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The 2015 EMC-PLANT salary survey shows overall compensation growth for manufacturers 
is well ahead of inflation.

BY JOE TERRETT, EDITOR

There is seldom a dull moment in the world economy. 
This was to be the year of the turnaround for Cana-
dian manufacturers, when the US economy advanc-

es, the loonie is valued low enough to spur exports and 
conditions elsewhere in the world are somewhat stable. 

But a hard winter got 2015 off to a slow start, the US eco-
nomic resurgence is bit pokey, and the seemingly unstoppable 
energy sector was brought up short by a steep drop in oil 
prices. Globally, well there’s always something. Last year it was 
Ukraine, this year it’s an insolvent, defaulting Greece. All that 
to note Canadian manufacturers’ customary caution is well 
founded and reflected somewhat in their approach to compen-
sation this year.

Not that the cash box is closed: senior executives and manag-
ers for the most part are getting increases that are in line with 
other industries. But owners are holding the line on their own 
pay as they watch the year unfold, according to the results of 
the fourth national salary benchmark survey conducted by the 
Excellence in Manufacturing Consortium (EMC), a not-for-profit 
organization based in Owen Sound, Ont., and PLANT magazine, 
an Annex Business Media publication.

Manufacturers were likely watching economic conditions and 
noticing the year getting off to a slow start when the survey was 
conducted in February and March, reinforcing their caution. 

 “Maybe it’s a function of a high percentage of respondents 
adjusting sales, looking at other markets, their product mix and 
what would cause a pause in revenue growth,” offers Al Diggins, 
EMC’s president and general manager, who noted respondents 
are nonetheless happy with their employment conditions and 
compensation. 

The survey gathered a total of 1,675 responses from execu-
tives and managers who shared personal information about 
salaries and bonuses, and how their businesses are faring. 
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HOW THE YEAR LOOKS
Economic prognosticators have downshifted Can-

ada’s growth forecast for 2015. The Organisation for 
Economic Co-operation and Development (OECD) pegs 

growth at 1.5% while the Bank of Canada is predicting 
GDP of just over 1%. TD Economics (which forecasts 1.2% 

growth) notes corporate profits were down 40% in Q1 and will show 
additional decline through June. 

Not a great start to the year, but the experts have recalibrated their 
forecasting and the general consensus is a much better second half to the 
year and a pretty good 2016.

RBC Economics’ June outlook said global growth this year will likely 
be in the 3.5% range, where it has been for the past three years. It also 
expects US growth to be stable during Q2 and TD Economics says 
Canada’s pace will pick up in Q2. The good news for Canada is growth 
of between 2.3% and 2.5% next year (depending on who is reading the 
tea leaves) with an ongoing inflation trend of 1.5% to 1.7%.

The loonie is floating around 81 cents to the US dollar, but RBC 
Economics says it will likely drop to 77 cents and stay under 80 cents 
through 2016. A lower dollar is good for exports, which TD Economics 
says will grow 3% to 5% over the next couple of years. A lower dollar 
does make investments in machinery and equipment more expen-
sive, but as demand rises there will be a lack of available production 
capacity for some manufacturers, which should propel higher capital 
spending on plant expansions and production needs.

“The last four years [according to past  

salary surveys] have been growth-oriented, 

a mini-trend. It’s good to see...”

Management >> Compensation
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The results show average executive remu-
neration in a sector dominated by small and 
medium-sized enterprises (84% with 50 or less 

to 499 employees) will rise 3.6% to $107,532 this 
year compared to a 5.2% increase in 2014 when 

the inflation rate was 1.9%. 
Executives are less optimistic about earning higher 

revenues (53% compared to 61% in 2014), but 54% intend to invest 
in new production equipment and processes over the next five 

years, 50% say they will hire new employees and 34% expect to add 
new lines of business.

“The last four years [according to past salary surveys] have 
been growth-oriented, a mini-trend. It’s good to see,” says Scott 
McNeil-Smith, EMC’s director of strategic planning and commu-
nications, and president of the Canadian Manufacturing Net-
work. “Leading indicators are all related to growth.”

Manufacturers do have concerns (that are also consistent with 
the past salary surveys). Cost control tops the list for 52.7% of 
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$250M to < $500M 4%
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Less than 50 35%
50 – 249 37%
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1,000 – 4,999 8%
5,000 or more 3%

 
Under 25 1%
26-35 7%
36-45 26%
46-55 38%
56-65 25%
Over 65 3%
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who are SMEs84% Those working full-time 
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respondents, while 39.2% identified 
skills issues, followed by technology 
upgrades (29.9%) and capacity utiliza-
tion (25.9%).

CEOs and presidents will do 
okay this year. They foresee a 5.5% 
increase after a 8.1% advance last 
year. Owners and partners aren’t 
taking much of an increase. They’re 
looking at 0.9% compared to 5.4% 
last year, which is a much better 
outcome than a 1.9% decrease the 
2013 survey sample predicted. 
Vice-presidents are expecting a 
7.4% boost compared to 4.8% last 
year, while plant managers will get 
a more modest 2.6% raise compared 
to the 5% they received in 2014. 
Directors are expecting 5.4% follow-
ing an 8.5% increase in 2014. 

Technicians/technologists are 
looking at a 2.1% decrease this year 
while safety managers are anticipat-
ing virtually no increase (0.2%) and 
purchasing/supply managers are not 
doing much better (0.6%). Logistics 
managers expect 7.2%, plant engi-
neers 6.6%, design engineers 5.5%, 
administrative management 4.1%, 
production operations managers 
3.3%, quality assurance managers 
3.2% and materials managers 2.1%.

While most industries show sal-
ary increases, albeit mostly very 
modest, several recorded declines, 
including: beverage and tobacco; 
environmental; and petroleum/coal 
products. Plastics/rubber products 
and textile mills were virtually un-
changed while transportation equip-
ment jumped an impressive 18%.

What’s driving compensation? 
“One of the biggest issues is busi-

nesses focusing on production gains 
and looking to get them without in-
creasing head count,” explains Andy 
Robling, vice-president, client devel-
opment for Hays Canada in Toronto, 
a global recruitment specialist.

“There is a focus on compensa-
tion, particularly the bonus element, 
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Industry    %
943 respondents  2015 2014 2013 replies

Aerospace product and parts $106,338 $102,873 $96,984 4%
Beverage and tobacco products $75,016 $76,833 $72,500 1%
Chemical $111,696 $106,342 $99,069 4%
Clothing manufacturing $79,000 $77,000 $76,000 < 1%
Computer and electronic products $94,000 $93,932 $88,228 3%
Durable goods industries $101,463 $97,381 $93,390 1%
Electrical equipment, appliances and components $91,303 $88,678 $84,584 5%
Environmental $96,286 $98,346 $107,600 1%
Fabricated metal products $111,651 $107,015 $102,051 19%
Food manufacturing $108,483 $106,661 $99,746 7%
Furniture and related products $131,950 $130,263 $133,300 1%
Leather and allied products $72,060 $69,625 $65,125 < 1%
Life sciences (such as biopharma/ $108,970 $99,209 $97,300 2%
pharmaceutical, medical devices) 
Machinery $126,949 $120,688 $113,823 7%
Miscellaneous manufacturing $92,455 $90,577 $84,956 9%
Motor vehicles $103,060 $94,480 $90,700 1%
Motor vehicle bodies and trailers $109,500 $105,750 $102,000 < 1%
Motor vehicle parts $98,484 $92,934 $86,734 4%
Non-durable goods industries $101,858 $99,188 $96,277 1%
Non-metallic mineral products $99,811 $95,888 $93,222 1%
Paper manufacturing $100,124 $98,100 $92,109 3%
Petroleum and coal products $116,512 $128,125 $119,437 2%
Plastics and rubber products $106,029 $106,090 $100,453 10%
Primary metal $132,370 $117,429 $108,170 2%
Printing and related support activities $104,710 $101,858 $98,593 4%
Railroad rolling stock $150,000 $130,000 $104,000 < 1%
Ship and boat building $112,283 $116,950 $111,666 < 1%
Textile mills $115,750 $115,616 $109,333 1%
Textile product mills $126,358 $119,569 $114,955 1%
Transportation equipment $137,150 $115,850 $104,800 2%
Wood products $98,706 $95,548 $92,669 3%
No answer — — — 1%

Company revenue    %
900 respondents 2015 2014 2013 replies

$1M to < $5M $74,960 $72,704 $69,294 18%
$5M to < $10M $101,661 $97,205 $89,680 15%
$10M to < $30M $115,306 $111,525 $106,896 23%
$30M to < $50M $115,838 $116,651 $109,995 11%
$50M to < $100M $117,885 $111,496 $106,346 11%
$100M to < $250M $114,562 $113,355 $111,849 6%
$250M to < $500M $122,018 $118,405 $110,575 4%
$500M to < $1B $129,739 $128,959  $120,132 5%
$1B plus $144,089 $131,167  $123,707 6%
Total $107,532 $103,837 $98,689 100%

 

Salary comparisons
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which is based on productivity gains. Specific to manufacturing, 
you’ll see issues such as customer fill rates, inventory on hand and 
asset costs all being drivers of compensation.”

Most survey respondents (63%) report no change in employ-
ment status since the last survey, while 20% are working harder 
for their money. Although they hold the same job and salary, 
they’ve taken on more responsibility because of reduced staff. 
Most put work-life ahead of all other desired work conditions 
but just ahead of compensation and job security and 82% are 
satisfied with the balance (although they’re averaging 46 hours 
per week on the job). CEOs and presidents log the most time at 
50 hours, followed by owner/partners, vice-presidents and 
plant managers at 49.

But they’re also very happy with their jobs overall 
(91%), job security (89%), vacation time 
(84%), benefits (81%) and compensation 
(78%).

Fifty-eight per cent of the respon-
dents reported a portion of their pay 
made up of bonuses and incentives 
with those showing the highest percent-
age (20% or more) with average salaries 
of $201,832. 

Forty-one per cent report perks or ex-
tras such as profit sharing (43%), a vehicle 
of some kind (28%), other enticements (29%), 
access to private health care (12%), club mem-
berships and stock options (each 11%).

Hays Canada’s research shows the following 
additional benefits have a chance of finding their 
way into a company’s compensation packages: flexible work 
hours; extended health coverage; professional development; 
more vacation time; and working from home.

Companies are coping with gaps in needed skills, and they’re 
going to lose key employees to retirement, emphasizing the need 
to ensure the right people are engaged with their work and ca-

reers – and that they’ll want to stick around.
Hays Canada’s What People Want report identi-

fies salary as always a key motivator, but Robling 
says benefits, company culture and career pro-
gression are elements that add up to more than 
salary when you look at what matters to people.

“It’s not enough for a company to say, well 
come and join us just because we’re a big name, 
or you’ve heard of us in the market. You have to 
get a message around all of the things you have 
to offer.”

It could be about training, or career progres-
sion, green credentials, corporate responsibil-
ity, or a focus on health and safety. 

Robling says leading companies are putting 
more time and effort into developing a message to employees 
that makes their companies attractive. 

“Biggest thing we’re seeing companies needing to do to at-
tract new people is to get the messaging right about the packets 
they’re offering rather than introducing new elements into the 
package.”

 
Show me the money!  
Salary levels are affected by a variety of factors, such as com-
pany revenue, years of experience, education, industries served 
and gender (only 23% are female – and this year’s sample re-

veals a 31% pay difference between the sexes).
Owners, senior executives, plant managers 

and materials managers top the $100,000 a year 
mark. CEOs and presidents are the high-

est earners averaging $204,273, followed 
by vice-presidents ($186,383), directors 
($135,330), owners/partners ($133,821), 

design engineers ($121,838) and plant man-
agers ($116,823).
Plant engineers average $95,732, production/

operations managers $91,260, maintenance man-
agers $89,623, while many of the other categories, 

including administrative management, technicians/
technologists, quality managers, safety managers, 

logistics managers and materials managers earn be-
tween $70,800 and $82,500. 

Most of the respondents (72%) have a management role 
only in their companies, while 7% have a controlling owner-

ship stake, 6% are minority owners, and 5% are equal partners. 
The average Joe has been on the job 22 years, 14 at the same 

firm and 10 at the same job.
Forty-three per cent have a university degree, 27% have a 

college diploma, 14% a trade or technical diploma, 13% a high 
school education or less and 3% a CEGEP. University grads 
score the highest wage rate at $120,935, 11.7% ahead of the next 
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40%
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Salary comparisons
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best-paid group, trade/technical school 
grads who average $107,602.

Seventy per cent of the companies 
pay for educational courses, 51% cover 
memberships in professional associations 
and 43% pay for professional certification 
programs. Twenty-one per cent don’t pay 
for any education upgrades or association 
memberships.

Similar to last year’s survey results, 
investing in the business is the highest 
priority for respondents over the next five 
years. Fifty-four per cent will put money 
into new production equipment and 
processes, 50% will hire new employees, 
34% are adding lines of business, 27% are 
expanding their plants and intend to enter 
new geographic markets, and 23% are 
entering new lines of business.

Asked about what skills they need most 
to do their jobs, 54% of senior executives 
and managers cited people skills, fol-
lowed by industry specific technical (for 
42%) and financial (36%).

Additional training requirements 
include productivity/continuous improve-
ment (27%), financial (26%), people skills 
and project management (both 25%), 
industry-specific technical skills (24%) 
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Job title    %
1,021 respondents  2015 2014 2013 replies

CEO/President $204,273  $193,707 $179,181 5%
Vice-President $186,383  $173,491 $165,528 6%
Director $135,330 $128,386 $118,345 6%
Owner/Partner $133,821  $132,605 $125,765 6%
Design Engineering $121,838  $115,534 $109,176 5%
Plant Manager $116,823  $113,843 $108,478 10%
Plant Engineering $95,732 $89,820 $86,428 4%
Production/Operations Manager $91,260 $88,362 $84,884 14%
Maintenance Manager $89,623 $88,276 $84,947 5%
Administrative Management $82,561 $79,303 $75,949 15%
Purchasing/Supply Manager $81,429 $80,942 $77,805 6%
Quality Assurance Manager $79,061 $76,616 $74,827 6%
Technician/Technologist $77,136 $78,761 $74,476 5%
Safety Manager $75,331 $75,481 $72,383 5%
Logistics Manager $74,312 $69,312 $68,200 1%
Materials Manager $70,857 $69,378 $68,121 1%

Experience (years)    %
942 respondents 2015 2014 2013 replies

1 to 4 $82,446 $79,420 $76,048  4%
5 to 9 $86,247 $83,947 $78,092  10%
10 to 14 $97,868   $93,257  $84,511  12%
15 to 19 $107,448  $102,333 $98,087 17%
20 to 24 $110,801  $111,430 $106,248 16%
25 to 35 $116,923  $111,563 $107,032 32%
35+ $121,309  $115,577 $108,695 9%

Age     %
962 respondents 2015 2014 2013 replies

Under 25 $57,195 $52,925 $48,875 1%
26-35 $79,160 $74,172 $68,059 7%
36-45 $106,854  $101,763 $95,900 25%
46-55 $103,289  $100,572 $96,508 36%
56-65 $121,274  $118,492 $112,002 23%
Over 65 $117,657 $114,307 $110,953 3%
No answer — —  — 5%

Type of education    %
964 respondents 2015 2014 2013 replies

University degree $120,935 $116,716 $110,607 41%
Trade/technical diploma $107,602 $105,798 $100,018 13%
College diploma $95,330 $90,332 $84,348 25%
CEGEP $88,267 $85,452 $80,776 3%
High school or less $87,335 $86,955 $86,795 12%
No answer — —  — 6%
Total $107,532 $103,837 $98,689 100%

Gender gap
1,015 respondents

77%

Male
$114,234

23%

Female
$83,560

Salary comparisons
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and technical skills (23%). 
The EMC/PLANT survey results continue to serve as 

a reminder that manufacturing is short of skilled labour 
and the workforce is aging, which is exacerbating the 
problem. Most respondents (66%) are 46 to 65 or older. 
Of the total, 38% are 46 to 55, 25% are 56 to 65 and 3% are 
older. Just 7% are 26 to 35 and 36% are in the 36 to 45 group. 
Under 25s account for 0.8% of the total.

 
New recruits 
Manufacturers looking to fill gaps would be wise to recalibrate 
the way they engage with potential employees. Another Hays 
Canada report shows 90% of candidates use LinkedIn, but only 
55% of manufacturers are using the networking website to re-
cruit. Predictably, almost 60% engage more with their potential 
customers. 

Most of the people companies want to employ are passive 
job seekers (doing a good job, well looked after, well paid) and 
they’re not applying on websites, says Robling. “Companies 
need to get to them, but it’s quite involved and can be expen-
sive.”

He says unless an organization is involved in training and de-
velopment, it needs to invest in a content strategy that delivers a 
strong message to the marketplace, making sure everything is in 
the mix such as values, culture and career prospects. 

“A company’s internal profile becomes the external profile,” 
says Robling, noting online sites such as Glassdoor, which has 

a growing database of company reviews, CEO approval 
ratings, salary reports, interview reviews and questions, 

benefits reviews, office photos and more.
Difficulty filling employee gaps is driving companies to 

take action.
“We’re seeing industry taking back responsibility for hiring, 

training and developing employees,” says Diggins. 
EMC is helping them do so. There’s greater interest in its 

e-learning supervisor certificate program, a collaboration with 
Harvard Business Publishing. The course includes a perfor-
mance project, which can result in bottom line savings for a 
company. 

Issues

OTHER SALARY STATS
• About 27% of the EMC-PLANT survey respondents are at least partly 

unionized. The average increase for unionized labour (generally) is 
forecast to be 2%, according to Statistics Canada. 

• Statistics Canada shows the average hourly wage for manufacturing 
May 2014 to May 2015 as $20.80 per hour, a 1.3% increase.  Manage-
ment salaries overall at $40.55 represent a 2.1% increase. The average 
weekly wage for all manufacturing titles so far this year is $1,007.40, or 
an annual $53,385 (March to March), which is a 0.4 percentage point 
increase over 2014.

• As of February, Workopolis (the online job site) places the average 
manufacturing salary at $54,256. 

Most important skills
1,025 respondents

People skills (interpersonal relationships, management)
 54%
Industry specific technical skills
 42%
Financial (budgeting, accounting)
 36%
Technical skills (software, programming)
 30%
Sales skills
 28%
Analysis
 25%
Project management
 25%
Negotiation skills
 22%
Planning (forecasting, demand)
 21%
Productivity / continuous improvement (lean etc.)
 20%

0 10 20 30 40 50 60
per cent

Changes in the next 5 years
1,325 respondents

Investing in new production equipment/processes
 54%
Hiring new employees
 50%
Adding lines of business
 34%
Expanding plant size
 27%
Enter new geographic markets
 25%
Enter new lines of business
 23%
Acquiring other companies or lines of business
 22%
Merging with another company
 11%
Downsizing employees
 10%
Downsizing lines of business
 7%
Downsizing plant size
 3%
Closing of company
 3%

0 10 20 30 40 50 60
per cent



9  PLANT May/June 2015 www.plant.ca

Management >> Compensation

“If you have a $50,000 impact while training, that more than 
pays for the training,” says McNeil-Smith.

He sees the skills issue as a matter of supply and demand 
being out of alignment. Colleges and universities are relying on 
historical data to develop their curricula, putting their response 
about two years behind current industry needs.

To bring supply and demand into better alignment, EMC used 
its Workplace Literacy and Essential Skills research to develop 
10 case studies involving a diverse group of Canadian com-
panies that demonstrated to management the positive impact 
training has on productivity and bottom lines. 

MW Canada, a textile manufacturer in Cambridge, Ont. was 
one of the case studies. The company, which has 65 employees, 
initiated a technical skills certification program to improve 
technical communication and problem solving in production. 
Key measurements were reduction of downtime and improved 
product quality. And the research showed there was a payoff. 
Total annual savings were more than $20,000, ROI was 117% and 

productivity benefits will continue to accrue.
EMC’s next phase is MFG GPS. It’s 18 months into a three-

year project that aims to develop a database that combines 
industry market capabilities and needs with data from colleges 
and universities to provide ongoing, real-time labour market 
information.

The third component, potentially, is certification. EMC has gradu-
ated more than 200 certified supervisors, who are now set up for 
higher-level management. “There’s a real need at the production 
level to provide certification-based learning that will make employ-
ees more productive. That’s an option we’re looking at.”

It’s difficult to predict how shortening the gap between supply 
and demand for skilled people will impact compensation, but 
as McNeil-Smith concludes, the shorter the distance between 
the two, the easier it will be for industry to grow and be more 
competitive.

Comments? E-mail jterrett@plant.ca.

More training needed
981 respondents

Productivity / continuous improvement (lean etc.)
 27%
Financial (budgeting, accounting)
 26%
People skills (interpersonal relationships, management)
 25%
Project management
 25%
Industry specific technical skills
 24%
Technical skills (software, programming)
 23%
Negotiation skills
 21%
Analysis
 18%
Planning (forecasting, demand)
 16%
Sales skills
 11%
Other (please specify)
 2%
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per cent

What companies pay for
1,003 respondents

Educational courses
 69%
Membership in professional associations
 51%
Professional certification programs
 43%
None of these
 21%

0 10 20 30 40 50 60 70 80
per cent

Most signi!cant issues
1,305 respondents

Cost control
 53%
Skills shortage
 39%
Technology upgrade
 30%
Capacity utilization
 26%
Reorganization
 25%
Forecasting
 23%
Resource/asset management (ie. HR, capacity, financing)
 22%
Risk management
 17%
Supplier relationship management
 17%
IT issues
 12%
Global market expansion
 12%
Environment/ Corporate Social Responsibility
 11%
Financing for working capital
 11%
Overseas sourcing
 10%
Financing for capital acquisitions
 10%
Outsourcing
 10%
Transportation
 9%
Other (please specify)
 4%
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per cent

Issues


