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Equitable pay is a major topic of discussion in this economic climate. According to 
Statistics Canada’s national overview, there has been substantial growth in people’s pay 
over the last 20 years, but not everyone has experienced these gains equally. Many 
workers continue to be systematically excluded, with persistent gaps affecting Indigenous 
Peoples, women, gender-diverse people and racialized workers. 

Closer to home, BC Stats’ recently published a provincial report on economic inclusion as 
part of B.C.’s Anti-racism Data Act release of annual statistics. In our study, we found that 
racialized workers in this province earned significantly less than white workers in nine out 
of 26 occupational groups. These disparities improved or worsened based on factors 
unique to each of these occupations.1 

I worked with the team who produced this report. When we were finalizing results, I 
noticed an unusual trend in the data tables that I hadn’t been looking for, and it was not 
part of the analysis. Some occupations with jobs mostly held by women appeared to show 
smaller pay gaps between racialized and white workers. The potential link made me 
wonder if this was the case across all occupations. I decided to investigate this further and 
share my learnings. 

Do occupations with more women also tend to offer fairer pay for 
racialized workers, or is that simply coincidence? 
To answer this question, I used the provincial report’s summary data that is publicly 
available in the BC Data Catalogue. The data is drawn from Statistics Canada’s 2021 

 

1 The Indigenous Data Initiatives team at BC Stats focuses on building relationships with Indigenous 
organizations, Indigenous Governing Entities (IGEs), and the BC Regional Information Governance Centre 
(RIGC) to advance Indigenous data priorities and support the Declaration on the Rights of Indigenous Peoples 
Act Action Plan’s commitment to Indigenous data sovereignty. The pay gaps experienced by First Nations, 
Métis, and Inuit Peoples are well documented. For example, Income Supports and Indigenous People in B.C., 
commissioned by the Ministry of Social Development and Poverty Reduction in partnership with the First 
Nations Leadership Council provides detailed evidence of these disparities. 

https://www150.statcan.gc.ca/n1/pub/14-28-0001/2025001/article/00001-eng.htm?utm_source=mstatcan&utm_medium=eml&utm_campaign=statcan-statcan-mstatcan
https://www2.gov.bc.ca/assets/gov/data/statistics/people-population-community/income/economic_inclusion_report_2025.pdf
https://antiracism.gov.bc.ca/data-act/
https://catalogue.data.gov.bc.ca/dataset/economic-inclusion-earnings-gaps
https://catalogue.data.gov.bc.ca/
https://www2.gov.bc.ca/gov/content/governments/indigenous-people/new-relationship/united-nations-declaration-on-the-rights-of-indigenous-peoples#declaration_act
https://www2.gov.bc.ca/gov/content/governments/indigenous-people/new-relationship/united-nations-declaration-on-the-rights-of-indigenous-peoples#declaration_act
https://www2.gov.bc.ca/gov/content/governments/indigenous-people/new-relationship/united-nations-declaration-on-the-rights-of-indigenous-peoples#declaration_act
https://www2.gov.bc.ca/assets/gov/british-columbians-our-governments/initiatives-plans-strategies/poverty-reduction-strategy/indigenous-income-support.pdf
https://www2.gov.bc.ca/assets/gov/british-columbians-our-governments/initiatives-plans-strategies/poverty-reduction-strategy/indigenous-income-support.pdf
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Census and covers a sample of B.C. workers aged 15 to 65 who worked full-time for at 
least 49 weeks in 2020. 

I paired the percentage of women in each of the 26 occupations with the pay gap between 
racialized and white workers. To test the connection, I used Spearman’s Rho, a statistical 
method suited for small datasets. Here is what I found. 

The math shows there is a real link, and it is not coincidental. 
Occupations with more women also had smaller pay gaps. Racialized and white workers in 
these occupations tended to earn similar wages. In contrast, occupations with fewer 
women tended to show larger pay disparities favoring white workers. The test revealed a 
moderate connection between these two occupational scenarios, which means this link is 
real and unlikely to be due to chance. 

Gender Representation and Racialized Pay Gaps in B.C. Occupations 
Each dot represents 26 occupations showing percentage of women and gap between racialized and white workers for that occupation. 

 
Women-dominated 

Gender-balanced 

Men-dominated 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
Technical notes: Data sourced from Statistics Canada 2021 Census; Spearman Rho Correlation coefficient (ρ) (24)= -.53, p<0.005; 
Occupational gender representation is based on Canadian Huma Rights Commission’s criteria 

 
The link was stronger than other scenarios. 
This led me to another question: Could the percentage of racialized workers be more 
closely linked to pay gaps? I examined whether occupations with more racial diversity 

https://en.wikipedia.org/wiki/Spearman%27s_rank_correlation_coefficient
https://www.chrc-ccdp.gc.ca/organizations/pay-equity-act-responsibilities/obligation-1-develop-pay-equity-plan/gathering-data-and-establishing-foundation/determining-gender-predominance-job-classes%E2%80%AF


3  

among workers were associated with smaller pay gaps. The test found no connection 
between these two factors.2 Having more racialized workers in an occupation didn’t make 
pay any fairer for them. I explored a different scenario to see whether the percentage of 
racialized women in each occupation was linked to pay gaps. The test found a very weak 
connection.3 

I was not convinced, so I analyzed the data from a different angle: Could the percentage of 
white men in each occupation be more closely tied to pay gaps? The test here was strong 
enough to register as statistically significant.4 Occupations with more white men also had 
larger pay gaps favoring white workers, while occupations with fewer white men had 
smaller gaps. This link was not as strong as the connection found with the percentage of 
women however, which was the strongest occupational scenario linked to fairer pay for 
racialized workers. To see how these differences played out, I examined racialized pay 
gaps for women-dominated occupations, men-dominated occupations and gender-
balanced occupations. Here is what I learned next. 

Most women-dominated occupations showed fewer disparities. 
According to Canadian Human Rights Commission’s criteria, occupations where more than 
60% of jobs are held by women are considered women-dominated. Eight occupations met 
this definition and most showed minimal pay gaps. Occupations like Administrative & 
Transport Logistics, Law & Social Services, and Health Technicians were near or at parity. 

Support & Supply Chain Roles, Administrative & Financial Supervisors, and Health 
Professionals showed 7–8% gaps favoring white workers. There were two exceptions. In 
Sales & Service, white workers earned 22% more annually. Health Support Roles reversed 
the trend, with racialized workers earning 15% more. 

Racialized pay gaps for eight occupations mostly held by women 
Values show the percentage difference in average annual earnings compared to white workers. Positive values mean white workers earn more. 
Negative values mean racialized workers earn more. The closer the dot is to the grey line below the smaller the gap. 

 
 
 

 
0% = no gap 

 
 
 
 

 
2 Spearman’s ρ(24) = –0.08, p > 0.05 
3 Spearman’s ρ(24) = –0.33, p < 0.10 
4 Spearman’s ρ(24) = +0.46, p < 0.05 

https://www.chrc-ccdp.gc.ca/organizations/pay-equity-act-responsibilities/obligation-1-develop-pay-equity-plan/gathering-data-and-establishing-foundation/determining-gender-predominance-job-classes%E2%80%AF
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Gender-balanced occupations show more disparities than women-
dominated occupations. 

According to the Canadian Human Rights Commission’s criteria, eight occupations had 
similar numbers of men and women. For this scenario, white workers on average earned 
about 13% more annually than racialized workers, which indicates consistent disparities 
even in gender-balanced occupational sectors. With that said, gaps varied widely, from as 
high as 23% to as low as 3%, depending on the occupation. 

Racialized earnings gaps for eight gender-balanced occupations 
Values show the percentage difference in average annual earnings compared to white workers. Positive values mean white workers earn more. 
The closer the dot is to the grey line below the smaller the gap. 

 
 
 
 
 
 

 
0% = no gap 

 

 
Pay disparities within Business & Finance jobs and Art & Culture Supporting roles were 
substantial, with white workers earning 20% or more annually than racialized workers. 
White workers in Art, Culture & Sport roles, Technicians, and Public Protection 
Professionals earned 16–18% more than their racialized counterparts. 

In contrast, Sales Support Roles and Education & Community Support jobs showed smaller 
gaps, with white workers earning approximately 3–4% more. 

Most men-dominated occupations showed pay disparities. 
The remaining 10 occupations were dominated by men as per the Canadian Human Rights 
Commission’s definition. The average gap across this group was 15%, indicating a 
consistent and substantial advantage for white workers in most occupations. 

For example, in Processing & Manufacturing, Natural Resources & Agriculture, and Retail 
Supervision occupations, white workers earned more than 25% annually. Legislative and 
Senior Management was the one exception — racialized workers earned the same 
annually as white workers in these types of jobs. 
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Racialized earnings gaps for eight occupations mostly held by men 
Values show the percentage difference in average annual earnings compared to white workers. Positive values mean white workers earn more. 
The closer the dot is to the grey line below the smaller the gap. 

 
 
 
 
 
 
 
 

 

 0% = no gap 
 
 
 
 

 

Gender representation can signal potential risks in pay disparities, 
but it’s only one part of a larger occupational picture. 
The wide variation in pay gaps across the three scenarios challenges my assumption that 
racialized pay disparities can be broadly generalized based on gender representation 
alone. While a link exists overall, there were exceptions. 

The link was less obvious in gender-balanced occupations, indicating that gender parity 
does not guarantee pay equity. The link was clearer in occupations where one gender was 
overrepresented, particularly in traditionally male-dominated fields. Such pattern reflects 
deep-rooted historical and systemic inequities still shaping today’s labour market.5 More 
data and analysis are needed to better understand how union membership, sector (public 
versus private) and other occupational factors may play a role in narrowing the gaps. 

Statistically it is also hard to measure racialized pay gaps when there aren’t many workers 
in a demographic group. Sometimes, it looks like there is no gap or even a reversed one 
just because there are not enough people to show a clear difference. 

For example, in Legislative & Senior Management roles, no pay gap was found, but 
racialized women made up only 5% of the group. In Health Support Roles, the gap seemed 
to favour racialized workers, but white men made up just 6% of that workforce. 

Despite these limitations, the link between gender overrepresentation and racialized pay 
gaps stands out as a meaningful signal amid the noise, one that warrants attention and 
analysis. 

 

 
5 https://challengeracistbc.ca. 

https://challengeracistbc.ca/


6  

This data is a powerful reminder that equity is about who and 
what is valued. 
Pay gaps are not just about money. They reflect how society values different kinds of work. 
Take, for example, one final look at the data, which presents a cross-section of six 
occupations showing the largest and smallest racialized pay gaps across the gender 
representation scenarios noted earlier. I examined annual earnings by gender and racial 
identity to better understand how systemic inequities manifest in real-world contexts for 
different groups of workers. 

Annual Earnings ($) in Six Select Occupations Groups 
Each dot shows the average yearly salary by racial identity and gender. Salaries further to the right are higher. 

 
 
 

 
Larger 
Gaps 

 
 
 
 
 

 
Smaller 

Gaps 
 
 
 
 
 

Racialized Women  White Women  Racialized Men  White Men 
 

Technical note: For more information about the statistical tests and associated confidence intervals as well as study limitations, see 
BC Stats provincial report on economic inclusion and companion data. 

 

Here are some ways these disparities show up among workers in these six occupational 
examples. 

The largest gaps reflect pay hierarchies that consistently 
advantage white men. 

Among occupations with the largest pay gaps, whether male-dominated, female-
dominated, or gender-balanced, racialized workers, particularly women, consistently 
earned less. In Business & Finance, a gender-balanced occupation, white men earned over 
$50,000 more annually than any other group. 

https://www2.gov.bc.ca/assets/gov/data/statistics/people-population-community/income/economic_inclusion_report_2025.pdf
https://catalogue.data.gov.bc.ca/dataset/economic-inclusion-earnings-gaps
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Similar gaps were evident in Sales & Service (predominantly women) and Processing & 
Manufacturing (predominantly men), where earnings for white men exceeded those of 
other groups by $20,000 to $30,000 more annually. 

In these cases, racialized women experienced the most pronounced pay disparities, 
earning $10,000 to $13,000 less than white women and much less than other groups 
across all occupational categories. Racialized men earned more than white women in most 
occupations, yet their salaries still fell below those of the highest-paid group (white men). 

While many occupations continue to reflect entrenched pay 
hierarchies, certain occupational trends point to areas of progress. 

In Legislative and Senior Management roles (largely male-dominated), racialized men 
earned relatively high salaries, similar to their white counterparts. Within these roles, 
racialized women earned similar pay as white women, suggesting that racialized women 
are making gains in leadership, even as gender-based pay gaps persist. 

In Sales and Support roles, which are more gender-balanced, salary ranges were narrower 
across all demographic groups. Here, gender differences were more pronounced than 
racial ones. Racialized and white women earned similar salaries, as did racialized and 
white men. These patterns suggest that in some sectors, pay equity efforts may be 
reducing racial disparities, though gender gaps remain. 

Unusual pay patterns require more data to understand what’s 
driving the difference. 

Health Support Workers (predominantly women) earned one of the lowest salaries overall, 
with all demographic groups making under $60,000 annually. However, this occupation 
presents a unique pattern: racialized workers, especially men, earned more than their 
white counterparts. They were followed closely by racialized women. 

White men earned less than both racialized groups, while white women earned the least, 
with an annual salary of $50,637—nearly $10,000 less than the top earners. More data is 
needed to understand what might be driving this pattern within this occupation. 

Closing these gaps takes targeted, deliberate and sustained effort. 
After a year immersed in the data as part of BC Stats’ non-partisan team, I am convinced 
these patterns are not random. Statistically, the odds are that the highest-paid group in 
your occupation is white men. 
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Our recently released provincial report goes beyond this simplified focus on gender in this 
newsletter article to examine additional signals such as education, age, and generational 
status, which may also contribute to pay disparities across nine occupations in B.C. 

The report shows that different occupations are affected by different demographic factors 
shaping people’s pay cheques, meaning each requires its own approach to closing unfair 
wage gaps. 

B.C.’s Pay Transparency Act also marks a critical step forward. By requiring pay information 
in job postings, banning pay history questions and reprisal for employees who discuss 
their pay, mandating annual pay transparency reports for employers above a certain size, 
and an annual provincial report, this Act helps break cycles of discrimination and makes 
inequities visible. 

Monitoring compensation is essential for uncovering and addressing racialized and 
gender-based disparities. Transparency is where change begins, and the data invites us to 
respond accordingly. 

For more information 

• Learn about B.C.’s pay transparency measures, and read B.C.’s latest annual pay 
transparency report 

• Find tools and guidance for employers 
• Read B.C.’s Anti-Racism Data Act and research priorities 

Get the data 

• BC Stats’ provincial report on economic inclusion and associated Data and Code 

• Statistics Canada’s microdata 

About this article 

A generative AI tool, Microsoft Copilot (GPT4 model), was used to assist with grammar 
editing for this article. The same tool was also employed to perform correlation analyses; 
all statistical outputs were independently validated using established statistical software 
(Microsoft Excel and R). The findings, interpretations, and conclusions are those of the 
author. 
 
The author is a white woman with mixed seventh generation- settler backgrounds and 
more than 20 years at BC Stats, and she acknowledges that her identities, experiences, 
privileges, and organizational context shape her interpretation. 

 

https://www2.gov.bc.ca/assets/gov/data/statistics/people-population-community/income/economic_inclusion_report_2025.pdf
https://www2.gov.bc.ca/gov/content/governments/about-the-bc-government/gender-equity/pay-transparency-in-bc
https://www2.gov.bc.ca/gov/content/governments/about-the-bc-government/gender-equity/pay-transparency-in-bc
https://paytransparency.fin.gov.bc.ca/login
https://antiracism.gov.bc.ca/data-act/
https://antiracism.gov.bc.ca/research-priorities/
https://www2.gov.bc.ca/assets/gov/data/statistics/people-population-community/income/economic_inclusion_report_2025.pdf
https://catalogue.data.gov.bc.ca/dataset/economic-inclusion-earnings-gaps
https://github.com/bcgov/economic-inclusion
https://www150.statcan.gc.ca/n1/en/catalogue/98M0001X
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