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Executive summary 

The key findings from our research are as follows: 

Pay 

• The median pay award for 2021 in engineering is 2.2%, a little above the median for

the economy as a whole at 2.0%

• Over a third (34%) of the engineering pay rises we have monitored in 2021 were

higher than the increase applied in 2020 and we observed that only a marginally

larger proportion (38%) awarded a lower pay increase

• Higher-end awards worth 3% or more account for nearly a quarter (24%) of all

engineering pay increases in 2021 compared to just 13% at this level in 2020

• Among our survey respondents an equal proportion (37.5%) anticipate awarding

either the same, or a higher, level of increase in 2022 as they did in 2021

• The highest awards in manufacturing in 2021 are for engineering workers in the

chemicals, pharmaceuticals and oil sector where the interquartile range is between

1.6% and 3.0%

• A third of all engineering pay awards monitored during 2021 were part of long-term

deals, ranging in duration from 18 months to four years

• Almost three-fifths (59%) of pay rises awarded by engineering firms in our sample

were negotiated with trade unions

• Analysis of median basic salaries in 2021 shows that basic pay has grown at a faster

rate for engineers than it has for manual operatives since our last report in 2019

• Overall basic pay for all levels of engineer grew by around 10%

Recruitment & retention 

• Over three-quarters (76%) of employers are currently experiencing challenges with

recruitment and 64% are facing problems with retention – up from 44% and 41%

respectively since our last study
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Conditions 

• Employees typically work 37.5 hours per week

• Overtime rates for manual workers are typically worth time and a half, Monday to

Saturday, and time and two-thirds on Sundays

• Most employers express premiums in terms of a percentage of salary, ranging from

18.0% at the median for manual employees working double-day/two-shift patterns

(comprising two consecutive shifts in the same location – typically early and late) to

almost double this amount (34.2% at the median) for continuous day/night shift

patterns

• Three-fifths of organisations operate a bonus scheme for their employees which

were worth 12% at the median in the latest bonus round

• Minimum basic holiday entitlement on entry is typically 33 days a year including

bank holidays. Most participants provide additional service-related holidays,

typically one day after five years’ service

• Most (89%) employers pay a contribution rate above the minimum statutory

pension contribution requirement of 3% for employers. At the median, the minimum 

employer pension contribution is 6%
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About the report 
This report is based on a survey conducted by IDR of mostly large and medium-sized private 

sector employers of engineering workers between August and October 2021. The survey 

asked employers about pay and conditions for skilled and semi-skilled workers and white-

collar engineering roles. The survey also posed a series of questions on non-pay conditions, 

as well as recruitment and retention. 

The survey received detailed responses from 25 organisations, together employing 

230,473 employees in the UK, mainly in manufacturing and the utilities. Private services 

employers with engineering staff constitute just over a quarter of the sample. 

Figure 1 Respondents by sector 
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Overall, the South West is the most represented region with over half (52%) of participants 

employing staff in this area. The South East and West Midlands are the next most 

represented regions at 44% and 40% respectively. A fifth of respondents have operations 

in all regions of the UK.  

Figure 2 Respondents by region 

Respondents to the survey together employ a total of 64,662 manual workers and 35,100 

white-collar engineering staff. The number of engineers employed by the firms in our study 

varied from as few as seven to as many as 12,000, with a median of 385 staff at this level. 
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The average number of manual workers employed is 3,592. The median manual workforce 

is 1,141, with headcounts of manual workers at firms ranging from 17 to 21,000. 

Figure 3 Respondents by company size 

Two-fifths of employers in our study confirmed that the size of their workforce had increased 

in the previous 12 months and around a third (36%) said that their workforce size had stayed 

the same. Just under a quarter stated that workforce numbers had decreased.  
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Port of Tyne 
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1. Outlook for pay 

1.1 Pay increases 

The median pay award for 2021 in engineering is 2.2% with an interquartile range between 

1.6% and 2.8%. In the manufacturing and primary sector, the median pay rise is slightly 

lower at 2.0%, which matches the median for the economy as a whole. The lower quartile 

of awards for manufacturing is greater than that for the whole economy, indicating that the 

floor for awards in the manufacturing sector is higher than in the wider economy. This is 

mainly connected to the continued prevalence of trade union recognition in the sector. 

 
Table 1 Pay increase summary statistics* 

 Whole 
economy 

Private sector Manufacturing & 
primary 

Engineering 

Lower quartile 1.0% 1.5% 1.5% 1.6% 

Median 2.0% 2.0% 2.0% 2.2% 

Average 2.1% 2.3% 2.0% 2.1% 

Upper quartile 2.5% 2.7% 2.5% 2.8% 

Count 407 332 148 46 

*At 29 November 2021. 

 

Nearly two-fifths (38%) of engineering pay rises we have monitored in 2021 were lower 

than the increase applied in 2020. In part, 2020 awards were higher because most had 

already been decided before the main effects of the pandemic were felt. We observed that 

only a marginally smaller proportion (34%) of our sample awarded a higher pay increase in 

2021 when compared to 2020, with the rest (28%) awarding the same level of increase. 

This latter group mostly comprised increases but some companies (43% of the wider 

sample of pay rises across engineering) froze pay in both years. The trend is more 

pronounced among the 25 participants in this survey, where the largest proportion (58%) 

paid a lower increase in 2021 when compared with 2020. A quarter paid a higher award 

and 17% said they paid the same level of increase.  

 

Interestingly, higher-end awards worth 3% or more account for nearly a quarter (24%) of 

all engineering pay increases in 2021 compared to just 13% at this level in 2020. This is in 

contrast to the wider manufacturing and production sector overall, where a fall in the 
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proportion of higher-end awards has occurred – down from 22% of our sample for 2020 to 

18% in 2021. 

 

The pandemic halted pay decisions for a number of engineering firms and the decision to 

implement a pay freeze became more common than in previous years. However, the 

reopening of the economy in summer 2021 led to fewer freezes than in the previous year. 

Pay freezes represent 18% of all engineering pay outcomes in 2021 – down from 30% in 

2020, both of which represent considerably higher proportions than in the previous three 

years when no more than 6% of employers froze pay. Fewer pay freezes were observed last 

year across the manufacturing and production sector generally with the proportion of such 

outcomes falling from 19% in 2020 to 13% in 2021. 

 

Figure 4 Distribution of engineering pay increases in 2021 

 
 



Pay and Conditions in Engineering, 2021 | IDR 
 

11 
 

Among our survey respondents, an equal proportion anticipate awarding either the same 

level of increase in 2022 as they did in 2021, or a higher increase – 37.5% in each case 

respectively. The remaining participants (a smaller proportion at 25%) indicated that they 

may apply lower increases this year.  

 

Collective bargaining  

Almost three-fifths (59%) of pay rises awarded by engineering firms in our sample were 

negotiated with trade unions. The median pay award at these organisations is 2.2% - one 

percentage point higher than the median for non-negotiated deals of 2.1%, indicating that 

there is still something of a ‘trade union premium’ when it comes to pay. However, higher-

end awards worth 3% or more account for over a fifth (22%) of awards in companies that 

recognise trade unions. For pay rises that were not collectively bargained such higher-end 

awards occurred in a slightly higher proportion, 26%, of cases.  This result appears to 

conflict with our findings in respect of the median. However, the composition of trade union 

deals largely consists of pay increase in the 2.0% to 2.99% bracket and this has impacted 

the median. Moreover, other factors. such as profitability, may have affected the incidence 

of higher-end awards. At the same time however, the sample of employers without trade 

unions were much more likely to have awarded a lower-level increase of less than 2%, or a 

pay freeze, in 2020. This group mostly implemented higher increases in 2021. 

 

Table 2 Pay reviews under company awards and collective bargaining  

 Collective bargaining Non-collective bargaining 

Median 2.2% 2.1% 

Average 2.2% 1.9% 

Interquartile range 2.0% to 2.8% 1.0% to 2.9% 

Count 27 19 

 

1.2 Sectoral variations 

The highest awards in manufacturing in 2019 are in chemicals, pharmaceuticals and oil 

where the interquartile range is between 1.6% and 3.0%. The median and the upper 

quartile here are both 3.0% due to the clustering of pay awards in the sample between 

2.0 to 3.99%. Comparatively high awards have also been made in vehicles and 
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components where the upper quartile is also 3.0%, with a median award of 2.5%. 

Elsewhere, the median is lower in sectors such as construction and electronics where the 

median increases are 1.9% and 1.8% respectively.  

 

Table 3 Pay increase summary, manufacturing 

  Lower 
quartile 

 
Median 

Upper 
quartile 

 
Count 

Aerospace and defence 0.0% 2.0% 2.2% 5 

Chemicals, pharmaceuticals and oil 1.6% 3.0% 3.0% 11 

Construction 1.2% 1.9% 2.0% 20 

Electronics 0.0% 1.8% 2.4% 8 

Energy and water 1.9% 2.0% 2.3% 21 

Food, drink and tobacco 1.5% 2.1% 2.5% 36 

Vehicles and components 2.0% 2.5% 3.0% 20 

 
Table 4 Examples of pay review outcomes 

  
Organisation 

 
% rise 

 
Comments 

Effective 
date 

 
Employees covered 

Aerospace, defence & shipbuilding 
Airbus Operations 0.0 pay freeze 01 Jan 21 2,800 managers 

Rolls-Royce 0.0 pay freeze 01 Mar 21 19,800 employees 
Chemicals, pharmaceuticals & oil 
AstraZeneca 3.0  01 Apr 21 6,500 employees 
H&R ChemPharm UK 3.0  01 Apr 21 41 employees 

Ineos Nitriles UK 1.5  01 Apr 21 100 employees 

Lubrizol 2.0  01 Apr 21 144 employees 
Novo Nordisk 3.0  01 Apr 21 450 employees 

PQ Silicas UK 3.0  01 Jan 21 210 negotiated 
employees 

Robert McBride 1.0  01 Jan 21 126 blue-collar staff 

Construction 
Aggregate Industries 1.5  01 Jan 21 1,600 employees 
Balfour Beatty 1.5  01 Jan 21 13,000 employees 

Building & Allied 
Trades (JIC) 

1.5  21 Jun 21 50,000 construction 
workers 

Construction Industry 
Joint Council (CIJC) 

2.5  28 Jun 21 500,000 
construction workers 

Electrical Contracting 
JIB (England, Wales, 
Northern Ireland) 

0.0 pay freeze 04 Jan 21 50,000 manual 
workers 

Galliford Try 2.0  01 Apr 21 2,500 employees 

Tarmac Trading 2.75  01 Jan 21 7,000 employees 
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 Organisation % rise Comments Effective 
date 

Employees covered 

Electronics 
Beko 2.13  01 Feb 21 320 employees 

Dewhurst UK 2.2  01 Oct 21 76 employees 
Dyson 3.0  01 Apr 21 3,350 employees 

Siemens  0.0 pay freeze 01 Jan 21 6,000 employees 
Energy & water 
Bristol Water 1.75  01 Apr 21 565 employees 

National Grid 2.3  01 Jul 21 4,500 employees 
National Nuclear 
Laboratory 

2.5  01 Apr 21 940 employees 

Ovo Energy 1.9  01 Jul 21 2,000 employees 
Thames Water 2.25  01 Jul 21 6,800 negotiated 

employees 
United Utilities 2.0  01 Apr 21 4,800 negotiated 

group 
Urenco 1.4  01 Jan 21 300 employees 

West Burton Power 2.0  01 Apr 21 50 employees 

Western Power 
Distribution 2.55 2nd year of 2-year 

deal 01 Apr 21 6,500 employees 

General manufacturing 
Alstom Group 3.0  01 Apr 21 2,150 employees 
BSW Timber 0.0 pay freeze 01 Jan 21 1,100 employees 

International Paint 1.5  01 Apr 21 400 employees 

Norbar Torque Tools 0.8  01 Apr 21 310 employees 
Polypipe 2.2  01 Apr 21 3,000 employees 

Glass, pottery & ceramics 

Encirc 1.1 1st year of 2-year 
deal 01 Jan 21 1,340 employees 

Food, drink & tobacco 
2 Sisters Food Group 2.0  01 Apr 21 14,065 hourly-paid 

staff 
AG Barr Soft Drinks 2.5  01 Apr 21 900 employees 

Britvic Soft Drinks 2.5  01 Jan 21 2,000 employees 
British Sugar 3.5  01 Apr 21 500 negotiated 

staff 
Devro 1.5  01 Jan 21 170 employees 

Diageo 3.0 1st year of 3-year 
deal 01 July 21 3,000 employees 

Hovis (Belfast) 4.0 1st year of 2-year 
deal 

01 Jan 21 200 employees 

Mars UK 2.4  01 Mar 21 3,500 employees 

Mondelez 1.4 3rd year of 3-year 
deal 01 Mar 21 1,300 Cadbury 

employees 
Pladis Global 2.0 3rd year of 3-year 

deal 
01 Apr 21 410 employees 

R Twining and Co 3.0  01 Jan 21 400 employees 
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 Organisation % rise Comments Effective 
date 

Employees covered 

Vehicles & components 
BMW Group Plant 
(Oxford) 2.75 3rd year of 3-year 

deal 01 Jan 21 4,500 MINI 
workers 

Cummins UK 3.5 1st year of 4-year 
deal 

01 Jul 21 870 negotiated 
employees 

Ford Motor Company 5.1 1st year of 2-year 
deal 24 Nov 21 9,000 hourly-paid 

workers 
Hitachi Automotive 
Systems UK 

2.5 3rd year of 3-year 
deal 

01 Apr 21 100 employees 

Jaguar Land Rover 2.0 1st year of two-
year deal 

01 Sep 21 16,000 hourly-paid 
employees 

Lotus Cars 0.0 pay freeze 01 Jan 21 1,473 employees 

Mahle Engine 
Systems 

2.8 2nd year of 2-year 
deal 

01 Jan 21 185 employees 

Nissan Motor 
Manufacturing 

2.0 6-month award 01 Jul 21 6,700 employees 

Vauxhall Motors 3.5  01 Jan 21 2,600 employees 

 

1.3 Long-term deals 

A third of all engineering pay awards monitored during 2021 were part of long-term deals, 

ranging in duration from 18 months to four years. This is a drop in proportion since our last 

study in 2019 when two-fifths of awards were long-term, but an increase since 2020 when 

30% of outcomes in engineering were part of long-term agreements.  

 

The incidence of long-term deals has also fallen across the wider manufacturing sector 

from 36% of increases in 2019 to 26% of increases in 2021with the number of employees 

covered by such deals rising from around 615,000 in 2019 to less than 97,000 in 2021. 

Long-term pay deals account for 15% of all deals across the economy in 2021, compared 

to 21% in 2020 and around a quarter in 2019. Long-term pay deals tend to be higher in 

incidence when there is less economic uncertainty, and this may be a likely influence on 

the lower proportion in 2021 as employers hesitate to secure future decisions on pay. 
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Table 5 Proportion of long-term pay deals, 2021 vs 2020 

 Whole economy Private sector Manufacturing 
& primary 

Engineering 

 Count % Count % Count % Count % 
2021 407 15% 332 17% 148 26% 46 33% 

2020 519 21% 374 24% 170 35% 54 30% 

2019 429 24% 336 26% 142 36% 50 40% 

 

The most common length for long-term deals across the engineering sector is 24 months, 

with three-fifths of rises recorded in 2021 taking place under deals of this duration. A fifth 

of deals were 48 months in length, while around one in ten deals covered a 36-month 

period. In comparison, just under half (49%) of the long-term pay deals across the wider 

manufacturing sector are for 24 months and around two-fifths (38%) are part of a 36-

month deal. 

 

Figure 5 Duration of long-term pay deals 
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Around one in ten long-term pay deals in engineering during 2021 are directly linked to 

inflation, with organisations mainly using the Retail Price Index (RPI) as a measure. The 

indexing methodology used by companies varies. Some organisations agree to increase pay 

on the basis of the RPI value for a particular month. For example, Pullman Rail used the 

preceding February RPI for the second year of its two-year pay deal that ended in 2021. 

The RPI figure was announced in March 2021, ahead of the April pay anniversary. Other 

increases are based on an average RPI figure over a three- or 12-month period.  

 

Elsewhere, the three-year pay deal negotiated with employees at BMW Group used a 

combination of approaches across the period of the deal for MINI workers. A set rise was 

agreed for the first year, followed in the second and third years by a proposed increase of 

2.75% unless the preceding November RPI was higher. A bonus of 0.5% was also paid in 

each year of the deal.  

 

Across the wider manufacturing sector, around a third of companies use inflation as a 

measure in setting their long-term pay deal increases, with RPI more commonly used than 

CPI (and CPIH the least commonly used). As in engineering, the methods employed also 

vary. For example, food and drink manufacturer Diageo will use the average RPI in the year 

to April 2022 and 2023 for the second and third years of its pay deal with each increase 

capped at 3.5%.  

 

A small number of employers in the sector have used a combination of inflation measures 

on a formal basis; for example, making reference to both RPI and CPIH for a particular 

month. We have observed a growing use of multiple measures, as well as an increase in the 

use of CPIH as a measure, across the economy. Our survey of employers’ pay intentions for 

2022 found a significant increase in usage of the CPIH – up from 28% since 2020. 

Participants told us how many inflation indicators they refer to in pay setting and over half 

(51%) use all three measures, 21% refer to two measures and the remaining 28% of 

participants reference a single measure of inflation. Using a combination of measures is 

most likely on an informal basis, rather than an explicit reference. 
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The significant effect of the pandemic on economic activity has meant that in some cases, 

changes to the effective dates for pay increases within long-term deals have occurred. 

Thousands of manual workers under the Plumbing JIB for Scotland and Northern Ireland 

were affected when the second year of a two-year deal was changed and split across two 

years. The original deal was for two years starting in 2019 but it was amended in July 2020 

to spread the increase of 3% (due in the second year of the deal) across 2020 (1% from 

July 2020) and 2021 (2% from July 2021). Elsewhere the Thermal Insulation Contracting 

NJC deferred the implementation of a pay increase for the final year in a three-year deal for 

engineers and heating and ventilation workers from January 2021 to September this year. 

 

Table 6 Long-term pay deals 

  
Organisation 

% 
rise 

 
Comments 

Effective 
date 

Employees 
covered 

BMW Group Plant 
(Oxford) 2.75 3rd year of 3-year deal 01 Jan 21 4,500 MINI 

workers 

Diageo 3.0 1st year of 3-year deal 01 July 21 3,000 
employees 

Encirc 1.1 1st year of 2-year deal 01 Jan 21 1,340 
employees 

Ford Motor 
Company 5.1 1st year of 2-year deal 24 Nov 21 

9,000 
hourly-paid 
workers 

Mondelez 1.4 3rd year of 3-year deal 01 Mar 21 
1,300 
Cadbury 
employees 

Western Power 
Distribution 2.55 2nd year of 2-year deal 01 Apr 21 6,500 

employees 
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1.4 Basic pay growth  

Analysis of median basic salaries in 2021 shows that basic pay has grown at a faster rate 

for engineers than it has for manual operatives since our last report in 2019. Overall basic 

pay for all levels of engineer grew by around 10%. Pay growth for manual workers has been 

relatively subdued in comparison, apart from the senior operating grade which shows pay 

growth of around 10%.  

 

Pay for engineering managers has grown more significantly when compared to team 

leaders and shift manager. However, some of the variation will be due to changes in the 

sample, particularly for Shift manager/duty manager where the latest analysis contained 

narrower salary ranges and fewer salaries for employers based in London and the South 

East compared to the sample used in 2019.   

 

Table 7 Basic pay growth for engineering roles 

Job title  Median 
2019  

Median 
2021 £ change % change 

Operator £20,570 £21,373 £803 3.9 

Senior operator £28,526 £31,492 £2,966 10.4 

Technician £30,885 £31,213 £328 1.1 

Technician lead/team leader £36,148 £34,137 -£2,011 -5.6 

Shift manager/duty manager £40,200 £34,309 -£5,891 -14.7 

Junior engineer £30,950 £34,300 £3,350 10.8 

Engineer (qualified) £38,335 £43,200 £4,865 12.7 

Senior engineer £45,824 £50,331 £4,507 9.9 

Engineering manager £62,000 £62,096 £96 0.2 

Engineering function head £70,700 £76,700 £6,000 8.5 

Engineering director £106,968 £110,000 £3,032 2.8 
 

Some organisations in the sector froze pay for more senior staff as a result of the pandemic 

and we have observed the impact of this across the economy with large increases for lower-

paid staff versus little or no movement for more senior roles. At the same time, the 

generalised economic uncertainty resulting from both the pandemic and Brexit may be a 

factor in the slower pay growth for manual staff. 
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1.5 Inflation forecasts 

Estimates of the cost of living are likely to remain elevated until at least the middle of next 

year, according to our panel of City economists1. Significant easing is improbable until 

autumn 2022, when electricity and gas prices are expected to fall, in contrast to sharp rises 

recently. After this, most of our panel think that inflation will reduce further in 2023, an 

indication that the majority are of the view that the current high levels of inflation are likely 

to be a comparatively transitory phenomenon.  

 

There are one or two dissenting voices, however. These argue that while the main upward 

pressures on inflation are bottlenecks in supply chains for raw materials along with higher 

energy and oil prices, which have caused producer input prices to rise at the fastest rate in 

13 years, thereby raising manufacturers’ costs significantly and affecting household 

spending plans, heightened inflation expectations generally and wage demands specifically 

could add to price pressures. 

 

Most of our panel disagree with this assessment, however. One highlights how some price 

rises, for example for furniture, have been more or less seasonal, and that it is mainly the 

‘belated transmission of the energy price shock’ into domestic UK inflation that will keep 

estimates high in the short term. Further ahead, projections in prices for oil and gas indicate 

that Ofgem is likely to reduce its tariff cap in autumn 2022, and also in April 2023. This 

should encourage an additional diminution in price pressures at those points.  

 

In addition, supply chain problems are likely to ease eventually, as the coronavirus 

pandemic abates and economies recover from the damage caused, and this should have an 

effect on producer input prices and therefore manufacturers’ costs. A further potential 

downward pressure could come from the fact that sterling recently reached its highest 

point against the euro since February 2020, before the UK government introduced 

measures to deal with the pandemic. This is likely to make imports cheaper but its effect 

has yet to feed through into prices. 

 
1 Forecasts collected in late November 2021 before the Omicron surge. This may have prolonged supply 
chain issues that are the main factor in inflation, which could remain higher for longer, before eventually 
coming down if/when supply chain issues ease 
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In the short term though, inflation is likely to be maintained by price rises for items such as 

motor fuel. One or two analysts point to the possibility of clothing price rises as well. Into 

2022, key drivers of inflation will be the expected increase in Ofgem’s price cap in April, the 

further restoration of VAT on hospitality prices and the increase in employers’ National 

Insurance contributions, in addition to a likely continued rise in ‘core goods’ inflation from 

supply chain issues. ‘Core goods’ exclude volatile items such as energy and food, though at 

least one of our panel believes there is scope for rises in prices for the latter too.  

 

For those with responsibility for pay decisions therefore, the near-term outlook for inflation 

presents upward pressure, but the longer-term prospect is that these concerns should 

subside, in line with the proposition that current price rises are ‘transitory’.  

 

Perhaps the only caveat to make to this is that because they are mainly focussed on the 

near-term, none of the forecasts are concerned with the impact of climate change, or the 

possibility that either the current pandemic will worsen or that new ones will arise. Some 

economists have argued that as a result of these developments, ‘the era of cheap stuff is 

over’, as one puts it. They might be right, though their view underplays the role that 

technological innovation as well as wider economic restructuring can play – something that 

has already been witnessed with the rise of global companies like Amazon and their 

capacity for reducing supply chain costs (though this is perhaps not unlimited).  
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Figure 6 IDR average rounded inflation forecasts at 2 December 20212 

  

 
2 The forecast figures for each month are an average of predictions from each of Citi Bank; Capital Economics; 
Centre for Economics and Business Research; Deutsche Bank; JP Morgan; Heteronomics; Lloyds Banking Group; 
Pantheon Macroeconomics. 
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2. Basic pay 
Our analysis of current salary levels covers a range of different jobs across manual and 

white-collar engineering functions, from entry level roles to team leaders and senior 

managers. Since job content varies considerably from one organisation to the next, as do 

job titles, all information was captured using role descriptions with relevant job examples 

to help organisations identify suitable matches within their organisations. 

 

The tables provided show the lower quartile, median, upper quartile and average salaries 

of the midpoint/market rates for engineering jobs in our database, which includes salary 

data collected by the survey. The tables show both the company and salary count. These 

refer to the number of organisations providing data and the number of midpoint salaries 

used to calculate the market summary figures. The data is shown by job level and region. 

 

Where employers provided details of salary ranges, the calculated midpoint of the range 

has been used for the market calculations. Where employers provided spot rates rather 

than a range, the spot rates have been used for the analysis. Where hourly or weekly rates 

were provided, we converted these to annual salaries for analysis purposes. IDR does not 

collect individual employee data in our pay and conditions surveys, though we do collect 

data in this way from some employers as part of our pay club services and to support the 

IDR Pay Benchmarker service. In these cases the data is aggregated to produce the median 

salary of all job holders for a matched role.  
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Survey job title Role descriptor 

Operator Carries out routine tasks 

Senior operator Sets up and operates equip. and deals with simple 
maintenance tasks 

Technician 
Plans & performs maintenance programme, responds to 
incidents, diagnoses a range of problems. Responsible for 
own work 

Technician lead/team leader 

Includes senior/lead technicians and team leaders. Min. 
HNC, able to read complex drawings and resolve less 
straightforward problems. Ensures accurate records are 
maintained. May include supervision of 
colleagues/contractors. Monitors performance and 
development, can certify work of others as required; also 
undertakes on-the-job tasks 

Shift manager/duty manager 

Responsible for the day-to-day management of a shift, 
ensuring co-ordination of equipment, material and 
personnel. Ensures specifications are adhered to, and all 
documentation covering procedures, records and logs are 
correct between shift handovers.  

Craft engineer carries out a range of straightforward tasks requiring 
diagnosis 

Junior engineer Recent graduate, typically in induction programme 

Engineer (qualified) 
Provides advice and support on engineering application 
and solutions to problems. Ensures specifications are met; 
receives and defines customer requirements 

Senior engineer 
Wide experience in planning, procurement and 
compliance. Able to oversee all aspects of a particular 
project/activity, and is able to work autonomously 

Engineering manager 
Overall responsibility for a specialist dept. Achievement of 
targets and budgets; plans staffing and workload to ensure 
work is completed on time 

Engineering function head 

Leads multi-disciplinary teams across depts. to deliver 
products/services, improve performance and reduce costs. 
Has full authority to resolve tactical and operational issues; 
delivers annual plan targets and develops longer-term 
plans 

Engineering director 

Develops and implements engineering strategy and policy; 
contributes to the strategic management of the company. 
Ensures customer and regulatory standards in design, 
production, and/or maintenance are set and achieved, 
through cost effective/efficient use of resources. Has a 
high level of technical authority 
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Table 8 Summary statistics on basic pay 2021 

Job title Lower 
quartile Median Upper 

quartile Average 

Operator £20,476 £21,373 £25,691 £22,007 

Senior operator £25,797 £31,492 £35,495 £30,685 

Technician £27,680 £31,213 £34,400 £31,649 

Technician lead/team leader £30,057 £34,137 £41,208 £36,444 

Shift manager/duty manager £32,000 £34,309 £45,000 £39,525 

Craft engineer £28,066 £30,970 £34,181 £31,322 

Junior engineer £29,963 £34,300 £45,312 £37,309 

Engineer (qualified) £38,593 £43,200 £50,586 £44,076 

Senior engineer £44,111 £50,331 £56,084 £50,897 

Engineering manager £52,900 £62,096 £67,826 £60,821 

Engineering function head £69,000 £76,700 £80,000 £75,296 

Engineering director £72,582 £110,000 £165,000 £116,178 
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2.1. Operators 

Operator – Level 2 

Job 
level 

Salary 
count 

Company 
count 

Lower 
quartile 

Median Upper 
quartile 

Average 

Level 2 11 9 £20,476 £21,373 £25,691 £22,007 
 

Operator – Level 2 – by region 

 Salary 
count 

Company 
count 

Median Average 

London 3 3 - £21,799 

South East excl. LCB 6 6 - £21,955 

East of England 2 2 - £21,799 

South West 4 4 £21,430 £21,280 

West Midlands 3 3 - £21,440 

East Midlands 5 5 - £21,435 

Yorkshire and the Humber 5 5 - £21,418 

North West 6 6 £20,387 £20,412 

North East 4 4 £18,583 £20,051 

Wales 5 5 £19,762 £20,200 

Scotland 3 3 - £20,419 

N Ireland 2 2 £20,745 £20,484 
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Operator – Level 3 

Job 
level 

Salary 
count 

Company 
count 

Lower 
quartile 

Median Upper 
quartile 

Average 

Level 3 16 14 £24,558 £27,695 £39,909 £27,410 
 

Operator – Level 3 – by region 

 Salary 
count 

Company 
count 

Median Average 

London 3 3 - £25,193 

South East excl. LCB 6 6 £27,234 £27,308 

East of England 3 3 - £24,850 

South West 5 5 £27,298 £25,908 

West Midlands 6 6 £26,126 £26,693 

East Midlands 5 5 £27,695 £27,147 

Yorkshire and the Humber 2 2 - £24,995 

North West 6 6 £23,418 £24,896 

North East 5 5 £28,016 £26,204 

Wales 5 5 £24,504 £24,893 

Scotland 4 4 - £25,462 

N Ireland 2 2 - £24,995 
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Senior operator – Level 4 

Job 
level 

Salary 
count 

Company 
count 

Lower 
quartile 

Median Upper 
quartile 

Average 

Level 4 20 18 £25,797 £31,492 £35,495 £30,685 
 

Senior Operator – Level 4 – by region 

 Salary 
count 

Company 
count 

Median Average 

London 3 3 - £27,717 

South East excl. LCB 9 9 £25,797 £29,090 

East of England 2 2 - £28,782 

South West 7 7 £26,743 £29,187 

West Midlands 5 5 £31,492 £30,355 

East Midlands 5 5 £31,492 £30,355 

Yorkshire and the Humber 4 4 - £28,974 

North West 7 7 £26,743 £28,467 

North East 3 3 - £27,787 

Wales 5 5 £31,492 £29,287 

Scotland 7 6 £25,805 £28,422 

N Ireland 2 2 - £28,782 
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2.2. Technicians 

Technician – Level 4 

Job 
level 

Salary 
count 

Company 
count 

Lower 
quartile 

Median Upper 
quartile 

Average 

Level 4 39 38 £27,680 £31,213 £34,400 £31,649 

 

Technician – Level 4 – by region 

 Salary 
count 

Company 
count 

Median Average 

London 9 9 £32,878 £31,072 

South East excl. LCB 12 12 £31,146 £31,689 

East of England 6 6 £31,484 £31,141 

South West 9 9 £27,680 £27,977 

West Midlands 8 8 £30,884 £32,549 

East Midlands 7 7 £27,680 £29,743 

Yorkshire and the Humber 7 6 £28,319 £30,183 

North West 7 7 £31,213 £31,485 

North East 8 8 £32,710 £33,213 

Wales 5 5 £27,680 £28,643 

Scotland 3 3 - £27,927 

N Ireland 3 3 - £30,181 
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Technician – Level 5 

Job 
level 

Salary 
count 

Company 
count 

Lower 
quartile 

Median Upper 
quartile 

Average 

Level 5 11 10 £36,184 £38,361 £38,361 £36,219 

 

Technician – Level 5 – by region 

 Salary count Company count Average 

London 3 2 £38,469 

South East excl. LCB 3 3 £32,248 

East of England 2 2 £31,000 

South West 4 4 £34,896 

West Midlands 2 2 £38,834 

East Midlands 3 3 £34,645 

Yorkshire and the Humber 1 1 £38,631 

North West 3 3 £35,265 

North East 1 1 £38,631 

Wales 4 4 £36,271 

Scotland 2 2 £38,588 

N Ireland 0 0 - 
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Technician Lead/Team Leader – Level 5 

Job 
level 

Salary 
count 

Company 
count 

Lower 
quartile 

Median Upper 
quartile 

Average 

Level 5 22 18 £30,057 £34,137 £41,208 £36,444 

Technician Lead/Team Leader – Level 5 – by region 

Salary 
count 

Company 
count 

Median Average 

London 4 4 - £31,578 

South East excl. LCB 8 8 £32,106 £34,688 

East of England 4 4 - £29,218 

South West 9 7 £30,000 £31,146 

West Midlands 6 5 £33,162 £37,624 

East Midlands 6 5 £31,652 £36,815 

Yorkshire and the Humber 4 3 - £28,452 

North West 9 7 £34,334 £36,255 

North East 6 6 £37,594 £37,420 

Wales 4 4 - £32,557 

Scotland 3 3 - £30,166 

N Ireland 2 2 - £28,180 
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Shift manager/duty manager – Level 6 

Job 
level 

Salary 
count 

Company 
count 

Lower 
quartile 

Median Upper 
quartile 

Average 

Level 6 26 25 £32,000 £34,309 £45,000 £39,525 

 

Shift manager/duty manager – Level 6 – by region 

 Salary 
count 

Company 
count 

Median Average 

London 7 7 £35,742 £36,443 

South East excl. LCB 14 13 £35,092 £37,405 

East of England 8 7 £34,309 £36,861 

South West 13 12 £37,500 £40,910 

West Midlands 10 9 £37,158 £42,503 

East Midlands 9 8 £36,816 £42,682 

Yorkshire and the Humber 8 7 £34,309 £35,339 

North West 11 10 £36,816 £40,199 

North East 10 9 £35,562 £38,074 

Wales 5 5 £37,500 £42,713 

Scotland 5 5 £37,500 £41,977 

N Ireland 1 1 - £37,500 
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2.3. Engineers 

Craft Engineer – Level 4 

Job 
level 

Salary 
count 

Company 
count 

Lower 
quartile 

Median Upper 
quartile 

Average 

Level 4 44 28 £28,066 £30,970 £34,181 £31,322 
 

Craft Engineer – Level 4 – by region 

 Salary 
count 

Company 
count 

Median Average 

London 10 7 £30,012 £30,369 

South East excl. LCB 9 8 £30,970 £30,955 

East of England 6 5 £31,236 £30,545 

South West 11 11 £27,026 £28,782 

West Midlands 8 8 £32,618 £32,499 

East Midlands 9 8 £30,970 £31,229 

Yorkshire and the Humber 6 6 £28,104 £29,588 

North West 12 9 £32,692 £32,495 

North East 6 6 £30,814 £29,462 

Wales 4 4 - £30,075 

Scotland 5 5 £30,310 £28,992 

N Ireland 3 3 - £25,309 
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Junior engineer – Level 5 

Job 
level 

Salary 
count 

Company 
count 

Lower 
quartile 

Median Upper 
quartile 

Average 

Level 5 22 16 £29,963 £34,300 £45,312 £37,309 

 

Junior engineer – Level 5 – by region 

 Salary 
count 

Company 
count 

Median Average 

London 7 5 £30,698 £35,161 

South East excl. LCB 7 6 £30,698 £30,698 

East of England 4 3 - - 

South West 14 9 £34,600 £34,600 

West Midlands 6 5 £31,429 £31,429 

East Midlands 6 5 £31,429 £31,429 

Yorkshire and the Humber 4 3 - - 

North West 10 6 £33,029 £33,029 

North East 4 3 - - 

Wales 6 5 £32,179 £32,179 

Scotland 5 4 £32,858 £32,858 

N Ireland 2 1 - - 
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Engineer (qualified) – Level 6 

Job 
level 

Salary 
count 

Company 
count 

Lower 
quartile 

Median Upper 
quartile 

Average 

Level 6 27 21 £38,593 £43,200 £50,586 £44,076 

Engineer (qualified) – Level 6 – by region 

Salary 
count 

Company 
count 

Median Average 

London 7 6 £38,924 £40,426 

South East excl. LCB 11 10 £38,924 £40,063 

East of England 6 5 £38,758 £38,711 

South West 11 7 £42,765 £41,747 

West Midlands 8 7 £42,690 £42,588 

East Midlands 7 6 £42,765 £42,585 

Yorkshire and the Humber 4 3 - £40,628 

North West 12 8 £42,982 £42,735 

North East 8 7 £43,882 £42,706 

Wales 7 6 £42,765 £41,150 

Scotland 8 6 £39,712 £39,235 

N Ireland 3 2 - £35,821 
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Senior engineer – Level 7 

Job 
level 

Salary 
count 

Company 
count 

Lower 
quartile 

Median Upper 
quartile 

Average 

Level 7 35 28 £44,111 £50,331 £56,084 £50,897 

Senior engineer – Level 7 – by region 

Salary 
count 

Company 
count 

Median Average 

London 10 8 £47,206 £48,218 

South East excl. LCB 12 10 £44,870 £47,453 

East of England 6 4 £51,100 £49,820 

South West 16 10 £50,675 £49,546 

West Midlands 9 7 £51,650 £51,209 

East Midlands 9 7 £51,650 £51,209 

Yorkshire and the Humber 8 6 £51,100 £49,423 

North West 14 9 £51,498 £50,123 

North East 11 9 £51,650 £51,852 

Wales 8 6 £51,100 £51,116 

Scotland 9 6 £50,550 £49,582 

N Ireland 4 3 - £48,003 
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2.4. Engineering managers 

Engineering manager – Level 8 

Job 
level 

Salary 
count 

Company 
count 

Lower 
quartile 

Median Upper 
quartile 

Average 

Level 8 32 25 £52,900 £62,096 £67,826 £60,821 

Engineering function head – Level 9 

Job 
level 

Salary 
count 

Company 
count 

Lower 
quartile 

Median Upper 
quartile 

Average 

Level 9 26 21 £69,000 £76,700 £80,000 £75,296 

Engineering director – Level 10 

Job 
level 

Salary 
count 

Company 
count 

Lower 
quartile 

Median Upper 
quartile 

Average 

Level 
10 

13 13 £72,582 £110,000 £165,000 £116,178 
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3. Conditions of employment

3.1. Contracted hours 

Manual and engineering employees typically work 37.5 hours per week. Several employers 

in the study made use of the Government’s furlough scheme but only one has introduced 

changes to working time for some employees. However, several participants have 

introduced flexible home-working options this year for some staff groups.  

Table 9 Working hours 

Manual staff Engineering staff 

Lower quartile 37 37 

Median 37.5 37.5 

Average 38 38 

Upper quartile 39 39 

Count 21 24 

3.2. Overtime rates 

Overtime rates for manual workers are typically worth time and a half, Monday to Saturday, 

and time and two-thirds on Sundays. Six respondents offer higher overtime rates on 

Saturdays relative to midweek, but this has no impact on the median and upper quartile. At 

around half (48%) of respondents that provided this information, overtime rates are higher 

on Sundays than during the rest of the week, while four firms pay the same, higher, overtime 

rate on both Saturdays and Sundays. Two respondents pay plain time for overtime hours 

(applicable to some staff groups) and only one other participant cited that they paid a 

specific sum per hour for overtime and this was higher at weekends. 

At a few companies, overtime rates depend on factors other than the day of the week. For 

example, one company said that, for manual staff and professional engineers alike, 

overtime rates were higher if worked on a regular day off (double time compared with time 

and a half for overtime worked on a normal working day), while British Airways and Western 

Power Distribution offer additional premiums for overtime hours worked during set 

windows of unsocial hours. Another participant pays higher overtime rates after midnight 

(again, double time compared with time and a half). A further two respondents pay either 
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time and a half or double time for overtime worked on a bank holiday.  Another factor that 

can affect the rate of overtime is the employee group. Food manufacturer 2 Sisters Food 

Group pay a higher overtime premium to hourly-paid staff when compared to more senior 

workers and National Grid vary the overtime premium depending on the skill type of the 

role. 

Overtime premiums are slightly less common for engineers and, where paid, are sometimes 

restricted to employees below manager or senior engineer level. Premiums are broadly in 

line with those for manual staff.  

Table 10 Overtime rates for manual workers 

Monday - Friday Saturdays Sundays 

Minimum 1.0 1.0 1.0 

Lower quartile 1.3 1.3 1.3 

Median 1.5 1.5 1.6 

Upper quartile 1.5 1.5 2.0 

Maximum 1.5 1.6 3.0 

Average 1.4 1.5 1.7 

Count 20 21 21 

Table 11 Overtime rates for engineers 

Monday - Friday Saturdays Sundays 

Minimum 1.0 1.0 1.0 

Lower quartile 1.3 1.3 1.3 

Median 1.5 1.5 1.6 

Upper quartile 1.5 1.5 2.0 

Maximum 1.5 2.0 2.0 

Average 1.3 1.5 1.6 

Count 16 16 16 
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3.3.  Shift premiums 

The respondents to our survey operate a range of different shift patterns for manual staff. 

Many of these facilitate continuous, round-the-clock operation, helping firms meet demand 

and make full use of comparatively expensive equipment. Continuous shift patterns 

generally comprise three eight-hour shifts (mornings, afternoons and nights) or two 12-

hour shifts (days and nights). While most continuous shift patterns reported by our 

respondents entail manual staff working some combination of both days and nights, shift 

workers at some companies work permanent 12-hour days or nights.  

Most employers express premiums in terms of a percentage of salary, ranging from 18.0% 

at the median for manual employees working double-day/two-shift patterns (comprising 

two consecutive shifts in the same location – typically early and late) to almost double this 

amount (34.2% at the median) for continuous day/night shift patterns. However, two of the 

latter express shift premiums in terms of fixed monetary amounts rather than as a 

percentage and these are worth £3,771 and £6,850 respectively (the latter value 

represents the median of shift premiums at the company worth between £6,200 and 

£7,500) for manual staff. The maximum standalone shift premium on offer for this pattern 

is 38% but manual staff at one company receive a total supplement of 42%, comprising a 

35% shift payment and a further 7% ‘flexibility allowance’. 

Two respondents offer a permanent day-shift option for manual workers, both of which 

again attract premiums worth a fixed monetary amount rather than a percentage of salary 

– £1,616 and £4,400 respectively. Permanent night shifts are also relatively common for

manual workers and the premiums here, showing at 33% at the median, are nearly as high

as for patterns combining days and nights (34.2%). One company in the sample operates

permanent night shifts over five, six or seven days, with the associated premium rising

accordingly from 20.3% to 31.2% to reflect the relative increase in disruption for the

individual.

One firm operates permanent early and permanent late shifts for production and 

maintenance staff (earlies run from 5.30am to 1.30pm, Monday to Thursday and from 

5.30am to 12.30pm on Fridays, while staff on the late shift work 1.30pm to 9.30pm, 
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Monday to Thursday and 12.30pm to 7.30pm on Fridays). Both such patterns attract a 15% 

premium.  

Table 12 Shift premiums for manual staff 

Double 

days  

Three-

shift 

Perm 

days 

Perm 

nights 

Days/nights 

Minimum 12.0% 18.2% £3,008 21.8% 18.2% £3,771 

Median 18.0% 20.0% £3,008 33.3% 33.3% £5,311 

Maximum 24.0% 22.7% £3,008 38.0% 38.0% £6,850 

Average 18.1% 20.3% £3,008 32.3% 30.9% £5,311 

Count 5 3 2 5 5 2 

Shiftworking is somewhat less widespread among engineering staff and in many cases, is 

reserved for those below management level or for particular roles, such as maintenance 

engineers. In most cases in our sample, the median premia for engineering staff working 

shifts are higher than those for manual staff, with the exception of continuous days/nights, 

for which there is only one example (paying 33.3%, compared with the manual staff median 

of 34.2%). The sole example of a permanent day shift premium for engineers takes the form 

of a fixed allowance, worth £4,008, and the sole instance in our sample of a fixed premium 

for continuous days/nights was £6,438 

Table 13 Shift premiums for engineers 

Double days Three-shift Perm nights Days/nights 

Minimum 12.0% 18.2% 21.8% 18.2% 

Median 19.7% 25.0% 34.2% 25.8% 

Maximum 20.0% 26.5% 66.7% 33.3% 

Average 19.2% 23.2% 39.2% 25.8% 

Count 3 3 4 2 

Only two respondents have implemented recent changes to their shift arrangements, one 

of which was only temporary in light of the pandemic (the other, a manufacturer, has moved 

a production line from three shifts to two shifts). 
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3.4. Bonus/incentives 

Three-fifths of organisations operate a bonus scheme for their employees, with 10 of these 

having more than one type of scheme on offer due to the different levels of staff seniority 

or role. All employers in our sample pay bonuses annually, with one in the private services 

area paying monthly bonuses to certain staff grades. The majority of respondents reported 

bonus payments as a percentage of salary and within this sample, bonuses were worth 8% 

at the median in the latest bonus round. Among three respondents who provided this 

information in the form of a monetary amount, average latest payouts were worth £493. 

The median ‘on-target’ payout among our survey respondents is 12%, with a maximum 

payout of 20% at the median. 

Table 14 Typical percentage of bonus amount 

On target payment Maximum payment Actual last payment 

Median 12% 20% 8% 

Nearly three-fifths (59%) of schemes in our sample use corporate performance as a factor 

to determine bonuses, with around two-fifths (38%) of these using it as the only measure 

for performance. A third of the sample use both corporate and individual performance to 

determine bonuses. Six employers, such as Airbus and Heathrow Airport, vary the measure 

depending on the job type or level. Just four companies use individual employee 

performance as the only criterion for bonus payments. In addition to this, a small number 

of employers also measure department performance.  

No participants in our study reported making changes to the company bonus/incentive 

scheme in the last 12 months, however two organisations told us that changes to the 

approach were made for 2021 due to the impact of the pandemic as a result of reduced 

profits. 

3.5. Holiday entitlement 

Minimum basic holiday entitlement on entry is typically 33 days a year including bank 

holidays. Most participants provide additional service-related holidays, typically one day 

after five years’ service. However, two companies offer this additional day after one year of 
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service, while a few others do so when an employee has been at the organisation for two 

years.  

 

Table 15 Holiday entitlement, including bank holidays  

  Median Average 

On entry 33 33 

With five years of service 34 34 

 
3.6. Holiday pay 

The approach to calculating holiday pay varies for manual workers when compared to 

engineers. Two-fifths of employers in our study calculate holiday pay using basic salary plus 

shift payments for manual workers and around a fifth do so for engineers. The use of just 

basic pay is more common for engineers with 38% of participants using this method, 

compared to around one in ten who do so for manual workers. Larger proportions of 

employers calculate holiday pay for manual workers and engineers using average earnings 

– at 50% and 43% of firms respectively. A small number of participants use a combination 

of these approaches.   

 

Table 16 Basis for holiday pay calculation 

  Manual staff Engineering staff 

Basic hourly pay 10% 38% 

Basic plus shift 40% 19% 

Average earnings 50% 43% 

Other 5% 9% 

Count 21 22 

 

3.7. Pensions 

All the organisations in our sample who provided information about their pension currently 

operate a defined contribution scheme. Most (89%) employers pay a contribution rate 

above the minimum statutory pension contribution requirement of 3% for employers. The 

most common, minimum contribution rate across our sample is 6%, however over a fifth 

(22%) of organisations pay 8% or more. 
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Figure 7 Employer minimum pension contribution rates 

 
 

With most employers are contributing more than the statutory minimum pension amount 

required, employees are typically making contributions below the statutory minimum 

employee contribution of 5%. This occurs at over three-quarters of organisations in our 

sample. Employees at one organisation pay contributions of 6% or more.   
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Figure 8 Employee minimum pension contribution rates 

 

At the median, the minimum employer pension contribution is 6% and the minimum 

employee contribution is 3.5%. This total of 9.5% is some 1.5% higher than the combined 

minimum statutory rate of 8%.3 In two cases the minimum contribution rate made by 

employees is matched by the employer, while several other companies, such as Imerys and 

Nissan, double the contribution made by workers. 

 

Table 17 Defined contribution minimum pension rates  

 Employer Employee Total 

Statutory 3% 5% 8% 

Median of survey 6% 3.5% 9.5% 

 

 
3 The minimum statutory contribution pension rate effective 1 April 2019 is 3% for employers and 5% for 
employees  
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Most participants have a maximum contribution rate for pensions. At the median, the 

maximum contribution rate is 10% for employers and 6% for employees. Seven 

participants indicated that there is no limit on the employee contribution rate and a further 

two confirmed that employees can contribute up to 100%.  

 

Table 18 Defined contribution maximum pension rates  

 Employer Employee 

Lower quartile 8% 5% 

Median 10% 6% 

Average 10% 15% 

Upper quartile 12% 9% 

Count 29 21 

 

4. Recruitment and retention 
Nearly all participants in our study provided information on the state of recruitment and 

retention in their organisation.  The challenges in these areas have grown considerably since 

our last study in 2019. Over three-quarters (76%) of employers are currently experiencing 

challenges with recruitment and 64% are facing problems with retention – up from 44% and 

41% respectively in our last study. Overall, nearly two-thirds (63%) of participants are 

experiencing problems in both areas.  

 

The majority of participants feel that the state of their recruitment and retention problem is 

the same, or worse, than a year ago with just two participants stating that the situation is 

better. Just under a quarter stated that they had seen a decrease in the size of their 

workforce overall with some citing redundancy due to the pandemic as the main reason. 

However, two-fifths of participants have increased their headcount to cope with more 

demand for products and this may have elevated existing recruitment challenges. 

 

Several employers cited engineering roles as the most difficult to recruit and retain, with a 

general shortage of skilled engineers across the labour market. There is also enhanced 

competition from other industries where flexible working options are available. In order to 

address these concerns, a number of businesses are reviewing their approach to 
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recruitment in order to attract workers. For example, some are offering higher starting pay 

for their roles or specialist jobs while others currently have this approach under review. 

Some employers introduced sign-on payments or bonuses to attract new recruits in 2021. 

Increasing the budget for recruitment and adapting existing recruitment strategies were 

cited as strategies to tackle challenges, as well as one employer who told us that they have 

revised their apprenticeship programme.  

 

5. Skills shortages 
While recruitment and retention is a problem for nearly two-thirds of organisations overall 

nevertheless over half (54%) of participants told us that they have not experienced specific 

skill shortages in the past 12 months. For the employers who have experienced problems 

it is specific engineering skills, such as software, that are in shortest supply, followed by 

specific roles such as analysts. In order to overcome the challenges a few participants have 

given attention to their graduate and apprenticeship programmes, either to develop 

existing schemes or to increase the number of trainees. These changes are to increase 

recruitment or to offer schemes to existing employees to grow existing talent. Several 

employers in the study cited that they are reviewing pay and/or benefits, as well as trying 

to address progression.  

 

6. Prospects for the year ahead 
Over the coming year many organisations are planning changes or initiatives regarding pay, 

reward or working practices. Planning for 2022 pay awards and addressing pay for certain 

skills has begun with job evaluation and benchmarking cited as possible actions by a couple 

of participants. Changes to overtime and shift premiums is also a priority for one 

manufacturer, while another organisation is planning to review their current bonus scheme. 

Away from pay one organisation plan to review their company structure at a senior level 

and elsewhere, reviews of recruitment and retention are a priority for others.  
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Directory 

2 Sisters Food Group 
Sector Food, drink & tobacco 

Business activity Food manufacturer 

Region All regions 

Total employees 16,670 

Engineering employees 13,872 manual workers, 618 white-collar engineering staff 
 
 

Basic pay for manual workers 
Job title Minimum £ph Midpoint £ph Maximum £ph 

Operator £8.91 £9.76 £10.27 

Senior Operator £10.56 £11.78 £15.63 
 

Basic pay for professional engineers and managers 
Job title Minimum £pa Midpoint £pa Maximum £pa 

Junior Engineer £32,000 - £32,000 

Engineering (qualified) £41,280 £43,800 £46,320 

Senior Engineer £42,240 £45,570 £48,900 
 

Latest pay review 2% general increase for hourly-paid staff from April 2021 

Hours and holidays Holiday entitlement is 33 days a year including bank holidays 

Shift premiums 50p/h paid to manual workers during night shifts 
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Airbus 
Sector Engineering: Aerospace & defense 

Business activity Aircraft design & manufacture 

Region South West and Wales 

Total employees 6,610 

Engineering employees 2,968 manual workers, 1,545 white-collar engineering staff 
 

Basic pay for manual workers 
Job title Typical £pa 

Senior Operator £26,743 

Technician £31,213 

Senior Technician £34,334 
 
Basic pay for professional engineers and managers 

Job title Minimum £pa Maximum £pa 

Junior engineer £27,950 £48,300 

Engineer (qualified) £36,500 £55,900 

Senior Engineer £42,800 £69,000 

 

Latest pay review No uplift in 2020. Pay review for 2021 ongoing at time of 
research 

Hours and holidays Engineers are contracted to work a 35-hour week. Holiday 
entitlement starts at 32 days a year and rises to 35 days after 20 
years of service 

Shift premiums Engineers and manual workers receive a shift premium of 20% 
for working double days 
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Altro 
 

Sector Manufacturing 

Business activity Manufacturing of PVC safety flooring and walling 

Region East, South East, South West 

Total employees 358 

Engineering employees 102 manual workers, 7 white-collar engineering staff 
 

Basic pay for manual workers 
Job title Minimum £pa Maximum £pa 

Technician £18,673 £28,064 

Technician Team Leader £22,747 £30,000 

 
 

Basic pay for professional engineers and managers 
Job title Minimum £pa Maximum £pa 

Engineer (qualified) £26,000 £36,318 

 
 

Latest pay review No uplift in 2021 

Hours and holidays Employees are contracted to work a 39.5-hour week. Holiday 
entitlement starts at 25 days a year and rises to 27 days after 
five years of service 

Shift premiums A shift premium of 18% is paid to employees for working double 
days and 35% for working nights 
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Heathrow Airport 
Sector Transport: Air  

Business activity Airport 

Region London 

Total employees 5,000 
 

Basic pay for professional engineers and managers 
Job title Typical £pa 

Junior Engineer  £29,302 

Engineer (qualified) £46,000 

 

Latest pay review 2021 pay review deferred at time of research 

Hours and holidays Employees are contracted to work a 40-hour week. Holiday 
entitlement is 33 days a year  
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Dyson 
Sector Electrical goods 

Business activity Technology Project Development 

Region South West 

Total employees 4,000 

Engineering employees 1,000 white-collar engineering staff 
 

Basic pay for professional engineers and managers 
Job title Typical £pa 

Junior Engineer £36,000 

Engineer (qualified) £40,000 

Senior Engineer £46,000 - £49,000 
 

Latest pay review 3.5% increase for all staff in April 2021 

Hours and holidays Employees are contracted to work a 39-hour week. Holiday 
entitlement is 35 days a year, including bank holidays 
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Port of Tilbury 
Sector Ports & Shipping 

Business activity Transport, Logistics, Warehousing 

Region South East 

Total employees 630 

Engineering employees 380 manual workers and 65 white-collar engineering staff 
 

Basic pay for manual workers 
Job title Typical £pa 

Operator £34,000 

Senior Operator £43,407 

Technician £46,355 
 

Basic pay for professional engineers and managers 
Job title Maximum £pa 

Engineer (qualified) £45,990 

 

Latest pay review 2.2% general increase in Jan 2020 

Hours and holidays Employees are contracted to work between 35 and 40 hours a 
week. Holiday entitlement is 33 days a year 

Shift premiums A shift premium of 30% is paid to employees for working a 5-
over-7 shift pattern 
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H&R ChemPharm UK 
Sector Manufacturing 

Business activity Chemicals, pharmaceuticals & oil 

Region West Midlands 

Total employees 48 

Engineering employees 17 manual workers 

Basic pay for manual workers 
Job title Typical £ph 

Operator £12.01 

Technician £22.40 

Latest pay review 3% general increase for all staff in April 2021 

Hours and holidays Employees are contracted to work a 39-hour week. Holiday 
entitlement is 34 days a year 

Shift premiums A shift premium of 15% is paid to employees for working an 
early or late shift.  
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Imerys 
Sector Mining & quarrying 

Business activity Minerals extraction and processing 

Region South West, North West, Yorkshire & The Humber 

Total employees 950 

Engineering employees 95 engineering staff 
 

Basic pay for manual workers 
Job title Minimum £pa 

Technician £25,119 

Senior Technician £27,445 

Technician Team Leader £30,000 
 

Basic pay for professional engineers and managers 
Job title Minimum £pa 

Engineer (qualified) £30,000 

Senior Engineer £35,000 
 

Latest pay review 1% for all employees in during 2021 

Hours and holidays Employees are contracted to work a 37.5-hour week (days). 
Holiday entitlement is 33 days a year  
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National Grid 
Sector Energy & Water 

Business activity Energy Transmission 

Region UK exc. Northern Ireland 

Total employees 6,681 

Engineering employees 1,767 manual workers and 4,914 white-collar enginerring staff 
 

Basic pay for manual workers 
Job title Minimum £pa Maximum £pa 

Craft engineer  £30,583 £39,578 

Technician £34,565 £44,731 
 

Basic pay for professional engineers and managers 
Job title Minimum £pa Maximum £pa 

Junior Engineer £38,150 £52,200 

Engineer (qualified) £43,500 £59,350 

Senior Engineer £49,400 £67,500 
 

Latest pay review 2.3% increase from July 2021 

Hours and holidays Employees are contracted to work a 37-hour week 
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Nissan     
Sector Engineering: Vehicles and components 

Business activity Motor Manufacturer 

Region North East 

Total employees 6,148 

Engineering employees 5,825 manual workers and 863 white-collar engineering staff 
 

Basic pay for manual workers 
Job title Minimum £pa Maximum £pa 

Operator £23,019 £32,130 

Technician £27,349 £39,833 

Technician Team Leader £36,933 £45,166 
 

Basic pay for professional engineers and managers 
Job title Minimum £pa Maximum £pa 

Engineer (qualified) £39,917 £58,126 

Senior Engineer £50,808 £77,163 
 

Latest pay review 2% increase for all staff in July 2021 

Hours and holidays Employees are contracted to work a 39-hour week. Holiday 
entitlement starts at 34 days a year and rises to 38 days with 
service 

Shift premiums A shift premium of between 20% and 38% is paid to employees 
for working a night shift as part of their shift pattern 
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Port of Tyne   
Sector Ports & Shipping 

Business activity Trust Port 

Region North East 

Total employees 315 

Engineering employees 206 manual workers and 11 white-collar engineering staff 
 

Basic pay for manual workers 
Job title Typical £pa 

Technician  £39,898 

Senior Technician £43,060 
 

Basic pay for professional engineers and managers 
Job title Typical £pa 

Junior Engineer £23,524 

Senior Engineer £56,562 
 

Latest pay review Pay freeze in Jan 2020 

Hours and holidays Employees are contracted to work a 42-hour week. Holiday 
entitlement starts at 33 days a year and rises to 38 days with 
service 
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Thames Water    
Sector Energy & Water 

Business activity Water and Waste Utilities 

Region London, South East, South West 

Total employees 7,300 

Engineering employees 1,900 manual workers and 150 white-collar engineering staff 
 

Basic pay for manual workers 
Job title Minimum £pa Maximum £pa 

Operator £18,265 £26,565 

Senior Operator £20,874 £29,095 

Craft Engineer £22,614 £32,890 

Technician £20,874 £30,362 
 

Basic pay for professional engineers and managers 
Job title Minimum £pa Maximum £pa 

Engineer (qualified) £26,093    £50,600 

Senior Engineer £37,400 £54,395 
 

Latest pay review Collectively-bargained staff received a 2.25% increase effective 
July 2021 

Hours and holidays Manual workers are contracted to work a 38-hour week. Holiday 
entitlement starts at 32 days a year including bank holidays ad 
rises to 38 days with service 

Shift premiums A premium of 49.7% is paid to manual workers on 24 
hour/standby cover (1 in 5)  
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