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Executive Overview

The heavy equipment service industry across Western Canada is facing one of the most significant
workforce challenges in decades. Driven by retirements, infrastructure growth, and increasing demand
for technical expertise, employers are navigating a labour market where skilled trades talent is both
scarce and highly competitive.

The heavy equipment sales, parts, and service industry operates within one of the most constrained
labour markets in the Canadian industrial economy. Organizations that operate across equipment
distribution, parts supply, shop service, and mobile field service must simultaneously compete for talent
across multiple labour markets, including skilled trades, industrial technical services, logistics, and
technical sales.

Global advisory research from Mercer, Willis Towers Watson (WTW), EY, and Deloitte consistently
identifies skilled trades availability as one of the most critical workforce constraints affecting industrial
and infrastructure-related sectors. In Canada, these pressures are particularly acute across Western
provinces where infrastructure development, resource extraction, and construction activity continue to
drive sustained demand for heavy equipment maintenance professionals.

These labour dynamics create both operational risk and strategic opportunity. Companies that establish
competitive compensation frameworks, strong safety cultures, and structured workforce management

systems early in their development cycle are significantly better positioned to attract and retain scarce

technical talent.

Skilled Trades Labour Market Outlook

Labour market projections from Employment and Social Development Canada indicate that heavy-duty
equipment mechanics will experience persistent labour shortages nationally over the next decade, driven
primarily by retirements and continued demand growth in construction, mining, transportation, and
industrial sectors.

According to Canadian labour market projections:
e More than 26,000 job openings are expected for heavy equipment mechanics over the next
decade.
o Approximately 60—65% of these openings will result from retirements, not new job creation.
e Western Canada will experience the greatest labour pressure due to resource and infrastructure
investment.

Mercer’s Global Talent Trends research further indicates that industrial service organizations face a

“structural skills shortage” in technical trades, with over 60% of industrial employers reporting difficulty
filling skilled technician roles.
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These trends are expected to intensify across Western Canada where population growth and
infrastructure expansion continue to increase demand for equipment service capacity.

Skilled Trades Workforce Outlook (Canada)

Indicator Projection
Skilled trades retirements (2023-2033) ~700,000
Construction & maintenance retirements ~299,000
Heavy equipment mechanic job openings ~26,500
Share of openings due to retirement ~60%

Sources: BuildForce Canada; Employment and Social Development Canada; Statistics Canada

Key Drivers
e Retirement of experienced tradespeople
e Insufficient apprenticeship pipeline
e Growth in infrastructure and resource sectors
e Geographic labour mobility constraints

For equipment service organizations, these pressures translate into longer recruitment cycles, higher
compensation expectations, and increased competition for experienced technicians.

Western Canada Technician Compensation Benchmarks
Compensation benchmarking for heavy equipment mechanics and technicians varies significantly by
province, specialization, and industry segment.

Observations
e Alberta typically leads Western Canada compensation due to oil & gas and industrial maintenance
demand.
e Remote or field service technicians command premium compensation levels.
¢ Northern markets such as Yukon experience higher wages due to labour scarcity and geographic
mobility constraints.

Skilled Trades Talent Availability Index — Western Canada
Heavy Equipment Technician Labour Market Conditions

Index interpretation:
1 = Severe labour shortage
5 = High labour availability

Extremely limited skilled trades labour pool;
Yukon / Northern ) . . -
. 1.0 -Very Low recruitment dependent on interprovincial mobility
Regions . .
and fly-in service models
Northern British 18— Low Resource sector demand and infrastructure projects
Columbia ' significantly constrain technician availability
Industrial maintenance demand from energy and
Central Alberta 2.2 —Low construction sectors drives high competition for
technicians
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Edmonton / 2 7 — Medium-Low Larger labour pool than rural regions but still
Northern Alberta ' constrained by oil & gas and infrastructure demand
Smaller skilled trades workforce; recruiting difficulty

Saskatchewan 2.9 — Medium-Low ) . i
increases outside major urban centres
Lower Mainland . Larger labour pool but strong construction demand
L . 3.4 — Medium . . .
British Columbia continues to absorb skilled technicians

The Skilled Trades Talent Availability Index reflects overall labour market pressure for heavy equipment technicians
across Western Canada, based on multiple data sources including:

e Regional employment outlook ratings from Employment and Social Development Canada (Job Bank)
e Skilled trades workforce forecasts from BuildForce Canada

e Workforce demographic data from Statistics Canada

e Provincial labour market outlook reports for British Columbia, Alberta, Saskatchewan, and Yukon

Each region was evaluated based on projected labour supply, employer-reported recruitment difficulty,
workforce mobility patterns, and industrial demand for equipment maintenance professionals.

Key labour market patterns
e Northern resource regions face the most severe technician shortages
e Alberta competes aggressively for skilled mechanics due to oil and gas sector demand
e Technicians are increasingly mobile across provincial markets
e Mobile service roles command higher wages due to travel requirements

For organizations expanding into multiple provinces, these regional labour differences require localized
recruitment and compensation strategies.

Multi-Model Compensation Structures in Equipment Dealerships

Unlike many industries with uniform pay models, equipment sales and service companies must manage
multiple compensation frameworks across their operations

Research from Mercer and Willis Towers Watson highlights in industrial distribution and equipment
dealership sectors consistently highlights the importance of designing integrated total rewards
framework building integrated total rewards programs that balance internal equity with role-specific
incentives.

Typical compensation structures often include:

Technicians
e Hourly wage structure
e Overtime eligibility
e Tool allowance
e Productivity incentives based on billable hours

Equipment Sales Professionals

e Base salary
e Commission based on equipment sales
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e Commission on service contracts or attachments
e Territory performance bonuses

Parts Department
e Hourly or salary compensation
e Inventory accuracy and margin incentives

Management
e Fixed salary
e Performance bonuses tied to revenue or EBITDA

How Compensation is Structured in Equijpment Dealerships
Equipment dealerships typically operate with multiple compensation models across functions, as shown below.

CEO/GM
Fixed salary +

Performance bonuses
tied to revenue or EBITDA

Sales RIS Parts

Hourly Wage +

Overtime + Salary or Hourly +

Base Salary +
Commission + Margin Incentives +

Productivity Incentives +

Territory-Based Bonus Field Premium

Inventory KPls

Leading equipment dealerships integrate these compensation models within a formal total rewards
strategy to ensure alignment between revenue generation, service performance, and workforce
engagement.

Safety and Regulatory Compliance
Heavy equipment service environments carry elevated safety risks due to the presence of industrial
machinery, shop equipment, and field service operations.

Organizations operating in British Columbia, Alberta, Saskatchewan, and Yukon must comply with
provincial occupational safety regulations including:

e WorkSafeBC

e Alberta Occupational Health and Safety
e Saskatchewan Occupational Health and Safety
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Effective safety programs typically include structured training programs, incident reporting systems,
preventative maintenance protocols, and leadership accountability for safety performance.

Strategic Implications

The labour market dynamics outlined above highlight the critical role that a structured human capital
strategy plays in the success of equipment sales and service organizations. Unlike many industries where
workforce supply is relatively stable, the heavy equipment service sector operates within a highly
constrained labour market characterized by skilled trades shortages, strong wage competition, and
increasing operational complexity.

Talent Attraction and Workforce Positioning

The ability to attract experienced heavy-duty technicians will be one of the most significant factors
influencing an organization’s operational success. Skilled trades professionals have significant
employment mobility across Western Canada, and many technicians are actively recruited by multiple
employers simultaneously.

As a result, successful organizations in this sector position themselves not simply as employers, but as
preferred workplaces within the trades community. This requires more than competitive wages; it
requires a strong employment value proposition that includes workplace culture, safety reputation,
career development opportunities, and leadership credibility.

Investment in employer branding, recruitment practices, and technician engagement will allow
organizations to establish a reputation as well-managed entities within the industry. Over time, this
reputation becomes a critical competitive advantage when vying for scarce technical talent.

Competitive and Structured Compensation Strategy

Given the regional wage competition for heavy equipment technicians, compensation strategies must be
carefully designed to remain competitive across multiple labour markets. For organizations operating in
British Columbia, Alberta and Saskatchewan, where oil, gas, and industrial maintenance sectors compete
aggressively for skilled trades, entities will likely face upward pressure on technician wages and incentive
structures.

Developing a structured compensation framework early in the organization’s development will provide
several strategic benefits. It will allow leadership to maintain internal pay equity across different
operational roles while ensuring competitiveness within each external labour market. It also allows the
organization to design incentive programs that align employee performance with business objectives.
For example, productivity incentives for technicians, commission structures for equipment sales
representatives, and performance bonuses for operational leaders can be structured in ways that
reinforce revenue growth, service efficiency, and customer satisfaction.

Organizations that fail to establish clear compensation frameworks early often encounter internal pay
inconsistencies, employee dissatisfaction, and escalating wage pressures as the workforce grows.

Safety Culture as a Strategic Asset
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Safety performance is not only a regulatory requirement in the heavy equipment service sector, it is also
a critical component of workforce engagement and organizational credibility.

Technicians and service professionals frequently evaluate potential employers based on the perceived
safety of the work environment. Organizations with well-structured safety programs, modern equipment,
and leadership accountability for safety performance are significantly more attractive to experienced
tradespeople.

Investing in a strong safety culture will support multiple strategic outcomes. It will reduce operational
risk, protect employees, and strengthen the organization’s reputation within the industry. Over time, a
strong safety record also contributes to lower insurance costs, reduced operational disruption, and
improved employee retention.

Leadership Capability and Operational Discipline

In equipment service organizations, the effectiveness of frontline leadership often determines the overall
success of the workforce. Service managers, parts managers, and sales leaders play a critical role in
translating organizational strategy into day-to-day operational performance.

Investment in leadership capability is becoming increasingly important. Many technical managers
transition into leadership roles from within the trades workforce and may not initially have formal
management training.

Providing leadership development, clear performance expectations, and structured management
practices will enable these leaders to manage teams effectively, maintain technician engagement, and
ensure operational accountability.

Organizations that invest early in leadership capability consistently experience stronger employee
engagement, improved productivity, and more stable workforce performance.

Closing Perspective

In a labour market where skilled technicians are increasingly scarce, organizations that treat workforce
strategy as a competitive advantage will be the ones best positioned to lead the next generation of heavy
equipment service operations in Western Canada.

The workforce conditions shaping the heavy equipment service industry are unlikely to ease in the
foreseeable future. Skilled trades shortages, rising technician compensation, and increasing competition
for experienced service professionals will continue to define the labour landscape across Western
Canada. For companies entering the market, these dynamics create a clear priority: workforce strategy
must be treated as a core business capability rather than a supporting administrative function.

By building competitive compensation frameworks, establishing a strong safety culture, investing in
leadership capability, and implementing scalable workforce systems, organizations can position
themselves as a preferred employer within the industry. Organizations that take this proactive approach
are not only better able to secure the technical talent required to support operations but also develop
the organizational resilience needed to scale successfully across multiple regions.

Companies that successfully align workforce strategy with operational expansion consistently outperform
their peers in both talent retention and service reliability. In an industry where skilled technicians remain
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the most critical asset, the ability to attract, develop, and retain this workforce will ultimately determine
which organizations emerge as leaders in the Western Canadian equipment service market.

To understand how the information in this bulletin might relate to your specific business or operation,
or to explore how Highbridge Human Capital can assist you in building HR programs and expand
capacity in Talent & Recruitment, please contact us.

Tel: 1-833-422-1212
Email: dnt@HBCcanada.com
https://highbridgehumancapital.com/
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