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MESSAGE FROM
THE PRESIDENT AND CEO

The repercussions of the worldwide COVID-19 pandemic weigh heavily on Quebec
on social and economic fronts alike. As we are in the midst of a second wave,
government authorities are rallying to put measures in place to both reassure
citizens and support economic recovery.
For employers, this unprecedented hurdle inherently compounds the challenges
that stem from population aging, technological change, and labour force
shortages — challenges they were contending with well before the start of the
pandemic. The sharp rise in unemployment since our last salary forecast exercise
does not in itself translate into all sectors being able to find qualified labour or
into all job categories matching the skills of the available workforce. In grappling
to find their bearings, Quebec employers must now more than ever offer working
conditions that will support talent recruitment as well as employee retention.
The CPQ’s annual Special Salary Forecasts Report provides employers expert
perspectives on the leading wage trends for the year ahead. In light of the ongoing
health crisis and its social and economic fallout, the value of the report has
ostensibly grown tenfold.
Thanks to instrumental contributions from our partners, the CPQ’s salary
forecasts report presents you with expertise to help you implement your
remuneration strategies using relevant information about your industry and its
employment categories.
Drawn from a comprehensive review by our remuneration experts, we are pleased to share this guide with you — employers, HR
professionals, and managers — and hope it offers you an opportunity to leverage well-founded information towards supporting your
efforts in these uncertain times.
Sincerely,
Karl Blackburn

THE CPQ WOULD LIKE TO THANK THE PARTICIPATING FIRMS FOR THEIR CONTRIBUTIONS
IN PREPARING THE 2021 SALARY FORECASTS:
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FORECASTS OF MERCER
A PERIOD OF UNPRECEDENTED UNCERTAINTY

Exhibit #1

Organizations continue to struggle with compensation decisions as they relate to
the 2020 performance year, budgeting salary increases for 2021, and properly setting
performance goals moving forward.
As shown in Exhibit #1, the vast majority of organizations experienced financial difficulties (i.e. below to significantly below budget), thus being forced into making difficult
decisions throughout the year. The Energy and Retail (particularly brick and mortar)
sectors have been hardest hit.
2020 SALARY ADJUSTMENTS

Exhibit #2

The majority of organizations (77%) have already completed their budgeting process
for 2020 prior to the pandemic. Of the remaining companies, approximately one in 10
organizations have frozen salaries in 2020. Overall, actual merit increases for 2020 are
slightly lower than what was previously forecasted as shown in Exhibit #2.
We continue to observe that most companies have a formal salary structure that
they adjust every year. While there is some variation amongst industries, the national
average salary structure adjustment was reported as 2.2%.
2021 SALARY INCREASE FORECASTS
In a typical year, Mercer gathers compensation planning data, which contain increase forecasts for 2021. As of late August of this year,
89% of organizations indicated that they have not yet set their 2021 budgets. As such, and in order to provide reliable data, Mercer has
moved its survey launch date to September 23, 2020, which will reveal findings on October 9, 2020.
Taking a preliminary glimpse at the current data sample, we observe the following:
• 50% of companies have determined their 2021 salary increase budgets – in the range of 2.0% to 2.5% (average of 2.4%)
• 40% of companies are still unsure
• 5% will freeze salaries in 2021
• 5% will not have a merit cycle for 2021, but consider individual one-off increases
INCENTIVES FOR 2020 AND 2021

Exhibit #3

With regards to the 2020 bonus payouts for the 2019 performance year, the majority of
organizations (76%) indicated they had paid out bonuses as planned, with no reduction.
However, there is much uncertainty as it relates to bonus payouts relating to the 2020
performance year. For many organizations, discretion will be applied in determining
bonus payouts. Many other organizations (nearly half) will not make any changes to
their bonus formula or performance metrics.
PLANNING FOR 2021
While we expect for growing organizations to have more aggressive salary increase budgets for 2021, possibly in the 3.0% to 3.5% range,
most organizations continue to be financially challenged and need to maintain cost-reduction protocols. However, companies may
want to consider providing some targeted increases or other forms of awards for critical roles and top performers. All organizations,
regardless of whether they are struggling, stable or growing, need to apply a combination of economics and empathy when designing
their Total Rewards strategy.
ABOUT:

FOR MORE INFORMATION:

Mercer believes in building brighter futures by redefining the world of work, reshaping retirement
and investment outcomes, and unlocking real health and well-being. Mercer’s more than 25,000
employees are based in 44 countries and the firm operates in over 130 countries. Mercer is a
business of Marsh & McLennan (NYSE: MMC), the world’s leading professional services firm in
the areas of risk, strategy and people, with 76,000 colleagues and annual revenue of $17 billion.
Through its market-leading businesses including Marsh, Guy Carpenter and Oliver Wyman, Marsh
& McLennan helps clients navigate an increasingly dynamic and complex environment. Follow
Mercer on Twitter @MercerCanada.
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Luc Lapalme, MBA
Principal
luc.lapalme@mercer.com
1981 McGill College Avenue, Suite 800
Montreal (Quebec) H3A 3T5
mercer.ca

FORECASTS OF MORNEAU SHEPELL
For our 38th edition of the Salary Projection Survey, participants include 889 organizations across Canada from various
industries and sizes.
The annual Morneau Shepell salary projection survey indicates that non-unionized employees are expected to receive on average
an annual salary increase of 2.5 % in 2021 excluding salary freezes, and 1.9% including salary freezes. It should be noted that in 2020,
36% of organizations froze their salaries compared to a forecast of 2%. For 2021, 13% of organizations plan to freeze their salaries. In
addition, 46% of organizations are undecided about whether to increase or freeze salaries for 2021. In last year’s survey, the forecasted
average salary increase for 2020 was 2.7%, compared to an actual salary increase of 2.6%, however this number drops to 1.6% including
salary freezes.
The highest projected average salary increases in 2021 in Canada, excluding freezes, are expected to be in the Administrative and Support,
Waste Management and Remediation Services at 3.0% and in the Professional, Scientific and Technical Services at 2.8 %. Lower than
average increases are expected in the Educational Services and Health Care and Social Assistance industries wat 1.8 %. Furthermore,
78% of respondents use salary structures to manage the salaries of non-union employees.
There are no significant differences in forecast salary increases based on operating region or revenues in Canada. The forecast average
salary increases in Canada by industry sector are as follows:
PROJECTED AVERAGE INCREASES IN 2021
General Forecasts
Construction
Educational Services
Finance and Insurance
Health Care and Social Assistance
Information and Cultural Industries
Management of Companies and Enterprises
Manufacturing
Mining and Oil and Gas Extraction
Other services (except Public Administration)
Professional, Scientific and Technical Services
Public Administration
Real Estate, Rental and Leasing
Accommodation and Food Services
Administrative and Support, Waste Management and
Remediation Services
Agriculture, Forestry, Fishing and Hunting
Arts, Entertainment and Recreation
Retail Trade
Transportation and Warehousing
Utilities
Wholesale Trade

SALARY STRUCTURE
INCL.FREEZES EXCL.FREEZES
1.5
2.1
2.0
2.3
0.8
1.6
1.3
1.8
1.2
1.8
1.6
2.1
1.5
2.3
1.7
2.3
1.7
2.1
1.4
2.2
1.6
2.2
1.5
1.8
1.6
2.2
1.6
2.0

BASE SALARIES
INCL. FREEZES EXCL.FREEZES
1.9
2.5
1.8
2.4
0.8
1.8
2.2
2.5
1.2
1.8
2.0
2.6
0.6
2.5
2.1
2.6
1.8
2.7
1.8
2.5
2.2
2.8
1.8
2.3
2.0
2.4
1.3
2.3

1.5

3.0

3.0

3.0

2.0
1.2
1.1
1.8
1.7
1.7

2.3
2.4
1.9
2.2
2.0
2.1

2.0
0.8
1.5
2.0
2.4
2.2

2.4
2.4
2.2
2.5
2.6
2.4

It should be noted that more than 40% of organizations canceled or delayed their bonus payout in 2020.

ABOUT:

FOR MORE INFORMATION:

Morneau Shepell is the leading provider of technology-enabled HR services that delivers an
integrated approach to well-being through our cloud-based platform. Our focus is providing
everything our clients need to support the mental, physical, social and financial well-being of
their people. By improving lives, we improve business. Our approach spans services in employee
and family assistance, health and wellness, recognition, pension and benefits administration,
retirement and benefits consulting, actuarial and investment services and compensation
consulting. Morneau Shepell is a publicly traded company on the Toronto Stock Exchange (TSX:
MSI).
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Guylaine Béliveau
Principal
Tél. : 514 289-7206
Cell : 514 442-8672
gbeliveau@morneaushepell.com
morneaushepell.com

NORMANDIN BEAUDRY’S SURVEY
In the summer of 2020, 446 organizations across Canada, representing more than 1.2 million
employees, took part in the tenth edition of our Salary Increase Survey.
Customize your analyses based on seven segments:
Province
Region
Organization type
Revenue
Industry
Number of employees
Impact of the crisis		
Full details of the survey are available on: https://bit.ly/3ka02mA
• The economic downturn at the end of the first quarter had a ripple effect on salary
increase forecasts. The percentage of organizations expecting to freeze salaries in
2020 is more than 20%, compared with a modest 3% last year.
• Quebec remains the most generous province this year, with increases averaging
3% for 2020.
• Several organizations had already begun or completed their salary revision process
at the end of the first quarter, which had an upward impact on increases.
• The Canadian average of salary structure increases in 2020 is 2.1%, excluding
organizations that did not adjust their salary structure. The average falls to 1.4%
with them included.
OVERALL SALARY INCREASES FOR NON-UNIONIZED EMPLOYEES BY PROVINCE
TOTAL SALARY INCREASE BUDGET
PROVINCES

n*

Quebec
348
Ontario
185
British Columbia
97
Alberta
86
Saskatchewan
42
Manitoba
51
New Brunswick
52
Nova Scotia
58
Prince Edward Island
19
Newfoundland and Labrador 34
Yukon
11
Nunavut
5
Northwest Territories
10
1
Canadian average

Granted in 2020

Projected for 2021

Excl.
freezes
3.0%
2.7%
2.7%
2.8%
2.5%
2.5%
2.5%
2.6%
2.5%
2.8%
2.1%
2.8%
2.4%
2.8%

Excl.
freezes
2.8%
2.7%
2.6%
2.7%
2.6%
2.5%
2.5%
2.5%
2.5%
2.6%
----2.7%
2.7%

1

Incl.
freezes
2.3%
1.9%
1.9%
1.9%
1.6%
1.6%
1.6%
1.7%
1.4%
1.6%
1.0%
1.7%
1.7%
1.9%

Incl.
freezes
2.5%
2.4%
2.3%
2.4%
2.3%
2.0%
2.1%
2.2%
1.8%
2.0%
1.4%
--2.7%
2.4%

SALARY STRUCTURE INCREASE
n*
283
153
82
72
39
43
49
49
16
29
10
5
8

Granted in 2020

Projected for 2021

Excl.
freezes
2.4%
2.2%
2.2%
2.1%
1.9%
1.9%
2.0%
2.1%
2.0%
2.0%
----1.7%
2.2%

Excl.
freezes
2.2%
2.0%
2.0%
1.9%
1.8%
1.9%
1.9%
1.9%
1.8%
1.7%
------2.0%

Incl.
freezes
1.8%
1.4%
1.4%
1.3%
1.0%
1.1%
1.2%
1.3%
1.1%
1.0%
0.3%
0.8%
0.6%
1.4%

Incl.
freezes
1.8%
1.5%
1.5%
1.3%
1.1%
1.2%
1.2%
1.3%
0.8%
0.8%
0.5%
--1.3%
1.5%

New methodology – Weighted average based on the active population by province * n = number of organizations

ABOUT:

FOR MORE INFORMATION:

Founded in 1992, Normandin Beaudry is now recognized as a major player in the field of consultation.
Operating from its Montreal, Toronto and Quebec City offices, Normandin Beaudry creates human
capital and financial performance with its clients through the excellence of experts ignited by
a total rewards mindset. More than 250 employees serve Normandin Beaudry’s Canada-wide
clientele by providing advisory services in eight areas of expertise: pension and savings, pension
plans administration, inverstment consulting, group benefits, compensation, health, performance,
and communication.
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Anna Potvin
Senior Consultant, Compensation
Tel : 514 285-1122, extention 624
apotvin@normandin-beaudry.ca
normandin-beaudry.ca

FORECASTS OF CENTRE QUÉBÉCOIS DE SERVICES AUX ASSOCIATIONS
The information below is taken from two internal surveys of our membership ( april and september
2020) and the “Rapport de l’Enquête CARHAO 2019/2020 sur les pratiques et la rémunération des
OSBL du Québec” *.
HIGHLIGHTS: EXTERNAL FACTORS AND FREEZES
It’s no secret that the current pandemic has weakened the entire non-for-profit sector in Quebec. Thus, a third of the respondents of
RLSQ/CQSA recent surveys (33.5%) indicated that they will favor a payroll freeze for the year 2021.
Overall, 11.5% of organizations indicate they will apply an inflation-based salary adjustment to maintain the purchasing power of their
employees; 42% of NFPs have already reduced the number of hours worked or plan to do so; 28% of organizations have reduced the
compensation of some of their employees and finally 1.1% of executive directors that participated in the September survey indicated
that they will make generalized salary cuts. The economic situation, the abrupt stop of activities and the search for solutions for the
recovery are the main indicators of a difficult situation. After a more prosperous period in 2018 and 2019, NFPs executives surveyed in
September said they were concerned about the funding of their organization. To the point where 38% of executives now indicate that
their organization does not have sufficient liquidities to survive more than 7 to 15 months; Already, the survival of nearly 5% of nonprofit organizations is severely compromised in the short term despite the announcement of an extension of the Canada Emergency
Wage Subsidy (CEWS) until spring 2021.
In this unprecedented context, organizations that intend to offer a salary increase to their employees will be cautious. On average, they
will grant a 2.1% salary increase for 2021. Deatiled by type of job, the expected average increase is 2.1% for non-managers and 2.2% for
managers of organizations.
CONCERNS AND NO TRENDS OBSERVED

TABLE:

Contrary to analyses in previous years where the operating budget,
the size or the sector of activity of an NFP could point to trends
in salary increases, it is extremely difficult to indentify any such a
trend in our data on salary structures and salary adjustements.
Data collected in April and September shows that leaders are VERY
WORRIED about the financial situation of their organization.

We mentioned that a third of the organizations indicated that they
wanted to freeze the salaries of their employees. The following
table presents side by side two types of information; In italics, the
percentage of organizations planning a freeze, according to type
of employee; To the right side, the average percentage of salary
increases planned by NFPs that will offer pay increases.

Available financial resources are directly under attack: 61% of NFPs
foresee a deficit in 2020 and 20% will achieve a balanced budget
only after having taken significant measures (early retirements,
attritions, cuts in hours worked or even salary deceases).

% OF SALARY INCREASES PLANNED BY NFPS THAT
INTEND TO OFFER ONE TO THEIR STAFF
By type of
% of NFPs planning a payroll
Projected
position
FREEZE for 2021
in 2021
34.5 %
Managers
2.2 %
2.1
%
Non-managers
2.1 %

In fact, some of the most basic fondamentals for Not-For-Profit
organizations are currently under attack:
• 75.2% of organizations have reduced or stopped their activities,
reducing expected revenues;
• 64.2% of NFPs with members anticipate a significant decrease
in membership for 2021;
• 45.1% of organizations foresee a decrease in volunteering, a
resource essential to their operations.

ABRUPT FREEZES AFTER A FEW YEARS OF ADJUSTMENTS
Our studies of previous years revealed an important period of salary
adjustments for associations. Since 2018, NFPs have made compensation adjustments of approximately 4% to 6% to compete in the
talent market. This increase was primarily a financial response to the
jobmarket labor shortage. In 2020, some NFPs had already limited
or sprinkled the increases to an acceptable minimum. The current
situation makes us realize how much organistions are dependent on
macro-economic factors. In a matter of months, NFP Boards and EDs
went from catching up on wages to managing corporate survival.

Current concerns will translate into great financial prudence when
deciding on 2021 budgets. Cuts in spending will limit the organizations’ room for maneuver overall.

*The 2019/2020 CARHAO survey on HR practices and remuneration of non-profit organizations in Quebec is a study in which approximately 450 organizations of all sizes, sectors,
sizes throughout Quebec electronically shared information on their compensation and business related information. The data was then used to create «CARHAO» a-webbased A.I. application designed to help NFPs to establish job descriptions linked to a jobboard and to compare employee’s compensation based on NFP or the job market data.

ABOUT:

FOR MORE INFORMATION:

The Centre québécois de services associations, an initiative of the
Regroupement Loisir et Sport du Québec, provides administrative,
technical and professional services (insurance, financial management and
payroll, legal, graphic design and printing, Information Technology, human
resources, telephony, group purchases, travel, education and consulting.
CQSA provides direct services to 700 non-for-profit organizations and
supports over 10,000 Quebec-based NFP’s in other ways.
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Jean-François Beauregard
Business Development Director
Tel.: 514 252-3112
jfbeauregard@loisirsport.qc.ca
4545, Pierre-De Coubertin, Montreal (Qc) H1V 0B2
loisirsport.qc.ca

CONSEIL DU PATRONAT DU QUÉBEC
1010 Sherbrooke Street West, Suite 510
Montreal (Quebec) H3A 2R7
Tel.: 514.288.5161
877.288.5161
cpq.qc.ca

