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6666 Time to celebrate progress 
in pay equity !

Since its adoption in 1996, the Pay Equity Act has helped 
narrow the wage gap between women and men’s pay. 

Since first introducing the 
Pay Equity Act, nearly

people have benefitted from 
wage adjustments ranging 
from

In 1998, women’s hourly 
wages were approximately 
83% of what men earned. In 
2024, this figure is closer to 
91%. Yes, this is encouraging, 
but there’s still work to be 
done.
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2,94 % à 2,94 % à 
13,65 %13,65 %
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Highlights

Adoption of the 
Pay Equity Act in Quebec

First comparative measure

Women earned 83% of men’s hourly wages.

1996

1998

AGREEMENT

Public sector pay equity

Public sector workers received $630 million in 
pay adjustments following the work of the joint 
pay equity committee, in which the CSQ and its 
federations played an active role. These adjust-
ments covered about 140 job categories, with an 
average increase of 6.3%.

2006

MAINTENANCE

Public sector

Adjustments ranged from 0.06% to 12.10%. 1

2010

1     La liste des catégories d’emplois ayant droit à un ajustement n’est pas exhaustive. Elle ne cible que les catégories d’emplois de la CSQ. La variation des pourcentages s’explique par le fait 
        qu’il s’agit de catégories d’emplois distinctes qui ont un rangement différent. Elle se base sur la liste globale de toutes les catégories d’emplois du dossier M2010 CT.

2    Encore une fois, la liste des catégories d’emplois ayant droit à un ajustement n’est pas exhaustive. Elle ne cible que les catégories d’emplois de la CSQ. La variation des pourcentages 
       s’explique par le fait qu’il s’agit de catégories d’emplois distinctes qui ont un rangement différent. Elle se base sur la liste globale de toutes les catégories d’emplois du dossier M2010 CT.

ENTENTE

FSQ

Intervenue relativement aux plaintes  
du M2010 et M2015 des catégories  
d’emplois faisant partie de la FSQ-CSQ.  
Les catégories d’emplois ont obtenu un  
rangement supplémentaire 2 avril 2018.

2016 MAINTENANCE

Public sector

Adjustments ranged from 0.02% to 1.71%. 2

2015

AGREEMENTS

School and college networks

Agreements between the parties concerning 
complaints about maintaining pay equity in 

2010 and 2015.

2021

Comparative measure

Women earned 91% of men’s hourly wages.

2024
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Administrative Assistant

Administrative Assistant – Principal’s Office (DG)

Pedagogical Assistant

Clerical Agent, Class I

Clerical Agent, Class II

Compliance Agent

Development Agent

Administrative Support Agent, Class II

Pedagogical and Technical Support Advisor

Documentation and Audiovisual Services Agent

Domestic Helper

Food Services Assistant

General Kitchen Assistant

Laboratory Technical Assistant

Assistant Educator

Student Life Animator

Assistant Chief Respiratory Therapist

Assistant Nurse, Head Superior Nurse Support

Office Clerk

Audiologist / Speech Therapist

Laundry Worker

Clinical Instructor (Respiratory Therapy)

Modular Services Clerk

Telecommunications Clerk

Accounting Clerk

Senior Clerk

Educational Advisor

Nursing Advisor

Career Counsellor

Special Education Teacher

Pedagogical and PPCS Coordinator

Technical Coordinator (Respiratory Therapy)

Educator

Specialized Educator

School Board Teacher

Occupational Therapist

Nurse

Nurse Assistant

Assistant Nurse – Team Leader

41

533

32

1546

6028

31

179

172

12

47

37

183

13

561

46

42

1525

2

1501

72

11

20

925

41

95

96

2006 2010/11 2015/16 2020/21

CAT. JOB GAINS

Public sector

0,93 %

5,94 %

5,53 %

0,06 %

0,06 %

0,21 %

0,06 %

1,97 %

4,62 %

0,61 %

0,93 %

3,53 %

0,26 %

0,02 %

0,11 %

0,11 %

0,05 %

1,71 %

0,02 %

0,05 %

0,26 %

4,15 %

0,26 %

School and college networks

CPEs and daycare centres

2,03 %

3,55 %

9,97 %

8,54 %

2,56 %

3,26 %

0,12 %

0,12 %

0,12 %

0,61 %

0,12 %

SIVET
UQAT

21,8 %

0,90 %

0,04 %

0,93 %

0,68 %

0,68 %

0,10 %

3,85 %

0,10 %

5,80 %

2,17 %

4,67 %

12,64 %

12,65 %

12,64 %

12,64 %

12,64 %

2,46 % 0,11 % 6,83 % ↔ 7,15 %

R18 → R19

R18 → R19

R18 → R19

R13 → R14

Agreement
Maintenance

Complaints (M2010-15)
Lump-sum variations

Pay Equity Gains
LEGEND

2,21 % R14 → R15
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39

191

6009

958

40

1523

1524

45

1529

1528

15

486

226

1

21

406

43

149

145

75

413

168

2006 2010 2015/16 2020/21

5,26 %

0,21 %

0,16 %

3,87 %

0,93 %

1,44 %

0,93 %

0,16 %

0,88 %

8,63 %

4,94 %

10,28 %

12,10 %

0,04 %

0,04 %

0,04 %

0,10 %

0,04 %

3,80 %

2,21 %

7,15 %

0,47 %

5,26 %

0,68 %

0,61 %

0,26 %

0,71 % 1,05 %

0,23 %

0,50 %

7,70 %

7,90 %

7,30 %

1,34 %

5,97 %0,29 %

8,58 %

3,55 %

2,87 %

2,19 %

12,64 %

12,64 %

3,36 %12,68 %
0,38 %

12,64 %

12,71 %

7,20 %

0,93 % 7,19 %

7,17 %

1,39 % ↔ 3,95 %

14,90 % ↔ 16,87 %
16,74 %

12,46 % ↔ 14,83 %
14,69 %

4,06 % ↔ 11,56 %
3,90 %

3,58 % ↔ 10,04 %
3,72 %

R17 → R18

0,21 % R19 → R20

CAT. JOBS GAINS

Head Nurse – Team Leader

Assistant Clinical Nurse, Head Nurse Support

Specialized Clinical Nurse

Dispensary Nurse

Nurse Instructor

First Assistant in Surgery

Specialized Nurse Practitioner

Respiratory Therapist

Intermediate Interpreter

Junior Interpreter

Reprographics Operator

Reprographics Operator – Main Class

Special Education Teacher / Learning Support 

Teacher

Audiologist / Speech Therapist

Attendant (CPE & Daycare)

Library Attendant

Health Services Attendant

Modular Services Clerk

Student Support Attendant

Psychoeducator

Psychologist

Food Services Manager / Cook

Secretary

Regional Office Secretary

Executive Secretary

Executive Secretary – Campus & Facilities

School / Center Secretary

Management Secretary

Receptionist / Secretary

Accounting Secretary

Student Supervisor

Extracurricular Activities Supervisor

Lunch Supervisor / School Lunch Monitor

Lifeguard

Administrative Technician

Health and Safety Technician

Information Processing Technician

Information Processing Technician – Class I

Documentation Technician

Recreation Technician

Daycare Services Technician

Social Work Technician

Social Worker – Service Agent
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Obligations, Rights and Remedies

What are an employer’s obligations concerning pay equity ?

Under the Pay Equity Act, employers are responsible for conducting the initial assessment and 
subsequent audits. The table below illustrates the employer’s obligations according to the number 
of employees in the company.

10 - 49 50 - 99 100 +

NUMBER OF EMPLOYEES

Determine the number of workers in your company

Implement a pay equity program

Establish a pay equity committee

Communicate the results of the initial assessment within the company 

Conduct pay equity audits for the company every five years

Communicate the results of pay equity audits within the company

Retain the data used to facilitate the initial assessment, audits, and reports for at least six years

compulsory if requested by a union

How does the participation process work during pay equity audits ?

During pay equity audits, if the employer is 
carrying out the maintenance internally, it is 
responsible for the following steps:

Determining whether a participation process is re-
quired (mandatory if the employees affected by the pay 
equity audit are represented by an accredited union or 
if the initial assessment was carried out by a pay equity 
committee)

Determining which individuals should receive rele-
vant information and updates about the process

Determining when and how the consultation period 
will take place ;

Providing all information necessary for the audit:
•	 Identification of job categories and gender 

predominance
•	 List of events under consideration and, if avail-

able at the time of consultation, their start and, 
where applicable, their end dates

•	 Summary of the process
•	 Job class evaluation method
•	 Pay gap estimation method

Submitting the results of the audit, including infor-
mation required by the Act (s. 76.3)

Submitting its Employer Pay Equity Statement (Décla-
ration de l’employeur en matière d’équité salariale [DE-
MES]) including information required by the Act (s. 76.4).

The consultation period must be no sooner than 60 days before the results are posted.

YES YES YES

YES YESOPTIONAL

YESOPTIONAL OPTIONAL

YES YES YES

YES YES YES

YES YES YES

YES YES YES

YES YES YES

OBLIGATIONS

Submit de company’s Déclaration de l’employeur en matière d’équité salariale (DEMES)
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Rights and Remedies

COMPLAINT  |  Initial pay equity assessment or subsequent audits

Under the Pay Equity Act, a union or employee may file a complaint in response 
to the following situations:

Unions and employees
•	 failure to carry out pay equity assessments or audits 
•	 noncompliance with pay equity assessment or audit processes, unless car-

ried out by an official committee in accordance with the Act.

Employees 
•	 bad faith, discriminatory action, arbitrariness or gross negligence 
•	 For reprisals after exercising a right under the Pay Equity Act.

What are the deadlines 
for filing a complaint ? 

A noncompliance complaint must be filed 
within the legal time limits (i.e. within 60 
days of a new posting). It may be filed 
only if the employer carries out the 
work alone.

A complaint that the process has not been 
carried out may be filed at any time.

For companies with 10 to 49 employees, 
a noncompliance complaint may be filed 
until the results of the audit are posted.

In the case of pay equity audits, a com-
plaint of non-compliance must also be 
filed within 60 days of a new posting. If a 
formal committee is set up under the Act, 
only a complaint of prohibited conduct 
may be filed. This complaint is admissible 
within 60 days of the breach or the date on 
which the employee became aware of it, 
and may be filed whether or not there is an 
equity or maintenance committee.

A complaint of reprisal, in connection with 
an action taken under the Act, may be filed 
by CNESST or at the request of the em-
ployee within 30 days of the reprisal.

 

What are my rights regarding the posting 
of pay equity or maintenance results ?

You always have a say following the posting of your workplace’s pay 
equity results. Employees can ask questions, share observations and 
provide comments with the employer or the pay equity committee 
within 60 days of the results being posted.

Once you have filed your complaint, you have the right to:

 

remain anonymous (unless you consent to waive confidentiality 
regarding your identity)

be informed of the processes for handling your complaint

appoint another individual or your accredited union to repre-
sent you in the handling of your complaint

assert your claims

be kept informed about the progress of your case

receive advance notice of a decision and can respond

obtain a decision and contest it

request that the complaint process be suspended at any time

obtain a decision and (within 90 days) challenge it before the 
Tribunal administratif du travail

1

2


