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WHAT'S INSIDE: 
The Canadian Tourism Human Resource Council (CTHRC), with the 
assistance of provincial / territorial Human Resource Organizations 
(HROs) and other tourism associations, is pleased to present its 
third biennial Canadian Tourism Sector Compensation Study. This 
report presents data on human resource practices, compensation, 
and bene®ts for 31 tourism occupations. Data is presented at the 
national, provincial/territorial and regional level .

MARCH  2011

PREPARED FOR:
The Canadian Tourism Human Resource Council

PREPARED BY:
Hay Group

This project is funded by the Government of Canada Sector Council Program



2010 Canadian Tourism Sector Compensation Survey www.cthrc.ca 

Copyright © Canadian Tourism Human Resource Council, 2010. All rights reserved. All trademarks 
mentioned herein belong to their respective owners.  It is illegal to copy this resource in any form or by any 
means, electronic or mechanical, including photocopying without the prior writ ten permission of the 
Canadian Tourism Human Resource Council. By downloading this document you are liable to abide by 
copyright law. 
 
 
Disclaimer: Information has been obtained from sources believed to be reliable. However, because of the 
possibility of human or mechanical error, CTHRC does not guarantee the accuracy, adequacy or 
completeness of any of the information. The publisher and contributors shall not be held liable in any degree 
for any loss or injury by an omission, error, misprint or ambiguity. If you hav e any questions about the 
content of this publication, CTHRC staff are available to provide information and assistance.  
 
 
 
The opinions and interpretations in this publication are those of the author and do not necessar ily reflect 
those of the Government of Canada. 
 
 
 
Canadian Tourism Human Resource Council  
www.cthrc.ca  
research@cthrc.ca
Suite 608 – 151 Slater Street 
Ottawa, ON  K1P 5H3 
Tel: (613) 231-6949

 

What’s Inside  

Analyses of salary data and general human resource trends in the tourism sector 
including:

ü human resource policies including gratuity splitting, perquisites, benefits, 
special work arrangements

ü compensation trends

ü salary and wage tables for 31 benchmark positions in the tourism sector

ü attraction and retention practices

ü turnover rates and analyses

ü minimum wage rates and analyses

In order to help address issues critical to the success of Canadian tourism businesses, 
the findings of the study will be used to inform public policy and to help facilitate the 
development and adoption of concerted human resource strategies in the sector.
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Executive Summary 

The Canadian Tourism Human Resource Council (CTHRC), along with Canada’s Tourism Human 
Resource Organizations (HROs) and other industry partners, is pleased to provide survey findings 
for the third biennial study on human resource practices, compensation, and benefit s for the 
tourism sector in Canada. Since 2006, this study has been conducted through the services of Hay 
Group. 

The 2010 results showed an increase in salaries and wages when compared to the 2008 study. Over 
this period, all hourly occupations combined had a greater average increase (8.3%) than all salaried
jobs combined (5.5%). Within the hourly positions, the average increase for food counter attendant 
s and kitchen helpers was the highest at 14.2%, followed by food and beverage / banquet servers 
(11.2%). The highest increase for salaried jobs was reported for executive chef at 10.0%.

The 2010 study showed some interesting regional trends in compensation in the tourism sector. 
Businesses in Alberta consistently reported salaries and wages above the national median. A strong 
Alberta economy, boosted by the oil & gas sector, tended to cause a rise in wages greater than the 
rate of increase in many other parts of the country. When increased demand is coupled with 
shrinking supply, prices/wages will generally increase as well. Businesses must pay more, even for 
unskilled jobs, simply to maintain adequate staffing levels. Conversely, participants from PEI, Nova 
Scotia, and New Brunswick were generally below the national median for both annual salaries and 
hourly wages. Newfoundland and Saskatchewan were below the national median for salaries, but 
generally above the median for wages. Notably, Quebec showed the least variance from the national 
median for both salaries and wages, making this province the best proxy to the national standard 
for pay.  

The only consistent trend, when evaluating all four industry groups, was the tendency of businesses 
within food & beverage services to pay below the median values of the tourism sector as a whole; 
this trend was consistent at all employee levels, and for both full-time and part-time  employees.  
Interestingly, workers in the accommodation industry group performing the same jobs as those in 
food & beverage services were paid at a higher wage. This finding may be explained by the high 
level of unionized workers in accommodation receiving wages above the median due to collective 
bargaining contracts. As many food & beverage establishments tend to be small independently 
owned businesses with few employees, they are less inclined to be unionized.

Of the industry groups covered by this study, workers in food & beverage services received the 
highest levels of gratuities, presumably compensating for the lower wages in this industry. 
Bartenders and food & beverage servers received the highest gratuity levels while housekeeping 
room attendants and cooks tended to see the lowest gratuities. Overall, the most common gratuity 
level was 15% or less of an employee’s base salary.

Not surprisingly, gratuity splitting policies are most common in those industries wher e gratuities 
are most prevalent: food & beverage services, accommodation, and recreation & entertainment. In 
each of these industry groups, about two-thirds of organizations that have staff who receive 
gratuities have some type of gratuity splitting policy in place.
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While gratuities were most prevalent among front line employees, some management positions, 
especially in accommodation, were reported receiving a portion of gratuities. This t rend reiterates 
the importance of gratuities to tourism sector employees.  

As in 2008, bonuses continued to be an important incentive offered to employees across the sector. 
Bonuses were much more prevalent at the supervisory and management levels of an organization. 
Bonuses are a strategic compensation element in the tourism sector, as they allow businesses to 
reduce total compensation when profitability is down, and increase total compensation when 
profits are up. This works well when bonus plans are tied directly to profitability but p aying 
bonuses also allows an employer to reward employees without having to permanently increase base 
salaries.  In this sector, flexibility in compensation is crucial since businesses are hyper-exposed to 
the volatility of the economy and other factors that affect revenue and profitability.  

The 2010 survey results showed that more organizations offered benefits than reported in previous 
studies. Health and dental, short and long term disability, and employee life insurance p rograms 
were the most frequently reported benefits in 2010. The percentage of companies offering 
employee perquisites and special programs also increased since the 2008 study.  

It appears that businesses are also attempting to improve organizational operations by increasing 
their investment in employees. When compared to the 2008 study, the percentage of companies 
offering a training and development program to their employees increased from 50% to 84%.  

The trend of increased offerings of benefits, perquisites, and special programs is consistent with the 
findings of the attraction and retention section of the 2010 study. Participating organization s 
reported making substantial investments of time and/or money in several human resource 
management practices. Many of these initiatives showed positive impacts on the profitability of the 
business, as well as the attraction and retention of all employees whether they worked full-time,
part-time, or seasonally. The key human resource management programs that drove improved 
profitability, and increased attraction and retention included: ensuring wages are competitive 
against the market, providing employees with opportunities to develop improved operatio nal 
procedures, operating with clear objectives toward environmental and corporate social 
responsibility, implementing greater investments in coaching and mentoring, and employee 
recognition and progression standards based on merit rather than seniority.  

While the above trends varied in significance across the four industry groups, there was no 
significant difference in the results when compared regionally. This suggests that, while 
profitability, attraction, and retention are undoubtedly influenced by many factors outside of th e 
scope of this study, certain human resources management practices can be viewed as “universal” 
best practices. Furthermore, it is important to note that these initiatives do not all rel y on financial 
investments. Some of the best practices reported above can be developed through the investment of 
time.  

To determine the impact of minimum wages on overall compensation trends, new questions were 
added to the 2010 study. While statutory minimum wage policies vary by province and territory, 
the aim was to measure businesses’ reaction to respective increases further to the legislated 
requirements. While 39% of organizations increased the wages of existing employees already 
earning more than the new minimums, overall wages were largely unaffected by changes as the 
proportions of employees earning minimum wage before and after the most recent increases were 
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virtually unchanged. Within the industry groups, most food & beverage services organizations 
chose to raise pay only to that of the new minimum wage, while accommodation organizations were 
most likely to increase the wages of hourly employees already earning more than the new minimum 
wage.  

In addition to comparing the four tourism industry groups against each other, it  is important to 
compare the compensation and turnover trends found in tourism against the broader service 
sector. Hay Group, in conjunction with the CTHRC, identified four additional markets for 
comparison: financial services, business services, retail organizations, and organizations with less 
than two-hundred full-time employees. Based on information obtained from Hay Group’s 
proprietary salary database, the tourism sector paid below market value when compared to each of 
these groups. The closest comparator group was retail organizations, which is not surprising given 
the similarities in the demographic composition and labour characteristics of the se two sectors.
Furthermore, at 26.1%, the overall voluntary turnover rate for the tourism sector  was found to be 
considerably higher than Canadian norms (9.1% for the private sector and 5.7% for the public 
sector). This observation was likely due to the younger demographic composition of the workforce 
and the large proportion of part-time and seasonal positions in the touris m sector. Involuntary 
turnover – defined as the involuntary termination of employment contracts often due to permanent 
layoffs or poor employee performance – generally fell within the range of Canadian norms; 
however, it was lower than expected in light of the global economic recession. These results may be 
attributed to a need to maintain staffing levels due to the high voluntary turnover rates.  

The past two years was a difficult period for businesses across North America, and the Canadian 
tourism sector was no exception. As it is primarily dependant on the disposable income of 
travellers, the tourism sector is very susceptible to economic volatility, especially fluctuations in 
currency values and energy prices. As we gradually move out of these difficult economic times and 
return to growth in the economy, the tourism sector will face new challenges. There will be 
increased competition for tourist dollars as new and unique products and destinations continue to 
be introduced. Tourism businesses will also be pressed to compete for employees, as the demand 
for labour will continue to increase in other sectors of the economy. This study will help  business 
owners, managers, and human resources professionals understand the trends in total 
compensation in the tourism sector. In addition to providing information about salaries, wages, 
bonuses and commissions, this study displays the prevalence of the other elements used to reward 
employees, such as benefits, perquisites and special programs, while also identifying factors 
affecting turnover, attraction and retention. Understanding these fundamental components will 
help businesses determine how to design and implement their own unique compensation strategies 
that will allow them to better compete in this challenging and dynamic sector.  


