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Pay equity initiatives in Canada have spanned over three decades. In 1987 Manitoba became the 
first province to institute pay equity legislation, and most other provinces followed soon after. 
Since then pay inequality has slowly gained some traction as a discussion point, but much more 
remains to be done on the topic of equal pay for equal value of work and breaking down pay 
biases that go into pay decisions for different classifications of employee. In recent years, the 
drive to equity has gained momentum. Earlier this year, for example, the federal government 
introduced a new act making pay equity measures mandatory for all federally regulated 
companies with more than 10 employees. And already, companies big and small are taking it 
upon themselves to further solidify the principles of pay equity within their operations.

............................. .. . .Why have these gaps proved so intractable? One important reason is the lack of equitable 
representation in high-paying jobs. That means achieving pay equity is not just a matter of ensuring that all individuals performing 
the same job are paid equally. Action is also needed to break down the various “glass ceilings” that stop women and BIPOC 
Canadians from being fairly represented across the full range of jobs. The obvious question is how do you enact the changes 
required to promote pay equity? Experience shows that employers must take a deep dive into their own pay and hiring practices 
using a formal process known as the pay equity audit (PEA).

PEAs involve a two-step approach. An organization undertaking one must first conduct a wide-ranging survey of pay for all 
employees, with careful account taken of gender, race and other important demographic features. Second, benchmarks with year 
over year progress milestones must be devised in order to reduce—and with time hopefully eradicate—the inequities revealed 
through the survey. Both steps require substantial forethought. PEAs that are carried out without proper planning make the goal of 
pay equity all that much harder to reach. And most organizations are still searching for a perfect template. 
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Government of Canada, “Evolution of pay equity,” 

In an ideal future, all employers will have robust tracking methods for 
diversity and equity in the way they manage their human resources. In such 
a perfect world, organizations will all participate in externally 
administered surveys that highlight not just salary differences for various 
jobs but also the clustering of particular demographic groups in certain 
types of occupations. This will be tough to administer, but like all things, 
this ideal template will eventually be streamlined.

There are important lessons to be learned by governments as well. Serious 
attention needs to be paid to having consistent legislation across 
provinces, provinces, based on a national framework that provides guidelines for all organizations in the country. Given how much time each of 
us spends at our job, creating more equitable workplaces will impact every Canadian in a positive and empowering way.

There are other considerations to be kept in mind. Pay equity should be a lens through which employers make every decision related 
to promotions, merit increases and ongoing salary raises. This includes non-traditional elements of compensation normally not 
found
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found in pay equity audits, such as how to manage employee recognition, ad hoc awards and project completion bonuses. Although 
such decisions may have an element of subjectivity, this is a topic that individuals who are passionate about pay equity and pay 
fairness are always thinking about. 

Overall, it needs to be stressed that the benefits of PEAs are considerable. For employers, recruitment and retention will be easier if 
one's employees are convinced that pay equity is a real concern of their employer. An engaged workforce also translates into more 
effective operations and greater customer satisfaction, and enhanced trust with all stakeholders. Last, and certainly not least, pay 
equity is a prominent part of any organization's drive to embody the ethical values of transparency and inclusivity.

01 DATA IS PARAMOUNT

Having a robust and data-centric Human Capital Management or Human Resource Information System allows organizations to 
track demographics, diversity data and management information. The other side of this is having meaningful engagement 
sessions with employees who need to consent and supply their diversity data. These sessions should be aimed at helping 
employees understand the benefits of sharing their data, if they feel comfortable in doing so, and the benefits, including 
understanding the pay equity philosophy that an organization is trying to embody. The other aim of these engagement sessions 
is to create confidence in confidentiality and trust in how data will be used, by whom and where it will be stored.

02 SUPPORT MANAGERS

Develop training programs for 
managers aimed at confronting 
themes such as unconscious bias and 
other similar topics. This helps 
increase awareness and provides 
managers with support and solutions 
that take into account the impact of 
their remuneration decisions using 
the principles of holistic pay equity.

05 PROVIDE PROGRESS UPDATES 
Once an organization has developed a solid pay equity plan, it's important to tell the story of how it is progressing, the journey 
taken and where the organization aspires to be. This includes highlighting the aspects of pay equity that go above and beyond 
base salary and taking a forward-looking view into other aspects of compensation such as recognition and benefits. Telling the 
story can help potential external candidates interested in learning about the culture and reinforce the value proposition of the 
organization. It can also strengthen faith of external stakeholders including regulators, government agencies, investors, and 
others around environmental, social and governance (ESG) practices and help investors with such decisions as where to invest.

03 PAY EQUITY GOES BEYOND 
SALARY 
Create a culture of pay equity that 
encompasses all pay and near pay 
variables including benefits, salary, 
bonus, recognition, annual merit 
programs, and retention programs. 
As an example, how should an 
organization provide benefits and flex 
credits for benefits programs? 
Organizations should define criteria 
based on the needs of the employee 
in ways that are scalable.

04 HARMONY BETWEEN PAY 
EQUITY AND PERFORMANCE 
CULTURE 

Pay for performance is an important 
part of every culture and it always will 
be. Improving performance is 
relevant in every part of our lives, not 
just in work but in personal pursuits 
such as academics and sports. Pay 
equity should focus on equal pay for 
equal value of work with performance 
culture always built in. 
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“In your opinion, how can we best address the disparities in pay for BIPOC workers in Canada?”

Professor Kiran Michandani, Adult Education and Community Development, OISE, University of Toronto
BIPOC workers are disproportionately affected during the pandemic because many work in poorly paid jobs. We need two 
strategies to address disparities in pay for BIPOC workers – one set of strategies need to challenge systemic job precarity so 
that all jobs provide decent pay as well as the opportunity to engage in safe and meaningful work. Our basic employment 
standards should be enhanced and enforced so that no-one has to work in a poorly paid, precarious and dangerous job. 
Temporary agencies, large corporations that hire workers through contractors, and other big and small employers should be 
jointly responsible for providing decent working conditions and pay. A second set of strategies need to challenge the overt 
and subtle racism which occurs in workplaces so that BIPOC workers do not face continual microaggressions which result in 
the exclusion from well-paying jobs. 

Dean Delpeache, Director, Talent & Diversity, Fiix Software, and Board Member, Winning Inclusive 
Solutions (WINS)

Businesses should consider a compensation equity plan to cover non-unionized employees, as well as temporary and 
contract workers. A review of compensation across the organization can help ensure that all employees regardless of 

dimensions of diversity are treated fairly based on level and competency. Educating hiring teams about discrimination and 
bias can help make sure candidates are hired within appropriate grade levels. Pay inequities based on both race and gender 

are real, and we must work towards ensuring that all individuals, irrespective of intersectionalities, are compensated fairly 
based on their contribution in the workplace.

Dr. Charmaine B. Dean, Vice-President, Research and International, University of Waterloo
Disparities in earnings among workers of different races remain a critical problem that needs to be addressed. Organizations 
that are serious about resolving this problem should consider the following strategies: collecting disaggregated race-based 
data that provide an accurate depiction of these discrepancies, while also taking intersectionality into consideration; 
conducting a pay equity audit to examine whether employees who are performing similar jobs have comparable earnings and 
immediately correcting discrepancies that have been identified; reviewing policies, practices, and procedures (for example, in 
job evaluations) to uncover and remedy systemic barriers and unconscious biases; and providing Indigenous, Black, and 
other racialized employees with coaches and mentors to advise them through their career progression.

Dan Piotrowski, Director HR OrixGeoscience
Pay inequities for BIPOC Canadians come from many different sources. The important part when trying to solve them in your 

organization is to start somewhere and act with integrity! With every action big and small that makes compensation more 
transparent and better maps out how to attain a particular compensation (or if it exists), employees will feel more fairly 

recognized for their contributions. Creating salary bands with detailed criteria for each role as well as instituting an appeal 
process for compensation are great first steps. Stick to these, stop negotiations and ensure people are paid fairly relative to 

their experience, knowledge, and skills and you'll be well on your way to fair compensation across your organization.

Dr. Rupa Banerjee, Canada Research Chair and Associate Professor of Human Resources Management at 
the Ted Rogers School of Management, Ryerson University
To address the wage disparities experienced by BIPOC workers in Canada, we must tackle the root causes of the disparities. 
Immigration status is one key factor in wage disadvantage. To address this, policymakers, employers, occupational 
regulatory agencies, and post-secondary institutions must work together to ensure more equitable credential recognition 
systems. There are also several steps that employers should take. First, they should audit their compensation systems 
regularly to analyze pay differences across demographic characteristics.  Second, they should provide implicit bias training 
to all employees. Third, they should have greater pay transparency. Finally, organizations should institute policies that 
encourage BIPOC employees (particularly Black and Indigenous women) to take leadership positions.

Dr. Gervan Fearon, President, George Brown College
BIPOC individuals make up 22 percent of Canada's population with a significant history of contributing to Canadian society 

and its prosperity. Pay disparities exist even when taking into account education, work experience and other factors. This 
means billions in unearned income for BIPOC communities. Wage discrimination, or the same work for less pay, should be 

addressed by pay ranges based on qualification, not on the previous employer's salary. Occupation segregation, or the same 
qualification for a lower position, should be addressed by establishing rank based on core competencies not on social 

networks. Our shared future prosperity and competitiveness is dependent on addressing pay disparities. Let's do it.

Showcasing Community Voices



From the Newsstand 
What evidence exists to show pay equity initiatives are 
needed? Plenty. Recent estimates for Ontario suggest female 
workers earn 89 cents for every dollar earned by men. In 
Canada as a whole, racialized workers who are Canadian born 
and have a university education receive just 87 cents for each 
dollar earned by Caucasians. Meanwhile, when the effects of 
gender and race are combined, the gap is wider still. Racialized 
women in Canada who work full-time earn merely 67 cents for 
every dollar earned by their Caucasian male counterparts. For 
Indigenous women, the comparable figure is 65 cents when 
compared with non-Indigenous men. Finally, the length of stay 
in Canada has its own significant impact. Female newcomers 
in this country working full time earn 71 cents for every dollar 
earned by male non-newcomers. 

Statistics adapted from the Conference Board of Canada, “Racial Pay Gap,”                                                                                                                  ; Denise Deveau, 
“The importance of equal pay to help create a better workforce,” October 21, 2021, Canadian Professional Accountants,  
and the Canadian Women's Foundation, “The facts about the gender pay gap in Canada,” 

https://www.cpacanada.ca/en/news/canada/2021-10-21-equal-pay;
https://canadianwomen.org/the-facts/the-gender-pay-gap/. 

https://www.conferenceboard.ca/hcp/provincial/society/racial-gap.aspx
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