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About this report

This report is prepared by the BC Public Service Agency in accordance with the provisions 
of B.C.’s Pay Transparency Act. 

The BC Public Service remains committed to fostering a fairer, safer and more inclusive 
workforce and ensuring pay equity is achieved over time. This report, along with past and 
future reports, will continue to inform decisions and actions aimed toward closing the 
gender gap. 

Disclaimer: Limitations and data considerations

This report is based on gender identity data voluntarily provided by employees using a new gender field 
in the personal details section of Employee Self Service, the BC Public Service’s self-serve payroll system. 
This option has been available to employees since June 2025. As of October 1, 2025, only 6.4 percent of 
employees (n=2,917) have self-identified their gender. This low response rate introduces several limitations:

•	 Sample size: The small number of responses limits the statistical reliability of the findings. Low 
response rates mean results introduce some margin of error; however, given the size of the workforce 
(approximately 40,000), significant deviation from the observed trends is unlikely.

•	 Self-selection bias: Employees who chose to provide gender data may not represent the broader 
workforce, which may skew results.

•	 Interpretation caution: While the results show notable pay gaps, these figures should be interpreted 
with care. They are consistent with trends observed in prior years when response rates were higher; 
however, due to methodological differences and lower response rates this year, direct comparisons to 
previous reporting cycles are not advised.

These limitations are expected to diminish in future reporting cycles as more employees update their 
gender information.

Additional factors such as job classification, union status and tenure may also influence compensation but 
are not reflected in this report.
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Introduction

The BC Public Service context 

As one of the largest employers in the province, the BC Public Service recognizes gender 
pay equity is a key component of its broader commitment to equity, diversity, and 
inclusion. These efforts align with provincial priorities and reflect the organization’s 
responsibility to lead by example in advancing fairness and transparency in 
compensation practices.

In 2024, women in British Columbia earned 85 cents for every dollar earned by men, 
highlighting a slight narrowing of the gender pay gap compared to the previous 
year and indicating incremental progress toward pay equity (Government of British 
Columbia, 2025). Within the BC Public Service, the gender pay gap is smaller than the 
provincial average. Specifically, women earned 94 cents for every dollar earned by men, 
representing the organization’s ongoing efforts to promote equitable pay (Government 
of British Columbia, 2024). However, the observed gaps in compensation emphasize the 
need for targeted interventions informed by data analysis to address structural factors 
contributing to gender-based pay differences.

Data used in this report 

This report covers the period from April 1, 2024, to March 31, 2025, and reviews a variety 
of compensation indicators in the BC Public Service. The BC Public Service comprises 
employees of core government ministries. It does not include political staff and 
employees of the Legislative Assembly.

Hourly, overtime and bonus pay data, as well as data regarding regular and overtime 
work hours, was derived from payroll systems administered by the BC Public Service 
Agency and the Liquor Distribution Branch.  

Gender identity information used in this report is collected on a voluntary basis through 
the payroll system, a process which began on June 25, 2025. As of October 1, 2025, only 
6.4 percent of employees (n = 2,917) have self-identified their gender. A substantial 
proportion of employees (93.6 percent) have not updated their gender, selected ‘prefer 
not to answer,’ or may not be aware of the option to self-identify. In terms of the analysis, 
the categories of ‘prefer not to answer’ and ‘not available’ were combined.

Among respondents, the sample comprises approximately 71.7 percent women, 
25.2 percent men and 3.1 percent non-binary. This differs from the overall workforce 
composition. For example, women represented 63.4 percent of the workforce in 2024 
according to the BC Public Service Workforce Profiles Dashboard. The dashboard 
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does not report on men or non-binary employees. This difference is the result of self-
selection bias, which should be considered when interpreting results. Refer to Disclaimer: 
Limitations and Data Considerations on page 2 for more information.

The BC Public Service remains committed to ensuring employees are informed of their 
ability to update gender information and to addressing any potential gender-based pay 
inequities.

Hourly pay

Mean hourly pay gap

’Mean hourly pay gap’ refers to the differences 
in pay between gender groups calculated 
by average pay. Hourly pay does not include 
bonuses and overtime.
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Women’s average (mean) hourly wages 
are 6 percent lower than men’s, and non-
binary people’s average hourly wages are 
21 percent lower than men’s. For every 
dollar a man earns on average, women 
earn 94 cents and non-binary people earn 
79 cents in average hourly wages.

Median hourly pay gap

’Median hourly pay gap’ refers to the differences 
in pay between gender groups calculated by the 
mid-range of pay for each group. Hourly pay does 
not include bonuses and overtime.
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Women’s median hourly wages are 6 
percent less than men’s, and non-binary 
people’s median hourly wages are 20 
percent lower than men’s. For every dollar a 
man earns in median hourly wages, women 
earn 94 cents and non-binary people earn 
80 cents in median hourly wages.

The results indicate the existence of overall gender-based pay inequities within the 
organization. While the BC Public Service is committed to closing the gap, pay gaps can 
still exist for several reasons. For example, according to provincial workforce analyses, 
gender pay differences are associated with occupational composition across job 
groups and racial identity rather than unequal pay for equivalent work (BC Stats, 2025; 
Government of British Columbia, 2025). 
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Overtime pay

In the BC Public Service, paid overtime is not available for all employees and men are 
overrepresented in positions that are eligible for overtime. Consequently, a higher 
percentage of men receive overtime pay and often earn more total overtime pay 
than women and non-binary people. ‘Total overtime pay’ refers to the total amount of 
overtime paid to an employee, not the hourly pay for each hour of overtime. 

Mean overtime pay gap

‘Mean overtime pay’ refers to overtime pay 
when averaged for each group.
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Women’s average (mean) overtime pay 
is 60 percent lower than men’s and non-
binary people’s average overtime pay is 62 
percent lower than men’s. For every dollar 
men earn in average overtime pay, women 
earn 40 cents, and non-binary people earn 
38 cents in average overtime pay.

Median overtime pay gap

‘Median overtime pay’ refers to the middle point 
of overtime pay for each group.
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Women’s median overtime pay is 50 percent 
less than men’s and non-binary people’s 
median overtime pay is 75 percent lower 
than men’s. For every dollar men earn in 
median overtime pay, women earn 50 cents 
and non-binary people earn 25 cents in 
median overtime pay.
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Mean overtime paid hours

‘Mean overtime paid hours’ refers to the average 
number of hours of overtime worked for 
each group. This analysis includes only those 
employees who received overtime.

Difference as compared to reference 
group (men) 

Women	 -114

Non-binary	 -110

Unknown	 -24 

In the BC Public Service, the average 
(mean) number of paid overtime hours 
worked by women was 114 hours less 
than by men and the average number 
of overtime hours worked by non-binary 
employees was 110 less than men.

Median overtime paid hours

’Median overtime paid hours’ refers to the middle 
point of number of overtime hours worked for 
each group. This analysis includes only those 
employees who received overtime.

Difference as compared to reference 
group (men) 

Women	 -19

Non-binary	 -25

Unknown	 1 

In the BC Public Service, the median 
number of paid overtime hours worked 
by women was 19 hours less than by men 
and the median number of overtime hours 
worked by non-binary employees was 25 
less than men. 

Percentage of employees in each gender category receiving overtime pay
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The observed differences in overtime pay and hours might be associated with variations 
in occupational distribution and eligibility rules (Government of British Columbia, 2025).
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Bonus pay

In the BC Public Service, bonus pay is relatively rare. These payments are retention 
incentives and are given to specified hard-to-recruit positions, such as mining inspectors 
or social program officers in hard-to-recruit rural communities.  The BC Public Service 
gives very careful consideration to decisions about additional pay such as temporary 
market adjustments and other recruitment and retention incentives, as it is a balance 
between meeting government operations and maintaining compliance with the Canadian 
Human Rights Commission (CHRC) on pay equity. The CHRC allows for recruitment and 
retention incentives when business needs necessitate, but the public service needs to 
ensure it is specific for that reason. 

Mean bonus pay

’Mean bonus pay’ refers to bonus pay when 
averaged for each group.

$0.99

$0.83

$1.00

Prefer not to answer/
Unknown

Women

Men

Women’s average (mean) bonus pay is 17 
percent lower than men’s. For every dollar 
men earn in bonus pay, women earn 83 
cents. Results for non-binary people are 
below the reporting threshold and have 
been suppressed.

Median bonus pay

‘Median bonus pay’ refers to the middle point of 
bonus pay for each group.
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Women’s median bonus pay is 31 percent 
lower than men’s. For every dollar men 
earn in bonus pay, women earn 69 cents. 
Results for non-binary people are below 
the reporting threshold and have been 
suppressed.

Percentage of employees in each gender category receiving bonus pay

The underlying reasons for the gender-based bonus pay gaps vary from employer to 
employer, while factors such as employees’ union status may explain the differences 
(Government of British Columbia, 2024a).
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Percentage of each gender in each pay quartile

‘Pay quartile’ refers to the percentage of each gender within four equal sized groups based on their 
hourly pay.

In the BC Public Service, men account for 2.6 percent of employees in the highest pay 
quartile and 0.9 percent in the lowest. Women represent 5.8 percent of the highest 
quartile and 3 percent of the lowest, while non-binary people make up 0.1 percent and 
0.2 percent, respectively.

Most employees in each quartile fall into the ‘unknown’ category. As noted earlier, 
this reflects the low response rate for gender data (with approximately 94 percent of 
employees not providing gender information). As a result, these figures should be 
interpreted with caution, as they do not represent the broader workforce.

Upper hourly pay quartile (highest paid) 

Men 2.6% Women 5.8% Non-binary 0.1% Prefer not to answer/Unknown  91.5%

Upper middle hourly pay quartile 

Men 1.6% Women 4.8% Non-binary 0.2% Prefer not to answer/Unknown  93.4%

Lower middle hourly pay quartile 

Men 1.3% Women 4.9% Non-binary 0.3% Prefer not to answer/Unknown  93.5%

Lowest hourly pay quartile (lowest paid)

Men 0.9% Women 3.0% Non-binary 0.2% Prefer not to answer/Unknown  95.9%
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Conclusion

The 2025 gender pay transparency analysis shows notable gender-based pay gaps 
within the BC Public Service. Women earned approximately 94 cents for every dollar 
earned by men in both mean and median hourly pay, while non-binary people 
earned 79 cents. Overtime pay gaps were even larger: women earned about 40 
cents and non-binary people 38 cents for every dollar men earned in mean overtime 
pay. Bonus pay was rare but showed disparities, with women earning 83 cents for 
every dollar earned by men.

These figures should be interpreted solely within the context of this reporting 
period, as the data collection method differs significantly from previous cycles 
and may have influenced results. Refer to Disclaimer: Limitations and Data 
Considerations on page 2 for more information. 

Looking ahead, the BC Public Service will continue to monitor pay patterns and 
explore opportunities to strengthen analysis. The BC Public Service Agency is 
working to improve gender identity data collection through the Demographic Data 
Project, which aims to help employees understand the value of demographic data in 
reducing pay inequities. Future work may include examining additional dimensions 
of equity and, where feasible, approaches that account for multiple identity factors. 
These efforts aim to better understand systemic barriers, inform strategies to 
advance equity across the workforce and help ensure recommendations are 
evidence-based and aligned with provincial equity commitments.
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Correction information

Following a review of the dataset, 2 minor corrections have been made to the report 
content. These adjustments do not affect the analytical results or the interpretations 
presented in the report. All conclusions remain valid and unchanged. 

The following corrections apply to earlier sections of this report (updated on 
November 18, 2025):

1.	 Page 3 
Original: In terms of the analysis, the categories of ‘prefer not to answer’ (13.6 
percent) and ‘not available’ (80 percent) were combined. 
Corrected: In terms of the analysis, the categories of ‘prefer not to answer’ and 
‘not available’ were combined.

2.	 Page 8 
Original: As noted earlier, this reflects the low response rate for gender data (with 
approximately 80 percent of employees not providing gender information). 
Corrected: As noted earlier, this reflects the low response rate for gender data 
(with approximately 94 percent of employees not providing gender information).




