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Taking action on your employment equity data

You have submitted your data. Next, your data will be published on
Equi’Vision — the Government of Canada’s data visualization website.

As you know, the Government of Canada has

introduced new pay gap reporting measures for

private-sector employers subject to the Employment Equity Act
(the Act). Your company's pay gap and representation data will
be publicly available online on the Government of Canada's
new platform, Equi'Vision. The data submitted is based on the
previous calendar year’s information for the organization.

On Equi'Vision, people will be able to view and interact with
your representation and pay gap data online.

Click here for examples of what people will see on
Equi’Vision.

The Workplace Equity Information Management System
(WEIMS) is an important tool for employers. It allows you to
understand your data before it is published on Equi'Vision.
Take advantage of WEIMS to ensure your data is accurate,
understood and addressed by your organization.

What do you need to do?

Make sure you submit accurate data
to WEIMS every year.

Review and understand your data once
it's aggregated in WEIMS.

Make a plan to reduce your pay gaps based
on your analysis of the data, as applicable.

Help the public understand your context —
including your plans and commitments to

improve employment equity and reduce any
gaps.

Using your data to improve
employment equity

Your data may reveal patterns regarding employees
from designated groups under the Act, such as gaps
in hourly wage, bonus pay, and overtime pay.

These gaps may stem from employment policies and
practices (e.g., hiring and promotion processes) that
constitute employment barriers for these groups.

Our new guide, “How to improve
workplace equity” summarizes

actions that have been shown to
improve workplace outcomes
(and those that haven't) for
women, Indigenous peoples,
persons with disabilities and
members of visible minorities.

For example, making expectations around
salaries and negotiation clear, and increasing
transparency of promotion, pay and reward
processes have each been found to improve
workplace equity for certain groups.

Take advantage of the guide and use
the best available evidence to
address your pay and

representation gaps.


https://equity.esdc.gc.ca/sgiemt-weims/emp/WeimsEET.jsp#2/
https://equity.esdc.gc.ca/sgiemt-weims/emp/WeimsEET.jsp#5/
https://equity.esdc.gc.ca/sgiemt-weims/maint/file/download/FP-GC-WEDHowToImproveWorkplaceEquity-20230308-PDF.pdf
https://equity.esdc.gc.ca/sgiemt-weims/maint/file/download/FP-GC-WEDHowToImproveWorkplaceEquity-20230308-PDF.pdf

Reviewing and understanding your data in WEIMS

WEIMS helps employers subject to the Legislated Employment

Equity Program (LEEP) meet their employment equity What is a pay gap?
obligations.
A pay gap is the difference between what two
WEIMS calculates hourly wage gaps, bonus pay gaps, overtime groups earn. A percentage shows the difference by
pay gaps, overtime hours gaps, proportions of emp|0yees who which one group earns more or less than the other.
received bonus pay and proportions of employees who received The difference between what men and women
overtime pay. earn is the gender pay gap. Other pay gaps also
exist, such as those that affect Indigenous peoples,
Below is an example view of pay gap information for women in persons with disabilities and members of visible
WEIMS. minorities.

Not sure how to access this view of your data

in WEIMS? Follow the steps in the “Employer
Workshop: How to interpret your Form 2,

Parts D to G” document available at this location.

More information can be found here.

¥ Wage Gaps: Women

Wage Gaps Women
Occupational Groups Comparison Group Men
Overall Mean Wage Gap (%) 6.1
Ifthe % is positive, the subject group makes Median Wage Gap (%) 0.0
less than the comparison group. Mean Bonus Pay Gap (%) 67.7
I the % is zero, the subject group makes the Median Bonus Pay Gap (%) 70.8
same as the comparison group. Mean Overtime Pay Gap (%) 68.6
If the % is negative, the subject group makes Median Overtime Pay Gap (%) 84.9
more than the comparison group. Mean Overtime Hours Gap (hours) 933
Median Overtime Hours Gap (hours) 85.4
Senior Managers Mean Wage Gap (%) 9.0
Median Wage Gap (%) 5.7
Mean Bonus Pay Gap (%) 57.6
Median Bonus Pay Gap (%) 353

e On average, when looking at hourly wages, women earn 6.1% less than men in this organization.
Expressed differently, on average, for every dollar a man makes per hour, a woman makes $0.94. Refer to this
summary resource (section 3.1) or this detailed employer resource for more information on how pay gaps are
calculated.

e On average, when looking at bonus pay, women earn 67.7% less than men in this organization.
Expressed differently, on average, for every dollar a man makes in bonus pay, a woman makes $0.32.


https://equity.esdc.gc.ca/sgiemt-weims/emp/WeimsMaintLogin.jsp
https://www.canada.ca/en/employment-social-development/corporate/portfolio/labour/programs/employment-equity/legislated.html
https://www.canada.ca/en/employment-social-development/corporate/portfolio/labour/programs/employment-equity/legislated.html
https://equity.esdc.gc.ca/sgiemt-weims/emp/W.2.3msM.1.3ntInf.4@-eng.jsp?&cid=outils-tools
https://equity.esdc.gc.ca/sgiemt-weims/maint/file/download/FP-GC-WEDWorkshopHowToInterpretForm2,%20parts%20D-G-20220427.pdf
https://equity.esdc.gc.ca/sgiemt-weims/maint/file/download/FP-GC-WEDWorkshopHowToInterpretForm2,%20parts%20D-G-20220427.pdf
https://www.canada.ca/en/employment-social-development/programs/laws-regulations/labour/interpretations-policies/equity-reporting-salary-ipg-107.html
https://www.canada.ca/en/employment-social-development/programs/laws-regulations/labour/interpretations-policies/equity-reporting-salary-ipg-107.html

How to read pay gap data
For hourly wage gaps, bonus pay gaps, and overtime pay gaps:

e apositive percentage figure (more than zero) and a dollar
figure smaller than $1.00 reveal that designated group
employees (subject group) receive lower hourly wages,
bonus pay or overtime pay than non-designated group
employees (comparison group)

e azero-percentage figure (equal to zero) and a dollar figure
equal to $1.00 reveal no gap between the hourly wages,
bonus pay or overtime pay of designated group employees
(subject group) and non-designated group employees
(comparison group)

e anegative percentage figure (less than zero) and a dollar
figure larger than $1.00 reveal that designated group
employees (subject group) receive higher hourly wages,
bonus pay or overtime pay than non-designated group
employees (comparison group)

Bonus pay reporting includes proportions of employees who received
bonus pay during the reporting year. At present, the evidence on
differentials in bonus pay for designated groups is largely anecdotal.
The ability to analyze bonus pay gaps by occupations could reveal
important differences across the designated groups, based on subject
and comparator group comparisons.

Overtime pay reporting includes proportions of employees who
received overtime pay during the reporting year. Overtime hours
reporting includes gaps in the mean and median annual number of
overtime hours worked among employees who received overtime pay
during the reporting year.

This data will help to see the proportion of annual earnings that comes
from overtime. This will reveal specific patterns regarding overtime and
whether there is a difference in the earning capacity between the
different subject and comparator groups.

How to interpret (and act on)
pay gap data

Pay gaps may come from a complex
interplay of societal factors that form outside
of the workplace, including but not limited to:

¢ historical discrimination (i.e.,
unfair or prejudicial treatment of
individuals or groups based on
certain characteristics);

e occupational segregation (e.g.,
the division of men and women into
different occupations, industries or
roles);

e labour market dynamics (e.g., a
surplus of workers in a particular
sector that might drive down
wages);

e educational differences (e.g.,
levels of educational attainment,
and fields of study); and

e implicit bias (e.g., deeply ingrained
stereotypes that can lead a
manager to unknowingly favour one
demographic over another).

Importantly, pay gaps may also result from
employer practices and policies (e.g., how
raises and promotions are determined, lack
of transparency in pay, unequal access to
mentorship). Employers have an important
role in identifying and mitigating barriers that
may exist in their workplace as a result of
these practices and policies.

Employers subject to the Act must review
their employment systems, policies and
practices to identify employment barriers in
their organization (commonly referred to as
an employment systems review, or ESR).

Guidance on how to conduct an ESR is
available here.


https://www.canada.ca/en/employment-social-development/programs/laws-regulations/labour/interpretations-policies/workplace-equity-systems-review.html

How to read pay gap data (continued)

Looking at the mean and median’ together provides a more balanced overview of an employer’s overall pay gaps. For
example, when the median pay is lower than the mean pay in a group of employees, this implies that, while there are
some high earners in this group, most of its employees earn less than the mean (or average) pay.

o What is a mean pay gap?

Mean pay gaps measure salary differences by comparing average salaries of groups. This is the most common
method for determining a central tendency in a group and is a good overall indicator of pay gaps.

Example: Mean bonus pay gaps can be useful when employees of both groups compared in an organization receive
a bonus according to a similar distribution. With this method, very large or small values can distort the final result. In
some cases, 1 or 2 employees among designated group members might receive exceptionally high bonus pay. If that
were to happen, the bonus pay gap may appear smaller than it actually is. This would make the mean bonus pay gap
less useful on its own.

o What’s a median pay gap?

Median pay gaps measure salary differences by comparing salaries of employees to the middle of the salary
distribution of their group. This can be described as the ‘typical’ situation in an organization and can be useful when
the hourly wages of employees of both groups is similar across the distribution. While they are not distorted by very
large or small values, the median pay gaps may not highlight all pay gap issues.

Example: If employees that are paid the least amount among designated group members are paid much less than

employees that are paid the least amount among non-designated group members, the hourly wage gap may appear
smaller than it actually is. This would make the median hourly wage gap less useful on its own.

Median

Employee | Employee Employee Employee Employee Employee Employee
2 3 4 ) 6 7

1

Same quantity of values Middle value Same quantity of values
below the median is the median above the median

Need more help?

For more help understanding your pay gap data in WEIMS, see this resource.

" The mean is an average, and the median is the middle value if all the values are listed in numerical order.
4


https://equity.esdc.gc.ca/sgiemt-weims/maint/file/download/FP-GC-WEDWorkshopHowToInterpretForm2,%20parts%20D-G-20220427.pdf

Explalnlng pay gaps.: general themes Factors that could influence

or explain some pay gaps
Self-identification
e Representation rates of the
designated groups in
occupational groups

Under employment equity, employees must voluntarily self-identify as
belonging to a designated group. However, some employees may choose

not to for various reasons. As a result, representation numbers in a given e Occupational segregation
workforce may not accurately reflect the true number of employees from (e.g. lower paid roles held
designated groups. predominantly by women)

e Educational and experience
While human resource data may be used to identify women, employers requirements; licensing

requirements for specific
roles; seniority

e Regional and geographical
factors

_ e Voluntary self-identification

Representation gaps process

e Employees who did not work a
full year (affecting the bonus pay,
overtime pay and overtime hours
included in pay gap calculations)

are also encouraged to introduce self-identification campaigns to
employees. These campaigns can inform employees of the process and
reasons to self-identify, including assurances of confidentiality.

Representation rates and pay gaps are intrinsically aligned. For example,
if a company has low representation of Indigenous peoples in a certain
occupation, but these members have higher salaries than non-designated

groups, it could result in a negative mean hourly wage gap, in favour of e Union and non-union positions in

the designated group. the same occupational group
with different compensation

Pay gaps may decrease as designated group representation increases, programs (e.g. different bonus

and overtime eligibility).

which can be supported through recruitment and promotion of more
employees from designated groups.

Women and occupational segregation

The representation of women in specific occupational groups
also contributes to pay gaps. For instance, occupational
segregation may occur when an organization has more women
in clerical roles that are lower paid compared to other
operational roles. Occupational segregation may also impact
overtime pay gaps for women. Male dominated operational
roles may have more overtime opportunities, given the nature
of these roles to address urgent issues.

While these factors can negatively influence pay gaps,
increasing the representation of women in higher paid, male
dominated positions can help reduce the effects of
occupational segregation and equalize pay. Such positions
include, airline pilots, truck drivers, skilled trades,
management, and senior management.




Service or seniority

Seniority, or years of service, may impact pay gaps. Many compensation structures reward employees for their progression
in a role and for time their spent with the company through pay increases. Likewise, collective agreements may have hourly
rates, or salary steps, that increase based on seniority in the role. Consequently, this may result in pay gaps if employees
from the designated groups have less service.

Pay gaps based on service in roles may decrease over time once more employees from designated groups enter different
occupations and gain service.

Seniority may also impact overtime pay gaps. Some collective agreements specify that overtime be offered to unionized
employees based on seniority, with the most senior receiving the first overtime opportunities. Again, if employees from the
designated groups have less service, they may be offered less overtime opportunities.

Reviewing elements such as seniority, performance, salary band levels, skill sets, etc. is recommended to help determine
how they might affect identified pay gaps within an organization.

Employment Equity Occupational Groupings (EEOG) Tt o Ban i

displayed by Employment Equity

Employers use the National Occupational Classification (NOC) system, the Occupational Groups. There are
nationally accepted classification system for occupations in the Canadian labour 14 different occupational groups,
market, to code the various jobs in their workplaces. NOC codes distinguish both ~ such as (but not limited to):

skill type and level (e.g. based on required roles and associated responsibilities). e  Senior Managers

The different NOC codes that they assign to their organization’s occupations are e Middle and other

aggregated into the 14 EEOGs. In this way, the groupings comprise comparable Mmanagers
) . . . . e Professionals

occupations. For instance, the occupational group called Professionals includes Supervisors

engineers, lawyers, and accountants. It is important for employers to properly - At st

assign NOC codes to each employee to ensure the data is accurately reflected in clerical personnel

each EEOG. e Skilled crafts and trade
workers

Occupational groupings do not distinguish whether a job is unionized or not. An e Clerical personnel

occupational grouping with both union and non-union jobs may highlight pay gaps e Semi-skilled manual

influenced by different compensation arrangements. For example, union roles workers.

may not have a bonus program, and non-union roles may not be eligible for
overtime. Also, the jobs in an occupational group may include roles in the organization from different business segments,
with varying compensation arrangements.

The occupational groupings are a framework for comparing the salary structure for similar occupations. They are often the
first level of employer analysis. Employers may segregate similar occupations within the occupational grouping when
conducting an internal compensation review to examine pay gaps. This internal review allows for a more focused analysis.
The results will help to determine if additional measures or specific organizational strategies are required to address the pay
gaps identified at the EEOG level.



@\Going forward

Examining pay gaps and identifying explanations for them is an important first step in reducing them. There are a few
compensation strategies to address pay gaps, such as:

conducting compensation audits (including pay equity)

developing new compensation frameworks

establishing new pay scales

making appropriate salary adjustments, along with ensuring pay practices are transparent and equitable.

It is advisable to engage your organization’s compensation team, if available. They can provide valuable insights to help
understand the data, verify the numbers, and look at company-wide compensation practices to determine their impact on
the designated groups and the potential impacts on the identified gaps (e.g. planned pay equity measures).



Communicating your pay gap data

Communication is an important element in your action plan. It allows the public, your customers, employees, and future
employees to understand what causes your pay gaps and how you will address them.

Communicating to the public

When you submit in WEIMS, you have the option to provide information about your organization that can help the public
understand your data. You can also describe any plans you have to address pay gaps in your organization. This information,
while voluntary, should be included in the Pay Gap Contextual Information Box (see image below) before submitting your
employment equity data at the “Form Submission” stage in WEIMS.

1 2 AC 2D-G 3 4 5 6 Narrative Report Form Submission

Save ‘ Abandon Changes ‘

Any fields marked with an asterisk (*) are required fields.

Submitted By Submission Status

julie.giampaolo | | Submitted v]
Reverse Submission

Initial Submission Date Submission Date (YYYY-MM-DD)

2022-01-23 yyyy-mm-dd

Notes from Employer

Notes from ESDC

2022-05-31 17:07:02 Submitted by julie.giampaclo

Data was loaded from EEIS Mo

Pay Gap Contextual Information - Published on the Government of Canada Website

The field below enables employers to provide contextual information on the pay gaps identified in Form 2, Parts D to G. The information
contained in this field will be publicly available - located en your organization’'s employer profile published on the Government of Canada’s
Employment Equity Data Visualization tool. Use of the field is veluntary and allows for 4,000 characters, approximately 500 words. Employers
may use this field to provide information on their pay gaps, communicate future commitments, and direct viewers to access their company’s
website for further information regarding their employment equity and pay gap strategies. Pleasa note that links to external websites are not
permittad in this field. Employers may insert the desired link under the Employer General tab of WEIMS.

Pay Gap Contextual Information (English)

Your communication plan may also consider the best ways to express your pay gap data externally. Communicating your
commitment to actions that will reduce pay gaps may enhance your company’s reputation and help attract talent.



Communicating to your employees

Under the Act, employers must inform employees about
the purpose of employment equity, the measures
planned and undertaken to advance it, along with the
progress made. If you have taken measures to address
your pay gaps or made progress on that matter, you
must inform your employees. You must consult
employee representatives on how they can assist you in
communicating to their colleagues as well.

Communicating about pay gaps may help educate and
engage your workforce, and retain talented employees.

More information is available here.

Communicating to the government

In your annual employment equity report for the
government, you must include a narrative report about
consultations you have held, measures taken, and
results achieved, including related pay gap activities
or outcomes. As addressing pay gaps is part of the
employment equity process, these can be included in
the measures and results sections of WEIMS.

E Benefits of providing contextual

information

o Allows employers to communicate and explain pay
gaps in their company. For instance, are there
unique circumstances that contribute to pay gaps in
your company, industry, or sector? Your explanation
can make these factors clear to the public.

o Provides employers with the opportunity to
communicate their commitment to employment
equity, diversity, and addressing pay gaps in
the future.

e Gives employers a way to leverage their website
as a resource for the public to learn about their
employment equity initiatives. Housing this
information online allows employers to make timely
adjustments and to quickly react to any emerging
issues. A comprehensive document on your
website may also provide viewers with greater
context, awareness, and education.

o Allows employers to proactively manage their
organization’s reputation and image regarding
diversity, inclusion, and employment equity.

A positive reputation may help your organization
attract and retain talented employees and
engage your workforce in future initiatives.

'© Other benefits of communicating pay transparency

e Your organization likely has many stakeholders, such as employees, customers, media, and the public.
Honest disclosure and transparency about pay gaps and future employment equity strategies may lead to

greater trust among your stakeholders.

¢ |n addition to your contextual information, developing and publishing a comprehensive communication plan
for your organization may help to identify and organize the best methods of communicating your efforts
- both internally (employees, management) and externally (public, including potential recruits and

consumers).

o The public may view proactive communication as positive. Reactive communication may be viewed as

defensive.

e Communication with employees is required to meet your employment equity obligations. These include
informing employees about the purpose of employment equity, the measures planned and undertaken,

along with the progress made.

e Communicating future commitments may ensure your organization remains focused and accountable to

achieving the desired outcomes.


https://www.canada.ca/en/employment-social-development/programs/laws-regulations/labour/interpretations-policies/workplace-equity-communication-consultation-collaboration.html

What your data will look like on Equi’Vision

Pay gap and representation data reported by employers through WEIMS will be published on the government website. It will
highlight employers who are leading in equitable practices while keeping others accountable, as well as empower the public
to make the right decisions about their employment.

Equi'Vision can also be used by employers as an additional analytical tool. Your Employment Equity Reports (contained in
WEIMS) include all the representation and pay gap data that is reported in the tool. The functionality included in Equi'Vision
allows employers to access and review the data in a visual report format. Comparisons can also be easily made between
subject and comparator groups (e.g., persons with disabilities and persons without disabilities) within the organization with a
few clicks of a button. In addition, your company's information can be compared with other employers of your choice.

Additional analysis can be undertaken at a broader level, such as by Sector and Location.

10



Sample View: Employer Overview

»
LTI -

Equi 'Vision b Home Search by: Employer Sector Location

- EmpIOyer Data Search for an Employer View Employer Data Compare Employer

Employer Overview Employer Representation View H Employer Pay Gaps View &= Back

This is the employer’s overview. The representation and labour market availability rates as well as the mean hourly wage gaps are displayed for each of the 4 designated
groups by default. Users can customize the views to display different information or add employers to compare.

Company A
Address: 123 Main Street, Toronto, Ontario
Sector: Banking and Financial Services
Employer Size: 250-499
e Pay Gap Contextual Information
Reporting Year: Latest Reporting Year AV 2021

Representation and Availability of Designated Groups Mean Hourly Wage Gaps for Designated Groups

$1.00
B4 12.5%
32.2%
Women 238%
48.2%
2.4%
$1.00
Indigenous Peoples [l 3.7% 50,92 RIS 508
4.0%
1.7%
Persons with Disabilities 9.8%
9.1%
$0.00
168% Men vs. Women Non-Indigenous Persons without Non-Visible

Peoples vs. Disabilities vs. Minorities vs.
Members of Visible Minorities 25.9% Indigenous Peoples Persons with Members of Visible
213% Disabilities Minorities

This visualization presents the mean hourly wage gaps of the 4 designated groups in the
Emplayer representation @ Sector availability @ Canadian availability employer’s overall workforce. It shows the dollar amount earned on average per hour by
the designated group members for every one dollar earned on average per hour by the
non-designated group members.

A missing bar (or 0%) means that the employer did not report members of this designated A missing bar means that the pay gap calculation was not applicable to the data reported
group. on these groups by the employer.

11



What does this data tell us?

In this organization:

e Women earn 92 cents for every dollar earned on average per hour by men. In other words, women earn 8.4%
less than men.

e Indigenous peoples earn 1 dollar for every dollar earned on average per hour by non-Indigenous peoples. In
other words, Indigenous peoples earn the same hourly wages (0% gap) as non-Indigenous peoples.

e Persons with disabilities earn 96 cents for every dollar earned on average per hour by persons without
disabilities. In other words, persons with disabilities earn 4.0% less than people without disabilities.

e Members of visible minorities earn 88 cents for every dollar earned on average per hour by persons who aren’t
members of visible minorities. In other words, persons who are members of visible minorities earn 12.5% less
than people who aren’t members of visible minorities.

12



Sample View: Employer Representation View

B& Employer Data

‘ Search for an Employer ‘ View Employer Data ‘

Compare Employer

‘ Employer Overview

‘ Employer Representation View ‘ Employer Pay Gaps View

&= Back

This is the employer’s Representation view. The representation and labour market availability rates for each of the 4 designated groups are displayed by default. Users can

display different information by using the available filters. Comparison across employers or customized Pay Gaps views are also available.

Company A
Address:

Sector:
Employer Size:

Reporting Year

Latest Reporting Year

123 Main Street, Toronto, Ontario

Banking and Financial Services

Representation Data

Clear Filters

250-499
Employment Status Qccupational Group
3 2021 All Employees s Overall
Representation and Availability of Designated Groups
322%
Women 23.8%
48.2%

2.4%

Indigenous Peoples 3.7%
4.0%

1.7%

Persons with Disabilities 9.8%
9.1%
Members of Visible Minorities 25.9%
21.3%

16.8%

Employer representation @ Sector availability @ Canadian availability

A missing bar (or 0.0%) means that the employer did not report members of this designated group.

o

This view presents representation and availability of the four designated groups in the workforce. The public will be
able to filter by year, employment status, and occupation. In this employer’s workforce, 16.8% of employees identify as

a member of visible minorities. This is below the availability in the Canadian workforce of 21.3%.

13




Sample View: Employer Pay Gaps View

- Employer Data ‘ Search for an Employer “ Compare Employer

‘ Employer Overview Employer Representation View ‘ Employer Pay Gaps View &= Back

This is the employer's Pay Gaps view. The mean hourly wage gaps for the 4 designated groups are displayed by default. Users can display different information by using
the available filters. Comparison across employers or customized Representation views are also available.

Company A
Address: 123 Main Street, Toronto, Ontario
Sector: Banking and Financial Services
Pay Gaps Data
Employer Size: 250-499
Reporting Year: Latest Reporting Year  ~~ 2021 Industry Code (NAICS): Default NAICS Y4
CMA Canada v
Overtime Hours Gaps Proportions
Gap Type Employment Status Qccupational Group Designated Group
Mean wage gap Ve All Employees v Overall ~ Four Designated Groups s Clear Filters
Mean Hourly Wage Gaps for Designated Groups (]
$1.00 8.4% 12.5%
$0.92 D $0.96 50,88
$0.00
Men vs. Women Non-Indigenous Peoples vs. Persons without Disabilities vs. Non-Visible Minorities vs.
Indigenous Peoples Persons with Disabilities Members of Visible Minorities

This visualization presents the mean hourly wage gaps of the 4 designated groups in the employer's workforce, when their mean hourly wage is compared to the mean

hourly wage of the corresponding non-designated groups in this organization. It shows the dollar amount earned on average per hour by the designated group members

for every one dollar earned on average per hour by the non-designated group members. It also displays the mean hourly wage gap percentages between the

designated groups and non-designated groups.

A missing bar means that the pay gap calculation was not applicable to the data reported on these groups by the employer.

This view presents the pay gap information for the four designated groups in the workforce. In this view, users will be able
to filter for more specific information (e.g. gap type, employment status, occupational group, designated group). In this
example, persons with disabilities peoples earn 96 cents for every dollar earned on average per hour by persons without
disabilities. In other words, persons with disabilities earn 4.0% less than persons without disabilities.

14



Sample View: Compare Employer Data

B Employer Data

‘ Search for an Employer H View Employer Data

‘ Employer Representation Comparison ‘ Employer Pay Gap Comparison

This is the Employer Pay Gaps Comparison view. Pay gap information for women and men within the organization is displayed by default. Users can display different
information by using the available filters. The Employer Representation Comparison view is also available.

Compare Employer

&= Back

Company A
Address 123 Main Street, Toronto, Ontario
Sector: Banking and Financial Services
Emplayer Size 250-499
Reporting Year Employment Status Qccupational Group Groups Compared
Latest Reporting Year -~ 2021 All Employees v Overall N Men vs. Women N Clear Filters

Proportions

_ Overtime Hours Gaps

Mean Bonus Pay
Gap (%)

Employer Pay Gap Data Compared

Selected Employer Mean Hourly Wage

Gap (%)

Median Hourly Wage
Gap (%)

Median Bonus Pay

Mean Overtime Pay
Gap (%) (%!

Median Overtime Pay
Gap %

Gap (

Company A 8.4% 61% -90.0% -90.0% 37.4% 28.1%

Compared Employers Mean Hourly Wage

Gap (%)

Median Hourly Wage
Gap (%)

Mean Bonus Pay
Gap (%)

Median Bonus Pay
Gap (%)

Mean Overtime Pay
Gap (%)

Median Overtime Pay
Gap (%)

Company B 5.1% -4.0% 22.4% 10.0% 42.7% 47.2%

Employer Proportion Data Compared

Selected Employer Group
Company A Women
Company A Men
Compared Employers Group
Company B Women
Company B Men

Proportion of Employees Receiving Bonus

Pay (%)

0.2%
0.1%

Proportion of Employees Receiving Bonus

Pay (%)

53.6%
22.0%

Proportion of Employees Receiving Overtime
Pay (%)

56.7%
61.9%

Proportion of Employees Receiving Overtime
Pay (%)

25.2%
51.7%

Users will be able to compare pay gap and representation data across employers. In this example, Company A is
being compared to Company B. When comparing mean wage gaps between men and women, Company B has an
overall smaller wage gap than Company A. When comparing mean overtime pay gap, Company B’s gap is larger

than Company A.

It should be noted that not all occupations within separate organizations can be compared equally. Some occupations
may include different roles and responsibilities while still falling within the same EEOG. These can vary greatly
between organizations and should be considered as a general reference point in comparing pay gaps that exist

between different organizations.
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Sample View: Year-over-year Employer Data View

Users will be able to compare pay gap and representation data of individual employers across multiple years. The
screenshot will be updated once 2022 data is available.

Need some help? | See more tools and resources here | Contact us at ee-eme@servicecanada.gc.ca
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https://equity.esdc.gc.ca/sgiemt-weims/emp/W.2.3msM.1.3ntInf.4@-eng.jsp?&cid=outils-tools
mailto:ee-eme@servicecanada.gc.ca

