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Wage Gap 2009
· Women working full-time for the full year earned an average of 72% as much as comparable men. 
· The pay gap is even greater for university educated women who earned just 68% as much as men.

3 Models of Equal Pay Legislation
1. The Equal Work Model 
2. The Equal Value Model
3. The Pay Equity Model

The Equal Work Model
· S. 42 of the Ontario Employment Standards Act
· requires the employer to pay identical wages for the performance of identical or substantially similar job duties
· Equal Pay for Equal Work

The Equal Value Model
· requires employers to pay female jobs at least the same as male jobs if they are of comparable value
· Pay equity compares the value and pay of different jobs, such as nurse and electrician. 
· Only people (both men and women) in jobs done traditionally by women can complain that their work is undervalued

The Pay Equity Model
· employers are bound to proactively achieve defined pay equity goals within specified time and to regularly report their progress to a government appointed pay equity commission


 Pay Equity Act, R.S.O. 1990, c. P.7.
· correct systemic discrimination in compensation for work performed by employees in predominantly female job classes
· the act applies to all public sector employers
· the act also applies to employers in the private sector who employ 10 or more employees

Pros & Cons of the Equal Value Model
· Advantages: jobs that involve different work functions can be compared for pay purposes, there is moral importance to eradicating gender discrimination
· Disadvantages: might result in females getting a wage increase above the market rate, job evaluation process is very subjective, equal value legislation will affect only a small part of the wage gap (undervaluation of female jobs) 

Defining an Employer
· Determining the identity of the employer is critical to the successful implementation of equal value model because the broader the definition of the employer is, the more occupations can be compared for equal pay purposes

 Who is Covered by The Act
· Included: all employees in Ontario's public sectors; employees of private sector employers with 10 or more employees, full-time workers, part-time workers, seasonal workers in the same position for the same employer, students working on a part-time basis while going to school. 
· Unionized and non-unionized employees

· Not Included: students working only during their vacation periods, employees of the federal government, private sector companies with fewer than 10 employees, some casual workers

Definition of Establishment
· Determine the number of pay equity plans required in the establishment
· the employer must determine which are relevant establishments for job evaluation purposes
· the Act states that job comparison must be made within a defined sector or establishment of the firm

Job Class Comparison
· The Pay Equity Act requires that female job classes be evaluated and compared to male job classes on the basis of skill, effort, responsibility and working conditions
· Female jobs classes, which are found to be equal or comparable value to male job classes, must be paid at least the same.

Job Class
1. have similar duties and responsibilities
2. require similar qualifications
3. are filled by similar recruiting procedures
4. have the same compensation schedule, salary grade or range of salary rates

Determining the gender predominance of job classes
· must apply three tests:
1. Current incumbency: 
· 60% or more female employees=it is a female job class
· 70% or more male employees=it is a male job class
2. Historical incumbency
3. Gender stereotype

Determine the Value of Job
· Using a gender neutral job comparison system, determine the value of all female job classes and all male job classes that are potential male comparators for female job classes

Implementation of Job Equality
1. the job-to-job comparison method
2. the proportional value comparison method
3. the proxy comparison method (in the public sector). 

The job-to-job comparison method
· this method involves matching each female dominated job class in the firm with a male dominated job class that has been determined to be of equal value in the job evaluation process [known as the male comparator]
· the next step is to award all positions within the relevant job classes the same pay

The proportional value comparison method
· this method involves calculating a “wage line” representing the pay rate of all male dominated job classes according to points allotted by the job evaluation process and plotting it against the wage line of the applicable female job classes
· any female job classes at lower pay rates than the average difference between the male and female wage lines are adjusted up to the level of that average

The proxy comparison method
· this method allows organizations that cannot use the job to job or proportional value comparison to conduct pay equity
· the proxy approach allows an organization to find male comparators for its female job in an outside organization

Implementation
· the employer must be prepared to justify any differences and to prove that they are not the result of gender bias
· pay differences resulting from seniority, temporary training, merit pay and skills shortages are allowed.
· Compensation cannot be reduced in order to achieve pay equity

Complaints & Objections
· Pay Equity Commission of Ontario
· Pay Equity Hearing Tribunal


