
 
 
 

Low Wages in a Boom Town 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 

Vibrant Communities Calgary  
 



 2

 
 

  
Acknowledgements 

 
Vibrant Communities Calgary is grateful to the following people for their tremendous support: 

 
The 150 employers and 73 employees who participated in the study. We hope that we have 
accurately applied the knowledge they have entrusted to us. 
 
Jane Wills, Merrill Cooper, Susan Scott, Adam Legg, Marc Lishchynski , and Karim-Aly 
Kassam, for invaluable insight contributing to the development and successful completion of 
this study. 
 
David Wilson and Jessa Haldane for data gathering. 
 
Lori Willocks from the Calgary Immigrant Aid Society, David Wilson from Momentum, Steve 
Elman from the Jewish Family Services, Bonny Johannson and Marilyn Wilson from the 
Developmental Disabilities Resource Centre, and Linda McLean, Isabel Ries-Ferrari, and 
Don McDonald from the Calgary Drop-In & Rehab Centre for organizing, hosting and for 
providing support staff for the employee interviews. 
 
It remains, of course, that despite these invaluable contributions, all the opinions, omissions 
and errors are our own. 



 3

Table of Contents 
 

Executive Summary ................................ ................................ ................................ .................  4 
1.0 Introduction ................................ ................................ ................................ .......................  5 
2.0 Methodology ................................ ................................ ................................ .....................  6 
3.0 Findings  ................................ ................................ ................................ ............................  7 
 3.1 Why Some Calgarians Continue to Work for Low Wages ................................ ...........  7 
 3.2 Attracting Employees ................................ ................................ ................................  16 
4.0 Concluding Remarks................................ ................................ ................................ ....... 18 
Appendix A: Employer Participant Demographics by Industry ................................ ...............  19 
Appendix B: Employer Questionnaire ................................ ................................ ....................  20 
Appendix C: Employee Participant Demographics ................................ ................................  21 
Appendix D: Employee Questionnaire ................................ ................................ ...................  22 
 



 4

Executive Summary 
Calgary’s existing labour pool is depleting, and many employers find themselves forced to 
raise wages to attract and retain staff.  Many fast food restaurants, for example, now boast 
that they are offering starting salaries of $15 per hour to prospective employees. However, 
during the first six-months of 2007, nearly 75,000 Calgarians worked for less than $12 per 
hour. This begets the following questions: Why do some Calgarians continue to work for low 
wages when higher paying jobs are vacant? One hundred fifty low paying employers and 73 
low-income employees were anonymously interviewed in an attempt to answer this question. 
 
Low paying employers often provided several reasons for why they think their employees 
choose to work for them. The most frequently occurring responses were workplace 
environment (36%), flexible schedules, full-time hours (22%), good management/leadership 
(21%), good coworkers/team (18%), wage (18%), and location (16%). 
 
Low income employees often provided several reasons for why they choose to remain with 
an employer. The most frequently occurring responses were pay (75%), good 
coworkers/team (51%) and good management/leadership (47%), the ability to advance and 
learn (29%), workplace environment (24%), benefits (22%), flexible schedule and full-time 
hours (19%), enjoyable tasks/field of work (19%), and location (7%). 
 
While it appears that there are many similarities between the employer and employee 
responses, the fact that both employers and employees report high levels of workplace 
dissatisfaction suggests that there is a subtle, yet significant, disconnect between low paying 
sector employer and employee perceptions of the reasons some Calgarians continue to work 
in low paying jobs.  
 
Employers seeking to reduce their challenge to attract and retain employees must increase 
their current workers’ satisfaction levels, and minimize variables that create employee job 
dissatisfaction. This study suggests that there are a number of ways to accomplish both 
goals. Many of the employees interviewed, for example, suggested that they are dissatisfied 
with current wage levels. Many employers have responded to this concern by increasing 
wages and have successfull y improved their ability to attract and retain employees. 
Employers may also benefit by providing flexible hours and scheduling, the ability to advance 
and learn, by creating an enjoyable workplace, and making benefits available to employees. 
Perhaps most importantly, employers can listen to their employees, discovering their 
individual needs and wants. With that increased understanding, employers can then develop 
and implement creative strategies that successfully attract and retain employees in Calgary. 
 
 
 
 
 
 
 
 
 
 
 
 



 5

1.0 Introduction 
 
In 2006, Albertan firms reported the highest long-term job vacancy rate among all provinces 

at 6.3 per cent, with 42 per cent of small businesses reporting one or more vacancies  

extending for at least four months1. According to provincial forecasts, 400,000 new jobs will 

be created in Alberta between 2005 and 2015, but only about 300,000 new workers will enter 

the labour force. As a result, over the next decade, Alberta will be short 100,000 workers2; 

Calgary can expect a shortage of 30,000 workers3. Calgary already has the lowest 

unemployment rate in Canada4. 

 

In order to attract and retain employees for traditionally lower paying jobs, many employers in 

Calgary claim that they have raised wages to a Living Wage5 , a minimum of $12 per hour. 

Statistics Canada’s Labour Force Survey supports this claim. During the last six-months of 

2006, for example, 17 per cent of employed Calgarians earned less than $12 per hour.  

During the first six-months of 2007, however, only 13 per cent of employed Calgarians 

earned less than $12 per hour, a 4 per cent decrease in six-months. 

 

Despite the fact that Alberta has the highest long-term job vacancy rate of all provinces, and 

that wages in Calgary are increasing, 74,700 Calgarians continue to work for less than a 

Living Wage. This begets the following question: “Why do some Calgarians continue to work 

for low wages when higher paying jobs are vacant?” In an attempt to answer this question, 

Vibrant Communities Calgary surveyed Calgary employers and employees in low paying 

sectors of the economy. The findings will be used to understand the wants and needs of 

employees in low paying sectors of the economy, the existing barriers to current low wage 

jobs, and to develop recommendations to employers that they can use to attract and retain 

employees. 

 
 
 
 

                                            
1 Canadian Federation of Independent Business (2006), Business Outlook Survey 
2 Government of Alberta (2006) 
3 Calgary Economic Development, News Release, June 13, 2006 
4 Statistics Canada, The Daily, September 7, 2007 
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2.0 Methodology 
The survey was conducted in two phases: Phase I: Employer Interviews; and, Phase II: 

Employee Interviews.  

 

Phase I interviews were conducted between March and July 2007 with 150 private sector 

business owners and managers. An effort was made to include as wide a geographical range 

of employers as possible. In order to achieve this aim, 30 employers/managers were 

interviewed in the downtown core, and 30 in each of the surrounding four quadrants of 

Calgary, at their place of business. To participate in the survey, business owners or 

managers also had to employ one or more individuals in an occupation listed in the 2005 

Alberta Wage and Salary Survey as having an average annual salary of less than $21,840, 

the annual equivalent of Calgary’s $12 per hour Living Wage. Employers from a wide range 

of industries were interviewed (see Appendix A). Participants were given an ethics consent 

form, asked to read it, and to provide verbal consent before beginning the study. A copy of 

the semi-structured interview questions can be found in Appendix B. 

 

Phase II interviews with 73 low-income Calgarians were organized in August 2007 by staff at 

the following host organizations:  

 

• Calgary Drop-In & Rehab Centre’s Casual Labour Office; 

• Calgary Immigrant Aid Society; 

• Developmental Disabilities Resource Centre; 

• Jewish Family Services; and, 

• Momentum. 

 

When necessary, the host organizations also provided translation services. 

 

The decision to recruit low wage employees through these organizations was motivated, in 

part, by one of the project’s methodological aims, namely to parallel what we know from 

existing literature about Calgary’s low-income workers.  

 

                                                                                                                                                     
5 A Living Wage is the amount of income an individual or family requires to meet their basic needs, to maintain a 
safe, decent standard of living in their communities and to save for future needs and goals.  
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Over 50 per cent of this study’s employee participants are women, the majority are over 25 

years of age, over 50 per cent are aboriginal or from a visible minority group, and the majority 

are non-unionized and are contract/temporary employees. Sixty-six per cent of our sample 

reported that they had a High School education or less. Appendix C provides additional 

information on our employee participant demographics. Appendix D contains a copy of the 

semi-structured employee interview questions  

 

Anonymity was assured for all of the study’s participants. 
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3.0 Findings 
This section of the report examines why some Calgarians continue to work for low wages.  

 

There are many commonali ties between employer and employee responses. Both 

demographics reported, for example, that some Calgarians continue to work for low wages 

because of good co-workers/team, the provision of flexible hours and scheduling, good 

management/leadership, and that the perception that the low wage offered was a satisfactory 

wage. Despite the similarities in the employer and employee responses, the majority of 

employers report that they struggle to attract and retain employees, and, second, that the 

service they provide to the community has deteriorated within the past year. The majority of 

the employees also report that they are not benefiting from the economic boom. This study 

concludes by suggesting that there is a subtle, yet significant, disconnect between low paying 

sector employer and employee perceptions of the reasons some Calgarians continue to work 

in low paying jobs. If employers better understand why some of their employees work for low 

wages, they may be able to restructure their workplaces in order to better accommodate the 

needs and wants of the employees. In doing so, employers may increase employee 

satisfaction, attraction and retention rates. 

 

3.1 Why Some Calgarians Continue to Work for Low Wages 
 

Reasons Employees Choose t o Remain in Low Paying Job 
Employer Perceptions6 Employees Responses7 

Workplace Environment                                        36%  Wages                                                                    75% 
Flexible schedules and full-time hours                  22%                                 Good Coworkers/Team                                          51% 
Good Management/Leadership                            21% Good Management/Leadership                             47% 
Good Coworkers/Team                                         18% Ability to Advance/Learn                                        29% 

Wages                                                                   18% Workplace Environment                                         24% 
Location                                                                16% Benefits                                                                  22% 

Flexible schedules and full-time hours                   19%                                                 
Enjoyable Tasks/Field of Work                               19% 
Location                                                                    7% 

Figure 1: Reasons employees choose to remain with a company 

 

One-hundred-fifty employers in low paying sectors of the economy were asked why they think 

their employees choose to work for their company as opposed to elsewhere. Respondents 

                                            
6 The percentage of responses may not equal 100 per cent, because respondents often provided more than one answer.  
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often provided more than one answer. The six most common employer responses are listed 

in Figure 1. Thirty-six per cent of employers identified the “workplace environment” as the 

principle reason their employees choose to work for them. Employers further described a 

positive workplace environment as being fun, laid back/relaxed, social, pleasant, calm, and 

challenging. Employers also suggested that their employees chose to work for them because 

they offer flexible scheduling and full-time hours (22%), good management/leadership (21%), 

the development of a good team or good co-workers (18%), the perception of good wages 

(18%), and because their workplace is conveniently located (16%). 

 

Seventy-three low income employees were asked, “What are the most important reasons you 

consider when deciding to stay with a company?”. Respondents often provided more than 

one answer. The nine most common answers are listed in Figure 1. Seventy-five per cent of 

employees reported that they consider wage issues when deciding to stay with an employer. 

Employees also report that they consider the following factors when deciding to continue 

work for an employer: good coworkers/team (51%); good management/leadership (47%); 

enjoyable tasks/field of work (19%); flexible schedules and full-time hours (19%); the ability to 

advance and learn (29%); workplace environment (24%); benefits (22%); and, location (7%). 

 

It appears that there are many similarities between the employer suppositions and employee 

responses as to why some Calgarians continue to work in low paying jobs. Four of the five 

most common responses, for example, are shared by both demographics: flexible scheduling 

and full-time hours, good management/leadership, good coworkers/team, and the perception 

of good wages. The high degree of similarity of responses suggests that employers 

understand their employees’ needs and wants. However, 81 per cent of the employers 

surveyed report that they have experienced difficulty attracting and retaining employees 

during the past year. During the interviews, employers repeatedly expressed concern about 

the issues that they were facing. Many (71%) have been forced to change their recruiting and 

retaining processes by devoting more money to newspaper , internet, and radio job 

advertising, by increasing starting wages, and by offering more frequent raises. Some 

employers have applied to the government to hire temporary foreign workers. Forty-one per 

cent of respondents have lowered their hiring standards, and now consider applicants they 

may not have hired in the past, such as people with poor hygiene, limited availability, people 

as young as 13 years of age who have no or limited previous work experience, and people 

                                                                                                                                                     
7The percentage of responses may not equal 100 per cent, because respondents often provided more than one answer. 
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with limited job related skills. A few employers reported that they will hire anyone who 

applies. These adjustments have had a mixed impact. One employer replied that he can 

attract employees, “Getting people to stay is the issue”. Another employer explained that “no 

one applies. Hardly any resumes are dropped off”. Another explained that he is not 

experiencing difficulty attracting and retaining employees, he is “fortunate” and that he 

understands that other employers are struggling. 

 

Sixty per cent of employers report that their challenge to attract and retain staff has eroded 

the level of service they provide to the community. In order to cope, some employers claim 

that they have had to work longer hours, reallocate funding from their sales department to 

their hiring department, that workplace stress has increased among both management and 

staff, that tasks are not being completed at all levels, that the company struggles to serve 

their existing clients and can not take advantage of growth opportunities. Others have 

changed their operating hours and now open later and close earlier, and many employers 

find that they are expending considerable resources on training new staff on an ongoing 

basis.  

 

It seems clear that many employers are struggling to attract and retain employees, and that 

this challenge is impacting the quality of service they provide to the community. Low income 

employees are equally dissatisfied. Sixty-six per cent of respondents believe they are not 

benefiting from Calgary’s economic boom, and thirteen per cent said the boom has had both 

negative and positive effects on their lives. The most commonly cited challenges were the 

lack of affordable housing, increased food prices, and wage increases not keeping pace with 

the increasing costs of living. One employee explained that he earns $9.25 per hour, and has 

not had a raise since 2001. Another employee, working as a cleaner, earned minimum wage, 

despite that fact that other employees without a disability earned $15.00 per hour for the 

same job. One employee was given a promotion and a raise, but his rent has since doubled 

in price, leaving him with less disposable income than before his promotion.  

 

Many of the employees interviewed coped with increasing costs of living and dissatisfaction 

in the workplace by “job-hopping” and by working above average hours per week.  

Respondents reported that they had an average of 3.2 jobs over the course of the past year. 

Twelve per cent of respondents estimated that they work over sixty hours per week; the 

modal number of hours worked per week among the respondents was between 40-49 hours. 
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Despite the fact that it appears that employers understand why their employees continue to 

work for their company, the data from this survey clearly suggests that employers are 

struggling to attract and retain employees and that employees are unsatisfied. This suggests 

that the seemingly minor variations between employer and employee responses as to why 

low income earners continue to work for low income are, perhaps, much more significant than 

they initially appear. 

 

There is no consensus among employers surveyed as to why they think their employees 

continue to work for them, but the most common response is workplace environment and the 

fact that their employees receive flexible scheduling and full-time hours. Surveyed employees 

placed a much higher emphasis on their relationship between their coworkers/team and 

management. The majority of employees (75%) explained that would continue to work for an 

employer if their employer offered competitive wages. However, when employees were asked 

if they would apply for a job across the street to work the same occupation for a competitor 

for an additional ¢.50 per hour, only 31 per cent of respondents said yes. This discrepancy, 

and the employee reported valuation of good co-workers/team and good 

management/leadership, can be interpreted as suggesting that wage is the single most 

important issue to many of the employees surveyed, but that a combination of psychological 

rewards can lead to job satisfaction, influencing an employee to forgo a 4-7 per cent pay 

increase offered by a competitor.  

 

The following sub-section further examines the most common reasons low income Calgarian 

employees choose to remain with a low income employer, as opposed to applying elsewhere.  

 
Wage 

When asked, “What are the most important reasons you consider when deciding to stay with 

a company”, an overwhelming majority of the employees reported pay. Further analysis of the 

employer data revealed that employers who paid a Living Wage experienced considerably 

less difficulty attracting and retaining staff than employers who did not.  
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Impact of Paying a Living Wage
on Employee Attraction and Retention Rates
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Figure 2: Impact of Paying a Living Wage on Employee Attraction and Retention Rates 
 

Fifty-five per cent of employers paying a Living Wage report that they had no difficulties 

attracting and retaining employees during the past year. Ninety-one per cent of employers 

paying less than a Living Wage report that they have experienced difficulties attracting and 

retaining employees. This suggests that employers who pay a Living Wage experience 

significantly less difficulties attracting and retaining employees than employers who do not 

pay a Living Wage.  

 

When asked, “How much responsibility do you feel your employer should have in ensuring 

your well being”, most employees agreed that their employers should accept certain 

responsibilities. When asked to elaborate, employees suggested that they have a range of 

entitlements. “Good pay” (20%) was the most commonly reported entitlement. Some 

employees reported that they needed to earn $12 per hour to survive in Calgary. Others 

reported that they need to earn at least $20 per hour. Both may be correct. An individual may 

be able to afford to live in Calgary if he or she earned $12 per hour; however, individuals with 

dependents may struggle with the increased costs associated with childrearing if they are 

earning $12 per hour. Ever mindful of this notion, the data from this survey suggests that 

employers who pay a Living Wage may experience less difficulties attracting and retaining 

employees than those who do not. 
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Good Coworkers/Team 

Over 50 per cent of the employee respondents explained that they consider their relationship 

with their coworkers/team when deciding whether or not to stay with a company. In addition 

to having a significant influence on the employee’s decision to remain with a company, poor 

relations between coworkers can also have a detrimental effect on productivity. Equally 

important is the finding that 38 per cent of our sample reported that they found their current 

job through word-of-mouth. Only 11 per cent of our sample reported that they found their 

current job through a newspaper advertisement, over the internet, via a help wanted sign or a 

radio advertisement. This suggests that employers’ current employees may be their best 

source of job advertising. If employees do not enjoy their place of work, they may not 

encourage their friends and family to apply, negatively impacting an employers’ ability to both 

attract and retain staff.  

 

Good Management/Leadership 

Management plays a crucial role in helping meet employee psychological needs. Our 

employee sample suggested that employees appreciate a management style that treats 

workers respectfully, recognizes and appreciates an employee’s contributions to the 

company, and listens to employee feedback if there are problems. One employee simply 

wanted management to recognize that she is a person and has basic needs. Another 

employee blamed management for the fact that his coworkers did not understand how to 

work with special needs people; interestingly, he did not blame his coworkers. It is interesting 

to note that nearly half of the employees interviewed reported that they choose to remain with 

an employer because of the company’s management. Only 18 per cent of employers 

reported that one of the reasons their employees continue to work for their company is 

because of good management/leadership. This discrepancy suggests that managers and 

owners should be much more aware of the impact their behaviour has on their employees 

and how that may contribute to high or low employee retention rates. 

 

Ability to Advance and Learn 

Nearly one third of respondents identified the importance of the ability to advance and learn. 

Many respondents claimed that they are hard working and skilled and would be more than 

willing to remain in a low paying occupation if there was the potential for advancement. Some 

specifically explained that they would remain with an employer if the employer offered them 

scholarships, other training opportunities, or if they believed they were acquiring work 
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experience relevant to their career aspirations. One respondent  explained that he was 

interested in scholarships for his children.  

 

Seventy-three percent of employers reported that they offer opportunities for staff to advance 

within the company. Only 35 per cent of employers reported that they offer opportunities to 

advance through education. These findings suggest that employers who offer opportunities to 

their employees for advancement through education may have a competitive edge in 

attracting and retaining staff over other employers in low paying sectors of the economy.  

 

When designing training opportunities, it is important to understand employee and potential 

employee needs. The employees interviewed for this study identified a number of barriers 

limiting their ability to earn higher wages. If an employer tailored a training program to 

address these barriers, he or she may increase their employees’ attachment to the company 

as well as increase the employees’ skills, enabling them to contribute more meaningfully  to 

the company and, possibly, advance within it. The barriers limiting the surveyed employees’ 

ability to earn higher wages include the follows: racism and discrimination in the workplace 

(22%); lack of education (or lack of Canadian-accredited education) (21%); limited English 

language skills (13%); limited work experience (8%); addiction (4%); lack of self-esteem (4%) 

and, high cost of education (3%), among others. 

 

Workplace Environment 

Workplace environment is the most frequently reported reason employers think their 

employees chose to work for them. Twenty-four per cent of employees also reported that 

they chose to remain with a company because of the workplace environment. However, 

many employees reported that they appreciate a “challenging” work environment where their 

personal successes are acknowledged and appreciated by management, whereas employers 

placed more importance on factors leading to a “warm”, “unique”, “easy”, “comfortable” and 

“fun” workplace. This finding suggests that employers offering a fun and easy workplace may 

have more success attracting and retaining employees if, as a component of an enjoyable 

workplace, they also offer their staff more responsibility, allowing them to enhance their skills 

and make a more meaningful contribution to the company. 
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Benefits 

Twenty-two percent of the employees reported that they may choose to remain with a 

company because of the company’s benefits package. An insignificant number of employers 

reported that they believe their employees choose to work for them because of their benefits 

package. However, 55 per cent of employers reported that they offer their employees 

benefits. Some employers offered dental and health coverage after one-year for full time 

employees. Others offered their employees immediate health and dental coverage. Some 

employers extended benefits coverage to their employees’ immediate family members and 

matched a percentage of their employee’s Registered Retirement Savings Plan contributions. 

Most of the benefit packages appear to adequately meet an individual’s needs; however, the 

employers surveyed underestimate how important benefits are to their employees. This may 

be because employee benefits plans are underutilized. Fifty-seven per cent of the employees 

interviewed reported that they have never used an employer provided benefits package. It is 

also noteworthy that 88 per cent of the employees agreed that employers should provide a 

benefits package. Together, these figures suggest that employers should continue to provide 

benefits packages because their employees value it, despite the fact that benefit packages 

appear to be underutilized.  

 
Flexible Scheduling and Full Time Hours 

Nineteen per cent of employees reported that one of the reasons they continue to work for a 

company is because their employer offers flexible, stable, full time hours. Many low income 

earners compensate for their low hourly wage by working overtime, or by working a second 

job. The modal number of hours worked per year among the employees’ interviews was 

between 40 – 49 hours. Twenty-two per cent of employers reported that one of the reasons 

their employees choose to work for them is because they offer flexible, stable and full-time 

hours. This suggests that employers correctly recognize the importance of providing flexible, 

stable, full time hours to their staff.  

 
Enjoyable Tasks/Field of Work 

Employees experience increased satisfaction if they believe they are meaningfully 

contributing to the company’s product or service. One respondent reported that she continues 

to work for her employer because she enjoys teaching and her current job offers her the 

ability to teach. Another suggested that she continues to earn low pay because she enjoys 

her line of work with the elderly. Many employees simply said they continue to work for their 
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employers because they “love the work”. Management can increase worker satisfaction by 

communicating how employee efforts are meaningfully contributing to the company’s product 

or service. This simple gesture may increase employee retention rates. 

 
Location 

Sixteen percent of employers reported that one of the reasons their employees choose to 

work for them is because of their workplace’s location; seven per cent of employees reported 

that they choose to remain with their employer because of location. It may be noteworthy that 

several employees also suggested that employers should provide for their staff’s well being 

by giving staff transit passes. Only three per cent of the surveyed employees made the 

suggestion; however, the finding suggests that some employers located outside residential 

areas could increase their employee retention levels if they reduce their staffs’ transportation 

costs. 

 

3.2 Attracting Employees 

Thirty-eight per cent of the employees interviewed found their job through word-of-mouth 

advertising. Twenty-four per cent found their job through a nonprofit agency’s career 

councillor. Some individuals found their job through a temporary employment agency (13%) 

or by applying directly to the company (8%), 3 per cent were self-employed, and others found 

their job through a newspaper  (3%), help wanted sign (3%), internet (3%), radio (2%), on 

cash corner (2%), or via advertising at a job fair (2%).  

 

Job Finding Method

Word-of-Mouth 38%

Nonprofit Agency 24%

Temporary Employment Agency 13%

Applied to Company 8% 

Self Employed 3%

Newspaper 3%

Help Wanted Sign 3%

Internet 3%

Radio 2%

Cash Corner 2%

Job Fair 2%
 

Figure 3: How surveyed employees found their current job 
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As previously mentioned, many employers report that they increased wages as a strategy to 

attract and retain staff. Others are attempting to attract staff by dedicating increasing financial 

resources to newspaper, internet and radio advertising. The findings from this study suggests 

that employers’ efforts to attract staff may be more successful  if they refocus resources away 

from conventional print and audio advertising towards increasing the satisfaction of their 

existing staff. By increasing the satisfaction levels of existing staff, employers may increase 

the likelihood that their staff will recommend to their friends and family that they apply for 

work. Over 50 per cent of the employees surveyed explained that one of the reasons they 

choose to remain with an employer is because of their positive relationship with coworkers. If 

employees have friends and family within their workplace, they may be more likely to remain 

with the employer. Thus, efforts to improve existing staffs’ satisfaction may improve both staff 

attraction and retention levels.  
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4.0 Concluding Remarks 
 
This study suggests that some employers in Calgary may not understand the principle factors 

motivating their employees to work for low wages. This misunderstanding seems to 

contribute to some organizations’ challenge to attract and retain employees. Employers who 

attempt to better understand their employees’ motivation are in a better position to develop 

effective human resource strategies that increase worker satisfaction levels and minimize 

variables that contribute to job dissatisfaction.  

 

Many of the employees interviewed for this study explained that wage issues influence their 

decision to work for an employer. Perhaps as result, many employers have increased wages 

with great success. Ninety-one per cent of employers paying less than a Living Wage, for 

example, report that they have experienced difficulties attracting and retaining employees. 

Fifty-five per cent of employers paying a Living Wage report that they had no difficulties 

attracting and retaining employees during the past year. Clearly, the employers sampled who 

pay a Living Wage experience less difficulty attracting and retaining employees than sampled 

employers who do not. That having been said, raising wages may not entirely address an 

organizations’ labour challenges. This study suggests that employers solicit feedback from 

their employees, with the aim of better understanding their employee wants and needs. Once 

this information is available, employers should then implement the employee provided vibrant 

workplace ideals. This strategy should, in turn, increase staff satisfaction levels, increasing 

the likelihood that staff will recommend to their friends and family that they apply for work for 

the organization, minimizing the organizations’ challenges to attract and retain staff. 
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Appendix A: Employer Participant Demographics by Industry 
  
Industry Number Percentage 
Accommodations 
Agriculture 
Automotive 
Childcare 
Convenience Store 
Dry Cleaning and Laundry Service 
Elemental Services 
Florist 
Food and Beverage Services 
Food Processing and Distribution 
Gas Station 
Grocery 
Health and Recreation 
Light Duty Cleaning Services 
Mega Store 
Moving Services 
Pet Services 
Professional  Services 
Rental Services 
Retail 
Storage Facility 
Taxi 
Temporary Employment 
Theatre 

10 
1 
1 
4 
1 
4 
9 
3 

41 
4 
1 
6 
1 
2 
2 
1 
8 
5 
3 

37 
1 
1 
3 
1 

7% 
.0067% 
.0067% 

3% 
.0067% 

3% 
6% 
2% 

27% 
3% 

.0067% 
4% 

.0067% 
1% 

.0133% 
.067% 

5% 
3% 
2% 

25% 
.0067% 
.0067% 

2% 
.0067% 

Total 150 100%8 

 
 
 

                                            
8 100 per cent without rounding adjustments. 
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Appendix B: Employer Questionnaire 
 
Date: ________________________  Industry: _________________________________  
 
Interviewed by:  Neil Angie   Sector/ Community: __________________   
 
1. In the past year, has this store experienced any difficulty in recruiting and retaining 
employees?  

A. If so, what changes have been made assist in the recruiting process as well as 
employee retention?  
B. If not, why do you think that this site has not experienced any difficulties?  

 
2. Have any changes been made regarding requirements for hire? For example, lowered 
expectations for required skills or previous experience?  
 
3. Do you believe any of this has affected the quality of service provided to this community?  
 
4. Why do you think employees of this store choose to work here as opposed to elsewhere? 
(Top 3 Reasons)  

1. 
2. 
3. 

 
5. Are opportunities offered for future career advancements to employees here?  
 

Within:  
 

Education:  
 
6. Do you ever have language barrier difficulties between you and any of your employees? 
Yes No  
 
7. Are any exceptions or assistance offered for single parents? Yes No  
 
8. What is the current age range of employees here? Average age?  
 
9. What proportion of your employees work full time? How many hours per week does an 
employee need to work to be considered full time?  
 
10. What starting wages and/or benefits are offered to employees at this store? Are the 
wages individually or corporately regulated? (Circle One)  
 

Wage: 
 
Benefits: 
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 Appendix C: Employee Participant Demographics 
 

  Number Percentage 
Gender     
Male Participants 35 48% 
Female Participants 38 52% 
      
Age     
Average Age 41   
Age Range 18-63   
      
Ethnicity     
Caucasian 32 44% 
Latino 11 15% 
Middle Eastern 9 12% 
Aboriginal/ Métis 6 8% 
Asian 4 5% 
Landed Immigrant (Ethnicity not provided) 2 3% 
Caribbean/ African 2 3% 
Indian 1 1% 
No response 6 8% 
      
Level of Education     
High School or less 25 34% 
Some Post-Secondary or higher 48 66% 
      
Unionized employee     
Yes 8 11% 
No 63 86% 
No response 2 3% 
   
Employment Type     
Contract/ Temporary 35 48% 
Permanent 33 45% 
No response 5 7% 
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Appendix D: Employee Questionnaire 
 
Employee Focus Group Interviewer Instructions 
Date: ___________________________________________________________  
Host Organization: ________________________________________________  
Interview Recorder: _______________________________________________  
Number of Participants: ___________________________________________  
 
TO THE READER: 
Instructions to interviewers are presented as WORDS THAT ARE IN CAPITALS and are not 
read to respondents. Words in capitals can be used as probing questions. 
 
INTRODUCTION/SCREENING: 
 
Hello, my name is ____________. I work with Vibrant Communities Calgary, an organization 
that brings together individuals concerned about poverty and its effects, and is committed to 
developing and implementing long-term strategies to address the root causes of poverty in 
our community. We are conducting an important study investigating employer and employee 
challenges in Calgary’s current economy. The information produced from this research will 
improve VCC's understanding of lower paying occupations. 
 
You have been asked to participate in this study because you have self-identified as an 
employee earning a lower wage in Calgary. Your participation in this study is voluntary, and 
you can leave at any time. If you decide to stay until the end of the study, we will pay you $20 
to cover your expenses. The interview will take one hour. 
 
You have been handed an interview consent form. Have you read it, and do you have any 
questions? 
 
IF YES, PLEASE ANSWER THE PARTICIPANTS’ QUESTIONS. 
 
IF NO OR ONCE ALL THE QUESTIONS ARE ANSWERED, ASK THE FOLLOWING 
QUESTION: 
 
Do you agree to participate in the study? GET VERBAL CONSENT FROM EACH 
PARTICIPANT AND THEN ASK THE FOLLOWING QUESTION. 
 
You have been handed a background  information form, if you have not done so already, can 
you please fill it out. If you need a pen, we can give you a pen. 
 
ONCE ALL BACKGROUND SHEETS HAVE BEEN COMPLETED, PLEASE BEGIN THE 
INTERVIEW BY ASKING THE FOLLOWING QUESTIONS. 
 
 
1. Most people would agree that Calgary’s economy is booming. Have you benefited 
from the boom? 
IF YES, How? 
IF NO, What is the biggest challenge you are experiencing? 
 
2. How many jobs have you had in the past year? 
IF MORE THAN ONE, What factors contributed to these job transitions? 
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3. How many hours a week do you work? 
 
4. How did you find your current job? 
NEWSPAPER? INTERNET? FRIEND? 
 
5. How much responsibility do you feel your employer should have in ensuring your 
wellbeing? 
WHAT TYPES OF THINGS, IF ANY, SHOULD EMPLOYERS PROVIDE FOR THEIR 
EMPLOYEES? SHOULD EMPLOYERS PAY FOR HOUSING, GUARANTEE A CERTAIN 
NUMBER OF HOURS, INCREASE WAGES, PAY FOR SAFETY EQUIPMENT, SUCH AS 
STEEL TOE BOOTS, PAY FOR UNIFORMS IF UNIFORMS ARE REQUIRED, OFFER 
WORK TIME FLEXIBILITY, ETC. 
 
6. Should employers provide a benefits package?  
MEDICAL COVERAGE, DENTAL COVERAGE, ETC. 
 
7. Have you ever used an employment benefits package? 
IF NO, why not? 
 
8. Does the length of time it takes for you to be eligible for benefits affect your decision 
to stay with a company? 
NOT ALL COMPANIES OFFERING BENEFIT PACKAGES HAVE THE SAME WAIT TIMES 
BEFORE YOU CAN APPLY FOR THEM. SOME COMPANIES GIVE EMPLOYEES 
BENEFITS ONCE THEY ARE HIRED, OTHERS HAVE 3, 6 AND 12 MONTH WAIT TIMES 
BEFORE EMPLOYEES ARE ELIGIBLE TO APPLY FOR BENEFITS. 
 
9. Some companies have been known to offer scholarships, bursaries, store 
discounts, free food and drinks, or other employment perks. How much of an impact 
does this have on your decision to stay with a company? 
 
10. If you knew that a company across the street from your current employer was 
paying 50 cents higher than your current employer, would you apply for a job with that 
business? 
 
11. What is limiting your ability to earn higher wages? 
LACK OF EDUCATION OR TRAINING, WORK EXPERIENCE IN CANADA, LIMITED 
LANGUAGE SKILLS, DISCRIMINATION, A LACK OF AFFORDABLE TRANSPORTATION, 
A PHYSICAL OR MENTAL CHALLENGE? IF NOTHING IS LIMITING THE RESPONDENTS’ 
ABILITY TO EARN HIGHER WAGES, ASK WHAT FACTORS CONTRIBUTE TO 
REMAINING WITH THE COMPANY. 
 
12. What are the most important reasons you consider when deciding to stay with a 
company? 
TRY TO GET 3 REASONS PER RESPONDENT. 
 

 
 
 
 
 




