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Executive Summary
In 2015 a United Nations (UN) report raised concerns about inequalities between men
and women in Canada relating to the pay gap and its disproportionate effect on lowincome, visible minority and Indigenous women. It further highlighted the concern that
addressing issues of the pay gap in Canada is challenging as legislation differs across the
federal, provincial, and territorial levels. Additionally, it demonstrated that the private
sector struggles to implement and enforce consistent employment equity across the
country.
The UN called on Canada to strengthen its legislative framework to help mitigate the
pay gap.

The State party should strengthen its efforts to guarantee that
men and women receive equal pay for work of equal value
across its territory, with a special focus on minority and
indigenous women. It should ensure that all provinces and
territories adopt a legislative framework on equal pay, covering
the public and private sectors, and take measures to implement
the recommendations of the Pay Equity Task Force at all levels.
The State party should promote better representation of
women in leadership positions, both in the private and public
sectors, and ensure effective remedies for women who are
victims of gender-based discrimination.
(United Nations, 2015)

The United Nations International Covenant on Civil and Political Rights 2015 report
raised many eyebrows. Canada, a country that is considered very progressive is still
falling behind in supporting a fundamental human right - equal pay for equal work.
Additionally, this report highlighted that when developing and implementing solutions
to address pay inequality we may have left some people out of the solution. Women of
colour have been disproportionately negatively affected by the pay gap in Canada.
This paper explores the pay gap in Ontario and its impact on women of colour. Although
this paper focuses on Ontario, recommendations can be considered in other Canadian
geographical regions. The paper challenges readers to look beyond biological genders
(e.g. male and female) as the sole determinant of the pay gap and instead consider the
intersectionality of characteristics to truly develop sustainable and scalable solutions that
will foster an economy that pays people equitably.

Key Observations:
This paper has identified the following key challenges that have contributed to forming
institutional and systemic barriers that have created a pay gap in which is experienced by
many women of color in Ontario.
1. Unpaid domestic work has impacted women’s ability to participate in the labour
market at the same rates as men and reach their full earning potential
2. Women’s gross earnings are negatively impacted when having a child, whereas
men’s earnings are essentially unaffected when having a child.
3. Women are overrepresented in low GDP growth sectors resulting in lower earning
potential
4. Even in the sectors that women are a part of, their work is undervalued and / or they
are overrepresented in lower positions resulting lower average wages than men
5. Women experience discrimination in the workplace negatively impacting their ability
to achieve equal earning potential
6. Women of colour experience the intersection of gender discrimination and racism
creating a greater divide in pay equity
7. BIPOC women experience lower earnings on an aggregate than white women
8. BIPOC women have the highest poverty rates in Canada
9. Trans and non-binary people face discrimination and harassment in all areas across
the employee lifecycle
10. Trans and non-binary people earn signficantly less than their cis-gender collegues
11. Newcomer women participate in the labour market at lower rates than Canadianborn Women
12. Newcomer Women of Colour are less likely to be employed and less likely to be in
commensurate employment than their male counterparts

Recommendations
When developing solutions for the pay gap we need to consider solutions for all
employees and avoid developing these solutions in silos. Individuals, People Managers,
Corporations, and the Public Sector all need to collaborate and do their part in
implementing solutions that will help to create sustainable progress in creating an
economy that pays people equitability.
This paper walks through some recommendations that stakeholders can implement to
support change

What can I do?

Know Your Rights
Ask for Pay Transparency / Research
Industry Standards
Encourage Men to Share Care Work

What can People Managers do?

Lean In Canada Allyship for Employees
Be Transparent About Salary Ranges

What can Corporate Canada do?

Collect demographic data
Conduct consistent pay equity audits
Support Employees that are Uncomfortable
with Negotiation
Be Adaptable and offer flexibility
Create a Culture of Accountability

What can the Public Sector do?

Collect more data and fund research
Change the social norm through
educational reform

Authors’ Note:
The authors recognize the importance of sharing real-world pay inequality experiences of individuals that identify as women of colour
and providing them with a platform to anonymously share their experiences. The authors worked with Lean in Canada, the University
of McGill’s Collective for Gender Equality, and community organizations to identify and interview 13 women of colour. Their
experiences of pay inequality are shared throughout this paper.
While the authors reached out to Indigenous and LGBTQI+ networks, they were unable to identify Indigenous, transgender or nonbinary people to be interviewed. The authors recognize that this is a gap in providing readers with a holistic view of the experiences of
all women of colour. Additionally, it further highlights the need to build stronger and trust-based relationships and partnerships with
these communities.
The terms female and male refer to an individual’s biological sex whereas the terms woman and man refer to an individual’s gender
identity (Ontario Human Rights Commission, n.d.). The authors use the term women to include transwomen. However, when sourcing
other research, the referenced data may only be sex-disaggregated (as opposed to gender-disaggregated) and therefore, only refer
to females and males. When quoting the source, the authors may retain the original terms used in the source materials while
acknowledging the data does not capture the full gender experience. The authors also acknowledge that the term women does not
capture the experiences of non-binary people.
While Statistics Canada’s 2021 Census provides data on transgender and non-binary people, socioeconomic and income data had not
yet been released at the time this paper was finalized and published.

The pay gap refers to equal pay for work of equal value. This means men
and women may hold different job positions but their contributions are
worth the same. Pay equality refers to equal pay for equal work, which
usually refers to situations in which men and women do the same job
and are entitled to the same pay.

Pay Inequality in Canada
What is the Gender Pay Gap?

I think most people understand that a wage gap has existed in our country,
but it sometimes seems unclear how it still exists, especially in this day and
age. Better yet, what can I even do about it unless I’m the CEO or in a
major position of power in my organization?
Black woman, 10+ years of experience

The gender pay gap is a term used to describe the difference between wages across
gender identities. The gap can be measured in various ways. For example, when
assessing labour market outcomes, the pay gap is often measured in annual earnings
amongst women and men. When assessing financial return on work efforts in smaller
units of time, often hourly wages are compared (Howe Institute, 2020).
It is important to reiterate that there are many ways to measure the gender pay gap,
including average hourly wages, median hourly wages, average annual earnings, and
median annual earnings. The pay gap can also be evaluated as “adjusted” or
“unadjusted’. The unadjusted pay gap measures the raw figures on the average
difference in pay, but it does not account for additional differences or characteristics,
such as educational attainment, job experience, and qualifications. In order to have a
holistic understanding of the gender pay gap, it is important to look at both the adjusted
and unadjusted pay gap evaluations. While different methodologies will yield different
results, it is important to note that no matter how you measure the gap, it persists

Although in recent years we have seen the pay gap narrow, a gap still exists. Most recent
Statistics Canada data (2021) shows that the average hourly gender pay gap in Ontario is
11%. This includes both full- and part-time workers who are 15 years old or over. This
means that for every $1.00 earned by a male worker, a female worker earns 89 cents.
However, when the assessment is adjusted, this gap widens. Figure 1, shows the gender
pay gap adjusted for basic characteristics, such as obtaining a Bachelor's degree or
above, and highlights that once the pay gap is adjusted women’s wages are 21% less
than men’s as opposed to the 19 percent unadjusted evaluation.

The Gender Hourly Wage Gap in the Private Sector Amount
Full-Time Workers, 2000-September 2019
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Note: The negative values reflect the extent to which women's hourly wages are less than men's. All estimates presented here are significantly different
from zero at a 0.1 percent level. See Box 1 for details. Demographic characteristics include age, education, marital status, whether one has young children,
and the province of residence. Job characteristics include union coverage, tenure (experience is one's job), industry and occupation. The sample includes
men and women aged 25-54 full-time in the private sector. The estimates are the annual averages.
Source: Authors calculations using the Labour Force Survey, 2000-September 2019

How has Ontario Addressed the Gender Pay Gap?
Different provinces/territories have different legislation that addresses gender-related
pay discrimination. In Ontario, there are two key pieces of legislation that tackle this: the
Pay Equity Act and Employment Standards Act. The Ontario Human Rights Code also
offer protection against other types of workplace discrimination. At the national level,
the federal Pay Equity Act applies to employers with 10 or more employees in the
federal public service, federally regulated sectors, and federal contractors.
For policymakers and legislators, addressing pay inequality has been challenging as
there are many underlying factors that impact earnings difference amongst genders;
including traditional gender norms, labour market participation, and gender
predominance of occupational sectors, to name a few. In addition, up until recently,
research on the pay gap has not included demographic characteristics such as (but not
limited to) racial identity, gender identity, sexual orientation, abilities/disabilities, making
it difficult to understand systemic barriers impacting different groups of people.
Fortunately, researchers are beginning to collect more of this data and incorporate it
into their pay gap analysis, which in turn will help shape future policy and legislation.

How Has Pay Inequality Manifested?
Our Canadian history and traditional social constructs have played a large part in the
manifestation of pay inequality for women, and women of colour. Our traditional
ideologies have resulted in many women being undervalued in their current roles and
industries, as well as being less likely to participate in high GDP growth industries that
yield the highest earning potential (e.g. Science, Technology, Engineering and Math).
Women of colour are also disproportionately subject to overlapping forms of
discrimination, such as racism, that creates additional systemic barriers that contribute to
their inability to achieve equal pay in Canada.

Traditional Gender Norms and Systemic Gender Discrimination
1. Unpaid domestic work has impacted women’s ability to participate in the labour
market at the same rates as men and reach their full earning potential
2. Women’s gross earnings are negatively impacted when having a child, whereas
men’s earnings are essentially unaffected when having a child (Kaplan, 2018)
Many of the existing barriers to gender pay gap stem from how women and men are
traditionally viewed by society and what is expected of them. Unpaid domestic work
such as childcare, cleaning, cooking etc. still fall primarily on the shoulders of women,
even if they are working outside the home. In 2017, McKinsey found that 64% of unpaid
care work (e.g., childcare, elderly care, and housework) falls on women and women
represent 80% of single parents.

“Things have been improving but there is still work to be done, especially
with remote working. Women with kids “automatically” assumed the role of
caretaker at the beginning of this pandemic, but we're still expected to
maintain the same levels of work. Then I’d hear the stories at work that
having children in the room while a woman works remotely was not
acceptable. It just became a lose-lose situation and we saw a mass exodus
of women leaving the workforce as a result of that pressure…the only way
we can truly win is having shared responsibilities and a flexible workforce.”
South Asian woman, 15+ years of experience

In recent years, women’s participation in the workforce has steadily increased. In 2015,
82% of women ages 25-54 participated in the workforce, a significant difference from
65.2% in 1983. However, unpaid domestic work still impacts the ability of women to
participate in the workforce at the same rates as men, and can result in them taking on
more part-time work as opposed to full-time.
In 2016, Canadian women worked an average of 32.8 hours per week, compared with
men’s 38.5 hours per week. In other words, women work more part-time jobs than men.
Women accounted for 66% of all part-time workers in Canada in 2016, essentially
impacting women’s ability to reach their full earning potential. (Mckinsey, 2016)
In addition to unpaid domestic work, women also experience a pay penalty for bearing
children, often referred to as the “Motherhood Penalty” (Kaplan, 2018).

“I can easily say I was hit hard [by the pay penalty] while having 3 kids. Do
you know how frustrating it is to have an incredible year, work your butt off,
but go on maternity leave 1 month before raises/bonuses are issued and
get nothing? There was no recognition for all my effort over the last 11
months, just because I left a few weeks before the decision was made…
multiply that by 3 kids and you can see how the pay penalty easily affected
my salary over the last 10 years.”
South American Woman, 15+ years of experience

In 2018, Princeton economist Henrik Kleven ran an extensive study to understand the
impact of women’s earnings after the birth of their first child. He looked at data from
Denmark, a country that offers new parents comprehensive support including an entire
year of paid leave after the birth of a child, and public nursery care for children under
three (Kliff, 2019).
He found that, even in a country like Denmark that offers extensive support for women,
once women have their first child, the gross earnings of men and women diverge.
Women experience an immediate drop in gross earnings of almost 30%, while men
experience no visible change in their earnings. After this initial drop in earnings, the
earnings of women never converge back to their original level. Even ten years after the
birth of their first child, earnings of women plateau at 20% below its level just before the
birth of their first child, whereas male earnings are essentially unaffected by children.

Women's Earnings Drop Significantly After Having
a Child. Men don't.
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Having Kids Doesn't Affect Men's Salaries
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In Canada, there is a shortage of in-depth analysis of the impact of children on women’s
earnings (which is a problem on its own). With that being said, preliminary research in
Canada shows that similar observations can be seen.
“According to RBC Economics, new mothers in their 30s take about six
years to re-establish their earnings path after having a baby. For new
mothers in their late 20s, their pay sinks about 14 percent further than
older mothers. It inches back again when they rejoin the workforce, but
even after 10 years, a stubborn gap remains.” (Toronto Star)
Additionally, research from the University of Toronto’s Institute for Gender and the
Economy shows that middle to upper class new mothers are more likely to change jobs
or career paths when they re-enter the workforce. Many require more flexible work
arrangements that will accommodate things such as daycare hours. However, with this
career change often comes a reduction in earnings. For low income mothers that work in
careers that involve shift work or need to be on site, the “Motherhood Penalty” becomes
even more harsh (Kaplan, 2018).

“I believe I have not been provided the same opportunities as my male
counterparts. When I returned from maternity leave there were multiple
travel assignments that were not even offered to me. I believe they
assumed that because I’m a mom, I wouldn’t want to go. I imagine there
were many more opportunities that I was never offered or even aware of
due to biases about women and their roles as mothers.”
East Asian woman, 16+ years in law

Undervaluation of Women’s Paid Work in Sectors
Overrepresented by Women
1. Women are overrepresented in low GDP growth sectors resulting in lower earning
potential
2. Even in the sectors where women are a part of their work is undervalued and/or they
are overrepresented in lower positions resulting in lower average wages than men

Men are overrepresented in sectors with higher earning potential such as construction,
utilities, and agriculture, whereas women are more heavily represented in lower-wage
industries such as healthcare, education, and service industries. These sectors have
traditionally been under-valued and under-paid. Women working in these lower-paying
sectors earn lower average wages when compared to men.

Women are More likely to Work in Low-Productivity
Sectors than Men
Share of women in sector
% of women, by employment 2015
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Our deeply ingrained cultural norms have directly and indirectly pushed women into lowwage sectors. Gender stereotypes position women as natural caregivers and for women
of colour, these traditional gender roles intersect with racist stereotypes and institutional
policies that position women of colour as “best-suited” to perform care work as nurses,
personal support workers, and care assistants such as aids and orderlies. As Block &
Dhunna (2020) noted:

86% of workers in nursing and residential care facilities are women, and 89% of workers
in home health care services are women. Racialized women work in long-term care and
home care at about twice their share of the Ontario total workforce. They make up 13%
of the total workforce, but 25% of workers in nursing and residential care facilities and
27% of workers in home health care services.

Many of these workers experience poor working conditions, long hours, precarious
employment, and low wages. Block & Dhunna (2020) found “the average income in
Ontario across all industries was $51,105. Workers in nursing and residential care
facilities made 75% of that amount, while those in home health care services earned 77%
of that average”.
This undervaluation of women’s work also extends to the nonprofit sector. In a report
(2019) published by the Ontario Nonprofit Network (ONN), it was noted that “an
estimated 80 percent of workers in nonprofits across Ontario and Canada are
women”and that “the average compensation in nonprofits was $42,500, while average
compensation for the entire economy was approximately $59,800”.

“In my executive director role, I lack enough opportunity for upward mobility. However,
as I’ve been exploring potential roles outside of my organization, there’s a lack of
information about wages because that’s just the nature in the non-profit sector. How do I
know I’m actually receiving fair compensation for the value I bring to the organization?
Eventually, I accepted a role in which I negotiated 25% higher than the initial salary
offered, only to find out that my peers were making 40% more than the initial salary. So
now I’m in a position where I’m underpaid and attempting to address this.”
Woman, 15+ years of experience
in the non-profit sector

This points to another example of the ‘care penalty, in which women are expected to be
paid less for the work they do because they care for the people and the cause. Even
within the sector itself, women are paid less than men. Notably, “racialized, immigrant,
and Indigenous women, and women with disabilities reported experiencing the gender
wage gap more commonly” (ONN, 2019).

“My heart is in the right place - I care about the work I do, and I think others in this
industry feel the same. When you work in the nonprofit sector, you know it’s not for the
money. But it begs the question: just because it’s charity work, it doesn’t mean that my
work isn’t of value, so why am I not compensated accordingly.”
Woman, 12+ years of experience in the
non-profit sector

Experiences of Individual,
Institutional, and Ideological
Discrimination
1. Women experience discrimination in the workplace negatively, impacting their ability
to achieve equal earning potential
2. Women of colour experience the intersection of gender discrimination and racism,
creating a greater pay gap divide
Discrimination involves the denial of equal treatment and opportunities to individuals or
groups and it can occur on the basis of race, nationality, gender, age, religion, sexual
orientation etc. Discrimination takes different forms: patriarchy discriminates based on
gender, racism discriminates based on race, homophobia discriminates based on sexual
orientation, transphobia discriminates based on gender identity, ableism discriminates
based on abilities, classism discriminates based on class, and so on. Discrimination can
be observed overtly or covertly in behaviours such as microaggressions, or indirect or
subtle behaviours (e.g., comments) that reflect negative attitudes or beliefs about a
marginalized group.

“In one prior conversation, I was told not to disclose my sexual orientation because my
company’s clients would not approve, and ever since then, I’ve just stopped disclosing
my sexual orientation. When you think you have no other options, you just accept it.”
White/Latin American woman, lesbian, 10+ years of experience in Canada

As noted by Kohout and Singh (2018) “direct discrimination is usually intentional, where
individuals are treated negatively because of stereotypical attitudes directed towards
their group affiliation, while institutional / systemic discrimination can be more discrete,
through procedures which discriminate against certain groups”.
Workplace practices that discriminate against women of colour are oftentimes systemic,
indirect, and not easily identifiable.

Types of
Discrimination

Description

Examples

Individual

Attitudes and
everyday behaviour

A coworker saying something
misogynistic or sexist in a meeting

Institutional

Policies, processes,
and practices of an
organization

Organizations lowering the salary for
jobs with the assumption that all
candidates will negotiate

Values embedded in
the dominant
culture

Using the colour black to describe
things that are bad, such as
‘blacksheep’ and ‘blackmail’ while
using the colour white to describe
concepts of purity and cleanliness

Ideological

Women of colour are subject to overlapping forms of discrimination. In 1989, Kimberlé
Crenshaw explained this as Intersectionality which illustrates how gender, race, class, and
other individual characteristics “intersect” with one another and overlap (Coaston, 2019).
For people who identify with multiple marginalized groups, the discrimination they
experience will be more severe. The purpose of acknowledging intersectionality is to
address the complex and compounding effects of different forms of discrimination
instead of only focusing on one.
These experiences of intersectionality deeply impact women of colour, especially when it
comes to the pay gap. Since women of colour are subject to more forms of discrimination
because of their race and gender, a greater divide in the pay gap is observed. Essentially,
women of color experience long-term and wide-spread economic and social
disadvantages that impact their overall earning potential.

Impacts of Pay Inequality on
Women of Colour
Often when we discuss issues of the pay gap in Canada it is limited to discussions that
only involve comparisons amongst biological genders (e.g., male or female) and does
not account for the intersectionality of demographic characteristics and gender identity.
This is problematic as we know people are unique and not everyone’s experiences are
the same. Having a ‘one-size fits all’ approach to the pay gap is inevitably going to leave
some people out. Unfortunately, for women of colour and women of colour of diverse
gender identities, they are consistently left out of the conversation.

BIPOC (Black, Indigenous, and People of Colour) Women
Often when we discuss issues of pay equity in Canada it is limited to discussions that only
involve comparisons amongst biological genders (e.g., male or female) and does not
account for the intersectionality of demographic characteristics and gender identity.
This is problematic as we know people are unique and not everyone’s experiences are
the same. Having a ‘one-size fits all’ approach to pay equity is inevitably going to leave
some people out. Unfortunately, for women of colour and women of colour of diverse
gender identities, they are consistently left out of the conversation.
BIPOC (Black, Indigenous, and People of Colour) Women
1. BIPOC women experience lower earnings on an aggregate than white women
2. BIPOC women have the highest poverty rates in Canada
Canada is a country that encourages the diversity of ethnicities and cultures through
macro and microeconomic policies. For generations, we have encouraged people
around the globe to settle in Canada to realize their dreams. However, many people of
colour who were born in Canada and whose families have lived in Canada for
generations still experience higher levels of pay inequality. This discrepancy is more
pronounced for women of colour, highlighting that the socio-economic integration of
women of colour still remains a challenge in Ontario.

The 2016 Census revealed that women of colour in Ontario earned 49% less than white
men, when looking at average annual income (Statistics Canada, 2016). In other words,
visible minority females earned 51 cents to every dollar that non-visible minority men
made. Further to this, Indigenous women working full-time, for a full year in Ontario earn
an average of 24% less than non-Indigenous men, earning 76 cents to the dollar
(Statistics Canada, 2016).
“When looking at wage-gap data and the types of jobs women are shut out of,
the same divisions persist. While white women can struggle to maintain the
high-level executive jobs that result from high educational attainment and to
navigate a male-dominated and often corporate world, women of colour are
statistically left out of the process altogether. This is an essential gap: when
diversity issues are raised, real change depends on who is at the table to draw
them out (Macleans, 2018)”
These pay gap discrepancies impact women on a macro level. In 2015, the Center for
Social Justice found that women have the highest overall poverty rates at 20%, and it’s
even higher for women of colour at 37% and for Indigenous women at 43%. (Canadian
Women’s Foundation, 2022) Additionally, these lower earnings impact a woman’s ability
to save and often result in them living on a reduced retirement income (Ali, A., Knox, D.,
& Sonsino, Y., 2021).

“Negotiating salary as a black woman is unusual. You want to state your contributions
so that you can demonstrate your value, but black women are often deemed as “too
aggressive” so you also have to scale back the things you say. I hate that - if I did
something that was awesome, and I was a different race/gender, ‘aggressive’ probably
wouldn’t be the word they’d use to describe me. It would probably be more like “hard
worker”, “determined”, or “tenacious”.
Black woman, 6+ years of experience

Non-Binary and Trans People of Colour
1. Transgender and non-binary people face discrimination and harassment in all areas
across the employee lifecycle
2. Transgender and non-binary people earn significantly less than their cis-gender
colleagues
A Statistics Canada 2022 report on transgender and non-binary people in Canada,
revealed that one in 300 people in Canada aged 15 and older identify as transgender or
non-binary. Further, the proportion of transgender and non-binary people were seven
times higher for Generation Z. These individuals belong to all ethno-racial groups, in
2015 a Trans PULSE survey revealed that 7% of transgender and non-binary people
belong to Indigenous communities, and 24% are parents.
With the growth of acceptance and understanding of gender and sexual diversity,
younger generations may be more comfortable with reporting their gender identity.
Essentially, the representation of non-binary and transgender people is growing in
Canada.
However, despite this growth in representation, transgender and non-binary people are
subject to discrimination and harassment, especially in the workforce.

“I was asked about my genitals and if [transitioning] was something that I was doing
because I wanted to be like my sister,”
- Macleans Article - Scarlett Jodha recalling inappropriate questions from colleagues
during a youth employment program

In 2015, the Trans PULSE report summarized experiences of discrimination that nonbinary and transgender people face in the workplace.
“Among trans Ontarians, 13% had been fired for being trans (another 15%
were fired, and believed it might be because they were trans). Because they
were trans, 18% were turned down for a job; another 32% suspected this was
why they were turned down. Additionally, 17% declined a job they had
applied for and were actually offered, because of the lack of a trans-positive
and safe work environment.
In addition to direct discriminatory experiences, trans people experience
structural barriers to employment, in systems that are not designed for the
possibility of trans experience. For example, 28% of trans Ontarians could
not get employment references with their current name or pronoun, and 58%
could not get academic transcripts with the correct name or sex designation.
(Trans PULSE, 2015)
In 2014, the Trans PULSE survey respondents reported an annual median income of
$15,000 per year. Despite 44% of respondents having post-secondary and or graduate
degrees.
Even when transgender and non-binary people find employment, they experience
significant barriers to advancing in their careers. A 2015, a TRANSforming Justice report
revealed that one in five transgender responded experienced barriers to career
advancement, including: in proper employment terminations, unfair disciplinary
procedures, persistent harassment, and unpaid wages.

Newcomer Women of Colour
1. Newcomer women participate in the labour market at lower rates than Canadianborn women
2. Newcomer women of colour are less likely to be employed and less likely to be in
commensurate employment than their male counterparts

I had extensive experience in marketing with large brands, but I still didn’t seem good
enough because the experience was international. Someone eventually gave me advice
to add that I wasn’t looking for work sponsorship onto my resume and I saw an
improvement in the number of callbacks. But no matter what, they just looked at my
unique name, and it became a reason for no callbacks, regardless of the experience I
could offer. Even when I finally landed an opportunity, I still see surprise in the faces of
my colleagues and leaders when I say something knowledgeable. Sometimes they even
go as far as to say “wow, I didn’t expect something like that to come from you”. I can
feel the lack of respect in the room and I constantly have to prove my credibility.
Black woman, newcomer, <2 years in Canada, 8+ years of international experience

Canada prides itself on opening its doors to newcomers from around the globe. Since
2015, the federal Liberal government has aimed to attract 300,000 immigrants per year.
In 2021, that number is set to increase to 350,000, with about 200,000 being classified
as an “Economic Immigrants” (Immigration Canada). Economic Immigrants are
individuals that bring both capital and labour skills which will have a positive influence on
the Canadian economy (CIC News).

Canada's Economic Immigration Levels: Breakdown
Immigration Category

Category

2019-Target

2020 Target

2021 Target

Economic

Federal High Skilled

81,400

85,800

88,800

Atlantic Immigration Program

2,000

4,000

TBD

Caregivers

14,000

5,000

TBD

Federal Business

700

700

700

Provincial Nominee Program

61,000

67,800

71,300

Quebec Skilled Workers and Business

TBD

TBD

TBD

Total Economic

191,600

195,800

202,300

Despite the educational attainment and workforce experience most immigrants have
when they arrive in Canada, they experience numerous individual and institutional
barriers that impact their ability to access opportunity. In 2017, the hourly wages of
university-educated immigrants living in Canada are on average one-fifth lower than
those of their Canadian born peers. (The Conference Board of Canada)
Female immigrants of colour experience employment barriers at disproportionately
higher rates than their male counterparts and Canadian-born men and women.
In the 2011 Statistics Canada Census, it was revealed that the participation rate for
immigrant women is 56.9% compared with 62.9% for Canadian-born women. As a
comparison, the rates for immigrant men and Canadian-born men had a much closer
participation rate at 69.7% and 70.5%.
Further, immigrant women take longer to integrate into the labour market. A survey
conducted by World Education Services (WES) found that female immigrants were 1.6
times less likely to be employed than their male counterparts and that females were less
likely to be in commensurate employment. Approximately 52% percent of males worked
in the same sector post immigration, as compared with only 41% percent of females. As
well, men who did not work in their sector were still more likely to be employed in a
different sector, while women were more likely to be unemployed. Approximately 53%
of respondents were from either India, Philippines, or Nigeria.

Upon arrival in Canada, about 90% percent of respondents had a post-secondary
degree, and 92% percent had international work experience. Despite high levels of
education and experience, more than one-quarter of survey respondents were working
in entry-level positions, with an even higher proportion of females in entry-level
positions. Respondents who completed their highest degree in the Philippines or Nigeria
were the least likely to be employed in a commensurate job.

Immigrant Women also Take Longer to Integrate into the
Labour Force and Become Employed than
Immigrant Men
Rate for immigrants aged 25-54 having arrived in Canada within the past x-y years

Female

0-5
Labour Force
Participation
Rate

Employment
Rate %

67.0

6-10
74.6

Male

16-20

>20

78.0

81.9

Rate for
Canadian
-born
population

0-5

6-10

85.8

91.3

16-20
90.7

Rate for
Canadian
-born
>20 population
90.7

83.6

57.1

67.2

71.9

77.1

83.6

90.6

77.2

85.5

85.2

85.8
85.1

An immigrant's place of origin, language attainment, place of educational attainment
and gender identity significantly impacts their ability to access career opportunities.

“There is a strong disconnect between the job market asking for Canadian experience
and immigration policies. As a minority, I feel it. You are deemed unsuitable for the
culture despite having the right experience.”
A South East Asian women with over 5+ years of experience

What Now?
Often when we discuss issues of the pay gap in Canada, it is limited to discussions that
only involve comparisons amongst biological genders (e.g., male or female) and does
not account for the intersectionality of demographic characteristics and gender identity.
This is problematic because, as we know, people are unique and not everyone’s
experiences are the same. Having a ‘one-size fits all’ approach to the pay gap is
inevitably going to leave some people out. Unfortunately, women of colour and women
of colour of diverse gender identities are the ones being left out.
When developing solutions for the pay gap we need to consider solutions for all
employees and avoid developing these solutions in silos. Individuals, People Managers,
Corporations, and the Public Sector all need to collaborate and do their part in
implementing solutions that will help to create sustainable progress in creating an
economy that pays people equitability.

Individuals
Know Your Rights
In Ontario, your right to equal and equitable pay is covered under the Pay Equity Act
and Employment Standards Act.
Pay equity refers to equal pay for work of equal value. Ontario’s Pay Equity Act requires
employers to pay job classes categorized as female at least the same as job classes
categorized as male if they provide comparable value. Pay equity compares jobs usually
done by women with different jobs usually done by men. Female stereotype jobs are
mostly or traditionally done by women such as librarian, childcare worker or secretary.
Male stereotype jobs are mostly or traditionally done by men, such as truck driver,
firefighter, or shipping clerk. The value of jobs is based on the levels of skill, effort,
responsibility and working conditions involved in doing the work.
Pay equality refers to equal pay for equal work, which addresses situations in which men
and women do the same work. The “Equal Pay” provisions of the Employment
Standards Act require that men and women receive equal pay when doing the same job
or substantially the same job, such as two cooks or two machine operators on the same
line. “Substantially the same work” means the same kind of work that involves about the
same levels of skill, effort, responsibility and working conditions. The duties do not have
to be exactly the same to be substantially the same.

Ask for Pay Transparency / Research Industry Standards
Many employers do not post the salary range for positions and instead, ask candidates
to state their salary expectations. Unfortunately, this creates a situation where many
women may low-ball themselves to secure the position, especially in sectors where
women are under-represented. This has a ripple effect as pay raises in future years will
be influenced by that initial salary. Currently, Ontario’s Public Sector Salary Disclosure
Act requires the salary information of public sector employees earning $100,000 or more
annually to be made public. Other than that, no other legislation has come into effect
that requires pay transparency and financial disclosure of other sectors or earning
thresholds in Ontario. The best way to tackle this under the current landscape is to be
proactive and ask about salary ranges upfront by contacting the hiring manager. If they
are insistent on not disclosing, research industry standards by using resources like
GlassDoor or connecting with people who know that sector well. Joining Lean In Circles
can be a good way to start networking with other professional women in your sector.
Encourage Men to Share Care Work
Traditional gender norms still influence women and work in today’s society. In a
heterosexual relationship, women are still expected to shoulder the majority of care
work, even if both partners work outside the home. According to Statistics Canada, only
29% of fathers took or intended to take parental leave in 2017, compared to 90% of
mothers. It should come as no surprise that when the pandemic hit, women’s labour
force participation dropped to 55% in April 2020, the lowest it had been in 30 years
(RBC Economics, 2020), as many working women either volunteered or were forced to
leave their jobs to be at home with children when daycares and schools closed during
lockdown. The expectations placed on women to carry out care work has led many
women to leave the workforce (permanently or temporarily), work part-time, or work
lower-paying jobs that are less demanding. All of these factors influence the gender pay
gap. For heterosexual women, finding a partner that is ready to share care work equally
can be incredibly beneficial not only for her career and children, but to have a healthy
relationship dynamic as well. For parents, raising boys to take on chores traditionally
performed by women, such as cooking and cleaning, can be an effective way to raise
future generations of feminist partners.

People Managers
Lean In Canada Allyship at Work Training
Many organizations offer training programs that can help build an inclusive workplace.
One such program is the Allyship at Work Training program offered by Lean In that
empowers employees to take meaningful action and build an inclusive workplace
culture. While many employees see themselves as allies, they often do not perform basic
allyship actions (e.g., mentoring women of colour) (Lean In Org). Even more so, men and
women often state they want to do more, but don’t know how. The Allyship at Work
program introduces employees to 50 research-backed steps that they can take to show
up as allies, while avoiding pitfalls like performative allyship or the ‘savior’ mentality.
Training programs like these could offer employees the right skills to make a meaningful
impact in their workplaces. This program, the materials, and the moderator training are
all free, able to be performed in-person or virtually, and available on the Lean In website.

Be Transparent About Salary Ranges
As discussed in the previous section, many employers withhold salary information in job
postings and expect candidates to present their salary expectations. Often times, this
places women candidates at a disadvantage and exacerbates the gender pay gap. If you
are a People Manager, advocate for the need to disclose salary ranges upfront to
candidates. It is not only a more efficient process (candidates who expect a higher salary
won’t bother applying), it also removes a significant barrier to equal pay.

Corporate Canada
Collect Demographic Data
Data is power. In order to truly understand the pay gap at organizations, more
demographic data needs to be collected. Although gender identity data is valuable, we
need to enrich this data by collecting observable and unobservable data about
employees. This includes data such as race, ethnicity, educational attainment, newcomer
status, caregiver status, wellness, etc. Collecting this type of information will help us
have a comprehensive understanding of employees and truly start to understand if our
organizations are creating institutional barriers that are negatively impacting employee
progression.
Many organizations have started to collect this information through anonymized
employee engagement or diversity, equity, and inclusion surveys. This is a great start.
However, these surveys offer a point in time analysis on sentiment. These surveys are still
valuable, but to yield the most value, it is important to collect demographic data within
organizations’ HR systems such as Human Resource Information Systems (HRIS) and
Applicant Tracking Systems (ATS). This will enable organizations to have a
comprehensive view of all employees, enable trend analysis, and support the
measurement of progress.

Conduct Consistent Pay Equity Audits
In order to make sustainable and scalable progress, organizations need to understand if
there are pay gap problems within their organization. To do this, it is important that
Human Resources departments institutionalize policies and processes to support
conducting consistent pay gap audits that evaluate total compensation. These audits
need to go beyond just looking at discrepancies between employees that identify as a
man or woman - but instead evaluate pay gap discrepancies across the various
demographic characteristics.
Over the years, many organizations have instituted pay ranges or salary bands to support
pay equity objectives. However, to truly understand equity, organizations need to look
within these pay bands to understand how employees are distributed across the band.
For example, do women of colour always fall in the lower threshold of the band? Do
white men always fall on the upper end of the band?
Additionally, evaluating salary band distribution needs to be coupled with evaluating
bonus distribution. For example, do women of colour obtain a 10% bonus annually
whereas white men obtain 15%?
Evaluating total compensation helps organizations achieve a comprehensive picture of
the pay gap challenges that may be embedded within their organizations. Ultimately,
supporting them in understanding the root cause of the problem and enabling them
with insights will help them institute impactful change.

Support Employees Who are Uncomfortable with Negotiation
Negotiation can be difficult, especially for women. Historically, women have not been
socialized to self-promote. Therefore, when entering into the workforce, the act of
negotiation is uncomfortable and awkward. It’s almost like trying a new sport for the first
time - it’s difficult and will take practice to become great.
However, many organizations are constructed in a way that expects and rewards
negotiation. Often salary offers will be provided at the lowest end of the range as HR
professionals expect candidates to negotiate. People Managers often wait for their
employees to ask for a raise instead of mandating one based on merit and performance.
These deeply embedded norms in organizations contribute to the pay gap.
Instead of celebrating cost savings from a new hire that accepts a job at a lower market
rate, organizations need to take ownership of and understand that there is a societal gap
in how women negotiate. Ultimately, they need to adjust internal processes and
practices to support these individuals to ensure they are not left behind.

Be Adaptable and Offer Flexibility
Flexible work arrangements help everyone, especially parents and caregivers of the
elderly. Organizations that allow employees to work from home when they need to, offer
strong leave packages, or even avoid scheduling meetings during daycare / school pickup and drop-off goes a long way. It is important that organizations not only build in
flexible processes and policies into their workplace culture but encourage all employees
to take advantage of these benefits. This helps reduce stigma associated with being a
caregiver, which hinders career progression.

Create a Culture of Accountability
Over the past few years, Diversity, Equity, and Inclusion (DEI) has been a hot topic. Many
organizations have taken on initiatives to address some of the institutional systemic
barriers that exist within their organizations. Many have set up DEI committees and
working groups. However, many organizations have been criticized for the lack of
progress.
“A recent survey reported that only a few of the 205 firms that signed the
BlackNorth Initiative actually diversified: they stayed with the Old Boys Club.
Fundamentally, their idea of reform is not about changing the business system.”
(The Globe and Mail, 2021)
Although organizations have demonstrated good intention to make change, they have
struggled in actioning it. It is important that organizations hold themselves accountable
to these initiatives, just like they would with any other business function.
DEI initiatives need to avoid tokenistic gestures and tick-the-box solutions and instead
operate DEI as a business function that is held accountable to demonstrate ROI. This
means setting up Key Performance Indicators (KPIs) around some of their initiatives and
holding leaders accountable in achieving these goals. Good intention can only go so far,
organizations need to build a culture of accountability to truly demonstrate sustainable
change.

Public Sector
Collect More Data and Fund Research
This paper highlights some of the data and research challenges of the pay gap and its
impact on women of colour. In fact, finding relevant data on pay, women, and women of
colour in Canada was difficult. Data and research were outdated, and at times nonexistent.
To truly understand how to fix the pay gap for Canadian women of colour, we need to
comprehensively understand the problem. Although we can pull on research from other
countries for inspiration, their research will not fully apply to Canada. Canada is a unique
country, with unique ideologies, and history.
The public sector needs to invest in funding more research and data collection around
this topic to ensure individuals and organizations have access to reliable and relevant
data and information to help them structure solutions to remove these institutional
barriers. Without this data and understanding, it will be difficult to make sustainable and
scalable progress.

Change the Social Norm Through Education
This paper highlights how women are still consistently impacted by traditional gender
norms. These gender norms are created and reinforced at a young age through our
education systems, media, and home lives. It is fundamental that our education systems
focus on changing the narrative that women are responsible for taking care of children
and maintaining the home. Instead, the system needs to educate youth on shared
responsibilities. More importantly, education should focus on teaching youth how to
think critically about what they hear through the media or even at home on these topics
to truly help them push through all the noise and be an ally for equality.
Additionally, education systems need to encourage diverse career paths to children of all
gender identities. Showing women as mechanical engineers or investment bankers, men
as nurses, as well as non-binary people in all jobs can highlight that any career path is
possible for anyone. Providing access to job fairs, mentors, and information on postsecondary training/education programs can help them pursue these paths.They need to
actively encourage, empower, and support girls and non-binary children to pursue
careers in high GDP growth areas to access higher earnings
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