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1 Introduction  

This report summarizes the results of the British Columbia Association of Professional Archaeologists 
(BCAPA) Wage Survey. This report summarizes results from the second BCAPA study of its kind. 

Data were collected between June and August 2023. The survey is directed to all individuals working within 
the provincial commercial archaeology6 and heritage management sectors. This survey expands upon the 
findings of the 2021 BCAPA Wage Survey which identified an 8.54% wage disparity between male and 
female respondents and advocated for increased wage transparency across the sector. Following 
community feedback, the survey was expanded to begin to consider the role of geography, ethnicity, and 
gender/sexual identity as it relates to wages. Industry transparency relies on community support and 
participation as the BCAPA continues to advocate for the professional wellbeing of its members.  

1.1 Description and Objectives 

This project seeks to identify trends and disparities related to the remuneration of heritage professionals 
throughout BC. This survey summarizes respondent data collected from individuals from small (local) and 
large (national to international) consulting firms, First Nations communities and organizations, government 
employees, industry professionals and academics at post-secondary institutions.  

Collected data represent responses from a total of 210 individuals. The request for information was 
originally submitted via a BCAPA members mailing list and subsequently shared on the BCAPA Facebook 
page. The Archaeological Society of British Columbia (ASBC) further distributed the survey via its social 
media platforms.  

The study had the following objectives: 

• To identify general employment demographics within the sector. 
• To explore potential gender-based wage inequity that may be present. 
• To determine the average remuneration of heritage professionals in BC.  
• To compare the average remuneration to provincial Living Wages. 
• To explore general sentiments related to the emotional and financial well-being of professionals.   
• To evaluate trends within the industry that may account for the above. And, 
• To provide guidance and recommendations to the BCAPA executive to fairly categorize and 

remunerate heritage professionals within the province.   

The intent of this survey is to provide heritage professionals at all levels the baseline wage information 
needed to ensure fair compensation in British Columbia. This information will be updated through future 
surveys as the BCAPA tracks employment and wage trends. The BCAPA intends to communicate results to 
continue the conversation of gender-based inequity and general remuneration within BCs heritage sector.  

 
6Commonly referred to as “Cultural Resource Management” archaeology. The classification and commodification of Indigenous 
heritage as a ‘resource’ is rooted in troubling colonial ideologies that aim to incorporate Indigenous cultures into the Canadian 
resource economy (Yellowhorn, 1993, pp. 107–109). Considering this colonial structure, we refer to the sector as commercial 
archaeology under the recognition that the continued unclarified use of colonial language is actively harmful to Indigenous 
peoples (Younging, 2018) 
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2 Methods 

The 2023 BCAPA Wage Survey was facilitated using a free, publicly available digital survey tool. The survey 
was distributed to the BCAPA membership via email, the BCAPA Facebook page, and through the ASBC and 
their social media platforms. The survey was open to all respondents. The survey was open for 58 days – 
approximately 2 months. Respondent information was entirely anonymous, and participation was 
voluntary. The following section details aspects of the survey methodology and is followed by a summary 
of results. 

2.1 Survey Methodology 

2.1.1 Terminology 

Several generalizations were required to adequately and meaningfully capture the diversity of BCs heritage 
sector. Respondents were asked to voluntarily provide their gender identity, sexual identity, racial affiliation 
and to specify their sector affiliation, professional role, years of experience, education, and wage. An 
explanation of these categories is provided below. Answers to questions were not mandatory. Generalized 
categories are non-exhaustive of the lived experience of individuals but are presented to maintain 
respondent anonymity.  

Respondents were asked about their gender identity. Additional quantifying keys were identifying as a cis-
gender (cis) male or female, or ‘Other.’ The general “Other” category represents all gender-fluid, non-
binary, trans-male, trans-female, trans (non-binary), and any respondents who did not wish to share their 
gender identity. It is fully acknowledged that ‘Other’ is too vague to cover the diversity of LGBTQ2SIA+ 
professionals within the heritage sector and is tied to historic connotations of ‘otherness’. With this in mind, 
the term was chosen to maintain the anonymity of respondents given the tightly knit nature of the 
community. Additionally, respondents were asked if they identify with the LGBTQ2SIA+ community. 

Following Bauer et al (2020), respondents were asked if they are perceived or treated as a person of colour. 
This optional question was provided to begin to understand the experience of racialized individuals within 
the provincial commercial archaeological sector. Bauer et al note that 

While all bodies are racialized, the attachment of certain constructions of race by society 
to some groups (and not others) based on skin colour or ethnic origins can create 
inequality in treatment. Racialized people experience disparities in poverty, employment, 
and access to health services (2020, p. 382). 

Identifying at-risk or marginalized communities within the provincial heritage sector is of the utmost 
importance to the BCAPA which endeavours to foster safe, inclusive, and equitable employment 
environments for all members. 

Reported Sector Affiliations are defined as: 

• Academia: includes any individual employed in a teaching or research capacity within a post-
secondary institution. 

• First Nation Community: includes any individual employed directly by a First Nations community 
(either a First Nation government, a First Nation economic firm, or a First Nation consulting firm). 
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• Industry: includes any individual employed by industrial agents who conduct heritage screening, 
auditing, management, and liaison activities throughout the province (e.g., BC Hydro, Fortis, and BC 
Timber Sales, etc.). 

• Regulatory Agency: includes any individual employed as a heritage professional by provincial 
regulatory agencies (i.e., the Archaeology Branch, the BC Energy Regulator, or Parks Canada Agency). 

• Municipality: includes any individual employed as a heritage professional directly by a municipality 
within the Province of British Columbia. 

• Private Consultancy: includes any individual employed at a privately owned archaeology-specific firm 
that operates within BC and surrounding provinces and territories. Many of these firms only provide 
services directly related to the heritage sector. 

• Multi-Disciplinary Consultancy: includes any individual employed by a multi-national corporation that 
provides heritage management services in conjunction with additional consulting services 

• Independents: includes any individual who self-declared as the sole proprietor or director of a 
commercial archaeology firm or who operates as an independent contractor. 

Professional Role: Respondents were asked to indicate their primary role. The BCAPA is aware that many 
individuals fill multiple individual categories; accordingly, the ’highest’ professional role reported by an 
individual was used during analysis. The order of professional roles is listed and defined as: 

• Technician: includes any individual that operates as a junior employee that is not required to manage, 
supervise, or direct archaeological fieldwork or research projects. Technicians typically do not possess 
the minimum requirements as outlined in Bulletin 17 by the Archaeology Branch. 

• Assistant: includes any individual that operates as a junior field assistant and is not required to 
manage, supervise, or direct archaeological fieldwork or research projects. An assistant archaeologist 
holds all necessary educational qualifications, but generally has minimal professional experience (<1-
2 years). 

• Field Supervisor: includes any junior to intermediate field-based archaeologist that is required to 
supervise archaeological fieldwork or research projects but has not yet been recognized as a Field 
Director (by the Archaeology Branch). 

• Field Director: includes any archaeologist that has satisfied Archaeology Branch requirements as a 
field director and actively manages and directs field-based archaeological projects throughout one or 
more of the provincially defined culture areas. 

• Permit Holder: includes any archaeologist that holds Heritage Conservation Act Section 12.2 or 12.4 
heritage inspection/investigation and alteration permits throughout one or more of the provincially 
defined culture areas. A Permit Holder may perform the roles of a Field Director and is expected to 
have increased office-based responsibilities. 

• Project Manager: includes any individual that actively manages, directs, and facilitates heritage 
management and research-based projects throughout the province. A project manager does not 
need to be a professional archaeologist but may additionally fulfill the roles of Permit Holder or Field 
Director. This role includes reported office-based team leaders and office-managers. 
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• Independent: includes any individual that owns, operates, or directs a private (or public) heritage 
management business. These individuals may share responsibilities as Project Managers, Permit 
Holders, Field Directors, and assistant archaeologists depending on their professional situation. 

• Regulatory Agent: includes any individual employed at a provincial, municipal, or non-government 
organization in a regulatory or administrative capacity within the heritage sector. 

• Other: this category is defined on an as needed basis but includes all roles reported during the survey 
that do not fit any of the prior categories. 

2.1.2 Regional Analysis  

To understand geographic trends within the heritage sector, respondents to this survey were asked to 
select a geographic region that best describes their location of residence and the location where they 
primarily conduct field projects. Regions presented herein were influenced by the provincial health 
authorities and their subregions and include (in alphabetic order): 

• Cariboo 

• Kootenays 

• Lower Mainland - Fraser Valley 

• Northwest Coast - Haida Gwaii 

• North Interior 

• Peace - Liard 

• Remote - Out of Province 

• Thompson - Okanagan - Shuswap 

• Vancouver Island 

Where relevant (e.g., living wage discussions), we further subdivide these groups to include the Capital 
Regional District (CRD) and Metro Vancouver.  

2.1.3 Data Analysis and Storage 

The use of digital analytic tools allowed interpretations of these data to be transparent, reproducible, and 
to be scrutinized by internal BCAPA reviewers. Rigid version tracking of reports and data files was 
maintained. This was done to ensure a record of the analytical process and to ensure that any future 
modifications to the data set can be tracked and conducted with full transparency.  

All data is stored within the BCAPA cloud storage and is only accessible to elected executives. Null data is 
represented by “-“within provided tables.  
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2.2 Reporting Methods 

2.2.1 Reporting of Wages 

For this survey, reported wages are presented in Canadian dollars (CAD) and reflect hourly remuneration. 
Overtime earnings were not intentionally requested in the survey, but individuals may have incorporated 
this into their hour remuneration. Employment bonuses, supplemental incomes, and monetized benefits 
(i.e., gear and education allowances) were not factored into reported wages. 

2.2.2 Reported Benefits 

Per the Employment Standards Act, all part-time to full-time employees are entitled to a minimum of 2-
weeks paid vacation after 12 consecutive months of employment and at least 3 weeks after 5 consecutive 
years at the same institution. Statutory holidays are legally required for any employee that has earned 
wages in 15 of the last 30 calendar days prior to a statutory holiday. As of January 2022, the majority of all 
employed British Columbians are entitled to five (5) paid sick days per year. As these are legally required 
benefits, they are not considered during this survey unless an individual has reported vacation or holiday 
benefits that exceed provincial minimums. Reported benefits are not an exhaustive list and in no way are 
intended to highlight the ‘pros’ or ‘cons’ of employment within any given sector. This report aims to present 
only the range of potential benefits offered within the heritage sector. 

2.2.3 Reported Living Wage Data 

The Canadian Centre for Policy Alternatives (CCPA) describes a living wage as “the hourly rate that each of 
two parents working full-time needs to earn in order to support a family of four” (Ivanova, French, & 
Oliveira, 2023, p.4). Living wage calculations consider expenses related to food, shelter, childcare, 
transportation, non-MSP health care, telecommunication, clothing and footwear, parent education, 
rudimentary contingency funds, and other household or social expenses. Presented living wages by the 
CCPA do not consider the following factors:  

• Credit card, loan, or other personal debts 

• Home Ownership 

• Retirement savings 

• Dependent savings or caretaking expenses 

• Anything beyond minimal recreation, entertainment, and/or holiday costs 

• Expenses related to emergency preparedness 

Regional living wages, as presented by the CCPA were used by the BCAPA in this report to compare to the 
average wages of individual archaeologists within similar geographic regions. In situations where numerous 
living wages are presented for a geographical area (e.g., Vancouver Island), the BCAPA has averaged living 
wage values in its presentation of results. These data are presented to provide a measure of overall wage 
affordability across the heritage sector and are not intended to draw comparisons between geographic 
regions.  
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2.2.4 Disclaimer on Reported Results  

Reported results are not to be considered exhaustive. Due to the large volume of data obtained during the 
survey, numerous analytics, statistical tests, and data visualisation options were possible. No data was 
omitted to alter or skew results and no data was manipulated to alter the original values presented by a 
respondent. A raw data file (in .csv format) extracted directly from the survey is maintained by the BCAPA 
and a strict version tracking procedure was adhered to throughout the reporting process. These data and 
drafts have been archived by the BCAPA for posterity.   
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3 Results 

A total of 210 individual respondents participated in this voluntary study. As no question was mandatory, 
some respondents did not provide responses to each question. Accordingly, some of the presented tables, 
charts, and commentary provided throughout this section may differ in population totals.  

3.1 Demographics 

The following section provides details regarding the distribution of populations across the sector and 
includes summary information to contextualize these findings.  

3.1.1 Industry Demographics 

Of the 210 respondents, 57.2% (n=120) identify as a cis female, with 35.2% (n=74) identifying as cis male 
and 7.6% (n=16) “Other” (Table 1). The vast majority of respondents (n=189, 90%) do not identify as a 
person of colour. A total of 24.7% of respondents identify as being part of the LGBTQ2SIA+ community. The 
majority of respondents (90%) do not report being perceived as or experiencing life as a person of colour. 
This suggests that the majority of heritage professionals operating in the province are white/Euro-
Canadian, cis-gendered, heterosexual individuals. 

Table 1. Report Gender Identity Proportions within the Heritage Sector 

Reported Gender Identity Count Frequency 

Cis Female 120 57.2% 

Cis Male 74 35.2% 

Other 16 7.6% 

Total 210 100% 

 
As with the findings from 2021, cis females represent the majority of workers in each portion of the heritage 
sector (Table 2). Private consulting firms continue to represent the major source of employment for 
workers in the heritage sector, representing 58.6% of the total workforce. Remaining workers are employed 
by multi-disciplinary consulting firms (14.7%), at first nations communities or organizations (12.9%), as 
independent contractors (5.7%), within regulatory agencies (2.9%), on behalf of industry (2.4%), at a crown 
corporation (0.5%), within academia (0.5%), and one individual did not provide a sector.
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Table 2. Reported Proportions of Genders Across Industry Sectors 
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Cis Female - - 20 3 4 - 7 15 70 1 120 

Cis Male 1 1 6 2 1 2 4 13 44 - 74 

Other - - 1 - 1 1 1 3 9 - 16 

Total 1 1 27 5 6 3 12 31 123 1 210 

3.1.2 Sector Roles  
Proportions of junior roles (e.g., technicians, assistants, field supervisors) to senior, decision-making roles 
(e.g., field directors, permit holders, project managers, and independents) are similar to the 2021 and 2023 
datasets. In 2021, junior roles accounted for 37.7% of the workforce with cis females occupying 71.5% of 
these roles. In 2023, junior roles comprised 39.5% of the workforce with cis females occupying 61.4% of 
these roles. In 2021, senior roles accounted for 60.4% of the workforce with cis females occupying 50.8% 
of these roles. In 2023, senior roles accounted for 51.4% of the workforce with cis females occupying 48.9% 
of these roles. The most significant increase in professional roles is in field supervisors which saw a 62.5% 
increase. The most marked decline is in the assistant role, which saw an 85% decrease in occupancy, 
however this is believed to be a product of sampling bias and/or clarity in survey design as significantly 
more technician roles are reported in 2023 compared to 2021. 
Table 3. Reported Proportions of Gender by Professional Role 

Role 
Reported Gender 

Total 
Cis Female Cis Male Other 

Technician 16 9 3 28 

Assistant 2 1 – 3 

Field Supervisor 33 16 3 52 

Field Director 12 5 2 19 

Permit Holder 3 4 – 7 

Project Manager 36 34 5 75 

Independent 4 2 – 6 

Regulatory Agent n.l n.l n.l 9 

Other* 8 1 2 11 

Total 120 74 16 210 

Notes: *Includes Administrative (n=5), GIS Technician (n=3), and Specialist (n=3) 
n.l = not listed to protect respondent anonymity 
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Over half (59.9%) of survey respondents hold at least an undergraduate degree (n=127) and 35.7% of 
respondents report holding a post-graduate education including a master’s degree (n=69) or a Doctorate 
(n=6) (Table 4). Only two (0.9%) respondents report to have not completed post-secondary education and 
one (0.5%) report education that does not fit within the established categories (e.g., professional and 
personal experience). This data is comparable to the 2021 survey, indicating that education remains 
consistent across the sector.  

Table 4. Reported Education by Gender within the Heritage Sector 

Gender No Post 
Secondary 

Some Post-
Secondary 

Undergraduate 
Degree 

Postgraduate 
Degree 

Master’s 

Postgraduate 
PhD 

Other Total 

Cis Male 2 3 40 25 4 – 74 

Cis 
Female 

– 3 78 37 1 1 120 

Other – – 9 7 – – 16 

Total 2 6 127 69 5 1 210 

 
3.1.3 Regional Summary  

The majority of respondents (38.1%, n=80) report the Lower Mainland - Fraser Valley Region as their 
primary operating region. Followed by the Thompson-Okanagan-Shuswap (17.6%; n=37), Vancouver Island 
(14.7%; n=31), the Peace-Liard region (8.6%; n=18), the North Interior (6.7%; n=14), the Kootenays (4.8%; 
n=10), the Cariboo (3.8%; n=8), Sunshine Coast-Howe Sound (2.9%; n=6), and on the Northwest Coast-
Haida Gwaii (1.4%; n=3). Three respondents (1.4%) chose not to select a region. These numbers align with 
regional population centers and industry trends within BC, such as a shift towards housing and 
infrastructure. This is exemplified in the Thompson-Okanagan-Shuswap where significant population 
growth has necessitated growth in the residential construction sector.  

The majority of respondents report living within the Lower Mainland - Fraser Valley Region (30.4%; n=64) 
followed by Vancouver Island (20.0%; n=42) and the Thompson-Okanagan-Shuswap (13.3%; n=28). 
Remaining respondents report living in the Peace-Liard region (6.7%; n=14), the North Interior (6.7%; n=14), 
the Kootenays (5.2%; n=11), the Cariboo (3.3%; n=7), the Sunshine Coast-Howe Sound (1.9%; n=4), and on 
the Northwest Coast-Haida Gwaii (1.4%; n=3). Eight respondents (1.4%) did not report a region. Twenty-
two (10.5%) respondents report living out of province and working remotely. This shows that, with 
exception to remote workers, similar trends can be seen for where heritage professionals live and work. 
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3.2 Wages 

The following section provides details regarding the average wages across the sector and includes summary 
information to contextualize the findings.  

3.2.1 Average Wages  

With exception to specific comparisons, the results provided do not consider the reported wages of 
independent contractors or other roles/sectors/experiences where reporting that data may identify 
individuals or artificially inflate mean wages. These individuals were intentionally omitted from some 
comparisons as (a) they set their own rates and thus have greater control over their individual pay, (b) they 
have union-controlled wages, and (c) their positions do not translate to the majority of positions, industry 
sectors, and categories to be presented. 

The industry-wide average wages for all respondents are presented in Table 5 (40.29$/hr). The industry 
wide mean wage for cis-male respondents is 41.45$/hr compared to 40.09$/hr for cis-female. There is a 
3.39% difference between the mean wages for cis-male and cis-female respondents. Considering all 
respondents, cis-females earn 0.50% less than the industry average while cis-males earn 2.87% more. 
Compared to the 2021 dataset, the mean wage of cis-females saw a net increase of 19.63%, cis-males saw 
a 13.56% increase, “Other” wages decreased by 9.46%, and the overall average wage increased by 15.11%.  

Table 5. Mean Wages by Reported Gender Identity and the Relative Change between 2021 and 2023 

Gender 
Total 

Respondents 
Proportion (%) 

Mean Wage 
(2021) 

Mean Wage 
(2023) 

%-Change 

Cis Female 110 56.7 33.51 40.09 +19.63 

Cis Male 69 35.6 36.50 41.45 +13.56 

Other 15 7.7 40.25 36.44 -9.46 

Sum 194 100 35.00 40.29 +15.11 

Wages are shown to gradually and continually increase (with minor fluctuation) as workers gain 
professional experience (Figure 1). No major fluctuations to wages or sector populations are noted, and 
the significant population of “field supervisor” workers indicates that the sector is at a limited risk of a 
major intermediate to senior level succession crisis as workers retire or change careers, but reports of 
average workloads suggest the sector is understaffed for the current demand. These data suggest that 
overall, wages are increasing and balancing across the industry and gender identities, but these numbers 
were not found to be statistically significant due to the differences in respondent breakdowns between 
2021 and 2023. This indicates that while reported wages are increasing and normalizing, this may be a 
product of respondent bias.  
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Figure 1. Wage and Experience Trends within the Sector Show Gradual and Continuous Growth in Wages and 

Workers 
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(+34.1%) and the smallest for project managers (+4.66%). The significant increase in wages for permit 
holders reflects the small sample size for this group (n=5) and is not believed to reflect an accurate increase 
in average wages for this position. Overall, wages between gender identities in 2023 are generally aligned 
with the respective averages for each role.  
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Notes: *A small sample size (n=<5) is present and may not accurately reflect actual average rates for this role 
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3.2.2 Sector Specific Wages  

Public institutions (academia, municipalities, and regulators) are the highest paid positions within the 
heritage sector (Table 7). Wages at consultancy firms are significantly lower than the public sector. With 
exception to Academia and Independent contractors, all sector wages increased between 2021 and 2023, 
and decreases are a result of a limited data set. The lowest paid sector is that of private consulting firms 
followed by Indigenous communities and/or organizations. The average wages for each professional role 
within these sectors is presented in Table 8. 

Table 7. Reported Average Wages Across Sectors 

Gender 

Ac
ad

em
ia

 

In
de

pe
nd

en
t 

In
di

ge
no

us
 

Co
m

m
un

ity
 

In
du

st
ry

 

M
ul

ti-
Di

sc
ip

lin
ar

y 
Co

ns
ul

tin
g 

Fi
rm

 

Pr
iv

at
e 

Co
ns

ul
tin

g 
Fi

rm
 

M
un

ic
ip

al
ity

 

Re
gu

la
to

ry
 

Cis Female (2021) n.l 54.88 36.01 51.44 35.65 31.99 n.l n.l 

Cis Female (2023) - 64.57 40.82 44.33 43.04 36.88 - 41.59 

Cis Male (2021) n.l 60.59 33.52 43.96 39.49 35.12 n.l n.l 

Cis. Male (2023) 52.88 47.75 33.40 48.88 45.03 39.15 52.22 50.37 

Other (2021) n.l - 32.50 - - 47.00 n.l n.l 

Other (2023) - n.l 39.15 - 32.17 35.00 52.00 44.00 

Average (2021) 72.00 57.88 35.17 45.83 36.93 33.51 49.18 39.77 

Average (2023) 52.88 55.80 38.30 46.15 42.72 37.55 52.15 43.46 

%-Change -26.88 -3.59 +8.90 +0.70 +15.68 +12.06 +6.04 +9.28 
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Table 8. Average Wages for Professional Roles Across Industry Sectors 

Sector 

Professional Role 

Te
ch

ni
ci

an
 

As
sis

ta
nt

 

Fi
el

d 
Su

pe
rv

iso
r 

Fi
el

d 
Di

re
ct

or
 

Pe
rm

it 
H

ol
de

r 

Pr
oj

ec
t 

M
an

ag
er

 

In
de

pe
nd

e
nt

 

Re
gu

la
to

ry
 

O
th

er
 

Independent - - - -  - 55.80 - - 

Indigenous Community 28.00 - 31.13 42.00  45.50 - 53.98 - 

Industry   33.00   48.88   50.00 

Multi-Disciplinary Consulting Firm 27.06 - 31.24 37.76 47.70 51.60 - - - 

Municipality - - - - 56.25 48.19 - 52.00 - 

Private Consulting Firm 26.28 26.00 31.48 39.07 45.33 45.49 - - 35.13 

Regulatory - - - - - 44.00 - 43.35 - 

2021 Average 23.99 24.32 27.86 32.52 35.21 44.99 57.73 39.87 - 

2023 Average 26.42 26.00 31.40 41.21 47.23 47.09 61.00 47.52 38.11 

%-Change +10.13 +6.91 +12.71 +26.72 +34.14 +4.67 +5.66 +19.19 - 

3.3 Professional Health and Wellbeing 

This section discusses information provided by respondents related to annual workload, received benefits, 
and overall satisfaction with provided remuneration.  

3.3.1 Annual Workloads  

Survey results indicate that 80.9% of all respondents work at least full-time (2080 hours per year) with 
10.4% of respondents working part-time (between 1560 and 2080 hours) (Table 9). Less than 8.7% of 
respondents report working less than one-half of an average working year (<1080 working hours). A total 
of 34.4% of all respondent’s report working greater than one standard working year (i.e., working overtime; 
>2080 hours per year). The results of this survey indicate that respondents typically are employed full-time 
and routinely work overtime. No significant associations were observed between role, gender, experience 
level, or sector in reported annual hours. 
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Table 9. Count and Frequency of Worked Annual Hours 

Annual Employment Hours N= Percentage of Total Population 

520 4 1.9% 

1040 4 1.9% 

1560 20 9.7% 

2080 95 46.1 

2600 60 29.1 

2600+ 23 11.2% 

 206* 100%* 

Notes: *Excludes null data 
 
Respondents were asked if they feel overworked in their position and if they feel fairly compensated. 120 
respondents (57%) reported feeling overworked, 87 (41%) feel their workload is fair, and 3 (1.4%) did not 
answer. Related to fair compensation, 125 respondents (59.5%) feel their wage fairly reflects their 
expectations, 82 (39.1%) do not, and 3 (1.4%) did not answer. Reported gender identity did not play a role 
in either factor.  

The majority of respondents report receipt of overtime pay (n=140; 66.6%) with the remaining group 
primarily composed of project managers, independents, or regulatory agents. Managers7 are excluded 
from Parts 4 and 5 of the Employment Standards Act which details employee overtime entitlements.  

Tekleab, Bartol and Liu (2005) note that the perceived “distributive justice” - the “degree to which 
employees perceive their pay amount as fair” - pay levels, and pay rises are significant factors in 
determining overall employee satisfaction with changes to remuneration. Further, the authors note that 
procedural transparency and communication practices related to remuneration play significant roles in 
employee satisfaction. Survey respondents were asked to report on the frequency of wage increases to 
better understand industry practices. Respondents report receipt of raises: 

• Annually (n=108; 51.4%) 

• At the discretion of the employer (n=36; 17.1%) 

• Upon receiving professional milestones (n=27; 12.8%) 

• Upon contract renewal (n=16; 7.6%) 

• Unknown (n=11; 5.2%) 

• Biannually (n=7; 3.3%) 

• Biennially (n=5; 2.4%) 
 

 
7 Under provincial Employment Standards regulations, “manager” is defined as a person with principal employment 
responsibilities consisting of supervising or directing, or both supervising and directing human or other resources; or a person 
employed in an executive capacity.  



2023 Wage Survey Summary Report September 2024 | Version 1.0 

 
 

PAGE | 15  

Annual wage increases are the most frequently cited by respondents followed by the discretion of the 
employer, milestones, and contract renewals. A total of 11 respondents reported they do not understand 
or know their employer’s process for raises; 54.5% (n=6) of these respondents cited less than 1 year of 
professional experience. All employers should strive to ensure clear and transparent practices related to 
the change of an employee's compensation for new, recurrent, and permanent staff.   

The majority of respondents hold a standing employment agreement with their employer (n=152; 72.4%). 
Remaining contract types include long-term (6-12+ months; n=35; 16.6%), mid-term (3-6 months; n=6; 
2.8%), short term (<3 months; n=2 (0.9%), and on-call employment (n=4; 1.9%).  

Therefore, the average heritage sector worker in BC is expected to work a ‘standard’ workload (2080 
hours) under a standing employment agreement, receive annual wage increases, and receive overtime 
pay unless otherwise disqualified by their role. 

3.3.2 Reported Benefits  

A total of 158 (75.2%) respondents report receiving employment benefits. These benefits include: 

• Extended Health and Dental (n=151 respondents) 

• Equipment Allowance (n=120 respondents) 

• Paid professional dues (n=96 respondents) 

• Mobile phone compensation/reimbursement (n=93 respondents) 

• Registered Retirement Savings Plan contributions (n=90 respondents) 

• Health and wellness support (n=90 respondents) 

• Extended sick pay (>5 days; n=67 respondents) 

• Pension (n=49 respondents) 

• Education and/or professional development funds (n=46 respondents) 

• Profit sharing (n=21 respondents) 

Other respondents note receipt of benefits such as fleet vehicle use, conference support, and internet 
reimbursement. 

Respondents were asked if they have ever taken a leave of absence and/or parental leave. Forty-seven 
(22.4%) of respondents cite having taken a professional leave of absence. Of these, 26 identify as cis-
females, 9 as cis-males, and three as ‘other’. Thirty-five (16.6%; cis-Females = 23; cis-males = 9; ‘Other’ = 
3) respondents reported taking parental leave. Parental leave is an employment insurance protected 
federal benefit for all Canadian employees with new children.  
 
Providing access to additional employee resources, benefits, and aiming to improve a work-life balance is 
shown to increase worker retention and productivity (Nielsen et al. 2017). 
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3.4 Living Wage Comparisons  

As of June 1, 2024, the provincial minimum wage is listed at 17.40$/hr; however, this wage does not reflect 
the typical living wage of a region. On average, the wage of archaeologists across BC exceeds the reported 
Living Wage for an individual across all regions (Table 10). It is important to reiterate that the reported 
living wage reflects ½ of an expected household income, while the listed BCAPA wage does not consider 
shared assets or finances between spouses, domestic partners, or other domestic arrangements. However, 
workers within the heritage sector generally receive a living wage.  

Table 10. Comparisons between Reported Provincial Living Wages (Following Ivanova et al (2023)) to the Average 
Wages Derived from this Study. 

Region Reported Living Wage* BCAPA Average Wage 

Vancouver Island 24.40 42.52 

Cariboo 21.19 37.48 

Lower Mainland – Fraser Valley 23.17 42.67 

Sunshine Coast – Howe Sound 25.34 33.38 

Peace Liard 20.64 36.90 

North Interior 22.09 41.76 

Northwest Coast – Haida Gwaii 26.25 38.00 

Thompson – Okanagan – Shuswap 23.37 45.57 

Kootenays 23.14 38.58 

Provincial Average 23.29 39.65 

Notes: *Following Ivanova et al. (2023) 
Reported Living Wage for the Capital Regional District: 25.40 
Reported Living Wage for the Greater Vancouver Metropolitan Area: 25.68 
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4 Conclusion 

This report shows positive trends across the heritage sector where wages are (1) increasing, (2) are above 
provincial living wages, and (3) appear to be balancing between gender identities. In 2021, the BCAPA 
reported an 8.54% inequity between cis-males and cis-females within the heritage sector. In 2023, this 
number sits at 3.39%, but detailed examinations reveal this is not statistically significant owing to the 
differences in populations and respondent information between the datasets. As this report is anonymous, 
it is difficult to ascertain if the same, or similar, respondent populations are present in the 2021 and 2023 
datasets. However, this is a positive step forward for the sector. Future iterations of this report will 
aggregate all data collected over the 5-year cycle to provide a detailed critique of sector wages and will 
report on the efficacy of this study during this period.  

Cis-females continue to be the dominant population and occupy similar proportions of decision-making 
roles to that of cis-males. Wages for these positions are generally consistent, which shows signs of 
increased equality across the sector. However, equality and equitability are separate factors. To increase 
equitability, broader access to high-paying, decision-making roles is needed for cis-females and 
marginalized populations within the heritage sector.  

Of important note is the dominance of Euro-Canadian populations across the heritage sector. Call to Action 
92 of the Truth and Reconciliation Commission calls for industry and business to adopt the United Nations 
Declaration on the Rights of Indigenous Peoples and to create space for Indigenous peoples in the 
workforce. Equity, diversity, and inclusivity efforts are important measures for businesses to enact in their 
operations to ensure equitable and safe access to careers for historically marginalized populations, such as 
Indigenous, BIPOC and LGBTQ2SIA+ communities. It is the responsibility of all Canadian businesses to 
actualize the TRC Calls to Action and not simply a social gesture.  

4.1 Next Steps  

From the survey, 81.4% of respondents indicated that the BCAPA should make recommendations related 
to the qualifications and remuneration for professional roles within the sector. As such, the BCAPA intends 
to work towards establishing standard terminology and definitions for professional roles across the heritage 
sector and to identify reasonable expectations for professional experience, education, and technical 
capabilities. We believe this will provide consistency across the sector and promote fair wages and 
employment opportunities. This effort aligns with the organizations 5-year plan, which was ratified by 
membership in spring 2024. 

In the United States, Altschul and Klein (2022) anticipate the creation of nearly 11,000 new full time 
positions for heritage professionals between 2022 and 2033. While no comparable study exists for the 
province of BC, similar trends of growth, rapid expansion of labour needs, and risk of skilled labour 
shortages are significant concerns to the BCAPA. This is why the BCAPA will continue to produce this survey 
with aims to chart and reflect upon industry health and employment practices over the long term.  
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