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Ab o u t  o u r  r e s e a r c h

D I V E R S I T Y  M A T T E R S

For every 1% increase in gender diversity, there is an average corresponding increase

of 3.5% in revenue and 0.7% in workplace productivity, after controlling for the same

factors as ethnocultural diversity.

A 1% increase in ethnocultural diversity was associated with an average 2.4% increase

in revenue and a 0.5% increase in workplace productivity.

Businesses that embrace diversity are more likely to be better positioned to handle

change, reduce conflict and gain a Canadian reputation as a socially responsible

company.

According to MicKinsey Global Institute, provinces could add between 4 and 9

percent to GDP by advancing gender equality in work.

IMF economists estimate that if university-educated Canadian women were to more

fully participate in the economy at the rate of men, Canada’s real GDP would be

higher by 4%. 

Men apply for a job when they meet only 60% of the qualifications, but women apply

only if they meet 100% of them.

In Canada, women make 87 cents for every dollar men make. There is also a 4% wage

gap in wages for men and women in the same jobs, even when factors like education

and experience are controlled for. Moreover, progress in this area has stalled, at

current rates, gender gaps could take 30 to 180 years to close.  ; 

Canada also has a racialized wage gap, with racialized Canadians earning only 81.4

cents for every dollar paid to non-racialized Canadians for the same jobs.

B U T ,  W E  S T I L L  H A V E  W O R K  T O  D O

 
In March 2019, we brought together a carefully-selected group of 50 professionals from

male-dominated industries whose companies had a track-record of excellence in the

representation of women and other underrepresented groups. These professionals

participated in a day-long workshop to brainstorm best-practices in both the

recruitment and retention of women and under-represented groups in their

companies. This report showcases their most valuable contributions.

1. Momani, B. & Stirk, J. (2017) Diversity Dividend. Centre for International Governance Innovation & The Trudeau Foundation.
2. McKinsey Global Institute (2017) 'The Power of Parity: Advancing Women's Equality in Canada'.
3. Petersson, B., Mariscal, R., & Ishi, K. (2017). Women Are Key for Future Growth: Evidence from Canada (IMF Working Paper No. 17/166). The International Monetary
Fund.
4. Mohr, T. (August 2014) 'Why Women Don’t Apply for Jobs Unless They’re 100% Qualified'. Harvard Business Review.
5. Canadian Women's Foundation (August 2018) 'Fact Sheet: Gender Wage Gap in Canada'. 
6. Block, S. & Galabuzi, G. (2011) Canada’s Colour Coded Labour Market: The gap for racialized workers. Canadian Centre for Policy Alternatives & The Wellesley Institute.
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1 .  r e c r u i t m e n t :  
g e t t i n g  d i v e r s i ty  i n t o  yo u r  c o m p a ny

 
Use targeted recruitment materials to attract underrepresented groups’ applications.

Develop external partnerships to identify job candidates in industries where there are

smaller applicant pools. 

Consider applying diversity metrics to your suppliers. 

Diversify the places you advertise or post your recruitment (e.g. consider smaller

geographical communities and message boards, vary website postings).

Keep requirements in job ads to a minimum to increase applicant pool, noting that

women are less likely than men to apply for jobs in which they do not meet a majority of

the requirements.

Feature bios of diverse employees on promotional materials and website to help more

candidates see themselves working at your company.

Partner with local community organizations to increase company visibility, expanding

recruitment pools.

Resources: HACE – Hispanic Alliances for Advancing Careers, National Diversity Council

(U.S.), Getting Hired.com (targets People with Disabilities, Minority Groups, Veterans) and

LinkedIn that have broad reach to diversity candidates.

Commit publicly to valuing diverse recruitment.

Demonstrate accountability on principles of diversity.

Set diversity targets, make them public, and report on them regularly.

Strategic Outreach

Use  neutral ,  non-gendered  language  in  job  ad (s )

descriptors .  This  will  allow  more  candidates  to  see

themselves  in  the  role  (e .g .  Use  words  l ike  exceptional

or  supportive  rather  than  strong ) .

Train  employees  to  use  neutral  language  in  work

activit ies .  This  is  especially  important  for  activit ies

considered  in   career  advancement ,  l ike  performance

reviews .  During  training ,  offer  practical  scenarios

alongside  concepts  to  help  employees  put  training  into

practice .

Resources :  Unconscious  bias  training

To  encourage  diversity ,  consider  using  language  in

recruitment  materials  that  does  not  duplicate  the

expertise /backgrounds  of  those  already  in  the  company .

Resources :  Textio ,  Gender  Decoder

neutral language
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Promote  the  use  of  panels  over  individuals  to  make

hiring  decisions .  Panels  are  more  l ikely  to  reflect  a

diversity  of  opinions  and ,  when  trained ,  identify

unconscious  bias .

Train  hiring  panels  and  recruiters  in  the  use  of

neutral  language  and  in  unconscious  bias  to  ensure

fairness  in  the  hiring  process .

Resources  available :  VR  tr ials  in  unconscious  bias

used  to  promote  empathy  by  simulating  on  the  job

prejudice .

Consider  diversifying  hiring  panels  and  recruiters .

Where  possible ,  include  members  of

underrepresented  groups  as  well  as  employees  from

different  levels  within  your  company  (e .g .  interns  and

executives )  to  ensure  that  candidates  can  see

themselves  in  your  company .

Avoid  “manels ”  (male-only  panels )  throughout  the

hiring  process .

Diversify  the  interview  process  i tself .  Rather  than

relying  solely  on  resumes ,  consider  using  pre-

screening  and  in-person  interviews .  

Resources  for  candidate  screening :  Plum . io  is  an  app

that  scores  potential  candidates  on  skil ls  rather  than

background  by  giving  them ,  for  example ,  quizzes

and  personality  tests  to  evaluate  their  suitabil ity  for

a  role .

diversify recruiters

“ IT ’ S  NOT JUST  ABOUT
PUTTING YOUR HAND UP ,  IT ’ S

ABOUT BEING SELECTED . ”



05

A  referral  bonus  for

employees  who

refer  successful

candidates  from

underrepresented

groups  (as

identif ied  by  the

company ) .

Eliminating

educational

requirements  from

jobs  ads  and

focusing  instead  on

skil ls .

Offering

scholarships  for

interns  from

underrepresented

groups  who  may

later  be  offered

full-t ime  jobs .

Facil itating

sponsorships  and

internships  to  help

underrepresented

communities  join

the  company .

Implementation  of

milk  storage  and

delivery  systems  for

lactating  mothers .

Creating  programs

for  women  and

underrepresented

groups  returning  to

the  workforce  after

a  long  absence ,

such  as  offering

internships  or

pairing  them  with  a

mentor  before

offering  them  a

posit ion .

Family  planning

benefits  (e .g .

adoption  support ,

IVF  support ,

freezing  eggs ) .

Supporting

continuing

education  (e .g .

paying  for  MBAs

and  other  advanced

degrees ) .

Offer  reverse-

mentorships  for

high- level

executives ,  to

educate  them  on

the  EDI  (Equity ,

Diversity ,  and

Inclusion )  issues

faced  by  the

company .

o u t  o f  t h e  b ox  i d e a s
Some companies have thrown away the rule book

and completely rethought their recruitment

process to increase interest from underrepresented

groups. Successful ideas have included:
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2.  I n s i d e  a n  i n c l u s i v e  c o m p a ny

 

“MENTORSHIP  G IVES  A  WOMAN THE CONFIDENCE TO TAKE A  NEW
OPPORTUNITY ,  AND SPONSORSHIP  OPENS  THE DOOR . ”

Build  a  men ’s  allyship  program  to  bring  men  into  the  EDI  conversation ,

especially  those  in  senior  leadership  positions .

Create  a  vibrant  mentorship  program  to  provide  under-represented  groups

with  a  support  system .  Consider  a  job  exchange  program .

Resource :  Catalyst  MARC  program .

Encourage  senior  leaders  to  sponsor  and  advocate  for  employees  in  under-

represented  groups .  Create  a  succession  plan  of  diversity .

Lead  by  example  –  show  the  senior  leadership  team  taking  advantage  of  EDI

programs  within  the  company  to  help  encourage  use  of  these  programs .

Build  EDI  promotion  requirements  into  all  leadership-streaming  positions ,

to  ensure  that  no  one  can  be  promoted  to  the  C-Suite  without  showing

commitment  to ,  and  awareness  of ,  these  init iatives .

Appoint  a  "diversity  champion "  in  each  department ,  or  at  each  site ,  to

advocate  for  diversity  and  inclusion  issues .  

Create  Employee  Research  Groups  (ERGs )  to  help  connect  underrepresented

groups  within  your  company .

leadership

Quantitative  data  is  a  clear  way  to

expose  and  track  unconscious  bias

(e .g .  discrepancies  in  salary  by

gender ,  underrepresentation  of

specif ic  groups  in  leadership

posit ions ) .

Consider  making  salaries

transparent  to  encourage

accountabil ity  and  narrow  pay

gaps .

Set  clear ,  public  and  aspirational

EDI  targets .  Track  them .  Implement

incentives  for  reaching  targets .

Create  targeted  programs  for

underrepresented  groups  to  give

them  the  information  and  skil ls

necessary  to  propel  them  towards

leadership  positions .

track it

CULTURE IS  “SOMETHING THAT HAPPENS  WHEN YOU’RE  NOT IN  THE ROOM” .

open culture
Consider  how  the  culture  within  your

company  reflects  those  of  potential

employees ,  who  want  to  see  their

own  values  reflected  by  their

employers .

Need  to  create  a  work  culture  where

employees  feel  safe ,  respected ,  and

have  a  sense  of  belonging .

Inclusiveness  and  belonging  can  be

measured  and  monitored  through

surveys .

Create  inclusive  washrooms  for

individuals  who  may  be

transgendered ,  have  physical

challenges ,  or  need  private

washroom  space ,  as  well  as  quiet

rooms  for  prayer  and  spaces  for

lactation .
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3.  k e e p i n g  d i v e r s i ty  i n  a n  i n c l u s i v e

c o m p a ny

work life balance
Consider  creating  a  more  f lexible

work  environment  to  accommodate

employees ’  personal  responsibil it ies ,

l ike  childcare  (e .g .  Flex  hours ,

remote-work ,  core-work  hours ) .

Offer  a  parental  leave  package  and

support  for  employees  dealing  with

elder  care .

Provide  funding  support  for

professional  development  and

continuing  education .

Ensure  that  training  opportunities

are  accessible  (e .g .  Offer  child-care

at  multi-day  conferences ) .

safe space
Clear  codes  of  conduct  with  fol low

through  on  punishments .

Create  a  clear ,  anonymous  reporting

structure  for  employees  to  report

internal  issues .

Implement  exit  surveys  and

interviews  to  isolate  reasons  for  the

loss  of  employees ,  especially  from

under-represented  groups .

“WE HONOUR THE PRINCIPLE  THAT WHAT GETS
MEASURED GETS  DONE . ”
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a c k n owl e d g e m e n t s

Source: https://www.langdonhall.ca

We would like to thank all of

our workshop participants for

their time to share their

expertise. Although our

anonymity guarantee to

participants, put in place to

promote an open and candid

discussion on the day of the

workshop, prevents us from

identifying the individuals and

companies. We would also like

to express gratitude for their

continued commitment to the

principles of equality, diversity,

and inclusion.

Furthermore, we are grateful for the presence and insights shared by Ontario’s

Lieutenant Governor, The Honourable Elizabeth Dowdeswell, and former Premier of

Ontario, Kathleen Wynne.

 

Our workshop could not have taken place without the tremendous work completed by

our organizer, Karen Frensch, and our rapporteurs, Nadège Compaoré, Melissa Finn,

Carleigh Cartmell, Kristen Csenkey, and Kerstin Kearney. Moreover, the day would not

have run smoothly without our wonderful emcee Shari Graydon.

 

We would also like to extend our gratitude to Langdon Hall staff for their support

throughout our event.

Lieutenant Governor of Ontario, the Honourable Elizabeth Dowdeswell; Dr. Bessma Momani; former
Premier of Ontario Kathleen Wynne; and Shari Graydon


