challenges as 

well over the short- and long-term. 

 

Another key finding of this report is that although more people migrated to Alberta in the 

third quarter of 2006 than in the same time frame in 2005, more people also migrated 

from Alberta to Manitoba. The “Alberta Pull” is very hard to measure on a City basis as 

some who go to Alberta may never have entered the workforce here before leaving for 

Alberta. The trades sector businesses who often lose workers to Alberta reported being 

sufficiently staffed at the moment (keep in mind that needs for labour increase in the 

summertime), but they are remaining vigilant as there is a shortage of journeypersons 

across Manitoba. Workers from Portage la Prairie already employed here and leaving 

for Alberta was definitely not the highest priority when it came to the trades business 

owners’ worries. The construction industry has likely the most need in heavy equipment 

operators as they cannot compete with Alberta wages.  

 

Retirements of the Baby Boomers is an issue facing all of Canada and other Western 

countries. The survey did not specifically ask about retirements, however it was 

mentioned by many employers, especially in Skill Levels A and B where a lot of 

management jobs are located. The occupation types most at risk due to retirements in 

the next few years are in the social sciences, education, and government services 

sector, and the health sector. The health sector will likely have the added burden of 

increased usage as people are living longer lives and accessing it more and for a longer 

period of time per person. More usage coupled with en masse retirements due to the 

higher average age of health care personnel may cause major stresses on our health 

care system. 

 

The wants and needs of the workforce has changed from the Baby Boom era. Today it 

is an employee’s marketplace; there are more jobs available than people to fill them. 
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Management and business owners need to find creative solutions to their workforce 

problems. This is a difficult task as the successful management model has changed. 

People in management who have modeled themselves after managers who utilize the 

top-down management paradigm are finding that this is no longer working. Just as 

value-added products often sell better than their raw ingredients (eg: salsa versus 

tomatoes), adding value to your workplace environment and showing your workforce 

they are valued are tremendously important. Top-down management styles seem to 

have less success than a more team orientated style. Gone are the days of the “top 

dog” sitting in his or her “ivory tower” giving out orders. In successful workplaces in 

Portage la Prairie, the managers are often found on “ground level” with their employees 

making sure that they are in tune with what their workforce needs and desires. People 

who feel they are an important member of a successful team and feel that they are 

valued seem to stay longer at their jobs. People entering the workforce will need more 

mentoring than ever before (including managers) and this guidance needs to be just 

that—guidance by caring individuals, not orders from “above”.  

 

Feeling valued is not limited to individuals. Local small businesses also need to feel 

valued and important. Organizations such as the Chamber and City need to continue to 

build consumer loyalty of local businesses, especially small businesses. Education of 

the reasons one should shop locally and what the effects of shopping elsewhere are on 

our local economy need to reach each and every household in Portage la Prairie. 

 

People currently living in Portage la Prairie and area need to be reminded and/or 

educated as to what our community offers. With the faced-paced world we live in, it is 

very easy to forget what is right under your nose and go elsewhere for leisure or 

shopping, etc. Creating a city with first-class facilities and a positive environment for 

growth on an individual level is imperative. We need to constantly be showcasing our 

strengths and successes at an individual and community level. 

 

Recommendations from Phase I of this report that have seen positive action are listed 

below: 
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• The Chamber, along with the RCMP, ran a campaign on increasing awareness 

and educating businesses on preventing and managing shoplifting. 

• For two years the City sponsored the Skills Link program which was a program 

designed for youth to assist them with basic work skills and job finding skills.  

• In the area of developing specialized training courses requested by local 

businesses during the Phase I interviews, the City brought together Red River 

College (Southport) and HiTec Industries which resulted in a welding course. 

• A marketing brochure was created to increase promotion and awareness 

regarding particular professions and trades, employment, and career 

opportunities in Portage la Prairie and the benefits of living and working here. 

The Skills Link program also touched on these topics. 

 

The main recommendation of this report, and a common theme throughout the 

interviews, is for the business community and other stakeholders to come together in 

the spirit of co-operation to find innovative and creative solutions to the shortage of 

workers. As was suggested in Phase I, it may be appropriate for the City to spearhead 

this committee, to create and nurture partnerships throughout our community and to 

take the leadership role at the onset. The overall feeling from businesses/organizations 

interviewed was that they are very willing to be a part of the solution in whatever form 

they can. There is not one organization in the City that has not been touched by 

difficulties in staffing. What is working for businesses/organizations with regards to 

staffing and labour retainment? That knowledge needs to be shared so that the 

community as a whole can benefit. 

 

Continued development of educational opportunities, co-operation and quality 

communication between all segments of our society, and relentless promotion of our 

area should be top priorities for all stakeholders. Education, co-operation, and using a 

lot of creativity to find novel, innovative solutions are all key to dealing with our labour 

needs in our rapidly changing society. 

 

More research and study is needed in the following areas: the effects of retirements on 

our labour needs; the effects of immigration on our City; intentions of our graduating 
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youth; attitudes, values and needs of our younger population; and how to create 

mutually beneficial partnerships and networks between all segments of our society, as 

they are all intertwined.  

 

The City is encouraged to continue with Phase III of this Labour Needs Assessment 

Survey in 3 – 4 years’ time in order to assess current labour needs at that time. A mini 

assessment of the progress of the recommendations in this report in a couple of years’ 

time might be a good idea.  
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Section 1: The North American Industry Classification System (NAICS) 
The North American Industry Classification System (NAICS) is an industry classification 

system developed by the statistical agencies of Canada, Mexico and the United States. 

Created against the background of the North American Free Trade Agreement, it is 

designed to provide common definitions of the industrial structure of the three countries 

and a common statistical framework to facilitate the analysis of the three economies. 1 

The NAICS code divides industry into nine sectors and can be up to 6-digits in 

accuracy. The industry sectors are listed in the chart following, along with how many 

businesses/organizations were interviewed and contacted in each sector. No interviews 

were conducted for the parts of the sectors in italics. 

 
Sector 

# 
Sector Description Inter-

viewed 
Con-
tacted 

Industries - Goods 
11 Agriculture, Forestry, Fishing & Hunting 6 6 
21-23 Mining, Oil & Gas extraction, Utilities and Construction 8 9 
31-33 Manufacturing 8 11 
Industries - Services 
41-48  Wholesale & Retail Trade 17 21 
51-56 Information and Cultural Industries, Finance/Insurance, Real 

Estate, Professional, Scientific and Technical Services, 
Management of Companies and Enterprises, Administrative and 
Support, Waste Management and Remediation Services  

16 18 

61-62 Education services and Health & Social services 13 15 
71-72 Arts, Entertainment and Recreation, Accommodation and Food 

Services 
10 16 

81 Other Services 7 8 
91 Public Administration 2 2 
 Total 87 106 
 
 
Three sectors (4, 5 & 6) make up just over half of all businesses/organizations  

surveyed. It was thought at the onset of the survey that the retail industry was in need of 

research, so we chose to purposely interview more businesses in the Retail Trade 

sector (44). Also, there are a lot of businesses in Portage la Prairie that are in these 3 

sectors, likely close to 50%, so it is representative. Public Administration (sector 91) 

was purposely limited to only two organizations and six farmers (sector 11) was deemed 

sufficient to gather enough information to extrapolate on the primary food producers’ 

                                                 
1 http://www.statcan.ca/english/Subjects/Standard/naics/2002/naics02-intro.htm 
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Sectors by Percentage

81
8%

71-72
11%

51-56
18%

41-48
21%

31-33
9%

21-23
9%

91
2% 11

7%

61-62
15%

labour needs. It is felt, however, that the Manufacturing sector (3) may be slightly under-

represented due to the fact that 27% of manufacturers contacted chose not to be 

interviewed. 

 

 

 

 

 

 

 

 
 
 
 
 
The following businesses chose to be interviewed (NAICS code in italics): 
 
Jamor Farms 1111/11121 
Jefferies Bros Vegetable Growers 
11121/413150 
Mayfair Farms 11121/111330 
SB Vegetable Growers 11121/111190 
McCallister Farms Ltd/Red Beard Farm 
111999/418320 
Jonair (1988) Ltd 115110/418390 
 
Manitoba Hydro 221122/221210 
EF Moon Construction 237 
Towle Construction Ltd 237 
Ellwood-McRorie Ltd 238 
V&R Electrical Ltd 238210 
Shewfelt’s Plumbing & Heating 
23822/561799 
Cobbe’s Plumbing & Heating 238220 
Unique Woodworking 238350/111 
 
 
Best Cooking Pulses 311211 
Nutri-Pea Limited 311221 
Great Plains Aseptic Processors 3114 
McCain Foods (Canada)  311990 
Simplot Canada (11) Ltd  311990 
Armwood Windows & Doors  321911 
Portage Concrete  327320 

HiTec Industries  333110 
 
Agricore United  411120 
Portage Agri-Sales Ltd  412110/484221 
Enns Brothers  417110/441220 
Craig Dunn Motor City  441110/8111 
Western Bearing & Auto Parts 
441310/417110 
Tirecraft  441320/811111 
Rona Building Centre & Newport Design 
Interiors  444110/4422 
Duffield & Duffield Contractor & 
Supplies  444190/238350 
Portage la Prairie Consumers Co-op 
445110 
Sobey’s  445110 
Shoppers Drug Mart 446110 
MacDonald’s Sporting Goods 
451110/522299 
Mil-Jeanne Flowers & Axcenz 453110 
Mayfair Print Shoppe & Office 
453210/561430 
Guinn & Simpson Co. Ltd. 453999 
Portage Transport (1988)  4841 
Agrium-Bloom  484239 
 
Daily Graphic 511110 
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Golden West Radio  515110 
BMO/Bank of Montréal 52211 
RBC Royal Bank  52211 
Portage Credit Union Ltd.  522130 
Farm Credit Canada  522299 
Portage Mutual Insurance  5241 
Stewart-Greenslade Limited  524210 
Century 21 Andrich Realty Ltd  531210 
Kreklewich & Kinnear  541110 
BDO Dunwoody LLP  541212 
Mega Computer Services Ltd  
541510/443110 
Portage Veterinary Hospital  541940 
Total Travel  561940 
ATCO Frontec Corp  561730 
Portage & District Recycling Inc.  
562210 
 
Portage la Prairie School Division  6111 
Red River College, Portage Campus  
611210 
Addictions Foundation of Manitoba  62 
Dental Health Clinic (Dr Larry Cogar) 
621210 
Dr Bruce Narvey Chiropractic  621310 
Portage Vision Services  
621320/446130 
Portage Physiotherapy & Sports Injury 
Clinic  621340 
Ryan’s Denture Clinic  621390 

TLC Home Health Care  621610 
Portage Family Abuse Prevention 
Centre  623991 
Child & Family Services of Central 
Manitoba 6241 
Portage Friendship Centre, Inc  624190 
Portage Day Care  624410 
 
Glesby Centre  711311/531120 
Portage Curling Club  713990 
Canad Inns  721111/531120 
Super 8 721111 
Boston Pizza  722110 
Chicken Chef  722110 
Garden Gate Grill  722110 
A&W  722210 
Tim Horton’s  7222210 
 
Midas Car Care  811111/4413 
Pongoski Enterprises Ltd  811111 
Boyd Autobody & Glass  81112 
Serenity Oasis  81211/812190 
SetSetera Studio of Design  812115 
Omega Funeral Home  812210 
Portage & District Arts Centre  813990 
 
RCMP  911230 
Regional Health Authority –Central 
Plains Inc.  912910 

 
The following businesses chose not to be interviewed (NAICS code in italics): 
 
P&R Painting  238320 
 
Can-Oat Milling 3112 
Prairie Abattoir 311610 
Airport Technologies 
 
Acklands-Grainger 416 
Canadian Tire 4441/811111 
Wal-Mart  452110 
Flynn’s Bridal 448199 
 
Stevenson Law Offices  541110 
Food Development Centre  541710 

 
Dr. Young  621210 
Manitoba Developmental Centre  62321 
 
Days Inn  721111 
Subway  722210 
McDonald’s Restaurant 722210 
Smitty’s Family Restaurant 722110 
Jennifer Leigh’s Restaurant  722110 
Pizza Hut  722110 
 
McKenzie’s Portage Funeral Home 
812210 

 
A message left at Westfair Foods Ltd in Ontario regarding the rumoured expansion of a 
Real Canadian Superstore or Loblaw’s in Portage la Prairie went unanswered. 
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Section 2: The National Occupational Classification Codes (NOC) 
 
The National Occupational Classification (NOC) is a system for describing the occupations 

of Canadians. It gives statisticians, labour market analysts, career counsellors, employers 

and individual job seekers a standardized way of describing and understanding the nature 

of work.2 The NOC was last updated in 2006. 

 

The numbers for the NOC differ from those of the NAICS, and they can be composed of up 

to 4-digits. For our purposes, 3-digit accuracy was used. The NOC is organized first into 

type of occupation and then into the level of education usually required for that occupation. 

Types of occupations, according to the NOC, are as follows: 

 

0 – Management Occupations 

1 – Business, Finance & Administration Occupations 

2 – Natural and Applied Sciences & Related Occupations 

3 – Health Occupations 

4 – Occupations in Social Science, Education, Government Services & Religion 

5 – Occupations in Art, Culture, Recreation and Sport 

6 – Sales and Service Occupations 

7 – Trades, Transport and Equipment Operators & Related Occupations 

8 – Occupations Unique to Primary Industry 

9 – Occupations Unique to Processing, Manufacturing & Utilities  

 

Except for Management positions, the second digit of the NOC code refers to the usual 

education requirements for the occupation. The first two digits together refer to a major 

group. For example, 62 refers to the major group Skilled Sales & Service Occupations, 

which is further divided into minor groups which are represented by the first three digits of 

the code, in our example, 621 - 627. Finally, each of these minor groups are once again 

broken into more specific occupations, eg: 621 (Sales & Service Supervisors) is broken 

into 6 unit groups, 6211 – 6216. 

 

                                                 
2 http://www23.hrdc-drhc.gc.ca/2001/e/tutorial/intro.shtml 
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Four different education requirements make up the Skill Level part of the NOC.  As 

mentioned above, the second digit refers to the usual educational requirement for an 

occupation, except in the case of management, where is it the third digit. Skill Level A 

occupations usually require a University Degree and are denoted by the number 1, eg: 

4142, or in the case of management occupations: 061. 

 

Skill Level B occupations usually require a college education or apprenticeship training and 

are denoted with the second digit of 2 or 3,  eg: 4242, or 062. 

 

Skill Level C occupations usually require secondary school (high school) and/or 

occupation-specific training and have the second digit as a 4 or 5, eg: 7411, or 064.  

 

Skill Level D occupations require on-the-job training which is usually provided by the 

employer and the number 6 is used, eg: 7611, with no management occupations at this 

level. 

 

Sometimes, employers found it difficult to categorize the jobs of their employees. Often this 

was because there are a lot of people working in Portage la Prairie who have “worked their 

way up through the ranks” and did not have the formal education usually required of a 

person in their job. This was overcome by the interviewer asking, “If you were to hire 

someone today for that job, would you expect them to have a ________ (university 

degree, college diploma, etc)?” Also, descriptions of the tasks done by a person often 

resulted in that occupation being successfully categorized. It was felt during some 

interviews that employers felt uncomfortable with the perceived “ranking” of his or hers 

employees. The NOC was used as a tool, not to rank people’s abilities or the person 

themselves, but only to classify occupations so that they could be analyzed as a group. It 

is felt that perhaps there might have been some mis-classifications with respect to 

secretaries versus administrative assistants due to this latter point, but these errors are 

minor. 
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Male, 
1888, 
50.4%

Female, 
1860, 
49.6%

D, 1101, 
29%

C, 1294, 
35%

 B, 803, 
21%

 A, 550, 
15%

Type of job, n = 3748

Full-time, 
2761, 
73%

Part-time, 
776, 21%

Other, 
211, 6%

Section 3: Demographics of the Survey 
 
The survey tool was developed using the 2002 survey as a model. However, the terms 

skilled and unskilled  were thought to be too vague and these were changed to the four 

NOC skill levels as defined in that section. The survey was sent out to the 

business/organization via e-mail or fax before the scheduled interview. For the most part, 

this was very helpful; however, after receiving the survey some chose to not participate, 

thinking the survey too long or complicated. Of those interviewed, only 3 have requested to 

not be interviewed for Phase III in 3 – 4 years’ time. Most would like a copy of the report. 

 
Eighty-seven (87) businesses/organizations were surveyed 

for a total of 63 ½ hours of interview time, ranging from 15 to 

75 minutes, with the average interview taking 44 minutes. 

Only 15 businesses/organizations had employees at all four 

skills levels and had to complete every page of the survey. 

There were 3 748 jobs surveyed: 2 761 full-time positions, 

776 part-time and 211 other (mostly seasonal) positions. In 

Phase I of this report (2002), 4 112 employment positions 

were included in the survey and 89 businesses were interviewed.  

 

Coincidentally, there was nearly a 50/50 split with respect to 

gender which mirrors Phase I’s 48/52 male/female split. 

 

Of the 3 748 jobs discussed, 64% were in Skill Levels C & D.  

 

Thirty-seven businesses/organizations employed at least one 

person in Skill Level A, 81 had Skill Level B employees, 68 Skill 

Level C, and finally, 45 businesses/organizations had Skill Level 

D occupations represented. Note that this does not add up to 87 

because in almost every instance there was more that one skill 

level represented by the business/organization’s workforce.  

 

 
Labour Needs Assessment Survey – Phase II – Final Report 
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Corporation
59%

Franchise
5%

Government
3%

Non-profit org
10%

Partnership
13%

Sole 
proprietorship

8%
Co-operative

2%

Keeping consistent with the 2002 report, business size definitions remained the same. 

Small businesses are defined as those with 1 – 5 employees, medium 6 – 50 and large 

>50. The majority of businesses/organizations interviewed, 57 out of 87, fall into the 

“medium” category.  
Small, 17, 

20%

Medium, 
57, 65%

Large, 13, 
15%

 
Business structure was dominated by corporations at 50, which includes crown 

corporations for our purposes. There were 11 partnerships, 9 non-profit organizations, 7 

sole proprietorships, 4 franchises, 3 government organizations, and 2 co-operatives (2 

different businesses interviewed belong to the same co-operative, which is why these 

numbers add up to 86 instead of 87). 
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Section 4: Skill Level A Occupations in Portage la Prairie & Area 
 
4.1  Introduction 

There were 550 employment positions in the Skill Level A category gathered from the 

interviews. This is approximately 15% of the 3 748 positions used for this report. Thirty-
seven businesses employed people with Skill Level A occupations. Female workers 

make up 62.9% of the workforce at this level. Examples of occupations at this level 

include: senior management, accountant, teacher, engineer, registered nurse, lawyer, 

psychologist, and librarian. 

 
4.2 Education 

Skill Level A occupations usually require a university degree. In Portage la Prairie however 

there is at least one business owner with a grade school education working (and thriving) 

at a Skill Level A occupation.  

 
Education Levels Skill Level A
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One can see that for this skill level, 21 out of 37 (57%) businesses indicated that their 

lowest level of education was a University designation and 32 out of 37 (86%) indicated 

that their highest level of education was a University designation. A large proportion of 

these occupations are in NAICS sector 61 - 62, Health & Education.  

 

4.3 Salary & Experience 

The average annual salary at the low end of Skill Level A is approximately $44 250, 

representing about 39.7 hours of work per week. The average annual salary at the high 

end of this Skill Level was $95 510 with 41.3 hours/week. When a “per hour” wage was 

given, that wage was multiplied by the number of weekly hours given and then by 52 to get 
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an approximate annual salary. These calculated numbers do not include bonuses. 

However, for overtime commitments, seven of the businesses listed “regularly”, “often”, or 

“lots”, and a further six employers said overtime was expected, from 3 – 20 hours/week. 

This overtime is part of the salaries. Wages were sometimes a sticky point at this level. A 

couple of businesses declined to give the salaries of the owners/managers, preferring to 

focus more on their labour needs, not on information about their personal status with their 

company. Sometimes, the person being interviewed did not know the salary of the 

people/person at the top of the pay scale. It is thought that the average highest wage of 

$95 510 would be higher if the senior managers of the companies that chose not to 

disclose those salaries was included, although this is mere speculation. The right for them 

to not share this information is respected.  

 

For the question: “What is the minimum level of experience at hiring required for your Level 

A occupations?”, the average response was 3.2 years, with a range of 0 – 20 years. 

 

4.4 Average age & length of employment  
One of the overwhelming common threads when talking to employers who themselves are 

at this level is that they are very concerned with succession planning for their 
businesses. With the average age of Skill Level A employees at 42-years-old (the oldest 

average in the survey), it is something to be concerned about. This is not unique to 

Portage la Prairie as it is a well-known fact that the Baby Boomers are retiring en masse. A 

person born in 1950 will this year be 57-years-old. The next 10 years will have people 

retiring from the workforce in unprecedented numbers. This is not unexpected. Many of the 

oldest people in the companies interviewed were either the owners or at a senior 

management level. It was felt by many of these owners/senior managers that there was no 

one to take their place. One business owner said that he would like to retire, and in fact 

had been trying to do so for a couple of years, but there was no one for him to sell his 

business to. Another business owner, whose now-grown children had no interest in taking 

over the business, expressed a similar dilemma. However, he shouldered most of the 

blame, saying that when they were growing up he worked every bank holiday for ten years. 

He felt that this had not been the best example for his children. Alternatively, there is a 

business owner who is choosing not to expand, although he successfully could, for this 

very reason. He reckons that if he spends the time now with his young family, his children 
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will be more likely to want to take over the family business in due course. It is also a 

question of societal norms. During the years when the baby boomers were the majority in 

the workforce, it was common, and indeed “normal”, to work long hours to “get ahead,” to 

“succeed,” and to save for retirement. Now, people are more likely to live for today, save 

less for retirement, and seem to be less willing to take on more responsibility at work. It 

was thought by many interviewees that younger people today want instant gratification. 

There were many reasons given for this: faster access to information via the Internet, 

media advertisements, television, cell phones, and the most compelling, given that a lot of 

people interviewed were also the parents of the “next generation,” was that they had 

worked hard to give their children everything they could and in the process had not instilled 

the values of hard work, perseverance, and working for a long-term goal. A lack of work 

ethic was commented on across the industry sectors and skill levels by the majority of 

people interviewed. 

 

The average length of employment for the Skill Level A workforce was 10.2 years. This 

may be misleading as there were a number of businesses who had just hired on a young 

staff member or two and that person had dramatically decreased this number.  

 

4.5 Recruitment 

Concerns in recruitment were voiced for this skill level. One employer said that there were 

only so many local people with the qualifications needed to work at that organization and 

she had had to expand her competition area which has resulted in people commuting to 

work. A follow-up phone call was made to all 37 employers of Skill Level A workers and it 

was estimated that approximately 15% commuted to work for greater than 15 minutes to 

Portage la Prairie from Austin, Gladstone, MacGregor, St. Claude, Holland, Elm Creek, 

Elie, and the majority from Winnipeg. Commuting has implications for commuter, 

employer, and our community. The most obvious is bad weather during the wintertime 

which often keep commuters from work altogether. People who spend up to 2+ hours in 

their vehicles every day spend less time with their family and/or friends, and less time in 

their home communities. Most of the money they earn in Portage la Prairie will likely be 

spent elsewhere and there are environmental implications as well. A few employers noted 

that their major challenge in recruiting workers at this skill level was that people were 

unwilling to leave the “City” (meaning Winnipeg). One employer looked for 4 years for a 
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replacement for a Skill Level A job and in the end, he hired a person who commutes from 

Winnipeg. Another employer said that she will not hire a person who is unwilling to relocate 

to Portage la Prairie and “invest in our community”. One professional said that her and her 

partner were considered “odd-balls” for wanting to re-locate outside of Winnipeg into “rural” 

Manitoba. Incidentally, their business is doing very well and within three years they will 

hopefully be expanding and taking on more staff. The perception that one cannot 
succeed in Portage la Prairie, or indeed outside of Winnipeg, must be challenged as it 
is not the case. 
 

Because it is a fact that a young person cannot receive a university degree in Portage la 

Prairie, it must be a priority to make sure that students leaving to further their education at 

a university know what Skill Level A jobs are available in Portage la Prairie now and in the 

near future. Armed with this information, they may realize that they have options here “at 

home”. Informing our youth is one of the primary aims of this report. One person I 

spoke with commented that he thought he had educated himself out of the job market in 

Portage la Prairie only to be pleasantly surprised when a position became vacant that “fit 

him to a T”. The other variable in that particular instance is that he had met his life partner 

and was ready to settle down. He felt that Portage la Prairie had been a great place to 

grow up and also would be a great place to rear his son. 

 

It must be kept in mind that it is impossible for every person from Portage la Prairie who 

earns a university degree to return to Portage la Prairie and use that degree. There are 

some jobs that simply do not exist here and that is alright. As a community, we must be 

vigilant in promoting our success stories and our strengths, here and away. 

 

In the past, the following Skill Level A occupations have been hard to find a suitable 

candidate for: 

Managers (senior management, human resources, industrial production, information 
technology), agronomist, physiotherapist, teacher (especially specialized such as 
vocational, French immersion, Band), news reporter, Certified Management 
accountant, psychologist, and speech pathologist. 

 

 

 



Labour Needs Assessment Survey – Phase II – Final Report 
 

  13

In the next year, it is thought that the following occupations will have at least one opening: 

Senior management (HR), other managers at a senior level, mechanical engineer, 
processing engineer, accountant, Certified General accountant, financial planner, 
news reporter, teacher, social worker, doctor, registered nurse, speech & language 
pathologist, pharmacist.  

 

Due to expansion of local businesses/organizations, the following jobs are anticipated 

within the next three years: 

Manager, accountant (CGA and other), teacher, lawyer, physiotherapist, dentist, 
veterinarian, and social worker. These will make up at least a dozen new positions. 

 

4.6 Special Skills Needed at Hiring 

4.6.1 Computers 

The ever-increasing use of technology was evident in that 59% (22 out of 37) of employers 

felt that their Skill Level A workforce should have at least basic computer skills at hiring. 

Seventeen of the twenty-two said a suitable candidate must know how to use the 

MicroSoft Office Suite, with the most cited software programs being Word and Excel. A 

good working knowledge of the Internet and e-mail is also important at this skill level. 

 

4.6.2 Driver’s Licence and First-Aid/CPR 

A driver’s licence was deemed necessary by 12 employers, and First-Aid/CPR only by 

one. Most businesses said that they would supply training for First-Aid/CPR if they felt their 

employees needed it. 

 
4.6.3 Special Equipment Operation 

Other than the operation of special equipment that one would learn as part of their 

university degree, there is no pressing need for employees to have any sort of other 

special equipment operation knowledge outside of common business office machines (fax, 

photocopier, telephone, etc.). Training would be provided on these and any other special 

equipment. 

 

4.6.4 Other Special Skills 

Fluency in a second language (French or German (Hutterite dialect)) was mentioned as 

being “helpful”. 
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4.7 Benefits 

Just over one-fifth of the businesses/organizations interviewed do not give any benefits to 

their Skill Level A employees. The reasons for this include that they often own the 

business and don’t give themselves any benefits or that their Skill Level A employees are 

on contracts. Of the remaining businesses who do provide benefits: 86.2% of businesses 

give their Skill Level A employees paid vacation time or vacation pay. Health plans and 

insurance plans are offered by over half of the employers, 79.3% and 72.4% respectively. 

Over half, 58.6%, of employers reward their top skill level people with bonuses or 

incentives and the same percentage have pension plans set up. Discounts are offered by 

44.8% of employers, a vehicle or mileage allowance by 41.4% and tuition is paid for by 

31.0%. It should be noted that “tuition” meant different things to different people, from short 

workshops to university courses. Not surprisingly, only 6.9% of people at Skill Level A 

received any sort of commission because most of the sales occupations fall into Skill 

Levels B & C. 

 

Other benefits voiced by employers include: employee share ownership, flexible hours (3 

responses), banked sick-time & overtime, travel expenses while away from home on 

company business (hotel, taxis, etc.), an opt-in Group RRSP, learning opportunities, and 

malpractice insurance. 

4.8 Discussion on Skill Level A 

It was noted in many cases that an interest or background in the area that the employee 

was interviewing for was very important. For example, if one wanted to be a manager for a 

construction firm, that person should have a background in construction. The one skill 
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mentioned most often was that an interest or background in accounting would come in 

handy, even outside of financial-sector businesses. 

 

Many of the people interviewed that were also themselves in this skill level and had 

“worked their way up the ladder” said that if they were to hire someone for their position 

they would definitely want to hire a university graduate. Education was of a high priority at 

this skill level. 

 

An interesting point was made by one interviewee who is not originally from Portage la 

Prairie and has worked at the same occupation in another city and province. She noticed a 

real lack of co-operation among professionals here. She did not know if it was fear of 

competition or something else, but noted that in the past co-operating with other 

professionals had resulted in everyone’s business reaping the rewards. When hired she 

instituted some major changes in the office environment which ultimately resulted in 

greater success for the company; however, sadly some people could not deal with the 

changes and had to find jobs elsewhere. These points were also heard from employers 

regarding technology and change in general at other skill levels. Other noticeable 

differences of running a business in the 21st century are discussed later in this report. 

 
4.9 Key Findings 

• 550 employment positions at 37 businesses/organizations 

• Usually require a university degree; education is key at this skill level. 

• Wage range -- $44 250 - $95 510 

• Average length of employment is 10.2 years, average age: 42. 

• Concerns with upcoming retirements and succession planning 

• Recruitment concerns—not enough people in Portage la Prairie to fill vacancies; 

approximately 15% of Skill Level A workers commute everyday (>15 minutes) 

• At least a dozen new positions will be created in the next 3 years. 

• 59% of employers want their Skill Level A employees to have at least basic 

computer skills at hiring 

• Co-operation among professionals might be beneficial to all parties involved. 
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Education Levels Skill Level B
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Section 5: Skill Level B Occupations in Portage la Prairie & Area 
 
5.1 Introduction 

There were 803 Skill Level B employees working in 81 of the businesses/organi-
zations interviewed. Of the entire survey, 21% of the workers were in this skill level, and 

93% of the businesses employed at least one person at this level. The majority in this skill 

level are male, at 61.8%. This skill level includes the trades people, supervisors, 

technicians, specialty secretaries, insurance and real estate related occupations, chefs, 

butchers, bakers, police officers, and fire fighters, among others. 

 

5.2 Education 

Skill Level B occupations usually require college education or apprenticeship training. Two 

business owners were not able to comment on their Skill Level B’s educational 

background. Just under half of the remaining businesses/organizations said that the lowest 

level of education in their Skill Level B workforce was a High School Diploma, with 7 out of 

79 businesses saying that this was their highest level of education. One-third of 

businesses/organizations had as the lowest level of education a college education/finished 

apprenticeship or higher (specialized training course or university designation).  This 

increased to 85% when asked for their highest level of education. 

 
More than once a conversation started about the increasing use of technology in the 
occupations of Skill Level B. Gone are the days of tinkering in the garage on your car or 

in the house on furnaces or appliances. Workers in this skill level continually go to 
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workshops to learn about new technology and more that one employer commented on how 

it is increasingly difficult and expensive to “keep up” with the technology. 

 

5.3 Salary & Experience 
The average annual salary at the low end for this skill level was $28 003 for 39.1 hours of 

work per week and at the high end, $52 540 for an average of 39.4 hours. As in Skill Level 

A, if a wage per hour was given I calculated it out into an annual salary. “Regular hours” is 

quite a subjective term in this skill level with the lowest being 30 and the highest 55. 

Regular hours in the construction industry, as regulated by the Government of Manitoba, is 

50 hours per week outside of Winnipeg. When asked about overtime, at the lower level, 27 

of those surveyed indicated that some form of overtime did occur. Seven said lots in the 

summertime, 8 replied occasionally (sometimes, as required, as needed or on-call), and 

five businesses/organizations gave numbers between 5 – 15. At the higher end of Skill 

Level B, overtime was acknowledged by 43% of the businesses/organizations, with most 

of that overtime being in the occasional category (11 of 35), 9 businesses indicated regular 

or lots (yes, often) of overtime, the same 7 said lots in the summertime, a further seven 

giving a number between 10 – 20 and one business said overtime was available if an 

employee wanted it. 

 

The average amount of experience an employer would want a person to have at hiring for 

a Skill Level B occupation in Portage la Prairie was 1.2 years, the range being 0 – 5 years, 

with one business indicating 10 years. Sixty-five percent of businesses/organizations 

would hire someone with no work experience. This is not unexpected as those people 

entering into an apprenticeship have no experience at the occupation they are starting to 

learn. 

 

5.4 Average Age & Length of Employment 

The average age of the labour force interviewed in Skill Level B is 39.5-years-old and the 

average length of employment is again 10.2 years, as it was in Skill Level A. Although the 

average age of people in the Trades sector is slightly higher, hovering around 42-years-

old, it was found that the businesses interviewed are actively recruiting younger trades 

people and in some cases, if things remain the same as they are now, we will be alright for 

the next ten years. That being said, trades businesses are remaining vigilant because they 
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realize that there is a lot more work than trades people and that wages elsewhere in the 

province and country are higher than in Portage la Prairie. 

 

5.5 Recruitment 

Again, concerns were raised with there not being enough skilled workers to fill 
vacancies. This skill level contains a lot of technical and highly skilled occupations that 

need specialized training. In the past while there has been a push by the provincial 

government and educational institutions to re-populate the worker pool in the trades, as an 

aging workforce and the flow to Alberta have made finding trades people difficult. An 

activity booklet has been created targeting Grade 4 – 6 students entitled, “Jobs People 

Do,” with an emphasis on the trades. The Manitoba Provincial Government has recently 

made mandatory minimum wage increases in the trades sector in the hopes of drawing 

more people to this sector. A move that was well overdue according to local trades people. 

Journeypersons have received over an $8/hour wage increase in the past 10 months, and 

will be on par with Winnipeg by 2008. Every trades/construction business owner reported 

turning work away during the busy season in the past due to lack of labour. When 

businesses aligned with the local high school’s vocational programs (automotive 

technology, cosmetology, and building construction trades) were asked if they had found 

these programs to be helpful for their job recruitment, except for the cosmetology course, 

the answer was mostly no. The business aligned with the cosmetology course said they 

had found it tremendously helpful. In fact, the manager of a hair salon in town indicated 

that they had a really good relationship with the school and in the past had had really great 

success with students graduating from the program. When called, the cosmetology teacher 

echoed these sediments. She often has reps from Winnipeg come out to talk to her 

students and then invites the professional hair stylists in the evening to take advantage of 

what the reps have to offer. She also said that she was planning a meeting with local 

businesses in the near future. She receives calls “all the time” from salons needing hair 

stylists and cannot graduate enough students to fill their needs. One employer of 

automotive technicians has recruited and provided further training to 8 graduates of the 

Automotive Technology course at Portage Collegiate Institute (and formerly Arthur 

Meighen High School) in the last 20 years. Like the cosmetology teacher, the automotive 

technology department is spearheading an advisory committee starting next month with 
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representation from education institutions as well as businesses. Hopefully, this will 

alleviate negative perceptions at both ends. 

 

In the past, the following Skill Level B occupations have been difficult to fill: 

Chef, journeyperson electrician, carpenter, mechanic (automotive, agricultural, 
industrial, small engine), power engineer (5th class), supervisor/foreperson 
(construction), welder, meat cutter, baker, graphic designer, pressman, computer 
technician (systems hardware & integration), secretary, legal assistant, insurance 
underwriter, specialized financial account manager (agricultural and commercial), 
division restaurant manager, restaurant manager, quality assurance, police officer 
(Canada-wide), animal health technician, early childcare educator, funeral director, 
massage therapist, and floral designer (with experience). 

 

In the next year the following occupations are anticipated to have vacancies, or are already 

vacant: 

Construction supervisor, manager (fast food, retail, restaurant, logistics), electrician, 
plumber, carpenter, mechanics (automotive, industrial), auto body painter, power 
engineer, welder, ice technician, butcher, baker, computer technician/installer, 
certified dental assistant (Level II), dental technician, diagnostics technician, 
Licensed Practical Nurse, secretary (social services, financial, medical), 
bookkeeper, legal assistant, insurance underwriter, insurance broker, police officer, 
early childcare educator, youth worker, massage therapist, floral designer, radio 
personality, realtor. 

 

Due to expansion, the following jobs will be created: 

Manufacturing supervisor, manager (financial, agricultural), electrician, mechanic 
(automotive, industrial), welder, computer technician/installer, certified dental 
assistant, dental technician, animal health technician, secretary (transport, medical), 
legal assistant, accountant assistant, insurance underwriter, insurance broker, 
police officer, early childcare educator, floral designer, radio personality, realtor, hair 
stylist. 
 

The above jobs amount to an estimated 46.5 full-time equivalent positions. If the 

expansion is going to happen in the next year, there will be some overlap with the 

preceding category. 

 
5.6 Special Skills Required at Hiring 

5.6.1 Computers 

This skill level includes specialty secretaries, so it is not surprising that forty-one, or just 

over half, of the businesses/organizations stated that computer knowledge was important. 
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Again the majority wanted candidates who applied for their openings to have a solid 

working knowledge of the MicroSoft Office Suite, with Word and Excel being the top two 

software programs that were singled out. Accounting, database, and web design software, 

e-mail & Internet skills were all mentioned. Nine said that basic computer knowledge in a 

Windows environment was important. As mentioned above, technology continues to 

increase at this skill level. Automotive technicians need to be able to use the diagnostic 

computer used on all vehicles newer than 1995 and even some furnaces have touch 

screens on them now! 

 

5.6.2 Driver’s Licence and First-Aid/CPR 

A driver’s licence is necessary to have at hiring to perform the duties involved at 37 of the 

81 businesses/organizations. One business wanted Class 3 and another Class 4. It is felt 

that many more businesses/organizations need driver’s licences and this was overlooked 

at the beginning of the interviews. 

 

Only seven businesses/organizations needed First-Aid/CPR certificates. Most would train 

their new staff if they thought they needed this certification. Epi-pen knowledge was a 

must-have for one business, but again, they would train successful candidates. 

 

5.6.3 Special Equipment Operation 

Sanitation certificates and safe food handling certificates were necessary for a couple of 

businesses. Heavy equipment operation (construction, agricultural) was the most 

commented on. Good hand-eye coordination, troubleshooting, and an understanding of the 

mechanics of machinery were also mentioned. Most employers will train the right 
candidate to use the machinery involved with the job. 
 

5.6.4 Other Special Skills 

Fluency in a second language (Spanish, French or German (Hutterite dialect)) was 

mentioned as being “helpful”. Being a “multi-tasker” was important to more than one 

business/organization. 
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5.7 Benefits 

Of the 81 businesses/organizations employing people in this skill level, only one did not 

provide any benefits. Of the remaining 80, vacation time was paid out or given to 89.9% of 

all workers, 65.8% have a health plan, 63.3% give bonuses or incentives to their 

employees, and 59.6% have insurance plans.  Pension plans are provided by 45.6% of 

businesses/organizations, discounts are offered by 34 (43%), tuition by 21.5%, and 

mileage/vehicle by 17.7%. Commissions and tips are earned by employees working for 13 

of the businesses, or 11.4% and 5.1% respectively. 
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Other benefits mentioned include: Group RRSP (twice), flexible hours (two times), 

employee assistance program (2), on-going training, travel expenses, worker’s 

compensation (2), profit-sharing, and employee share ownership. One business gives their 

Skill Level B employees five weeks of paid vacation and another will pay for criminal 

record checks. 

 

5.8  Discussion on this skill level 

Some employees at this skill level have to pass screening tests, which include drug, 

aptitude and/or literacy.  

 

5.9  Key Findings 

• 803 employees at 81 out of 87 businesses/organizations 
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• Required education is usually a college education or apprenticeship training which 

85% of all businesses in this category have as their highest level of education 
• Technology is increasing rapidly in this skill level; 51% of businesses/organizations 

stated that computer knowledge was very important. 

• Average salary range is $28 003 -- $52 540 
• Average length of employment is 10.2 and the average age is 39.5 (trades slightly 

higher at 42) 

• 65% of all businesses/organizations would hire someone with no experience 
• Concerns with not having enough skilled people to fill vacancies. 
• This skill level has a lot of technical occupations with very specialized training 

needed. 

• Most employers will train the right candidate to use any machinery involved. 
• Benefits are wide-spread, with 99% of all businesses/organizations offering at least 

one benefit to their workforce in this skill level. 
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Section 6: Skill Level C Occupations in Portage la Prairie & Area 
 
6.1 Introduction 

There were 1 294 positions in this skill level, at 35% the biggest piece of the labour pie 

interviewed. Sixty-eight businesses employed Skill Level C workers. Female workers 

formed the majority in this skill level at 54%. Examples of occupations in this skill level are: 

clerk, orderly, sales representative, customer service representative, food and beverage 

server, heavy equipment operator, truck driver, agricultural worker, and machine operator. 

 

6.2 Education 

Skill Level C occupations usually require secondary school and/or occupation-specific 

training. Often people in this category did not have their high school diplomas but many 

years of experience on the job. 
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At the low end of education, 62 out of 68 employers, or 91% said the person(s) with the 

lowest amount of formal education had Grade XII or less. A high school diploma was by far 

the most common response for the highest level of education, at 44%. Twenty-two per 

cent of businesses had someone with a college or university designation working for them, 

and 10 out of 68 businesses/organizations had people with some specialized training, 

which may or may not have resulted in a certificate. 

 

Education of a candidate is not as important as attitude and willingness to learn in 
this category. 
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6.3 Salary & Experience 

The average hourly wage at the low end of this skill level is $11.19 for 40 hours of work per 

week and at the high end, $16.77 for the same number of hours. Multiplied by 2080 (40 

hours per week x 52 weeks in a year), the lower end would make $23 275 and upper end 

$34 881 per year before taxes. Again, “regular hours” was subjective resulting in a range 

from 30 – 60 hours/week.  

 

Overtime was indicated by 21 businesses/organizations for people at the lower end of this 

category and 23 for the higher end. Six businesses indicated that there was “lots in the 

summer,” 7 had occasional (as needed, sometimes, likely) overtime, 2 said “lots” and 5 

gave answers between 1 – 20 hours/week. Again, an employer said overtime was there if 

his employees wanted it. Nine employers indicated that their overtime hours were 

seasonal in nature.  

 

Experience was not as in demand for this skill level, averaging only 0.68 of a year. 

Employers are much more concerned about finding the “right” employee than finding 

someone with the “right” education in this skill level. “Right” meant a lot of different things 

to people, but can be summed up by stating that soft or transferable skills are of the 
utmost importance to the people doing the hiring, and from what they 
communicated are the skills that are lacking the most in their candidates. There was 

so much discussion on this topic that it has its own section later in this report. 

 
6.4 Average Age & Length of Employment 

The average age in Skill Level C is 37.7 years and average length of employment is lower 

that the past two skill levels at 7.9 years, with a range of 0 – 5 years.  

 

6.5 Recruitment 

It is felt that in this skill level there are not enough employable people to fill the jobs. 
Businesses relying on this skill level for the majority of their employees stated that they 

had to turn work away on a “too often” basis. It would seem that the vacuum of labour is 

most acute in the manufacturing sector, as machine operators are classified in this skill 

level. 
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In the past, the following Skill Level C occupations have been difficult to fill: 

Salesperson (across the sectors), administrative assistant/clerical, servers 
(restaurant and beverage), heavy equipment operators, farm equipment operators, 
machine operators, customer service representatives (financial and positions other 
than full-time), home care attendant, and truck driver. 

 

In the next year the following occupations are anticipated to have vacancies, or are already 

vacant: 

Salesperson, administrative assistant/clerical, servers (restaurant and beverage), 
heavy equipment operators, farm equipment operators, machine operators, 
assemblers, customer service representatives (financial), educational assistants, 
health care companion/home support, home care attendant, health care aide, 
casual youth care workers, travel agent, and truck driver. 

 

Due to expansion, the following positions are expected to be created (more than 100 new 

jobs): 

Salesperson (20+), administrative assistant/clerical, servers (10+), machine 
operators (50+), assemblers, painters, tire technicians, team leaders (manufacturing 
plant setting), customer service representatives (financial, 8+), and truck driver (6+). 

 
6.6 Special Skills Required at Hiring 

6.6.1 Computers 
This skill level includes clerks, administrative assistants, etc. so it not surprising that half 

(51%) the businesses/organizations listed computer skills as a hard skill required at hiring. 

Seventy-one percent listed MicroSoft Office, Word or Excel as software programs needed. 

Basic computer knowledge was important for 7 businesses/organizations. Five 

businesses/organizations listed e-mail or a working knowledge of computers as important, 

although I am sure this number should be much higher. Accounting software was also 

mentioned. Accurate data entry is important at this skill level. 

 

6.6.2 Driver’s Licence and First-Aid/CPR 

Twenty-eight businesses/organizations needed a driver’s licence at this skill level. A Class 

1 licence is requested by 3 businesses/organizations, a Class 2 by one, and a Class 3 by 

three (two also wanted air brake designation). A good driver’s abstract/clean driving record 

is also important.  

First-Aid is needed by four employers. 
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6.6.3 Special Equipment Operation 

Business equipment operation, ride-on lawn mowers, forklifts, farm machinery, heavy 

equipment were all mentioned here. Most places will provide training for this equipment but 

again it was mentioned that an interest or background in the area of the job was important. 

 

6.6.4 Other Special Skills 

WHMIS was requested by one employer and again epi-pen knowledge would be a benefit 

in one occupation. Having the ability to be bondable was noted by one business. 

 

6.7 Benefits 

All employees at this level enjoy at least one type of benefit, with 88.2% of employers 

citing vacation time/pay. Health plans, insurance plans and pension plans are supplied by 

57.4%, 48.5%, and 36.8% of businesses/organizations respectively. Bonuses or incentives 

are given out by 48.5% and 44.1% of employers have discounts in place.  Tuition (17.6%), 

commissions (14.7%), mileage/vehicle (8.8%), and tips (7.4%) round out the benefits. 
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Other benefits mentioned for this skill level are: an opt-in Group RRSP, expense accounts, 

travel expenses, employee share ownership, flexible hours, worker’s compensation, free 

#2 vegetables. 
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6.8  Discussion on this Skill Level 

Major concerns were expressed in this skill level with regards to competency. It was 

noted many times that you might get loads of résumés, but more than half wouldn’t have 

the pre-requisites to get an interview, including poor résumé presentation. It was noted that 

safety was of utmost importance at this skill level, both for drivers of heavy 

vehicles/machinery and those persons operating machines in a manufacturing setting. 

Drug use was also indicated by one business as the number one problem they have with 

finding and keeping staff. Drug screening is in place in at least two workplaces that employ 

a lot of people at this level, with another employer seriously considering it. When drug 

screening was implemented at one business they were surprised at how many people 

were up front about their recreational drug use and left their job. Another business in the 

same sector started making significant positive changes to the working environment six 

years ago and their average length of employment went from about six months to five 

years.  

Physical stamina is also needed at this level for some occupations and an ability to do the 

same task repeatedly without becoming bored and making mistakes. 

 

6.9 Key Findings 

• 1 294 positions employed at 68 businesses/organizations 
• Education requirements are usually secondary school and/or occupation-specific 

training. Education is not as important as a good attitude and a willingness to learn 

and better oneself. 

• Average wage range for this skill level is $11.19 - $16.77/hr ($23 275 - $34 881 

annually) 

• Average age is 37.7 and average length of employment is 7.9 years. 
• Experience is not a necessity at this skill level 

• Employers more concerned with finding quality people who have many of the 

soft/transferable skills discussed during the interviews than with educational 

background. These soft/transferable skills are lacking at this level. 

• 51% of all businesses/organizations want computers skills at hiring at this level 

(clerical staff are Skill Level C workers). 

• Major concerns with regards to competency and safety. 
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Section 7: Skill Level D Occupations in Portage la Prairie & Area 
 
7.1 Introduction 

In this skill level are 1 101 workers, which account for 29% of the total population of the 

survey. This is the category with the most seasonal workers and 45 out of 87 
businesses/organizations employ people at this skill level. Males hold a slim 54% 

majority in this category. 

Examples of occupations at this level are: cashier, food counter attendant, cleaner, trades 

helper, farm and other labourers. 

 

7.2 Education 

Skill Level D employees require little formal education as on-the-job training is usually 

supplied by the employer, so the question posed with respect to education was, “What is 

the lowest grade of schooling you would be willing to hire?” Most indicated that a Grade 10 

or lower was sufficient to function in their Skill Level D jobs. However, the more education 

a person had, the better was the feeling among employers. 

Skill Level D Minimum Education Requirements (n = 45)
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Basic English & Math Skills, Level D
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As one can see, reading, writing, and speaking English are all important skills to have at 

this, and any other, skill level. Interestingly, being fully numerate was deemed important by 

31 of the 45 employers. This is interesting because most people who stop their secondary 

education are not fully numerate; however, they do have a basic grasp of arithmetic. There 

was likely confusion as to the definition of “fully numerate,” and rightly so, as it is highly 

subjective. When asked, it was described as being able to accurately add, subtract, 

multiply, divide, confidently work with percentages, fractions and decimals. In Phase III 

perhaps, “Basic Arithmetic” would be better as it is a known fact that many people are 

technically not fully numerate when the above definition is used. 

Soft/transferable skills, self-motivation and a willingness to learn and better oneself are all 

more important to employers for potential workers than formal education in this skill level—

by far. 

 

7.3 Salary & Experience 

At this skill level a wage range was requested. The average for this wage range is $9.39 - 

$11.51 with the most common response being $8/hour. Extrapolated to a yearly wage 

based on 40 hours/week, would give $19 531 - $23 941. Minimum wage at the moment is 

$7.60, or $15 808/year, with an increase to $8.00 in the near future. Overtime is hardly 

ever required, although farm labourers work long hours in the summer, far more than 40 

hours a week. 

Work experience is not important with only 4 employers indicating they would require any 

work experience at all, from 0 – 2 years. 
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7.4 Average Age & Length of Employment 

The average age in this skill level is 34 and the average length of employment is 

predictably the lowest for all skill levels at 3.8 years. This is misleadingly high though as 

this group is very transient in nature. This is illustrated by the following example from a 

farmer. He has to regularly hire 2 – 3 times as many workers as he thinks he will need just 

so enough show up on any given day to get the work done. Another farmer said that he 

can take 20 workers to a field in the morning and by noon 8 might be in the field still 

working. Reliability is an issue at this skill level. 
 
7.5 Recruitment 

This skill level is in dire straits as far as numbers go. There seem to be far less people 

than there are jobs which has all sorts of implications. One is that there is very little 
employee loyalty. For 25 cents more an hour somewhere else, people will “jump ship” 

without a second thought. Astonishingly, more than one employer recalled that people had 

left their business without even telling their boss they were quitting—and without picking up 

their pay! This is where most of the student jobs are as well. With increased pressure to do 

well in school and more homework to deal with, more parents than in the past are not 

allowing their teenagers to work at a part-time job, also the income is not needed in a lot of 

households in Portage la Prairie. 

 

In the past, the following Skill Level D occupations have been difficult to fill: 

Cleaner, dishwasher, cashier, stock person, housekeeper, flyer inserter, front 
counter personnel, loader/fueler, labourer (farm, trades, construction, 
manufacturing, lumber yard), guard for jail at police station, and maintenance 
person. 

 

In the next year the following occupations are anticipated to have vacancies, or are already 

vacant: 

Cleaner/janitor, cashier (fast-food, retail), stock person, housekeeper, fitness 
technician,  front counter personnel, loader/fueler, labourer (farm, trades, 
construction, auto, manufacturing, lumber yard), home care attendant, guard for jail 
at police station, and maintenance person. 
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Due to expansion, the following positions are expected to be created (more than 100 new 

jobs): 

Front counter personnel, guards (6), loader/fueler, labourer (farm, trades, 
construction, auto, manufacturing, lumber yard—91+). 

 

7.6 Special Skills Required at Hiring 

7.6.1 Computers 

Technology is not a driving force in this skill level. Only 2 of the 45 businesses said that 

their Skill Level D employees needed to have basic computer knowledge.  

 

7.6.2 Driver’s Licence and First-Aid/CPR 

In twelve businesses/organizations a driver’s licence is necessary and First-Aid/CPR is 

needed at only one business.  

 

7.6.3 Special Equipment Operation 

Special equipment operation is definitely not a barrier in this skill level, with only 3 

employers saying it was necessary.  

 

7.6.4 Other Special Skills 

For some cleaners, an awareness of the toxic chemicals used in cleaning detergents was 

noted as important knowledge to have. WHMIS was requested by one employer. 

 

7.7 Benefits 

All employees at this skill level received at least one form of benefit. Most received 

vacation pay, at 71.1%. The next-highest benefits given were health plans (48.9%), 

bonuses or incentives (42.4%), and discounts (40%). One-third of people at this skill level 

have an insurance plan, 13.3% receive tips, 22.2% have a pension plan, 6.7% can receive 

some sort of tuition payment and finally 2.2% receive a commission. No employers gave 

mileage or vehicle allowances to this skill level.  
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Other benefits at this skill level include: an opt-in RRSP, opt-in health plan, a voluntary 

pension plan, worker’s compensation, free vegetables and uniform provision. 

 

7.8 Discussion on this Skill Level 

It was repeatedly said that the right person for the job at this skill level relied more 
heavily on the person themselves and not on education. At this level, being physically 

healthy & robust, being able to lift 25kg (about 50 pounds) and a background knowledge of 

farm equipment are all necessary for some businesses. One business stated that his 

labourers cannot be colour blind. Again, workers at this skill level are tested for drugs in 

their system at hiring at a couple of workplaces. Being able to take responsibility for 

mistakes, listen, and cooperate were traits repeated by most employers for this skill level.   
 

It is a fact that women are having less children. The fertility rate in Canada in 2000 was at 

a historical low of 1.49 children for every woman. This is well below the 2.1 children 

needed to replace a population.3 Fertility rates have been decreasing for over twenty 

years. From 1979 -1999, fertility in the 20 – 24 age bracket decreased by nearly 40% and 

during the same time the fertility for 25 – 29 year-old women declined by about 25%.4 So, 

it would appear to be obvious that indeed the number of people across the skill levels is 

decreasing. This seems to be true in the Portage la Prairie region as well. Indeed, there 

                                                 
3 Canada’s demographic situation: Fertility of immigrant women, Dec. 22, 2003, 
http://www.statcan.ca/Daily/English/031222/d031222c.htm, p. 3. 
4 Trends in Canadian and American fertility, July 3, 2002, http://www.statcan.ca/Daily/English/020703/d020703a.htm, 
p. 1. 
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has been a gradual decrease in population according to census data. Between 1991 – 

2001 (the last census data available), the City of Portage la Prairie’s population was 

reduced by 1.6%5 and the census agglomeration by -1.8%.6 This decrease in the number 

of workers seems to be more pronounced in this skill level than any other. As a whole, 

Portage la Prairie would be described as a “middle-class” city. A characteristic of all 

parents, and especially those from a low- or middle-class background, is that they want 

better for their children. There is a stigma attached to occupations at this skill level, and 

unfortunately it would seem, any level but A (with exceptions). Children are not 

encouraged to become labourers or truck drivers it would seem. Interviewees who are also 

parents verified this statement for their family. Also, vegetable farming on the large scale 

seen just outside of Portage la Prairie is very labour-intensive. Machinery cannot take the 

place of graders in the warehouse or pickers in the field for most crops. 

 

One farmer expressed a keen interest in forming a “pool” of labourers, not only farm 

labourers but people willing to work at a variety of jobs throughout the year. They would be 

in a central data bank and called on when needed, not unlike a substitute teacher. This 

idea has some merit. At the minimum, the following things need to happen for it to become 

a reality: 

• Reliable people to fill the pool. 

• Someone to undertake such a task and money to pay this person’s salary. 

• A shift in the way people view temporary work (indeed, with the need for Skill Level 

D people, a good worker at this level could likely secure work every day of the 

year). 

• Co-operation among the employers of Skill Level D people to help form, and 

perhaps pay for, this system, perhaps on a per worker basis. 

• Government help in the way of funding and/or policy changes to make it easier for 

workers coming in from outside the country to work on a variety of farms. 

 

                                                 
5http://www12.statcan.ca/english/profil/Details/details1pop.cfm?SEARCH=BEGINS,BEGINS&PSGC=46&SGC=4609
029&A=&LANG=E&Province=46&PlaceName=portage&CSDNAME=Portage%20la%20Prairie&CMA=607&SEAR
CH=BEGINS,BEGINS&DataType=1&TypeNameE=City&ID=796 
6http://www12.statcan.ca/english/profil/Details/details1pop_Can.cfm?Prov=Manitoba&SEARCH=BEGINS,BEGINS,B
EGINS,BEGINS&DataType=1&ID=796&PSGC=46&SGC=4609029&A=&LANG=E&Province=46&PlaceName=por
tage&CSDNAME=Portage%20la%20Prairie&CMA=607 
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It was noted by some farmers that a system like this was once in operation, The Farm 

Labour Pool. However, different conditions existed as the unemployment rate was higher 

and there was government funding available. It was when this funding was cut off that the 

Farm Labour Pool collapsed. Farmers have found some success working with First 

Nations’ Reserves. With a fertility rate far above the national average, co-operation with 

the First Nations surrounding the Portage la Prairie area is definitely an area that should 

be more closely studied. Education on cultural differences needs to be addressed and 

relationships mended or created across the two cultures. 

 

7.9 Key Findings 

• 1 101 jobs were discussed, at 45 businesses/organizations 

• Require little formal education; however, reading, writing, and speaking English are 

all important. 

• The right person for a Skill Level D job is able to perform repeated tasks over long  

periods of time. 

• Average wage range: $9.39 - $11.51/hr ($19 531 - $23 941 annually) 

• Average age is 38 and this group is very transient in nature. 

• Reliability is an issue. 

• Not enough people to fill the vacancies. Very pronounced at this level. 

• Employee loyalty is low. 

• Knowledge of technology is not necessary at this level. 

• Interest in forming a “Labourer Pool” 
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Section 8: Soft/Transferable Skills 

One of the most interesting parts of the survey (and the most tedious) was having 

employers go through an extensive list of 69 soft/transferable skills. For our purposes, soft 

or transferable skills will be defined as those skills which job-seekers can use from one 

job/career to the next. Employers were very knowledgeable as to what soft/transferable 

skills they were looking for in each skill level in this section. 

The soft/transferable skills were broken down into six broad categories: 

• Communication Skills 

• Research & Planning Skills 

• Human Relations Skills 

• Organizations, Management & Leadership Skills 

• Work Survival, and  

• Self-Psychology. 

The complete listing of the soft/transferable skills can be found in Appendix B, page 89. 

The expectations were high for people in Skill Level A, with almost every employer saying 

that every skill in every category was important. In almost every category, expectations 

went down as the skill level decreased.  

 

Communication Skills 
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Listening was the most important skill in this category with it being selected by employers 

for every skill level more than 80% of the time. Providing appropriate feedback, Reporting 

information, Speaking effectively and Writing concisely all scored above or near 80% in 

Skill Levels A – C and were also important at Skill Level D, near or about 50%. 
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Research & Planning Skills 

Research & Planning Traits
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Again, all 11 skills were important at Skill Level A, and less so for B. The top two skills 

across the board were Identifying Problems and Solving Problems, scoring 60% or above 

in all skill levels. 

  

Human Relations Skills 
Human Relations Skills
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Cooperating, Listening and Sharing credit for a job well done were the three categories 

that scored about 80% or higher across the skills levels. Fifty per cent or more of all 

employers felt that every category was important for Skills Level A – C.  
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Organization, Management & Leadership 

As most management occupations fall in Skill Levels A & B, it was expected that these skill 

levels would rate higher in the Organization, Management & Leadership category, and the 

data confirms this. 

Organization, Management & Leadership Skills

0.0

20.0

40.0

60.0

80.0

100.0

Coaching Coordinating
tasks

Counseling Decision
making with

others

Delegating
responsibility

Handling
details

Initiating new
ideas 

Managing
conflict

Managing
groups

Promoting
change

Selling ideas
or products

Teaching

P
er

ce
nt

ag
e

A B C D  
Skill Level D occupations don’t require many of these skills, yet workers at this level are 

still expected to handle details. 

 

Work Survival 
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Defined as the day-to-day skills which assist in promoting effective production and work 

satisfaction, these skills were almost universally deemed as important. The only skill level 

to score less than 50% in any skill was Level D and then only in two: Confronting & 

Managing Fear, and Enforcing Policies, which makes sense as Skill Level D occupations 

usually implement the policies, not enforce them. 
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Self-Psychology 
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As one can see by the graph above, these skills are essential for anyone at any skill level 

to have. Refinement of these traits must, therefore be of a high priority.  

 

According to area employers, finding people with all the above skills needed to function 

well in their jobs, or indeed in any job, is very difficult -- especially in Skill Levels C & D. It 

was universally voiced in one way or another that “younger people don’t have these skills 

anymore.” It was also repeated many times that a lot of these skills should be taught at 

home and the perception was that this was no longer happening, or happening to a lesser 

extent than in the past. Many people entering today’s workforce are the first generation of 

the two-income family dynamic; the first generation to grow up in daycare. What the effects 

of this fact will be are still largely unknown, yet are likely to be significant. 

 

Every child in Canada is mandated to take some form of formal education, so with this in 

mind, the Government of Manitoba’s Education website was consulted to see what 

courses focus on the above skills, especially Work Survival and Self-Psychology as these 

skills are in high demand in every sector. It was found that there is no course that focuses 

solely on these skills. A quick call to the high school confirmed this. In the mid-90’s a 

course entitled “Skills for Independent Living” was added to the core curriculum in all 

Manitoba schools. This course was mandatory for all Grade 10 students. It was taken out 

of the Manitoba curriculum in 1995, after only 1 or 2 years. It is not known why the course 

was pulled out of the core curriculum at that time but it is still available as an option if 
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enough students register to warrant a class. Manitoba Education covers a lot of these skills 

in what it calls the “Four Foundation Skill Areas”—Literacy and Communication, Problem 

Solving, Human Relations, and Technology.7 Regarding these, their website says that 

every teacher will be a teacher of the four foundation skill areas.8 It is of interest that at 

least one other province, Alberta, has mandatory courses where these soft/transferable 

skill are taught and these make up the curriculum area Career and Life Management 

(CALM).  

 

Local schools teach many of the soft/transferable skills within their core curriculum 

subjects without labeling them as such. They also have Professional Development days 

specifically tailored to integrating soft/transferable skills into their curriculum. For example, 

group work in any subject builds many skills such as: cooperation, negotiating, asserting, 

and listening. There is some Career and Character Development in the Health curriculum. 

Two local schools, LaVerendrye and Yellowquill, have embarked on a multi-year program 

called “Together We Light the Way” which is a program targeting 4- to 14-year-olds. The 

model was developed over an eight year period by then principal Sandra Dean at South 

Simcoe Public School in Oshawa. Its main feature is to build resiliency and responsibility in 

young children who may engage in anti-social behaviours in the future whilst involving the 

entire community.9 The program is based on Four Pillars, being: Teamwork, Leadership, 

Respect, and Academics, which are in turn broken down into smaller units. Teachers from 

both schools went to training for this program during the summer vacation and a 

committee meets regularly. It takes approximately 2 – 3 years to implement the entire 

program into a school.  

 

Another program being looked at by the Portage la Prairie School Division is called 

“Strategies for Healthy Youth Relationships, The Fourth R: Comprehensive and Integrated 

Approaches for Helping Schools and Communities Reduce Violence and Risk-Taking 

Among Youth. This program is currently being implemented in Ontario after successful 

pilot projects. The core subject areas in the Grade 9 & 10 component of the Fourth R 

                                                 
7 http://www.edu.gov.mb.ca/k12/cur/appendixd.html 
  
8 http://www.edu.gov.mb.ca/k12/cur/elements.html#Foundation%20Skill%20Areas 
 
9 http://www.peacefulcommunities.ca/2003/February/feb14.htm 
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program are: Personal Safety and Injury Prevention; Healthy Growth and Sexuality; 

Substance Use and Abuse.  

 

There is also insight at the school level that teachers are expected to shoulder too much of 

the burden for skills that are not being taught at home. After all, they are teachers, not 

parents, to their students. Unfortunately, there is a pattern that repeats itself every so 

often, and it is that when schools shift their focus to the soft/transferable skills, industry 

then demands that the education system focus more on the technical skills and when the 

schools focus more on the technical skills, soft/transferable skills become more in demand. 

 

The Portage Learning Centre has a course starting soon entitled “Building Employment 

Skills Together (BEST)”. This course, offered to 16 – 30-year-olds outside of the school 

system, not on Employment Insurance or currently working, will focus on “developing time-

management, communication, relationship building, problem solving, interview and goal 

setting skills”…all much-wanted skills by area employers.  

 

The intent of the soft-transferable skills section is to impress upon the young 
people currently in school that although grades and marks are important, 
soft/transferable skills are very much in demand in today’s workplace. All other 

things (ie: hard skills) being equal, the candidate with the largest and most well-rounded 

package of soft/transferable skills will be selected for the job. 

 

Key Findings 

• Soft/transferable skills are in very high demand by all employers regardless of 

industry sector. 

• Skill Level A employees were expected to possess almost all 69 soft/transferable 

skills at hiring. 

• Every skill level was expected to listen attentively, identify & solve problems, co-

operate, and share credit for a job well done. 

• Most employers wanted their employees to have all 14 skills listed under Work 

Survival, with accepting responsibility,  co-operating, and time management 
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(making deadlines/goals, attendance, punctuality) being the three categories that 

scored above or at 80% across all skill levels. 

• The sections entitled self-psychology (caring for oneself, confidence, mental health 

[stress management], personal development [including learning], self awareness, 

self-respect) was by far the section that scored the highest in every skill level, close 

to 100% for each skill in each skill level. 

• Concern with employers that these skills are lacking and are not being taught to 

children at home any more. 

• Local schools teach many of the soft/transferable skills within their core curriculum. 

Good teaching however cannot take the place of good parenting. 
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Section 9: Turnover Rates & Recruitment Challenges  
 
9.1 Turnover Rates 

To get an idea of turnover rates, it was asked if any job at their establishment had become 

vacant more than once over the past 12 months. Of the 87 interviews, 45 indicated that 

this had indeed occurred, one time at Skill Level A, 13 times at Skill Level B, 19 times at 

Skill Level C and 27 times at Skill Level D. Obviously, as skill level decreases, turnover 

rates increase. 
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The tall bars for the category “left for a different job” seem to corroborate the lack of 

employee loyalty touched upon previously. 

 

 9.2 Advertising 

Where do Portage la Prairie businesses/organizations advertise their job openings?  

Total for Each Category
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As in the 2002 Labour Needs Assessment Report, the most popular mode of advertising 

remains the local newspaper, with word-of-mouth/networking a close second. It is not hard 

to see why most businesses choose these methods as they also scored in the top three for 

the average success rate (see following chart). Although used by only 15 

businesses/organizations, those that did use university or college recruiting (perhaps going 

to job fairs) rated it as quite successful, giving that mode of recruiting a 3.7 out to 5. 
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Since networking (through staff & friends, word-of-mouth) rates highly, it would seem to 

indicate that indeed co-operation among professionals and non-professionals in the same 

industry would be in everyone’s best interest. 

 

Once a job is advertised, employers are still faced with many challenges when recruiting 

candidates. The following graph illustrates the challenges faced by the 79, or 91%, of 

businesses/organizations who indicated that they had some. Only 8 businesses/organ-

izations had no challenges with recruitment of possible candidates. 
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Challenges with Recruitment
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Nearly 40% of all businesses/organizations failed to have anyone apply for their posted 

job. The lack of experience indicated is mostly at the higher skill levels as experience was 

not an issue for employers at the lower skill levels, as mentioned earlier.  

 
The following are included in the “Other” category: 

• cannot offer competitive wages (non-profit org) 

• competition from McCain/Simplot (with respect to wages) 

• high salary expectations 

• EI will not sponsor course needed for job 

• not willing to commute, limited number of people available locally 

with needed skill set 

• not enough employable local people (n = 2) 

• rural setting, small facilities 

• fail drug or entrance test (n = 3) 

• drug problems 

• lack of motivation 
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• unwilling to take responsibility for mistakes 

• not showing up for work 

 

 9.3 Unfilled Vacancies 

Seventy-eight percent of employers interviewed have had to take measures because they 

could not find a suitable candidate to fill a vacancy at their workplace. The largest 

implication of not finding a person was that the workload for current employees increased, 

in some instances raising workplace health and safety issues and/or creating more stress 

in the workplace. Many employers were alright hiring someone with less qualifications and 

then training them, yet they also mentioned that this added expense to their bottom line, 

especially when the person left for a different job soon after.  
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Here, “Other” could mean: 

• current staff receiving bonuses after a certain length of time if their friends started to 

work at the business due to their recommendation 

• used more automation & got more efficient 

• used casual employees or shared employees with other branches or the parent 

company until someone was found to permanently fill vacancy 

• hired more employees at the next intake of the parent corporation 

• trained up current employees to take on more responsibility 

• left position open until the right person was found, resulting in a service not being 

offered 
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 9.4 Expansion 

Despite all the challenges touched on in the previous section, 49% of all 

businesses/organizations are planning to expand, or will expand, in the next three years 

creating approximately 250 new jobs, with the majority being in the Skill Level C area. This 

reflects expansion in the manufacturing sector in Portage la Prairie and the increased need 

of machine operators, which fall into Skill Level C.  

 

When asked how they were going to find the people needed to fill these new jobs, given 

that most of the employers indicated that they were already having recruitment difficulties, 

few had concrete answers. Many shrugged their shoulders and said they would just keep 

doing what they were doing…even though they were not getting the results they desired. 

Some suggestions given were: hire people before they are needed (and pay them), 

increase wages, make the positions part-time instead of full-time and with flexible hours, 

give incentives to lure people to the company (eg: moving bonus), expand the search 

outside of Portage la Prairie and area, recruit females to traditionally male-dominated 

occupations, advertise more and do more research as to different avenues for advertising 

and recruiting (eg: college, technical schools), devote more time to screening potential 

employees to reduce training costs, refine interview techniques (eg: behaviour-based 

interviews), have better defined criteria for jobs so that the company knows who they are 

looking for and the candidates know exactly what they’re applying for, create a recruitment 

program with the high school that identifies students who are not going on to post-

secondary education but are likely to succeed, focus more on retainment and creating a 

good working environment, and train current workforce to fill jobs with more responsibility. 

Suggestions given that are beyond the control of employers are: hope that people taking 

courses at Red River College in Southport will stay in Portage la Prairie, hope the 

government will increase wages (trades), hope the City of Portage la Prairie will continue 

with the Multi-Plex plans and also other amenities to help draw people to our city.  

9.5  Key Findings 

• 52% of all businesses/organizations have had to fill at least one position more than 

once in the past 12 months 

• As skill level decreased, turnover rates increased. 
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• The most popular mode of advertising is the newspaper and word-of-

mouth/networking close seconds. 

• Word-of-mouth and networking both scored highly for success rate, as did using the 

radio and college/university recruitment, although these were not used by as many 

employers. 

• 91% of all businesses indicated they had had challenges with recruitment. In the 

upper skill levels, lack of technical skills and experience seemed to be the top two. 

Work attitude and a lack of common sense were also seen as challenges. 

• Nearly 40% of businesses/organizations interviewed had no response to a posted 

job. 

• 78% of employers have had to take measures because they could not find someone 

to fill a vacancy. The number one consequence was more work for present 

employees. 

• 49% of businesses/organizations are planning to expand in the next 3 years which 

will create approximately 250 new jobs, mostly in Skill Level C. 
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Section 10: Training Supplied by the City of Portage la Prairie or Chamber 
 
Fifty of the eighty-seven businesses surveyed indicated that they were interested in 

receiving more information regarding workshops that are periodically offered by the 

Chamber or City. After gathering the data, the answers were categorized into eight 

different sections: computer skills, health & safety, personal skills at work, customer 

service, leadership/management, sales, finance/law, and equipment. 

 

10.1 Computer skills 

“Basic or intro computer skills” were asked for by 9 employers, with one asking for skills 

past the intro level. Intro, or even just an understanding of, Excel was the top software 

program mentioned. Other software programs mentioned were: intro to Quickbooks and 

the MicroSoft Office Suite, basic web page design and basic Word. Bookkeeping skills and 

accounts receivable were both skills that were of value. Altogether, 14 businesses/organ-

zations requested some form of computer training. 

 

10.2 Safety in the Workplace 

Health and safety committees: what their function is, what their limitations are, how to 

organize one would all be helpful to our business community. “Health and Safety Issues in 

the Workplace” was also mentioned as a workshop title. Other workshops noted were: 

First-Aid, CPR, WHMIS, safe food handling (different levels), disaster planning, and fire 

safety training. Another interesting workshop idea was really basic electricity (what it is, 

how it works). Also, welding courses, and safety awareness in a plant or manufacturing 

setting. 

 

10.3 People in the Workplace 

One of the most often-commented on categories were how many people were coming into 

the workplace unprepared for the environment that awaits them there. Workshops on the 

following categories would be welcomed by at least 25 employers: 

basic personal hygiene, basic human relations, time and stress management, not bringing 

your personal life into the workplace and managing your personal time so that it doesn’t 

interfere with your work time, the destructive nature of gossip, professionalism (what does 
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that word mean?), office environment manners, work ethics, women in the workplace, 

conflict resolution, how not to take things personally, being sensitive to people’s needs in 

times of distress, co-operation and being a team player, and any and all of the 

soft/transferable skills shown on the graphs in that section. 

 

10.4 Customer Service 

It was noted by many employers who had sent their employees to the customer service 

workshops previously presented by the Chamber that they were excellent and worthwhile. 

Some employers asked for basic customer service skills, others asked for more in-depth 

workshops than had been offered in the past. Telephone answering etiquette, how to deal 

with irate or difficult clients/customers, dealing with the public, and how to care for and 

show your clients/customers you value them were the top four topics mentioned. 

Negotiating with the public and serving the elderly market were also target areas. 

It was suggested by one business that customer service is across the industries and too 

often the workshops being offered in the past have had a tourism theme. 

 

10.5 Leadership and Management Skills 

It was thought by many that there are not enough people coming through the ranks at the 

moment to be able to fill all the vacancies that will soon be created by retirement in middle 

and senior management across the industry sectors. Therefore, any workshops on basic 

and/or advanced leadership or managerial skills would be most welcome. How to motivate 

employees, coaching, organizing, managing conflict, promoting change, team building, 

interview techniques (behaviour-based interviewing), hiring and keeping employees, and 

management techniques across the board were all popular themes expressed by 

employers. 

 

10.6 Sales 

Not as many ideas in this section, however, basic sales training and skills were important 

ideas raised. 

 

10.7 Finance and Law Topics 
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Economic trends in Portage la Prairie, changes in the Health and Safety Legislation, labour 

laws, working with a Board of Directors, and Human Rights were all topics that would fall 

under this category 

 

10.8 Special Equipment Operation 

Basic operation know-how of large heavy duty machinery (agricultural, construction, etc.), 

forklift operation. Co-operation was again underscored when it was suggested that if 

“someone” was able to organize all the businesses with heavy equipment operation and 

run a course on the operation of this equipment everyone would benefit. Perhaps 

Company X could facilitate a workshop on back hoes this month and Company Y could 

facilitate one on forklifts next month. 

 

10.9 Cost and Time Commitment 

When asked if they would be willing to contribute to the cost of running a course in the 

above topics, 38 of the 50 businesses indicated that yes, they would be willing to 

contribute some remuneration, from the attendees wages to a specific dollar amount. Most 

who are able to contribute monetarily said that the amount of money they would be willing 

to pay was directly linked to what the course entailed.  

When asked about the best time to have a workshop, most said anytime, and for those 

who had a preference, 6 chose “evening”, 5 “day” and one said that afternoons would be 

best.  

The best months to have workshops are the winter months, with 17 

businesses/organizations stating that January – March would be the best time, 6 simply 

indicating “winter,” and two “not summer.” April – June would be another good time to look 

at organizing workshops with seven nods. The months between July – December only 

interested 7 employers. 

 

10.10 Other Comments 
More time is needed for organization at the employer’s end from the time the workshop is 

announced until its implementation for them to figure out who the best person to send 

would be and also to organize coverage during this person’s absence. 
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Of those 37 businesses/organizations who did not feel they would benefit from workshops 

administered by the Chamber or City of Portage la Prairie, the number one reason was 

that they had sufficient in-house training for their employees (71%). A lot of these 

businesses/organizations are multi-national or national corporations. Other reasons 

indicated was that there was a lack of interest, they could not afford the time away from the 

business/organization, and that the training needed by their employees was very specific 

and/or technical in nature. 

10.11 Key Findings 

• 57% of businesses/organizations are interested in workshops/training that could be 

supplied by the City or Chamber. Of those who are not interested, 71% said that 

they have sufficient in-house training. 

• 76% of businesses/organizations interested in such training would be willing to put 

some money towards it. 

• Computer training was requested by 28% 

• Training to help people become more aware of what the working world was all 

about was requested by 50% of those interviewed 

• Other areas requested: Safety in the Workplace, Customer Service, Leadership & 

Management Skills, Special Equipment Operation, Sales, and Finance and Law. 

• Companies employing heavy equipment operators might consider co-operating on 

joint education initiatives.  

• The best time for such workshops is during the winter months. 
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Section 11: Greatest Challenges 
 
11.1 Greatest Challenge in the Next Twelve Months 

Not surprisingly, forty-two owners/managers listed labour as their #1 concern for the next 

year. Their reasons went from the aging workforce to the lack of employable people to the 

high turnover rate at Skill Level D to finding good people and how to retain these people. 

Creating a good, positive, team environment within a constantly changing workplace was 

also a challenge. Staffing is definitely a huge issue for Portage la Prairie 

businesses/organizations. 

Maintaining sales, continuing to land contracts, and increasing or carving out a market 

share are the greatest challenges for eleven businesses/organizations. Keeping up with 

the current workload or with technology was also mentioned. 

Staying profitable with the rising costs of doing business and increased competition was a 

core challenge for nine employers. Increased competition brought on by customers buying 

on-line instead of locally is a real issue that few consumers understand but has major local 

implications in our community.  

Dealing with time and stress management were mentioned by three employers. 

The economic ties to the agricultural industry and the weather are challenges for seven 

employers, as well as the lack of stability in the potato industry, and the impact of large 

multi-national corporations’ decisions were all stresses mentioned. A high Canadian dollar 

is not good for exporters. 

For the not-for-profit or government-funded organizations, funding was a major issue, or 

lack there-of.  

Expansion, consolidation, and organizational stability were challenges as well. 

Five businesses said that they had no big challenges in the next year; everything was 

great! 

 

11.2  Greatest Challenge in the Next Five Years 
Labour continued to be the number one challenge for businesses/organizations, although 

in the next 5 years, retirements also are becoming a major challenge. Filling key positions 

left vacant by retirees will be a major task. Not having enough skilled people or enough 

labourers remain key issues during this time frame. 
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Continuing to grow market share, diversification, and expansion top the list for nineteen 

businesses/organizations. 

As before, the ties to the agricultural industry, the rising cost of inputs, government funding 

cuts, stress management, lack of local buying support, and the weather were all concerns. 

Two businesses said that they could foresee no major challenges in the next five years. 

11.3  Key Findings 

• Staffing and labour issues are the #1 concern of businesses/organizations. 

• Retirements and succession planning are issues of concern just over the horizon 

but within the next 5 years. 

• Money issues, market share issues, time & stress management, and issues with 

expansion were also important. 
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Section 12: Alberta Bound? 

Is this a myth or a reality for Portage la Prairie? From 1991- 2001, the population of 

Portage la Prairie remained relatively constant, 

with a drop of only 210 people. Data from the 

2006 Census for Portage la Prairie will not be 

released until March 13, 2007. Of the 20 people 

that business owners/managers indicated had 

left the province in Section 9: Turnover Rates, 

nine of them moved to Alberta, with one 

individual phoning to ask for his job back within 

48 hours of leaving Portage la Prairie. It seems 

the Oil Patch is not for everyone. All of these 

people were in the Skill Levels C & D.  

 

As you can see from the graph to the left,10 

people were still leaving Manitoba for Alberta in 

the third quarter of 2006, and more so than in the third quarter of 2005. However, in the 

same timeframe, more people also left Alberta for Manitoba in 2006 than 2005.  

 

According to Statistics Canada’s Quarterly Demographics Estimates (July – September, 

2006), the population of Manitoba as a whole has remained relatively constant, with slight 

net population increases due to our immigration rate, which is second only to Ontario.11 

From January 2006 – January 2007, Manitoba’s population rose by only 0.5%, with an 

increase in the workforce of 1.1%. Our unemployment rate as of January 2007 is 4.6%. 

During this same time frame, Alberta’s population rose by 4.1% with an increase in the 

workforce of 6.3% and its unemployment rate is 3.3%.12 

 

When trades business owners were specifically asked if they were having a problem 

retaining staff due to the “Alberta Pull,” some answered yes and others no. In our city they 

                                                 
10 http://www.statcan.ca/Daily/English/061221/d061221d.htm#tab6ftnotepp 
11 http://www.statcan.ca/english/freepub/91-002-XIE/2006003/part1.htm 
12 Statistics Canada, The Daily, February 9, 2007, Latest release from the Labour Force Survey. 
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had not seen a lot of it due to the fact that they had an older workforce, one with ties to 

Portage la Prairie that are not easily removed: houses, families, children in school, etc. 

Also, older people understand that although the wages might be higher, the cost of living is 

as well. Finding housing in Alberta can be very problematic. In any case, most every 

business in the trades or construction had had some dealings with people going to Alberta 

but it was certainly not their biggest problem with respect to labour. One business manager 

said that head-hunters come from Alberta and the United States looking for 

journeypersons in the hopes of taking them back to their companies with the promise of 

high wages. It may be that younger people straight out of high school or post-secondary 

training are the ones leaving our Province for Alberta and if they do not return in the future, 

there will be a lasting impact on Manitoba’s labour market. Having never entered the 

workforce in Portage la Prairie, they are harder to track except anecdotally, eg: one 

business owner’s son is in the “Patch” in Saskatchewan making “more money than God.”  

 

It is a fact that some young people want to “spread their wings.” Many people reading this 

report will remember turning 18 and leaving their hometown to see what else is “out there”. 

This is not a negative thing. People who travel and are exposed to other ways of life often 

acquire novel skills and ideas. If young people have fond memories of their hometown, 

they are more likely to want to return to it in the future, bringing with them these different 

ideas. It is misguided to think that we can somehow keep all of our young people here 

when they graduate or that once they have their university/college degree that they will 

return home immediately. Oftentimes they don’t. However, after a few years away, some 

will choose to return to Portage la Prairie.  

 

If we want our youth to return to our City in the future, or stay here after their formal 

schooling is done, then all stakeholders will have to work together closely to see what it is 

young people really want (knowing that young adults in their late teens/early twenties are 

still searching themselves for the answer to this question). As Portage la Prairie enters its 

second century as a City, change is in the air. A new generation will soon be the majority 

in the workforce and those regions, be it cities, provinces or countries, that are able to 

decipher what this generation feels it needs and caters to those needs will be the winners 

in terms of growth and workforce retainment.  
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How can we compete with Alberta’s wages? The simple truth is that we cannot. What we 

need to do is focus on our strengths. What do Portage la Prairie and Manitoba have that 

Alberta does not?  

Key Findings 

• As of the third quarter of 2006 people were still leaving Manitoba for Alberta, more 

so than in the previous year during the same time frame. However, more were also 

leaving  Alberta for Manitoba. 

• Manitoba’s net population is marginally positive, mostly due to strong immigration 

numbers. 

• Very hard to tell on a City level if the flow to Alberta has had a huge effect as many 

people who leave are younger and have perhaps not entered the workforce yet. 

• Young people leaving our City immediately after high school is not necessarily a 

negative. When they come back they may have new and innovative ideas. 

• We must focus on what the younger generation feels are its needs and wants in 

order to either retain them or entice them to move back (if they lived here formerly) 

or to relocate here. 
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Section 13: The Baby Boomers 
 
As mentioned earlier in this report, people who were born in the twenty years following the 

Second World War are now entering their retirement years. In a government report titled, 

“Looking-Ahead: A 10-Year Outlook for the Canadian Labour Market 2004 – 2013,” 

published in October 2004, it was projected that approximately 1.48 million people are 

expected to retire between 2004 – 2009. Occupations which will have the strongest 

pressures due to retirements are in the social science, education and government services 

occupations and the health sector (62) because these occupations often have people 

retiring earlier due to pension plans that can be accessed without penalty at 55 years of 

age and also because of the relatively high average age of the workforce in these 

sectors.13 The health sector is going to experience extreme pressure because of 

retirements coupled with an aging population who will likely need more health care as they 

age. 

 

Many of the occupations facing pressures currently and in the future across Canada 

according to this national report are the very ones that were found to be vacant or 

becoming vacant in the near future in Portage la Prairie. Examples of such occupations 

are: human resource managers, banking, credit and other investment managers, 

physicians, dentists, veterinarians, optometrists, pharmacists, physiotherapists, nurse 

supervisors and registered nurses, dental hygienists and dental therapists, psychologists, 

social workers, police officers, and residential home builders and renovators.14  

 

                                                 
13 Looking-Ahead: A 10-Year Outlook for the Canadian Labour Market 2004 – 2013, Labour Market and Skills 
forecasting and Analysis Unit, Policy Research and Coordination Directorate, Human Resources and Skill 
Development Canada, October 2004, p. iii 
14Ibid, p.27 
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The following graph illustrates retirements from the nine sectors in the five-year period 

from 2004 – 2008.15  

Current and future labour conditions are analyzed in the following chart.16 Again, this 
shows the national situation.  

  
Non-student 
employment 
2003 (000s) 

Current 
labour 
market 
conditions 

Expansion 
demand 
(1) 

Retirements 
(2) 

Labour 
demand 
(3)=(1)+(2)

Labour 
supply 
(4) 

Potential 
pressures 
(3) vs (4) 

labour 
market 
conditions

Total 14,613.1 Fair A A A A — Fair 
Skill type 
Business, 
finance and 
administration 

2,980.7 Fair A AA A A — Fair 

Natural and 
applied sciences 1,064.4 Fair AA A A A — Fair 

Health 934.6 Good AA AA AA A Up Good 
Social science, 
education, 
government 
service and 
related 

1,073.2 Fair AA AA AA AA — Fair 

Art, culture, 
recreation and 
sport 

408.8 Fair A A BA AA Down Fair* 

Sales and 
service 3,952.9 Limited A A A AA Down Limited 

                                                 
15 Ibid, p. 21 http://www11.hrsdc.gc.ca/en/cs/sp/hrsdc/arb/publications/research/2004-002750/page05.shtml 
16 Ibid, p. 25 http://www11.hrsdc.gc.ca/en/cs/sp/hrsdc/arb/publications/research/2004-002750/page05.shtml 
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Non-student 
employment 
2003 (000s) 

Current 
labour 
market 
conditions 

Expansion 
demand 
(1) 

Retirements 
(2) 

Labour 
demand 
(3)=(1)+(2)

Labour 
supply 
(4) 

Potential 
pressures 
(3) vs (4) 

labour 
market 
conditions

Trade, transport 
and equipment 
operators 

2,351.2 Fair A A A A — Fair 

Primary industry 527.2 Limited BA A A AA Down Limited 
Processing, 
manufacturing 
and utilities 

1,319.7 Limited A A A A — Limited 

Skill level 
Management 1,372.1 Good A AA AA BA Up Good 
University 
degree         (A) 2,513.6 Fair AA AA AA A Up Fair* 

College diploma 
or 
apprenticeship 
training        (B) 

4,612.1 Fair A A A A — Fair 

High school 
diploma       (C) 4,653.4 Fair A A A A — Fair 

Only on-the-job 
training        (D) 1,461.5 Limited BA A BA BA Down Limited 

AA = above average; A = average; BA = below average; — = no change; * = pressures insufficient to change 
future conditions.  
Source: HRSDC-PRCD, Labour Market and Skills Forecasting and Analysis Unit, Reference Scenario 2004. 
 
Due to the type of agriculture in the Portage la Prairie region, we will continue to have an 

upward labour pressure (instead of downward as in the national situation) in the Primary 

Industry (agricultural) sector and these jobs will be Skill Level D in nature. These have 

been highlighted in blue on the table. Occupation type and skill levels which have upward 

potential labour pressure and good employment potential on the national front as well as in 

the near future in Portage la Prairie have been italicized.  

 

One forward-thinking manager of a retail outlet which employs over 100 people in Portage 

la Prairie said that to fill the vacuum he anticipates in management due to retirements in 

10-years’ time, his organization is going to start looking at re-hiring retirees on a part-time 

basis to fill management as well as Skill Level D occupations. He foresees more and more 

amalgamations and shared management with other retailers. In the February 2007 issue of 

Perspectives on Labour and Income issued by Statistics Canada, a report was issued 

regarding young pensioners (those who started receiving a pension before their 60th 

birthday). These are the people spoken about earlier that may just be retiring in large 

numbers soon from sectors which have retirement plans starting without penalty at 55 

years of age (people born in 1952). Since many pensioners will be living longer, healthier 
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lives, many may consider re-entering the workforce. However, the data does not seem to 

back this up. Overall, they have a weak attachment to the workforce. This may be because 

before retiring they were earning far more than their non-pensioned counterparts (on 

average), and therefore the financial need to work is not present. Taxation is also an issue. 

Because of current taxation practices, their labour will most likely be taxed at a higher rate 

in “retirement” than it was before collecting a pension.17 This may be one of the reasons 

behind offering less than part-time hours to retirees. This Statistics Canada report 

concludes that “it is unlikely that early pensioners will represent a growing source of labour 

supply in the years to come.”18 However, things may be different in Portage la Prairie. Our 

long winters have many “Snowbirds” escaping to the southern states; however, many stay. 

Those who stay may go back to the workforce out of sheer boredom during the wintertime. 

Only time will tell. 

 
Key Findings 

• Projections are for 1.48 million people to retire from the Canadian workforce from 

2004 – 2009.  

• Occupations with the strongest pressures are in the health sector and social 

sciences, education & government services.  

• The health sector will be under increasing pressure due to retirements and more 

use because of an aging population that are living longer lives 

• Many of the occupations facing pressure now and in the future on the National 

scene are the same ones we are finding hard to fill here in Portage la Prairie. 

• A major exception to the previous point is in agriculture, which will continue to face 

upward labour pressure in our region. 

• Young pensioners (those receiving their pensions before their 60th birthday) have a 

weak attachment to the workforce, likely because they were making more money on 

average before they retired. 

                                                 
17 Perspectives on Labour and Income, February 2007, Vol. 8, No. 2 Young Pensioners, p. 12 - 13. 
18 Ibid, p. 13 
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Section 14: Immigration 
Many employers with employees across the skill levels were interested in obtaining more 

information with regards to immigration as a way to help alleviate their labour woes. 

Indeed, 44 of 87 businesses/organizations asked for more information on the Manitoba 

Provincial Nominee Program. Some businesses/organizations have already successfully 

hired immigrants from a variety of backgrounds to live and work in Portage la Prairie and 

area. As one employer said, “Without our immigrant workers we’d be bankrupt.” One 

organization, partnering with other branches of the same organization, has successfully 

run an immigrant program whereby immigrants are given a 5 week training at an entry-

level occupation and a 90-day work experience with the company. Even though there is no 

promise of a job at the end of the work experience, they are given a reference letter. So 

far, the program has been very successful and will be used as the proto-type for a similar 

kind of program targeting First Nations and Métis peoples.  

 

By far, the main employer of immigrants are the large-scale vegetable producers who hire 

Mexican workers during the summer season. These workers go back home to Mexico for 

the winter months. One farmer expressed a desire to help bring Mexican families to 

Portage la Prairie permanently. He said that often agriculture is a starting point for 

immigrants and then they move on to other ventures within the community.  

 

What would the effects be on our community if wide-scale immigration occurred as this 

farmer indicated should be done? No study has been done on this point specifically for 

Portage la Prairie. Hypothetically, let’s use this last point raised by the farmer. To use a 

round number, let’s say that 100 families moved to Portage la Prairie permanently to help 

ease the shortage of workers that is evident at Skill Level D in this area. The majority of 

these new residents would be unskilled workers. Is Portage la Prairie ready for this? 

Where would they live? Low income housing was an issue this last election. If each family 

had 2 children, that would mean 200 new students for the Portage School Division…on the 

surface this would seem to be a huge boon: more students, more government funding. 

However, many of these new students might need to learn English, so more staff trained in 

English as an Additional Language would have to be hired at all levels. Education 

requirements vary from country-to-country, perhaps some students would not be familiar 
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with formal schooling and this would be a huge adjustment for them. As discussed earlier, 

retirements as well as an increased in usage of our health care system is going to tax that 

system to its limit. With a sudden influx of 100 families, our system would be bursting at 

the seams. Many of these immigrants would be coming from poorer backgrounds where 

owning a car is improbable, or unnecessary. How would they get around in an area with no 

public transport to speak of? Of course, our harsh winters and hot summers would be quite 

a shock for those immigrants not used to such extreme weather. And what about the 

people of Portage la Prairie? Are they ready for an immigration experiment such as this 

one? Would they rally around and appreciate that many people with different cultural 

practices? It is very unlikely that this hypothetical situation would occur due to immigration 

laws; however, it is interesting to think about. 

 

Immigration remains the reason why Manitoba has posted net population gains as of 

September 2006, the last quarter that statistics of this type are available. It is obvious that 

with women having less children in all the industrialized countries and retirement of the 

Baby Boomers on the horizon, our Canadian-born labour force is decreasing. The data 

corroborates this. It is also interesting to note that the more time an immigrant woman lives 

in Canada, the lower her fertility rate becomes. Like non-immigrant Canadian women, she 

chooses to have fewer children. Immigrant women who arrived from 1996 – 2001 had a 

fertility rate of 3.1 children per women; however, for those who arrived 10 – 14 years 

earlier, the fertility rate was 1.5, the same as for Canada as a whole.19 Immigration is a 

route that will be taken by more and more businesses and organizations as the years go 

by. Education of other cultures and religions will be instrumental in creating an atmosphere 

of tolerance and respect for cultural differences. It is important for all organizations to work 

together to create a situation whereby newcomers to Portage la Prairie and area will feel 

welcome, be able to succeed, and become productive members of our society.  

Key Findings 

• Immigration is a route more businesses/organizations are thinking of taking to 

alleviate their labour woes. 51% of businesses/organizations surveyed requested 

more information on the Manitoba Provincial Nominee Program 

• More research is needed on Portage la Prairie’s capacity to handle immigrants. 
                                                 
19 Canada’s demographic situation: Fertility of immigrant women. Statistics Canada, The Daily, December 22, 
2003, p. 1  http://www.statcan.ca/Daily/English/031222/d031222c.htm 
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• Immigration is the reason why Manitoba has posted net population gains as of 

September, 2006. 

• Our Canadian-born labour force has been decreasing for the past 20 years which 

parallels the decrease in women’s fertility rates in this country. Our fertility rate now 

stands at 1.5. The rate needed to replace a population is 2.1. First Nations’ 

women’s fertility rate is 2.86.  

• Education of other cultures and religions will become paramount for harmony in our 

area, province, country, and world. 
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Section 15: Running a Business in the 21st Century 
This section is meant to share ideas from businesses/organizations who are successful in 

recruiting and retaining employees in the Portage la Prairie area. It is not an exhaustive list 

of techniques, but rather is meant to create discussion and foster creative solutions to 

perceived problems.  

 

A topic of much discussion during the interviews was the change of attitudes in the next 

generation. This was touched on earlier in this report as well. This generation not only 

wants, but needs, instant (or near-instant) reward and gratification. It was the opinion of 

one manager that to make people wait to be promoted because “that’s the way it’s always 

been done” was fool-hardy. She suggested that management and company owners need 

to start looking less at the positions and more at the individuals. If an individual is a great 

worker and someone the company would like to keep, they must do everything possible to 

retain that worker because, as mentioned before, employee loyalty is low. It is an 

employee’s marketplace now, as opposed to in the Baby Boom era when finding a job was 

much harder and once you got one you were “married to the company”. It is this mind-set 

of the older generation, and the people who are often in charge of companies, that is 

clashing with the younger generation’s mind-set. Companies and managers who can mesh 

their policies with the mind-set of this generation are the ones that will persevere. 

 

Gone are the days when a higher wage will keep an employee loyal. People are also 

looking for a healthy working environment. Stress has become a household word in the 

past 20 years, as well as stress leave, stress management, and health problems due to 

stress. Anything an employer can do to alleviate stress in the workplace will undoubtedly 

help with employment retainment. It is not uncommon for people to leave higher-paying 

jobs to go to a lower-paying job with a better working environment. And why not? Once 

one factors in the money spent on things to help one feel better about their job (the movie 

to de-stress, the expensive “retail therapy” sessions, medication for stress, the meals 

spent at restaurants because one is too tired to cook, etc.), the lower-paying job with less 

stress may just result in more money in the bank! 
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Also gone are the days of heavy-handed management or a dictatorship. Our school 

system has been focusing on cooperative learning for many years now. Yet, some 

businesses are not embracing the teamwork model. Employers need to foster growth in 

their employees. For one employer this means reinforcing good work practices publicly 

and having a quiet word privately when things do not go well. Also, encouraging middle 

management and supervisors to assume more responsibility by mentoring. 

 

The most important link in one business’s retention of quality employees was to show 
their workforce that they were valued. There are very few people alive who do not like 

to be shown they are valued; indeed being recognized for a job well-done at any age 

enhances self-image and improves self-esteem. They did this in a number of ways: by 

instituting a comprehensive training program to show the employees that they cared about 

their safety at work, bumping up wages quickly, allowing flexible holidays (even though this 

is difficult in a manufacturing setting), and creating a 9-hour work day with Friday 

afternoons off. All these changes, especially the latter, has resulted in this particular 

business reducing their turnover rate from a virtual “revolving door” six years ago to next-

to-nothing now. In fact, their average length of employment at the lower skill levels is now 

5 years, paralleling the length of time since their “Plan” was instituted. It should be noted 

that this particular business invested a great deal of time and money into finding solutions 

to their “revolving door” staffing problem. First of all, they took responsibility for the 
problems in their workforce instead of blaming the workers and secondly, they 

worked with their workforce to come up with creative solutions. The end result of their 

actions has been very positive for everyone involved. 

 

Businesses/organizations who had little turnover rate had a common theme running 

through their conversations on this topic and that theme is this: no heavy-handed, top-

down management paradigm but more of a co-operative, teamwork approach. If everyone 

is a valued member of the “team” and feels ownership towards the business or 

organization, that entity is more likely to be successful. Managers who approached their 

businesses/organizations with this paradigm seemed to be much more successful with 

employee retention. Managers/owners who ask their employees for their opinions and also 

actively seek out employees’ innovative ideas report having good working relationships 

with them and better retention rates. Those who regularly put on teambuilding exercises 
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(sometimes disguised as the annual Christmas due or summertime bar-be-ques, etc) also 

report less turnover.  

 

Other innovative ideas to stem turnover rates or migration to other larger centres were 

mentioned. One employer pays employees for piece rate overtime retroactively. If they 

work 80 - 90 hours, employees receive a $1/hr raise on all their work. If they hit 90 – 100 

hours, they get a $2/hr increase and over 100 hours, a $3/hr increase. This worked to help 

curtail the flow to Winnipeg of Skill Level B workers for that business. Profit-sharing 

initiatives also are on the rise which help to show employees that they are an important 

member of the team. If the team does well and profits rise, everyone benefits…in the case 

of profit-sharing they all benefit monetarily as well. Another employer noted that his 

business has purposely sought out and successfully employed individuals who are “less- 

than-perfect,” referring to criminal records, high school drop-outs or lifetime loss of driver’s 

licences. He said that they put a lot of effort into nurturing these people and although there 

are some that must be let go, many are staying on and becoming productive members of 

their team, and society. 

Key Findings 

• Attitudes have changed from the Baby Boom era. 

• This generation needs instant, or nearly instant, reward and gratification 

• Companies need to re-align their management styles to deal with the new 

generation and workforce. 

• High wages will no longer keep an employee loyal to a company. 

• Healthy working environments are one of the keys. 

• Heavy-handed management should be replaced by a more teamwork approach. 

• Employees need to be shown they are valued. 

• Employers need to take responsibility for problems in their work place and not 

blame everything on the employees. 

• Employers and employees working together toward a common solution to the 

problems in the workplace is seen as positive. 
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Section 16: Buying Locally 
 
On the coat-tails of the last section comes more about feeling valued at a business level. 

Members of the retail business community expressed concern about fellow citizens and 

other businesses/organizations of Portage la Prairie shopping elsewhere, either online or 

in other centres (mostly Winnipeg).  

 

This is mostly an issue of education. Most people do not realize that sitting down at one’s 

computer to buy their holiday package or airline ticket jeopardizes someone’s job in 

Portage la Prairie. Maybe that big multi-national company gives you incentives to buy at 

their store on-line or through their catalogue, but how does that help the small business 

here in Portage la Prairie?  

 

This lack of loyalty to buy locally has a real trickle-down effect. Small businesses are no 

longer able to sponsor local school events or sports teams, even though they have been 

doing so for many years and would continue to do so if they were able. 

 

The Chamber of Commerce in Portage la Prairie had their most successful Christmas 

Loan program in conjunction with the Credit Union this past year.  

 

Efforts to increase the percentage of people who buy locally and continue to support our 

local economy will be effort and money well-spent. A spin-off of this will be more jobs 

created due to expansion or new shops opening up. 

 

Key Findings 

• Education on the wide-spread effects of not supporting local businesses and 

organizations needs to be in place continuously and constantly. 

• All stakeholders need to be involved in this effort. 
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Concluding Remarks 

It was the intention of this survey to find out whether or not there is a shortage of workers 

in Portage la Prairie and area, what skill levels are in demand, which occupations will be 

facing worker shortages in the next three years, what education will be needed to fill these 

vacancies, and what industry sectors these occupations will be in. Also, how many jobs will 

be created due to expansion over the next three years. During the course of the interview 

process and subsequent writing of this report, these questions were answered and many 

other issues were raised and have been commented on in this report. This report is not 

exhaustive. 

 

It is highly recommended that the City of Portage la Prairie secure funding again in 3 – 4 

years’ time to continue with Phase III of the Labour Needs Assessment Survey. Perhaps 

items touched on in this report can be more fully explored then. It will also give the youth in 

our area, the City of Portage la Prairie, as well as business owners/managers and other 

organizations the data necessary to make intelligent, well thought out decisions in the 

future.
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 Appendix A: The 2007 Survey Tool 
Originally formatted for legal-sized paper. 

SECTION ONE: General Information 
 
Company Name:  _______________________________ 

Primary Contact & position:  _______________________________ 
 
Corporate Address:        Mailing Address (if different): 

Box/Street    _________________       __________________________ 
City/Town    __________________      __________________________ 
Postal Code  ______________      ____________ 
 
Phone:      _________________          Fax:  ___________________ 
 
E-mail:      ____________________   Web site: __________________ 
 
Main Product/Service: ___________________________________ 
 
Auxiliary Product/Service:  ________________________________ 
 
Collective Agreement: Yes    No    If yes, which one: ___________ 
 
Do you presently have a business plan?     Yes     No   
 
Business Structure (please circle): 
(a) sole proprietorship  (d) corporation              (g) charity                              
(b) partnership         (e) government                            
(c) co-operative                       (f) non-profit   
                         
Please give the approximate values for your current staff: 
 Skill 

Level 
A20 

Skill 
Level 
B21 

Skill 
Level 
C22 

Skill 
Level 
D23 

Total 

Number of employees      

Male      

Female      

Full-time (30 hours or more/week)      

Part-time (less than 30 hours/week)      

Temporary/seasonal      

Casual      

Job Share      

Average Age      

                                                 
20 Occupations usually requiring a university education. See Appendix A for a more thorough explanation. 
21 Occupations usually requiring college education or apprenticeship training. 
22 Occupations usually requiring secondary school &/or occupation-specific training. 
23 On-the-job training is usually provided for these occupations; no formal education needed. 

Office 
use only 
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Average Wage (salary or per hour)      

Average Length of Employment      

                                                                  
 
Does your company hire under contract:    Yes      No   
 

If yes, approximately how much per year is spent on contract work? $___________   
 

 SECTION TWO: Skill Level A Occupations  
What is the lowest level of education in your Level A occupations? 

a. Bachelor’s Degree _____________ 

b. University Graduate Degree _____________ 

c. Other: ____________ 

What is the entry-level position for your Level A occupations? 
 

Wage: 
 

Hours of work  Regular:     Overtime: 
 
What is the highest level of education in your Level A occupations? 

a. Bachelor’s Degree _____________ 

b. University Graduate Degree _____________ 

c. Other: ____________ 

 
What is the highest-level position for your Level A occupations? 
 
 

Wage: 
 
Hours of work  Regular:     Overtime:   

 
What is the minimum level of experience at hiring required for your Level A occupations? 

a. none 
b. Number of years: ____ 

 
What special skills does your Level A workforce need to have at hiring (see Appendix B for a definition of what 
constitutes a special skill)? 

a. Second language proficiency  

b. Minimum word processing speed (WPM: ____) 

c. Proficiency in computer programs: ______________ 

d. Special equipment operation 

e. Other: ________________ 

What are some soft/transferable skills24 that are common to all your Level A occupations (see Appendix B for a 
breakdown of the following categories)? 

a. Communication 

b. Research & planning 

c. Human Relations 

d. Organization, Management & Leadership 

                                                 
24 List compiled from the following sources: http://www.quintcareers.com/transferable_skills_set.html; Simpson, 
Simon J. The Measurement and Recognition of Soft Skills: Developing a Common Standard? 
(http://www.surrey.ac.uk/politics/cse/M-and-R-of-Soft-Skills.pdf) 
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e. Work Survival 

f. Self-psychology 

 
Benefits that apply for your Level A workforce. 

a. Tips 
b. Bonus or incentives 
c. Commission 
d. Discounts 
e. Insurance 
f. Health plan 
g. Pension plan 
h. Vacation time 

i. Other: ________________ 

SECTION THREE: Skill Level B Occupations  
 

What is the lowest level of education in your Level B occupations? 

a. Some college education _____________ 

b. College diploma _____________ 

c. Started apprenticeship 

d. Finished apprenticeship 

e. Specialized training course ______________ 

f. Other: ____________ 

What is the entry-level position for your Level B occupations? 
 
 

Wage: 
 

Hours of work  Regular:     Overtime: 
 
What is the highest level of education in your Level B occupations? 

a. Some college education _____________ 

b. College diploma _____________ 

c. Started apprenticeship 

d. Finished apprenticeship 

e. Specialized training course ______________ 

d. Bachelor’s Degree _____________ 

e. University Graduate Degree _____________ 

f. Other: ____________ 

What is the highest-level position for your Level B occupations? 
 
 

Wage: 
 
Hours of work  Regular:     Overtime:   

 
What is the minimum level of experience at hiring required for your Level B occupations? 

a. none 
b. Number of years: ____ 

 
What special skills does your Level B workforce need to have at hiring (see Appendix B for a definition of what 
constitutes a special skill)? 

a. Second language proficiency  
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b. Minimum word processing speed (WPM: ____) 

c. Proficiency in computer programs: ______________ 

d. Special equipment operation 

e. Other: ________________ 

What are some soft/transferable skills that are common to all your Level B occupations (see Appendix B for a 
breakdown of the following categories)? 

a. Communication 

b. Research & planning 

c. Human Relations 

d. Organization, Management & Leadership 

e. Work Survival 

f. Self-psychology 

Benefits that apply for your Level B workforce. 
 

a. Tips 
b. Bonus or incentives 
c. Commission 
d. Discounts 
e. Insurance 
f. Health plan 
g. Pension plan 
h. Vacation time 

i. Other: ________________ 

SECTION FOUR: Skill Level C Occupations  
 
What is the lowest level of education in your Level C occupations? 

a. Some high school 

b. Grade XII diploma 

c. Some college education  

d. Specialized training course ______________ 

e. Other: ____________ 

 
What is the entry-level position for your Level C occupations? 
 
 

Wage: 
 

Hours of work  Regular:     Overtime: 
 
What is the highest level of education in your Level C occupations? 

a. Grade XII diploma 

b. Some college education  

c. College diploma _____________ 

d. Specialized training course ______________ 

e. University Bachelor’s Degree _____________ 

f. Other: ____________ 

 
What is the highest-level position for your Level C occupations? 
 
 

Wage: 
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Hours of work  Regular:     Overtime:   

 
 
What is the minimum level of experience at hiring required for your Level C occupations? 

a. none 
b. Number of years: ____ 

 
What special skills does your Level C workforce need to have at hiring (see Appendix B for a definition of what 
constitutes a special skill)? 

a. Second language proficiency  

b. Minimum word processing speed (WPM: ____) 

c. Proficiency in computer programs: ______________ 

d. Special equipment operation 

e. Other: ________________ 

What are some soft/transferable skills that are common to all your Level C occupations (see Appendix B for a 
breakdown of the following categories)? 

a. Communication 

b. Research & planning 

c. Human Relations 

d. Organization, Management & Leadership 

e. Work Survival 

f. Self-psychology 

 
Benefits that apply for your Level C workforce. 

a. Tips 
b. Bonus or incentives 
c. Commission 
d. Discounts 
e. Insurance 
f. Health plan 
g. Pension plan 
h. Vacation time 

i. Other: ________________ 

SECTION FIVE: Skill Level D Occupations  
 

What is the lowest grade of schooling you would be willing to hire? _____________ 
 
Do your unskilled workers need to be able to: 

• Read English? 

• Write English? 

• Speak English? 

• Be fully numerate? 

 
What is the entry-level position for your Level D workforce? 
 
 

Wage range: 
 

Hours of work  Regular:     Overtime: 
 

What is the minimum level of experience at hiring required for your Level D workforce? 
a. none 
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b. Number of years: ____ 
 

What special skills does your Level D workforce need to have at hiring? 

a. Second language proficiency  

b. Minimum word processing speed (WPM: ____) 

c. Proficiency in computer programs: ______________ 

d. Special equipment operation 

e. WHMIS 

f. Other: ________________ 

 
What are some soft/transferable skills that are common to all your Level D workforce (see Appendix B for a 
breakdown of the following categories). 

a. Communication 

b. Research & planning 

c. Human Relations 

d. Organization, Management & Leadership 

e. Work Survival 

f. Self-Psychology 

 
Benefits that apply for your Level D workforce. 

a. Tips 
b. Bonus or incentives 
c. Commission 
d. Discounts 
e. Insurance 
f. Health plan 
g. Pension plan 
h. Vacation time 

     Other: ________________ 

 
SECTION SIX: Recruiting 
 
In the last 12 months, has your company had to hire a new employee? 

Level A 

Level B 

Level C 

Level D 

Have you had to re-hire for any of the above positions more than once in the past 12 months? 
Yes To what do you attribute the frequency of availability of this/these job(s)? 
                                                                                          A   B C D 
a.   Candidate did not fulfill job requirements 
b. Family issues (illness, childcare issues, pregnancy) 
c. Left for a different job 
d. Moved out of area 
e. Moved out of province 
f. Nature of the business 
g. Overtime expectations were not being met 
h. Wages 
i. Work hours and candidate did not match  
j. Working conditions and candidate did not match 
k. Retirement 
l. Other: 
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Which specific positions have you had difficulty filling in the past? 
 

Level A 

Level B 

Level C 

Level D 

What methods have you used to attract candidates to openings at your business? Please rate the methods 
used where 1=not successful and 5=very successful. 
a. Through staff & friends   1   2   3   4   5 

b. Word-of-mouth    1   2   3   4   5 

c. Advertising in the Daily Graphic  1   2   3   4   5 

d. Advertising in Herald-Leader  1   2   3   4   5 

e. Advertising in other newspaper  1   2   3   4   5 

f. Advertising on PortageOnline.com 1   2   3   4   5 

g. Advertising via the Internet  1   2   3   4   5 

h. HRDC Job Bank posting   1   2   3   4   5 

i. College/University recruiting  1   2   3   4   5 

j. Private employment agencies  1   2   3   4   5 

k. Applications on file   1   2   3   4   5 

l. Provincial Nominee Program  1   2   3   4   5 

m. Other ____________________  1   2   3   4   5 

 

What have been some of the major challenges faced by your company when recruiting candidates for 
employment?       
a. No challenges               

b. No candidates applied 

c. Lack of education 

d. Lack of technical skills 

e. Lack of experience 

f. Low literacy levels 

g. No driver’s licence 

h. Poor presentation skills 

i. Poor communication skills 

j. Lack of common sense 

k. Work attitude questionable 

l. Could not deal with criticism/having to report to a superior 

m. Training for this job is not readily available 

n. Lack of time/resources to adequately screen applicants 

o. Poor work history 

p. Other: ________________________ 

 
If you could not find a suitable candidate, what steps did your company then take? 
a. Increased workload for current staff 

b. Expanded competition area 
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c. Lowered job requirements/expectations 

d. Hired with less qualifications and provided training 

e. Increased wages 

f. Contracted work out 

g. Hired non-residents/immigrants 

h. Involved a third party to find a suitable candidate 

i. Other: ____________________ 

 

Will you need to hire new workers in the next 12 months (this does not include seasonal workers whom you 
re-hire every year)? 
Level A 

Level B 

Level C 

Level D 

Do you anticipate any recruitment difficulties in the next 12 months? 
Yes For which particular job vacancy? 

Level A 

Level B 

Level C 

Level D 

 
Do you plan to expand your business within the next 3 years? 
 Yes How many new employees will you need?  

Level A 

Level B 

Level C 

Level D 

Do you foresee recruiting issues with your expansion? 
Yes How will you deal with these issues? 

 
If you are not planning to expand within the next 1 – 3 years, why not? 

a. Lack of skilled labour 

b. Lack of demand for product or service 

c. Lack of financial resources to buy equipment and materials 

d. Lack of ability to develop expansion plan 

e. Would like to expand but have no time to research the feasibility 

f. Would like to expand but have no time to oversee such an undertaking 

g. Would like to expand but have family commitments 

h. No building space available for expansion 

i. Zoning issues 

j. Planning to expand, but not before 3 years’ time 
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k. No need to expand, have a good balance now 

l. Other: ______________________ 

 

Are you aware of the Manitoba Provincial Nominee Program?   Yes           No 
 Would you like more information on this program?       Yes           No 
 
What is the greatest challenge facing your company over the next 12 months? 
 
 
 
Over the next 5 years? 
 
 
 

SECTION SEVEN: Training  

If you see a need for training in your staff, what specific areas need to be addressed? 
a. Special skills (ie: computer skills, special equipment operation, languages) 

 

 

b. Soft/transferable skills (ie: communication, research & planning, human relations, 
organizational/management, work survival) 

 
 
 

c. Procedures/safety issues 

 

 

If the City or the Chamber were to organize one- or half-day workshops for the training you mentioned above, 
would your workforce be able/willing to participate? 
 
Would you be willing to pay for this training?  If so, to what maximum dollar level per employee? 
 

What would be the best time/month of year for these workshops to occur for your business? 
 
 
NO  Why not? 

a. Cannot afford the time away from company for training 

b. Lack of interest  

c. Lack of training funds 

d. Other:  
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Appendix B: Soft/Transferable List 

SOFT/TRANSFERABLE SKILLS25-- A set of skills that influence how we interact with each 
other. It includes such abilities as effective communication, creativity, analytical thinking, 
diplomacy, flexibility, change-readiness, and problem solving, leadership, team building, and 
listening skills. 
 
• Communication -- the skillful expression, transmission and interpretation of knowledge and 

ideas.  
 

a. Describing feelings 
b. Editing 
c. Expressing ideas 
d. Facilitating group discussion 
e. Interviewing 
f. Listening attentively 
g. Negotiating 
h. Nonverbal messages (perceiving others’ body language and exhibiting appropriate  

body language) 
i. Persuading 
j. Providing appropriate feedback 
k. Reporting information 
l. Speaking effectively 
m. Writing concisely 

 
• Research & Planning -- the search for specific knowledge and the ability to conceptualize 

future needs and solutions for meeting those needs.  
 

a. Creating ideas 
b. Defining needs 
c. Developing evaluation strategies 
d. Extracting important information 
e. Forecasting, predicting 
f. Gathering information 
g. Identifying problems 
h. Identifying resources 
i. Imagining alternatives 
j. Planning, organizing and setting goals 
k. Solving problems 

 
• Human Relations -- the use of interpersonal skills for resolving conflict, relating to and 

helping people.  
 

a. Asserting  
b. Being sensitive 
c. Conveying feelings 
d. Cooperating 
e. Counseling 

                                                 
25 List compiled from the following sources: http://www.quintcareers.com/transferable_skills_set.html; Simpson, 
Simon J. The Measurement and Recognition of Soft Skills: Developing a Common Standard? 
(http://www.surrey.ac.uk/politics/cse/M-and-R-of-Soft-Skills.pdf) 
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f. Delegating with respect 
g. Developing rapport 
h. Listening 
i. Motivating 
j. Perceiving feelings, situations 
k. Providing support for others 
l. Representing others 
m. Sharing credit for a job well done 

 
• Organization, Management & Leadership --  The ability to supervise, direct and guide 

individuals and groups in the completion of tasks and fulfillment of goals.  
 

a. Coaching 
b. Coordinating tasks 
c. Counseling 
d. Decision making with others 
e. Delegating responsibility 
f. Handling details 
g. Initiating new ideas  
h. Managing conflict 
i. Managing groups 
j. Promoting change 
k. Selling ideas or products 
l. Teaching 

 
• Work Survival -- the day-to-day skills which assist in promoting effective production and 

work satisfaction.  
 

a. Accepting responsibility 
b. Anger management 
c. Attending to detail 
d. Confronting and managing fear 
e. Cooperating 
f. Enforcing policies 
g. Enlisting help  
h. Implementing decisions 
i. Making decisions 
j. Organizing  
k. Self presentation (personal hygiene, proper dress, overall appearance) 
l. Self-motivation 
m. Thinking rationally, reasonably, having sound judgment 
n. Time management (making deadlines/goals, attendance, punctuality) 

 
• Self-Psychology 
 

a. Caring for oneself 
b. Confidence 
c. Mental health (stress management) 
d. Personal development (including learning) 
e. Self awareness 
f. Self-respect 
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Appendix C: Occupations Currently Available in Portage la Prairie 
Classified Using the National Occupational Classification Matrix 
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Appendix D: Occupations That Have Been Difficult to Fill in the Past in 
Portage la Prairie and Area Classified Using the National Occupational 
Classification Matrix 
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Appendix E: Occupations Anticipated to be Available in Portage la Prairie 
and Area within the Next Three Years Classified Using the National 
Occupational Classification Matrix  



Labour Needs Assessment Survey – Phase II – Final Report 
 

 96  



Labour Needs Assessment Survey – Phase II – Final Report 
 

 97  

Appendix F: Benefits for Workers Showing All Skill Levels Simultaneously 

Benefits for Workers
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Appendix G: Key Findings of this Report 

Skill Level A 

• 550 employment positions at 37 businesses/organizations 

• Usually require a university degree; education is key at this skill level. 

• Average salary range -- $44 250 - $95 510 

• Average length of employment is 10.2 years, average age: 42. 

• Concerns with upcoming retirements and succession planning 

• Recruitment concerns—not enough people in Portage la Prairie to fill vacancies; 

approximately 15% of Skill Level A workers commute everyday (>15 minutes) 

• At least a dozen new positions will be created in the next 3 years. 

• 59% of employers want their Skill Level A employees to have at least basic 

computer skills at hiring 

• Co-operation among professionals might be beneficial to all parties involved. 

Skill Level B 

• 803 employees at 81 out of 87 businesses/organizations 
• Required education is usually a college education or apprenticeship training 

which 85% of all businesses in this category have as their highest level of 

education 

• Technology is increasing rapidly in this skill level; 51% of 

businesses/organizations stated that computer knowledge was very important. 

• Average salary range is $28 003 -- $52 540 

• Average length of employment is 10.2 and the average age is 39.5 (trades 

slightly higher at 42) 

• 65% of all businesses/organizations would hire someone with no experience 
• Concerns with not having enough skilled people to fill vacancies. 
• This skill level has a lot of technical occupations with very specialized training 

needed. 

• Most employers will train the right candidate to use any machinery involved. 

• Benefits are wide-spread, with 99% of all businesses/organizations offering at 

least one benefit to their workforce in this skill level. 
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Skill Level C 

• 1 294 positions employed at 68 businesses/organizations 
• Education requirements are usually secondary school and/or occupation-specific 

training. Education is not as important as a good attitude and a willingness to 

learn and better oneself. 

• Average wage range for this skill level is $11.19 - $16.77/hr ($23 275 - $34 881 

annually) 

• Average age is 37.7 and average length of employment is 7.9 years. 
• Experience is not a necessity at this skill level 
• Employers more concerned with finding quality people who have many of the 

soft/transferable skills discussed during the interviews than with educational 

background. These soft/transferable skills are lacking at this level. 

• 51% of all businesses/organizations want computers skills at hiring at this level 

(clerical staff are Skill Level C workers). 

• Major concerns with regards to competency and safety. 
Skill Level D 

• 1 101 jobs were discussed, at 45 businesses/organizations 

• Require little formal education; however, reading, writing, and speaking English 

are all important. 

• The right person for a Skill Level D job is able to perform repeated tasks over 

long  periods of time. 

• Average wage range: $9.39 - $11.51/hr ($19 531 - $23 941 annually) 

• Average age is 34 and this group is very transient in nature. 

• Reliability is an issue. 

• Not enough people to fill the vacancies. Very pronounced at this level. 

• Employee loyalty is low. 

• Knowledge of technology is not necessary at this level. 

•  Interest in forming a “Labourer Pool” 

Soft/Transferable Skills 

• Soft/transferable skills are in very high demand by all employers regardless of 

industry sector. 
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• Skill Level A employees were expected to possess almost all 69 soft/transferable 

skills at hiring. 
• Every skill level was expected to listen attentively, identify & solve problems, co-

operate, and share credit for a job well done. 

• Most employers wanted their employees to have all 14 skills listed under Work 

Survival, with accepting responsibility,  co-operating, and time management 

(making deadlines/goals, attendance, punctuality) being the three categories that 

scored above or at 80% across all skill levels. 

• The sections entitled self-psychology (caring for oneself, confidence, mental 

health [stress management], personal development [including learning], self 

awareness, self-respect) was by far the section that scored the highest in every 

skill level, close to 100% for each skill in each skill level. 

• Concern with employers that these skills are lacking and are not being taught to 

children at home any more. 

• Local schools teach many of the soft/transferable skills within their core 

curriculum. Good teaching however cannot take the place of good parenting. 
Turnover Rates & Recruitment Challenges 
• 52% of all businesses/organizations have had to fill at least one position more 

than once in the past 12 months 

• As skill level decreased, turnover rates increased. 

• The most popular mode of advertising is the newspaper and word-of-

mouth/networking close seconds. 

• Word-of-mouth and networking both scored highly for success rate, as did using 

the radio and college/university recruitment, although these were not used by as 

many employers. 

• 91% of all businesses indicated they had had challenges with recruitment. In the 

upper skill levels, lack of technical skills and experience seemed to be the top two. 

Work attitude and a lack of common sense were also seen as challenges. 

• Nearly 40% of businesses/organizations interviewed had no response to a posted 

job. 
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• 78% of employers have had to take measures because they could not find 

someone to fill a vacancy. The number one consequence was more work for 

present employees. 

• 49% of businesses/organizations are planning to expand in the next 3 years which 

will create approximately 250 new jobs, mostly in Skill Level C. 

Training 

• 57% of businesses/organizations are interested in workshops/training that could 

be supplied by the City or Chamber. Of those who are not interested, 71% said 

that they have sufficient in-house training. 

• 76% of businesses/organizations interested in such training would be willing to 

put some money towards it. 

• Computer training was requested by 28% 

• Training to help people become more aware of what the working world was all 

about was requested by 50% of those interviewed 

• Other areas requested: Safety in the Workplace, Customer Service, Leadership 

& Management Skills, Special Equipment Operation, Sales, and Finance and 

Law. 

• Companies employing heavy equipment operators might consider co-operating 

on joint education initiatives.  

• The best time for such workshops is during the winter months. 

Greatest Challenges 

• Staffing and labour issues are the #1 concern of businesses/organizations. 

• Retirements and succession planning are issues of concern just over the horizon 

but within the next 5 years. 

• Money issues, market share issues, time & stress management, and issues with 

expansion were also important. 

Alberta Bound? 

• As of the third quarter of 2006 people were still leaving Manitoba for Alberta, 

more so than in the previous year during the same time frame. However, more 

were also leaving  Alberta for Manitoba. 

• Manitoba’s net population is marginally positive, mostly due to strong immigration 

numbers. 
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• Very hard to tell on a City level if the flow to Alberta has had a huge effect as 

many people who leave are younger and have perhaps not entered the 

workforce yet. 

• Young people leaving our City immediately after high school is not necessarily a 

negative. When they come back they may have new and innovative ideas. 

• We must focus on what the younger generation feels are its needs and wants in 

order to either retain them or entice them to move back (if they lived here 

formerly) or to relocate here. 

The Baby Boomers 

• Projections are for 1.48 million people to retire from the Canadian workforce from 

2004 – 2009.  

• Occupations with the strongest pressures are in the health sector and social 

sciences, education & government services.  

• The health sector will be under increasing pressure due to retirements and more 

use because of an aging population that are living longer lives 

• Many of the occupations facing pressure now and in the future on the National 

scene are the same ones we are finding hard to fill here in Portage la Prairie. 

• A major exception to the previous point is in agriculture, which will continue to 

face upward labour pressure in our region. 
• Young pensioners (those receiving their pensions before their 60th birthday) have 

a weak attachment to the workforce, likely because they were making more 

money on average before they retired. 

Immigration 

• Immigration is a route more businesses/organizations are thinking of taking to 

alleviate their labour woes. 51% of businesses/organizations surveyed requested 

more information on the Manitoba Provincial Nominee Program 

• More research is needed on Portage la Prairie’s capacity to handle immigrants. 

• Immigration is the reason why Manitoba has posted net population gains as of 

September, 2006. 

• Our Canadian-born labour force has been decreasing for the past 20 years which 

parallels the decrease in women’s fertility rates in this country. Our fertility rate 
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now stands at 1.5. The rate needed to replace a population is 2.1. First Nations’ 

women’s fertility rate is 2.86.  

• Education of other cultures and religions will become paramount for harmony in 

our area, province, country, and world. 

Running a Business in the 21st Century 

• Attitudes have changed from the Baby Boom era. 

• This generation needs instant, or nearly instant, reward and gratification 

• Companies need to re-align their management styles to deal with the new 

generation and workforce. 

• High wages will no longer keep an employee loyal to a company. 

• Healthy working environments are one of the keys. 

• Heavy-handed management should be replaced by a more teamwork approach. 

• Employees need to be shown they are valued. 

• Employers need to take responsibility for problems in their work place and not 

blame everything on the employees. 

• Employers and employees working together toward a common solution to the 

problems in the workplace is seen as positive. 

Buying Locally 

• Education on the wide-spread effects of not supporting local businesses and 

organizations needs to be in place continuously and constantly. 

• All stakeholders need to be involved in this effort. 
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