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The material in this guide is intended to help employers and, where appropriate, bargaining 
agents to achieve pay equity using the proxy comparison method. The guide will be distributed 
to employers and bargaining agents with a Review Services' order requiring them to do proxy 
comparisons. 

The contents of this guide will not restrict either the Pay Equity Commission's review officers or 
the Pay Equity Hearings Tribunal in their decisions. 

Reference should be made to the Pay Equity Act, R.S.O. 1990, c. P.7 and to the Pay Equity 
Amendment Act, 1993. 

{C0l76392,I} 



A Guide to the Proxy Comparison Method 

Welcome to A Guide to the Proxy Comparison Method 

The proxy comparison method provides another way for those broader public sector 
organizations that had unmatched female job classes after applying the job-to-job or proportional 
value methods of comparison to achieve pay equity. 

This guide is for information only. The Pay Equity Act, R.S.O. 1990, c. P. 7 and the Pay Equity 
Amendment Act, 199 3 take precedence over its contents. 
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An Overview of the Proxy Comparison Method 

Background 

In January 1988, the Ontario government proclaimed the Pay Equity Act (the Act) to address the 
undervaluing and lower pay of work performed by women. The Act requires that jobs usually done by 
women be compared with different jobs usually done by men. If a female job class is found to be 
equal or comparable in value to a male job class, both job classes must be paid the same. 

Under the job-to-job comparison method, some female job classes did not find male comparators 
within their organization. As a result, pay equity was not achieved for these female job classes. 

The Act was amended, effective July 1, 1993, to enable these unmatched female job classes to 
achieve pay equity. The amendments introduced both the proportional value and proxy comparison 
methods. The proportional value method, like the job-to-job method, is used to make comparisons 
between female and male job classes within the same organization. 

The proxy comparison method takes a different approach. It requires those organizations in the 
broader public sector, which have mostly female job classes, to find comparators from another 
broader public sector organization. This method is intended only for those organizations that have 
any unmatched female job classes after applying the job-to-job and proportional value comparison 
methods. 

By using the proxy comparison method, many more female job classes in the broader public sector 
will achieve pay equity. 

Private sector employers are not required to do proxy comparison. 

When Do You Use Proxy Comparison? 

The proxy comparison method is only to be used by broader public sector employers who cannot 
achieve pay equity using either the job-to-job or proportional value methods of comparison. 
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If you have applied both methods in your establishment and were unable to achieve pay equity for all 
of your female job classes, you must notify the Pay Equity Commission. After verifying that you are 
a broader public sector employer and that you cannot achieve pay equity using either of the first two 
required methods, a review officer will issue an order requiring you to do proxy comparisons. Only 
employers who have received an order can proceed with proxy comparisons. 

How Does the Proxy Comparison Method Work? 

Both the job-to-job and proportional value methods require comparisons of female job classes to 
male job classes to achieve pay equity. Some employers cannot achieve pay equity by using these 
methods because they have too few male job classes to complete comparisons. 

The proxy comparison method provides a solution for you and other broader public sector employers 
with this same problem. It allows you to go outside your own organization to another broader public 
sector employer to complete pay equity comparisons. As an employer "seeking" pay equity you will 
borrow job and salary information about similar female job classes from another broader public 
sector employer called a proxy employer. You will compare your female job classes to the proxy 
female job classes using a proportional value method of comparison and determine pay equity 
adjustments that will enable you to achieve pay equity. 

It is important to note that the proxy comparison method applies to all your female job classes. Even 
female job classes compared using the job-to-job or proportional value comparison methods are 
included when you apply the proxy comparison method in your establishment. 

What Are the Proxy Comparison Deadlines? 

The law requires that you post your pay equity plan to reflect proxy comparisons by January 1, 1994. 
The first proxy pay equity adjustments must begin no later than July 1, 1994, and must be retroactive 
to January 1, 1994. 

What Do You Need to Know Before Doing Proxy Comparisons? 

This guide assumes that you have completed the steps required to do job-to-job and proportional 
value comparisons. 
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You may wish to revifW the steps that must be completed before starting proxy comparisons. The 
following workbooks are available to you at no charge from the Pay Equity Commission. 

Step by Step to Pay Equity A Guide for Small Business 

• Volume I: The Workbook explains the job-to-job comparison process for small organizations.

• Volume 2: The Job Evaluation System provides an example of an evaluation system that can be
adapted to your organization.

• Volume 3: Using the Proportional Value Comparison Method explains the proportional value
method of achieving pay equity.

If you are an organization that has no male job classes, you may not have completed these steps since 
pay equity comparisons were not possible when you were restricted to looking within your own 
organization. Now that you are able to make pay equity comparisons, there are three steps you must 
complete before beginning the proxy comparison method. These steps are: 

• Select a job comparison system that is gender neutral;

• Collect job information for job comparison purposes; and

• Evaluate all your female job classes.

Volumes I and 2 deal with these steps in detail. You can order these and other publications by 
contacting the Pay Equity Commission at the address and phone number listed on page 5. 

What Are the Steps Required to Achieve Pay Equity Using Proxy Comparisons? 

To achieve pay equity using the proxy comparison method, there are seven steps to follow: 

1. Identify your key female job classes.

2. Select your proxy organization and request information.

3. Evaluate female job classes from the proxy organization.

4. Develop a job rate line for proxy female job classes.

5. Determine pay equity adjustments for your female job classes.

6. Post your pay equity plan.

7. Begin your pay equity adjustments.
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What If Your Workplace Is Unionized? 

The Act requires that one pay equity plan be prepared for all non-union employees and that a separate 
pay equity plan be prepared for each bargaining unit. Where employees are represented by a 
bargaining agent, the employer and the bargaining agent must negotiate each of the above steps. 

The pay equity plan - whether it results from using job-to-job, proportional value or proxy 
comparisons - prevails over any relevant collective agreement. 

How Much Do You Spend on Pay Equity Adjustments Resulting from Proxy 
Comparison? 

A minimum of one percent (1 %) of the previous year's payroll must be paid out in pay equity 
adjustments each year until pay equity has been achieved. 

Should You Communicate With Your Employees? 

Communicating with your employees about proxy comparison is vital for your pay equity plan to 

succeed. If your workplace is unionized, you and the bargaining agent should communicate jointly 
with employees. Keeping the lines of communication open will: 

• Help inform your employees about proxy comparison;

• Help you to create a plan that is useful to your workplace;

• Tell your employees that the process has been fair and open;

• Allow your employees to understand the plan you are developing;

• Help employees to understand and know their pay equity rights;

• Dispel any rumours or false information.

You should communicate regularly throughout the process and especially after you have completed 
the plan. 
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Who Do You Call for More Information? 

If you have any questions about the job-to-job or proportional value methods, or need help while 
working through the proxy comparison method, please contact the Pay Equity Commission. The 
Commission has staff and educational resources, such as pay equity seminars and pamphlets, that can 
help you get started on your plan. For a complete listing of resources, see Appendix 8 on page 64. 

Contact: 

The Pay Equity Commission 
400 University A venue, 11th Floor 
Toronto, Ontario, M7 A 1 T7 

Telephone: 
Toll Free: 
Facsimile: 
Web Site: 

(416) 314-1896
1�800-387-8813
(416) 314-8741
www.payeguity.gov.on.ca
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Using the Proxy Comparison Method to Achieve Pay Equity 

Once you have received an order from a review officer requiring you to use the proxy comparison 
method in your organization, you can begin to work through the seven proxy comparison steps. 

The Mariposa Women's Shelter is a hypothetical example used throughout this manual to show how 
employers and bargaining agents can work through each step in the process. The shelter is a 
unionized workplace with six female job classes. 

All job classes in the shelter are female. The executive director and shelter coordinator are non-union 
job classes. Employees in the job classes of caseworker, assistant caseworker, secretary and 
housekeeper are represented by a bargaining agent; The Shelter Workers Union. The shelter must 
negotiate a proxy pay equity plan with the Shelter Workers Union and prepare a separate proxy plan 
for its non-union employees. 

Job classes in the shelter were evaluated using the same point factor job evaluation system for both 
the union and non-union pay equity plans. Evaluations for the non-union plan were done by a 
committee of employees and representatives from the shelter's volunteer board of directors. A 
committee of union representatives, the executive director and volunteer board members evaluated 
the job classes within the union pay equity plan. 

Table 1, below, is a profile of the shelter listing the job classes, the number of incumbents in each job 
class, the point values that each job class was assigned, and the job rate or highest rate of 
compensation for each job class. 

Table 1-The Mariposa Women's Shelter 

J"ob Class Number of Job Evaluation ,fol> Rate 
In cum.bents .PointS> 

Non-Union Female Executive Director 
Job Classes 1 800 $23.00 

Co-ordinat0r of 
I 750 21.00 

Shelter Prggratl! 

Unionized.Female Job Caseworker 
Classes 3 570 19.00 

Assistant Caseworker 2 475 
Secreta.cy 1 3.50 
Housekeeeer 1 325 
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Identify Your Key Female Job Classes 

All the female job classes in your organization must be included when applying the proxy 
comparison method, even those that may have achieved pay equity through either job-to-job or 
proportional value comparisons. 

Initially however, you will select certain key female job classes in your organization and develop 
descriptions of them to provide to the proxy organization. The proxy employer will use this 
information to find similar female job classes in its organization. 

Selecting Your Key Female Job Classes 

Key female job classes are: 

• Those with the most employees; and/or

• Those that perform duties that are essential to delivering your organization's services

The Mariposa Women's Shelter has two key female job classes in the non-union group and two 
among the unionized group. The executive director and co-ordinator perform duties essential to the 
services provided by the shelter. 

The shelter and the uniog_ negQ.tiat�.d and agreed that the caseworker and the assistant caseworker are 
both key female job classes within the bargaining unit. The caseworker has the highest number of 
incumbents of any job class in the shelter, and both job classes perform duties that are essential to 
the services the shelter provides - the counselling and assistance of abused women and children. 

While the housekeeper and secretary both perform duties that are very important to the operation of 
the shelter, they are not directly involved in providing the shelter's essential services. 

Look throughout your own organization to determine your key female job class or classes. 
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Preparing Information About Your Key Female Job Classes for the Proxy 

Employer 

Once you have identified your key female job classes, develop descriptions of the duties and 
responsibilities of each job class to give to the proxy employer. The proxy employer will use this 
information to find similar female job classes in its organization. Use the Job Information: Key 
Female Job Classes Form, (located in Appendix 2, on page 34), when providing job information to 
the proxy organization. 

Here are some points to keep in mind when compiling the information you will provide to the proxy 
employer: 

The information focuses on the duties and responsibilities of your key female job classes. It is 
different from the information collected for evaluation purposes, which had to look at the skill, 
effort, responsibility and working conditions of job classes. If you use information collected when 
you tried to do pay equity, you will need to adapt the information to reflect that difference. 

If you use job information that was collected to do job-to-job or proportional value comparisons, 
make sure it is current. Information collected for job-to-job comparisons may now be three years 
old. You should review the information to ensure that all changes to job classes are reflected. 

To guide you in supplying information to the proxy employer you will find in Appendix 2, on pages 
32 - 37, two completed forms showing the duties and responsibilities of two key female job classes 
found in the Mariposa Women's Shelter. 
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After you have identified your key female job classes and gathered information about their duties 
and responsibilities, the next step is to select an appropriate proxy organization and request the job 
information you will need to compare job classes. 

Where to Look for Your Proxy Organization 

You can find your proxy organization by looking at the Proxy Schedule found in Appendix 1 on 
page 31. There are nine categories of seeking organizations: Health Care Services; Services for 
Seniors; Services for People with Disabilities; Counselling, Referral and Accommodation Services; 
Services for Children and Families; Correctional Services; Cultural Organizations; and 
Miscellaneous. Find the category for your organization. 

Choose the description from column one that matches the services your organization provides. The 
Mariposa Women's Shelter is under the category of Counselling, Referral and Accommodation 
Services as an interval or transition house, #25 in the Schedule. 

Look at the type of proxy organization in Column 2 listed opposite that description to find the 
appropriate type of proxy employer. The Mariposa Women's Shelter would look to a hospital 
providing crisis intervention servic�s. . __ 

After you determine the type of proxy employer, look for employers of this type in your geographic 
division. A geographic division is a county, regional municipality or territorial district. 

If there is only one appropriate organization in your geographic division, you must use that 
organization as your proxy employer. 
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Consider the following to help you make your selection among potential proxy organization: 

• Has the organization posted its job-to-job and proportional value plans? The proxy organization
must be able to provide you with pay equity job rates, which would have been identified in their
pay equity plans.

• Does one organization have female job classes that are most like your female job classes?

• Are there any informal links between your organization and one of these organizations? For
example, do you pattern or negotiate your wages similarly to one of these organizations?

• Is one organization geographically closer to your organization?

• Do any of the potential proxy employers have bargaining units? This is important if your job
classes must be compared to bargaining unit job classes.

If none of the potential proxy organizations is located within your geographic division, you must 
then select the one outside of your geographic division that is closest to the location of your 
organization. 

In the case of the Mariposa Women's Shelter, there was no hospital providing crisis intervention 
services within the shelter's geographic division. A hospital with these services located in the next 
county was the next closest appropriate proxy organization. This became their proxy employer. 

{COl76392.I}� 10 
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How to Request Information from a Proxy Employer 
� -I 

It is your responsibility as the seeking employer to request information from the proxy employer. 
The proxy employer is required by law to provide you with the job and salary information that you 
need to do proxy comparisons, within sixty days of your request. 

The request for information must be in writing and signed by officials for the employer and a 
bargaining agent, if the job classes seeking pay equity are in a bargaining unit. Appendix 3, page 45 
shows a sample letter that you can modify to request information from the proxy employer. You 
must include the following with your letter: 

• A certified copy of the board of directors' resolution approving the request if your organization is
a corporation;

• A copy of the order issued by a review officer of the Pay Equity Commission requiring you to do
proxy comparison;

• A completed Job Information: Key Female Job Classes Form detailing the duties and
responsibilities of each key female job class (see Appendix 2, page 35, for blank forms);

• An organization chart showing reporting relationships of all job classes in your organization;

• A copy of the agreement between the employer and the bargaining agent if unionized female job
classes are to be compared with non-union female job classes in the proxy organization;

To help the proxy employer fill your request for information quickly, we recommend you also 
include: 

• The Pay Equity Commission's pamphlet Your Rights and Obligations As a Proxy Employer,
included with this guide

• The blank Job Information: Proxy Female Job Classes Form (see Appendix 3, page 44)
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Information You Will Receive from the Proxy Organization 

The proxy organization must provide you with job and salary information within sixty days of your 
request. It must send you: 

• Descriptions of the duties and responsibilities of job classes that are similar to your key female
job classes. You may receive more similar female job classes than the number of key female job
classes you provide to the proxy employer.

If the proxy organization does not have any female job classes that are similar to your key female
job classes, it must send you descriptions of the duties and responsibilities of other female job
classes that represent the range of pay equity job rates in the proxy organization.

For example, if the range of pay equity job rates for the proxy employer's female job classes
goes from $12.00 per hour to $24.00 per hour, then you should receive descriptions of female job
classes scattered throughout the range, not those clustered in one part.

If your key female job classes are in a bargaining unit, this representative group of female job
classes selected must also be from a bargaining unit, unless the bargaining agent in your
organization has agreed otherwise.

• The pay equity job rate for each of the female job classes sent to you. The pay equity job rate is
the rate that would be required for these female job classes to achieve pay equity as of January 1,
1994.

• The total cost of benefits provided to all employees of the potential proxy establishment as a
percentage of the total amount of all wages and salaries paid to employees.

Do You Have all the Information You Need? 

Check the following when you receive the information from the proxy employer: 

• Have you received information about enough similar female job classes to enable you to
complete proportional value comparisons? It is best to have at least three or more job classes
from the proxy employer to use the job rate line method described in the next step of this guide.

• If the proxy employer did not have enough similar female job classes for you to use to draw your
job rate line, did they send you a group of female job classes that represent the range of pay
equity job rates in the proxy employer's establishment?
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• Have you received job info!;fllation for each of the proxy female job classes? You should receive
information for all similar female job classes from throughout the proxy employer's - ·
establishment. You may rec�.ive one or severatsimilar job classes for each key female job-class
you send the proxy employer. Do the descriptions of the duties and responsibilities seem
complete? Are you able to understand the information? Do you need to call the proxy employer
to clarify any of the descriptions? The descriptions of each proxy female job class should provide
enough detail to enable you to evaluate the proxy female job classes.

• Has the proxy employer given you the pay equity job rate for each proxy female job class? The
pay equity job rate is the rate the female job class will receive when it achieves pay equity. They
should assume that they are paying this rate as of January 1, 1994.

• Has the employer provided you with the cost of benefits as a percentage of the total amount of all
wages and salaries?

If you have questions about the information you received or if there is not enough detail, contact the 
proxy organization to clarify or request additional information. 

If you have difficulty in getting the required information from a proxy employer, you can ask for 
help from Review Services at the Pay Equity Commission. 

Once you are satisfied that the information from the proxy employer is complete, there are no further 
pay equity links between your organization and the proxy organization. 

Confidentiality 

The Act is clear. It is an offence for employers, employees or bargaining agents requesting job 
information to use that information for any purpose other than for achieving pay equity. 
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STEP3 

Evaluate Female Job Classes from the Proxy Organization 

In this step, you or where there's a union, you and the bargaining agent, will evaluate the female job 
classes from the proxy organization. 

Determining Job Values 

You must now evaluate all job classes from the proxy organization on the four factors of skill, effort 
(both physical and mental), responsibility and working conditions - using your gender-neutral 
comparison system. If your employees are represented by a union these evaluations will be done 
jointly with the bargaining agent. 

You will have to adapt the information that you received on the proxy female job classes to make it 
consistent with information on your own female job classes. The job information should be put into 
the same format that you used when collecting information on your own jobs. For example, if you 
used a job information questionnaire when evaluating your female job classes, complete the same 
questionnaire for the proxy job classes. 

Assume that the proxy female job classes exist in your organization. Use the information about the 
duties and responsibilities to describe the factors of skill, effort, responsibility and working 
conditions in your questionnaire. When describing the factor of skill, ask yourself: "If this job class 
existed in my organization, what kinds of skills would be required to perform the duties and 
responsibilities of this job class? What kinds of physical and mental effort would be required to carry 
out these duties and responsibilities? What kinds of responsibility would this job class have?" The 
working conditions will be based on the conditions that exist in your organization. 

After you have completed the questionnaire or adapted the information for your evaluation system, 
you are ready to evaluate the proxy female job classes. 
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- Identifying Pay Equity Job Rates for the Proxy Female Job Classes
"'

Pay equity is achieved when the job rates for the female job classes in your organization reach the
job rate line at the relevant value.

Job rate includes salary, wages, and other payments plus the cost of benefits.

The proxy organization has provided you with the following information:

• The job rate that each female job class would be paid as of January 1, 1994, if pay equity had
been achieved on that date;

• The cost of benefits for the proxy employer's establishment expressed as a percentage of the total
amount of all salaries and wages.

You may need to clarify whether the job rates provided by the proxy employer in fact include 
benefits and, if so, whether they are discretionary, e.g., dental plans, or a statutory benefit, e.g., 
Employment Insurance contributions. Since all employers are required to pay statutory benefits, 
these costs should not be included in the proxy employer's calculation of job rate or the percentage 
figure for the cusl uf benefits. 

Where Benefits Have Been Included in Proxy Job Rates 

If the proxy employer has already included only discretionary benefits in their job rates, then no 
adjustment of these job rates is required. Use the job rates provided to create a job rate line as 
described in Step 4. 

The Mariposa Women's Shelter received descriptions of seven similar female job classes from the 
proxy organization - a hospital with a crisis intervention service. After evaluating the proxy job 
classes with the Shelter's gender neutral job comparison system, the Shelter summarized the 
information it had on the proxy job classes in a form similar to how it had summarized its own job 
classes as illustrated in Table 1, page 6. 

Table 2, on the next page, shows the same information for the female job classes sent from the proxy 
organization. In this example, job rates for the proxy female job classes have already been adjusted 
to include the amount for benefits. 
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Table 2 - Summary on the Proxy Job Classes 

Non-Union Female 
Job Class 

Unionized Female 
Job Classes 

Job Class 

Director, Social Services 
Co-ordinator, Sexual Assault Centre 
Social Worker (M.S. W) 

Social Worker (B.S.W) 

Discharge Planner 

Detox Counsellor 

Registered Nursing 
Assistant 

Job Evaluation 
Points 
850 
830 
675 

575 

510 

425 

410 

If Benefits Are Not Already Calculated into the Proxy Job Rates 

Job Rate 

$28.00 
27.50 
25.00 

21.50 

20.00 

18.50 

17.00 

If the proxy job rates do not include the costing of benefits, the proxy employer has provided this 
information to you expressed .as a percentage of its annual payroll cost. You use this information to 
calculate pay equity job rates for the proxy job classes. 

For example, if the cost of benefits in the proxy organization is 10% of salary and wages you would 
adjust the salary and wage information provided from the proxy organization as follows: 

Table 3 -Adjusting the Proxy Salary and Wage Rates 

Job Class S/W Rate (A) 

Non-Union Female Director, Social $25.45 
Job Classes Services 

Co-ordinator, Sexual 25.00 
Assault Centre 
Social Worker 22.73 
(M.S.W.) 

Unionized Female Social Worker (B.S.W.) 19.55 
Job Classes 

Discharge Planner 18.19 

Detox Counsellor 16.82 

Registered Nursing 15.45 
Assistant 

10% Benefit 
(B) 

$2.55 

2.50 

2.27 

1.95 

1.81 

1.68 

1.55 

Pay Equity 
Job Rate 
(A+B) 
$28.00 

27.50 

25.00 

21.50 

20.00 

18.50 

17.00 

The Mariposa Women's Shelter has already assessed the value of its benefit package for its job 
classes and has included them into the calculation of job rate and will compare these rates to the job 
rate line described in Step 4. 

Appendix 9 provides additional information on calculating benefits in the seeking organization. 
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Develop a Job Rate Line for Proxy Job Classes 

After you have determined the job value and job rate for each female job class in both organizations, 
compare the job values and job rates for your female job classes with those in the proxy organization 
by using a proportional value comparison method. 

The proportional value method requires that you look at the relationship between the value of the 
work performed (as measured by your gender neutral comparison system) and the compensation for 
the female job classes from the proxy organization. With this information or data, you can develop 
an overall picture or pattern of the way your organization would value and pay the proxy female job 
classes. 

This guide uses the job rate line approach as the proportional value method. By plotting the job 
values and job rates of job classes from the proxy organization on a graph and developing a job rate 
line, you can determine the relationship between job value and job rate. There should be a separate 
job rate line for each bargaining unit and one for non-union job classes. 

You then look at the job value and compensation of the female job classes in your organization. 
Since you have already established what a female job class of the same value would be paid in the 
proxy organization, the female job class in your organization would then be paid the same. If your 
female job class is paid less, its job rate must be increased until pay equity is achieved. 

Pay equity is achieved when the relationship between the value of the work performed and the 
compensation received is the same for the job classes borrowed from the proxy organization and 
those in your organization. 

Plot Job Classes from the Proxy Organization on a Graph 

Plot the value and job rate of the female job classes from the proxy organization on a graph. This 
will give you a picture of the way these job classes are paid. 
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Figure 1, below, shows a scattergram of the job classes that the proxy organization provided for the 
bargaining unit. The job rates and job evaluation points are taken from Table 2. 

Job rates are shown on the vertical axis; job class values are shown on the horizontal axis. For 
example, the job class of detox counselor is recorded at the point where its job class value ( 425 
points) and job rate ($18.50) intersect. 

Fi e I - Scatter ran:i of female · ob classes from the 
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Review the Shape of the Pattern in the Scattergram 
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Pay patterns take on different shapes and are unique to each organization. Figure 1 shows a common 
pay pattern. Study the pay pattern formed by the points on your scattergram. 

If your scattergram looks very different, refer to Appendix 5 for further advice. 

Develop a Straight Job Rate Line 

A straight job rate line can be developed by: 

• Drawing a job rate line free-hand, or

• Determining the job rate line using statistical analysis called regression
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You can de\7elop aj-eb-rate linet1sing the free-hand-method. This method works best when the points 
marking the job value and job rate of each job class more or less form a straight line. 

The job rate line is a line drawn through the points on the scattergram. It should be drawn to fit the 
points as closely as possible. It is not necessary that any of the points actually be on the job rate line 
as long as the line you draw best represents the pattern of points. 

You will find it easier and more accurate to draw a straight-line free-hand if you first calculate an 
average point. The average point is determined by taking the average of job values and the average 
of job rates for the female job classes from the proxy organization. The average job value and the 
average job rate which become the average point are then plotted on the graph. 

The average point can be thought of as the centre, or pivot point, of the line -even though this point 
may not be a data point representing an actual job class. 

The average point for the bargaining unit job classes from the proxy organization has been 
calculated as follows: 

Job Value 
(points) 
575 
510 
425 
410 

1920 

Average Job Value 

Average Job Rate 

Job Rate 
($) 
21.50 
20.00 
18.50 
17.00 
$77.00 

= 1920= 480 
4 

= 77.00 = $19.25 
4 
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The average point was plotted on the graph as shown in Figure 2 below. Note that a different symbol 
was used to differentiate the average point from the job classes. 

Figure 2 - Female classes from the proxy organization showing the average point 
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After you plot the average point on your graph, position a clear ruler on top of the scattergram so the 
straight edge passes through the average point. While keeping the ruler on the average point, pivot 
the ruler until it seems the straight edge fits the data or points most closely. Draw the line. 

Figure 3, below, shows the job rate line for the female job classes from the proxy organization. 

Figure 3 - Job rate line drawn free-hand 
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Test the fit of the line: ,...
<' l'"!-

you can compare the fit of one-job rate lipe with that of another by examining the distances of the 
points from each. line drawn. To do this, add the distances between the job rate line and each. of the 
points above the line. Then add the distances between the job rate line and each of the points below 
the line. 

The better line is the one that has the smaller sum of distances between the job rate line and the 
points above and below the line. 

Regression analysis 

Another way to construct a job rate line is to use a statistical method called regression analysis.
This is a more precise way of determining your job rate line. 

When a line was drawn free-hand, the line was fit into place visually. This required that the line be 
adjusted until it fit the points in the scattergram well. Regression analysis is another way of 
determining which line best fits the points on the graph. 

Regression analysis uses a set of mathemalical procedures to determine a line that produces the 
smallest sum of distances of points to the line. Unlike drawing a line free-hand, this method does not 
require a trial-and-error process. 

While regression analysis does not actually produce a line on a graph, it provides you with a formula 
that you can use to calculate the points through which a line could be drawn. The calculations can be 
done using a computer program or a calculator with the regression function. 

The Mariposa Women's Shelter used a computer program to calculate the job rate line using 
regression analysis. This calculation can also be done manually as shown in Appendix 6 on page 56. 

The organization set up a worksheet for each pay equity plan on the computer using the job values 
and job rates from the data that the proxy organization sent to them. The shelter specified the 
dependent and independent variables. In this example, the job value is the independent variable on 
the x-axis; job rate, the dependent variable on the y-axis. 
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Table 3 shows the data the Mariposa Women's Shelter input for the bargaining-unit-plan job classes 
from the proxy employer. 

Table 3 -Job Classes from the Proxy Organization's Bargaining Unit 

JOB CLASS JOB VALUE (X-AXIS) 

Social Worker 575 
Discharge Planner 51 O 
Detox Counsellor 425 
Registered Nursing Assistant 41 o 

JOB RATE (Y-AXIS) 

$21.50 
20.00 
18.50 
17.00 

Table 4 shows the output the regression program created for the Mariposa Women's Shelter. 

Table 4 - Output from the Regression program 
Constant 7.5525 
Slope (x-coefficient) 0.0244 
R-Squared 0.9423 

First look at the value of R-squared. 

The R-squared value measures how well the regression line will fit the set of points on your graph. 
The higher the value ofR-squared, the better the line fits. If R-squared is 1.0, this means that all the 
points are actually on the line, a perfect fit. 

If the R-squared value is low, this may indicate that a straight line is not an appropriate method to 
determine the relationship between job value and job rate for the job classes. It may also indicate that 
the points on your graph are widely scattered. You may have to re-examine the shape of the pattern 
on your scattergram to determine if a curved line or two separate lines is more appropriate. 

In the Mariposa Women's Shelter, the R-squared value is 0.9423 or 94%. This means that the line 
produced is considered a reasonably good fit. 

After you have determined the fit of the regression line, the next step is to calculate the points 
through which the regression line runs. 
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The followmg fon;nula calcul�t!!s, for each job class, the corresponding job rate on the line. This job 
rate may be high.er orlow�r than the actual job rate for the job class . 

., ,c- - • ,. 

*pay equity job rate= constant+ (slope x job value)

You already know the value of each job class. The output from the regression program provides the 
constant and slope. The constant and slope values can be calculated manually as shown in Appendix 
6 on page 56. 

This is the formula that you will use to calculate job rates for the female job classes in the next step. 

For example, the formula for the Mariposa Women's Shelter is: 

*pay equity job rate = 7.5525 + (0.0244 x job value)

The shelter used this formula to calculate pay equity job rates for its female job classes. 

Curved Job Rate Lines 

If the pattern of points on your scattergram suggests a curved line, you can draw one either by 
free-hand or by applying a more complex regression analysis. Information on regression analysis can 
be found in reference books on statistical methods. 
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STEPS 

Determine Pay Equity Adjustments for Your Female Job 

Classes 

The fifth step is to determine the pay equity adjustments to the job rates of your female job classes. 
This can be achieved by the following methods. 

Adjusting Job Rates Using the Free-Hand Method 

After you have calculated the job rate line for the job classes from the proxy organization, the next 
step is to plot all your female job classes on the graph. 

Those female job classes on or above the job rate line do not require adjustments to achieve pay 
equity. The compensation of female job classes above the line cannot be reduced. Female job classes 
that fall below the line will require adjustments to their job rates. 

To determine the pay equity job rate, draw a vertical line straight from the point which represents the 
female job class to the proxy job rate line. From here, draw a horizontal line to the left to the job rate 
axis. The point at which the line intersects the job rate axis is the job rate required to achieve pay 
equity. 

For example, Figure 4, on the next page, shows the job class of housekeeper. The housekeeper 
requires a pay equity adjustment. The current job rate for this job class is $12.50 per hour. The 
dotted arrows indicate that the job rate required to achieve pay equity is $15.48. The pay equity 
increase is $2.98 per hour. 
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Figure 4 - Adjusting jo� rates using the free-hand method 
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Adjusting Job Rates Using Regression Analysis 

In Step 4, regression analysis was used to determine the job rate line using a mathematical formula. 
In this step, the same formula is used to determine pay equity job rates for the female job classes 
seeking pay equity adjustments. 

The equation is: 

*pay equity job rate = constant+ (slope x job value)

For example, the job class of caseworker in the Mariposa Women's Shelter has a job value of 570 
points; the current job rate is $19.00 pefhour: The pay equity job rate is $21.46. This has been 
calculated as follows: 

*pay equity job rate = 7.5525 + (0.0244 x 570) = $21.46

The amount of the pay equity adjm;tment is the difference hetween the pay equity job rate and the 
current job rate. The pay equity adjustment for the job class of caseworker is $2.46 per hour. 

Table 5 shows pay equity job rates and adjustments for the Shelter Workers' Union. 

Table 5-.Pay Equity Job Rates & Adjustments for the Shelter Worker�s Union 
Female Job Class Job Value Pay Equity Current Job P�y Equity 

Caseworker 
Assistant Caseworker 
Secretary 
Housekee_per 

510 

475 
350 
325 

Job Rate Rate Adjustment 

21.46 19.00 $2.46 
19.14 16.00 3.14 
16.09 14.00 2.09 
15.48 12.50 2.98 

Calculate the pay equity job rates and adjustments for all your female job classes. 
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STEP6 

Post Your Pay Equity Plan 

You must prepare and post a pay equity plan by January 1, 1994 showing how you will achieve pay 
equity using the proxy comparison method. If the plan covers job classes in a bargaining unit, the 
plan must be signed by the employer and the bargaining agent. 

Information You Must Include in the Plan 

You must include the following in each pay equity plan: 

• The establishment to which the plan applies

• The key female job classes of the seeking employer;

• The name of the proxy employer and the proxy establishment;

• The female job classes from the proxy organization used for comparisons and their job rates;

• The female job classes in your organization that were not used as key job classes;

• The gender neutral comparison system used to compare job classes;

• The value of the work performed by each female job class within your organization and the
proxy organization;

• The results of the comparisons;

• The amount of the pay equity gap for each job class;

• A description of the method used to calculate the pay equity adjustments;

• The positions that were excluded on the basis of casual employment and reasons for their
exclusions;

• How the employee will receive pay equity increases;

• The date of the first adjustment;

Appendix 7, on page 61, shows a sample pay equity plan with proxy comparisons. 
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Approval of Plans 

Pay equity plans that resulted fro� p�oxy comparison are deemed approved in the same way as those 
pay equity plans that used job-to-job or proportional value comparison. 

Non-union plans 

Employees have a 90-day period from the date of posting to review the pay equity plan. At the end 
of the 90-day period, the employer has seven days to post a notice indicating whether or not the plan 
has been revised as a result of comments received from employees during this review period. If the 
plan has been revised, you must post a copy of the new plan, which clearly shows the changes made. 

Employees covered by the plan have 30 days to notify the Pay Equity Commission if they object to 
the plan. If no objection is filed, your plan is deemed approved, provided it meets the requirements 
of the Act. You can then begin making the pay equity adjustments noted in the plan. 

Union plans 

If the plan covers a union workplace, the plan is deemed approved when the employer nnd the 
bargaining agent have agreed on and have signed the plan and posted it in the workplace. The plan 
must meet the requirements of the Act.
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STEP7 

Begin Your Pay Equity Adjustments 

Once you have calculated the pay equity increases for your female job classes and prepared your pay 
equity plan, the next step is to start adjusting job rates. 

The first pay equity adjustments are effective January 1, 1994 and must start within six months from 
this date. Payments starting after January 1, 1994 must be retroactive to this date. 

Requirements in Making Adjustments 

Employers must spend, each year, at least one percent (1 %) of their previous year's total payroll on 
pay equity adjustments or the amount required to achieve pay equity if it is less than the one percent. 
For example, the total 1993 payroll in the Mariposa Women's Shelter is $310,632.00. It used 1 % of 
its payroll or $3,106.00 for pay equity adjustments in 1994. 

As you phase in your pay equity adjustments, you must ensure that the pay gap is closed using only 
pay equity increases. Increases paid for reasons other than pay equity cannot be used to narrow the 
gap identified using the proxy comparison method. 

Fixed dollar increases 

When the job rate of a job class is increased by a fixed dollar amount, the pay gap will narrow unless 
the pay equity job rate is also adjusted. 

For example, the job class of housekeeper in the Mariposa Women's Shelter currently earns $12.50 
per hour. The pay equity job rate is $15.48 per hour. The difference or pay gap is $2.98 per hour. 

If the housekeeper job class received a COLA increase of $0.20 per hour, making her new rate of 
pay $12.70 per hour, then the pay equity job rate must also increase by $0.20, bringing the adjusted 
pay equity job rate to $15 .68 per hour. As a result of adjusting both the current rate of pay and the 
pay equity job rate, the pay equity adjustment required remains at $2.98 per hour. 
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- Percentage. increas�� 

Applying the same percentage increase to the pay of a female job class and to its pay equity job rate 
will widen the pay gap·. To prevent this, apply the percentage increase to the pay equity job rate and 
add this dollar amount to the current rate of pay. This will increase the rate of pay and pay equity job 
rate for the job class but not the pay gap. 

For example, if the job class of housekeeper were to receive a 2% COLA increase, the percentage 
increase is applied to the pay equity job rate of $15.48 per hour. The adjusted pay equity job rate is 
$15.79; the amount of the increase is $0.31 per hour. The $0.31 is added to the housekeeper job 
class' current rate of pay bringing it to $12.81 per hour. The pay gap of $2.98 per hour remains the 
same. 

Distributing the 1 % of Payroll 

You must decide how to distribute the one percent (1 % ) of payroll. The Act sets out the following 
criteria for phasing in pay equity adjustments: 

• The job class or classes with the lowest job rate in the plan must receive a greater adjustment
than other job classes in the same plan until pay equity is achieved (or until this job class is paid
as much as the next lowest female job class).

• Each female job class must receive an adjustment each year until pay equity is achieved.

• All positions in a job class will receive the same adjustment in dollar terms.

• Adjustments are effective each January 1.

• Rate of compensation for a job class cannot be reduced to achieve pay equity.

Pay equity is achieved when the relationship between job value and job rate for the female job 
classes in your organization is the same as for the female job classes borrowed from the proxy 
organization. 

(C0176392.l] Cl29 



Appendix 1 - SCHEDULE 

ONTARIO REGULATION 396/93 

made under the 

PAY EQUITY ACT 

Made: June 30, 1993 

Filed: June 30, 1993 

PROXY METHOD OF COMPARISON 

1. (1) In this Regulation, 

''child treatment service'' means a .child treatment service as defined 
in the Child and Family Services Act; 

•'children's treatment centre'' means a hospital classified as a Group 
K hospital in the Schedule to Regulation 964 of the Revised Regulations 
of Ontario, 1990 made under the Public Hospitals Act that provides 
services to children; 
''community health centre'' means an employer, 

(a) who provides primary health care services primarily to,

(i) a group or groups of individuals who, because of 
culture, sex, language, socio-economic factors or 
geographic isolation, would be unlikely to receive some 
or all of those services from other sources, or 

(ii) a group or groups of individuals who, because of age, 
sex, socio-economic factors or environmental factors, 
are more likely to be in need of some or all of those 
services than other individuals, and 

(b) who receives funding from the Ministey of Health in 
accordance with the number or type of services provided; 

''comprehensive health organization'' means an employer, 

(a) that is a not-for-profit corporation, 

(b) that provides or arr&llges for the provision of comprehensive 
health care services for individuals who are enrolled as members 
of the patient roster of the corporation, and

(c) that receives funding from the Ministey of Health in 
accordance with the number of individuals on the roster; 

"hospital" means a hospital listed in the Schedule to Regulation 964 
of the Revised Regulations of Ontario, 1990 made under the Public 
Hospitals Act, a private hospital operated under the authority of a 
licence issued under the Private Hospitals Act or a hospital approved by 
the Lieutenant Governor in Council as a community psychiatric 
hospital under the Community Psychiatric Hospitals Act; 

"social services" means, 
(a) the making of assessments or diagnoses of psycho-social, 
behavioural and related problems of individuals or families, 

(b) the counselling of individuals, families or groups in relation 
to psycho-social, behavioural and related problems, 

( c) the provision of information and education concerning 
psycho-social, behavioural and related problems and the making 
of referrals in relation to those problems, 

(d) the provision of education or counselling, or 

(e) the provision or crisis intervention services, mental health 
services, addiction treatment services, rehabilitation services, 
vocational services or related therapy services. 

(2) Despite subsection (1), in Column 1 of the Schedule to this 
Regulation, "hospital" does not include a children's treatment 
centre. 0. Reg. 396/93, s. 1. 
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