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The 2018 EMC-PLANT 
Manufacturing Salary 
Survey shows raises are 
holding close to inflation.

BY JOE TERRETT, EDITOR

If you were hoping business 
conditions would be a little 
more certain than they were 

in 2017, you are likely disap-
pointed, and stunned by recent 
developments. Last year was 
a good one. GDP was up 3%, 
representing what Statistics 
Canada described as the fastest 
pace of growth since 2011, and 
way ahead of 2016 (1.4%). But 
the international trade environ-
ment has taken a harder right 
into uncertainty, thanks to 
almost daily turmoil courtesy of 
you-know-who.

Indeed, the Donald J. Trump 
crazy train is operating without 
any brakes, which is making 
it difficult for manufacturers 
fearful of a crash to plan ahead 
and make investments in their 
businesses. Since last year, 
NAFTA negotiations have been 
plagued by US intransigence on 
key items with very little tangi-
ble progress and talks continue. 
Or not. Who knows what will 
happen or when? Meanwhile, 
Trump has slapped tariffs of 
25% on imported steel and 10% 
on aluminum for reasons of 
“national security”, prompting 
retaliation and barely contained 
fury among America’s “allies”. 
And at this writing, automotive 
imports are in the US Commerce 
Department’s crosshairs, which 
is especially worrying for Can-
ada. Such a move would have a 
devastating impact, potentially 
breaking apart supply chains 
and even drawing us into a re-
cession (see Smoot-Hawley and 
the Great Depression).

Canadian companies are typi-
cally cautious but despite all the 
drama, they’re confident, and 
this bears repeating – they’re not 
prone to panic. This reserve ap-
pears to play out in management 
compensation. When asked by 
the 2018 EMC-PLANT Manufac-
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Alberta
$110,683

9%

British 
Columbia
$99,149

9%

Saskatchewan
$130,143

2%

Manitoba
$109,306

3%
Ontario

$114,942
42%

Quebec
$97,618

12%

Newfoundland & Labrador
$47,000

<1%

Prince Edward  
Island

$87,575
<1%

Nova Scotia
$88,209

3%

New 
Brunswick
$87,750

3%

Respondents  
employed by SMEs80%

Working full-time 
in manufacturing87%

Companies that 
are not unionized68%

PROVINCE
Location, average salary, 
percentage of replies
729 replies

$105,500 National 
average

REVENUE
731 replies

 $1M ➔ <$5M 20%
 $5M ➔ <$10M 13%
 $10M ➔ <$30M 23%
 $30M ➔ <$50M 10%
 $50M ➔ <$100M 9%
 $100M ➔ <$250M  8%
 $250M ➔ <$500M 4%
 $500M ➔ <$1B 5%
 $1B plus 8%

Demographics

University degree  41%

College diploma  23%

Tr
ad

e/technical diploma  20%

Hi
gh

 school or less  12%

EDUCATION
802 replies

CEGEP  3%

EMPLOYEES
794 replies

< 50

34
%

50 ➔
249

35
%

250 ➔
499

11
%

500 ➔
999

7%

1,000 ➔
4,999

9%

5,000+

4%

<1%

7% 18
%

33
%

23
%

4%

AGE
729 replies

< 25
(2)

26 ➔ 35
(57)

36 ➔ 45
(149)

46 ➔ 55
(322)

56 ➔ 65
(231)

> 65
(42)

ROLE IN THE COMPANY
900 replies

Controlling 
ownership 

stake

9%
Equal 

partnership & 
management 

role

4%
Minority 

ownership and 
management 

role

8%
Have a  

management 
role in  

company only

80%

turing Salary Survey about pay, 
representatives from executive 
and manager ranks, for the most 
part, reported increases that 
track close to inflation. 

This national benchmark 
study was conducted through 
May and June by PLANT Maga-
zine, an Annex Business Media 
publication, and the Excellence 
in Manufacturing Consortium 
(EMC), a not-for-profit organiza-
tion based in Owen Sound, Ont. 

From a total of 1,290 responses, 
729 answered all of the three-
year salary questions, sharing 
personal information about 
what they are paid, bonuses, and 
how their businesses are faring. 
Most of the respondents (80%) 
come from small and medi-
um-sized enterprises.

Each year’s sample is different 
for a variety of reasons (em-
ployment churn, variances in 
bonuses), so results don’t always 

align with the previous year’s 
group, but the responses do 
provide a general measure that 
will give you an idea how your 
pay compares.

This year’s sample shows 
average remuneration across 
manufacturing (all categories) 
hasn’t moved much. It rose 3.8% 
to $105,500 (compared to 0.8% 
from 2016 to 2017).  

Survey results also provide a 
picture of the typical manufac-

turing leaders. They’re over-
whelmingly male (89%), 56% are 
between 46 and 65 years of age; 
and 80% have management roles 
rather than ownership or part-
nership positions. The typical 
manufacturer has been in the 
business 23 years, 14 of those at 
his/her current company and 11 
in the same job.

Breaking down age in more 
detail, 33% are 46 to 55, 23% are 
56 to 65 and 4% are older. Eigh-
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JOB TITLE Hours/ 
729 replies 2018 2017 2016 Week    %

CEO/President $174,404  $174,065  $169,371  53 4%
Vice-president $144,140  $141,813  $135,271  51 5%
Director $127,430  $125,260  $119,211  50 6%
Owner/partner $124,010  $108,379  $105,010  45 7%
Plant Manager $119,897  $117,913  $113,260  50 12%
Materials Manager* $111,600  $107,500  $101,000  53 1%
Maintenance Manager $100,181  $99,933  $98,670  47 11%
Safety manager $94,733  $87,473  $94,978 46 3%
Administrative Management $94,244  $86,854  $81,340  44 8%
Plant Engineering $94,144  $90,971  $115,257  45 4%
Technician/Technologist $91,162  $89,026  $88,190  43 8%
Production/Operations Manager $90,269  $91,684  $94,607  46 13%
Design Engineering $86,332  $86,798  $85,096  42 9%
Quality Assurance Manager $86,124  $85,439  $83,447  45 4%
Purchasing/Supply Manager $70,951  $67,781  $67,001  44 5%
Logistics Manager* $40,000  $33,750  $31,000  44 1%

Two per cent or less represents a small sample and should be considered with caution.

 % 
 2018 2017 2016 replies

Aerospace product and parts $89,647 $86,427 $80,614 3%
Beverage and tobacco product $142,333 $153,000 $152,667 1%
Chemical $146,850 $145,517 $141,350 3%
Computer and electronic product $104,118 $95,400 $97,000 3%
Durable goods industries $125,680 $114,100 $109,000 1%
Electrical equipment, appliance & component $116,491 $118,382 $107,317 4%
Environmental $90,178 $89,586 $92,683 2%
Fabricated metal product $115,977 $101,204 $98,609 12%
Food manufacturing $98,050 $95,850 $90,632 8%
Furniture and related product $124,500 $115,800 $113,200 1%
Leather and allied product $100,000 $100,000 NA <1%
Life Sciences $113,500 $112,158 $107,367 2%
Machinery $104,083 $101,518 $102,345 6%
Miscellaneous manufacturing $88,898 $87,495 $84,954 8%
Motor vehicle $113,375 $109,000 $106,250 1%
Motor vehicle body and trailer $71,000 $62,000 $61,000 <1%
Motor vehicle parts $114,941 $117,038 $112,423 3%
Non-durable goods industries $80,125 $79,200 $40,000 <1%
Non-metallic mineral product $138,500 $144,800 $143,600 1%
Paper manufacturing $108,493 $106,669 $102,633 3%
Petroleum and coal product $136,350 $127,450 $137,450 2%
Plastics and rubber products $99,581 $98,211 $97,360 7%
Primary metal $130,359 $136,797 $127,201 3%
Printing and related support activities $91,042 $84,595 $94,661 4%
Ship and boat building $76,333 $56,000 $55,000 <1%
Textile product mills $166,667 $202,000 $201,500 <1%
Transportation equipment $129,300 $128,167 $137,200 1%
Wood product $113,881 $99,783 $95,385 5%

No response from 17%. Two per cent or less represents a small sample and should be considered with caution.

INDUSTRY 
729 replies

2018 BONUSES AND INCENTIVES
729 respondents

GENDER
729 replies

2018
11%

$83,730

89%

$111,045

Salary Comparisons

0

$89,111
44%

1% ➔ 3%

$104,957
8%

4% ➔ 5%

$97,277
8%

6% ➔ 10%

$110,757
15%

11% ➔ 15%

$126,718
6%

16% ➔ 20%

$123,519
5%

20+%

$180,188
8%

teen per cent are in the 36 to 45 
group and just 7% are 26 to 35. 
Under 25s account for less than 
1% of the total.

Most respondents (59%) re-
port no change to their employ-
ment situation, but 20% say more 
responsibilities have been added 
to their workload because of 
reduced staff, which is consis-
tent with previous surveys. Most 
(35%) have a university degree 
that’s likely a bachelor of arts 
(64%) and they put in a 46.5-hour 
work week.

Aside from those who have a 
management role only in their 
companies, 9% have a con-
trolling ownership stake, 4% 
are equal partners and 8% are 
minority owners. 

Predictably, top executives 
and senior plant floor leaders 
put in the most time. CEOs and 
presidents average 53 hours per 
week, vice-presidents 51 with 
directors and plant managers 
following at 50 hours. Owners 
and partners register 45 hours.

Confident but cautious
Respondents are a little less 
optimistic about earning higher 
revenues this year (63% see 
improvement over 2017 revenues 
compared to 62% over 2016), 
but just 14% are looking at a 
decrease from 2017 levels. For-
ty-nine per cent intend to invest 
in new production equipment 
and processes over the next five 
years, 57% say they will hire new 
employees and 29% say they will 
add new lines of business.

How are manufacturers 

dealing with the turmoil and 
uncertainty? 

Most are trying not to get 
hung up on the emotional side of 
it all,” says Al Diggins, chairman 
of the Excellence in Manufac-
turing Consortium (EMC), who 
keeps his finger on the pulse 
of the membership. “They’re 
sticking to their business and 
doing the things they do so well: 
driving costs out and making 
sure they get the right people.”

One thing that jumped out 
from the survey results – com-
bined with his observations of 
the membership – is that man-
ufacturers are very optimistic, 
and they’re focusing on con-
trolling the controllable, says 
Shawn Casemore, EMC’s new 
president. “Manufacturers have 
become a very resilient group. 
If the political climate changed 
for the better tomorrow, there 
would be some other challenge 
to face. They’re used to dealing 
with this kind of turmoil.”

Controlling the controllable 
involves costs and companies 
are doing so on the wage side 
by being careful with increas-
es, despite the pressing need 
for qualified people and the 
pressure that puts on compensa-
tion. This is evident in Statistics 
Canada reports and EMC’s 
ManufacturingGPS, which pro-
vides real-time labour market 
information. 

“What we saw from Manu-
facturingGPS is that wages 
are tracking to inflation and 
that’s basically it,” says Scott 
McNeil-Smith, EMC’s national 
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REVENUE
729 replies 2018 2017 2016 %
$1M ➔ <$5M $85,217  $80,298  $81,686  15%
$5M ➔ <$10M $102,858  $96,886  $94,366  11%
$10M ➔ <$30M $110,808  $99,253  $96,014  18%
$30M ➔ <$50M $121,186  $119,384  $118,781  9%
$50M ➔ <$100M $112,924  $111,300  $110,961  7%
$100M ➔ <$250M $127,186  $127,459  $122,930  6%
$250M ➔ <$500M $120,511  $117,128  $108,967  3%
$500M ➔ <$1B $120,205  $119,105  $114,843 4%
$1B plus $120,403  $123,297  $119,129  6%

No response from 22%.

AGE
729 replies 2018 2017 2016 %
Under 25 $66,000 $58,500 $55,000 <1%
26 ➔ 35  $74,926 $70,678  $68,994 7%
36 ➔ 45 $98,539 $94,983  $92,080 18%
46 ➔ 55 $114,130 $110,314  $107,033  33%
56 ➔ 65 $119,780 $114,570  $115,341 23%
Over 65 $103,526 $99,176  $96,594 4%

No response from 15%. Two per cent or less represents a small sample and should be considered with caution.

EDUCATION
729 replies 2018 2017 2016 %
University degree $117,444  $114,144  $111,438  35%
College diploma $105,834  $96,262  $95,258  20%
Trade/technical diploma $102,327  $99,666  $101,513  17%
High school or less $95,938  $93,647  $91,273 11%
CEGEP $82,100  $81,032  $74,846  3%

No response from 15%.

YEARS OF 
EXPERIENCE
729 replies 2018 2017 2016 %
1 ➔ 4 years $70,392 $68,233  $65,167  5%
5 ➔ 9 years $86,876 $83,253 $107,490  6%
10 ➔ 14 years $102,038  $99,264  $95,943  10%
15 ➔ 19 years $93,715  $90,470  $87,521  9%
20 ➔ 24 years $119,026  $103,451  $103,094  15%
25 ➔ 35 years $112,212  $111,763  $107,557  31%
36+ years $110,962  $109,237  $107,015  14%

No response from 9%.

director, projects and partner-
ships, and energy programs 
lead. “Manufacturing is also 
lagging other sectors.” Referenc-
ing the salary survey, he notes 
management compensation is 
also mostly keeping up with the 
cost of living and inflation.

CEOs and presidents are on 
the low end of increases this 
year at 0.2% compared to 2.8% 
last year, while owners and part-
ners are taking more from their 
businesses at 14.4% compared to 
3.2% last year.

Vice-presidents are up 1.6% 
compared to a 4.8% increase last 
year, while plant managers will 
get a 1.7% raise compared to the 
4.1% they received in 2017. Direc-
tors are expecting 1.7% follow-
ing a 5% increase last year. 

Other management titles show 
administrative management 
with an 8.5% increase followed 

by safety managers (8.3%), pur-
chasing/supply managers (4.7%), 
materials managers (3.8%), plant 
engineers (3.5%) and techni-
cians/technologists (2.3%). 

On the low end (less than 1%)
are quality assurance managers 
(0.8%) design engineers (-0.5%) 
and production operations man-
agers (-1.5%).

One comment in Salary 
Feedback (see page 17) got 
McNeil-Smith’s attention. A 
respondent reinforced the idea 
companies were sticking to a 
“holding to inflation” policy by 
noting the only way to get be-
yond that 2% or 3% is to change 
jobs or employers. He says this 
and other indicators suggest an 
emerging “nuance” (rather than 
a trend). He’s seeing through 
ManufacturingGPS data and ob-
serving what EMC members are 
doing suggests employers are 

looking at more aggressive and 
creative ways to do so, include 
applying tactics normally aimed 
at the management level. “Some 
are offering signing bonuses to 
production workers, and that 
was unheard of five years ago.” 

Thirty-five per cent of respon-
dents have a university degree, 
20% have a college diploma, 17% 
a trade or technical diploma, 
11% a high school education or 
less and 3% a CEGEP. 

Higher education is good 
for income. University grads 
score the highest wage rate at 
$117,444, 10.4% ahead of the next 
best-paid group – college grads – 
at $105,834.

Looking at salaries based on 
industry, many show modest in-
creases, a few were unchanged 
while shipbuilding, petro 
products and fabricated metals 
showed healthy increases.
Textile products, beverage and 
tobacco, electrical equipment, 
environmental and non-metallic 
minerals showed declines from 
the previous year, although their 
sample sizes were very low.

Owners, senior executives, 
plant managers and materials 
managers top the $100,000 
annual pay level. CEOs and pres-
idents are the highest earners 
averaging $174,404, followed by 
vice-presidents ($144,140), direc-
tors ($127,430), owners/partners 

($124,010) and plant managers 
($119,897). 

 Logistics managers are at the 
bottom ($40,000), but the sample 
size is low.

Investing in the business is 
a priority over the next five 
years. Fifty-seven per cent will 
hire new employees, 49% will 
put money into new production 
equipment and processes, 29% 
are adding lines of business and 
expanding their plants, and 23% 
are acquiring other companies 
and lines of business.

The survey highlights the 
usual list of executive concerns, 
which is topped by skills short-
age (51%), cost control (47%), 
technology upgrades (32%) and 
capacity utilization (27%). 

McNeil-Smith notes a signifi-
cant development in this year’s 
responses. “For the first time 
since the survey began (2011) 
the skills shortage has taken the 
number one spot ahead of cost 
control and that’s translating 

PRODUCTION WAGES
Statistics Canada reports manufacturing’s weekly production worker wage 
(including overtime) in April as $1,073.93 (annual $55,844.36), a 2% drop from 
March. The national average for all sectors is $994.68 ($51,723.36).

Trading Economics (https://tradingeconomics.com), a global econom-
ics research firm based in New York, tracks Statistics Canada and other 
manufacturing data. It reports Canadian hourly wages decreased to $25.20 in 
April from $25.74 in March. The corresponding average US wage is US$21.40 
($28.15). 

Hourly manufacturing pay has averaged $20.05 from 1991 until 2018, reach-
ing a high of $26.30 in April 2017 and a record low of $14.96 in January 1991. 
The forecast for 2020 is $30 hourly.

INDUSTRY AWARENESS
How do executives stay up-to-
date with developments in their 
industries?

Trade/business magazines 
(61%), their web sites (46%) and 
e-news channels (44%) are key, 
as are conferences and trade 
shows (51%).
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MOST IMPORTANT SKILLS
846 replies

 56% Management/supervisory

 48%  Interpersonal/problem solving

 46%  Planning (forecasting, demand)

 46% Industry specific technical skills

 45% Communication

 43% Analysis

 41% Negotiation skills

 38% Technical skills (software, programming)

 37% Project management

 35% Financial (budgeting, accounting)

 34% Productivity/continuous improvement (lean etc.)

 33% Sales skills

Top choices for more executive development are: people skills – interpersonal relationships, management (28%); 
technical skills – software, programming (27%); productivity/continuous improvement (27%).

Management Issues

CHANGES NEXT FIVE YEARS
884 replies

 57% Hiring new employees

 49% Investing in new production equipment/processes

 29% Adding/entering new lines of business

 29% Expanding plant size

 23% Acquiring other companies or lines of business

 22% Entering new lines of business

 21% Entering new geographic markets

 12% Merging with another company

 8% Downsizing employees

 6% Downsizing lines of business

 4% Closing of company

 4%  Downsizing plant size 

WHAT COMPANIES PAY FOR 
830 replies

 Performance or other bonus 38%

 RSP contributions 37%

 Travel expenses 32%

 Pension 30%

 Flex hours 29%

 Profit sharing 24%

 Car/gas allowance 23%

 18% Company vehicle

 17% Access to private healthcare

 15% Wellness program

 15% Training, executive development

 15% No additional benefits to salary

 5% Stock options

 5% Club memberships

PAY PERKS
856 replies

into some of the strategies being 
applied to attract workers.”

Asked about what skills they 
need most to do their jobs, 
56% of senior executives and 
managers cited management/
supervisory, followed by inter-
personal problem solving (48%), 
industry-specific technical skills 
and planning (both 46%) and 
communication (45%).

Additional training require-
ments include interpersonal 
relationships and management 
(28%), productivity/continuous 
improvement and technical 
skills such as software and pro-
gramming (both 27%). 

Attraction, retention
As important as finding the right 
people may be, so too is retaining 
them, which has encouraged em-
ployers to recognize the human 
side of manufacturing. “They’re 
upping the benefits, making their 
places attractive so people will 
want to be there and it looks like 
they’re doing a pretty good job of 
holidays and compensation,” Dig-
gins says. “EMC has done more 
training on the human side and 
looking after people than we’ve 
ever done before.”

A key retention factor is 
work-life balance, something 

Casemore is encountering in 
the field. “Several members are 
doing regular surveys, conduct-
ing one-on-one dialogues from 
the president down; and doing 
all sorts of things to understand 
what work-life balance means to 
their employees.”

One Ontario manufacturer 
doing a lot of hiring is getting all 
of its new employees through in-
ternal referrals. “It has created 
an environment with competi-
tive salary and benefits plus an 
emphasis on work-life balance 
that has really helped support 
retention,” Casemore says.

This employer is on the right 
track, but Hays Canada, a 
recruitment firm with offices 
across the country, has found 
many manufacturers (41%) are 
still relying on job boards, a 
tactic that’s proving to be inef-
fective and out-of-date in today’s 
low unemployment, skills-chal-
lenged economy.

Hays, a subsidiary of Hays plc 
in the UK, surveys employers 
about salaries and other issues. 
It found 84% of human resourc-
es managers in manufacturing 
report their companies were 
suffering from moderate to 
extreme skills shortages. There 
are pockets of companies that 

62%

Educational 
courses

46%

Professional  
certification 

programs

48%

Membership 
in professional 
associations

25%

None 
of these
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51%

47%

19%

17%

11%

11%

32%

27%

16%

15%

8%

8%

24%

22%

11%

11%

7%

6%

MOST SIGNIFICANT ISSUES
896 replies

Skills 
shortage

Technology 
upgrade

Reorganization Risk  
management

Forecasting Outsourcing Financing 
for working 

capital

Global 
market 

expansion

Overseas 
sourcing

Cost 
control

Capacity 
utilization

Resource/asset 
management

IT  
issues

Supplier 
relationship 

management

Environment/
corporate social 

responsibility Transportation

Financing 
for capital 

acquisitions Other 

SALARY FEEDBACK
Manufacturing executives responding to the 2018 EMC-PLANT Manufactur-
ing Salary Survey were invited to add comments about compensation issues 
and like last year’s survey, their remarks ranged from salaries progressing 
(very few) to stagnating (a lot), many complaining their compensation was 
not keeping up with inflation. The impact of higher minimum wages was noted 
while companies are having trouble finding people with needed skills. There 
were 370 observations. Here are a few of the respondents’ insights:

Compensation
• Due to severe labour shortages, 

we are required to increase our 
starting rate for new hires, caus-
ing a cascade rate adjustment for 
all employees

• New hires require increased 
incentives in the form of salaries 
and benefits. Broader skills 
required by individuals to keep 
competitive.

• Salaries are better if you keep 
changing jobs or positions. Stay-
ing in the same job, same position 
there is very little chance salaries 
will increase more than 2% or 3%.

• New generation of workforce – 
primarily millennial – have salary 
expectations that exceed reality.

• Salaries are becoming more 
performance based and inflation 
increases are non-existent.

• Auto supply is very challenging. 
Ownership is very demanding re-
garding aggressive profit margins 
that are not achievable, and ties 
this in with compensation.

Skills
• Skills are critical in our industry. 

We can’t hire or train fast enough 
to meet the demand or to replace 
future retirees. 

• Skills are hard to find; employer 
is not offering enough to bring 
in skilled talent or pay existing 
talent what is offered to new 
employees who need training. 
More people in the field are 
choosing to go independent and 
freelance.

• Skills sets are diminishing, while 
demand for higher salaries is on 
the increase.

• The field is becoming more tech-
nically demanding. Skills involve 
more software knowledge and 
technical knowledge as well as 
the people skills to be more of a 
leader and less of a manager.

• Skills are changing more 
to “soft” engineering: time 
management, learning new 
software, IIoT, SMART 
equipment, communications.

Trends
• Les salaires continuent 

d’évoluer pour le mieux.  Ils 
sont compétitifs.  Les employés 
doivent s’avoir s’adapter 
rapidement aux différents 
changements, savoir travailler en 
équipe, avoir de l’ouverture face 
aux différents départements de 
l’usine. (Wages continue to evolve 
for the better. They’re competitive. 
Employees need to adapt quickly 
to changes, work in teams, have 
openness to different departments 
of the plant.)

• More difficult to find high paying 
jobs ($100k+) despite education 
level. Becoming more difficult 
for private sector to hold on to 
personnel – results in greater 
turnover and lost operational 
efficiencies due to required 
learning curve for new hires.

• Professionals in training are 
being fast tracked to leadership 
positions (to justify pay 
increases), disregarding their 
lack of experience and formal 
development.

Minimum wage
• Increases to lower level positions 

due to increase in minimum wage. 
• Employers are not able to provide 

increases to more experienced 
staff.

pay more to get the right person, 
but Andy Robling, vice-president 
of client development at Hays, 
says despite the shortages, 
“we’re not seeing significant 
wage pressure. There are newer 
people joining the industry and 
the good news is employers (30% 
of those surveyed) are actively 
looking to increase headcount. 
But the concern is finding good 
people is that much harder.”

Salary, benefits and perks 
help. Fifty-six per cent of those 
responding to the EMC-PLANT 
survey reported a portion 
of their pay was made up of 
bonuses and incentives. Those 
showing the highest percentage 
(20% or more) earn $180,188. 
Most are in the 6% to 10% range, 
with salaries averaging $110,757.

Fifteen per cent get no perks 
or extras, but of those who do, 
38% report performance or 
other bonuses, 37% identify RSP 
contributions, 32% get travel ex-
penses, 30% have pension plans 
and 29% enjoy flex hours.

Most respondents (73%) put 
work-life balance ahead of all 
other desired work conditions, 
including job security (55%), 
compensation and vacation 
time, both 54%, and a compre-
hensive benefits package (49%).

Most (87%) are satisfied with 
job security and the job overall 
(86%), but they’re less satisfied 
with career support (31%).

Almost two-thirds (61%) of the 
companies pay for educational 
courses, 47% cover memberships 
in professional associations and 
46% pay for professional certifi-
cation programs (but 25% don’t 

pay for any of these).
Inducements aside, posting 

opportunities on job boards 
or advertising and waiting for 
candidates to knock on the 
door is out of step with how 
today’s candidates seek career 

opportunities. Some employers 
leave vacancies open for a long 
time so they’re not rushing to 
get the best of a bad lot. A failed 
hire can cost up to $30,000 to 
correct, Robling says. “Relying 
on a job board is not necessar-

ily where people are looking.” 
Indeed, Hays found only 17% of 
candidates look at them. But 
80% of candidates expect to 
be contacted by an employer, 
76% expect to get their next job 
through a referral-based process 
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There’s a talent shortage dilemma
It could cost companies trillions of dollars extra by 2030 to hire highly skilled workers

There are some troubling impli-
cations related to the short-

age of skilled talent in manufac-
turing and other sectors.

A study by the Los Ange-
les-based Korn Ferry manage-
ment consulting firm (www.
kornferry.com) warns salaries for 
highly skilled workers could ex-
plode globally as talent shortag-
es take hold. Unchecked, a surge 
could add $2.5 trillion to annual 
payrolls by 2030. 

Twenty major, representative 
economies were examined (but 
not Canada) based on three 
milestones: 2020, 2025 and 

2030 and the Korn Ferry report 
shows how much more employ-
ers would have to pay workers 
above normal inflation increas-
es. The US will take the biggest 
hit, paying a premium of more 

than $531 billion by 2030.
Manufacturers are looking at 

a 136% wage premium increase 
between 2020 and 2030. That’s 
$197 billion-plus.

The average annual premium 
across the 20 economies per 
worker would be $11,164 per year.

Korn Ferry says buying talent 
from the market will be un-

sustainable. Manufacturers (and 
others) must instead focus on 
what drives retention. 

“We know that employees 
who have the opportunity for 
career development, benefit from 
inspiring leadership and feel 

their work has purpose are more 
likely to stay at an organization, 
and – crucially – will be more en-
gaged and productive,” says Alan 
Guarino, Korn Ferry’s CEO.

It won’t necessarily be those 
with the highest academic 
achievement who succeed, but 
those who are adaptable and 
willing to learn, with enough 
flexibility to handle rapidly 
shifting working environments 
and less hierarchical structures, 
he said. “Companies need to 
identify the talent of tomorrow 
and help them achieve their 
potential.” 

and 58% found their current job 
through a relationship. That 
means the candidate has made 
some sort of prior connection 
with a company. “People expect 
to get a job because they were 
headhunted or already known 
to a company (previous applica-
tion); but increasingly because 
they have actively engaged with 
a company through wider net-
works, usually social media.”

This is not a generational thing 
peculiar to millennials. LinkedIn 
covers all ages and professions 
across all industries. “Sixty-nine 
percent [of those Hays surveyed] 
prefer to be contacted directly 
about potential roles, instead of 
looking for a job and applying 
for it. That’s consistent across 
all age groups.”

Employers agree proactive 
searching yields the best results, 
but Hays found just 24% said 
they have the time to do so and 
41% prioritize it as one of their 
early actions during the hiring 
process. Many hiring managers 
are spending most of their time 
on pre-interviews instead of 
looking for the best possible 
candidates. And few companies 
are communicating with the 
talent pool. Just 51% have an 
internal recruitment presence 

on social media, and more than 
a third (37%) communicate with 
potential candidates when not 
hiring, but only 17% of those put 
enough effort into connecting to 
build relationships.

Technology is another issue. 
Hays found few employers were 
using it to source, screen and 
onboard candidates.

What should employers do? 
• Review where the best can-

didates come from and focus 
efforts there. Topping Hays’ 
list are internal and external 
recruiters, and referrals.

• Invest the time today to assess 
and implement better pro-
cesses and technology. In five 
years it will be even harder to 
find the right people. 

• Diversify searches through 
recruiters, advertising with 
associations and navigating 
niche job boards. 

• Build a candidate network. 
Having a potential talent pool 
on hand means you don’t have 
to start from scratch.
Robling says the better compa-

nies, which tend to be larger, 
promote themselves as a brand. 
Candidates want to know what 
it’s like to work there, so it’s 
important to engage them in 
conversations on social media. 

Company culture is key. Reg-
ularly monitor what employees 
have to say about their work 
environment. Are they encour-
aged to provide input about the 
business? Are there regular so-
cial events? How is the company 
involved in the community; does 
it allow an employee to take a 
day for charity work? Identify 
flexibility with shift and vaca-
tion times. And candidates are 
also looking at opportunities for 
learning and advancement.

Smaller manufacturers with 
limited resources can make 
better use of what they have to 
work with. When posting a posi-
tion, does the advertisement tell 
an engaging story or is it a list of 
responsibilities?

“Be very clear about what 
makes your company a good one 
to work for and what makes peo-
ple stay. Many don’t think about 
that,” Robling says.  

Although salary will always 
top the list, he cites other dif-
ferentiators when a candidate is 
making a choice between two or 
more potential employers offer-
ing the same money: culture and 
career progression. 

“Career advancement is not 
necessarily hierarchical. Many 
people are more satisfied mov-

ing into a different role, learning 
a new skill or being involved in a 
new project,” he says. “If you add 
up benefits, culture and career 
progression, they’ll outweigh 
salary.”

As always, there’s work to 
be done to align compensation 
with business prospects, growth 
and the seemingly endless need 
for the right people to drive 
businesses forward. There will 
be plenty of challenges ahead, 
especially with a limited supply 
of replacements for the exodus 
of experienced baby boomers 
from production and manage-
ment, never mind the need for 
additional people to handle the 
demands of growing businesses. 

Despite all the Trump trouble 
and potential business upset, 
manufacturers are calm. Com-
pensation is holding steady and 
there are plenty of incentives to 
attract talent. 

“There are lots of different 
roles, companies are strong and 
when you look at the titles, there 
are many progressive opportu-
nities,” Casemore adds. “Manu-
facturing is still a solid career 
choice.” 

Comments?  
E-mail jterrett@plant.ca.

Salaries for the highly skilled could 
explode.  PHOTO: FOTOLIA
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