
Competitive, Equitable, and 
Effective Wages
An example compensation framework for ECEs



Building on existing recommendations 

2024 Report of the ELCC Workforce 
Policy Table 

● This particular report focused on 
compensation 

● Working conditions, qualifications, 
access to education etc. subject of 
other ongoing work 
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○ Early grids have problems that need fixing

○ Grid rates set unilaterally by the 
government
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○ In the meantime…. ???



What do we think wages 
should be? 



How should governments 
be thinking about what 

wages should be? 



There have been scattered efforts 



Misc. Confidential 
Consultant 
Reports 

?
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Competitive Appropriate

Equitable

HIGHER
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What we need….
…is a framework  



Key Words 

Specific Benchmarks

Detailed Methodology + Case Studies

An EXAMPLE Framework Not AN ULTIMATE 
Framework 



Level 1: Key Words 



FAIR 

EFFECTIVE 

BARGAINING TABLE

MEANS ⟶ wages set high enough 
relative to competing occupations 
to incentivize joining, staying, or 
returning to the child care 
workforce. 

MEANS ⟶  wages that are the 
same as your chosen pay equity 
benchmarks. 

MEANS ⟶ wages that have been 

shown to be high enough to 
eliminate pay dissatisfaction as a 

major driver of staff loss (e.g. as in 

PEI’s 2024 workforce survey).
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(or similar sector-wide process)  
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Level 2: Benchmarks 



COMPETITIVE

EQUITABLE 

EFFECTIVE 

RECOMMENDED 
WAGE RANGE
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Wages in directly competing 
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are drawing away ECEs 

• E.g. Education Assistants in K-12



COMPETITIVE

EQUITABLE 

EFFECTIVE 

Wages in directly competing 
positions 

Wages in a set of occupations 
evaluated as being comparable 

• To be competitive with positions we know 
are drawing away ECEs 

• E.g. Education Assistants in K-12



COMPETITIVE

Wages in directly competing 
positions 

Wages of similarly-educated women 
across the whole economy 

• To be competitive with positions we know 
are drawing away ECEs 

• E.g. Education Assistants in K-12

• To be competitive with other 
women-dominated roles/opportunities

• Because ECL workforce is ~95% women. 

EQUITABLE 

EFFECTIVE 



COMPETITIVE

EQUITABLE 

EFFECTIVE 

Wages in directly competing 
positions 

Wages of similarly-educated women 
across the whole economy 

Wages of similarly-educated men 
across the whole economy 

• To be competitive with positions we know 
are drawing away ECEs 

• E.g. Education Assistants in K-12

• To be competitive with other 
women-dominated roles/opportunities

• Because ECL workforce is ~95% women. 

• To achieve gender wage equity (to address 

persistent undercompensation of women 

economy-wide) 



COMPETITIVE

EQUITABLE 

EFFECTIVE 

Wages in directly competing 
positions 

Wages of similarly-educated women 
across the whole economy 

Leading public sector ECE wages  

Wages of similarly-educated men 
across the whole economy 

• To be competitive with positions we know 
are drawing away ECEs 

• E.g. Education Assistants in K-12

• To be competitive with other 
women-dominated roles/opportunities

• Because ECL workforce is ~95% women. 

• To achieve wage equity among all 
publicly-funded ECEs

• To achieve gender wage equity (to address 

persistent undercompensation of women 

economy-wide) 



COMPETITIVE

EQUITABLE 

EFFECTIVE 

Wages in directly competing 
positions 

Wages of similarly-educated women 
across the whole economy 

Leading public sector ECE wages  

Wages of similarly-educated men 
across the whole economy 

Wages proven to be high enough 
for recruitment and retention

• To be competitive with positions we know 
are drawing away ECEs 

• E.g. Education Assistants in K-12

• To be competitive with other 
women-dominated roles/opportunities

• Because ECL workforce is ~95% women. 

• To achieve gender wage equity (to address 

persistent undercompensation of women 

economy-wide) 

• To match wage levels that are known to 
work (where data is available). 

• E.g. PEI reports wage satisfaction. Can 

adjust PEI’s wages to different contexts. 

• To achieve wage equity among all 
publicly-funded ECEs



Level 3: Methods
(BC Case Study) 



$30.60 - $33.05



$30.60 - $40.09



$33.00 - $45.00



$34.40 - $48+



$34.40 - $48+





Thanks! 



Confidence Level 

Decreases through the three layers of the framework, with the most room for 
argument at the third at final layer where specific methodologies are implemented 
for each, and to combine, the chosen benchmarks. 


