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What is the Living Wage?
• The hourly amount a worker would need to earn in order to
be able to live in their community.
• Calculated based on a two-parent and two-child family, the
most common family type in BC, to capture expenses that
most families would encounter.
• Calculation includes: rent, food, child care, transportation,
and other expenses, as well as government taxes and
transfers.
• An overall picture of the cost of living in the community.
• One tool to be used in ending working poverty.

What is the Living Wage not?
• The minimum wage. The minimum wage is the legislated
amount employers must pay their employees as defined by
the provincial government.
• A legislated or mandatory wage. It is an optional amount
that employers can choose to pay to show their
commitment to reducing working poverty.
• Arbitrary. Our data comes from Statistics Canada
measures such as the Consumer Price Index, the Market
Basket Measure, and the Canadian Housing and Mortgage
Corporation, as well as local surveys of costs in each
community. The living wage is therefore a robust measure
of the cost of living.

How is the Living Wage used?
• Living wages in communities across the province are
calculated annually.
• Employers are certified as Living Wage Employers if they
pay the living wage.
• The Living Wage for Families Campaign also advocates for
complementary policies to help families; issues like
housing, food, and transportation.

Why a living wage?
• 1 in 5 BC children are still growing up in poverty.
• The majority of these children live with parents
who work.
• Poverty can adversely affect child development.
• One in four working British Columbians earn
$15/hour or less.
• Employers who pay higher wages report higher
staff morale, productivity, and retention rates.
• When low-income residents earn more money,
they tend to spend it locally.

Making a difference
• Over 140 certified Living
Wage Employers
• Impacting more than 20,000
workers across the province
• Fighting for low-wage and
precarious workers

Living Wage Employers:
• Commit to paying their staff and contractors their
regional living wage per hour.
• Mandate that for major service contracts, service
providers must also pay their staff the living wage.
• Can use some exemptions, including for contracts of
fewer than 120 hour per year, students, social
enterprises, and more.

Municipal Living Wage Employers
City of New Westminster (2011)
Huu-ay-aht First Nations (2015)
City of Port Coquitlam (2016)
City of Quesnel (2016)
Yuułuʔiłʔatḥ – Ucluelet First Nation (2017)
City of Pitt Meadows (2017)
City of Vancouver (2017)
District of Central Saanich (2018)

Criteria and Exemptions:
Living Wage for Families Campaign exemptions:
•

Casual employment of fewer than 120 hours of work per year.

•

Students, interns, practicum placements for summer projects, etc (no more than 10% of labour, and must
be additional labour, not core.)

•

Social purchasing (up to 10% of your labour)

•

Multiple small contracts (of no more than half of a percentage of its purchasing budget).

•

Contracts and collective agreements already in place: when the contract/collective agreement is next due
for renegotiation, include a living wage clause at that point.

Criteria and Exemptions:
Additional criteria for local governments:
•

Spend threshold: contracts of above a certain threshold would be included

•

City property: services done on properties owned by or leased by the City, including streets and sidewalks,
would be included

•

Services need to be provided on a regular, ongoing basis

•

Emergency or non-recurring repairs can be exempt

•

Services performed by organizations that lease property from the City can be exempt

The Living
Wage
Employer
Process for
Local
Governments

1. Learn about the living wage.
2. Pass a motion for staff to prepare a full
report on the costs and implications of
passing a living wage policy.
3. Accept staff report, vote on moving
forward with becoming a Living Wage
Employer.
4. Staff prepare living wage policy and
implementation plan.
5. Throughout the process, receive support
from the Living Wage for Families
Campaign regarding advice on drafting a
living wage policy, specifics of criteria,
etc.

Monitoring

&

• Employers inform service
providers of their intention to be a
Living Wage Employer, and
renegotiate those contracts when
next they become open.
• Living Wage Employers are not
expected to monitor whether their
service providers pay their staff
the living wage, but have the right
to ask for “proof.”

Reporting
• The Living Wage for Families Campaign
informs Living Wage Employers of the
new living wage rates each spring.
• Living Wage Employers must complete a
one-page form recertifying their
commitment to continuing to pay the
living wage within 6 months of new living
wages being released.

How is the living wage calculated?

*With updated rates for Kamloops and the Comox Valley, July 2019.

Walking through the calculation

www.policyalternatives.ca/livingwage2019

Quality of life = wage + services
With provincial investments in
child care: Metro Vancouver
living wage $19.50

No 2018 investments in child
care: Metro Vancouver
living wage $22.47

Methodology development
• 2006 – 2008: brought together a group of academics,
policy analysts, social partners & advocates to develop
a methodology for a living family wage
• Outreach to stakeholders through roundtables:
Dietitians of Canada, United Way, SPARC BC, Vibrant
Surrey, faith groups, labour unions, immigrant
communities
• Focus groups with low income families and employers
• Roundtable review & new focus groups in 2014

What is included in the budget?

What is excluded from the budget?
• Credit card, loan and other interest payments
• Savings for retirement or children’s higher education
• Home ownership
• Anything beyond minimal recreation, entertainment
and holiday costs
• The costs of caring for a disabled, seriously ill or
elderly family member

Precarious work & young workers’ wellbeing

Source: Martin, J. C., Lewchuk, W. (2018) The Generation Effect: Millennials, employment
precarity and the 21st Century workplace. McMaster University and PEPSO.

The living wage is a transformative idea
• Big impact on the quality of life of low wage
workers
• Makes employers part of the solution
• Changes how we value public services
• Boosts the local economy
• Shifts the way employers (and all of us) view low
wage workers

Vancity’s Journey: Staff
Were our employees close to or already at the
Living Wage? At the time of application, Vancity
had 2,361 employees, more than 98% of which
were paid above the Living Wage.
We determined two reasons that had led to 2%
being below the Living Wage: the structure of our
salary scales/wage grids; and, our casual
employees are not provided benefits due to
inconsistent work terms.

Vancity’s Journey: Contractors
• Had 1,200 unique contractors across 45 industry sectors! Proposed concentrating on ‘strategic’
suppliers (annual spend over $250K or more than 120 hours of labour service provided, as well as
reputational risk/operational risk such as business continuity).
• Also included suppliers in categories where we considered workers to be “vulnerable” – there we
lowered the thresholds: Personnel Agencies to $50k, Janitorial to $50k, Catering to $10k; and, Security
Services to $100k.
•

With this combination of strategic spend and a focus on these four categories of vulnerable workers, we
believe we have affected 90% of our spend (in ~55 contracts).

Business case: real savings from happy workers
35% increase in performance
47% improvement in morale
45% improvement in customer service
44% fewer disciplinary issues
50% reduction in employee turnover

Other benefits… surprise!
• Set aside $1M to come compliant in year
one; the actual costs were $700k.
• Focus on reviewing strategic contracts
has been a good exercise to review what
we are buying and why.
• Open houses to announce RFPs and
explain Living Wage and vision.
• Now saving ~$1M a year through a
different relationship with our
contractors.

Thank you!
If you have further questions, contact:
Halena Seiferling
halena@livingwageforfamilies.ca
604.975.3347

