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I. EXECUTIVE SUMMARY* 

 

Every year when Ontario’s “Sunshine List” comes out, we discuss disparities in salaries 

between men and women in the public sector and in particular the two universities where we 

are professors.  This year, we decided to delve more deeply into the issues by asking on a 

more systematic basis: does a gender difference in annual salary exist among public service 

employees in Ontario, and if so, has this gender gap changed over time?  

 

We began with understanding some of the existing studies. According to StatsCan, women in 

all sectors across Canada earned $0.87 for every dollar earned by men in 2015. Further, a 

UN Human Rights report has recognized the gender pay gap and "persisting inequalities 

between women and men" in Canada.   

 

With this background, we turned to the defined publically available data in the Sunshine 

List to examine salaries across Ontario’s public sector for the years 2012 to 2016.  The good 

news is that we found no or lower salary gaps in colleges, crown agencies, government, school 

boards and municipalities. 

 

The bad news is that in other sectors pay equity is not the norm. Adjusting for inflation using 

the Consumer Price Index, we found an overall gender gap in salary: on average, women earn 

4.2% less than men with the largest differences seen in the hospital and health board sector 

where there is a 17.2% gap. In addition, women working at the Ontario Power Generation 

and other women employees in this sector experience an 8.5% salary gap. The disparities in 

salaries over the past five years have not declined overall, except in hospitals and boards of 

health where the salary gap has narrowed but still remains. 

 

In our own places of employment, universities, the gender gap in professorial salaries is about 

8.5%. This disparity exists at all levels of the professoriate, including at the entry-level 

position of assistant professor, meaning that the playing field is not level at the inception of 

one’s academic career. Men carry slightly more titles and special positions, which may 

account for the differences in income distribution observed, but even after removing 

professors at all levels who carry additional titles, the gender gap in salary persists at each 

level of seniority.  

 

It is not primarily the fault of individuals that a gender imbalance in salary exists, but rather 

of a system that has developed without policies to ensure gender parity in salaries, and of 

decisions that have systematically favoured men over women in this regard. The question 

now is what should be done about it? Should it be fixed, and if so, whose responsibility is it 

to fix, given the complexity of the organizations, each with its own governance structure? 

 

In light of the Sunshine List data, it may come as a surprise that Canada has legislated some 

form of pay equity (i.e. all provinces, territories and at the federal level. In particular, since 



1987, Ontario has mandated equal pay for equal work within its public sector and at private 

companies with ten or more employees.  More recently, Ontario initiated a public consultation 

on the gender wage gap which resulted in publication of a report by the Gender Wage Gap 

Strategy Steering Committee. 

 

So why do the systemic differences in salaries between men and women across the public 

sector appear to persist? The time has come for the provincial government to place a higher 

priority on abolishing the gender salary gap and to press the institutions that it funds with 

taxpayer money to commit to gender parity in practice. It should consider legislation 

requiring each of them to address this issue within a certain time period. Public institutions 

should consider analyzing their own salary data by gender (as some of them are already 

doing) since they likely have more complete data on hiring and promotion practices and 

timelines. 

 

We seek to continue a conversation that has lagged for too long, especially since the Sunshine 

List data have been available for twenty years. Although we are surprised by the data, we 

here issue a clarion call for real change to occur.   

 

  



II. INTRODUCTION 

 

Every year when Ontario’s “Sunshine List” comes out, our extended family has the same 

conversation around the dinner table. We talk about disparities in salaries between men and 

women in the public sector and in particular the two universities where we are professors.  

This year, we decided to delve more deeply into the issues by asking on a more systematic 

basis: does a gender difference in annual salary exist among public service employees in 

Ontario, and if so, has this gender gap changed over time?  

 

We began with understanding some of the existing studies. According to data released by 

Statistics Canada, women in all sectors across Canada earned $0.87 for every dollar earned 

by men in 2015.1 A 2015 United Nations Human Rights report has recognized the gender pay 

gap and "persisting inequalities between women and men" in Canada.2 In addition to the 

imbalance of salaries in Canada, women are underrepresented in leadership positions within 

the private sector. According to StatsCan 2015 data, women make up only 25.6% of senior 

managers in the private sector but 54% of senior government managers and legislators.3  

 

With this general background in mind, we turned to the Sunshine List to examine salaries 

across Ontario’s public sector for the years 2012 to 2016. In 2016 59.5% of employees were 

men and 40.5% were women. We found that pay equity is not the norm. Rather, adjusting for 

the Consumer Price Index to year 2012, we found an overall gender gap in salary of about 

$5,000 (a 4.2% gap) in 2016, with the largest differences in hospitals and health sector boards 

where there is a mean difference of $24,000 (a 17.2% gap) and the Ontario Power Generation 

and other employees in this sector where there is a mean difference of $11,700 (an 8.5% gap). 

Importantly, we found no or lower gaps in colleges (but not universities), crown agencies, 

government, school boards and municipalities. 

 

In our own places of employment, universities, the gender gap in professorial salaries is about 

                                                           
1 The data is derived from the national Labour Force Survey (LFS) and is based on a comparison of the average 

hourly wage of men and women in Canada in 2015. Note that in 2014 women earned $0.88 for every dollar 

earned by men, if average hourly wages were compared. If annual salaries are compared, in 2014, women 

earned $0.74 for every dollar earned by men. Using annual salaries would provide a skewed measure, as a 

result of differences in average work hours between men and women. 

Statistics Canada, Moyser M. (2017). Women in Canada: A Gender-based Statistical Report (Seventh edition). 

Catalogue no. 89-503-X.  See http://www.statcan.gc.ca/pub/89-503-x/2015001/article/14694-eng.htm; Ontario 

Equal Pay Coalition. (2013). Calculating the Pay Gap. See http://equalpaycoalition.org/calculating-the-pay-gap/ ; 

Carole Vincent (2013), “Why do Women Earn Less Than Men?” CRDCN Highlight also found that in 2011, 

women in Canada were earning 87 per cent that of men. 
2 United Nations Office of the High Commission for Human Rights. (2015). Concluding observations on the sixth 

periodic report of Canada. See 

http://tbinternet.ohchr.org/_layouts/treatybodyexternal/Download.aspx?symbolno=CCPR%2FC%2FCAN%2FCO

%2F6&Lang=en  
3 Statistics Canada, Moyser M. (2017). Women in Canada: A Gender-based Statistical Report (Seventh edition). 

Catalogue no. 89-503-X. See http://www.statcan.gc.ca/pub/89-503-x/2015001/article/14694-eng.htm  

http://www.statcan.gc.ca/pub/89-503-x/2015001/article/14694-eng.htm
http://equalpaycoalition.org/calculating-the-pay-gap/
http://tbinternet.ohchr.org/_layouts/treatybodyexternal/Download.aspx?symbolno=CCPR%2FC%2FCAN%2FCO%2F6&Lang=en
http://tbinternet.ohchr.org/_layouts/treatybodyexternal/Download.aspx?symbolno=CCPR%2FC%2FCAN%2FCO%2F6&Lang=en
http://www.statcan.gc.ca/pub/89-503-x/2015001/article/14694-eng.htm


$12,600 (an 8.5% gap). This disparity exists at all levels of the professoriate, including at the 

entry-level position of assistant professor, meaning the playing field is not level at the 

inception of one’s academic career.4 Men carry slightly more titles and special positions, 

which may account for the differences in income distribution observed, but even after 

removing professors at all levels who carry additional titles, the gender gap in salary persists 

at each level of seniority.5 The disparities in salaries in the public sector over the past five 

years have not declined overall, except in hospitals and boards of health where the gap has 

narrowed by about $13,000, although a $24,000 gap still remains.  

 

It is not primarily the fault of individuals that such a gender imbalance in salary exists, but 

rather of a system that has developed without policies to ensure gender balance, and by 

decisions that have systematically favoured men over women. The question now is what 

should be done about it? Should it be fixed, and if so, whose responsibility is it to fix, given 

the complexity of the organizations at issue? Specifically, each public sector organization has 

its own governance structure and leaders. How do we effectively ensure reform in such 

organizations? 

 

European countries have been home to reforms in both the private and public sectors. Several 

countries have implemented mandatory “gender audits” under which companies must assess 

pay practices and pay differences between male and female employees. In some cases, 

employers must then create a gender action plan if a gender wage gap exists. Finland, France, 

Germany, Greece, Italy, the Netherlands, Portugal and Spain all explicitly prohibit gender-

based pay discrimination through legislation and mandate equal pay for equal work. 

Denmark has a Pay Commission which examines the pay between men and women within 

both the public and private sectors. An equal pay programme also exists in Finland.6  

 

In light of the Sunshine List data, it may come as a surprise that some form of pay equity 

has been legislated in each of Canada’s legislative jurisdictions, including all provinces, 

territories and at the federal level. In particular, since 1987, Ontario has mandated equal 

pay for equal work within its public sector and at private companies with ten or more 

employees.  More recently in 2015, the Province initiated a public consultation on the gender 

wage gap which resulted in publication of a report by the Gender Wage Gap Strategy Steering 

Committee in June 2016.7 

 

                                                           
4 Precise figures for various levels of seniority are: assistant professor $5,553.50; associate professor $4,675.59; 

full professor $11,987.81; all professors $13,095.80. 
5 Precise figures for various levels of seniority are: assistant professor $4,625.09; associate professor $5,046.93; 

full professor $11,621.03; all professors $12,558.13. 
6 Ponzellini A, Aumayr C, Wolf F, European Foundation for the Improvement of Living and Working Conditions. 

(2010). Addressing the gender pay gap: Government and social partner actions. See: 

https://www.eurofound.europa.eu/observatories/eurwork/comparative-information/addressing-the-gender-pay-

gap-government-and-social-partner-actions  
7 Ontario Ministry of Labour. (2016). Final Report and Recommendations of the Gender Wage Gap Strategy 

Steering Committee. See https://files.ontario.ca/7198_mol_gwg_finalreport_eng_wa_08f_v2_1.pdf  

https://www.eurofound.europa.eu/observatories/eurwork/comparative-information/addressing-the-gender-pay-gap-government-and-social-partner-actions
https://www.eurofound.europa.eu/observatories/eurwork/comparative-information/addressing-the-gender-pay-gap-government-and-social-partner-actions
https://files.ontario.ca/7198_mol_gwg_finalreport_eng_wa_08f_v2_1.pdf


So why do the systemic differences in salaries between men and women across the public 

sector persist? It seems that the time has come for the provincial government to place a higher 

priority on abolishing the gender salary gap and to press the institutions that it funds with 

taxpayer money to commit to gender parity in practice. It should consider legislation 

requiring each of them to address this issue within a certain time period.  

 

We provide these data to continue a conversation that has lagged for far too long, especially 

since the Sunshine List data have been available for twenty years. Although we are 

surprised by the data, we here issue a clarion call for real change to occur.  

 

 

  



III. PREVIOUS LITERATURE 

 

A paper by Antonie et al. uses Ontario’s Sunshine List to extrapolate findings regarding the 

gender wage gap in Ontario’s Public Sector. They use a model which predicts gender based 

on the names in the Sunshine List. Antonie’s findings suggest that the percentage of 

women on the Sunshine List has increased over time, but women remain underrepresented 

among the top earners in the public sector by approximately two-to-one8. 

 

 

IV. METHODOLOGY FOR SUNSHINE LIST ANALYSIS 

 

Salary data was collected for years 2014-16 by downloading a comma-separated values (CSV) 

file from government’s website, and for years 2012-2013 by extracting the HTML pages for 

each sector in a CSV format using a python script. The 2012 and 2013 year data needed to 

be extracted as no CSV format was available at the time.  Gender was determined by using 

first name criteria. Sources of gender by first name included data from the 

OpenGenderTracking organization which combined data from several sources.9 The US data 

includes information from the US Social Security Administration and UK data includes 

information from UK Office of National Statistics, Northern Ireland Statistics and Research 

Administration, and Scotland General Register Office.10,11,12,13,14 The data classified a first 

name as male or female if the name was associated with a gender more than 90% of the time.  

Using this data, we created a CSV file which classified each name to Male, Female, or 

Unknown. To classify gender by name, we ran a script that took first names from CSV data 

for each year. We then removed any middle name and initials and then fixed accents. We 

compared the names with the USA database, and if there were any names that were not 

found in the USA database, they were then compared to the UK database. Names were then 

classified as “Male”, “Female” or “Unknown” Unknown means that either the first name was 

genderless or the name was not found in the database. 

 

                                                           
8 Antonie L, D’Angelo A, Grewal G, Plesca M. (2015) Analyzing the Gender Wage Gap in Ontario’s Public Sector. 

In: 2015 IEEE 14th International Conference on Machine Learning and Applications. IEEE; 2015:465-470. 

doi:DOI 10.1109/ICMLA.2015.171. 
9 Ros I, Hyland A, Matias N. (2013) OpenGenderTracking Project. 

https://github.com/OpenGenderTracking/GenderTracker.  
10 Ros I, Hyland A, Matias N. (2013) OpenGenderTracking Project Global Name Data. 

https://github.com/OpenGenderTracking/globalnamedata.  
11 US Social Security Administration. (2016) Popular Baby Names. 

https://www.ssa.gov/oact/babynames/limits.html.  
12 UK Office for National Statistics. (2015) Birth Statistics: Metadata.  

http://www.ons.gov.uk/ons/guide-method/user-guidance/health-and-life-events/births-metadata.pdf.  
13 Northern Ireland Statistics and Research Agency. (2016) Baby Names 2016. 

http://www.nisra.gov.uk/demography/default.asp28.htm.  
14 National Records of Scotland. (2016) Babies’ First Names & Most Common Surnames in Birth, Marriage and 

Death registers. https://www.nrscotland.gov.uk/statistics-and-data/statistics/statistics-by-theme/vital-

events/names 

https://github.com/OpenGenderTracking/GenderTracker
https://github.com/OpenGenderTracking/globalnamedata
https://www.ssa.gov/oact/babynames/limits.html
http://www.ons.gov.uk/ons/guide-method/user-guidance/health-and-life-events/births-metadata.pdf
http://www.nisra.gov.uk/demography/default.asp28.htm
https://www.nrscotland.gov.uk/statistics-and-data/statistics/statistics-by-theme/vital-events/names
https://www.nrscotland.gov.uk/statistics-and-data/statistics/statistics-by-theme/vital-events/names


Sensitivity Analyses:  

We conducted three sensitivity analyses assuming in Scenarios A and B, that all unknown 

or unclassifiable names (which represented 10% of the overall number of individuals) were 

classified as men or women exclusively. Finally, in Scenario C, the probability level that a 

name was associated with a particular gender for the purpose of classification was relaxed to 

> 50%; subsequently, we recalculated the gender gap to determine if reclassification would 

alter our results. [Supplementary Table 1]  

 

Inflation Adjustment: 

We conducted two inflation adjusted approaches: 

i. When summarizing income over years, consumer price index (CPI) adjustment using the 

base year of 2012 was conducted to convert nominal incomes earned during years 2013, 

2014, 2015 and 2016 to constant dollars of the year 2012, which are referred to as real 

income. I.e. we have used the start of 2012 as the base year. The consumer price index 

(CPI) is commonly used as an indicator of the rate of inflation or the change in consumer 

prices; it can be used to escalate a dollar value over among time to maintain the 

purchasing power of that value and deflate income or expenditure flows to maintain a 

constant dollar estimate of that income or expenditure.15,16 Here we explored both the 

nationwide CPI and the Ontario CPI and proceeded with using the Canada-wide CPI due 

to minimally evident differences for the years under study. The following example 

illustrates the calculation: e.g. $100,000 earned in 2016 would be equivalent to $94,781.93 

in YR2012$ constant dollars (=$100,000/CPIyear)xCPIbaseyear=2012. Thus, (100,0002016/128.4) 

x121.7 =$94,781.93 in 2012 constant dollars. In other words, nominal income is $100,000 

and real income equals $94,781.93.  This approach allows comparison of incomes from 

different years and is commonly used by Statistics Canada when reporting median 

household income (e.g. recent highlights from Census 2016 release Aug 13, 2017 where 

percent changes have been reported using 2015 constant dollars) and by similar 

government departments in the US when reporting household income over time. 

ii. We also used a method reported by Antonie et al8 in which an inflation-adjusting 

approach adjusts the threshold or cut-off for designating individuals as earning an income 

equivalent to $100,000 in YR2012$. This approach affects the number of records 

composing the Sunshine List over certain years and consequently introduces 

compositional changes that may differ by variables such as gender and sector. (Overall, 

this threshold-adjusting approach tends to address challenges to the definition of the 

Sunshine List). 

                                                           
15 Statistics Canada. (2011). Analytical concepts, Notes and Definitions used in the Survey of Labour and Income 

Dynamics (SLID) -- A 2009 Survey Overview. http://www.statcan.gc.ca/pub/75f0011x/2011001/notes/analytical-

analytiques-eng.htm 
16 Statistics Canada, Evans R, Lequain M, Huang N, Chiru R, Wright A. (2015) The Canadian Consumer Price 

Index Reference Paper. Catalogue no. 62-553-X 

http://www23.statcan.gc.ca/imdb/p2SV.pl?Function=getSurvey&SDDS=2301  

 

http://www.statcan.gc.ca/pub/75f0011x/2011001/notes/analytical-analytiques-eng.htm
http://www.statcan.gc.ca/pub/75f0011x/2011001/notes/analytical-analytiques-eng.htm
http://www23.statcan.gc.ca/imdb/p2SV.pl?Function=getSurvey&SDDS=2301


 

Measures/metrics calculated and used for interpretation of the gender wage gap 

or earnings gap include: 

a. Mean earnings gap = Mean income(Male) - Mean income(Female) (also referred to as 

“differential”) 

b. Median earnings gap =Median income(Male) - Median income(Female) 

c. Percentage earnings differential gap: = ((Mean income(Male)-Mean 

income(Female))/Mean income (Male)) x 100% (mean male income is the denominator) 

d. Earnings ratio = Mean income(Female) / Mean income(Male) 

e. Percentage earnings ratio gap = [1- (Mean income(Female) / Mean income(Male)] x 100 

 

Analyses: 

Using the inflation adjusted salaries we calculated the mean, SD, median and IQR between 

males and females. Information for the unclassified group is found in Supplementary Table 

2.  

We first calculated the “gender gap”  and gender ratio in salaries for the overall database, 

and then subdivided this by each sector of the Ontario public service including Colleges,  

Crown Agencies, Government of Ontario (which included “Government of Ontario, 

Ministries”, “Government of Ontario, Judiciary”, “Government of Ontario, Legislative 

Assembly and Offices” ), Hospitals and Boards of Public Health, Municipalities and Services, 

Ontario Power Generation, Other Public Sector Employers, School Boards, and Universities. 

 

We also conducted a more in-depth analysis between universities. This comparison between 

universities included every university reported in 2016 and involved the following 

institutions: 

 Algoma University 

 Brescia University College 

 Brock University 

 Carleton University 

 Huntington University 

 Huron University College 

 King's University College 

 Lakehead University 

 Laurentian University of Sudbury 

 McMaster Divinity College 

 McMaster University 

 Nipissing University 

 Northern Ontario School of Medicine 

 Ontario College of Art and Design University 

 Queen's University 

 Ryerson University 

 Saint Paul University 



 St. Jerome's University 

 St. Peter's Seminary 

 Thorneloe University 

 Trent University 

 Université de Hearst 

 Université d'Ottawa 

 University of Guelph 

 University of Ontario Institute of Technology 

 University of St. Michael's College 

 University of Sudbury 

 University of Toronto 

 University of Waterloo 

 University of Western Ontario 

 University of Windsor 

 Victoria University 

 Wilfrid Laurier University 

 York University 

 

In addition, we also explored salary gender differences existing at five large Ontario 

universities (called the “big 5”) where we only used data from the following universities: 

McMaster, Queens, Toronto, Western, and Ottawa. 

 

In addition, we calculated the gender gap in salary within Universities stratified by level of 

position i.e. Salary difference between various positions: “professor”/ “full professor”, 

“assistant professor” and “associate professor” for employees in every university and 

classified them in the 3 categories. We subsequently removed entries with an extra position 

using some exclusion criteria. If any of the following terms were found in a title for a 

professor, they were classified as extra title and removed: 

 Coordinator 

 Chair 

 Dean 

 Vice-President 

 Director 

 Provost 

 Principal 

 Head 

 Chief Curator 

 Medical Doctor 

 College Master 

 

We also compared salaries after removing people with extra positions, and determined the 

proportion of people by gender who tended to carry an extra position.  



 

V. SUMMARY RESULTS 

 

The overall gender gap in salary for the year 2016 was $5,451.35 in nominal income, $5166.89 

inflation-adjusted terms (real CPI adjusted to 2012/2012$), or $4159.56 in threshold-

inflation-adjusted terms (threshold-adjusted using method of Antonie et al8) [Table 1]. Also 

provided in the table are sectors with the largest and smallest/no gaps, with special emphasis 

on the University Sector. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  



 

  



 

 

 

 

Major Universities: The overall earnings gap among university employees in the five major 

universities in Ontario is $16,937.82 for the year 2016 in nominal income [Table 4]. For 

professors only in the five major universities, the difference in mean income between male 

and female professors is $16,223.10. By ranks of professors, the mean earnings gaps are 

$15,332.96, $4,537.00, and $6,490.99 for Full professors, Associate professors, and Assistant 

professors, respectively. 

 



 

Gaps Evident at All Levels of Professors: Gaps exist within each level of professor rank, 

including Assistant professor, suggesting the playing field does not start level [Tables 1 & 4].  

 

Extra Titles & Special Positions: Men at all levels of professor carry more titles and 

special positions so this may account for part of the income distribution. [Tables 5a-d] 

 

 

 

 

 

 

 

 

 

 



 

 

 

 

 

 

 

  



Time Trends: 

Gaps have stayed the same by and large since 2012 except in Hospitals & Boards of Health 

where the gap has narrowed from 37K to 24K, in CPI inflation-adjusted terms using base 

year 2012 [Figure 1]. Using the alternative threshold-inflation method, gaps similarly have 

stayed the same during the years 2012 to 2016. In the Hospital & Boards of Health sector, 

the gap has narrowed from 37K to approximately 29K [Figure 2]. 
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