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Summary

F ifty years after Canada ratified the International Labour Organization 
(ILO) resolution 100 on equal pay for work of equal value, women are 
still waiting for economic justice.

Canada’s gender pay gap

While the gender pay gap has narrowed over the decades, notably in the 
last few years, it remains unacceptably wide: a woman needed to work 
an additional 73 days—until the middle of April—to catch up to what the 
average man earned in 2025. This works out to an overall gender gap in 
annual earnings of 28 per cent.

In dollar terms, women are making more than $19,000 less a year, 
on average, than men—an astronomical $200 billion collectively in lost 
wages.

The unequal division of care labour continues to constrain women’s 
employment opportunities and lifetime earnings. One recent Canadian 
study found mothers’ earnings fall by an average of 49 per cent after the 
birth of the first child.

The gender pay gap is wider as well for women confronting 
intersecting sources of discrimination. Black and Indigenous women 
workers, for example, make close to 40 per cent less than non-racialized, 
non-Indigenous male workers per year.

Canada’s glacial progress in reducing gender wage disparities 
speaks to the scale of the challenge involved in rooting out intersectional 
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gender discrimination within a context of increasing income and wealth 
polarization.

The robust employment recovery in 2021 and 2022 boosted women’s 
wages, including those from historically marginalized groups, but it did 
not fundamentally change the bifurcated character of Canada’s labour 
market. Women and marginalized workers have found themselves on 
both sides of Canada’s two-track recovery complicating efforts to close 
the gender pay gap.

These challenges are made more difficult in the context of the 
attack on workers’ rights, the growing precarity of work arrangements, 
privatization of public services and public sector cutbacks, and the 
growing number of vulnerable migrant and undocumented workers 
subject to exploitation and abuse.

Swimming upstream: The evolution of pay equity  
in Canada

Continued progress in closing the gender pay gap is far from assured. 
Attention must be paid to protecting hard-won gains as well as to finding 
new opportunities for progress. Expanding and enforcing proactive pay 
equity legislation that directly targets the devaluation of women’s work 
and the standing of low-waged workers in female-dominated occupations 
and industries is one essential tool in this task.

Canada was an early leader in introducing pay equity laws. Proactive 
pay equity regimes now vary substantially among Canadian jurisdictions 
in the degree to which they have embraced best practices and prioritized 
pay equity.

There is much still to do to strengthen existing legislation and policy, 
starting with expanding access to best-in-class proactive pay equity in 
the provinces and territories that do not have any system in place, namely 
Alberta, Saskatchewan, British Columbia and the three territories.

Another group of jurisdictions—Manitoba, Prince Edward Island, Nova 
Scotia, New Brunswick, and Newfoundland and Labrador—need to take 
immediate action to expand and enhance their existing provisions to 
cover a broader range of workers in the para-public and private sectors.

And all governments—including Quebec, Ontario and the federal 
government with the most developed systems—need to take steps to 
strengthen provisions for accountability, transparency and enforcement 
and to explore avenues for expanding access to casual, part-time and 
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temporary workers and incorporating methods that can assess and 
respond to intersectional gender discrimination.

Learning the lessons of pay equity

Economist Marie-Thérèse Chicha makes the point that “Pay equity 
policies are as much a matter of process—removal of discriminatory 
obstacles, e.g. gender biased job evaluation and remuneration systems—
as of the final results: achieving equal pay for work of equal value.” In 
other words, effective pay equity is all about the details.

To this end:

•	 Pay equity legislation should clearly establish the obligation 
of employers to achieve and maintain pay equity through the 
development of proactive pay equity plans, setting out clear objectives 
and definitions.

•	 It must require rigorous gender-neutral job evaluation methods that 
ensure women’s work is assessed on the same basis as their male 
peers. Where no male comparators exist within an organization or firm, 
access to a proxy method or comparable process must be established.

•	 It should also promote collaboration between all stakeholders, 
guaranteeing that employees and their representatives have 
meaningful roles in decision-making

•	 It should likewise set strong standards of accountability and 
transparency via regular public and workplace reporting and 
mandatory equal pay audits such as exists in Quebec designed to root 
out gender-biased pay practices.

•	 The success of these efforts rests with well-resourced oversight 
bodies, providing needed education and support to stakeholders, and 
serving as the avenue for investigating complaints, settling disputes, 
and issuing compliance orders. As the history of pay equity and all 
employment law illustrates, the absence of deterrence incentivizes 
non-compliance.
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Closing the gender pay gap requires  
a comprehensive strategy

All the literature on proactive pay equity stresses that comprehensive pay 
equity laws are essential in the fight to reduce the gender wage gap and 
the impact of historical discrimination, but there are limits to what it can 
achieve.

Policies to reduce gender pay equality need to be developed in 
tandem with policies to reduce wage inequality overall, as well as those 
that address the other forms of gendered discrimination in the labour 
market and penalties attached to motherhood and caregiving.

Likewise, access to high-quality community supports such as child 
care and attendant care—tailored to the diverse realities of women 
and their families—is also a fundamental plank in the multi-pronged 
strategy needed to close the gender wage gap. Improving the wages and 
the working conditions of the workers in these jobs, in turn, is another 
assured strategy to the same end.

So, too, is the presence of unions. Trade unions not only play a pivotal 
role in the development and implementation of proactive pay equity plans, 
but also through the negotiation of collective agreements that deliver, for 
example, fair scheduling, pro-rated benefits, professional development 
and strong protections against discrimination and harassment

Initiatives to expand union coverage, especially in the private sector, 
where the unionization rate hovers near 15 per cent and an even lower 
12 per cent among women, are one of the most important strategies for 
expanding the reach and impact of pay equity across the country.

Looking forward

It’s been 75 years since the ILO resolution 100 on equal pay for work of 
equal value was adopted, and more than 50 years since it was ratified in 
Canada. Yet there’s still a long way to go to realize economic justice for 
women and others fighting for decent wages and good jobs. The fight for 
pay equity offers many lessons for advancing women’s rights and gender 
equality. The imperative now is to apply these lessons in service of a more 
resilient and inclusive labour market and gender-just future.
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Introduction

T he large-scale entry of women into the paid labour force since the 
1960s has transformed the economy and society. Over this time, 
there has been a narrowing between women and men in terms of 

their levels of education, hours of paid work, occupation and industry, 
and life-time labour force experiences. Nobel winner Claudia Goldin has 
called these developments “a grand gender convergence”,1 bolstered by 
investments in education, access to effective birth control, the expansion 
of the employment standards such as job-protected leave and legislation 
addressing unfair treatment in the labour market including pay equity.

These trends are also associated with a reduction in gender 
differences in pay, but significant disparities persist across virtually 
all occupational fields, age groups, levels of education and along the 
earnings ladder. That is certainly true in Canada, which continues to have 
one of the largest pay gaps in the OECD—and for Indigenous women, 
women with disabilities and racialized women, the gap is much larger still. 
Many of these same challenges are even more significant at the provincial 
and territorial levels.

Unequal pay is one of the most visible indicators of the systemic 
gender discrimination that characterizes the Canadian economy, where 
women find themselves concentrated in lower-paying sectors and 
occupations, deemed consistent with women’s “natural” abilities and 
inclinations, jobs that are, in turn, undervalued and underpaid precisely 
because of the large presence of women. These factors work together, 
creating the foundation of systemic bias in the labour market, reflected 
in gender-biased compensation and employment practices, insufficient 
employment and training supports, and lack of affordable child care and 
accommodation of care responsibilities, to name a few.2
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Entrenched gender income and wage gaps impose huge economic 
costs on women, not only in terms of lost income and economic 
vulnerability but also in terms of their health and wellbeing, access to 
critical resources such as housing, and connection to family and friends.3 
Over a lifetime, the pay gap adds up to astonishing financial losses for 
women. According to U.S. research, the gender pay gap, on average, 
costs women more than half a million dollars in lost earnings over the 
course of 40 years and upwards of $1 million among Black, Hispanic and 
Native American women.4

Gendered wage gaps also cost the Canadian economy as well. If 
women’s wages were equal to men’s in comparable jobs, according to a 
2022 RBC report, household incomes would have been $18 billion higher 
(an even more today), generating new revenues and savings for both 
orders of government.5, 6 Achieving gender parity in employment and 
pay globally could unlock as much as a 20 per cent increase in GDP per 
capita.7 In short, pay equity delivers benefits to women, their families and 
the economy.

It has been 75 years since the adoption of the International Labour 
Organization Convention No. 100 on equal remuneration, and 54 years 
since it was brought into force in Canada. Since that time, various 
legislative and policy provisions have been introduced across the 
countries establishing “equal pay for equal work” and “equal pay for equal 
value” (pay equity), as well as anti-discrimination prohibitions in federal 
and provincial human rights codes. Employment standards provide the 
foundation for a labour market that not only delivers fair wages, but also 
decent work and robust protections for all workers. Proactive pay equity 
legislation is a key building block of such a labour market—one that justly 
values women’s paid labour, confronts sources of systemic discrimination, 
and fosters vibrant local, regional and national economies.

The persistence of the gender pay gap, however, speaks to the 
significant weaknesses and gaps in Canada’s current legal framework and 
high levels of non-compliance among employers. The new federal pay 
equity regime is struggling to get off the ground. By 2026, only 12 per cent 
of employers had completed pay equity reviews. The Pay Equity Act 
was passed in 2018, but the fight for an effective pay equity regime that 
delivers on the promise of economic equality for women isn’t over. Bold 
action is needed to end pay discrimination against women and other 
marginalized workers—to move closer to a world in which equal pay is 
the norm, not the exception.

This report examines Canada’s progress in reducing the gender pay 
gap and the evolution of its policy response in different jurisdictions 
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across the country. Section 1 examines women’s wages and the gender 
pay gap over time, unpacking the aggregate trends, as well as the 
experiences of different groups of female workers by age, presence of 
children, population group and geography. Detailed gender pay gap 
profiles are provided for each province in Appendix 2.

Section 2 turns to the question of pay equity policy and what is 
known about effective policy design and how the Canadian experience 
measures up. It provides a detailed look at Ontario and Quebec, the two 
provinces with the most comprehensive pay equity regimes in place, and 
the evolution of the federal pay equity regime introduced in 2018. The 
report concludes with a discussion of what we’ve learned about closing 
the gender policy gap in Canada and what’s needed to advance gender 
equality in a context of growing labour market polarization.

The gender pay gap has slowly narrowed over time, but it will take 
decades more to close completely at Canada’s glacial rate of progress.8 
The current period of economic uncertainty and high living costs provides 
even stronger reasons for eliminating gender discrimination in pay. Pay 
equity legislation is a fundamental tool to this end, upholding women’s 
right to equal pay for work of equal value and to non-discrimination in 
employment as mandated in Canadian and international human rights 
law. As Kathleen Lahey writes: “Pay equity adjustments on their own 
cannot eliminate all the causes of women’s income inequalities. But the 
opposite is also true: without robust pay equity mechanisms, [Canada] 
cannot fully eliminate all gendered economic inequalities.”9
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Part 1: Canada’s 
gender wage gap

1.1 The challenge

Over the last 50 years, women’s equality movements have had many 
important breakthrough moments, but economic gender inequalities have 
been very slow to change. Closing the wage gap has proved particularly 
challenging, even as women flooded into the labour market from the 
1960s on and governments took action to support women’s employment 
through improved access to education and training, employment equity 
and pay equity legislation, and the introduction of paid and unpaid leave 
for caregiving.

Today, Canada has one of the largest wage gaps in the OECD, ranking 
26 among 31 peer countries.10 Income disparities are even larger among 
women facing intersecting sources of discrimination in the labour market. 
Research has repeatedly shown that Indigenous women, racialized 
women, new immigrants, and women with disabilities, on average, have 
worse labour market outcomes, including lower earnings, compared 
to their non-Indigenous, Canadian-born, non-racialized, non-disabled 
peers.11

Progress has been made in narrowing the wage gap in the aggregate, 
but it remains hugely uneven, within a context of growing wage and 
earning inequality. The recent pandemic brought this reality home, with 
its devastating economic fallout having been shouldered by the most 
vulnerable workers and families, shining a light on deeply entrenched 
gender biases in Canada’s labour market. The subsequent surge in the 



11  / Dismantling gender pay discrimination in Canada

cost of living has been devastating for low-waged workers and many 
others engaged in public services and the care economy who have 
watched their wages stagnate year after year. Meanwhile, the incomes of 
men in senior management and finance have surged.

Francine Blau and Lawrence Kahn coined the term “swimming 
upstream” to characterize women’s pursuit of pay equality in the face 
of growing earning inequality.12 These authors were talking about the 
evolution in the gender pay gap during the 1980s, but the metaphor 
captures the present moment as well.

1.2 Current trends

On average, women earn about 88 cents per hour for each dollar earned 
by men in Canada. The gender disparity in annual earnings is even more 
pronounced, with women earning 72 cents on the dollar. The gender 
pay gap has narrowed by 20 percentage points since 1977, when the 
federal government introduced Canada’s first pay equity provision in the 
Canadian Human Rights Act following the ratification of ILO Convention 
100 on Equal Renumeration, but the gap still remains unacceptably wide.

Women in Canada are paying a high price for this wage discrimination. 
In dollar terms, women are on average making over $19,000 less per 
year than their male colleagues, the same among full-time workers too. 
This amounts to $200 billion in lost wages. Even modest pay equity 
adjustments could close those gaps and significantly boost Canada’s 
GDP.13

The following discussion presents an analysis of the gender pay 
gap in the self-reported hourly wages14 and the annual earnings15 of 
employees, by age and region and for several key demographic groups.16 
In this report, the gender wage gap is defined as the difference in average 
hourly and annual earnings between men and women expressed as a 
proportion of men’s average earnings, as represented by the gender 
pay ratio or the gender pay gap. Unless otherwise stated, hourly wages 
(Labour Force Survey) and annual earnings (Canadian Income Survey) 
are adjusted for the Consumer Price Index (CPI) and expressed in 2025 
and 2023 constant dollars, respectively. (See Appendix 1 for a discussion 
of data sources, key concepts and methods for measuring wage 
disparities. Appendix 2 provides a breakdown of the gender pay gap in 
Canada by province and population group).
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Gender gap in average hourly wage and annual earnings  
relative to majority male group
Workers 15 years and older

Note  Annual wages and earnings for all workers, aged 15+ years. Excludes self-employed and Indigenous peoples living on 
reserve and in the north. Annual earnings data for people with disabilies for 2022. 
Source  Statistics Canada. Centre for Income and Socioeconomic Well-being Statistics, Labour Force Survey and Canadian 
Income Survey, custom tabulations. Also: Statistics Canada, Table 14-10-0418-01 - Average hourly and weekly wages and 
average usual weekly hours by Indigenous group living off reserve; Table 14-10-0477-01 - Labour market indicators for persons 
with and without disabilities, annual. 
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Canada’s gender pay gap
The average hourly and annual earnings of men and women have 
generally followed an upward trend over the last 20 years, increasing 
modestly most years. Up until the pandemic, women’s earnings grew at 
a faster pace than men’s earnings as women’s average job tenure and 
educational attainment increased and their numbers in higher-paying 
professional occupations edged up. At the same time, the continuing loss 
of well-paid, unionized manufacturing jobs weighed on male wages, even 
after taking into account the economic boom in oil-producing provinces 
through the aughts.17

As a result, the gender wage gap among workers aged 15 years 
and over has narrowed. As shown in Figure 1, the gender wage gap in 
hourly wages fell by 3.9 percentage points between 2006 and 2019, 
from 16.5 per cent to 13.3 per cent, while gender gap in annual earnings 
declined by six percentage points, from 34.6 per cent to a still sizeable 
28.6 per cent.18

Then the pandemic hit, triggering very large job losses and equally 
large employment gains, all in a comparatively short period of time. 
One of the most notable changes was the sharp reduction in low-
waged service sector employment and the simultaneous increase in 
several higher-paying industries, such as professional services, finance, 
educational services and public administration.

A sizable group of female workers, including those from historically 
marginalized groups, moved up the wage grid in the aftermath of the 
pandemic, as women took advantage of the surge of job vacancies 
in higher-paying industries in the tightest labour market in decades. 
While the average hourly wage among female employees increased 
substantially between 2019 and 2022, reaching $29.66 an hour, the 
surge in inflation was such that the real increase was a scant 8 cents. 
The annual CPI index jumped by 3.4 per cent in 2021 and by another 
6.8 per cent in 2022, significantly outpacing earnings growth among both 
women and men, hammering low-waged workers and modest income 
households.

As the rate of inflation eased after 2022, wage growth picked up. In 
2025, women’s average hourly wage reached $34.04 per hour, an increase 
of 6.8 per cent over 2022, after taking inflation into account. Men’s 
average wages also rose in lockstep, reaching $38.64 per hour. With all 
the ups and downs of the 2019-25 period, however, the gender wage gap 
moved little. In 2019, women earned 87 cents for each dollar men earned, 
and the same again in 2024.
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There was progress last year. Women’s hourly wages rose at twice the 
pace of men’s between 2024 and 2025 (1.6 per cent versus 0.8 per cent), 
the gender gap narrowing as a result, falling to 11.9 per cent. Women’s 
higher rate of unionization was a factor here.19 Unionized workers 
achieved significant wage gains in 2024 and 2025, the result of important 
labour wins after the pandemic.20

The changes in women’s real annual earnings were equally volatile, 
initially rising in 2020 as hundreds of thousands of low-waged workers 
were laid off, and continuing to rise as the employment recovery took off 
in 2021, only to fall back again in 2022 with the spike in inflation. In 2023, 
women’s annual earnings reached $48,800, 72 per cent of men’s average 
earnings (at $67,800), for a gender wage gap of 28 percent, slightly 
smaller than the gap posted in 2019: 28.6 per cent.

Figure 1  / Gender pay gap in average hourly wage and average annual earnings, 
2006-25
Employees 15 years and older

Source  Statistics Canada. Table 11-10-0239-01  Income of individuals by age group, sex and income source, Canada, provinces; Table 14-10-
0064-01  Employee wages by industry, annual. Annual earnings for all workers based on wages, salaries and commissions of employees. 
Excludes self-employed.
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New data for 2024, released in April 2026, shows that women’s annual 
income increased by 2.3 per cent over 2023, as did men’s. As a result, the 
gender gap in annual earnings was unchanged in 2024.

Age and the pay gap
The discussion above highlights the aggregate trend for the country. But, 
as research has repeatedly shown, there is tremendous variation in labour 
market outcomes, including in hourly and annual earnings, within and 
between different groups.

There are differences, for example, between younger and older women 
workers. Women are paid less than men through all stages of their lives, 
but the gap in wages is smallest among young workers aged 15 to 24 
years, many of whom work at similar rates of pay in industries such as 
retail and accommodation and food services. In 2025, young women aged 
15 to 24 years earned 93 cents per hour for every dollar their male peers 
earned, and 82 cents for every dollar of young men’s annual earnings—a 
reflection of, among other things, women’s higher rates of part-time work 
and over-representation in low-paying occupations.21

From this point, the gender wage gap starts to widen, a pattern 
that has remained remarkably consistent over time. In 2025, core-aged 
women aged 25 to 54 earned 89 cents per hour for every dollar men 
earned, a wage gap of 11.3 per cent, much larger than the gender wage 
gap experienced by younger workers. The gap in annual earnings is 
even larger still, at 27.8 per cent, reflecting significant differences in 
the number of hours and weeks worked by women and men,22 typically 
coinciding with the arrival of the first child for many.23

One recent Canadian study found mothers’ earnings fall by an average 
of 49 per cent after the birth of the first child. Ten years later, the average 
motherhood penalty is still 34.3 per cent. The impact is most pronounced 
for mothers with more than one child and those with lower levels of 
education.24,25 In the face of limited employment alternatives and absent 
caregiving supports and strong employment standards, women fall back 
to part-time work, seek out “flexible” employers, and turn down training, 
transfers or promotion—all to accommodate the demands of care, at 
steep economic cost to themselves. Fathers, by contrast, do not appear to 
be adversely affected by children in terms of earnings or employment—
such is the gendered division of unpaid labour and imperatives of family 
finance, which typically prioritize the highest (male) income earner.26

The gender wage gap continues to increase as women age. In 2025, 
women aged 55 years and older earned 84 cents per hour for every 
dollar men earned, a gender wage gap of 16 per cent. The gap in annual 
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earnings was 33.3 per cent, almost twice as high as the gender gap 
among young workers aged 15 to 24 years.

The pay gap among older workers has narrowed since 2006 as the 
level of employment among older workers has risen, notably among older 
women.27 Yet older women continue to face barriers and discrimination 
in the labour market: their earnings tend to peak earlier men and then 
stagnate or decline more rapidly with age as they exit the labour market, 
reduce their hours of employment, or run into roadblocks at work.28 
Of those still in the workforce, almost half are there by necessity, not 
choice.29

Caregiving responsibilities are, again, an important factor shaping 
women’s labour market participation. Over one-third of women aged 55 to 
64 years provide unpaid care to an adult in their lives, while one in five is 
involved in child care.30 Many are likewise stuck in low-waged work with 
limited opportunities for training and advancement—especially those 
confronting intersecting sources of discrimination, such as disability or 
immigration status—another key contributor to the large gender pay gap 
among workers over age 55.31

Geography and the pay gap
The post-pandemic employment recovery held out the promise of 
enhanced economic security for women after a difficult two years. It also 
held out the hope of greater income equality across the country.

Nationally, the gender gap in hourly wages of workers aged 15 years 
and older was 11.9 per cent in 2025, but this figure hides a good deal of 

Table 1 /  Gender pay gap in average hourly wage and average annual earnings  
by age group, 2006, 2019, 2024, and 2025
Employees 15 years and older 

Average hourly wage Average annual earnings

2006 2019 2024 2025 2006 2019 2023
15+ years 16.5% 13.3% 12.6% 11.9% 34.6% 28.6% 28.0%
15 to 24 years 9.2% 6.8% 5.9% 6.9% 25.8% 20.2% 18.0%
25 to 54 years 16.4% 13.0% 12.2% 11.3% 33.8% 27.9% 27.8%
55 years and over 20.7% 16.7% 16.6% 16.0% 43.7% 36.6% 33.3%

Source  Statistics Canada. Table 11-10-0239-01 - Income of individuals by age group, sex and income source, Canada, provinces; Table 14-
10-0064-01  Employee wages by industry, annual. Annual earnings for all workers based on wages, salaries and commissions of employees. 
Excludes self-employed.
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variation between provinces. Prince Edward Island consistently reports 
the smallest wage gap among the provinces. In 2025, the average hourly 
wage of women aged 15 years and older was higher than the average 
wage posted by men. However, given the very small sample size in Prince 
Edward Island, it is important to interpret these findings with caution.32

Suffice to say that the gender wage gap in Prince Edward Island 
is comparatively small, along with other provinces, including New 
Brunswick and Nova Scotia. Quebec and Manitoba straddle the middle 
of the provincial group, while Alberta has historically recorded the largest 
gender wage gaps. In 2025, the spread between the top and the bottom 
province was 21 percentage points.

The spread between the provinces with the smallest and largest 
gender gaps in annual earning is also large: 16 percentage points. In 
2023, the gender wage gap ranged from a low of 20.1 per cent in New 
Brunswick to a high of 36.3 per cent in Alberta. The maritime region (New 
Brunswick, Nova Scotia and Prince Edward Island) and Quebec typically 
report the smallest gender gaps in earnings while the provinces with 
highly gender-segregated resource economies report the highest.

The experience of Alberta women stands out. For years, Alberta 
women have reported both the largest gap in hourly wages and the 
largest gap in annual earnings, lagging far behind their peers in other 
provinces. The huge wage differential between male-dominated resource 
jobs and female-dominated service work, in combination with high levels 
of part-time work among women and weak employment standards, place 
women at a considerable economic disadvantage.

It is important to note the variation in women’s wages and earnings 
between provinces as well. Historically, women in Eastern Canada 
have earned lower wages than women in other parts of the country—a 
reflection of lower wage rates and lower rates of employment. In 2025, 
women’s average hourly wages were more than $2.50 below the national 
benchmark ($34.04) in each of the four Atlantic provinces.

While the growth in women’s wages and earnings initially lagged 
men’s in 2021 and 2022, stronger growth—notably last year—has 
narrowed the wage with men in all provinces, with the exception of 
Alberta, where it increased by 0.7 percentage points between 2019 and 
2025.

In British Columbia, women experienced the largest gains between 
2019 and 2025, their hourly wage rate rising to $35.28 per hour, sharing 
the top spot with Ontario ($35.35). (Likewise, men in British Columbia, 
along with Nova Scotia, also recorded the largest wage gains compared 
to their peers).
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By contrast, the gender gap in hourly wages and annual earnings 
widened in Alberta, part of a decade-long slide in wages among both 
women and men. By 2022, Alberta had lost the title of highest-wage 
province for women workers to neighbouring B.C., after years of poor 
wage growth. By 2024, Alberta had fallen another spot; women’s average 
earnings now trailing British Columbia and Ontario.

Fluctuations in global energy prices and inflation have played 
an important role, but so did the deliberate policies of the Alberta 
government to suppress workers’ wages, which fell most heavily on 
women. The minimum wage has been frozen in Alberta since 2018 during 
a period of high inflation. In addition, restrictive limits on trade unions and 
collective bargaining and painful austerity in wages for provincial public 
sector workers across health care, education, and public administration 
have significantly undercut women’s wages.33 The experience in Alberta 
reinforces the need for complementary measures to boost and sustain 
workers women’s wages over time, especially among those facing 
multiple barriers in the labour market.

Table 2 /  Gender pay gap in average hourly wage and average annual earnings, 
2006, 2019, 2024 and 2025
Employees 15 years and older

Average hourly wage Average annual earnings

2006 2019 2024 2025 2006 2019 2023
Canada 16.5% 13.3% 12.6% 11.9% 34.6% 28.6% 28.0%
NL 22.0% 15.6% 15.8% 10.4% 41.9% 34.3% 28.1%
PEI 6.9% 0.2% 1.0% -3.6% 25.3% 18.9% 20.3%
NS 15.7% 10.8% 9.4% 6.5% 30.5% 28.1% 23.6%
NB 13.1% 9.6% 7.3% 4.9% 31.4% 22.5% 20.1%
QC 13.8% 10.8% 9.0% 9.9% 27.1% 22.5% 21.7%
ON 15.6% 12.1% 13.2% 11.6% 34.7% 28.1% 27.6%
MB 11.6% 11.3% 8.5% 9.7% 34.7% 28.5% 28.4%
SK 15.6% 14.8% 12.1% 12.7% 37.9% 33.0% 30.9%
AB 23.6% 17.4% 18.3% 18.1% 45.3% 33.0% 36.3%
BC 17.9% 16.8% 13.5% 12.8% 33.8% 32.9% 31.3%

Note  Annual earnings for all workers based on wages, salaries and commissions of employees, aged 15+ years. Excludes self-employed.
Source  Statistics Canada. Table 11-10-0239-01  Income of individuals by age group, sex and income source, Canada, provinces; Table 14-10-
0064-01  Employee wages by industry, annual.
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Gender wage gaps in the north
The gender gap in earnings is smaller in Canada’s territories—Yukon, Northwest Territories 
(NWT), and Nunavut—compared to the Canadian average and the other provinces because 
of relatively high rates of employment34 and the high concentration of women in largely 
unionized, public and para-public workplaces.35

In Yukon, for example, the gender gap in hourly wages was only 2.7 per cent in 2021—an 
improvement over 15.1 per cent in 1997, but a step back from wage parity reported through 
the late 2010s.36,37 Likewise, the gap in annual earnings is roughly two-and-a-half times 
smaller in the territories than among the provinces, according to the 2024 Canadian Income 
Survey. Given the small population in the Northern territories, these findings should be 
interpreted with caution.

Earnings data also needs to be understood within the larger economic context. Canada’s 
northern resource economies remain highly segregated by gender and racialized status, 
resulting in lower incomes for women and higher rates of underemployment compared to 
urban centres.38 Women workers also experience acute challenges with respect to workplace 
violence and harassment and the over-representation in part-time work, all of which is 
compounded by lack of access to community supports like child care, notably for Indigenous 
women.39

Table 3 /  Gender pay gap in average annual earnings, 2019-24
Employees 15 years and older

2019 2022 2023 2024
Canada 28.6% 28.8% 27.8% 27.8%
Yukon 4.7% 12.1% 16.3% 11.0%
Northwest Territories 19.7% 23.0% 12.4% 11.0%
Nanuvut 18.5% 6.4% 10.9% 10.7%

Note  Annual earnings for all workers based on wages, salaries and commissions of employees, aged 15+ years. Excludes self-
employed. 
Source  Statistics Canada. Table 11-10-0239-01  Income of individuals by age group, sex and income source, Canada, provinces.
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Indigenous status and the pay gap
The Indigenous population has grown significantly over the past two 
decades,40 reaching 1.8 million people in 2021, five per cent of Canada’s 
total population.41 Increasing numbers of young Indigenous Peoples are 
swelling the ranks of Canada’s labour force, highlighting the imperative 
to improve the wellbeing and financial security of the Indigenous 
communities.

Yet large disparities persist in educational attainment, employment, 
income, housing and access to services such as reliable transportation 
and quality health care—especially for those living on reserve and in 
north.42 The wage gap is also significant between Indigenous and non-
Indigenous workers, despite notable increases in educational attainment 
among Indigenous Peoples over the last 15 years, especially among 
Indigenous women.43

There has generally been steady improvement in the hourly wage of 
Indigenous workers over the last decade, rising by 8.3 per cent between 
2015 to 2024, from $31.08 to $33.66 (in constant 2025 dollars), compared a 
slightly smaller increase of 7.9 per cent among non-Indigenous workers.44 
The wage gap held steady at roughly 10 per cent over this period. 
However, a large jump in the wages of Indigenous workers in 2025 to 
$33.66 (+4.5 per cent) helped to reduce the gap further to 7.5 per cent.

Because the Labour Force Survey does not survey First Nations 
people living on reserve, these figures overestimate the scale of change 
and level of earnings. First Nations people living on reserve consistently 
report the lowest earnings of all Indigenous groups, just $29,400 in 
median employment income in 2020 compared to $47,600 among non-
Indigenous people according to the last census. The respective figures 
among First Nations women living on reserve and non-Indigenous 
women were $31,400 and $40,800, respectively.45

In recent years, employment gains among Indigenous workers in 
public sector industries such as educational services and health care 
and social assistance helped to offset steep employment losses in 
accommodation and food services, administrative and support services, 
and transportation and warehousing triggered by the pandemic. But the 
surge of inflation was such that Indigenous workers lost financial ground 
between 2019 and 2022, hourly wages down by -0.7 per cent: -1.0 per cent 
among men and -0.2 per cent among women.

Wages recovered between 2022 and 2024, rising sharply among men 
(+5.3 per cent) and, more modestly, among women (+1.6 per cent)—even 
as employment rates among Indigenous workers fell from post-pandemic 
highs and large numbers of Indigenous Peoples exited the labour 
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market.46 These gains, however, weren’t enough to quite keep pace with 
those of non-Indigenous workers, whose wages increased by 4.8 per cent 
in total, by 4.3 per cent among men and 5.3 per cent among women.

Indigenous women were especially hard hit during the pandemic and 
their recovery much delayed, their average hourly wage growth trailing 
the wage gains of Indigenous men as well as non-Indigenous workers 
(both men and women). As a result, the gender wage gap with Indigenous 
men and with non-Indigenous men widened between 2022 and 2024 by 
2.5 percentage points and two percentage points, respectively, as shown 
in Tables 4a and 4b.

The gender gap in hourly wages between Indigenous women and 
Indigenous men is much smaller than the gap between Indigenous 
women relative to non-Indigenous men, 11.9 per cent versus 21.2 per cent 
in 2024. The difference in annual earnings is particularly large, at 
37 per cent. In 2023, Indigenous women living off reserve earned less 
than two-thirds (63 per cent) of what non-Indigenous men earned, a 
difference of $28,300, and a difference of more than $30,000 among First 
Nations women.

There was a notable increase, as noted above, in the average wage 
of Indigenous workers in 2025—increasing by 3.6 per cent among 
Indigenous male workers and 5.3 per cent among Indigenous female 
workers. This late rally of women’s wages helped to arrest the widening 
gap in hourly wages with Indigenous men that had opened after the 
pandemic and it helped to reduce the even larger wage gap with non-
Indigenous men (falling to 10.5 per cent and 17.7 per cent in 2025, 
respectively).
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Table 4A /  Gender pay gap in average hourly wage and average annual earnings, 
within groups, by Indigenous status, 2019-25

Average hourly wage Average annual earnings

2019 2022 2024 2025 2019 2022 2023
Indigenous peoples (off reserve) 9.4% 8.7% 11.9% 10.5% 34.1% 23.3% 26.7%
First Nations (off reserve) 3.6% 5.2% 8.2% 7.0% 24.3% 26.2% 23.2%
Métis 13.7% 11.9% 15.3% 13.9% 42.6% 20.9% 30.4%

Non-Indigenous people 13.4% 13.5% 12.6% 11.9% 27.9% 27.5% 26.5%

Note  Annual wages and earnings for all workers, aged 15+ years. Excludes self-employed and Indigenous peoples living on reserve and in 
the north. 
Source  Statistics Canada. Centre for Income and Socioeconomic Well-being Statistics, Canadian Income Survey, custom tabulations; Table 
14-10-0418-01 - Average hourly and weekly wages and average usual weekly hours by Indigenous group living off reserve.

Table 4B /  Gender pay gap in average hourly wage and average annual earnings, 
relative to non-Indigenous male workers, by Indigenous status, 2019-25

Average hourly wage Average annual earnings

2019 2022 2024 2025 2019 2022 2023
Indigenous peoples (off reserve) 19.2% 19.1% 21.2% 17.7% 40.6% 37.0% 37.0%
First Nations (off reserve) 19.7% 19.9% 21.2% 19.0% 40.2% 43.1% 39.3%
Métis 18.9% 18.4% 21.0% 16.6% 40.9% 30.6% 34.9%

Non-Indigenous people 13.4% 13.5% 12.6% 11.9% 27.9% 27.5% 26.5%

Note  Annual earnings for all workers based on wages, salaries and commissions of employees, aged 15+ years. Excludes self-employed.
Source  Statistics Canada. Table 11-10-0239-01  Income of individuals by age group, sex and income source, Canada, provinces; Table 14-10-
0064-01  Employee wages by industry, annual.
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Disability status and the pay gap
Women with disabilities are one of the most economically vulnerable 
groups in Canada. They are twice as likely than those without disabilities 
to live in poverty and they make up a larger share of the poor than 
disabled men.47 Those who are single, shouldering significant care 
responsibilities, Indigenous, racialized and/or newcomers live in the 
deepest poverty.

The sources of their economic marginalization are complex 
and overlapping.48 These include unequal access to resources and 
opportunities, like education and employment, lack of access to crucial 
services, supports and accommodations that would allow for their full 
participation in community life, and deep-seated discrimination.49

Rising rates of education and the expansion of “work from home” 
arrangements over the last decade have helped to boost employment 
rates and, in turn, earnings among people with disabilities,50 but 
significant barriers to employment remain.51 In 2025, for example, 
less than half of women with disabilities aged 15 years and older 
(45.3 per cent) were engaged in the paid labour market compared to 
62 per cent of women without disabilities and 70.4 per cent of men 
without disabilities. The respective rates among those aged 25 to 64 
years were 64.5 per cent compared to 78.2 per cent and 87.2 per cent.52

Among those who are employed, people with disabilities are 
disproportionately represented in undervalued jobs deemed suitable “for 
disabled people,” while disabled women are channelled into undervalued 
jobs “for women”, as reflected in the gender pay gap.53

In 2024, the gap between the annual earnings of all workers with 
and without disabilities aged 15 years and older was $11,600 ($52,900 
versus $64,500), reflecting, among other factors, higher rates of part-time, 
lower average usual hours worked per week (34.6 versus 35.6) and lower 
average hourly earnings ($33.46 versus $35.68) among employees with a 
disability.54

These income gaps, however, were larger among women with 
disabilities. According to the 2025 Labour Force Survey, women with 
disabilities earned an average of eight per cent less per hour than men 
with disabilities and 14.1 per cent less than men without disabilities. The 
differences in 2023 annual earnings were larger still, at 24.9 per cent and 
37.3 per cent, respectively.55

Looking back to 2019, we have seen a significant increase in 
the average annual employment income of people with disabilities, 
associated with changes in the labour market in 2020 and the post-
pandemic recovery. Men with disabilities aged 15 years and older 
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experienced the largest income gains over the 2019-23 period, followed 
by employment income gains among women with disabilities.56

By contrast, income growth among workers without disabilities was 
more modest. As a result, the gender gap in annual earnings among 
women with disabilities vis-à-vis men with disabilities widened by 6.3 
percentage points while the gender gap with men without disabilities 
declined by 2.4 percentage points.

Growth in public sector employment has fuelled rising income among 
women with disabilities, accounting for three-quarters (73.4 per cent) of 
employment growth between 2022 and 2024. Women with disabilities 
found work in health care and social assistance and public administration 
even as their numbers fell in areas like retail and manufacturing.

At the same time, there is clear evidence that this window is closing. 
Unemployment is rising among people with disabilities (and those 
without disabilities), notably among women with disabilities, and there 
has been an increase in people with disabilities leaving the labour market.

In this context, the attacks on diversity, equity and inclusion 
programming57 and new programs of public austerity and staffing cuts 
threaten the hard-won progress of recent years.58 The situation of women 
with disabilities and other marginalized workers is set to get a lot worse. 
Newly released annual income data for 2024 suggests that earning gap 
for women with disabilities has widened further.59



25  / Dismantling gender pay discrimination in Canada

Table 5A /  Gender pay gap in average hourly wage and average annual earnings, 
within groups, by disability status, 2019-25

Average hourly wage Average annual earnings

2022 2024 2025 2019 2022 2023
Workers with disabilities 10.7% 11.7% 8.0% 18.6% 25.5% 24.9%
Workers without disabilities 14.1% 13.1% 12.6% 28.1% 29.0% 27.1%

Note  Annual wages and earnings for all employees aged 15+ years. Excludes self-employed and full-time students. 
Source  Statistics Canada, Centre for Income and Socioeconomic Well-being Statistics, Canadian Income Survey, custom tabulations; Table 
14-10-0477-01  Labour market indicators for persons with and without disabilities, annual. 

Table 5B /  Gender pay gap in average hourly wage and average annual earnings, 
relative to non-disabled male workers, by disability status, 2019-25

Average hourly wage Average annual earnings

2022 2024 2025 2019 2022 2023
Workers with disabilities 16.3% 16.7% 14.1% 39.7% 38.4% 37.3%
Workers without disabilities 14.1% 13.1% 12.6% 28.1% 29.0% 27.1%

Note  Annual wages and earnings for all employees, aged 15+ years. Excludes self-employed and full-time students. 
Source  Statistics Canada, Centre for Income and Socioeconomic Well-being Statistics, Canadian Income Survey, custom tabulations; Table 
14-10-0477-01  Labour market indicators for persons with and without disabilities, annual. 
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Racialized status and the pay gap
For several decades, Canada’s labour force has been changing because 
of population growth through immigration and the inexorable march of 
population aging. Large numbers of racialized workers (a population that 
already skews younger) are entering the labour market and older, non-
racialized or white workers are exiting. New information on racialized 
workers in the Labour Force Survey, starting in 2022, sheds light on 
changing dynamics in the labour market—including the status of 
racialized women workers and the challenges they currently confront.60

The period between 2022 and 2024 is particularly noteworthy. The 
post-pandemic surge in employment brought many racialized workers 
into the labour market at a time of rapid population growth. The number 
of racialized workers aged 15 years and over grew by 17.6 per cent over 
this period, whereas there was a -0.4 per cent decline in the number of 
non-racialized workers.

The employment rate among all racialized people now exceeds the 
employment rate among non-racialized people aged 15 years and older 
by a substantial margin: 65.5 per cent vs. 59.1 per cent. Looking at the 
core working age group aged 25 to 54 years, however, we see a flip in 
the figures. In 2024, the employment rate among core-aged, racialized 
workers was 80.4 per cent, compared to 85.5 per cent among non-
racialized workers, representing an employment gap of six percentage 
points. This gap was almost wholly accounted for by lower rates of 
employment among racialized women (75 per cent versus 85.7 per cent 
among racialized men).

Racialized workers increased their share of workers in every industry 
between 2022 and 2024, with many new entrants finding employment 
in “high growth” industries such as professional services and public 
administration, as well as filling vacancies in the care economy and low-
waged sectors like accommodation and food services.

A sizable group of racialized workers have moved up the wage grid 
but the number of racialized workers working in lower-paid employment 
also increased at the same time, offsetting aggregate wage gains of the 
total group.

Looking at the period 2022 to 2025, the average hourly wage of 
racialized workers aged 15 years and older increased by 2.1 per cent, 
reaching $34.59 per hour.61 But the gains were somewhat higher among 
non-racialized workers at 3.5 per cent, thus widening the wage gap by 1.2 
percentage points, from 9.4 per cent to 10.6 per cent.

The average wage of racialized women increased over this period 
by 4.2 per cent, helping to narrow the gender wage gap with racialized 
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and non-racialized men. The pay gap, however, remains high. In 2025, 
racialized women earned an average of $32.39 per hour, 11.6 per cent less 
than racialized male workers and 20.8 per cent less than non-racialized 
male workers earned, a difference here of more than $8.50 per hour.

In 2025, South Asian women confronted the largest “within group” 
gender gap in hourly wages (13.2 per cent), while Black women 
experienced the smallest (5.7 per cent). But Filipino women reported the 
largest gender pay gap relative to non-racialized men, at 29.6 per cent, 
and an even larger one (32.6 per cent) with Chinese men, who earn the 
highest average hourly wage among male workers.

The same pattern is evident in the data on annual earnings. In 2023, 
the within-group gender earnings gap ranged from a high of 42.6 per cent 
among Arab women to a low of 12.4 per cent among Black women, 
a reflection, in part, of the very average high earnings of Arab men 
($82,700) and the very low average earnings of Black men ($55,000).

The within-group earnings gap of Chinese women was also 
comparatively low, at 12.8 per cent, because of the comparatively high 
earnings of Chinese women ($67,400). The average gender gap of all 
racialized women compared to non-racialized men was 32.6 per cent.

Since 2022, as noted, there has been a decline in the gap in hourly 
wages between racialized women and racialized men, and between 
racialized women and non-racialized men. But there has been little 
change in the gender gap in annual earnings. While the gap narrowed for 
Chinese and Arab women, it widened for Southeast Asian, Black, Filipino 
and South Asian women due to the decline in their annual earnings.

The robust employment recovery in 2021 and 2022 boosted the 
employment and wages of racialized workers between 2022 and 2025,62 
but it did not fundamentally change the bifurcated character of Canada’s 
labour market. Racialized workers have found themselves on both sides 
of Canada’s two-track recovery. While many racialized women now work 
in higher-paying jobs, many others are trapped in low-waged, precarious 
employment. Indeed, the proportion of low-waged racialized women—
those earning less than two-thirds of the median hourly wage—grew over 
this period.63
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Table 6A /  Gender pay gap in average hourly wage and average annual earnings, 
within groups, by racialized status, 2022-25

Average hourly wage Average annual earnings

2022 2024 2025 2022 2023
Racialized workers 15.0% 12.2% 11.6% 26.3% 25.0%
South Asian 18.0% 14.4% 5.7% 31.7% 33.6%
Chinese 14.3% 11.5% 13.2% 26.5% 12.8%
Black 8.2% 5.0% 12.8% 18.5% 12.4%
Filipino 4.3% 6.6% 6.8% 13.4% 20.3%
Arab - - - 35.6% 42.6%
Latin American - - - 20.2% 26.2%
Southeast Asian - - - 31.1% 24.3%
Other racialized groups 17.7% 14.4% 13.1% 31.3% 28.4%

Non-racialized/white workers 12.0% 12.5% 11.3% 27.6% 27.0%

Note  Annual wages and earnings for all employees, aged 15+ years. Excludes self-employed and full-time students. 
Source  Statistics Canada. Centre for Income and Socioeconomic Well-being Statistics, Labour Force Survey and Canadian Income Survey, 
custom tabulations.

Table 6B /  Gender pay gap in average hourly wage and average annual earnings, 
relative to non-racialized male workers, by racialized status, 2022-25

Average hourly wage Average annual earnings

2022 2024 2025 2022 2023
Racialized workers 21.6% 21.2% 20.8% 32.7% 32.6%
South Asian 21.7% 21.1% 25.1% 34.2% 35.7%
Chinese 10.6% 8.0% 20.4% 20.9% 14.1%
Black 24.4% 25.6% 8.9% 35.8% 38.6%
Filipino 29.7% 30.3% 29.6% 33.7% 36.1%
Arab - - - 42.4% 39.5%
Latin American - - - 36.6% 37.5%
Southeast Asian - - - 32.6% 35.5%
Other racialized groups 22.4% 21.8% 21.0% 34.9% 32.6%

Non-racialized/white workers 12.0% 12.5% 11.3% 27.6% 27.0%

Note  Annual wages and earnings for all employees, aged 15+ years. Excludes self-employed and full-time students.
Source  Statistics Canada. Centre for Income and Socioeconomic Well-being Statistics, Labour Force Survey and Canadian Income Survey, 
custom tabulations.
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Wage trends in public administration
A strong public sector is essential to closing the gender wage gap

Public administration and good public sector jobs have played a key role in advancing 
gender equality and sustaining Canadian communities.64 This reality was brought home 
forcefully in 2020 with the arrival of the COVID-19 pandemic. The pandemic wiped out 35 
years of women’s economic gains in two short months. Women’s employment started to 
rebound in late 2020, buoyed by a surge in consumer demand and high levels of immigration, 
even as large numbers of older workers left the labour market. As the employment recovery 
peaked in 2022, the percentage of employed women aged 25 to 54 years reached an all-time 
high of 81.4 per cent.65

A sizable group of women—including many from marginalized communities—were 
able to pivot from hard-hit industries such as retail into professional service jobs, public 
administration and the care economy.66 The number of women working in professional 
services in areas like computer systems design and accounting increased by 28.1 per cent 
between 2019 and 2022, followed by public administration (17.8 per cent), and finance and 
insurance (12.6 per cent). Among these high-growth sectors, the federal government stood 
out: thousands of women found employment with the government over this period as it 
staffed up to respond to the COVID-19 pandemic.

Between 2022 and 2024, public administration continued to serve as an important source 
of employment for women, along with health care and social assistance and educational 
services, increasing by 9.8 per cent, 7.5 per cent and five per cent, respectively. By 
2024, almost 635,000 women worked in public administration, accounting for one-fifth 
(18.1 per cent) of women’s total employment gains between 2019 and 2024. The number 
of men working in public administration expanded at the same time reaching 595,000, 
representing 10 per cent of men’s job growth over 2019-24 period.

At the same time, on the key metric of pay, public administration workers lost ground—like 
their colleagues in health care and social assistance and educational services—as they were 
locked into contracts that offered little to no protection from skyrocketing inflation.

While women benefitted from real wage gains in the professional, scientific and technical 
services and finance and insurance,67 women’s average hourly wage in public administration 
fell by 0.3 per cent between 2019 and 2024; positive wage gains between 2022 and 2024 
were not enough to catch up with the losses posted between 2019 and 2022. It wasn’t until 
2025 that women’s wages in public administration surpassed 2019 levels, finally rising by 
2.4 per cent in a single year. Male workers also recorded a modest boost in their hourly wage 
between 2024 and 2025 of 1.8 per cent.

Table 1 looks at wage trends in public administration, drawing on custom Labour Force 
Survey data for all employees aged 15 years and older (excluding full-time students). The 
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value of the average hourly wage at all levels of government fell between 2019 and 2022 
as inflation ratcheted up. Among federal employees, average wages fell by 2.3 per cent 
among women and 1.8 per cent among men. Wages rebounded after 2022 as labour unions 
fought for higher wage settlements to close the widening cost-of-living gap, including the 
PSAC strike in spring 2023.68,69 Women captured almost all of the growth, their wages rising 
by an average of $1.40 (or 3.2 per cent) between 2022 and 2024, after taking inflation into 
account. Men’s wages recovered as well, but barely; their average hourly wage increased by 
0.4 per cent over this period. By 2024, men’s wages were still lower, in real terms, than before 
the pandemic.

Among public administration employees, initial hourly wage losses among men and women 
were roughly equivalent. While the gender hourly wage gap bounced around during the 
pandemic period, it started at 10.2 per cent in 2019 and ended at 10 per cent in 2022. More 
recently, the gap has narrowed, dropping to 7.5 per cent in 2025, reflecting recent wage 
improvements, notably among female workers. The trend was the same among federal 
workers; the gender wage gap rose slightly between 2019 and 2022 (9.3 per cent to 
9.8 per cent) before declining to 6.1 per cent in 2025, as male wage growth lagged behind 
women’s, in particular, last year.

These gains are now at risk as governments across Canada announce austerity measures. 
Job losses are already showing up in the 2025 labour force data: growth in public 
administration effectively ground to a halt in 2025. The annual growth rate fell in half 
between 2024 and 2025, from 3.5 per cent to 1.7 per cent, much reduced from the eight 
per cent recorded in 2021. The drop in employment was wholly driven by cuts in federal 
government employment of roughly 10,000 workers (or -2 per cent). Women workers 
absorbed all these cuts and then some. Between 2024 and 2025, the number of female 

Table 7 /  Percentage change (%) in hourly wage by gender,  
selected industries, 2019-25

2019-22 2022-24 2024-25

Men+ Women+ Men+ Women+ Men+ Women+
Total, all industries 3.7% 3.9% 0.7% 1.3% 0.9% 2.0%
Public administration -2.0% -1.7% -0.6% 1.8% 1.9% 2.2%
Federal government -1.8% -2.3% 0.4% 3.2% 1.7% 3.1%
Provincial & territorial government -4.1% -0.4% -1.1% 1.8% 3.8% 0.0%
Local, municipal & regional -1.1% -2.9% -1.4% -0.5% 1.1% 4.2%

Other industries 4.1% 4.2% 0.9% 1.1% 0.7% 2.0%

Source  Statistics Canada, Labour Force Survey, Custom tabulations.
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federal government workers fell by 15,300 (or -5.6 per cent) while the number of their male 
colleagues increased by 5,500 (2.5 per cent).

Job cuts were first announced by the Trudeau government in budgets 2022 and 2023.70 The 
Carney government has now expanded these efforts, targeting $57 billion in programs cuts 
and the elimination of an additional 30,000 positions by 2028.71 Initially, the government 
maintained that workforce cuts would be managed through attrition and retirements but 
has since acknowledged that lay-offs will proceed. Federal workers are already receiving 
workforce-adjustment notices.72 Planned federal spending cuts will hit female workers and 
other equity groups hard,73 reducing the stock of “good jobs” in the economy and potentially 
rolling back the gains that have helped narrow the gender wage gap.
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Part 2: Effective  
pay equity policies

2.1 Introduction

Much must be done to strengthen the foundations of Canada’s labour 
market to provide equitable opportunities and compensation for women 
workers and others who confront systemic inequities—including decent 
wages and robust labour standards. Legislative and regulatory reform is 
a key part of this agenda. Governments that have generated the highest 
and most durable levels of economic gender equality are those that have 
introduced and maintained effective equality-promoting practices—
including pay equity provisions—and the complementary measures 
needed to eliminate sources of systemic discrimination.

Canada was an early leader in the introduction of proactive pay 
equity laws aimed at eliminating the cumulative effects of occupational 
segregation and the undervaluation of “women’s work.” The first such 
legislation was introduced in Manitoba, followed by Ontario, Prince 
Edward Island, New Brunswick, Nova Scotia and Quebec over a 10-
year period. Yet the gender pay gap persists, as revealed in the analysis 
above—a reflection of the intersecting and complex sources of gender 
discrimination in the labour market and the significant weaknesses and 
gaps in Canada’s current legal frameworks and social safety net.

This section looks at the key drivers of the gender pay gap and the 
history of efforts in Canada to guarantee women the right to equal pay 
for work of equal value. What are the sources of gender discrimination in 
the labour market today? What do we know about successful strategies 
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for reducing the gender pay gap? What is the Canadian record on pay 
equity? What does the evaluation literature reveal? And what is the status 
of the federal government’s efforts to introduce pay equity to the federal 
public service and federally regulated private industries?

Canada’s laborious progress in reducing the gender pay gap 
reflects the complexity of the challenge—as described below—and the 
institutional constraints all governments confront. But it is also the result 
of policy choices freely made that, this analysis shows, could not have 
hoped to deliver on their stated goals. The limited reach and scope of 
pay equity legislation in provinces such as Manitoba and Nova Scotia 
has reduced pay equity’s potential impact in those jurisdictions while 
implementation problems and employer resistance have hobbled delivery 
in Ontario and Quebec, the two provinces with more comprehensive 
approaches. The influence of employer interests in the development and 
roll-out of federal legislation has played an equally significant role in 
undermining the potential impact of pay equity in the federal sector.

Having progressive policies in place isn’t a guarantee of progress. 
As the following discussion illustrates, much rests on policy design 
and implementation. Reducing gender wage disparities demands a 
comprehensive approach, including well-crafted pay equity legislation, 
and the political will to carry it through.

2.2 Factors behind the gender pay gap

Over the last 50 years, the gap in employment rates between men and 
women has narrowed substantially as women moved into the labour 
market in large numbers. Over this same period, women’s income from 
employment increased, helping to reduce the gender gap in earnings. 
Several factors help explain women’s economic progress, including 
growth in full-time employment, longer job tenure, and higher levels 
of educational attainment. Many more women now work in higher-
paid professional occupations, such as in law and social, community 
and government services, and in unionized (typically public sector) 
workplaces, which offer decent wages, employment benefits and job 
security.74

Yet disparities in earnings endure—particularly among mothers with 
young children and other caregivers, women with fewer years of formal 
education, and women confronting overlapping sources of discrimination. 
It is the product of entrenched systemic biases, the unequal burden of 
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care, and outright discrimination. According to recent time use data, for 
example, women aged 15 and older spend an average of 3.7 hours per 
day on unpaid care work compared to 2.6 hours among men—including 
almost twice as much time caring for children75—daily realities that 
lead to reduced levels of employment,76 career interruptions, and higher 
levels of work-life conflict.77 The result is a gender employment gap 
that contributes, year after year, to the gender wage gap and reinforces 
broader economic vulnerabilities for women. These disparities are 
heightened in communities with poor access to supports, such as 
affordable child care and home care.

The unequal division of care not only impacts women’s average 
hours of employment,78 but their career trajectories and level of earnings 
too. Those with children and other significant responsibilities are 
overlooked for promotions and leadership roles due to assumptions about 
their availability, commitment, or capacity to work long hours. Employers 
may consciously or unconsciously discriminate against caregivers 
because they don’t fit the mold of an ideal worker available for work 24/7. 
Called the “motherhood penalty”, this set of conditions translates into 
lower average wages and lifetime earnings. The “greediness of work”, 
as Claudia Goldin calls it, diverts women with care responsibilities into 
lower-paying, more flexible work opportunities to accommodate family 
needs.79 Men, by contrast, aren’t subject to these penalties. Indeed, 
fathers typically record higher earnings on the birth of a child, the so-
called “fatherhood bonus”.80

The low value attached to care
Globally, caregiving remains highly gendered and undervalued: the ILO estimates that 16.4 
billion hours of unpaid care work are performed daily, the equivalent to US$11 trillion, or nine 
per cent, of global GDP, as measured in 2018.81 In Canada, estimates are much higher. In 2019, 
the monetary value of unpaid household work was pegged at approximately 25.2 per cent to 
37.2 per cent of GDP—or $581.7 billion to $860.2 billion,82 depending on the method used.83 
Women account for the bulk of unpaid hours (at 60.1 per cent). (The monetary value of those 
unpaid hours represents only 56.7 per cent and 57.9 per cent of the total because of women’s 
lower rates of pay.) 
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Figure 2  / How much do men and women earn by industry?
Median hourly wage of workers by industry and gender, 15 and older, 2024

Source  Statistics Canada, Labour Force Survey, Custom data.
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The gendered division of labour within and across occupations 
and industries is another manifest source of economic disparity.84 
Despite almost equal rates of labour force participation, women (and 
other marginalized groups) continue to be concentrated in lower-paying 
occupations and sectors of the economy, work presumed to align with 
their “natural” or “traditional” abilities and interests.85 The comparatively 
few women who work in “non-traditional” jobs earn more than other 
women, but they, too, generally earn less than their male peers.86 In 
Canada, only five women made the top 100 CEO list in 2024, a record 
high.87 Indeed, even as women increased their numbers in higher-paid 
professional services such as law from 2021 onward, the gender wage 
gap grew as women were channelled into lower-paid occupations 
within this industry,88 moving up the down staircase as it’s been called.89 
Growing wage disparities at the top of the earning ladder is now a major 
contributor to Canada’s gender pay gap.90

The segregated character of Canada’s labour market has been 
markedly resistant to change. In 2021, the majority of women (54 per cent) 
were employed in just 20 occupations, all involving the “5 Cs”: caring, 
clerical, catering, cashiering and cleaning. This is only a slightly smaller 
share than in 1987, when 59 per cent of women were employed in these 
same occupations. By contrast, just 19 per cent of men were employed 
in “female” occupations in 2021, compared to a similarly low 16 per cent 
in 1987—a three percentage point increase over 34 years.91 While 
women have a strong economic incentive to move into higher-paid 
“male” occupations, the reverse isn’t the case among men. Men’s limited 
movement into female-dominated occupations remains a key barrier to 
any future progress.92

Progress in reducing high levels of gender occupational segregation 
stalled 25 years ago and there’s been only modest improvement since. 
Linda Kaida and Monica Boyd, in their study of women’s work, for 
example, found that there were small movements of women out of low-
paid, highly female-concentrated occupations, such as clerical work, 
into higher-paid positions in more gender-integrated professional and 
managerial roles during the 1991-2016 period—a much slower rate of 
improvement compared to the 1960s, 1970s and 1980s. At the same time, 
women’s representation in heavily male-dominated occupations, in areas 
such as repair, construction, or transportation, was virtually unchanged.93 
Emma Quinn and her colleagues likewise conclude that there was 
little change in the segregated character of Canada’s labour market 
between 1991 and 2016: half of 500 detailed occupational categories were 
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dominated by either men or women (with representation of 75 per cent or 
greater) at the time of each census over this period of time.94

These findings are particularly troubling in light of the continuing 
importance of industry and occupation (and related job characteristics) 
on the size of the gender pay gap relative to men and other measures 
of women’s economic security, such as the prevalence of low-waged 
work. While human capital variables, such as education and job tenure, 
explained a portion of the gender pay gap historically, they are far less 
important now.95 Drolet and Amini (2023) estimate that the combined 
effect of industry and occupation accounted for over one-third 
(36.6 per cent) of the gender wage gap in 2022, and an even larger share 
among Indigenous women (42.8 per cent).96,97

This study, and others, highlight the additional challenge in making 
further progress in reducing gender inequality against a backdrop of 
ongoing labour market polarization, entrenched financial/business 
interests, lax state oversight and regulation of labour markets across 
the country,98 and Canada’s porous welfare state as so graphically 
revealed by the COVID-19 pandemic. Growing inequality and reduced 
regulation and transparency are turning the pursuit of greater gender 
equality into a much more difficult task. While both men and women 
experienced significant growth in management, professional and 
technical occupations over the past five years—pushing up women’s 
average wage—women continue to be over-represented in the lowest-
paying occupations compared to male workers.99 Indeed, the gap 
between women in high-paying occupations and women in the lowest-
paying occupations appears to be growing as top-wage earners pull away 
from the rest. The same dynamic is evident among male workers, as well 
as with the continuing erosion of manufacturing and resource jobs in 
Canada, once a large source of well-paid “male” employment.

When looking at the gender pay gap, it is important to remember 
that it can narrow over time either by “levelling up” or “levelling down.” 
Levelling up is when women’s earnings increase, while men’s earnings 
remain stagnant or rise at a lower rate than women’s. The gender pay gap 
levels down when women’s and men’s earnings decline or where men’s 
earnings decline faster than women’s. In the last few years, the erosion 
of average male earnings has contributed to the narrowing of the gender 
wage gap, even as many women were treading water economically. In 
the face of continuing American economic aggression and the assault 
on male majority industries, we can expect these trends to continue. 
Had workers’ wages kept pace with the growth in the economy, and not 
been undercut by growing wage inequality, higher inflation and a drop in 
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labour’s share of total income, both men and women would be earning 
much more today.100

In a time of growing labour market polarization, a combination of 
measures is necessary to combat earnings inequality.101 As Jill Rubery 
writes: “The action of women themselves is not sufficient to bring about 
equality and it is the institutional context in which women are pursuing 
their careers that needs to change.”102 Exhortations to “lean in” reinforce 
the idea that individuals drive their own economic destiny, obscuring 
the reality that the choices of individual workers are constrained by their 
circumstances and the structure of the labour market itself—a labour 
market that is continually changing as new forms of inequality emerge, 
such as the proliferation of gig work and emergence of generative AI. For 
these reasons, it is critical to highlight the structural conditions necessary 
to combat gender inequality in all forms, including public policy and 
legislation governing labour markets and the social safety net.

Labour markets that are conducive to gender pay equality are 
those that are inclusive, where all workers are covered by employment 
standards, regardless of sector, job tenure or status; where there are 
high minimum wages and limits on top earnings’ where the freedom of 
association and related labour rights are protected. Gender-equal labour 
markets are also those that are transparent, where information on the 
wage structure is publicly available for companies and sectors, and where 
targeted measures are in place to address existing gender pay gaps and 
the undervaluation of women’s work. These institutions and practices are 
complemented by social and economic policies that facilitate women’s 
continuous employment, promote the sharing of care, encourage 
unionization, and help reduce the penalties currently attached to workers 
with care responsibilities, including paid leave, universal child care, and 
flexible workplace policies.103 It is the absence of these measures and 
institutional guardrails that allows discriminatory pay practices to remain 
invisible and the gender pay gap to persist.

2.3 Legal mechanisms that promote  
gender pay equality

Governments have a crucial role to play in establishing the foundations 
of a gender-just labour market. Legal mechanisms are key tools in this 
regard, setting standards at the international, regional and national levels 
on issues such as pay, paid leave and working conditions. ILO Convention 
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100 on Equal Renumeration of Men and Women for Work of Equal Value 
has been the most influential in the fight for equal pay. Introduced in 1951, 
it went beyond the concept of ‘equal pay for equal work’ recognized in 
human rights covenants and introduced the idea of ‘equal pay for work of 
equal value’, setting a new bar for governments in the pursuit of gender 
justice.104

Since that time, countries and regional bodies such as the European 
Union have incorporated the core principles of gender equality and 
non-discrimination in equality and human rights legislation as well as in 
national labour codes. Selected trade agreements also contain labour 
principles designed to improve working conditions and promote fairness, 
with a specific focus on wage equality, gender-based discrimination, 
and the elimination of violence in the workplace. A much smaller group 
of countries—just over half of ILO member states (98 of 187)105—have 
passed laws establishing a positive duty to ensure equal pay for work of 
equal value.

Across Canada and internationally, governments and policy-makers 
have used a variety of legislative tools and other measures to reduce pay 
disparities and to promote pay equality, each targeting different sources 
of gender discrimination, from programs encouraging girls to enter 
Science, Engineering, Trades, and Technology (SETT) subject areas106 and 
the expansion of paid care leave107 to efforts to boost the representation 
of women in management and governance108 and the expansion of 
collective and sectoral bargaining.109 Legislative mechanisms, for their 
part, have been introduced to help eliminate gender-based discrimination 
in the structures and processes that govern wage setting. These include 
guarantees of equal pay for equal work found in human rights law and 
employment standards, such as the Canadian Human Rights Act, which 
prohibits discriminatory hiring, firing, promotion, scheduling, hours, 
benefits, harassment, and unequal rates of pay for the same or similar 
jobs, as well as pay equity laws designed to counter the impact of 
occupational segregation and the undervaluation of “women’s work” by 
mandating employers to ensure that women receive equal pay for work of 
equal or comparable value.110

Gender-specific legal mechanisms have proven to be a crucial 
part of the tool kit, but they are insufficient, in their current form, to 
deliver on the promise of gender pay equality.111 The first generation 
of anti-discrimination laws was part of a significant push to codify 
labour rights after the Second World War, guaranteeing the protection 
of fundamental human rights and providing recourse for citizens to hold 
governments to account. Currently, human rights acts and labour codes 
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in Canada prohibit pay discrimination on the basis of sex, gender identity 
or gender expression.112 At the same time, these same laws have been 
shown to have limited impact in reducing the gender pay gap. For one, 
these mechanisms are usually complaint-based, placing the burden on 
individuals to prove discrimination, which is difficult, time-consuming, and 
very costly. Anti-discrimination laws also tend to be narrow in scope—in 
this instance, focusing on cases of discrimination between men and 
women within a specific job or occupation. As such, they do not provide 
assistance for women working in low-paid, female-majority occupations 
or industries (e.g., child care workers or clerical occupations) or attend 
to the structural causes of the gender pay gap, such the devaluation of 
“women’s work”.113

The acknowledged limitations and gaps in complaint-based human 
rights legislation spurred the pursuit of new legal mechanisms to combat 
gender pay disparities, focusing on the value attached to women’s labour 
and not to the job itself. Pay equity laws of different types emerged to 
address systematic wage gaps by requiring employers to evaluate and 
compensate jobs typically held by women and men, and to ensure that 
compensation practices are free from discrimination. More recently, some 
governments have introduced pay transparency frameworks, setting out 
reporting obligations for employers to publish standardized information 
on employee compensation—some calling, in addition, for related action 
plans to tackle wage disparities. Many countries are also bringing in 
additional regulations to enhance transparency in the hiring process by, 
for example, requiring employers to disclose expected salary ranges in 
public job postings and whether AI is being used in the hiring process.114

Pay equity laws, some dating back decades, have taken different forms 
in Canada and around the world, reflecting significant differences in 
objectives, scope (e.g., which sectors are covered and which sectors are 
not), measurement frameworks, reporting obligations and enforcement 
mechanisms. Some countries, for example, have pursued voluntary 
approaches, whereby employers are encouraged to pursue pay equity 
through the provision of guidance and resources but not mandated to 
do so. This highly flexible model, as exists in the United Kingdom, is 
largely focused on improving compensation practices and not eliminating 
the wage disparities themselves. Proactive approaches, by contrast, 
put the onus on employers to carry out a review of their compensation 
practices, identify gender wage disparities, and develop pay equity 
plans to eliminate gender discrimination over time. The goal of proactive 
approaches, as exists in Sweden, is to ensure that all workers, including 
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those concentrated in female-dominated occupations and industries, 
receive equitable compensation for their work.

2.4 Evolution of pay equity policy in Canada

This wide range in pay equity practice helps to explain the variation in 
approach and impact that we see in different jurisdictions—as highlighted 
in the evaluation literature discussed below. The Canadian experience 
is a case in point (see Appendix 3 for a timeline). As the number of 
women entering the labour market surged in the 1960s and 1970s, 
blatant employment and wage discrimination was difficult to ignore.115 
Women and labour allies came together to push for economic justice and 
recognition of the value of women’s labour, reflected in the call for equal 
pay for equal work in the landmark Royal Commission on the Status of 
Women, reporting in 1970. The commission report was one of the first 
analyses calling out the failure of all jurisdictions “to ensure that the 
principle [of equal pay] is universally observed.”116

Within Canada, legislation dealing with “equal pay for equal work” 
began to appear on the federal and provincial statute books as early 
as 1951. But as the commission stated: “Time after time it was made 
abundantly clear that some employers and unions are evading, if not the 
letter of the law, at least its intent.”117 The report goes on: “It is apparent 
that equal pay for equal work will not be a fact in Canada until all 
employers and unions accept the principle. Nor will it be a fact, human 
nature being what it is, until there is effective legislation to enforce the 
principle. By and large, Canadian legislation has failed to do this. Different 
pay scales do exist and women resent them.”118 It called on the federal 
government to take immediate action to ratify the 1951 Convention 100 
on Equal Pay for Work of Equal Value (Recommendation 5) and for all 
jurisdictions to introduce or strengthen existing legislation to reduce 
gender wage disparities, setting out detailed criteria for doing so 
(Recommendation 8).

The commission report set the stage for the next phase of policy 
reform. The federal government finally ratified ILO Convention in 1972 
and went on to include the principle of “equal pay for work of equal 
value” in the 1977 Canadian Human Rights Act, a year after Quebec, the 
first Canadian jurisdiction to do so. The new Canadian Human Rights 
Act was a significant moment, introducing pay equity provisions to the 
federal public service and federally regulated private-sector industries. 
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At the same time, as with existing human rights legislation, individual 
workers were required to file complaints and undertake to prove gender 
discrimination, creating an insurmountable barrier for many. With the 
assistance of unions, a lengthy list of pay equity complaints were filed 
against the federal Treasury Board and several large employers, such as 
Bell Canada, Canada Post and Air Canada. These complaints, predictably, 
took years to resolve, following a tortuous path through the Canadian 
Human Rights Commission and Tribunal and the federal courts.119 It took 
the Public Service Alliance of Canada (PSAC) 28 years (1983-2011) to 
resolve (and win) a pay equity dispute launched on behalf of clerical 
workers at Canada Post120 and 16 years (1983-1999) to secure a $3.6 
billion settlement for over 200,000 former and current federal employees 
in six female-dominated occupations,121 just two examples of many.

In 1977, the rate of employment among core-aged women workers (25 
to 54 years) was 49.6 per cent, one moment in a steep upward climb that 
would reach 69.8 per cent by 1990. As women expanded their footprint in 

Figure 3  / Employment rate among core-aged workers by gender
Workers 25 to 54, 1950-2025

Source  Melissa Moyser (2017); Statistics Canada. Table 14-10-0327-01  Labour force characteristics by gender and detailed age group, 
annual
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all sectors of the economy, issues of equal pay took on greater urgency.122 
Faced with the clear shortcomings of existing legal mechanisms, a group 
of provinces, led by Manitoba in 1986, followed by Ontario in 1987, Prince 
Edward Island in 1988, New Brunswick and Nova Scotia in 1989 and 
Quebec in 1996, moved to replace their complaint-based systems with 
proactive pay equity regimes. All of these new pay equity laws offered 
a more substantive approach to addressing gender pay discrimination 
arising from systemic occupational segregation not easily resolved 
through individual complaints.

It would be another 22 years before the federal government finally 
introduced its own proactive pay equity regime. Over these two decades, 
as pay equity litigation continued in the background, various efforts were 
made to advance the cause, including the release of several notable 
reports. In 2001, the Canadian Human Rights Commission tabled Time 
for Action, a special report on pay equity, recommending that a proactive 
system be established.123 In the same year, Dr. Beth Bilson was appointed 
to head an independent Pay Equity Task Force to review the federal 
pay equity system, resulting in the landmark report, Pay Equity: A New 
Approach to a Fundamental Right.124 Its core recommendation was also to 
replace the complaint-based model of pay equity with new stand-alone, 
proactive legislation similar to the models in place in Quebec and Ontario 
and to expand pay equity coverage to other marginalized workers as well 
as to part-time, temporary and casual workers.

In October 2005, the federal government responded to the Bilson 
Report stating that, although it recognized the contribution of the report, 
it “[did] not provide an adequate blueprint for the implementation of 
pay equity in a broad range of federally-regulated workplaces.”125 A few 
months later, a new Conservative government was elected and the 
discussion of pay equity was abandoned, only to reappear in 2009 when it 
introduced the Public Sector Equitable Compensation Act

putting the issue of pay equity into the hands of bargaining units 
and removing the right of federal employees to file complaints with the 
Canadian Human Rights Commission. Under the proposed legislation, 
unions were prohibited from encouraging or assisting members in filing 
pay equity complaints. These same unions immediately challenged the 
constitutionality of the proposed law in court. The act was never brought 
into force.

It was not until 2016, with the election of the Liberal Party, that the 
federal government finally committed to pay equity reform. It quickly 
struck another special committee to study the issue and provide 
recommendations for federal action,126 and, two years later, introduced 
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the Pay Equity Act, part of the Budget Implementation Act, 2018, nº2, 
Minister of Employment, Workforce Development and Labour Canada, 
Patty Hajdu, stated: “Proactive pay equity is not just the right thing to do, 
it’s the smart thing to do. The bottom line is that when people are treated 
fairly and are given an equal opportunity to succeed and to reach their full 
potential, we all benefit.”127

Modelled partially on legislation in Ontario and Quebec, federal 
employers in the public and private sectors with 10 or more employees 
are now required to develop and post pay equity plans in collaboration 
with bargaining agents and/or employee representatives and to 
take action to address systemic gender disparities, phasing in wage 
adjustments over three to five years. Plans are to be updated and posted 
every five years to ensure pay equity is sustained over time. A new Pay 
Equity Commissioner, a full-time member of the Canadian Human Rights 
Commission, oversees implementation and enforcement. The goal of the 
legislation, as stated in budget 2018, is to give “more Canadian women 
fair compensation for their hard work” and to “set the standard for how 
women’s work is valued in the workplace.”128

In the rest of Canada, after the initial flurry of activity between 
1986 and 1996, further expansion ground to a complete halt. It would 
be another two-plus decades before Newfoundland and Labrador 
would introduce proactive pay equity legislation, 34 years after the 
government entered into—and then reneged on—an agreement with 
the Newfoundland Association of Public Employees (NAPE) to address 
gender wage disparities in the provincial public service.129 The new 
legislation was a huge disappointment to women’s groups and the labour 
movement, applying only to permanent core public sector workers and 
failing to provide for independent oversight.130 The act is still not in force 
at this time; promised pay equity and new pay transparency regulations 
have not been released. And there have been no efforts to legislate 
proactive pay equity in Saskatchewan, British Columbia or Alberta.131

Territorial governments and local territorial employers, at their request, 
are currently exempted from the federal proactive legislation and rely 
on territorial human rights and employment standards legislation132 (see 
Appendix 5). The federal government can, at any time, issue an order 
in council setting out the date on which the Pay Equity Act will come 
into force in the three territories. It has indicated, however, that this 
would only take place if there was “interest [on the part of the territorial 
governments] in diverging from the status quo.”133

For their part, the six existing proactive pay equity regimes 
continued to evolve (and regress) over this time, with the election of 
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new governments, the outcomes of lengthy court cases, and continued 
advocacy of labour and gender equality groups (See Appendix 3). New 
Brunswick, for instance, replaced its Pay Equity Act in 2009, expanding 
coverage from the core public service to health and education and to 
Crown corporations. In addition, the act now requires that employers take 
action “to ensure pay equity is maintained” over time. More recently, the 
new Susan Holt government has announced its intention to expand pay 
equity coverage again to private sector employers and the care sector.134

The scale and scope of change was most marked in Ontario and 
Quebec—both proactive pay equity trailblazers—as the details of the 
systems were hammered out through negotiations between employees 
and employers, often involving complex and fractious legal disputes.135 
In 1992, the Ontario government introduced a new proxy method of 
comparison, allowing employers in the broader public sector to compare 
their female job classes’ pay and value to analogous female job classes at 
“proxy” employers that had already achieved pay equity136—a provision 
that was promptly repealed in 1996 by a new provincial government, 
then reinstated following a court challenge that deemed the repeal 
unconstitutional. Likewise, the pay equity law has changed over time in 
Quebec, for example, as a new reporting requirements were introduced 
in 2009 to boost low rates of compliance among employers (discussed in 
further detail below).

The other significant development has been the recent move of 
several provinces and the federal government to enact pay transparency 
regulations. This is part of a larger international movement to introduce 
and expand gender pay gap reporting. These laws are designed to shine 
a light on entrenched gender wage gaps and related discriminatory 
compensation practices, providing a set of tools that has proven useful in 
empowering employees during negotiations, fostering fair hiring practices 
and compelling organizations to address pay disparities. Today, many 
countries have transparency legislation or policies in place, ranging in 
impact from periodic pay disclosure to regular gender pay gap reports 
to more comprehensive pay audits and follow up.137 Iceland has created 
an independent body, the first of its kind, to certify that employers of 
25 or more employees meet Iceland’s Equal Pay Standard, an official 
certification that verifies they are paying all employees equally for jobs of 
equal value.

Pay transparency regulations are not new to Canada. Several 
provinces have public sector salary disclosure laws on the books, which 
require organizations to publish the names, positions and salaries 
of employees above a certain threshold. Ontario’s “Sunshine List” is 
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arguably the most famous Canadian example, introduced in 1996 as a tool 
to generate public support for the new elected Progressive Conservative 
government’s austerity program.138

Seven jurisdictions have now introduced (or are in the process of 
introducing) newer iterations of pay transparency, as described above. 
As of 2026, three—New Brunswick (2026), British Columbia (2023), 
and Newfoundland and Labrador (2022, not in force)—have introduced 
stand-alone pay transparency legislation, and four—Ontario (2024), P.E.I. 
(2022), Canada (2021), and Nova Scotia (2019)—have amended their 
employment standards to include various pay transparency provisions. 
Three other provinces—Alberta, Saskatchewan, and Manitoba139—
have no requirements. While Quebec doesn’t have a stand-alone pay 
transparency law, it does require gender pay audits every five years and 
many collective agreements, particularly in the public and para-public or 
broader public sectors, are publicly available. It has also announced it will 
introduce new requirements for job postings in 2026, including posting 
salary ranges and AI use notifications (see Appendix 4 for a description of 
the different pay equity regimes in Canada).

As part of annual reporting requirements under the federal 
Employment Equity Act, the federal government has developed a 
new website called Equi’Vision that provides comparable data on 
representation rates and pay gaps in federally regulated private-
sector employers with 100 or more employees, including federal crown 
corporations and other federal organizations.140 The tool provides 
information on the four equity groups currently designated in the 
legislation, including women, Indigenous Peoples, persons with 
disabilities, and members of visible minorities.141 Information on pay gaps 
is available by employer and in the aggregate by location, sector and 
occupational group.

2.5 Evaluating pay equity: Successes and failures

Much has been learned over the past 50 years as different governments 
have grappled with the design, process and implementation of pay 
equity legislation. The research clearly shows, as summarized by Megan 
Bowers and her colleagues, that “if designed correctly, by a government 
committed to closing the pay gap, they can be effective. However, such 
legislation can just as easily merely give the appearance the government 
is tackling the problem when in reality, accomplishing very little.”142
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Existing research indicates that the effectiveness of any pay equity law 
or set of regulations hinges on its policy design and institutional support. 
Each aspect or component affects policy impact and outcome.143 For 
example, proactive laws that place the burden of initiating and carrying 
out pay equity reviews and making wage adjustments on employers—in 
combination with clear accountability and enforcement—have been 
found to be more effective than voluntary or imprecise approaches, 
increasing compliance and reducing government costs.144 Voluntary 
approaches, such as those in the UK, can offer a great deal of expertise 
and support, but leave the door open to widespread employer avoidance 
and work-arounds, as demonstrated in the United Kingdom.145

The scope of pay equity programs is another key issue. The first pay 
equity laws in Manitoba and Atlantic Canada targeted public sector 
employers, including government departments and related agencies, and 
sometimes municipalities, hospitals and schools. Ontario broke ranks 
with its 1987 law, followed by Quebec in 1996, by extending pay equity 
legislation to public and private sector employees, expanding both reach 
and potential impact of its law.146

Differences in the definition of male or female dominant job 
classes, the formulas used to determine job “value”, for the purposes 
of comparison, and the processes for determining wage adjustments 
are all important decision points influencing policy impact. Clarity and 
coherence of pay equity regulations are important in any policy design, 
but especially so in efforts such as closing the gender pay gap that 
require a clearly articulated and equitable process as well as gender-
neutral methodologies to achieve success. Employers and workers and 
their bargaining agents come into negotiations with different objectives 
and substantially different levels of power. In such a context, the lack of 
direction on, for example, key definitions (e.g., employer or establishment) 
or on valuation of work process (e.g., what constitutes a gender-neutral 
job evaluation) can and has led to costly litigation and conflict, as has 
been the case in Ontario, described in the early years by Judy Fudge as 
a “litigation nightmare.”147 It creates the space for employers to delay and 
resist. It leads to the situation where low-waged women wait for decades 
for economic redress for blatant wage discrimination.

Another distinguishing feature of successful (or more successful) 
regimes is that they mandate detailed and regular reporting and 
ongoing monitoring and follow-up. This is a key weakness in many pay 
equity laws. It is one thing to prepare initial pay equity plans in a timely 
manner; it is equally important to require ongoing reports on progress 
and action taken to sustain pay equity over time. This demands clear 
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expectations and benchmarks, support for meaningful stakeholder 
engagement, sanctions for non-compliance—and a dedicated, well-
resourced government body to oversee the process, track progress, and 
enforce compliance. When reporting is voluntary, or poorly monitored, 
compliance falls dramatically.148

The primary focus of pay equity legislation is to close the gender pay 
gap by providing redress for female workers concentrated in lower-paying 
occupations and industries—lower paying precisely because of the 
presence of women. This set of policy tools holds out enormous potential 
as well for addressing the intersectional nature of discrimination 
because marginalized women are more likely to be found in the lowest-
waged jobs. Increasingly, there are calls to expand analysis and reporting 
beyond the gender binary to include differences in pay related to gender 
identity, age, family status, Indigenous status, racialized status, disability 
and more, and to develop related policy tools for tackling pay disparities 
arising from other systems of oppression as Canada’s Employment 
Equity Act does. Currently, for example, all federal pay equity plans must 
be compliant with the Canadian Human Rights Act, which requires that 
all genders be recognized, but much more can, and should, be done.149 
The federal Pay Equity Commissioner has stated that she is interested 
in further exploring what an intersectional approach to pay equity could 
achieve.“ To me, this is the next essential step in closing wage gaps and 
making a difference in the lives of women who have been left furthest 
behind.”150

To summarize: the most effective pay equity systems are those that 
are compulsory and comprehensive in scope, covering employees in the 
public and private sectors and female-dominated workplaces without 
sufficient male comparators. Policy goals, measurement frameworks 
and reporting requirements and timelines are clear and transparent, 
and support and resources are available to help employers and workers’ 
representatives effectively work together and to meaningfully engage 
employees in the process. Sufficient incentives for compliance and 
penalties for non-compliance are in place (e.g., publicizing gender pay 
gap reports, filing reports with public bodies, naming non-compliant 
firms, or issuing fines). An independent oversight body is also essential, 
with the resourcing needed to support the ongoing maintenance and 
enforcement of pay equity laws.

Forty years ago, Justice Rosalee Silberman Abella, in her final report 
for the Royal Commission on Equality in Employment, concluded that 
voluntary measures are “an unsatisfactory response to the pervasiveness 
of systemic discrimination in Canadian workplaces151… The choice for 
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government is between imposing and hoping for equality in employment, 
between ensuring the right to freedom from discrimination and its 
mere articulation. In a society committed to equality, the choice is self-
evident.”152 Forty years on, the body of evidence examining the design and 
implementation of pay equity provides further support for Justice Abella’s 
conclusions.

2.6 The Canadian experience

Pay equity legislation can be an effective tool for closing the gender pay 
gap, but it all depends on the design. Such has been the experience 
in Canada. As noted above, eight out of 11 jurisdictions have passed 
pay equity laws, two (Canada and Newfoundland and Labrador) only 
recently. A comparison of the “unadjusted” gender gap in hourly wages 
and annual earnings reveals that the jurisdictions without provisions 
for pay equity have larger pay disparities than those that do. As shown 
in Table 9, Alberta, British Columbia, Saskatchewan and Newfoundland 
and Labrador have consistently reported larger wage gaps than the six 
early pay equity adopters starting in the 1990s. This wasn’t the case in 
1986, when Nova Scotia and New Brunswick sat at the bottom of the 
league table. While the gender pay gap has narrowed over time among 
all jurisdictions, improvements have generally been smaller among these 
four pay equity laggards, depending on the time period—especially with 
respect to annual earnings. In the hourly wage data, we see that the 
spread between the province with the smallest gender wage gap (Prince 
Edward Island) and the province with the largest (Alberta) has grown, 
rising 9.3 percentage points between 1997 and 2025.

A review of these descriptive statistics is not conclusive, but it 
does suggest that the provinces with pay equity laws on the books are 
“better performers” than those that have refused to proactively address 
gendered wage disparities. The presence of pay equity legislation—and 
related employment standards and supports such as child care—is 
certainly an indicator of political willingness to attend to gendered wage 
discrimination. The chosen design speaks to the political willingness to 
carry through and deliver results.

The analysis below takes a closer look at the proactive pay equity 
regimes that have been introduced in Canada, with a focus on Ontario 
and Quebec. Of the initial group of six pay equity regimes, Ontario and 
Quebec stand apart as two of the most comprehensive and progressive 
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pieces of pay equity legislation in the world.153 Ontario and Quebec were 
the only provinces to mandate coverage of both public and private sector 
employers with 10 or more employees. They also incorporated many 
key elements now known to be associated with success, incorporating 
clear standards and methods of assessment set in legislation including 
one designed to close the gap of women working in female majority 
industries, mandated action plans with time-bound and measurable 
goals, and independent monitoring and enforcement. What has been 
their experience? What lessons do these jurisdictions offer for the rest of 
Canada and to the federal government now rolling out its new proactive 
pay equity regime?

Table 8 /  Pay equity laws in Canada, March 2026

Jurisdiction Canada BC AB SK MB ON QC NB NS PEI NL YK NWT NT
Human rights 
legislation, equal pay Yes Yes Yes No Yes No Yes No No Yes Yes Yes Yes No

Employment standards Yes No No Yes Yes Yes No Yes Yes No No Yes *** No

Pay equity legislation Yes No No No Yes Yes Yes Yes Yes Yes ** No No No
Proactive Yes No No No Yes Yes Yes Yes Yes Yes Yes No No No
Public sector covered Yes No No No Yes Yes Yes Yes Yes Yes Yes No No No
Para public services 
covered Yes No No No Some Yes Yes Some Some Some No No No No

Private sector covered Yes No No No No Yes Yes No No No No No No No
Female-dominated 
workplaces focus Yes No No No Yes Yes Yes Yes Yes Yes No No No No

Pay Equity Commissioner Yes No No No * Yes Yes No Yes Yes Yes No No No
Dedicated Pay Equity 
Tribunal Yes No No No No Yes Yes No No Yes No No No No

Maintenance required Yes No No No No Yes Yes Yes No No No No No No
Pay equity laws 
reference gender identity Yes No No No No No No No No No No No No No

Pay transparency 
legislation No Yes No No No No No Yes No No Yes No No No

Employment standards Yes No No No Yes No Yes Yes No No No

*  A recent study of pay equity in Manitoba notes that while Manitoba’s act estalbishes a pay equity bureau and commissioner, the authors 
could not find any evidence of the existence of either past 1995 Evans-Boudreau, et al. 2023. Tired of waiting. CCPA Manitoba Office.
**  Newfoundland pay equity regime has not been brought into force. 
***  In NWT, equal pay for work of equal value is established by Section 40 of the Public Service Act and applies to the GNWT public service, 
the NWT Power Corporation, and teachers.
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Ontario
Ontario’s Pay Equity Act, passed in 1987, was the first in Canada to require 
public and private employers with 10 or more employees to create and 
maintain pay equity compensation practices.154 Employers and their 
workplace partners are directed to use a “gender-neutral” comparison 
system to compare male and female job classes in each “establishment” 
to fairly assess whether women are being fairly paid for work of equal 
value. To this end, the act provides for flexibility, allowing for comparisons 
across occupations or “job classes” within establishments, and in 
circumstances where there are no male comparators, across employers 
or industries—even if the comparison is between seemingly very different 
types of work.155 If gaps exist—and are not the result of permissible 
differences such as merit pay—employers must make annual adjustments 
of at least one per cent of the previous year’s payroll until pay equity is 
achieved. Specific timetables for achieving pay equity are set out in the 
act.156

Any disputes that arise out of the negotiation or preparation of a pay 
equity plan or problems with enforcement of the plan can be the subject 
of complaints to the Pay Equity Commission and final review by the 
Pay Equity Hearings Tribunal. Apart from investigating, mediating and 
resolving complaints, the commission also provides information and 
education programs. There are penalties for retaliating against a person 
for exercising rights under the act, for obstructing justice, or for not 
complying with an order of the Hearings Tribunal, a maximum of $5,000 
(for an individual) or $50,000 (for employers and bargaining agents).

Evidence suggests that women in Ontario have directly benefited 
from pay equity, notably those working in the public and para-public 
sectors, receiving wage adjustments that would not have been possible 
in the absence of the law.157 The unique “proxy” provisions of the Ontario 
act provided a way to address the pay gap in predominantly female 
workplaces such as child care centres. The first wave of public and para-
public sector plans introduced through the mid-1990s helped to narrow 
the pay gap for workers.158 Over 100,000 women working in low-waged 
community services, for instance, received hundreds of millions of dollars 
in pay equity adjustments as a result of two separate court cases to 
enforce their rights under Ontario’s Pay Equity Act.159

At the same time, evaluations have also consistently noted important 
limitations with respect to the act’s reach, implementation and impact. 
First, and crucially, a significant number of women working in female-
dominated occupations and industries are not covered by Ontario’s (or 
Quebec’s) pay equity legislation. Roughly one in five employees in Ontario 
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work for firms that employ fewer 20 employees (excluding core public 
administration), and about seven per cent (almost 425,000) are employed 
in firms with less than five employees, a slightly larger share than in 
Quebec (at six per cent).160 Likewise, many female workers are self-
employed (10.2 per cent), the majority working on their own, while just 
over one in eight (12.3 per cent) are engaged in temporary employment, a 
large proportion of whom in low-paid private sector service work (Figure 
11).

These are precisely the sectors that could benefit hugely from 
pay equity or a similar set of tools but derive no benefit. Indeed, even 
the current law, with its focus on rectifying wage disparities within 
establishments, is poorly tuned to the realities of low-waged workers 
confronting intersecting sources of discrimination, working in very 
small businesses or organizations.161 The current push towards greater 
privatization and contracting out in the public sector portends even 
greater challenges ahead, threatening existing pay equity gains and 
pushing vulnerable female workers beyond the protection of the law.

Where pay equity legislation has had an impact—notably in large, 
public sector, unionized workplaces— it has been an extremely difficult 
and litigious process, a “litigation nightmare”, as described above. The 
Ontario legislation affords employers a lot of discretion and, in many 
instances, is weighted in their favour.162 Employers hold the sole legal 
responsibility, for example, for designing the job evaluation systems to be 
used, defining “establishment” boundaries, and managing compliance 

Table 9 /  Share and number of private firms and all employees by firm size, 2023

Canada Quebec Ontario Canada Quebec Ontario

Private firms
Less than 5 employees 75.4% 70.4% 77.2% 932,260 162,210 362,880
5 to less than 20 employees 16.9% 19.7% 15.6% 208,400 45,290 73,340
20 employees or more 7.7% 9.9% 7.3% 95,680 22,790 34,110

Employees (excluding Public Admin)
Less than 5 employees 6.6% 6.0% 6.8% 1,081,924 222,405 419,156
5 to less than 20 employees 13.7% 14.1% 12.6% 2,252,741 521,403 789,709
20 employees or more 79.6% 79.8% 80.6% 12,662,810 2,884,340 5,000,721

Source  Statistics Canada. Table 33-10-0088-01  Business Dynamics measures, by firm size, per province or territory; Statistics Canada. Table 
14-10-0214-01 Employment for all employees by enterprise size, quarterly, unadjusted for seasonality
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obligations. Employers are wholly responsible for pay equity maintenance 
and to ensure that new gender gaps in pay don’t emerge over time (no 
procedures are prescribed in law). At the same time, employers remain 
reluctant to undertake pay equity—sometimes due to ignorance or 
misunderstanding, sometimes due to concerns about cost and effort, and 
sometimes due to outright reluctance to pay higher wages on principle.163 
Time and again, over the last 30 years, unions have been forced to take 
employers—and the government—to court to conclude and honour wage 
settlements.164,165 Many non-unionized women missed the boat altogether 
because their employers ignored their obligations and they did not have a 
union to fight for them.

Unfortunately, there is no regular government reporting in Ontario 
on the number of employers who comply with the law or who have 
undertaken to review and report on their compensation practices. Nor is 
there a requirement on the part of employers to file their pay equity plans 
with the Pay Equity Commission unless ordered to do so as part of a 
complaint or formal investigation.166 Surveys of employers are conducted 
sporadically, none in recent years. One 2009 survey of employers 
found that “many employers have never done any form of pay equity.”167 
Another 2011 survey of broader public sector organizations eligible to 
use the proxy method revealed that just over one-third (35 per cent) had 
managed to close their wage gaps entirely, while others said it would take 
decades to do so.168

The Pay Equity Commission’s own caseload statistics show that 
the scale of their work—and the workers impacted—is relatively small 
compared to the size of Ontario’s female workforce. Over a six-year period 
between 2011 and 2016, $27.4 million in pay equity adjustments were 
paid out to roughly 8,000 employees in female job classes.169 According 
to figures in the most recent annual report, $8.8 million was paid out to 
about 4,400 workers between 2019-20 and 2024-25, a significant decline 
from the decade earlier.170

Given the size of Ontario’s pay gap, these figures reveal more 
about the resourcing available to the commission to do its work than 
the success of the legislation in reducing wage disparities. Without 
adequate funding, oversight bodies—and, by extension, any form of pay 
legislation—will be less effective. In 1992, the Pay Equity Commission 
and Tribunal employed and appointed 86 people and relied upon 28 
review officers for enforcement, with a budget of $6.8 million dollars 
($13.5 million in 2026 dollars).171 Following the election of the Progressive 
Conservatives 1995, the new government slashed their budget by over 
46 per cent and eliminated funding for the Pay Equity Legal Clinic. The 
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cutbacks continued when the Liberal government came to power in 2003, 
falling to $3.4 million ($5.2 million in 2026 dollars) by 2006, staff levels 
cut back to 32. Available resourcing has continued to erode. According 
to the 2024-25 annual report, the commission’s budget, including the 
tribunal, was roughly $3.4 million ($3.55 million in 2026 dollars), with a 
staff complement of 19 people. That’s 31.7 per cent less than in 2006 and 
73.7 per cent less than in 1992.

Singh and Peng, in their study of Ontario’s Pay Equity Act, concluded 
that the issues that have arisen, including its modest impact, are not so 
much a fault of the legislation, but rather its implementation—and its 
very small budget.172 Judith McDonald and Robert Thornton reach the 
same conclusion in their 2016 evaluation of the regime, attributing its 
“negligible effect on [Ontario’s] gender pay gap and employment ratio” to 
shortcomings in its legislative framework, accountability and enforcement 
mechanisms.173

That these shortcomings persist speaks to lack of political will to 
address gender wage discrimination and settle up with workers in a 
timely fashion. (The Liberal government in power from 2003 to 2018 
waited more than 10 years to strike a committee to study the issue, while 
the current provincial government promptly abandoned the effort and 
then suspended implementation of the new pay transparency legislation. 
In 2024, it introduced a weaker bill focused solely on requirements for 
job advertisements, disclosure rules on AI use, and prohibitions against 
requiring Canadian work experience.) Had it not been for the efforts of 
the tribunal and the courts in the face of recalcitrant employers and the 
government, women workers would have fallen further behind. Even 
today, women working in workplaces such as hospitals, school boards 
and universities have seen their pay gaps widen in situations where 
employers have not maintained equitable compensation practices over 
the years.174 Indeed, the method for maintaining pay equity in sectors 
where there are no male comparators has been the subject of legal 
dispute for well over a decade.175 Absent meaningful monitoring and 
enforcement, and dedicated funding to close the gaps, pay disparities 
persist.176

Quebec
The pay equity framework in Quebec, passed in 1996, has a very similar 
design to Ontario’s legislation.177 Like the Ontario statute, the legislation 
imposes positive obligations on employers with 10 or more employees 
in the public and private sectors. Likewise, the act sets out a process for 
identifying gender discrimination in compensation and developing pay 
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equity plans, tailored by firm size—a process that is supported by the 
Commission de l’équité salariale. Once pay equity plans are complete, 
employers must post the results in visible and easily accessible locations, 
including information on the rights and recourses of employees. They are 
expected to ensure that discrimination in pay does not re-emerge over 
time. But more recent reforms strengthening the processes for developing 
plans and introducing mandatory public reporting in 2009 set Quebec’s 
regime apart from Ontario’s, boosting employer compliance and in turn its 
efficacy and impact.

In the years following the passage of Quebec’s Pay Equity Act, there 
were problems with compliance, just as in Ontario. A 2002 survey of 
employers found that less than half of employers had completed a 
pay equity plan, while one-third hadn’t even started on it.178 Moreover, 
a loophole in the original law imposing less stringent requirements 
on government and other employers who had undertaken previous 
pay equity evaluations effectively reduced the act’s reach and impact. 
Contentious from the start, more than 60 court cases were filed 
challenging the inclusion of this “preferential” stream in the original 
legislation, a provision that was ultimately declared unconstitutional by 
the Superior Court in 2004.179 In 2006, the Quebec government reached 
a $825 million agreement with public sector unions to settle pay equity 
claims in the public and para-public sectors, increasing the wages of 
360,000 women workers by 6.5 per cent and paying back wages to 
2001.180,181

Commission de l’équité salariale (CES), with a larger budget and 
staff than its Ontario counterpart,182 was active through this period, 
publicizing the law183 and expanding available resources focusing on 
small- and medium-sized employers.184 And to boost compliance, the 
government amended the Pay Equity Act in 2009, introducing mandatory 
annual employer reports (Déclaration de l’employeur en matière 
d’équité salariale—DEMES) and comprehensive pay equity audits, to 
be completed every five years to assess and maintain progress over 
time.185 Fines for failing to meet obligations under the Pay Equity Act were 
strengthened and now range from $1,000 and $45,000, depending on the 
infraction and firm size.

According to a 2019 review of Quebec’s system, the 2009 amendments 
significantly increased program compliance among employers subject 
to the Pay Equity Act.186 In 2017, 92.1 per cent of targeted employers 
(32,300 enterprises) had completed an initial pay equity exercise,187 while 
69.2 per cent (21,000 enterprises) had completed their first pay equity 
maintenance audit as well.188 More than 12,000 employers, however, were 
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still behind schedule, with one or more of their reporting obligations. Of 
those, 1,200 were behind on two obligations.189

Of the many employers who submitted pay equity reports to the 
government in 2017, relatively few reported wage disparities—only 
13 per cent190 compared to 32 per cent in 2006, a time when compliance 
rates were much lower.191 A decline is not unexpected. Over time, as 
employers undertake regular reviews and adjust wage schedules, the 
gender pay gap can be expected to shrink. But as the report says, 
the findings, based on employer self-reports, need to be interpreted 
with caution. It notes that the proportion of employers undertaking 
pay adjustment climbs from 13 per cent to 39 per cent among those 
completing two additional maintenance assessments. Mandatory 
maintenance audits—and more detailed assessments of compensation 
patterns—are having an impact.

Higher rates of compliance are also delivering results for female 
workers. Between 2001 and 2017, for instance, nearly 365,000 employees 
in the public and para-public sectors received salary adjustments 
following the implementation of pay equity programs, ranging from 
2.94 per cent to 13.65 per cent.192 And more than 280,000 employees 
received wage adjustments as a result of the new system of pay 
equity audits introduced in 2009.193 These adjustments affected all 
job categories: office staff, technical services, professionals, and 
management. In total, the Quebec government paid $3.2 billion in pay 
equity payments to public and para-public sector employees over this 
time period.194

Between 1996 and 2023, Quebec’s unadjusted gender pay gap in 
annual earnings declined by 12.3 percentage points to 21.7 per cent, a still 
significant gap but lower than the national benchmark (28 per cent) and 
neighbouring Ontario (27.6 per cent). While there are many factors that 
influence wage disparities, Quebec’s pay equity regime, characterized by 
mandatory annual reporting and maintenance audits, high compliance 
rates,195 targeted supports for employers, and clear timelines for 
addressing wage disparities, appears to have helped narrow the gender 
pay gap. McDonald and Thornton found that Ontario’s pay equity regime 
had little impact on gendered wage disparities. By contrast, they conclude 
that Quebec’s gender wage gap in 2011 was approximately 3.8 per cent 
lower than it would have been had the 1996 Pay Equity Act not been 
implemented.196

All at a comparatively modest cost. In 2006, seven in 10 businesses 
reported that the financial impact on the payroll of addressing wage 
disparities was less than 1.5 per cent of total costs, and roughly the 
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same (67 per cent) in 2017.197 These findings are in line with the major 
ILO evaluation undertaken in 2006 that concluded that employers’ 
administrative compliance costs were not onerous, with public sector 
wage adjustments amounting to about two per cent of total payroll, and 
private sector adjustments much less.198

The same ILO evaluation identifies employer reluctance as a deep-
seated barrier to pay equity efforts in all countries. Employers point to 
the significant costs associated with undertaking pay equity in terms of 
human resources and financial cost. Many are also reluctant to equalize 
wages and pay retroactive awards—including the Quebec government, 
which attempted in their 2009 amendment to the Pay Equity Act to limit 
the retroactive liability of employers found to be discriminating against 
their female employees.199

According to a 2017 survey of Quebec employers, between 50 to 
60 per cent identified several negative effects of pay equity, including the 

Figure 4  / Gender gap in annual earnings, Ontario and Quebec
Workers 15 and older, 1987-2023

Note  Annual earnings for all workers based on wages, salaries and commissions of employees. Excludes self-employed.
Source  Statistics Canada. Table 11-10-0239-01  Income of individuals by age group, sex and income source, Canada, provinces
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significant investment in time required, the increased workload for staff, 
the rigid reporting framework, and related costs such consultants’ fees.200

But an even greater share—between 62 per cent and 78 per cent201—
felt that there were important positive effects too, such as a better 
understanding of job roles and labour processes, improved working 
relationships, higher productivity,202 and greater fairness within the 
company. Indeed, the longer an employer had been involved in doing pay 
equity evaluations, the more likely they were to report positive effects. 
This is an important lesson for all governments to consider.

Quebec’s proactive pay equity model is superior to the models that 
exist elsewhere in Canada. But it also has its flaws. Certain management 
positions and workers are explicitly excluded from the mandatory pay 
equity plan and compensation adjustments and pay equity plans tend to 
be confined to single bargaining groups, limiting potential comparisons. 
And, up until 2019, there was limited employee engagement in the 
evaluation and development process. Employers were required to 
post the findings of pay equity reviews and solicit employee questions, 
but they were not required to engage employees in the process itself. 
Indeed, the overwhelming majority (85 per cent) conducted mandated 
assessments on their own.203 Such a situation affords the employer great 
power to shape the resulting findings and outcomes.204

Pay equity legislation holds out tremendous benefits for women 
workers, and not only financial ones. Done well, workers report 
that pay equity fosters a greater sense of fairness, recognition and 
belonging, increased motivation at work and an improved working 
environment.205 These positive outcomes, however, hinge on transparency 
and engagement. Poor processes can easily generate great harm, 
undermining the wellbeing of workers and the functioning of the 
workplace. As has been the case in Quebec. In 2016, as the first wave 
of maintenance audits were being completed, while a constitutional 
challenge was wending its way through the courts, 11,613 complaints 
were filed by workers and their unions with the Commission de l’équité 
salariale.206

Amendments to the Pay Equity Act in 2019 now require employers to 
directly engage with employees in the development and review of pay 
equity assessments and to provide more detailed information on pay 
equity audit results. A summary of these consultation measures must be 
included with the first posting of the audit results. The second posting 
must also list the additional information requested by employees or their 
representatives, their observations and the means taken by the employer 
in response.
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Just as in Ontario, Quebec’s success has been the result of much 
struggle on the part of workers to create a robust, effective and just 
system to combat gender pay discrimination. And, as in Ontario, the 
courts have played a significant role in the evolution of Quebec’s regime, 
helping to preserve pay equity legislation from obstructive employers and 
governments bent on sidelining or repealing it.207 Even today, the Quebec 
government has yet to honour a 2024 agreement to increase the salaries 
and pay retroactive compensation to more than 30,000 clerical staff 
working in health and social services, 90 per cent of whom are women.208 
There is little hope of change or economic compensation for wage 
discrimination without the commitment of governments to gender justice.

2.7 Lessons for federal government

This review of proactive pay equity regimes in Canada confirms these 
laws (and pay transparency legislation), if designed correctly, by a 
government committed to closing the pay gap, can make a difference.209 
Canada is unique in that several different jurisdictions have adopted 
legislation aimed specifically at addressing the systematic undervaluation 
of many female-dominated occupations in a proactive manner. While 
the proactive pay equity systems in Canada—most fully developed in 
Quebec—may not have had their full intended impact, their shortcomings 
stem largely from design, compliance and implementation problems, 
evaluations confirm, rather than from any inherent flaw in proactive pay 
equity regimes themselves and the gender justice goals they pursue.

When the federal government agreed to replace its complaints-
driven system in the Canadian Human Rights Act with proactive pay 
equity in 2016, it was in a position to learn from the experiences of the 
Ontario and Quebec governments, as well as best practices from around 
the world.210 There was a robust discussion during the hearings of the 
parliamentary Special Committee on Pay Equity in 2016, reflected in its 
final report recommending that the government follow the blueprint (with 
some exceptions) set out in the comprehensive 2004 Bilson Task Force 
report.211 The next year, the government also hosted consultations with 
40 employers, employee representatives and civil society organizations. 
Many of these same groups submitted briefs to parliament when the Pay 
Equity Act212 was finally tabled in November 2018.213

The new act represents a tremendous advance over the complaints-
based system that stymied gender justice for years—and continues 
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to do so in other jurisdictions. In 1999, the federal government’s job-
classification system was found to be discriminatory, its work to create 
a “Universal Classification System” to ensure, among other goals, equal 
pay for work of equal value was scrapped as “unworkable” in 2003. The 
government continued to revamp its job classifications as the number of 
women working in public administration climbed through the early 2000s, 
increasing again in the last five years, but there are still female- and 
male-dominated occupations in the public service and a notable gender 
wage gap. In 2019, according to the last census, women earned 82 cents 
for every dollar a man earned in public administration per year and about 
86 per cents among workers in the federal government.214 The gender gap 
in hourly wages was smaller, roughly 90 cents on the dollar in the same 
year.215 Recent data from posted pay equity plans with federally regulated 
employers reveal some gender pay discrimination, as evidenced by both 
the large proportion of impacted female jobs classes and some sizeable 
pay gaps. Some pay equity plans have revealed wage adjustments of up 
to 18 per cent.216 The Pay Equity Commissioner’s most recent report to 
parliament notes that the average wage adjustment among employers 
reporting wage disparities in their annual statements (submitted in June 
2025) was $2.37 per hour.217 The introduction of proactive pay equity 
stands to benefit hundreds of thousands of workers in the broader public 
service and in federally regulated private businesses.218 The Parliamentary 
Budget Officer estimates that it will cost $385 million, ongoing, to 
eliminate gender wage discrimination, roughly 0.5 per cent of total payroll 
costs in 2026.219,220

These different figures point to the scale of the problem, yet several 
key provisions of the new federal regime compromise its own stated 
goals—in many instances ignoring what’s known about effective pay 
equity systems that deliver results for women workers. The federal 
regime sets out positive obligations on employers to identify and remove 
systemic gender discrimination in pay—but it is designed in such a way 
as to maximize employer flexibility and autonomy, opening the door to 
future resistance, conflict and litigation, and in turn, delayed justice for 
women workers. This is consistent with the suite of “feminist” policy 
measures introduced during the Liberal government’s tenure under 
Justin Trudeau. The excesses of capitalism, patriarchy and other forms of 
systemic oppression are acknowledged but the solutions on offer do little 
to disrupt existing relations of power.221

The tension between employers, employee representatives and 
civil society groups over the proposed legislation were clearly captured 
in the What we heard report released by Employment and Social 



61  / Dismantling gender pay discrimination in Canada

Development Canada in September 2018. Employers were “generally 
not supportive of creating new proactive pay equity legislation.”222 While 
they acknowledged the challenges of the complaints-based system, they 
argued that the focus should be on improving the current system and 
not on introducing a new set of legal obligations for employers. Failing 
that, employers stated, any new system should be narrowly focused 
and provide maximum employer flexibility and discretion to allow, for 
example, multiple pay equity plans under one employer and their choice 
of wage comparison method. Where employee representatives and 
advocates argued for comprehensive annual reporting to an oversight 
body, employers favoured simple reporting in the form of a checklist every 
two to five years, as they felt “annual reporting would be too onerous.”223 
Employers petitioned as well for limited employee engagement in the 
development of pay equity plans, believing that employees should be 
engaged in the process “in an advisory capacity rather than a decision-
making capacity.”224 They did not see the need for a standalone Pay Equity 
Commission and Tribunal.

As the Pay Equity Act reveals, employers’ demands substantially 
shaped its final goals and process. To start, the act’s stated purpose 
contains a qualifying phrase “while taking into account the diverse 
needs of employers”—a clause that is unprecedented in any other 
Canadian human rights legislation and actively subverts the legislation’s 
primary intent: to redress “systemic gender-based discrimination in the 
compensation practices.” As ILO expert Marie-Thérèse Chicha argued 
in her submission to the Finance Committee considering the legislation, 
“[t]he words “diverse” and “needs” open the floodgates to all sorts of 
arbitrary grounds employers might raise.”225 The inclusion of this text 
pits the rights of workers against employer needs, setting the stage for 
the same confrontational process and costly legal proceedings that 
characterize complaints-driven human rights adjudication processes.226

This, along with other provisions, provide a considerable number 
of opportunities for employers to avoid or ignore their obligations and 
drag out the process. The provisions facilitating the active engagement 
of bargaining agents in the development and maintenance of pay 
equity plans for medium- and large-sized employers227 is an advance 
over Ontario and Quebec, requiring that two-thirds of the membership 
represent the employees who are covered by the plan, but the section 
calling on employers to establish pay equity committees is weak, 
only entreating employers “to make reasonable efforts”—reasonable 
efforts broadly defined. 228,229 The Pay Equity Commissioner can levy 
Administrative Monetary Penalties (AMPs) of up to $50,000 for large 
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employers for employers in serious violations of the act or non-
compliance with orders from the Commissioner or Canadian Human 
Rights Tribunal.230 These types of penalties are rare and only imposed 
after an extensive process.231 The Labour Program of Employment and 
Social Development Canada, which oversees the Employment Equity Act, 
has only issued four monetary penalties to private sector employers in 
violation of the act since it was brought into force in 1986—the last time, 
in 1991, for a total of $3,000.232

Employers also have the upper hand in the development of the plans. 
The act states that employers must support the work of pay equity 
committees, for example, including covering the time of committee 
members and the sharing information. But the act also places the onus 
on all employee representatives (including non-unionized employees) 
to come to a unanimous decision or forfeit the employee-side vote in 
decision-making, allowing the employer’s decision to prevail by default. 
Unions could choose to file a dispute, but all unions and any non-union 
representatives would have to agree to proceed. Quebec’s law, by 
contrast, only requires a majority of votes by employee representatives, a 
much more equitable position.

The complexity of the process for identifying gender discrimination in 
pay presents its own set of barriers. Current metrics, methodologies and 
reporting standards don’t always surface the structures and processes 
that create and reproduce the undervaluing of women’s labour and can 
stymie just outcomes. Two different sections, for example, govern the 
identification of job classes under the federal Pay Equity Act. Section 
32 directs federally regulated employers or pay equity committees to 
group together positions with “similar duties and responsibilities”, “similar 
qualifications”, and those within “the same range of salary rates” as a job 
class. This is the process that is followed in Quebec, where committee 
members work through a process to closely detail individual positions. By 
contrast, Section 34 foregoes this process and deems that positions in the 
core public administration comprise a job class if they are “at the same 
group and level”, as unilaterally determined by the federal government. 
There are challenges as well in defining gender predominance233 and in 
creating the bands (or grouping of jobs) necessary for determining the 
value of work done in “female” job classes as compared to comparable 
“male” job classes. These choices make a significant difference to the 
outcome. Creating broad bands of jobs, for example, risks grouping 
lower-paid female jobs with women who now occupy traditional higher-
paying male jobs and/or lower-paid male jobs in the trades, thus masking 
systemic gender discrimination in pay through the use of average values 
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and reducing pay adjustments owed to women. There are no guardrails in 
the legislation for navigating these key decision points.

The stakes are high in the struggle to negotiate fair wages for women 
workers and the timeline for gender justice is a long one. Back in 2018, 
the proposed timeline between the passage of the act and the day that 
workers might receive restitution for gender pay discrimination was 10 
years. One year for the regulation development. Three years for pay equity 
plan development. Up to eight years for compensation and remedies to 
be paid out depending on the size of the workplace.234 This pre-supposed 
that the implementation of the act would be smooth but that has not been 
the case.

Early on, labour organizations warned of the need for clear regulations 
and direction, as well as sufficient time and resources to tackle the 
complexity of the task. The federal public service is the country’s largest 
employer and has a highly complex pay regime with 72 job classifications, 
80,000 pay rules, 18 unions, and dozens of collective agreements.235 
Today, PSAC and UNIFOR report that negotiations with employers are 
slow going and difficult, that several employers are not devoting the 
time nor resources needed to develop equitable and effective pay equity 
plans.236 In some instances, union partners are being cut out of the 
process altogether as employers bring in private sector consultants to 
complete their pay equity assessments.237 The Office of the Pay Equity 
Commissioner has been swamped with requests for information,238 
applications for extensions239 and dispute settlement.240 Deadlines 
for producing pay equity plans for many—including among federal 
government employers—have now been pushed out to 2027.

In a recent case with the Canadian Food Inspection Agency (CFIA), 
the CFIA—under pressure from the Treasury Board Secretariat—applied 
for an extension to force a review of a pay equity plan that had been 
successfully negotiated and reviewed and was about to deliver an 
estimated $15.9 million in wage adjustments to workers in a range of 
positions. Having raised no concerns about the process or chosen 
methodology during the plan’s development, the CFIA is now requesting 
additional time to explore the feasibility of using a different calculation 
method—a method that was originally reviewed and rejected by the pay 
equity committee—presumably in pursuit of a lower cost settlement. 
Public Service Alliance of Canada, the primary bargaining agent for the 
majority of CFIA employees, has filed an objection to employer’s request 
for an extension and a complaint for negotiating in bad faith. Women are 
being asked to wait, again, for compensation they are justly owed by an 
employer reluctant to pay.241
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The Office of the Pay Equity Commissioner, for its part, is scrambling 
to keep up because it has not received sufficient funding to fulfill its long 
list of statutory obligations. Budget 2018 set aside $5 million per year to 
finance the start up and ongoing operation of the Pay Equity Commission 
and its work,242 a small sum compared to the $13.5 million (2026 dollars) 
that the Ontario government allocated to the task in 1987. Detailed 
information about the ongoing spending and staff complement of the 
Commission is not available because it is combined in the reporting of 
the Canadian Human Rights Commission that advocates for human rights 
and provides oversight and dispute resolution under the authority of 
Canadian Human Rights Act, the Accessible Canada Act, the Employment 
Equity Act, the Pay Equity Act and the National Housing Strategy Act. 
In total, the CHRC spent $41.5 million in 2024-25, a figure that is set to 
decline by 13.2 per cent to $36.1 million by 2028-29, the full-time staff 
complement falling from 283 to 254,243 as the government moves forward 
with its austerity plan, further undercutting the commission’s capacity to 
deliver.

The government’s original estimates, published in the 2018 budget, 
suggest that establishing a proactive pay equity system could reduce 
the gender gap in hourly wages by about 2.7 cents for the core public 
administration (to 94.1 cents on the dollar), and by about 2.6 cents in 
the federal private sector (to 90.7 cents on the dollar).244 The Pay Equity 
Commissioner has pledged to improve the commission’s online services 
to support workplace parties in the development of their pay equity 
plans, including updated and expanded guidance tools and outreach 
activities, and to more quickly process and adjudicate the backlog of 
requests and disputes, but absent necessary funds to expand and train 
staff,245 it is difficult to foresee meaningful improvement in the current 
situation, or economic recompense for women workers experiencing 
wage discrimination, any time soon. Data from the first round of annual 
reports submitted in June 2025 reveal low compliance among federally 
regulated employers. The Pay Equity Commissioner received 643 annual 
statements representing only 12 per cent of all employers.246

Dr. Adelle Blackett’s comprehensive review of the efforts of the tiny 
group at Labour Canada to support, maintain and police Canada’s 
Employment Equity Act provides a cautionary tale.247 She concludes that 
the regulatory oversight of the system is “in need of quite fundamental 
repair”, providing little by way of economic incentive to comply or 
sufficient guidance to employers wanting to do the right thing. Indeed, 
the employment equity regime’s emphasis on persuasion and information 
sharing—on employer self-management—over more proactive regulatory 
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oversight works to incentivize non-compliance.248 Similarly, glaring 
gaps in the regulatory and accountability framework as well as grossly 
insufficient resourcing fundamentally undermine the system. As Blackett 
says: “Employment equity is the federal government’s commitment 
to substantive equality at work. It requires and deserves more than 
11 overworked auditors and poorly coordinated, bifurcated regulatory 
oversight.”249

The regulatory framework for pay equity is much more robust than the 
one provided in Canada’s outdated Employment Equity Act. Dr. Blackett 
highlights the role and responsibilities of the Pay Equity Commissioner 
as one to emulate. At the same time, the lack of financial resources and 
institutional capacity is common to both regimes. These are systems 
designed to fail. To quote Dr. Blackett again: “It is time to break out of the 
idea that equity work should be done on a nickel and a dime. If we are 
committed to championing employment equity in this global moment of 
rising intolerance, if we understand how critical substantive equality is to 
our workplaces, our economy as a whole, and our identity as Canadians, 
we must show it. Employment equity [and proactive pay equity as this 
report argues] requires real change; real support to implementation in 
workplaces; real auditing and oversight. If any one of the pillars is weak, it 
will remain highly unstable, and fail to achieve its results. If fortified, it can 
support societal inclusion and growth.”250
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Discussion  
and conclusions

Uneven progress in closing the gender pay gap

Around the world, various countries observe Equal Pay Day to mark the 
point in the calendar when women’s annual earnings “catch up” to men’s. 
This year in Canada, women needed to work until April 14th to catch up to 
the earnings of the average male worker in 2025.251

This works out to an overall gender gap in annual earnings of 
28 per cent. In dollar terms, women are making $19,000 less per year on 
average than their male peers, an astronomical $200 billion collectively in 
lost wages—the difference between what women would have made had 
they been paid the average male wage.

The gender pay gap has narrowed over the decades, notably in the 
last few years as women expanded their presence in the labour market, 
many moving into higher-paying jobs over time, but it still remains 
unacceptably wide, especially for those with caregiving responsibilities 
and among Indigenous and racialized women and women with 
disabilities.

The gender gap in wages and earnings between women and men of 
the same group or community is generally smaller and, in some instances, 
as among Black workers and Indigenous workers, much smaller. These 
same groups, however, continue to report very large gender pay gaps 
with non-racialized, non-Indigenous male workers—close to 40 per cent.

These findings also highlight the importance of unpacking headline 
statistics to identify and understand persistent wage differentials and the 
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systemic forces that sustain them over time. These include, for example, 
the negative wage penalty attached to motherhood and workers with 
other care responsibilities; gendered and racialized norms, biases and 
stereotypes around competence, leadership and likeability; lack of access 
to attendant care, accessible transportation or other accommodations; 
and the inequitable treatment of foreign credentials and related work 
experience.

As research into the intersectional character of the gender wage 
gap illustrates, there is no single “gender” or “race” or “disability” wage 
penalty (or wage premium), one added upon another. Rather, identities 
intersect in complex and nuanced ways, impacting a worker’s position in 
the labour market and the wages they command.252

Such an understanding is critical as well to identifying the diversity 
of interventions needed to improve the financial security and economic 
well-being of marginalized groups. As legal scholar Kimberlé Crenshaw 
stressed more than 30 years ago, bringing an intersectional lens to bear is 
essential to enacting effective public policy,253 including the combination 
of programs and policies, such as pay equity, required to successfully 
reduce gendered wage disparities and improve the material conditions of 
disadvantaged workers in Canada’s labour market.

Canada’s glacial progress in reducing gender wage disparities speaks 
to the scale of the challenge involved in rooting out gender discrimination 
within a context of increasing earnings and wealth polarization.

The robust employment recovery in 2021 and 2022 boosted the 
employment and wages of female workers, including those from 
historically marginalized groups, but it did not fundamentally change the 
bifurcated character of Canada’s labour market. Women and marginalized 
workers have found themselves on both sides of Canada’s two-track 
recovery complicating efforts to close the gender pay gap.

These challenges are made more difficult in the context of the 
attack on workers’ rights, the growing precarity of work arrangements, 
privatization of public services and increased contracting out, and now 
the growing number of vulnerable migrant and undocumented workers. 
They underscore the imperative to directly address gender wage 
discrimination through proactive pay equity and related investments in an 
equal and inclusive labour market.
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Pay equity: Where we’ve been  
and where we need to go

Continued progress in closing the gender pay gap is far from assured. 
Attention must be paid to protecting hard-won gains as well as to finding 
new opportunities for progress.254 Expanding and enforcing pay equity 
legislation is one essential tool in this task, designed to help “equalize” 
women’s wages in large swaths of the economy where there are no 
groups of male workers against whom to compare. Pay equity laws 
provide remedies for gender wage differentials for work that is not the 
same or similar, but for work found to be of equal or comparable value.255 
The absence of such measures allows discriminatory pay practices to 
persist, impacting the most precarious and low-waged of women workers.

As this review highlights, well-designed pay equity regimes make a 
difference in reducing the gender pay gap, as illustrated in Quebec. This is 
a benefit to all women, but especially important to the women working in 
undervalued jobs and industries such as the care economy where public 
and private employers have unjustly profited from their labour. Paying fair 
wages not only enhances women’s individual well-being and financial 
security but delivers the message that their work matters, that they 
matter, that fundamental human rights matter in all societies.

Canada was an early leader in introducing pay equity laws, but there 
is much to do to strengthen existing legislation and policy, starting with 
expanding access to best-in-class proactive pay equity in the provinces 
and territories that do not have any system in place. Among those that 
do, Manitoba, Prince Edward Island, Nova Scotia, New Brunswick, and 
Newfoundland and Labrador should take immediate action to expand 
coverage to a broader range of workers in the para-public and private 
sectors. And all jurisdictions should take steps to strengthen provisions 
for accountability, transparency and enforcement and to explore avenues 
for expanding access to casual, part-time and temporary workers and 
incorporating methods for assessing and responding to intersectional 
gender discrimination.

This includes the federal government. The 2018 Pay Equity Act 
represents a tremendous advance over the complaints-based system 
that stymied gender justice for years—and continues to do so in other 
jurisdictions. Yet several key provisions of the new federal regime 
compromise its own stated goals. The act sets out positive obligations on 
employers to identify and remove systemic gender discrimination in pay—
but it is designed in such a way as to maximize employer flexibility and 
autonomy, opening the door to resistance, conflict and delay. As of June 
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2025, only 12 per cent of federally regulated employers had completed a 
pay equity plan and submitted their first annual report.

Marie-Thérèse Chicha makes the point that “Pay equity policies are 
as much a matter of process—removal of discriminatory obstacles, e.g. 
gender biased job evaluation and remuneration systems—as

of the final results: achieving equal pay for work of equal value.”256 In 
other words, effective pay equity is all about the details.

To this end, for example, pay equity legislation should clearly 
establish the obligation of employers to achieve and maintain pay equity 
through the development of proactive pay equity plans, setting out clear 
objectives and definitions. It must require rigorous gender-neutral job 
evaluation methods that ensure women’s work is assessed on the same 
basis as their male peers.257 Where no male comparators exist within 
an organization, access to a proxy method or a comparable process 
must be established. It should also promote collaboration between 
all stakeholders, ensuring that employees and their representatives 
have meaningful roles in decision-making, and set strong standards of 
accountability and transparency via regular public reporting and equal 
pay audits.

Mandatory equal pay audits, like the system that now operates in 
Quebec, in combination with pay transparency requirements, have 
the potential to root out gender-biased job evaluation systems and 
pay practices. The success of these efforts, in turn, rests with well-
resourced oversight bodies, providing needed education and support 
to stakeholders, and serving as the avenue for investigating complaints, 
settling disputes, and issuing compliance orders. On this last point, 
present penalties for non-compliance remain weak or discretionary 
everywhere, including in Quebec. The absence of deterrence always 
operates to incentivize non-compliance as the evolution of employment 
law and standards in Canada clearly demonstrates.

The proactive pay equity regimes in Canada vary substantially in the 
degree to which they have embraced best practices and prioritized pay 
equity. Ontario and Quebec have the most developed provincial systems, 
forged over the last 40 years. Their experiences offer many lessons 
to those seeking to introduce and/or strengthen pay equity regimes, 
including the need for clear guidance, strong accountability and effective 
enforcement to drive outcomes. Indeed, the struggles of an under-
resourced federal Office of the Pay Equity Commissioner to build out a 
new pay equity drives home the importance of these observations.

Building a system that can effectively combat gender discrimination 
is not an easy task in terms of what’s required, on the one hand, and 
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the conflicting interests of the different parties, including governments 
as both employer and regulator, on the other. The new federal system 
affords a great deal of discretion for employers and space for resistance, a 
situation that constrains its ability to achieve equal pay for work of equal 
value among federally regulated workers, as we are currently seeing play 
out in real time.

The new federal legislation also represents a missed opportunity to 
address the needs of precarious workers258 and to establish a process 
by which complaints can be made “concerning violations of the principle 
of equal pay for equal work on the grounds of gender, membership in a 
visible minority, Aboriginal ancestry or disability,” as recommended in the 
2004 Bilson Task Force report.259 It is a particularly glaring omission in 
light of the government’s own Gender Budgeting Act, which requires an 
assessment of “the impacts in terms of gender and diversity of all new 
budget measures [and]…existing Government of Canada expenditure 
programs” that came into effect when the new Pay Equity Act passed in 
2018.

All the literature on proactive pay equity stresses that comprehensive 
pay equity laws are essential in the fight to reduce the gender wage gap 
and the impact of historical discrimination, but there are limits to what it 
can achieve. Policies to reduce gender pay equality need to be developed 
in tandem with policies to reduce wage inequality overall, as well as those 
that address the other forms of gendered discrimination in the labour 
market and penalties attached to motherhood and caregiving. Low-
waged and precarious workers, for example, fare much better in countries 
where the overall inequality in wages is smaller and strong employment 
standards, such as access to flexible hours and pro-rated benefits for 
part-time work, are in place.

Likewise, access to high-quality community supports such as child 
care and attendant care—tailored to the diverse realities of women and 
their families—is also a fundamental plank in the multi-pronged strategy 
needed to close the gender wage gap.260,261 This has been a key dimension 
of the experience in Quebec, which introduced low-cost public child 
care services and an accessible and generous parental leave system at 
the same time as proactive pay equity in the late 1990s. These programs 
have been shown to work together to boost women’s employment and 
earnings and enhance the financial well-being of all family members.262 
Improving the wages and the working conditions of the workers in these 
jobs, in turn, is another assured strategy for reducing Canada’s gender 
wage gap. “A serious pay strategy has to value both the people who need 
care and the people who provide it.”263
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It is difficult to understate the importance of unions in the fight to 
eliminate gender discrimination in the labour market.264 Trade unions 
not only play a pivotal role in the development and implementation 
of proactive pay equity plans through all of its stages, but also in 
the negotiation of gender-just collective agreements that deliver fair 
scheduling, pro-rated benefits, professional development, and strong 
protections against discrimination and harassment. Indeed, Nordic 
countries tend to be less dependent on legal mechanisms, such as pay 
equity, due to high trade union membership and high voluntary collective 
bargaining coverage.265 In Canada, initiatives to expand union coverage, 
especially in the private sector, where the unionization rate hovers near 
15 per cent and an even lower 12 per cent among women,266 are one of 
the most important strategies for expanding the reach and impact of pay 
equity across the country.

It’s been 75 years since the ILO resolution 100 on equal pay for work of 
equal value was adopted, and more than 50 years since it was ratified in 
Canada. Yet there’s still a long way to go to realize economic justice for 
women and others fighting for decent wages and good jobs. The struggle 
for pay equity offers many lessons for advancing women’s rights and 
gender equality. The imperative now is to apply these lessons in service of 
a more resilient and inclusive labour market and gender-just future.
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Appendix 1
Defining terms and concepts

A.1.1 Data sources and key variables

The analysis provided in this report is based on Statistic Canada’s 
Labour Force Survey (LFS) and Canadian Income Survey (CIS), which is 
administered to a sub-sample of the LFS. Both surveys provide estimates 
of earnings broken down by a common set of personal characteristics, 
such age, gender, employment equity groups, and family characteristics, 
as well as by occupation and industry, nature of the job and union status 
of workers.

Prior to 2022, the LFS collected information on the sex of respondents, 
as recorded by the interviewer based on presentation. The LFS now 
complies with Statistics Canada’s new sex and gender standards, 
which distinguish between sex assigned at birth and gender identity or 
expression. This new suite of questions was used on the 2021 census and 
is being implemented across Statistics Canada’s survey portfolio. Labour 
market data by the new gender variable were first published in January 
2025.

Gender data are now aggregated into two categories: men+ and 
women+, including individuals who are cisgender, transgender, and 
non-binary persons distributed across each group. Statistics Canada 
uses this two-category variable in these surveys to prevent disclosure of 
identifiable data for lower levels of geography.267

Labour market data for “visible minority” population groups—as 
defined in the 1986 Employment Equity Act—have been available since 
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the spring of 2022, including for the following groups: South Asian, 
Chinese, Black, Filipino, Arab, Latin American, Southeast Asian, West 
Asian, Korean and Japanese.268 The “visible minority standard” is currently 
under review as part of the federal government’s pledge to update the 
Employment Equity Act.269 Its use has come under sustained challenge 
from a range of stakeholders, including the United Nations (UN) 
Committee on the Elimination of Racial Discrimination.

In its final report, the Employment Equity Act Review Task Force, 
chaired by Adelle Blackett, recommended replacing the term visible 
minority with racialized worker, noting that “the language of ‘visible 
minority’ has been almost universally criticized, and the task force 
received substantial requests to have it changed.”270 In 2023, the 
government initially signalled its willingness to replace the term “visible 
minorities” with “racialized peoples”271 but no further action has been 
taken. In this report, the term “racialized peoples” is used.

Labour market data for the Indigenous population have been available 
since the fall of 2008, including First Nations, Métis and Inuit. Indigenous 
Peoples living on reserve and in other provincial Indigenous settlements 
are excluded from both surveys. Given the high levels of poverty in 
these communities, their exclusion from the LFS and CIS means that 
the earnings information must be interpreted with caution—and that the 
analysis of wages and earnings presented here will be an underestimate.

Information on people with disabilities is now collected on the Labour 
Force Survey and Canadian Income Survey using a set of Disability 
Screening Questions (DSQ) based on the social model of disability. The 
DSQ first measure the degree to which difficulties are experienced across 
10 domains of functioning, then ask how often daily activities are limited 
by these difficulties. Only persons who report a limitation in their day-to-
day activities are identified as having a disability.

A.1.2 Measuring wage disparities:  
The gender pay ratio and the gender pay gap

There are a variety of ways to measure and present the gender pay 
gap, each of which provides a different lens for tracking and analyzing 
male and female earnings over time. The gap is typically presented as 
either the ratio of women’s earnings expressed as a proportion of men’s 
earnings (e.g., women earn an average of 87 per cent of what men do) or 
as the size of the gap itself (13 per cent in this example).
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The size of the pay gap will vary according to the measure chosen 
(e.g., hourly or annual earnings) as well as the statistic used to represent 
“typical” earnings (e.g., the average or the median).272 It will also vary for 
different groups, such as by age (e.g., all workers vs core-aged workers), 
job tenure (e.g., full-time vs part-time), industry or occupation, and the 
like.

The hourly wage and annual earnings are commonly used in Canada 
and internationally to measure the gender pay gap. Each provides 
valuable information and insight on the workings of the Canadian 
labour market. Each measure also reflects biases that are important to 
acknowledge in the discussion of public policy, particularly with respect 
to women’s labour.

The average hourly wage, for example, is the standard metric used in 
multivariate methods of data analysis designed to isolate different factors 
impacting the wage gap. It is “the most restricted measure” of the gender 
pay gap, commonly used by economists to capture the per-unit price of 
labour, irrespective of hours work or other differences in labour supply. 
These analyses assume that all workers are rational actors pursuing their 
individual economic interests in the marketplace, and by extension, that 
women freely choose to work fewer hours than men do in jobs that are 
poorly paid.

Average annual wages, on the other hand, including those who work 
on a part-time and/or part-year basis, are a much better measure of the 
realities of women’s and men’s lives, reflecting all the ways in which the 
gendered norms, practices and institutions shape women’s labour market 
participation and rates of pay. This measure is commonly used by feminist 
researchers and gender equality organizations to provide a more fulsome 
accounting of women’s economic well-being, providing a jumping off 
point for unpacking the factors that contribute to and sustain the gender 
pay gap.

Our report uses both measures to provide a comprehensive picture of 
the gender pay gap in Canada, recognizing the strengths and weaknesses 
of each measure and the limitations of available data sources.

For an excellent summary of the literature on the gender pay gap, see 
Anna Evans-Boudreau et. al, 2023. “Appendix F: The Gender Pay Gap in 
Canada: A Literature Review,” in Tired of waiting: Rectifying Manitoba’s 
pay gap, Canadian Centre for Policy Alternatives—Manitoba Office.

https://www.policyalternatives.ca/wp-content/uploads/attachments/Pay%20Equity%20full%20report.pdf
https://www.policyalternatives.ca/wp-content/uploads/attachments/Pay%20Equity%20full%20report.pdf


75  / Dismantling gender pay discrimination in Canada

A.1.3 Key concepts

Equal pay for equal work (or pay equality)—and the prohibition 
of gender discrimination in employment—are set out in federal and 
provincial human rights codes and employment standards legislation. 
These laws guarantee a woman equal pay for equal, or substantially 
similar, work as a man. These provisions are narrow by definition, only 
providing recourse to female workers undertaking the same work as 
their male peers. They apply broadly to all workers. The onus is typically 
on individual workers, often with the support of a union, to pursue a 
complaint to secure redress with the relevant tribunal or court.

Equal pay for work of equal value (or pay equity) is a broader 
concept designed to address and prevent pay disparities between men 
and women who are performing dissimilar jobs of equal value. These laws 
guarantee that a woman, or a female “job class”, will receive the same pay 
for work of a comparable value as an identified male comparator. These 
laws require employers to develop plans or measures to compare male 
and female work by assessing their skill, effort, responsibility and working 
conditions. Pay equity laws are “proactive” in that they place the onus on 
employers to establish equitable compensation practices.

Pay equity regimes now exist in Manitoba, Ontario, Quebec, New 
Brunswick, Nova Scotia, Prince Edward Island and at the federal level. 
Saskatchewan and British Columbia have not enacted pay equity laws 
but have historically used pay equity policy frameworks in collective 
bargaining with specific public sector employees. Newfoundland and 
Labrador introduced pay equity and pay transparency legislation in 2022 
but the regulations supporting implementation have not been released. 
Alberta has not passed pay equity legislation, nor does it use a pay equity 
framework.

Pay transparency policies are another important toolkit that 
requires employers to disclose information about their compensation 
practices, such as including salary ranges in job postings, prohibiting 
them from asking applicants about their pay history, and preventing 
retaliation against employees who discuss their pay. Some laws also 
require employers to file pay transparency reports, broken out for 
selected demographic groups, including women. To date, Prince Edward 
Island, Newfoundland and Labrador, Ontario, British Columbia and the 
federal government are the only jurisdictions that have introduced pay 
transparency requirements.

For a discussion of equal pay and the principle of equal remuneration 
for men and women for work of equal value, as set out in the Equal 
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Remuneration Convention, 1951 (No. 100), see Martin Oelz, Shauna Olney 
and Manuela Tomei. 2013. Equal Pay: An introductory guide, International 
Labour Organization.

https://www.ilo.org/sites/default/files/wcmsp5/groups/public/%40dgreports/%40dcomm/%40publ/documents/publication/wcms_216695.pdf
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Appendix 2
Data profile, Canada  
and the provinces
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Table 10 /  Gender pay gap in Canada
See page 100 for notes and sources for tables 10-20

Average hourly wage* Average annual earnings*

2019 2022 2024 2025 2019 2022 2023
Total 13.3% 13.3% 12.6% 11.9% 28.6% 28.9% 28.0%

Job tenure
Full-time 11.9% 11.4% 11.0% 10.2% 24.1% 23.1% 22.4%

Age
15 to 24 years 6.8% 5.9% 5.9% 6.9% 20.2% 19.1% 18.0%
25 to 54 years 13.0% 13.0% 12.2% 11.3% 27.9% 29.0% 27.8%
55 years and older 16.7% 16.4% 16.6% 16.0% 36.6% 32.9% 33.3%

Gender pay gap: Within group comparisons
Indigenous status
Indigenous (total) 9.4% 8.7% 11.9% 10.5% 34.1% 23.3% 26.7%
First Nations 3.6% 5.2% 8.2% 7.0% 24.3% 26.2% 23.2%
Métis 13.7% 11.9% 15.3% 13.9% 42.6% 20.9% 30.4%

Non-Indigenous 13.4% 13.5% 12.6% 11.9% 27.9% 27.5% 26.5%

Disability status
Workers with disabilities - 10.7% 11.7% 8.0% 18.6% 25.5% 24.9%
Workers without disabilities - 14.1% 13.1% 12.6% 28.1% 29.0% 27.1%

Racialized status
Racialized workers (total) - 15.0% 12.2% 11.6% - 26.3% 25.0%
South Asian - 18.0% 14.4% 5.7% - 31.7% 33.6%
Chinese - 14.3% 11.5% 13.2% - 26.5% 12.8%
Black - 8.2% 5.0% 12.8% - 18.5% 12.4%
Filipino - 4.3% 6.6% 6.8% - 13.4% 20.3%
Arab - - - - - 35.6% 42.6%
Latin American - - - - - 20.2% 26.2%
Southeast Asian - - - - - 31.1% 24.3%
Other racialized group - 17.7% 14.4% 13.1% - 31.3% 28.4%

Non-racialized / white workers - 12.0% 12.5% 11.3% - 27.6% 27.0%

Immigration status
Landed immigrants (total)** 16.3% 17.7% 15.7% 15.0% 31.0% 29.8% -
Ten or less years 17.9% 19.2% 15.7% 15.1% 33.3% 35.1% -
More than ten years 16.1% 17.4% 16.4% 15.6% 31.0% 28.2% -

Non-landed immigrants** 16.3% 16.5% 11.0% 10.5% - - -
Canadian-born 11.8% 10.9% 11.4% 10.3% 26.8% 26.6% -
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Average hourly wage* Average annual earnings*

2019 2022 2024 2025 2019 2022 2023

Gender pay gap: Relative to non-Indigenious, non-disabled, non-racialized and Canadian-born men, respectively
Indigenous status
Indigenous (total) 19.2% 19.1% 21.2% 17.7% 40.6% 37.0% 37.0%
First Nations 19.7% 19.9% 21.2% 19.0% 40.2% 43.1% 39.3%
Métis 18.9% 18.4% 21.0% 16.6% 40.9% 30.6% 34.9%

Non-Indigenous 13.4% 13.5% 12.6% 11.9% 27.9% 27.5% 26.5%

Disability status
Workers with disabilities - 16.3% 16.7% 14.1% 39.7% 38.4% 37.3%
Workers without disabilities - 14.1% 13.1% 12.6% 28.1% 29.0% 27.1%

Racialized status
Racialized workers (total) - 21.6% 21.2% 20.8% - 32.7% 32.6%
South Asian - 21.7% 21.1% 25.1% - 34.2% 35.7%
Chinese - 10.6% 8.0% 20.4% - 20.9% 14.1%
Black - 24.4% 25.6% 8.9% - 35.8% 38.6%
Filipino - 29.7% 30.3% 29.6% - 33.7% 36.1%
Arab - - - - - 42.4% 39.5%
Latin American - - - - - 36.6% 37.5%
Southeast Asian - - - - - 32.6% 35.5%
Other racialized group - 22.4% 21.8% 21.0% - 34.9% 32.6%

Non-racialized / white workers - 12.0% 12.5% 11.3% - 27.6% 27.0%

Immigration status
Landed immigrants (total)** 18.8% 17.5% 17.6% 16.3% 30.6% 30.9% -
Ten or less years 28.6% 24.0% 24.0% 22.2% 42.0% 44.2% -
More than ten years 14.5% 14.7% 14.4% 13.3% 26.2% 24.4% -

Non-landed immigrants** 25.6% 24.5% 31.0% 31.7% - - -
Canadian-born 11.8% 10.9% 11.4% 10.3% 26.8% 26.6% -

Note  Shaded cells are rated E quality: use with caution.
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Table 11 /  Gender pay gap in British Columbia

Average hourly wage* Average annual earnings*

2019 2022 2024 2025 2019 2022 2023
Total 16.8% 16.9% 13.5% 12.8% 32.9% 32.9% 31.3%

Job tenure
Full-time 16.7% 15.3% 11.8% 12.0% 26.3% 29.9% 25.2%

Age
15 to 24 years 7.8% 6.9% 5.9% 5.9% 24.3% 20.5% 24.7%
25 to 54 years 17.1% 16.5% 13.8% 13.7% 29.9% 32.2% 30.8%
55 years and older 19.5% 20.6% 15.4% 14.9% 41.8% 40.1% 33.1%

Gender pay gap: Within group comparisons
Indigenous status
Indigenous (total) 13.3% 12.8% 13.1% 13.0% 54.4% 28.5% 19.5%
First Nations 14.5% 14.8% 9.1% 5.3% 49.8% 24.5% 8.7%
Métis 10.9% 11.0% 18.3% 21.7% 60.8% 33.9% 34.3%

Non-Indigenous 16.9% 17.1% 13.4% 12.9% 31.8% 34.4% 31.9%

Disability status
Workers with disabilities - 12.3% 17.4% 9.5% 18.5% 29.5% 31.6%
Workers without disabilities - 16.9% 15.2% 16.3% 26.7% 34.7% 29.2%

Racialized status
Racialized workers (total) - 16.7% 11.2% 14.1% - 30.8% 29.3%
South Asian - 18.7% 13.8% 13.8% - 28.3% 38.6%
Chinese - 13.2% 8.9% 15.8% - 29.3% 16.6%
Black - 22.2% 7.0% 15.7% - 37.9% 18.9%
Filipino - 8.4% 3.0% 7.4% - 13.6% 9.6%
Arab - - - - - . .
Latin American - - - - - 27.9% 41.3%
Southeast Asian - - - - - 31.4% 44.4%
Other racialized group - 20.2% 13.7% 14.9% - 42.4% 30.3%

Non-racialized / white workers - 16.2% 14.3% 11.7% - 35.5% 32.3%

Immigration status
Landed immigrants (total)** 18.6% 21.2% 16.5% 17.4% 34.6% 37.3% -
Ten or less years 20.4% 22.5% 19.8% 14.5% 34.8% 39.9% -
More than ten years 18.2% 20.7% 15.1% 19.4% 34.8% 36.5% -

Non-landed immigrants** 22.5% 20.3% 12.5% 12.4% - - -
Canadian-born 15.5% 13.9% 11.9% 10.0% 27.9% 31.2% -
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Average hourly wage* Average annual earnings*

2019 2022 2024 2025 2019 2022 2023

Gender pay gap: Relative to non-Indigenious, non-disabled, non-racialized and Canadian-born men, respectively
Indigenous status
Indigenous (total) 23.4% 24.5% 21.5% 17.4% 56.4% 46.4% 38.1%
First Nations 26.2% 27.0% 21.3% 16.2% 56.2% 47.2% 35.1%
Métis 19.7% 21.2% 21.7% 18.7% 57.8% 45.4% 41.6%

Non-Indigenous 16.9% 17.1% 13.4% 12.9% 31.8% 34.4% 31.9%

Disability status
Workers with disabilities - 18.0% 18.4% 14.2% 36.3% 37.5% 40.6%
Workers without disabilities - 16.6% 15.5% 16.3% 26.7% 34.7% 29.2%

Racialized status
Racialized workers (total) - 25.2% 24.4% 22.2% - 40.2% 36.5%
South Asian - 26.6% 27.0% 29.4% - 38.6% 42.6%
Chinese - 20.1% 16.8% 25.7% - 37.8% 29.0%
Black - 29.5% 29.1% 14.6% - 44.5% 39.3%
Filipino - 30.6% 31.0% 25.5% - 38.6% 31.3%
Arab - - - - - . .
Latin American - - - - - 39.0% 44.2%
Southeast Asian - - - - - 42.7% 42.5%
Other racialized group - 25.1% 24.1% 22.5% - 43.8% 34.7%

Non-racialized / white workers - 16.2% 14.3% 9.9% - 35.5% 32.3%

Immigration status
Landed immigrants (total)** 23.9% 19.8% 18.2% 17.7% 30.6% 35.3% -
Ten or less years 32.7% 22.8% 23.5% 22.8% 37.4% 43.4% -
More than ten years 20.1% 18.3% 15.6% 15.1% 28.0% 32.1% -

Non-landed immigrants** 30.8% 25.7% 32.2% 33.8% - - -
Canadian-born 15.5% 13.9% 11.9% 10.0% 27.9% 31.2% -

Note  Shaded cells are rated E quality: use with caution.
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Table 12 /  Gender pay gap in Alberta

Average hourly wage* Average annual earnings*

2019 2022 2024 2025 2019 2022 2023
Total 17.4% 17.6% 18.3% 18.1% 33.0% 37.8% 36.3%

Job tenure
Full-time 15.9% 15.1% 16.5% 16.0% 25.8% 30.1% 28.0%

Age
15 to 24 years 7.4% 7.9% 7.7% 11.7% 33.5% 30.6% 18.4%
25 to 54 years 17.4% 18.5% 17.9% 17.4% 29.6% 38.9% 35.1%
55 years and older 19.8% 15.7% 22.1% 21.8% 43.8% 34.4% 45.9%

Gender pay gap: Within group comparisons
Indigenous status
Indigenous (total) 16.2% 14.1% 26.0% 18.8% 42.9% 42.2% 40.0%
First Nations 13.5% 10.2% 22.2% 13.8% - 60.3% 44.6%
Métis 18.0% 15.9% 29.2% 21.3% 50.1% 29.6% 36.4%

Non-Indigenous 17.5% 17.8% 17.8% 18.0% 31.6% 36.8% 34.2%

Disability status
Workers with disabilities - 11.0% 16.7% 12.2% 12.8% 38.0% 27.3%
Workers without disabilities - 16.7% 15.4% 16.9% 32.7% 33.6% 30.7%

Racialized status
Racialized workers (total) - 17.8% 14.8% 14.2% - 26.3% 29.1%
South Asian - 20.3% 18.3% 11.9% - 34.4% 51.3%
Chinese - 20.5% 17.4% 16.4% - 20.7% 1.8%
Black - 13.4% 11.0% 13.0% - 33.0% 13.9%
Filipino - 5.5% 7.3% 10.2% - 17.2% 37.7%
Arab - - - - - - -
Latin American - - - - - - 20.6%
Southeast Asian - - - - - - 25.0%
Other racialized group - 21.2% 15.8% 15.0% - 33.3% 49.5%

Non-racialized / white workers - 16.8% 19.2% 18.4% - 39.7% 35.5%

Immigration status
Landed immigrants (total)** 18.1% 20.3% 16.1% 16.6% 29.2% 29.7% -
Ten or less years 20.3% 22.5% 17.0% 12.7% 29.7% 47.7% -
More than ten years 16.8% 20.0% 16.7% 18.8% 30.5% 15.3% -

Non-landed immigrants** 12.2% 18.3% 19.1% 19.4% - - -
Canadian-born 17.0% 16.0% 18.7% 17.6% 31.2% 39.4% -
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Average hourly wage* Average annual earnings*

2019 2022 2024 2025 2019 2022 2023

Gender pay gap: Relative to non-Indigenious, non-disabled, non-racialized and Canadian-born men, respectively
Indigenous status
Indigenous (total) 22.8% 22.3% 26.2% 22.2% 46.1% 41.6% 36.7%
First Nations 21.8% 18.8% 25.6% 20.2% - 55.6% 38.7%
Métis 23.6% 24.4% 26.5% 23.4% 46.0% 32.6% 34.5%

Non-Indigenous 17.5% 17.8% 17.8% 18.0% 31.6% 36.8% 34.2%

Disability status
Workers with disabilities - 17.5% 24.8% 23.1% 37.5% 45.3% 41.2%
Workers without disabilities - 16.2% 14.9% 16.9% 32.7% 33.6% 30.7%

Racialized status
Racialized workers (total) - 29.6% 32.2% 29.7% - 47.4% 47.3%
South Asian - 30.9% 33.6% 31.6% - 53.5% 60.9%
Chinese - 17.8% 15.7% 30.6% - 29.5% 7.4%
Black - 30.7% 36.3% 13.9% - 49.7% 54.1%
Filipino - 36.5% 38.1% 37.3% - 48.2% 48.7%
Arab - - - - - - -
Latin American - - - - - - 49.7%
Southeast Asian - - - - - 59.7% 50.7%
Other racialized group - 26.5% 30.9% 27.6% - 52.4% 56.1%

Non-racialized / white workers - 16.8% 19.2% 16.9% - 39.7% 35.5%

Immigration status
Landed immigrants (total)** 28.6% 26.8% 30.8% 28.8% 34.4% 50.8% -
Ten or less years 38.7% 36.4% 41.6% 34.2% 43.7% 66.4% -
More than ten years 21.9% 21.6% 24.8% 26.0% 28.8% 36.3% -

Non-landed immigrants** 33.1% 24.6% 42.2% 40.4% - - -
Canadian-born 17.0% 16.0% 18.7% 17.6% 31.2% 39.4% -

Note  Shaded cells are rated E quality: use with caution.
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Table 13 /  Gender pay gap in Saskatchewan

Average hourly wage* Average annual earnings*

2019 2022 2024 2025 2019 2022 2023
Total 14.8% 13.2% 12.1% 12.7% 33.0% 29.1% 30.9%

Job tenure
Full-time 13.1% 11.0% 9.7% 10.5% 26.8% 22.9% 23.2%

Age
15 to 24 years 9.4% 6.8% 8.3% 9.6% 29.2% 24.3% 15.6%
25 to 54 years 15.4% 12.3% 11.0% 11.5% 29.9% 30.3% 31.4%
55 years and older 15.3% 18.4% 17.1% 19.7% 43.6% 27.0% 34.2%

Gender pay gap: Within group comparisons
Indigenous status
Indigenous (total) 12.6% 10.5% 7.7% 13.1% 32.6% 10.3% 35.5%
First Nations 7.5% 0.1% 6.0% 9.2% 23.5% -8.7% 38.5%
Métis 16.0% 18.4% 9.5% 15.3% 36.5% 23.5% 36.1%

Non-Indigenous 14.9% 13.4% 12.6% 12.3% 32.7% 30.5% 27.3%

Disability status
Workers with disabilities . 9.4% 7.7% 7.9% 18.6% 21.7% 9.9%
Workers without disabilities . 10.8% 10.6% 11.8% 24.8% 33.9% 31.3%

Racialized status
Racialized workers (total) . 16.5% 13.4% 9.0% . 26.9% 21.5%
South Asian . 23.7% 15.2% 6.7% . 44.2% 49.5%
Chinese . 9.2% 12.1% 6.6% . . .
Black . 16.0% 11.4% 4.5% . . 26.7%
Filipino . 10.7% 11.3% 12.5% . 19.1% 9.0%
Arab . - - - . . .
Latin American . - - - . . .
Southeast Asian . - - - . . .
Other racialized group . 19.8% 16.7% 11.4% . . .

Non-racialized / white workers . 12.5% 11.7% 13.3% . 30.2% 29.6%

Immigration status
Landed immigrants (total)** 16.8% 16.7% 15.8% 12.3% 29.9% 21.2% .
Ten or less years 17.7% 15.5% 13.7% 13.1% 37.3% 34.7% .
More than ten years 17.8% 18.3% 18.4% 12.3% 8.9% 0.3% .

Non-landed immigrants** 15.4% 13.9% 0.6% 14.8% . . .
Canadian-born 14.5% 12.4% 11.5% 12.7% 31.7% 29.3% .
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Average hourly wage* Average annual earnings*

2019 2022 2024 2025 2019 2022 2023

Gender pay gap: Relative to non-Indigenious, non-disabled, non-racialized and Canadian-born men, respectively
Indigenous status
Indigenous (total) 21.4% 17.0% 12.7% 13.6% 40.2% 32.2% 36.6%
First Nations 25.0% 17.2% 16.0% 17.0% 48.6% 29.7% 41.7%
Métis 18.9% 17.0% 9.5% 10.0% 34.3% 34.6% 32.1%

Non-Indigenous 14.9% 13.4% 12.6% 12.3% 32.7% 30.5% 27.3%

Disability status
Workers with disabilities - 15.6% 11.3% 12.0% 38.3% 38.4% 33.0%
Workers without disabilities - 11.4% 11.0% 11.8% 24.8% 33.9% 31.3%

Racialized status
Racialized workers (total) - 33.3% 35.9% 32.1% - 45.8% 39.6%
South Asian - 39.3% 39.0% 27.7% - 58.4% 58.8%
Chinese - 21.3% 17.7% 32.7% - - -
Black - 27.4% 33.9% 21.0% - 43.3%
Filipino - 36.1% 38.2% 35.7% - 41.9% 33.2%
Arab - - - - - - -
Latin American - - - - - - -
Southeast Asian - - - - - - -
Other racialized group - 31.5% 33.5% 31.4% - - -

Non-racialized / white workers - 12.5% 11.7% 10.2% - 30.2% 29.6%

Immigration status
Landed immigrants (total)** 32.2% 31.1% 33.0% 32.4% 49.5% 42.8% -
Ten or less years 39.2% 36.1% 37.0% 38.2% 56.3% 53.7% -
More than ten years 21.1% 25.2% 28.6% 26.3% 27.6% 24.8% -

Non-landed immigrants** 37.7% 36.9% 37.9% 43.9% - - -
Canadian-born 14.5% 12.4% 11.5% 12.7% 31.7% 29.3% -

Note  Shaded cells are rated E quality: use with caution.
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Table 14 /  Gender pay gap in Manitoba

Average hourly wage* Average annual earnings*

2019 2022 2024 2025 2019 2022 2023
Total 11.3% 10.5% 8.5% 9.7% 28.5% 26.4% 28.4%

Job tenure
Full-time 10.2% 8.7% 7.5% 8.1% 20.7% 18.9% 22.9%

Age
15 to 24 years 9.2% 5.8% 5.0% 7.8% 14.9% 18.4% 20.3%
25 to 54 years 10.7% 10.7% 9.4% 9.7% 25.7% 28.5% 29.1%
55 years and older 13.9% 12.2% 7.9% 10.1% 41.7% 25.3% 33.0%

Gender pay gap: Within group comparisons
Indigenous status
Indigenous (total) 7.6% 7.9% 8.2% 11.3% 33.4% 19.8% 21.5%
First Nations 0.4% -1.3% -1.2% 9.9% 39.7% -27.9% 18.7%
Métis 10.5% 13.2% 13.1% 12.5% 32.0% 32.7% 21.3%

Non-Indigenous 11.6% 10.6% 8.4% 9.2% 27.1% 22.2% 27.8%

Disability status
Workers with disabilities - 9.4% 7.7% 7.9% 26.5% 24.1% 30.2%
Workers without disabilities - 10.8% 10.6% 11.8% 25.2% 23.3% 26.6%

Racialized status
Racialized workers (total) - 8.5% 4.9% 7.6% - 18.6% 14.1%
South Asian - 12.9% 6.9% 8.2% - 40.5% 28.7%
Chinese - -2.0% -7.8% 11.4% - - -
Black - 12.1% 8.5% 3.7% - 14.1% 3.1%
Filipino - 3.6% 1.7% 5.3% - 16.9% 4.4%
Arab - - - - - - -
Latin American - - - - - - -
Southeast Asian - - - - - - -
Other racialized group - 14.3% 9.4% 7.2% - - -

Non-racialized / white workers - 10.7% 9.4% 9.5% - 22.7% 30.7%

Immigration status
Landed immigrants (total)** 13.5% 11.7% 7.9% 9.0% 23.3% 22.2% -
Ten or less years 11.5% 14.1% 11.9% 12.4% 23.6% 32.3% -
More than ten years 15.7% 10.1% 5.8% 7.9% 22.5% 17.4% -

Non-landed immigrants** 11.0% 7.0% 7.7% 12.6% - - -
Canadian-born 10.3% 9.9% 8.8% 8.6% 26.4% 20.5% -
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Average hourly wage* Average annual earnings*

2019 2022 2024 2025 2019 2022 2023

Gender pay gap: Relative to non-Indigenious, non-disabled, non-racialized and Canadian-born men, respectively
Indigenous status
Indigenous (total) 18.0% 13.1% 11.1% 10.3% 39.1% 29.2% 28.7%
First Nations 20.8% 10.4% 10.7% 16.0% 44.7% 25.2% 32.9%
Métis 15.9% 14.4% 11.3% 6.8% 37.9% 29.7% 24.9%

Non-Indigenous 11.6% 10.6% 8.4% 9.2% 27.1% 22.2% 27.8%

Disability status
Workers with disabilities - 15.6% 11.3% 12.0% 33.9% 36.7% 33.7%
Workers without disabilities - 11.4% 11.0% 11.8% 25.2% 23.3% 26.6%

Racialized status
Racialized workers (total) - 27.3% 25.7% 24.4% - 31.4% 36.8%
South Asian - 33.8% 30.6% 25.8% - 38.1% 47.2%
Chinese - 16.8% 8.2% 29.8% - - 26.3%
Black - 28.2% 29.3% 12.5% - 37.8% 34.8%
Filipino - 27.5% 24.2% 22.1% - 28.8% 29.9%
Arab - - - - - - -
Latin American - - - - - - -
Southeast Asian - - - - - - -
Other racialized group - 21.9% 23.3% 22.7% - - -

Non-racialized / white workers - 10.7% 9.4% 5.1% - 22.7% 30.7%

Immigration status
Landed immigrants (total)** 29.0% 25.4% 25.0% 25.7% 43.5% 31.0% -
Ten or less years 36.4% 32.6% 33.7% 35.6% 53.8% 50.6% -
More than ten years 23.0% 20.2% 18.5% 18.6% 34.9% 16.2% -

Non-landed immigrants** 33.2% 34.8% 37.2% 37.7% - - -
Canadian-born 10.3% 9.9% 8.8% 8.6% 26.4% 20.5% -

Note  Shaded cells are rated E quality: use with caution.
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Table 15 /  Gender pay gap in Ontario

Average hourly wage* Average annual earnings*

2019 2022 2024 2025 2019 2022 2023
Total 12.1% 13.1% 13.2% 11.6% 28.1% 28.4% 27.6%

Job tenure
Full-time 10.3% 11.1% 11.4% 9.9% 24.8% 24.1% 22.6%

Age
15 to 24 years 6.3% 5.1% 5.8% 6.1% 19.5% 18.0% 19.4%
25 to 54 years 11.8% 12.9% 12.8% 10.9% 28.7% 28.6% 27.2%
55 years and older 16.3% 16.7% 17.6% 16.9% 35.6% 32.3% 33.5%

Gender pay gap: Within group comparisons
Indigenous status
Indigenous (total) 1.2% 2.5% 7.4% 4.5% 13.7% 6.7% 10.8%
First Nations -8.9% 1.6% 6.6% 6.1% 3.2% 22.2% 19.7%
Métis 12.0% 4.0% 8.5% 1.8% 23.8% -12.9% 7.3%

Non-Indigenous 12.3% 13.4% 13.3% 11.7% 28.2% 28.0% 26.4%

Disability status
Workers with disabilities - 13.0% 10.1% 8.8% 19.9% 22.8% 25.7%
Workers without disabilities - 14.8% 16.5% 13.3% 26.5% 28.9% 31.4%

Racialized status
Racialized workers (total) - 15.0% 13.2% 11.2% - 26.8% 24.8%
South Asian - 18.3% 14.4% 3.2% - 31.2% 31.0%
Chinese - 13.5% 12.3% 12.9% - 27.0% 11.6%
Black - 3.8% 5.1% 10.9% - 16.2% 14.7%
Filipino - 0.9% 9.3% 4.7% - 8.8% 20.0%
Arab - - - - - 34.0% 35.9%
Latin American - - - - - 34.3% 33.3%
Southeast Asian - - - - - 26.7% 19.5%
Other racialized group - 18.3% 15.9% 12.6% - 30.3% 27.3%

Non-racialized / white workers - 11.5% 12.8% 11.1% - 28.1% 27.0%

Immigration status
Landed immigrants (total)** 16.6% 17.5% 17.3% 14.6% 32.5% 29.6% -
Ten or less years 17.4% 18.8% 16.2% 16.9% 40.7% 32.0% -
More than ten years 16.6% 17.4% 18.3% 14.0% 31.0% 29.1% -

Non-landed immigrants** 21.0% 16.7% 10.8% 8.4% - - -
Canadian-born 9.1% 10.0% 10.9% 9.7% 26.3% 27.4% -
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Average hourly wage* Average annual earnings*

2019 2022 2024 2025 2019 2022 2023

Gender pay gap: Relative to non-Indigenious, non-disabled, non-racialized and Canadian-born men, respectively
Indigenous status
Indigenous (total) 16.6% 15.9% 23.1% 17.9% 34.7% 33.5% 42.6%
First Nations 17.1% 19.0% 24.1% 22.1% 36.1% 45.7% 49.2%
Métis 16.1% 12.3% 21.5% 12.3% 28.6% 16.9% 35.2%

Non-Indigenous 12.3% 13.4% 13.3% 11.7% 28.2% 28.0% 26.4%

Disability status
Workers with disabilities - 18.8% 16.8% 15.1% 43.5% 38.4% 38.5%
Workers without disabilities - 15.0% 16.7% 13.3% 26.5% 28.9% 31.4%

Racialized status
Racialized workers (total) - 20.9% 20.3% 17.0% - 31.4% 32.4%
South Asian - 21.3% 20.0% 21.0% - 33.4% 33.6%
Chinese - 8.7% 8.2% 16.6% - 16.8% 15.3%
Black - 23.6% 24.9% 5.7% - 39.6% 40.4%
Filipino - 28.4% 30.0% 26.9% - 28.8% 40.6%
Arab - - - - - 41.5% 34.6%
Latin American - - - - - 47.6% 41.1%
Southeast Asian - - - - - 24.5% 32.0%
Other racialized group - 23.3% 21.9% 18.1% - 33.7% 31.9%

Non-racialized / white workers - 11.5% 12.8% 8.5% - 28.1% 27.0%

Immigration status
Landed immigrants (total)** 16.5% 16.7% 16.6% 14.5% 32.4% 30.2% -
Ten or less years 24.9% 21.3% 20.4% 19.3% 49.8% 41.2% -
More than ten years 13.8% 15.1% 15.0% 12.4% 26.8% 25.7% -

Non-landed immigrants** 25.6% 23.9% 28.1% 28.7% - - -
Canadian-born 9.1% 10.0% 10.9% 9.7% 26.3% 27.4% -

Note  Shaded cells are rated E quality: use with caution.
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Table 16 /  Gender pay gap in Quebec

Average hourly wage* Average annual earnings*

2019 2022 2024 2025 2019 2022 2023
Total 10.8% 10.1% 9.0% 9.9% 22.5% 22.7% 21.7%

Job tenure
Full-time 9.6% 8.6% 7.4% 7.9% 19.7% 15.4% 17.0%

Age
15 to 24 years 6.7% 5.8% 6.0% 5.9% 7.3% 12.2% 11.4%
25 to 54 years 9.9% 8.9% 7.4% 8.4% 24.5% 21.9% 22.2%
55 years and older 14.0% 15.2% 14.2% 13.7% 23.5% 31.2% 25.5%

Gender pay gap: Within group comparisons
Indigenous status
Indigenous (total) 4.1% 5.6% 2.3% 2.5% 12.7% 32.9% 34.4%
First Nations -6.5% -8.9% -1.9% -3.5% - - -
Métis 7.8% 14.9% 5.4% 12.5% - - -

Non-Indigenous 10.9% 10.1% 9.1% 10.0% 21.8% 18.6% 19.5%

Disability status
Workers with disabilities - 4.3% 10.0% 1.4% 12.1% 23.8% 18.3%
Workers without disabilities - 11.8% 5.4% 7.8% 30.1% 24.3% 15.9%

Racialized status
Racialized workers (total) - 12.0% 10.0% 11.3% - 20.9% 20.0%
South Asian - 11.6% 13.7% 7.8% - 33.5% 17.0%
Chinese - 12.8% 15.4% 12.0% - 26.5% 40.0%
Black - 11.4% 3.5% 14.8% - 12.5% 7.9%
Filipino - 4.3% 8.5% 5.8% - - -
Arab - - - - - 29.2% 47.7%
Latin American - - - - - 18.6% 5.9%
Southeast Asian - - - - - - -
Other racialized group - 12.8% 12.7% 13.0% - 12.1% 7.9%

Non-racialized / white workers - 9.0% 8.3% 8.6% - 18.1% 19.4%

Immigration status
Landed immigrants (total)** 12.5% 13.8% 11.7% 15.5% 23.1% 27.4% -
Ten or less years 17.6% 15.5% 10.2% 14.1% 5.6% 30.5% -
More than ten years 10.5% 13.4% 13.0% 16.7% 28.7% 27.1% -

Non-landed immigrants** 1.9% 14.5% 7.4% 6.5% - - -
Canadian-born 10.3% 8.4% 8.1% 7.9% 23.9% 18.2% -
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Average hourly wage* Average annual earnings*

2019 2022 2024 2025 2019 2022 2023

Gender pay gap: Relative to non-Indigenious, non-disabled, non-racialized and Canadian-born men, respectively
Indigenous status
Indigenous (total) 15.3% 15.9% 15.5% 12.9% 20.7% 47.3% 41.7%
First Nations 9.1% 16.6% 12.9% 13.6% - - -
Métis 21.3% 14.6% 18.2% 14.4% - - -

Non-Indigenous 10.9% 10.1% 9.1% 10.0% 21.8% 18.6% 19.5%

Disability status
Workers with disabilities - 9.5% 12.5% 7.7% 35.8% 39.7% 35.2%
Workers without disabilities - 11.8% 4.9% 7.8% 30.1% 24.3% 15.9%

Racialized status
Racialized workers (total) - 23.2% 21.7% 20.1% - 30.6% 29.8%
South Asian - 27.7% 21.6% 22.7% - 42.4% 28.6%
Chinese - 10.4% 9.4% 20.5% - 29.0% 21.7%
Black - 24.7% 23.4% 13.4% - 21.6% 29.8%
Filipino - 36.6% 33.8% 30.8% - 35.6% -
Arab - - - - - 31.0% 39.6%
Latin American - - - - - 35.4% 24.5%
Southeast Asian - - - - - - 42.9%
Other racialized group - 21.8% 21.3% 18.0% - 37.5% 22.7%

Non-racialized / white workers - 9.0% 8.3% 4.7% - 18.1% 19.4%

Immigration status
Landed immigrants (total)** 17.5% 17.0% 15.5% 16.1% 31.0% 27.2% -
Ten or less years 27.5% 22.9% 21.0% 20.3% 21.0% 38.7% -
More than ten years 12.2% 13.9% 12.8% 13.8% 34.0% 22.2% -

Non-landed immigrants** 11.8% 24.4% 29.0% 30.8% - - -
Canadian-born 10.3% 8.4% 8.1% 7.9% 23.9% 18.2% -

Note  Shaded cells are rated E quality: use with caution.
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Table 17 /  Gender pay gap in New Brunswick

Average hourly wage* Average annual earnings*

2019 2022 2024 2025 2019 2022 2023
Total 9.6% 7.9% 7.3% 4.9% 22.5% 20.0% 20.1%

Job tenure
Full-time 8.5% 6.6% 5.2% 3.5% 17.3% 15.7% 14.2%

Age
15 to 24 years 2.2% 3.3% 2.3% 5.8% 27.5% 16.3% 16.7%
25 to 54 years 9.3% 6.9% 6.0% 3.0% 18.5% 18.2% 19.7%
55 years and older 15.2% 13.1% 14.0% 11.5% 35.9% 29.5% 29.4%

Gender pay gap: Within group comparisons
Indigenous status (Atlantic region, total)
Indigenous (total) 12.7% 9.9% 9.6% 7.5% - - -
First Nations 7.9% 10.2% 9.4% 9.1% - - -
Métis 21.2% 9.2% 7.3% 6.5% - - -

Non-Indigenous 11.0% 9.0% 9.7% 6.0% - - -

Disability status (Atlantic region, total)
Workers with disabilities - 9.5% 8.8% 8.5% 23.9% 11.2% 7.0%
Workers without disabilities - 8.6% 11.3% 7.4% 20.1% 23.0% 18.9%

Racialized status
Racialized workers (total) - 16.8% 11.0% 2.2% - 24.4% 34.5%
South Asian - 19.6% 13.2% -0.4% - - -
Chinese - 36.4% 24.6% -3.7% - - -
Black - 12.5% 5.9% -2.9% - - -
Filipino - 4.6% -10.7% 6.8% - - -
Arab - - - - - - -
Latin American - - - - - - -
Southeast Asian - - - - - - -
Other racialized group - 11.7% 18.9% 6.6% - - -

Non-racialized / white workers - 6.8% 6.8% 4.9% . 18.6% 14.2%

Immigration status
Landed immigrants (total)** 21.9% 17.6% 17.9% 8.9% 55.8% -4.7% .
Ten or less years 13.3% 20.3% 9.3% 5.2% - - -
More than ten years 30.9% 15.9% 26.9% 16.2% - - -

Non-landed immigrants** 19.1% 5.8% 3.3% 6.2% - - -
Canadian-born 8.4% 6.6% 5.9% 4.2% 17.7% 17.2% -
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Average hourly wage* Average annual earnings*

2019 2022 2024 2025 2019 2022 2023

Gender pay gap: Relative to non-Indigenious, non-disabled, non-racialized and Canadian-born men, respectively
Indigenous status (Atlantic region, total)
Indigenous (total) 16.8% 13.0% 14.6% 8.1% - - -
First Nations 18.3% 15.0% 16.1% 10.7% - - -
Métis 19.1% 11.8% 12.6% 5.7% - - -

Non-Indigenous 11.0% 9.0% 9.7% 6.0% - - -

Disability status (Atlantic region, total)
Workers with disabilities - 16.2% 15.6% 7.9% 42.1% 22.1% 20.1%
Workers without disabilities - 8.6% 11.4% 7.4% 20.1% 23.0% 18.9%

Racialized status
Racialized workers (total) - 17.4% 22.7% 16.9% - 33.0% 36.1%
South Asian - 13.6% 29.0% 17.6% - - -
Chinese - 5.8% 4.5% 12.0% - - -
Black - 18.4% 20.3% 5.0% - - -
Filipino - 27.6% 27.1% 26.7% - - -
Arab - - - - - - -
Latin American - - - - - - -
Southeast Asian - - - - - - -
Other racialized group - 13.5% 21.2% 16.5% - - -

Non-racialized / white workers - 6.8% 6.8% 2.4% . 18.6% 14.2%

Immigration status
Landed immigrants (total)** 12.6% 11.4% 15.6% 14.3% 20.1% 21.8% -
Ten or less years 20.9% 19.4% 19.9% 19.8% - - -
More than ten years 7.7% 1.5% 7.3% 3.8% - - -

Non-landed immigrants** 19.1% 24.1% 29.3% 30.8% - - -
Canadian-born 8.4% 6.6% 5.9% 4.2% 17.7% 17.2% -

Note  Shaded cells are rated E quality: use with caution.
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Table 18 /  Gender pay gap in Nova Scotia

Average hourly wage* Average annual earnings*

2019 2022 2024 2025 2019 2022 2023
Total 10.8% 8.0% 9.4% 6.5% 28.1% 23.4% 23.6%

Job tenure
Full-time 7.9% 6.0% 8.3% 4.6% 21.2% 10.6% 17.8%

Age
15 to 24 years 8.1% 7.6% 1.9% 2.3% 29.7% 19.8% 11.0%
25 to 54 years 9.9% 7.3% 9.7% 5.6% 30.0% 23.7% 24.2%
55 years and older 15.5% 10.3% 12.7% 11.7% 33.8% 31.2% 29.3%

Gender pay gap: Within group comparisons
Indigenous status (Atlantic region, total)
Indigenous (total) 12.7% 9.9% 9.6% 7.5% 16.6% 24.6% 35.4%
First Nations 7.9% 10.2% 9.4% 9.1% - - -
Métis 21.2% 9.2% 7.3% 6.5% - - -

Non-Indigenous 11.0% 9.0% 9.7% 6.0% 25.4% 15.4% 21.2%

Disability status (Atlantic region, total)
Workers with disabilities - 9.5% 8.8% 8.5% 22.8% 11.3% 26.6%
Workers without disabilities - 8.6% 11.3% 7.4% 26.5% 18.2% 24.2%

Racialized status
Racialized workers (total) - 13.3% 6.8% 5.6% - 13.4% 6.6%
South Asian - 14.9% 13.3% -4.3% - - -
Chinese - 15.2% -4.4% 12.5% - - -
Black - 2.8% -4.3% 0.1% - - -
Filipino - 4.6% -6.3% -14.9% - - -
Arab - - - - - - -
Latin American - - - - - - -
Southeast Asian - - - - - - -
Other racialized group - 21.8% 13.7% 14.7% - - -

Non-racialized / white workers - 6.9% 10.1% 6.6% - 15.9% 23.7%

Immigration status
Landed immigrants (total)** 9.2% 15.1% 12.9% 7.4% 31.8% 7.5% -
Ten or less years 7.2% 16.6% 9.8% 2.9% - - -
More than ten years 11.1% 15.3% 20.5% 13.1% - - -

Non-landed immigrants** 13.9% 16.5% 11.6% 15.1% - - -
Canadian-born 10.1% 6.5% 9.0% 5.9% 26.6% 17.9% -
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Average hourly wage* Average annual earnings*

2019 2022 2024 2025 2019 2022 2023

Gender pay gap: Relative to non-Indigenious, non-disabled, non-racialized and Canadian-born men, respectively
Indigenous status (Atlantic region, total)
Indigenous (total) 16.8% 13.0% 14.6% 8.1% 20.4% 32.4% 25.2%
First Nations 18.3% 15.0% 16.1% 10.7% - - -
Métis 19.1% 11.8% 12.6% 5.7% - - -

Non-Indigenous 11.0% 9.0% 9.7% 6.0% 25.4% 15.4% 21.2%

Disability status (Atlantic region, total)
Workers with disabilities - 16.2% 15.6% 7.9% 29.9% 22.3% 31.7%
Workers without disabilities - 8.6% 11.4% 7.4% 26.5% 18.2% 24.2%

Racialized status
Racialized workers (total) - 21.2% 17.1% 13.7% - 16.1% 22.3%
South Asian - 21.4% 25.0% 9.6% - - -
Chinese - 17.8% 10.5% 20.8% - - -
Black - 17.9% 8.1% 0.5% - - -
Filipino - 19.7% 16.7% 13.6% - - -
Arab - - - - - - -
Latin American - - - - - - -
Southeast Asian - - - - - - -
Other racialized group - 25.6% 15.4% 12.2% - - -

Non-racialized / white workers - 6.9% 10.1% 3.3% - 15.9% 23.7%

Immigration status
Landed immigrants (total)** 7.0% 9.9% 11.9% 10.5% 33.6% 11.0% -
Ten or less years 11.2% 21.0% 17.4% 12.2% - - -
More than ten years 2.6% -2.0% 3.9% 7.4% - - -

Non-landed immigrants** 24.7% 26.8% 29.1% 27.8% - - -
Canadian-born 10.1% 6.5% 9.0% 5.9% 26.6% 17.9% -

Note  Shaded cells are rated E quality: use with caution.
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Table 19 /  Gender pay gap in PEI

Average hourly wage* Average annual earnings*

2019 2022 2024 2025 2019 2022 2023
Total 0.2% 4.4% 1.0% -3.6% 18.9% 15.7% 20.3%

Job tenure
Full-time -1.0% 2.2% -1.3% -5.0% 10.6% 1.1% 15.7%

Age
15 to 24 years 1.6% 1.1% 8.7% 2.2% 20.9% 12.7% 17.8%
25 to 54 years -0.8% 3.6% -1.1% -8.5% 17.2% 17.1% 18.2%
55 years and older 4.0% 10.8% 7.6% 8.8% 29.4% 18.9% 33.4%

Gender pay gap: Within group comparisons
Indigenous status (Atlantic region, total)
Indigenous (total) 12.7% 9.9% 9.6% 7.5% - - -
First Nations 7.9% 10.2% 9.4% 9.1% - - -
Métis 21.2% 9.2% 7.3% 6.5% - - -

Non-Indigenous 11.0% 9.0% 9.7% 6.0% - - -

Disability status (Atlantic region, total)
Workers with disabilities - 9.5% 8.8% 8.5% 0.9% -18.6% 20.6%
Workers without disabilities - 8.6% 11.3% 7.4% 27.5% 17.6% 22.7%

Racialized status
Racialized workers (total) - 8.5% 2.2% 5.0% - 7.2% 12.1%
South Asian - -1.6% 4.8% -3.3% - - -
Chinese - 18.4% 4.0% 5.1% - - -
Black - 8.0% 6.2% 13.0% - - -
Filipino - 3.5% -0.3% 2.4% - - -
Arab - - - - - - -
Latin American - - - - - - -
Southeast Asian - - - - - - -
Other racialized group - 18.8% 6.3% 13.2% - - -

Non-racialized / white workers - 3.7% 1.7% -3.6% - 8.8% 19.6%

Immigration status
Landed immigrants (total)** 8.3% 4.1% 3.3% 9.1% 25.7% -7.9% -
Ten or less years 8.0% 7.4% 4.4% 6.4% - - -
More than ten years 9.3% -1.6% 4.9% 19.2% - - -

Non-landed immigrants** 2.3% 14.0% -2.8% -7.8% - - -
Canadian-born -0.6% 3.8% 1.7% -4.4% 18.8% 8.2% -
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Average hourly wage* Average annual earnings*

2019 2022 2024 2025 2019 2022 2023

Gender pay gap: Relative to non-Indigenious, non-disabled, non-racialized and Canadian-born men, respectively
Indigenous status (Atlantic region, total)
Indigenous (total) 16.8% 13.0% 14.6% 8.1% - - -
First Nations 18.3% 15.0% 16.1% 10.7% - - -
Métis 19.1% 11.8% 12.6% 5.7% - - -

Non-Indigenous 11.0% 9.0% 9.7% 6.0% - - -

Disability status (Atlantic region, total)
Workers with disabilities - 16.2% 15.6% 7.9% 29.9% 16.9% 22.0%
Workers without disabilities - 8.6% 11.4% 7.4% 27.5% 17.6% 22.7%

Racialized status
Racialized workers (total) - 26.7% 26.7% 26.2% - 25.7% 36.7%
South Asian - 24.4% 32.8% 23.3% - - -
Chinese - 28.7% 10.3% 32.1% - - -
Black - 26.0% 26.0% 22.8% - - -
Filipino - 29.2% 28.4% 25.1% - - -
Arab - - - - - - -
Latin American - - - - - - -
Southeast Asian - - - - - - -
Other racialized group - 25.9% 24.8% 20.9% - - -

Non-racialized / white workers - 3.7% 1.7% -3.8% - 8.8% 19.6%

Immigration status
Landed immigrants (total)** 12.8% 13.0% 20.6% 19.7% 44.5% 40.1% -
Ten or less years 23.6% 21.6% 26.5% 25.4% - - -
More than ten years -0.9% -3.4% 6.6% 7.2% - - -

Non-landed immigrants** 27.8% 40.2% 25.2% 25.6% - - -
Canadian-born -0.6% 3.8% 1.7% -4.4% 18.8% 8.2% -

Note  Shaded cells are rated E quality: use with caution.
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Table 20 /  Gender pay gap in Newfoundland and Labrador

Average hourly wage* Average annual earnings*

2019 2022 2024 2025 2019 2022 2023
Total 15.6% 13.4% 15.8% 10.4% 34.3% 30.2% 28.1%

Job tenure
Full-time 14.8% 11.2% 15.5% 8.6% 24.9% 20.3% 25.8%

Age
15 to 24 years -2.1% 5.4% 7.0% 7.0% -4.9% 19.1% 24.4%
25 to 54 years 14.2% 12.5% 14.1% 8.1% 27.0% 32.9% 28.0%
55 years and older 27.3% 20.0% 23.1% 20.0% 59.4% 28.4% 34.3%

Gender pay gap: Within group comparisons
Indigenous status (Atlantic region, total)
Indigenous (total) 12.7% 9.9% 9.6% 7.5% 36.6% 27.8% 18.6%
First Nations 7.9% 10.2% 9.4% 9.1% - 29.4% 6.4%
Métis 21.2% 9.2% 7.3% 6.5% - - -

Non-Indigenous 11.0% 9.0% 9.7% 6.0% 32.3% 23.3% 27.5%

Disability status (Atlantic region, total)
Workers with disabilities - 9.5% 8.8% 8.5% 46.3% 4.4% 17.2%
Workers without disabilities - 8.6% 11.3% 7.4% 32.1% 29.2% 28.1%

Racialized status
Racialized workers (total) - 17.6% 16.0% 3.6% - - 15.6%
South Asian - 19.1% 20.3% 15.0% - - -
Chinese - - - -1.9% - - -
Black - 1.0% 10.9% -8.5% - - -
Filipino - 20.9% 4.0% -2.4% - - -
Arab - - - - - - -
Latin American - - - - - - -
Southeast Asian - - - - - - -
Other racialized group - 24.0% 23.0% 10.6% - - -

Non-racialized / white workers - 13.2% 16.2% 11.1% - 23.7% 27.1%

Immigration status
Landed immigrants (total)** 15.8% 15.7% 14.7% 8.3% 41.5% 45.5% -
Ten or less years 21.5% 22.4% 13.1% 10.1% - - -
More than ten years 1.5% 3.5% 19.7% 4.0% - - -

Non-landed immigrants** -18.8% 6.7% 18.9% 11.9% - - -
Canadian-born 15.9% 13.1% 16.2% 10.6% 28.6% 22.7% -
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Average hourly wage* Average annual earnings*

2019 2022 2024 2025 2019 2022 2023

Gender pay gap: Relative to non-Indigenious, non-disabled, non-racialized and Canadian-born men, respectively
Indigenous status (Atlantic region, total)
Indigenous (total) 16.8% 13.0% 14.6% 8.1% 39.4% 26.8% 28.8%
First Nations 18.3% 15.0% 16.1% 10.7% - 29.7% 27.9%
Métis 19.1% 11.8% 12.6% 5.7% - - -

Non-Indigenous 11.0% 9.0% 9.7% 6.0% 32.3% 23.3% 27.5%

Disability status (Atlantic region, total)
Workers with disabilities - 16.2% 15.6% 7.9% 54.3% 39.1% 42.0%
Workers without disabilities - 8.6% 11.4% 7.4% 32.1% 29.2% 28.1%

Racialized status
Racialized workers (total) - 27.7% 33.5% 26.8% - 34.8% 39.9%
South Asian - 36.2% 36.2% 36.1% - - -
Chinese - 5.7% 7.1% 28.2% - - -
Black - 20.8% 38.4% -1.1% - - -
Filipino - 43.5% 37.2% 31.4% - - -
Arab - - - - - - -
Latin American - - - - - - -
Southeast Asian - - - - - - -
Other racialized group - 20.8% 27.7% 20.6% - - -

Non-racialized / white workers - 13.2% 16.2% 11.1% - 23.7% 27.1%

Immigration status
Landed immigrants (total)** 9.7% 18.3% 21.1% 17.8% 27.5% -2.9% -
Ten or less years 21.4% 29.5% 30.9% 29.1% - - -
More than ten years -12.5% -0.2% 4.3% -10.2% - - -

Non-landed immigrants** 23.5% 30.6% 42.5% 42.2% - - -
Canadian-born 15.9% 13.1% 16.2% 10.6% 28.6% 22.7% -

Note  Shaded cells are rated E quality: use with caution.
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*  Gender pay gap is defined as the difference in average hourly wages and annual earnings between male and female workers. The figures 
presented exclude the self-employed, full-time students, and those with zero earnings. Unless otherwise stated, all figures for workers aged 
15 years and older.
**  Landed immigrants refer to people who are, or have been, granted the right to live in Canada permanently by immigration authorities. 
Non-landed immigrants include Canadian-born citizens (including those born outside of the country) and non-permanent residents (e.g., 
refugees, those on study or work permits and their family members.
Sources  Statistics in the first section are based on: Statistics Canada, Table 14-10-0064-01 - Employee wages by industry, annual; and 
Table 11-10-0239-01 - Income of individuals by age group, sex and income source, Canada, provinces. Annual earnings for all workers based 
on wages, salaries and commissions of employees. Excludes self-employed. The gender gap by population group is based on custom 
tabulations from Statistics Canada's Centre for Income and Socioeconomic Well-being Statistics using the Labour Force Survey (hourly 
wages) and Canadian Income Survey (annual earnings). Excludes self-employed and full-time students.Additional sources include: Statistics 
Canada. Table 14-10-0418-01  Average hourly and weekly wages and average usual weekly hours by Indigenous group living off reserve; and 
Table 14-10-0477-01  Labour market indicators for persons with and without disabilities, annual.
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Appendix 3
History of pay equity policy in Canada

T his is an overview of key moments in the evolution of pay equity laws 
in Canada, highlighting federal and provincial developments over a 
75-year period.273 Pay equity is aimed at closing the wage gap that 

disadvantages women as a result of gendered segregation in employment 
and the systemic undervaluation of the work typically performed by 
women. Today, approximately 1.4 million people (or 6.8 per cent of the 
workforce) are covered by the federal Pay Equity Act, including core 
public administration and related agencies, the military and RCMP, and 
federally regulated private sector businesses. The remaining workers are 
subject to various provincial and territorial regulations, where they exist. 
These developments are the result of tenacious advocacy efforts and 
many legal victories to secure women’s access to equal pay for work of 
equal value.

1951
On June 23, 1951, the International Labour Organization, a United 
Nations agency that brings together governments’, employers’ and 
workers’ representatives, adopts ILO Convention 100, concerning “Equal 
Remuneration for Men and Women Workers for Work of Equal Value.”274
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1970-72
In 1970, the Royal Commission on the Status of Women (RCSW) releases 
its final report, with a list of recommendations, including a call to ratify 
ILO Convention 100 and that governments in Canada reform existing 
labour law to “ensure universal observation of equal pay for equal 
work” in the spirit of the Convention.275 As part of the response to the 
Royal Commission on the Status of Women, Canada finally ratifies ILO 
Convention 100 in 1972.

1975
The Quebec government enacts its Charter of Human Rights and 
Freedoms, which states: “Every employer must, without discrimination, 
grant equal salary or wages to the members of his personnel who 
perform equivalent work at the same place.”276

1976
The Ontario Equal Pay Coalition is founded, comprised of dozens of 
trade unions, women’s and businesswomen’s groups, and community 
organizations. It has worked for 50 years to end gender pay discrimination 
and to close the gender pay gap through legislation, collective bargaining, 
and community activism.277

1977
The Canadian Human Rights Act is enacted in 1977 and subsequently 
amended in 1985, 1996, 1998 and 2017, prohibiting discrimination in 
federally regulated industries and public administration. Section 11(1) of 
the act states: “It is a discriminatory practice for an employer to establish 
or maintain differences in wages between male and female employees 
employed in the same establishment who are performing work of equal 
value.”

The act establishes the Canadian Human Rights Commission, which 
has, amongst others, the mandate to assess and investigate complaints 
to determine whether there is sufficient evidence of wage discrimination 
to merit referral to the Canadian Human Rights Tribunal. Following its 
enactment, a number of pay equity complaints are filed against the 
Treasury Board of Canada and several federally regulated employers, 
including Bell Canada, Telus, Canada Post and Air Canada.
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1984
The Public Service Alliance of Canada (PSAC) launches a landmark 
pay equity case alleging the federal government paid lower wages for 
“women’s work” in six female-dominated occupations, eventually winning 
a $3.6 billon settlement in 1999 covering 200,000 former and current 
employees, the largest ever awarded. In 2002, PSAC launches several 
additional complaints against the Treasury Board for refusing to extend 
that 1999 pay equity settlement to employees in similar female-dominated 
jobs working in related agencies. All complaints are finally settled in 2016.

1984
Judge R.S. Abella releases Equality in Employment: A Royal Commission 
Report that makes several recommendations, including: “Equal pay for 
work of equal value should be part of all employment equity programs.”278

1987-96
Some provincial governments enact proactive pay equity regimes to 
replace their complaint-based approach. The first such legislation is 
introduced in Manitoba in 1986, followed by Ontario in 1987, Prince 
Edward Island in 1988, New Brunswick and Nova Scotia in 1989 and 
Quebec in 1996. The new legislation in these provinces applies only 
to public sector employers, except for Ontario and Quebec, where 
all employers, in both the private and public sector, with 10 or more 
employees are covered.

1987
Ontario passes proactive pay equity legislation, which comes into 
effect on January 1, 1988, with further amendments in 1993 for women 
working in female-dominated workplaces. In contrast to a complaints-
based system, the new law requires employers to proactively address 
any gender pay gaps, to post a pay equity plan in the workplace 
demonstrating how pay equity gaps will be closed, and to maintain 
pay equity over time. Where gaps exist, employers must make annual 
adjustments of at least one per cent of the previous year’s payroll until 
pay equity is achieved in female-dominated workplaces. Ontario’s Pay 
Equity Commission is established to monitor compliance with the act.
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1991
The Saskatchewan Pay Equality Coalition forms in 1991 to promote pay 
equity legislation. The newly elected NDP government states its support 
for the principle of ‘equal pay for work of equal value’ but brings in an 
Equal Pay for Equal Value Policy Framework instead. The framework 
requires all government departments and Crown corporations to 
negotiate wage adjustments and jointly develop gender neutral job 
evaluation systems with public sector unions.279 In response to pressure, 
the policy is extended to include health care workers in 1999.

1993
The Ontario Pay Equity Act is amended to introduce the innovative 
proxy comparison method to apply to female-dominated workplaces in 
Ontario’s broader public sector including child care centres, long-term 
care, home-care agencies, community and social services agencies. The 
amendment establishes proxy comparators for use in determining equal 
pay for work of equal value. In 1995, the new conservative government 
attempts to eliminate the proxy comparator method and limit financial 
awards in proxy workplaces, prompting legal challenge. In 1997, the 
Ontario Court of Appeal strikes down these efforts as a violation of 
women’s section 15 equality rights under the Charter of Rights and 
Freedoms.

Quebec and the federal government incorporate the proxy comparison 
method using regulatory-prescribed male comparators in their legislation 
in 2003 and 2018, respectively.

1995
In 1995, the Beijing Declaration and Platform for Action is unanimously 
adopted by 189 countries, including Canada. It remains the most 
comprehensive blueprint for women’s and girl’s equality ever published. It 
is one of several international covenants, including the Convention on the 
Elimination of All Forms of Discrimination against Women, that set out the 
rights of women and men to equal pay for equal work of equal value in 
international human rights law.280
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1996
Quebec introduces proactive pay equity legislation as part of a suite 
of gender equality measures (e.g., low-cost child care and expanded 
parental leave) designed to support women’s employment and reduce 
poverty.281 As in Ontario, private and public sector employers with 10 or 
more employees are required to conduct gender pay assessments and to 
address wage gaps within a set time frame as set out in legislation. Self-
audits are required every five years, with annual online reporting. Non-
compliant companies are identified; fines are levied. The Commission 
des normes, de l’équité, de la santé et de la sécurité du travail (CNESST) 
oversees compliance.

1996-99
Public Service Alliance of Canada (PSAC) wins significant pay equity 
decisions after lengthy court battles (See 1984 entry).

2000
Pay equity is one of the priority demands of the 2000 World March of 
Women. Inspired by the 1995 Women’s March Against Poverty in Quebec, 
35,000 women gather on Parliament Hill in Ottawa calling for action to 
end poverty and violence against women around the world.

2001
Following the World March of Women, the New Brunswick Coalition for 
Pay Equity is formed, building on the work of the Fédération des dames 
d’Acadie. It calls on the provincial government to update and expand 
provincial legislation. It continues to fight for pay equity and decent work 
for women in New Brunswick.282

2001
The Canadian Human Rights Commission tables Time for Action in 
parliament, a special report on pay equity,283 noting that the complaints-
based approach is not well suited to address systemic discrimination 
and that the built-in incentives and opportunities for delay are the most 
significant challenges in the current pay equity regime. The commission 
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recommendations include that a proactive pay equity system be 
established.

2001-04
The Government of Canada appoints an independent Pay Equity Task 
Force (the Bilson Task Force) to conduct a review of complaints-based 
section 11 of the Canadian Human Rights Act and make recommendations 
to improve the federal pay equity legislative framework in 2001.

In May 2004, after widespread consultations, the Bilson Task Force 
submits its report, entitled Pay Equity: A New Approach to a Fundamental 
Right, to the ministers of justice and labour.284 The Task Force concludes 
“that the regime in place under section 11 has provided an inadequate 
foundation for significant and systematic progress towards the goal of 
pay equity across the federal jurisdiction as a whole.”

The report includes 113 recommendations, including the replacement 
of the complaint-based model of pay equity with new stand-alone, 
proactive legislation similar to the models in place in Quebec and Ontario 
and the expansion of coverage to other marginalized workers, as well 
as part-time, temporary and casual workers. It also recommends that 
an independent Pay Equity Commission and Pay Equity Tribunal be 
established to support and enforce the law.

2004
The Supreme Court rules in Newfoundland (Treasury Board) v. 
Newfoundland Association of Public Employees (2004) that the provincial 
government was justified in delaying pay equity adjustments for female 
health workers due to a 1991 “fiscal crisis.” The court acknowledged the 
wage cuts were discriminatory, but it ruled they were permissible under s. 
1 of the Charter of Rights and Freedoms, prioritizing fiscal necessity over 
immediate pay equity. The decision is widely criticized by women’s rights 
groups and the labour movement for allowing financial concerns to justify 
continued pay discrimination.285

2005
The women’s movement and the labour movement, which were actively 
engaged in the federal Pay Equity Task Force consultations, form the Pay 
Equity Network (PEN) and launch a campaign calling on the government 
to implement the task force’s recommendations.286
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In October, the government responds to the Bilson Report, stating 
that, although it recognizes the contribution of the report, it “does not 
provide an adequate blueprint for the implementation of pay equity in 
a broad range of federally-regulated workplaces.”287 It announces its 
intention to create a new task force and begin new consultations on 
issues such as pay equity and collective bargaining, employer and union 
obligations, the role of pay equity committees and the definition of an 
“establishment.”

2006
The Conservative Party wins the federal election in January. It rolls back 
commitments to women’s rights, cuts funding for women’s groups and 
Status of Women Canada (SWC) program staff, removes “equality” 
from mandate of SWC, cancels funding for the Canada-wide child care 
program and Court Challenges Program, closes 12 of 16 SWC regional 
offices, and refuses to proceed with proactive pay equity legislation. 
Demonstrations are organized across the country.288

2009
In March 2009, parliament enacts the Public Sector Equitable 
Compensation Act, as a separate, equal pay for work of equal value 
regime for federal public sector employers, their employees, and 
bargaining agents. It effectively eliminates workers’ right to equal pay 
for work of equal value, putting the issue into the hands of bargaining 
units and removing the right of federal employees to file complaints with 
the Canadian Human Rights Commission. Unions are prohibited from 
encouraging or assisting members in filing pay equity complaints.

The act’s introduction generates considerable opposition, including a 
constitutional challenge by the impacted unions. The act is not brought 
into force because supporting regulations are never completed.

2009
The Government of New Brunswick introduces a Pay Equity Act that 
applies to the public service, the education and health sectors, as well 
as to Crown corporations. The law comes into force in 2010. In 2012, the 
government releases the findings of voluntary pay equity exercises for 
three government-mandated services: transition house workers, child 
care staff, and home support workers. The current government has 
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announced it will introduce proactive pay equity legislation in 2026.289 
See the New Brunswick Coalition for Pay Equity website for a detailed 
chronology of pay equity developments.290

2009
Quebec government introduces amendments to its Pay Equity Act, 
including the elimination of retroactivity of pay equity maintenance 
payments. These reforms were contested in court by a coalition of trade 
unions, up to the Supreme Court. In 2018, the unions were successful 
in having Quebec’s approach to pay equity maintenance found 
unconstitutional (Quebec (Attorney General) v. Alliance du personnel 
professionnel et technique de la santé et des services sociaux).291

2011
In a case filed 28 years earlier to the Canada Human Rights Tribunal, 
the Supreme Court of Canada, upholds the pay equity claim of clerical 
workers at Canada Post that Canada Post discriminated against its 
predominantly-female clerical and regulatory staff in paying workers in 
predominantly-male postal operations more for work of equal value.

2016
The new Liberal federal government establishes a special committee 
to study the issue of gender-based pay inequity and provide 
recommendations for federal action, as part of its commitment to 
promoting gender equality. It’s Time to Act is released in June 2016, 
recommending that the government develop proactive pay equity 
legislation for the federal public service and federally regulated employers 
“within 18 months”.292 In October, the government signals its intention 
not to bring the Public Sector Equitable Compensation Act into force and, 
instead, develop a new direction for pay equity.

2018
In 2018, 31 years after the equality rights guarantee in the Canadian 
Charter of Rights and Freedoms took effect, women win their first 
Supreme Court of Canada appeal based on sex discrimination. 
Amendments to Quebec’s pay equity legislation, which reduced an 
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employer’s obligation to ensure pay equity is maintained, were deemed a 
violation of women’s equality rights.293

In another legal action, an arbitrator rules that Canada Post is 
discriminating against its rural and suburban mail carriers—a workforce 
that is roughly two-thirds female—by not providing equal pay for work of 
equal value compared to predominantly male urban letter carriers. The 
decision results in a 25 per cent pay increase and improved benefits for 
over 12,000 workers, retroactive to 2016, a settlement of $540 million.

2018
The Government of Ontario introduces its Pay Transparency Act, 2018, 
the first legislation of its kind in Canada. It mandates salary ranges in 
job postings, prohibits asking for compensation history, and requires 
employers to report on gender pay gaps and to reduce compensation 
disparities. The legislation is suspended with election of Conservative 
government in June 2018.

In 2024, the Conservative government introduces the Working for 
Workers Four Act, 2024 (Bill 149), sidestepping the 2018 Pay Transparency 
Act. New provisions in Ontario’s employment standards require employers 
with 25 or more employees to include salary ranges on job postings 
and to disclose use of AI in hiring process. Regulations also prohibit 
employers from asking interviewees about past salary history or to take 
action against employees who discuss their salaries.

Feminist groups and trade unions note that the new provisions are 
weak, applying only to public job postings that pay less than $200,000 
per year and allow very large, almost meaningless, salary ranges of up 
to $50,000. The legislation does not require employers to file or publish 
formal “Pay Transparency Reports” on gender pay gaps; nor is there a 
robust enforcement mechanism under employment standards legislation.

2018-26
In October 2018, the government introduces the Pay Equity Act, part of 
Bill C-86, Budget Implementation Act, 2018, nº2, replacing the complaint-
based system in the Canadian Human Rights Act with a proactive pay 
equity system for public and federally regulated private employers with 
at least 10 employees. Employers are now required to develop pay equity 
plans and take action to address systemic disparities, and a new Pay 
Equity Commissioner, a full-time member of the Canadian Human Rights 
Commission, is appointed to administer and enforce the act.
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Gender equality organizations celebrate the historic win yet note 
the legislation’s significant shortcomings, including significant lack of 
resources for program roll-out and the new Pay Equity Office.294

The Pay Equity Act comes into force on August 31, 2021. The initial 
deadline for posting plans for federal public service employees is 
extended from September 2024 to 2027.295 There are also significant 
delays in posting plans among several federally regulated private sector 
employers. In fiscal year 2024-25, authorization applications to the 
Office of the Pay Equity Commissioner rise by 2000 per cent, mostly 
for extensions. There is a steep rise in the number of formal disputes 
submitted for adjudication as well.296 Data from the first round of annual 
reports submitted in June 2025 reveal low compliance among federally 
regulated employers.

2021
New pay transparency measures in federally regulated workplaces come 
into effect under the Employment Equity Act; as part of the amendments, 
businesses with more than 100 employees are required to provide 
detailed salary data starting in 2022. These pay transparency measures 
are aimed at addressing wage gaps that affect four designated groups: 
women, Indigenous Peoples, persons with disabilities and members of 
racialized groups.

2022
Newfoundland and Labrador introduces proactive pay equity 
legislation for permanent core public sector workers 34 years after the 
government entered into—and then reneged on—an agreement with the 
Newfoundland Association of Public Employees to address gender wage 
disparities in the provincial public service.297

In 2023, the St. John’s Status of Women Council and the 
Newfoundland Federation of Labour call for a complete reset, noting the 
inadequate engagement with community partners and labour as well as 
the legislation’s limited coverage and lack of provision for independent 
oversight.298 Promised pay equity regulations have not been released.

2023
The Report of the Employment Equity Act Review Task Force, led by 
Professor Adelle Blackett, is released.299 The report emphasizes that 
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establishing an effective employment equity regime is necessary to 
removing the systemic and intersecting barriers that cause gender wage 
gaps.

2025
New Brunswick announces its intention to introduce pay transparency 
legislation in 2026. Susan Holt’s government also promises to expand 
New Brunswick’s existing pay equity legislation to include private sector 
employers.

2026
As of June 2026, three jurisdictions—New Brunswick (2026), British 
Columbia (2023), Newfoundland and Labrador (2022—not in 
force)—have stand-alone pay transparency legislation and reporting 
requirements, and others—Ontario (2024), P.E.I. (2022), Canada 
(2021), and Nova Scotia (2019) have recently introduced various pay 
transparency provisions in their employment standards legislation. 
Canadian approaches are considered weaker than those being 
introduced in Europe under the EU Pay Transparency Directive, which 
require strict reporting on pay gaps for firms with 100+ employees.300

B.C. is the first jurisdiction in Canada to mandate pay transparency 
beyond the gender binary (acknowledging non-binary and Two-Spirit 
individuals in pay gap analysis).

Four provinces—Alberta, Saskatchewan, Manitoba and Quebec—
and the three territories have no pay transparency requirements at this 
time (not including public sector compensation disclosure regulations). 
Emerging evidence suggests low rates of compliance with pay 
transparency regulations.301

2030
Canada is not on track to meet its Sustainable Development Goals by 
2030, including Goal 5: Achieve gender equality and empower all women 
and girls, Ambition 5.5: Reducing the gender wage gap.302
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Appendix 4
Pay equity legislation in Canada

Table 21 /  Comparative table of pay equity legislation in Canada

Coverage Data collection Process 
Reporting/maintenance/
enforcement

Manitoba
Pay equity Public sector including 

core administration, 
Crown agencies, health 
authorities.

Employers do not have 
an obligation to collect 
information; the Pay 
Equity Bureau and 
executive director must 
prepare and maintain 
statistics

Equalization occurs 
through negotiations 
between employer and 
bargaining agents.

No specific section on 
maintaining pay equity 
settlements once reached

P.E.I. 
Pay equity Public sector including 

core administration, 
Crown agencies, colleges, 
and nursing homes.

Employers do not have 
an obligation to collect 
information; the Pay 
Equity Bureau has to 
prepare and maintain 
statistics

Equalization occurs 
through negotiations 
between employer and 
bargaining agents.

Prior to 1995 agencies 
could process complaints 
following post pay 
equity achievement. 
Now no enforcement/
maintenance

Pay transparency Prince Edward Island’s Employment Standards Act was amended in 2022 to include pay transparency 
provisions. The legislation prohibits employers from seeking pay history from job applicants and from 
preventing employees from discussing wages. The law also encourages the inclusion of salary ranges in 
job postings.



113  / Dismantling gender pay discrimination in Canada

Coverage Data collection Process 
Reporting/maintenance/
enforcement

New Brunswick 
Pay equity Public sector, including 

core administration, 
school boards, hospitals, 
and some Crown 
agencies. 

Employers have to 
compare the job classes 
(no set guidelines for data 
collection); the Pay Equity 
Bureau must prepare and 
maintain statistics

Equalization occurs 
through negotiations 
about an evaluation 
system and pay 
adjustments between 
employer and bargaining 
agents

The employer must 
maintain pay equity, after 
it is achieved, they must 
conduct a pay equity 
review and make pay 
adjustments to ensure 
pay equity is maintained

Pay transparency Stand alone legislation passed in 2026. Employers are required to include salary or wage ranges in job 
ads and bans them from asking about compensation history. It also prohibits any kind of retaliation 
against employees who discuss or inquire about pay.  Employers are also required to submit annual pay 
transparency reports, content to be set out regulations. Employers and government required to make pay 
transparency reports public.

Nova Scotia 
Pay equity Public sector, including 

core administration, 
municipalities, 
universities, health care 
facilities and Crown 
agencies. 

Employers have no 
obligation to collect 
data; the Pay Equity 
Commission has to 
prepare and maintain 
statistics

Equalization occurs 
through negotiations 
regarding an evaluation 
system and the employer 
must bargain in good 
faith to achieve pay 
equity

Legislation envisions a 
single wage adjustment. 
There is no maintenance 
provision

Pay transparency Employers are prohibited from asking prospective employees for their wage history or disclosing wage 
information about employees, with few exceptions. Employers may not pursue any form of retaliation 
against employees who discuss or inquire about pay. Currently, Nova Scotia law does not explicitly require 
employers to include salary ranges in job advertisements, although this is proposed in pending private 
members’ bill.

Ontario 
Pay equity Public and private sector 

employers with 10 or 
more employees.

Employers do not have an 
obligation to collect data 
but they must create a 
pay equity plan.

If unionized: equalizing 
occurs through 
negotiations between 
employer and bargaining 
agent. 
If non-unionized: occurs 
through employers’ pay 
equity plan, (employees 
review and comment).
Three wage comparison 
mechanisms can be used: 
job-to-job comparison, 
proportional value 
comparison, and proxy 
comparison. 

Requires ongoing 
maintenance to ensure 
pay equity is sustained. 
The pay equity office 
monitors and audits pay 
equity plans to assess 
legislative compliance 
and the Pay Equity 
Hearings Tribunal 
adjudicates disputes. 
Some penalties (fines) 
are explicitly defined in 
legislation.

Pay transparency Ontario’s new law (effective from January 2026) mandates that employers with 25 or more employees to 
include salary ranges (up to $50,000) in job postings, bans asking for compensation history and requiring 
Canadian work experience, and requires that employers disclose AI use in hiring. Unlike the law first 
proposed in 2018, this law does not require employers to submit public reports on their compensation 
practices and workforce trends.
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Coverage Data collection Process 
Reporting/maintenance/
enforcement

Quebec 
Pay equity Public and private sector 

employers with 10 or 
more employees.

Employers do not have an 
obligation to collect data 
but depending on the size 
they must create a pay 
equity plan

Equalization takes place 
differently depending on 
the size of the employer; 
it can include a pay 
equity committee, a pay 
equity plan, and wage 
adjustments

Employers must conduct 
a re-evaluation every 
five years to identify and 
correct any new wage 
gaps. The pay equity 
commission conducts 
complaint investigations 
and includes penalties 
(fines) for non-
compliance based on the 
employer’s size

Newfoundland and Labrador (not in force)
Pay equity Public sector, 

municipalities, hospitals, 
Crown agencies and 
other public bodies with 
10+ employees

Employer are required to 
prepare reports relating 
to pay equity and their 
actions taken, content 
and timing to be set out 
regulations

Equalization occurs 
through negotiations 
about an evaluation 
system and pay 
adjustments between 
employer and bargaining 
agents

Employers expected to 
“take the action that is 
necessary to maintain, 
and where necessary 
implement, pay equity in 
the public sector.” The Pay 
Equity Officer will review 
employer reports, assess 
and report on employer 
compliance to legislature

Pay transparency Pay transparency (not in force): Stand alone legislation. Employers are required to include salary or wage 
ranges in job ads. It also prohibits any kind of retaliation against employees who discuss or inquire about 
pay. Employers are also required to submit pay transparency reports, content and timing to be set out 
regulations. Employers and government required to make pay transparency reports public.

British Columbia
Pay equity No pay equity legislation
Pay transparency Enacted in 2023, BC’s legislation requires employers to include salary or wage ranges in job ads. It also 

prohibits any kind of retaliation against employees who discuss or inquire about pay. Starting in 2024, 
large employers will need to submit annual pay transparency reports. By 2027, all employers with 50+ 
employees will be required to submit reports to the government and make available to employees. Reports 
must detail the pay differences between genders, including data on bonuses and overtime. The Act requires 
the Minister of Finance to publish an annual report by June 1 each year that describes the differences in pay 
among genders, trends in relation to those differences and the number of reports of non-compliance.
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Coverage Data collection Process 
Reporting/maintenance/
enforcement

Federal scheme 
Pay equity Federal public service 

and federally regulated 
workplaces (banking, 
transportation, 
telecommunications) with 
10 or more employees.

If the employer or pay 
equity committee finds 
that there is at least one 
predominantly female 
job class and at least 
one male, they must 
determine the value of the 
work performed by both 
classes. 

Equalization occurs 
through a pay equity 
plan (employer must 
post a draft pay equity 
plan, allow employers 
to provide written 
comments on it, and 
take their comments 
into consideration when 
finalizing the plan). 

Requires an annual pay 
equity statement and 
plan updates every five 
years. The Commission 
can conduct compliance 
audits and penalties 
(fines) are included for 
non-compliance

Pay transparency Employers with at least 100 employees must include detailed data about gender-based wage gaps at their 
organization as part of annual employment equity reports required by Employment Equity Act. 
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Appendix 5
Pay equity legislation  
in Northern Canada

P ay equity in Canada’s Northern territories (Northwest Territories, 
Nunavut, and Yukon) is largely governed by territorial human rights 
legislation and specific public sector statutes. At this time, territorial 

governments and local territorial employers are exempted from federal 
proactive pay equity legislation. (Federally regulated workplaces, such as 
financial institutions and telecom companies working in the territories, are 
covered by federal legislation). The federal government can, at any time, 
issue an order in council setting out the date on which the Pay Equity 
Act will come into force in the three territories. It has indicated, however, 
that this would only take place if there was “interest [on the part of the 
territorial governments] in diverging from the status quo.”303

In Yukon, the Human Rights Act prohibits discrimination in 
employment, including compensation. Section 15—Equal pay for 
work of equal value specifically prohibits employers—including the 
Government of the Yukon and municipalities and their corporations, 
boards, and commissions—from establishing or maintaining “a 
difference in wages between employees who are performing work of 
equal value, if the difference is based on any of the prohibited grounds 
of discrimination.”304,305 And the Employment Standards Act, Section 
44, prohibits private sector and territorially regulated employers from 
paying women less than male employees “for similar work performed 
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in the same establishment under similar working conditions and the 
performance of which requires similar skill, effort, and responsibility.”306

Like other complaints-based systems, individuals are required to 
come forward to lodge complaints of discrimination with the Human 
Rights Commission. This process presents huge barriers to complainants 
seeking justice, as described above. For its part, the Yukon Human 
Rights Commission has struggled to meet the terms of its mandate 
because of persistent funding issues, high staff turnover, gaps in policies 
and procedures including around the exercise of discretion on the part 
of the Director, and an over-reliance on settlements to manage a high 
workload.307

The Nunavut government also relies on human rights legislation, 
specifically the Nunavut Human Rights Act, to protect women from pay 
discrimination in employment, but the act does not explicitly contain a 
specific “equal pay for equal work” provision, nor does the territory have a 
dedicated pay equity law.308 As noted above, the Government of Nunavut 
and Indigenous governing bodies are exempt from federal proactive pay 
equity legislation; it is covered by the Canadian Human Rights Act.

In the Northwest Territories, the right to equal pay for work of equal 
value was established by Section 40 of the Public Service Act and applies 
to the GNWT public service, the NWT Power Corporation, and teachers. 
The Equal Pay Commissioner, an independent officer of the Legislative 
Assembly, is appointed to receive, investigate and report on pay equity 
complaints. They also are tasked with promoting greater understanding 
and awareness of the right to equal pay for work of equal value.309 The 
commissioner files an annual report on the office’s activities with the 
speaker of the Legislative Assembly, which is reviewed by the legislature’s 
Government Operations Committee.

In the 2023-24 annual report, the commissioner noted that there 
had only been one official complaint submitted to the office in 2019, 
but the lack of complaints cannot be understood to mean that there is 
no pay discrimination in the NWT. The commissioner noted that there 
was support for the principle of equal pay for work of equal value but 
that collective bargaining and job evaluation systems had their limits, 
that pay equity systems were needed to “ensure that equal pay for work 
of equal value is demonstrably established and maintained over time, 
across an entire establishment.”310 The commissioner recommended that 
employers and bargaining agents undertake voluntary pay equity reviews 
to identify and address any pay inequities that “make their way back into 
compensation systems over time, despite the best of intentions.”311 In her 
2024-25 report, the commissioner suggested that proactive pay equity 
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legislation would “provide a more robust and enduring mechanism for 
accountability.”312

In its review of the 2023-24 commission’s report, the Standing 
Committee on Government of the Legislative Assembly recommended 
that government review the pay equity provisions of the Public Service 
Act and bring forward amendments “to address how intersectionality 
impacts pay equity” and “to require regular maintenance reviews or 
proactive pay equity plans.”313 The Department of Finance responded 
that it will work with the Equal Pay Commissioner to identify potential 
gaps in the legislation as it related to intersectionality. On the question 
of the need for regular maintenance, however, it noted that “GNWT jobs 
are continually under review.”314 What was left unsaid was that no further 
action is required.315

Private sector employers, for their part, are covered by the NWT 
Human Rights Act. Section 9 prohibits pay discrimination among 
employees employed in the same establishment performing “the same or 
substantially similar work.”316
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Appendix 6
Jurisdictional scan

T he following table is based on the Summary Table of selected pay 
equity regimes, published in: Megan Bowers, et al. 2020. Section 
14.2, Summary of Jurisdictional Scan. Mind the Pay Gap: A legislative 

approach to ending pay discrimination in B.C., Simon Fraser University.

https://westcoastleaf.org/wp-content/uploads/2023/05/Mind-the-Pay-Gap-Final-Report.pdf
https://westcoastleaf.org/wp-content/uploads/2023/05/Mind-the-Pay-Gap-Final-Report.pdf
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Table 22 /  Jurisdictional scan of selected pay equity regimes around the world

Jurisdiction Type of pay legislation Legislative elements Observed outcomes

Summary of jurisdictional scan of European Union
European 
Union

European Union Pay 
Transparency Directive 
(2023);
European Economic 
Commission—Equal pay for 
male and female workers 
for equal work or work of 
equal value (1957)

• New directive requires employers to 
disclose pay data, bans salary history 
checks, requires joint pay assessments 
and filing of gender pay gap statistics. 
Includes enforcement.
• Central body tracks the progress of 
EU member states in taking action on 
gender-based pay discrimination.
• Issues recommendations and reports 
on policy best practices.

• A number of EU member states have 
made significant strides in closing 
gender-based pay gaps.
• Several Nordic countries recognized 
as having some of the most progressive 
gender equality policies in the world.

Summary of select Scandinavian countries
Denmark Act on Equal Pay for Men 

and Women (2006)
• Targets companies with 35+ 
employees, which must report pay data 
and disclose gender-based disparities.
• Firms provide an opportunity to 
consult with management on the 
reported pay gap results.
• Employers can opt to voluntarily 
conduct a pay equity analysis and 
implement a pay equity plan as an 
alternative.

• Only 30 per cent compliance rate.
• Did not increase the wages of female 
employees.
• The overall effect was a reduction in 
the aggregate wage bill of two per cent, 
a small reduction in gender wage gap.
• Pending changes to bring Denmark 
into compliance with EU pay 
transparency directive.

Finland Act on Equality between 
Women and Men (2005); 
(2014)

• Targets companies with 30+ 
employees.
• Employers are required to prepare a 
“gender equality plan” every two years.
• Data for gender equality plans are 
collected through regular employee pay 
surveys.
• Mandatory pay audits.

• High rates of compliance, between 
65-85 per cent in 2012.
• Pending changes to bring Denmark 
into compliance with EU pay 
transparency directive.

Iceland Act on Equal Status and 
Equal Rights Irrespective of 
Gender (No. 150/2020);
ÍST 85—The Equal Pay 
Standard—Certification 
Model (2018)

• Targets companies with 25+ 
employees.
• Every three years, companies must 
provide evidence they are paying men 
and women equally for jobs of equal 
value.
• Daily fine of 50.000ISK ($500CAD) for 
non-compliance.
• Phase in complete.

• Evaluation studies are underway.
• Pending changes to bring Iceland into 
compliance with EU pay transparency 
directive.

Norway Equality and Anti-
Discrimination Act (2018)

•Gender pay gap reporting requirements 
for companies with 50+ employees.
•Annual and biannual reports.
• Provides complete transparency about 
all citizens’ salaries — regardless of 
employer, sector, or company size.

• Empowerment of marginalized groups.
• Political culture an important 
determinant.
• Pending changes to bring Norway into 
compliance with EU pay transparency 
directive.
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Jurisdiction Type of pay legislation Legislative elements Observed outcomes

Summary of select commonwealth countries
United 
Kingdom

Pay Transparency via
Equality Act Regulations 
2017

• All companies with 250+ employees 
must publish an annual report.
• Report must include the differences 
between the mean and median hourly 
pay of male and female employees and 
the proportions of male and female 
employees in each pay quartile.

• Mixed results. Regulations successful 
in raising the profile of gender 
disparities, but limited impact on the 
size of the gap to date.
• Loopholes in legislation, lack of action 
on part of companies.
• Considering new law to require 
ethnicity and disability pay gap 
reporting for employers with over 250 
employees.

New Zealand Equal Pay Amendment Bill 
(2018, amended 2025)
Equal Pay Act (1972)
Government Service Equal 
Pay Act (1960)

• New Zealand’s system puts the 
responsibility for initiating pay equity 
proceedings on employees. Employers 
must notify all employees.
• Encourages mediation similar to 
the way unions and firms engage in 
bargaining, produce sector-wide results.

• 2018 amendment streamlined process.
• In 2025, legislation amended again, 
raising the bar for bringing and 
progressing claims.

Australia Workplace Gender Equality 
Act (2012)

• Mandatory reporting requirements 
for companies with more than 100 
employees.
• Annual public reporting.
• Public shaming of companies that fail 
to comply.

• Modest gains for women since 
monitoring began.
• High rates of compliance.
• In 2025, large pay equity win for 
175,000 workers in five areas, including 
child care, health professionals. Fair 
Work Commission
proposed substantial pay rises of up to 
35 per cent.

Summary of select Canadian provinces
Ontario Working for Workers Four 

Act (2024)
Pay Transparency Act 
(2018) (not implemented)
Pay Equity Act (1988)

• Public and private sector employers 
with 10+ employees.
• Employers must compare female-
dominated job classes to male ones 
of equal value and address gaps. 
Adjustments limited to one per cent of 
the employer’s payroll per year.
• New requirements to provide 
information on salary, hiring process in 
job postings. Employers prohibited from 
asking about previous Canadian job 
experience in ads.

• Very small overall effect on the gender 
pay gap.
• Evidence of non-compliance among 
employers.

Quebec Pay Equity Act (1996) • Applies to public and private sector 
employers with 10+ employees.
• Employers must compare male- and 
female-dominated job classes of equal 
value and address gaps within four 
years.
• Required self-audits every five years 
and companies required to fill out an 
online form annually.

• Has had mild, positive effect on 
reducing the gender pay gap.
• Compliance estimated around 
84 per cent (2016).
• Considering new transparency 
requirements for job posting.
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