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Ministry of Labour

The Honourable Kevin Flynn
400 University Avenue
Toronto, Ontario M7A 1T7

and

The Honourable Tracy MacCharles
Minister Responsible for Women’s Issues
14th Floor, 56 Wellesley Street West
Toronto, Ontario M5S 2S3

Dear Ministers Flynn and MacCharles,
As members appointed to the Gender Wage Gap Strategy Steering Committee,
we are pleased to submit our final report and recommendations for a strategy to
close the gender wage gap in Ontario.
We were honoured to be selected to undertake this valuable work. Our mandate
was wide in scope, given the complexity of the issue and the long-lasting history
of the gap.
There are many government initiatives that directly impact different aspects of
this issue. This project addresses the gender wage gap in a coordinated way.
As we developed these recommendations, we considered the progress made
to date and looked to jurisdictions that are leading the way in developing
modern strategies to address the gap.
We attempted to reach as wide an audience as possible and to engage the people
of Ontario in a meaningful and informative discussion to understand the impact of
the wage gap on women, their families, our communities and our workplaces.
We have many people to thank. First, we acknowledge the many individuals
and organizations that participated in the public consultations as well as those
who helped us organize regional meetings. The valuable contributions of all who
participated are reflected in our report.
Additional heartfelt thanks go to all the staff who helped on the project for their
policy research, financial statistics, analysis and support. They cleared paths by
coordinating consultations and facilitating administrative and technical needs
so that we could focus on the issues. It has been a pleasure working with such
dedicated people. We also thank the many staff in other ministries that provided
information and support as needed.
It is unacceptable that the gender wage gap still exists. Progress on closing
the gender wage gap has been slow and has stalled in recent years. From the
consultations, it is clear that people in Ontario are ready for action. Given Ontario’s
changing demographics and the need to attract and retain the most talented
workforce, closing the gap makes good economic sense.
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It will take commitment and action from everyone to meet the challenges before us
in reducing and eliminating the gap. We hope that this report provides all Ontarians
with a better understanding of this complex issue. Taken together, we believe that
the recommendations can form the basis of a government strategy that, when
implemented, will contribute to building stronger, fairer and more prosperous
communities for everyone in Ontario.
Gender Wage Gap Strategy Steering Committee

Nancy Austin

Linda Davis

Emanuela Heyninck

Parbudyal Singh
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EXECUTIVE SUMMARY
In the Minister of Labour’s 2014 Mandate Letter, the Premier charged the
Minister of Labour with “leading the development of a wage strategy”.
This includes working with the Minister Responsible for Women’s Issues and
other ministers to develop a wage gap strategy that will close the gap between
women and men in the context of the 21st century economy.
The four members of the Gender Wage Gap Strategy Steering Committee
(the “Committee”) were appointed on April 20, 2015. The committee is made
up of two volunteer external members, an Executive Lead from the Ministry of
Labour (MOL) and the Pay Equity Commissioner.
With a few exceptions, we met weekly from the time of our appointments.
As requested, we were successful in achieving consensus in our
recommendations to close the gender wage gap, with the goal of improving
the economic and social outlook of Ontario women and families, as well
as the province as a whole.
We retained a consulting firm to estimate the potential benefits for the province’s
economy from closing the gap. In the course of our considerations, we examined
academic and inter-jurisdictional research, solicited feedback from stakeholders
and led public consultations with Ontarians.
All of us attended the public consultation sessions held in 14 locations across the
province between October 2015 and February 2016. A consultation summary was
published April 19, 2016. Other ministries were consulted to help identify current
government activities, and to provide information about the possible impacts of
actions under consideration.
Our Background Paper provides a detailed discussion of factors of the gender
wage gap that reflects research and inter-jurisdictional perspectives. This report
focuses on the following areas:
•
•
•

There are insufficient options for child care and elder care, resulting in
women doing more unpaid caregiving and having less time for paid work.
The sectors and jobs where women and men work are differently valued,
with work done by women being undervalued; and,
There is gender bias and discrimination (intentional or unintentional) in
business practices that can prevent women from achieving their full
economic potential.
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Government, businesses, and other organizations may already have initiatives
underway to help them understand and address gender wage gaps. These
activities should continue. However, there is an urgent need for further action
through an integrated strategy that addresses the key barriers to women's full
participation at work and in the economy.
The recommendations in this report are grouped into five parts:
1.
2.
3.
4.
5.

Balancing work and caregiving
Valuing work
Workplace practices
Challenging gender stereotypes
Other ways government can close the gender wage gap.

Key recommendations in part 1 include the need for investments in child and elder
care, and development of a parental shared leave policy to help “share the care”.
In part 2, recommendations are aimed at simplifying the pay equity law, in order to
support the valuation of work.
Part 3 is focused on workplace practices, and calls for greater pay transparency,
gender workplace analysis, and an increase in the number of women on boards.
Challenging gender stereotypes is the theme of part 4, which would raise social
awareness generally, as well as in our schools and skills training systems.
Part 5 concludes with recommendations on other ways government can close
the gender wage gap, such as performing gender-based analysis, making use
of its procurement policies, and helping people access their rights under antidiscrimination legislation.
The report ends with a call to action, noting that there is a role for everyone in
helping to close the gender wage gap.
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LIST of RECOMMENDATIONS
Recommendation 1:
The government should immediately commit to developing an early child care
system within a defined timeframe. The system should provide care that is:
high quality, affordable, accessible, publicly funded and geared to income, with
sufficient spaces to meet the needs of Ontario families.
Recommendation 2:
To alleviate current stresses and address the gaps in the current child care system,
the government, working with municipalities as appropriate, should immediately:
•

•
•
•
•
•

Review access and eligibility for child care fee subsidy programs
and make changes to effectively support women, giving priority
to those who are trying to improve their job prospects or earning
potential and those who are overcoming abusive relationships
Ensure effective use of sliding fee scales and special subsidies
Increase spaces in schools or community hubs based on
regional need
Study whether a subsidy can follow the child across
geographic boundaries
Consider provincial options to provide incentives for businesses
to become partners in the funding or delivery of child care
Take steps to develop a child care program to meet the need
for services on a flexible basis, including temporary, short-term
or emergency care, as well as the regular need for service outside
of ordinary business hours.

Recommendation 3:
The government should alleviate pressures on working families by ensuring there is
sufficient capacity in the long-term care system, together with sufficient availability
of home and community care services for Ontarians who require assistance to
remain at home.
Recommendation 4:
The government should combine the job-protected pregnancy and parental
leave provisions in the Employment Standards Act, 2000 to establish a
Parental Shared Leave.
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Recommendation 5:
To encourage the use of the Parental Shared Leave by both parents, the
provincial government should ask the federal government to coordinate
Employment Insurance benefits with the Parental Shared Leave and to
increase the amount payable.
Recommendation 6:
The government should address barriers to compliance and support employers
in ongoing obligations by amending the Pay Equity Act.
Recommendation 7:
The government should assess the state of proxy pay equity and examine ways
to coordinate achievement of pay equity with wage enhancement programs in
the Broader Public Sector.
Recommendation 8:
The government should consult with relevant workplace parties on how to value
work in female-dominant sectors using pay equity or other means.
Recommendation 9:
The government should:
•

•
•
•

encourage the Broader Public Sector (BPS), Ontario businesses
and other organizations to develop pay transparency policies and
to share organizational pay information with their employees
develop and adopt pay transparency policies for the Ontario
Public Service (OPS)
set an example by publicizing information or data on the Ontario
Public Service’s compensation or salary ranges by gender
consider legislation to include protection against reprisal for
employees sharing their personal pay information.

Recommendation 10:
To help employers identify and take corrective actions to close gender wage gaps
in their organizations, the government should immediately consult on and develop
a gender workplace analysis tool. It should be simple to use and readily accessible.
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Recommendation 11:
The government should require publicly traded companies to ensure diverse
representation of women on boards to a minimum of 30%, with appropriate
penalties for non-compliance.
Recommendation 12:
The government should examine and report on the gender balance of its
appointments to provincial agencies, boards and commissions.
Recommendation 13:
The government should develop a prolonged and sustained social awareness
strategy to:
•
•
•

Help people understand the impact of gender bias
Promote gender equality at home, at work and in the community
Increase the public’s understanding of the causes of the gender
wage gap and why it is important to close the gap.

Recommendation 14:
The government should ensure that all aspects of the education system are free
of gender bias.
Recommendation 15:
The government should develop an action plan to support employment and
skills training and help increase women’s participation in male-dominant skilled
trades and men’s participation in female-dominant ones.
Recommendation 16:
The government should ensure that employment and skills training programs
help women succeed in getting and keeping jobs they are trained for.
Recommendation 17:
The government should require all ministries to apply gender-based analysis to
the design, development, implementation, and evaluation of all government
policies and programs.
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Recommendation 18:
The government should perform gender responsive budgeting to account for
gender effects of public spending and revenues and to redress gender inequalities
through the allocation of public investments and resources.
Recommendation 19:
The government should develop procurement policies that require vendors
and suppliers to provide information showing there are no unresolved orders or
decisions against them under anti-discrimination laws.
Recommendation 20:
To help people resolve gender workplace issues involving employment,
compensation, or discrimination, the government should consider how to ensure
employees understand their rights and obligations, and how to access justice.
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INTRODUCTION
Direction
In the Minister of Labour’s 2014 Mandate Letter, the Premier charged the Minister
of Labour with “leading the development of a wage strategy”. The Premier stated:
“Women make up an integral part of our economy and society, but on average
still do not earn as much as men. You will work with the Minister Responsible for
Women’s Issues and other ministers to develop a wage gap strategy that will close
the gap between women and men in the context of the 21st century economy.”
Gender Wage Gap Strategy Steering Committee
The four members of the Gender Wage Gap Strategy Steering Committee (the
“Committee”) were appointed on April 20, 2015. The committee is made up of two
volunteer external members, an Executive Lead from the Ministry of Labour (MOL)
and the Pay Equity Commissioner (see Appendix 1).
Mandate and Scope
The Committee was appointed to examine academic and inter-jurisdictional
research, solicit feedback from stakeholders and lead public consultations with
Ontarians to:
•
•
•

•

•

Examine how the roles of women at work, in their families,
and in their communities are affected by the gender wage gap
Understand how the gender wage gap specifically affects
women in the workforce, across the economic spectrum
Assess ways in which government, business, labour, other
organizations, and individual leaders can work together to
address the conditions and the systemic barriers that contribute
to the wage gap
Understand other factors that intersect with gender to compound
the wage gap, and determine how those factors should
be addressed
Consider whether Ontario’s existing laws sufficiently address
some of the factors leading to the gender wage gap.

MOL’s Executive Lead consulted other ministries to help identify current
government activities and to provide information to the Committee about
the possible impacts of actions under consideration.
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As a Committee, we were asked to arrive at a consensus in making
recommendations to close the gender wage gap, with the goal of improving
the economic and social outlook of Ontario women and families, as well as the
province as a whole.
With a few exceptions, we met weekly from the time of our appointments. We also
communicated regularly through email and teleconferencing. All of us attended the
public consultation sessions held in 14 locations across the province.
Considerations Guiding the Recommendations
In arriving at consensus, we took into account the:
1. Need to seek many diverse views: During the consultations we
met with workers, representatives of organizations, employers,
unions and advocacy groups from both private and public sectors
2. Impact on government and business, including current
economic pressures
3. Importance of the human rights aspect of this problem, including
international and federal commitments
4. Need for a range of policy and program options, because closing
the gender wage gap will involve identifying and linking many issues
and finding multiple solutions, often over time
5. Importance of using research and evidence to add context to the
experiences shared by participants
6. Effect of gender stereotyping and biases at the individual,
organizational and societal levels, as we learned from consultations
and through research
7. Impact of gender wage gaps for people who have historically
experienced multiple disadvantages, including women with disabilities,
Aboriginal and racialized women, who face additional barriers in getting
and keeping work
8. Other strategies the government is pursuing that may impact aspects
of the gender wage gap. These strategies need to work together.
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Sharing Experiences
We started the conversation with the release of a background document and two
consultation papers. During the consultations, we discussed the work-life cycle as
a framework for people to think about the ongoing economic impact of the gap, as
well as the effect that social norms and biases have at different points in their lives.
Ontarians shared how important it is to close the gender wage gap, to them and
to their families.
From October 8, 2015 to February 22, 2016, public town hall sessions and
meetings were held with a broad cross-section of people, including representatives
from local businesses, advocacy groups, communities, plus women and men
across the province.
The consultations gave Ontarians the chance to discuss work-life and pay issues,
as well as causes and solutions for closing the gender wage gap. Individuals and
organizations could also share their feedback by sending written responses to
questions posed in the consultation papers or by completing an online survey.
We met with over 170 stakeholders, representing thousands of Ontarians, and
received 75 written submissions and 1,430 online survey responses. Five hundred
and thirty people attended the public town hall sessions.
The Consultation Summary was released April 19, 2016. We appreciate everyone’s
contributions and the time people took to get involved and share their experiences.
Our recommendations reflect what we heard, read, and studied.
Work-Life Cycle
•
•
•
•
•
•

Role modelling
Entry into the workforce
Mid-career
Re-entry into a career
Heading to retirement
Being a retiree
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BACKGROUND
Opportunities in the 21st Century Economy
Ontario’s economy is changing. We heard first-hand about the impact of some of
these changes on working women and men, such as the:
•
•
•

increase in non-standard working relationships – temporary jobs,
involuntary part-time work, self-employment, and shift-work; 1
decline in traditional collective representation and bargaining; and,
growing importance of caregiving professions to look after people
from cradle to grave.

Other changes are also being felt in the economy as a whole. These include:
•
•
•
•

•

Globalization – the interaction and integration of people and
organizations across countries
Technological changes – to production and to learning; impacting
both goods and services
A move towards knowledge-based enterprises – such as
information communication technology and life sciences
New forms of work organization – from mass, large scale,
standardized production with hierarchies to smaller scale, flexible,
flatter organizations
The rise of the sharing economy 2 – new models of consuming and
accessing goods and services.

Supporting women, as well as men, to earn to their potential can give Ontario
businesses an advantage in a highly competitive global economy. Given the
province’s changing demographics, 3 attracting and retaining more women to
participate in the labour market, and valuing their contributions will be especially
important for businesses wanting to expand and diversify their talent pools.

1
2
3

Workers who hold multiple jobs but whose total earnings fall below the median wage also reflect
non-standard employment. It can also include different work arrangements such as on-call work
and telecommuting. (Ministry of Labour Changing Workplaces Review)
Ontario Chamber of Commerce. (2015) Harnessing the Power of the Sharing Economy: Next
Steps for Ontario; Ontario Ministry of Finance, 2016 Budget, Chapter I: Building Prosperity and
Creating Jobs.
The growth rate of the population aged 15–64 is projected to continue to trend lower until the
mid-2020s. From an annual rate of growth of 0.5 per cent at the beginning of the projection
(2013), this age group is projected to grow by less than 0.2 per cent by the late 2020s. (Ontario
Ministry of Finance Population Projections 2013-2041)
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Economic Case for Closing the Gender Wage Gap
By addressing the barriers that limit women’s full contribution to the economy,
society benefits by: increases in consumer spending and tax revenue, decreases
in social spending and health care costs, and getting a better return on
investments in education. Not taking action has been, and will continue to be
costly for all Ontarians.
We retained a consulting firm to estimate the potential impact on the province’s
economy from closing the gap. According to Deloitte LLP (Deloitte), a qualified
working woman who has same socio-economic and demographic characteristics
(e.g., education level, age, marital status), and experience in the workplace (e.g.,
job status, occupation, and sector) as a man, on average receives $7,200 less pay
per year. 4 This amounts to $18 billion of foregone income per year for all working
women in Ontario, which translates to about 2.5% of Ontario’s annual Gross
Domestic Product (GDP). To put this into context, the motor vehicle and parts
industries together account for 2.5% 5 of the province’s 2015 GDP.
Closing the gender wage gap would also have implications for Ontario’s
government revenue. Deloitte estimated that revenues from personal and sales tax
could increase by $2.6 billion. They also estimated that government spending on
social assistance, tax credits, and child benefits could decrease by $103 million,
due to the projected increase in families’ income.
Addressing Gender Inequality
While the economic case is compelling, so is the human rights case for addressing
gender inequality. Canada has signed several international human rights conventions
to address gender inequality and eliminate gender discrimination (see Appendix 6).
Where these conventions contain provisions that fall under provincial or territorial
jurisdiction, the Government of Canada consults and seeks the support of
provincial and territorial governments before signature, and looks to the provinces
to then support the terms of these conventions in areas of provincial control.

4
5

Deloitte. (May 2016). Costs and Benefits of Closing Ontario’s Gender Wage Gap. Prepared for
Ministry of Labour.
Statistics Canada. CANSIM Table #379-0030
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Over the years, Ontario has taken steps to support Canada’s international
obligations by introducing and implementing the:
•
•
•
•
•

Ontario Human Rights Code;
Equal Pay for Equal Work provisions of the Employment
Standards Act, 2000;
Workplace Violence and Harassment provisions of the
Occupational Health and Safety Act;
Pay Equity Act; and,
Accessibility for Ontarian’s with Disabilities Act.

Measuring the Gender Wage Gap in Ontario
The gender wage gap is a number that is used to show the estimated difference
between women’s and men’s pay. It is often expressed as a percentage.
Numbers never tell the whole story, but they are useful in understanding the
impact of the gap.
The gender wage gap can be measured in different ways.6 Using recent Statistics
Canada data, 7 Ontario’s gender wage gap is:
•
•
•

14 per cent (average hourly wages) 8
25 per cent (average annual earnings, full-time, full-year workers) 9
29 per cent (average annual earnings for all earners including:
full-time, full-year, seasonal and part-time workers). 10

When presented with this range of measurements, people may ask “Which is the
real gap”? The fact is they all illustrate the gap.
In addition, the gender wage gap is different depending on the group of workers.
For example, the gender wage gap is (see Appendix 3):
•

6

Smaller for unionized workers compared to non-unionized workers 11

Lips, H. M. (2013). The gender pay gap: Challenging the rationalizations. Perceived equity,
discrimination, and the limits of human capital models. Sex Roles, 68(3-4), 169-185
7
These numbers are different from our previous materials because a new source of data
has become available (Statistics Canada, Canadian Income Survey)
8
Statistics Canada. Labour Force Survey, 2015 CANSIM Table #282-0070
9
Statistic Canada. Income Statistics Division. CANSIM Table #202-0102 and 2013
Canadian Income Survey
10 Statistics Canada. 2011 Survey of Labour and Income Dynamics and 2013 Canadian
Income Survey
11 Statistics Canada. Labour Force Survey. CANSIM Table #282-0074
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•
•

•

Zero between women and men who earn minimum wage on an
hourly basis: but more women than men hold minimum wage jobs 12
Larger between women and men from groups who have historically
experienced employment disadvantage, such as racialized and Aboriginal
people and people with disabilities (i.e., intersectionality) 13
Smaller for youth than for older workers. 14

Although smaller for youth, studies show that there is still a gender wage gap
among younger, more educated generations. For example, a recent study at
one Ontario university showed that there are significant gender differences in
the earning patterns of university graduates, with male graduates earning
$10,000 more than females in the first year after graduation. Thirteen years after
graduation, the gender earnings gap grew to around $20,000, regardless of the
discipline studied. 15
We also know that the gender wage gap can accumulate in impact over time. As
women earn on average less than men through their working lives, the differences
in their employment incomes will increase through the years. Since retirement
income mainly flows from employment earnings, this leads to a gender pension
gap and can put women at greater risk of poverty when they retire.
A recent International Labour Organization report estimated that the worldwide
gender wage gap would take 70 years to close at the current rate. 16 Based on the
pace of the downward trend in Ontario (see Appendix 3), without any action, it
may take many generations before the gap is fully closed.
Causes of the Gender Wage Gap
Researchers take into account various factors that may affect the gender wage
gap. 17 In previous research, a portion of the gap was attributed to the fact that
women were less educated, and less likely to be in paid work. 18
More recently, however, there have been significant increases in women’s levels
of education and participation in the labour market (see Appendix 4). That this
has not significantly affected the gender wage gap means that there are other
12
13
14
15

Statistics Canada.(2010). Minimum Wage. Perspectives on Labour and Income.
See Appendix 2: Glossary.
Statistics Canada. Labour Force Survey, 2015. See Appendix 3, Figure 3.
Finnie, R., et al. (2014). How Much Do University Graduates Earn? Education Policy Research
Initiative.
16 International Labour Organization. Women at Work Trends 2016.
17 Drolet, M. (2011). Why has the gender wage gap narrowed? Perspectives on Labour and
Income, 23(1), 5.
18 Vincent, C. (2013). Why do Women Earn Less Than Men? A Synthesis of Findings from
Canadian Microdata. CRDCN Synthesis Series.
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factors involved. These include the effects of gender stereotyping, conscious
or unconscious bias and discrimination in other areas of life and work. 19
We learned that when more women enter male-dominant fields, the pay
decreases. 20 There is evidence of the reverse as well, with jobs paying more
and gaining prestige once men start to outnumber women. 21 This suggests
that, among other factors, societal gender norms and biases influence the value
of jobs and wages more than an individual’s personal career choice.
Our Background Paper provides a detailed discussion of factors of the gender
wage gap that reflects research and inter-jurisdictional perspectives. We have
focused on the following key causes based on what we heard in the consultations
and read in our research. In Ontario:
•

•
•

There are insufficient options for child care and elder care
resulting in women doing more unpaid caregiving and having
less time for paid work
The sectors and jobs where women and men work are
differently valued, with work done by women being undervalued
There is gender bias and discrimination (intentional or unintentional)
in business practices that can prevent women from achieving their
full economic potential.

The gender wag gap is not only a problem in Ontario or Canada. Every country
has a gender wage gap. Some countries have smaller gaps than others. 22
Narrowing or closing the gap has been a common goal for many governments
for some time. 23 Making full use of the skills and experiences of the whole
population is crucial to every economy’s success.

19 Schirle, T. and E. Vickers (2015). The 2014 Gender Wage Gap in Ontario. LCERPA Commentary
No. 2015-1. Laurier Centre for Economic Research and Policy Analysis. This study of Ontario
private sector workers showed that industry and occupation accounted for 23 and 21 per cent
of the gap respectively; however, the authors noted that discriminatory gender practices and
social norms may have influenced decisions to enter into certain female- or male-dominant
occupations or industries, resulting in the gap.
20 Levanon, A., P. England, & P. Allison. (2009). Occupational feminization and pay: Assessing
causal dynamics using 1950–2000 US census data. Social Forces, 88(2), 865-891.
21 Oldenziel, R. (1999). Making technology masculine: men, women and modern machines in
America, 1870-1945. Amsterdam University Press.
22 Canada’s gender wage gap tends to be slightly higher than the OECD average (19% compared
to 15% OECD average) OECD Employment Database 2014
23 OECD 2012. Closing the Gender Gap: Act Now.
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RECOMMENDATIONS
“… you can’t close the gender wage gap until you have better childcare”
* all quotes come from consultation participants

Through our research and consultations we identified a number of barriers
that prevent women, and therefore everyone in Ontario, from reaching their full
economic potential. Our recommendations cover many settings, from homes, to
schools, to workplaces, and provide a range of ideas to help identify and change
historical stereotypes and social norms that result in the gender wage gap.
Some of them may be relatively quick to implement, but others are aimed at
changing attitudes, values and beliefs over time.
Government, businesses, and other organizations may already have initiatives
underway to help them understand and to address gender wage gaps. These
activities should continue. However, there is an urgent need for further action
through an integrated strategy that addresses the key barriers to women's full
participation at work.
The recommendations which follow are grouped into five parts:
•
•
•
•
•

Balancing work and caregiving
Valuing work
Workplace practices
Challenging gender stereotypes
Other ways government can close the gender wage gap.

Change will require sustained political will, commitment, and resources
from everyone.

PART 1: Balancing Work and Caregiving
Many stakeholders shared stories that reflect the need for better options to
care for their families. This ranged from access to quality, affordable child and
elder care, to the reluctance to make use of parental leaves due to a lack of
workplace support.
Ontario’s current care structure, for children, elders, and others relies on unpaid
caregiving, the majority of which is done by women. Caregiving affects women’s
employment more than it does for men. Research shows that women are more
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likely to miss days at work, retire earlier, quit or lose their job, or turn down job
offers due to unpaid care activities. 24 Unequal distribution of caregiving means
women have less time for paid work.
During our consultation process we heard about cases where jobs were not
offered, career advancement was stalled, or raises were denied following parental
leave. Women and men told us that even though they have the right to take the
leave, they did not feel supported when they did. Some felt stigmatized or were
threatened with dismissal.
Researchers from the United States have found that the motherhood wage penalty
of 4% per child cannot be explained by skills and experience, family structure,
family-friendly job characteristics, or other differences among women. 25 While
motherhood is linked with lower pay, the research shows that men experience a
“fatherhood bonus”—they earn more than non-fathers even after accounting for
all the factors described above. 26 This suggests that working mothers are unfairly
stigmatized simply because they are mothers.
Ontario’s family and employment patterns show a continuing shift towards dualincome families. The majority of women are employed. Many more women return
to work after starting a family. The proportion of families where both parents are
working is increasing. The number of dual income families in Ontario grew from
42% in 1976 to 68 % in 2014. 27 About 8 in 10 lone-parent families were led by
women in 2011, accounting for 13.5% of all census families, while male lone-parent
families represented 3.3% of all census families. 28
More men are beginning to “share the care”, but women are still more likely
to provide unpaid caregiving and spend more time doing it. 29 The majority of
millennial women and men would like to share caregiving with their partners, but
the research suggests that many workplaces do not yet support this shift. 30

24 Fast, J. et al. (2011) Employment consequences of family, friend caregiving in Canada.
FACT sheet provided by the Population Change and Life Course Cluster.
25 Budig, M. J. (2014). The Fatherhood Bonus & The Motherhood Penalty: Parenthood and the
Gender Gap in Pay. Washington, DC: Third Way.
26 Budig (2014) Cited above.
27 Uppal, S. (2015). Employment patterns of families with children. Statistics, 3, 5-8.
28 Statistics Canada, 2011 Census of Population and Statistics Canada catalogue
no. 98-312-XCB.
29 Marshall, K. (2011). Generational change in paid and unpaid work. Canadian social trends,
92, 13-24.
30 Pedulla, D. S., & S. Thébaud. (2015). Can we finish the revolution? Gender, work-family
ideals, and institutional constraint. American Sociological Review, 80(1), 116-139.
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Share the Care
Our recommendations under “share the care” aim to support all types of families
in balancing caregiving and work. “Share the care” is meant broadly: sharing
between women and men, within and across households; sharing through the
public provision of child care; having employers, unions and employees recognize
that business models should take into account the family lives of employees.
Working families need family-work policies and programs that reflect the current
realities of the “sandwich” generation who may be juggling both child and
elder care. 31

A. Invest in Child Care
“… if Québec can have an affordable childcare program that is safe
and accessible, so can Ontario”
During the consultations, we heard about the need for child care from every
community. People clearly said they needed available, accessible and high quality
child care. Research shows that high quality child care is good for the economy
and for working families, especially mothers. 32 It is estimated that every public
dollar invested in child care leads to a $2.47 in benefit to the Ontario economy
due to increases in working hours and wages of women. 33
Many nations and regions now view child care as necessary to strengthen
economic prosperity. It encourages high levels of employment by helping families
combine work and family responsibilities. Research indicates that where affordable,
quality child care is available, women are more likely to work, stay employed and
hold better jobs, 34 all of which contribute to narrowing the gender wage gap.
Some jurisdictions have come to consider child care as an essential social
infrastructure for economic growth and fund it accordingly. 35 The top five OECD
countries, with the highest percentage of working mothers, have national child

31 Duxbury, L., & G. Dole. (2015). 8. Squeezed in the middle: balancing paid employment,
childcare and eldercare. Flourishing in Life, Work and Careers: Individual Wellbeing and
Career Experiences, 141.
32 Cleveland, G., & M. Krashinsky. (1998). The Benefits and Costs of Good Child Care:
The Economic Rationale for Public Investment in Young Children. A Policy Study. Monograph
No. 1. Also see OECD (n.d.) Investing in Early Childhood Education and Care.
33 Fairholm, R., & J. Davis. (2010). Early learning and care impact analysis. Toronto: Centre for
Spatial Economics.
34 Hofferth, S., & N. Collins. 2000. Child care and employment turnover. Population Research
and Policy Review 19 (4): 357-95.
35 Warner, M. E., & S. Prentice. (2013). Regional economic development and child care:
Toward social rights. Journal of Urban Affairs, 35(2), 195-217
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care programs (Iceland, Slovenia, Denmark, Sweden and the Netherlands). 36
Some of the features of the early child care and education systems in these
countries include affordable parent fees, discounts for additional children,
guaranteed child care spaces, and free access for the lowest income families. 37
During our consultations, participants referred to Québec’s universal, governmentsubsidized system. It is currently being revised to first address low income earners’
accessibility to the program and cost-sustainability. Québec’s program is linked
to increases in mothers’ labour market participation and employment (especially
in single-parent families), increased tax revenues, and cost savings from reduced
numbers of people receiving social assistance and other benefits. 38 Ontario can
learn from Québec’s experience. 39
We have two recommendations with respect to childcare. The first is aimed at
developing a system to meet the needs of working women who are trying to get,
keep, or extend their hours of work, or advance in their jobs and careers. The
second addresses immediate pressures and gaps in the current system that have
been identified.
Recommendation 1:
The government should immediately commit to developing an early child care
system within a defined timeframe. The system should provide care that is:
high quality, affordable, accessible, publicly funded and geared to income, with
sufficient spaces to meet the needs of Ontario families.
•
•
•
•

The system should be for those who are working, or in education
or skills training
In the first year, the government should present a plan on how
and when it will achieve the system
At the same time, the government should encourage the federal
government to proceed with and fund a national child care strategy
The government should report on its progress annually

36 OECD. (2012). Social Expenditure Database. Public Spending on Child Care and
Early Education.
37 Béland, D., et al. (2014). The Universal Decline of Universality? Social Policy Change in Canada,
Denmark, Sweden and the UK. Social Policy & Administration, 48(7), 739-756; Cooke, G., &
Henehan, K. (2012). Double Dutch: the case against deregulation and demand-led funding in
childcare. Institute for Public Policy Research.
38 Fortin, P., et al. (2012). “Impact of Québec’s Universal Low-Fee Childcare Program on Fe¬male
Labour Force Participation, Domestic Income and Government Budgets.” Sherbrooke:
Re¬search Chair in Taxation and Public Finance, University of Sherbrooke.
39 Lefebvre, P., et al. (2011). Québec’s Childcare Universal Low Fees Policy 10 Years After: Effects,
Costs and Benefits. Cahier de recherché, Working Paper, 11, 01
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Investments must begin immediately. There is a benchmark for funding that we
have found useful: Twenty years ago, the European Commission Network on
Childcare proposed that public expenditure on child care should be no less than
1% of GDP as a financial target. 40 This would cover operational and capital costs
of services, as well as infrastructure, such as planning, monitoring, review, support,
training and service development.
Although Ontario has doubled funding for early childhood education and care to
$1 billion annually, spending still amounts to only 0.6% of GDP. In comparison,
Québec spent 1.2%. 41
Investments in child care contribute towards identified economic benefits such as
increased taxes paid by working parents and reduced social service costs. 42
While the government is developing a child care system to support Ontario’s 21st
century economy, immediate improvements can be made to its existing program.
Some steps have already been taken 43: four thousand new licenced child care
spaces in schools were announced in 2015. Full-day kindergarten is now available
for all four- and five-year olds across the province.
“I had to find a job while pregnant, had to negotiate a shortened maternity
leave …. – the biggest issue is childcare - the biggest problem is finding
childcare for more irregular hours – what about respite care?”
However, despite recent program enhancements, in 2014-2015, only 20% of
Ontario children up to 12 years old were in licenced childcare programs. 44 We
heard that lack of affordable child care is a major employment barrier for working
mothers and families. In many places, the wait list for a subsidized space is long. 45
If a family moves to a different municipality, they lose their subsidy and have

40 Quality targets in services for young children: Proposals for a ten year action programme (1996),
by the European Commission Network on Childcare and Other Measures to Reconcile the
Employment Responsibilities of Men and Women. The proposed target of at least 1% GDP
allocated for services for young children should apply to services for children aged 5 years and
under (not just children under compulsory school age) and would therefore include the costs
of early compulsory schooling in countries where this begins before the age of 6 years.
41 Early Childhood Education Report, 2014. Atkinson Foundation with Ontario Institute for Studies
in Education and others.
42 Cleveland, G., & M. Krashinsky. (1998). The Benefits and Costs of Good Child Care: The
Economic Rationale for Public Investment in Young Children. A Policy Study. Monograph No. 1.
43 Ontario Early Years Policy Framework, 2013.
44 Ontario Ministry of Education, Early Years Division.
45 In the City of Toronto (as of May 11, 2016), there were 12,480 children on the fee subsidy wait
list. In the City of Ottawa (as of February 2016), according to the Child Care Service Plan
(2016-17), there were 8,830 children on the child care registry and waitlist (full fee and subsidized).
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to re-apply. We also heard that people need quality, licensed care that is
close to home or work, and that can accommodate various work schedules
(e.g., shiftwork, irregular hours, and overnight).
Recommendation 2:
To alleviate current stresses and address the gaps in the current child care system,
the government, working with municipalities as appropriate, should immediately:
•

•
•
•
•
•

Review access and eligibility for child care fee subsidy programs
and make changes to effectively support women, giving priority
to those who are trying to improve their job prospects or earning
potential and those who are overcoming abusive relationships
Ensure effective use of sliding fee scales and special subsidies
Increase spaces in schools or community hubs based on
regional need
Study whether a subsidy can follow the child across
geographic boundaries
Consider provincial options to provide incentives for businesses
to become partners in the funding or delivery of child care
Take steps to develop a child care program to meet the need
for services on a flexible basis, including temporary, short-term
or emergency care, as well as the regular need for service
outside of ordinary business hours.

B. Support for Elder Care
The number of seniors in Ontario is expected to double to more than four million
by 2041, which means there will be an increased need for elder care. 46
In Ontario, about 1.8 million women were unpaid caregivers in 2012. 47
These women spend more time than men on caregiving activities 48 such as
transportation, domestic tasks both indoors and out, scheduling appointments,
managing finances and providing personal care.

46 The number of seniors aged 65 and over is projected to more than double from almost 2.1
million, or 15.2% of population, in 2013 to over 4.5 million, or 25.5 per cent, by 2041. The
growth in the share and number of seniors will accelerate over the 2013–2031 period as baby
boomers turn age 65. (Ontario Ministry of Finance Population Projections 2013-2041)
47 To a family member or friend with a long-term illness, disability or aging needs. Statistics
Canada. General Social Survey 2012. CANSIM Table #114-0001.
48 29% of women and 22% of men spend more than 10 hours a week providing unpaid care.
Statistics Canada. General Social Survey 2012. CANSIM Table #114-0001.
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“… w
 omen are still doing the caregiving roles – we haven’t made the shift
to share the responsibility [between] men and women”
Research has shown that family caregiving can result in loss in employment
income, exits from the labour market, risk of financial insecurity, 49 and negative
health outcomes. 50 We heard many stories about the pressures facing the
“sandwich” generation who provide care for children and aging relatives.
There are potential consequences for employers who cannot provide flexibility
to help employees juggle family care with work. Productivity may be affected, as
employees may be absent, distracted or burnt out. 51
The government has a number of initiatives already underway to transform the
health care system. 52 We are concerned about the effect on the gender wage gap,
working women and the pressures they face when society relies on informal care
to meet the increasingly complex care needs of an aging population. Society’s
reliance on informal care for the elderly may not be sustainable for families or
the economy. 53
While a comprehensive costing of options is beyond the scope of this project,
the research does suggest key health system challenges can be addressed with
increased investment and delivery of home and community care services for older
people so that they can remain at home longer. 54
Recommendation 3:
The government should alleviate pressures on working families by ensuring there is
sufficient capacity in the long-term care system, together with sufficient availability
of home and community care services for Ontarians who require assistance to
remain at home.

49 Fast, J., et al. (2013). The Intersection of Caregiving and Employment Across the Life Course:
Final Report. Edmonton. University of Alberta, Research on Aging, Policies and Practices.
50 Health Quality Ontario. (2016) The Reality of Caring: Distress among the caregivers of home
care patients; Turcotte, M. (2013). Family caregiving: What are the consequences? (pp. 75-006).
Statistics Canada
51 Duxbury, L., et al. (2011). Elder care and the impact of caregiver strain on the health of
employed caregivers. Work, 40(1), 29-40.
52 Ontario Ministry of Health and Long-Term Care. Patients First: Action Plan for Health Care
(February 2015) and A Roadmap to Strengthen Home and Community Care (May 2015)
53 Keefe, J. M. 2011. Supporting Caregivers and Caregiving in an Aging Canada. IRPP Study 23.
Montreal: Institute for Research on Public Policy.
54 Conference Board of Canada. May 2012. Home and Community Care in Canada:
An Economic Footprint.
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C. Parental Shared Leave Policy
Job protected leave policies allow parents to remain connected to their workplaces.
While parental leave in Ontario is available to women and men, women are more
likely than men to take it. 55 Some jurisdictions have recently focused on designing
policies to encourage men to take leaves to help “share the care.”
Currently, Québec is the only province in Canada that offers targeted paternity
leave—providing five weeks only to fathers, 56 in addition to the 32 weeks that
can be shared between parents and 17 weeks of maternity leave. Québec is
also the only province with its own leave benefit program: the Québec Parental
Insurance Plan (QPIP), established in 2006. The QPIP provides for a higher wage
replacement benefit rate and broader eligibility criteria than Employment Insurance
(up to 75% of wages to a weekly maximum, compared to 55% for EI benefits; plus
eligibility for self-employed persons and fewer hours to qualify). There is evidence
that the Québec model is working to “share the care”: a higher percentage of
fathers take leave compared to the rest of Canada. 57
Job-protected leaves in other jurisdictions vary considerably in terms of the level of
financial support as well as the factors that encourage partners to take the leave.
Three Nordic countries—Finland, Norway and Sweden—stand out with policies
that promote gender equality. 58 In each of these countries, a portion of the leave is
reserved for each parent and each parent receives a reasonable proportion of their
usual earnings (e.g., in Sweden, three months of the total parental leave is reserved
for each parent and they receive nearly 80 per cent of their usual (earnings) during
the leave. 59 This is often referred to as a “use it or lose it” model.
After the introduction of father portions in Norway, the number of fathers taking
leave increased from 4% to 89% in 10 years and in Sweden, 75% of fathers took
parental leave in 2011. 60 There is evidence that the child’s other parent is more
likely to take the leave if it is paid at a reasonable level.

55 Marshall K. (2008). And Statistics Canada, Employment Insurance Coverage Survey.
56 We use the terms “father” and “paternity” with reference to Québec and original sources.
For Ontario, we prefer “partner” or “second parent” to recognize the diversity of family types.
57 Findlay, L. C., & D. E. Kohen. (2012). Leave practices of parents after the birth or adoption of
young children. Canadian Social Trends, 94.
58 Ray, R., et al. (2010). Who cares? Assessing generosity and gender equality in parental leave
policy designs in 21 countries. Journal of European Social Policy, 20(3), 196-216.
59 Moss, P. (2013) International Review of Leave Policies and Research 2013.
60 Broomhill, R., & R. Sharp. (2012). Australia’s parental leave policy and gender equality: An
international comparison. Australian Workplace Innovation and Social Research Centre.
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Under Ontario’s Employment Standards Act, 2000 (ESA), eligible employees have
the right to take job-protected unpaid pregnancy leave of up to 17 weeks. Both
new parents have the right to take unpaid parental leave of up to 35 (birth mother)
or 37 weeks (for all other new parents). The leaves are coordinated with the
federal Employment Insurance Act, which provides maternity and parental benefits
payable to the eligible employee in the amount of 55% of average weekly earnings
during the period the individual is off work on an ESA pregnancy or parental leave
(to maximum of 52 weeks).
Table A: Job-Protected Pregnancy and Parental Leave Policies in
Ontario, Employment Standard Act, 2000
Reason for Leave

Eligibility for Leaves

Maximum number of weeks
of leave

Pregnancy (exclusively
for the woman who
gave birth)

Due date is at least 13 weeks 17
after starting employment

Parental

Employed by the employer
for 13 weeks

37 weeks (Birth mothers who
take pregnancy leave are
entitled to up to 35 weeks)

Table B: Maternity and Parental Benefits in Ontario Federal
Employment Insurance Act
Reason for Benefit

Eligibility for Benefits

Maximum number of weeks
of benefits

Maternity (exclusively
for the woman who
gave birth)

Employees who have
accumulated at least
600 hours of insurable
employment during the
qualifying period

15

Parental

Employees who have
accumulated at least
600 hours of insurable
employment during the
qualifying period

35 weeks can be shared by
parents

We learned that Ontarians support the use of parental leaves to help with familywork life balance and caregiving. Participants also said there needed to be more
flexibility in leave policies so that parents would not have to take their leaves all at
once. Shared parental leave, with reserved portions for each parent, aims to make
it normal in workplaces to have both parents take time off to raise their children.
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Job protected leaves with a “use it or lose it” feature may provide incentives to
workers to return to their previous jobs, and save employers hiring and training
costs. If shared equally between the parents, the new leave provision may help
promote retention of skills, due to earlier return to work for both parents.
Recommendation 4:
The government should combine the job-protected pregnancy and parental
leave provisions in the Employment Standards Act, 2000 to establish a
Parental Shared Leave.
The leave should have:
•
•

Designated pregnancy, first parent and second parent allocations; reserving
time specifically for each parent on a “use it or lose it” basis, and
Options for flexible use to facilitate ease of re-entry into employment.

Recommendation 5:
To encourage the use of the Parental Shared Leave by both parents, the provincial
government should ask the federal government to coordinate Employment Insurance
benefits with the Parental Shared Leave and to increase the amount payable.
If coordinated federal benefits are not available to support the Parental Shared
Leave, then the provincial government should explore options for a provincial
insurance benefit plan with flexible options to top up current EI rates, or explore
other options to fund leaves such as a registered leave savings plan, modelled
after the Registered Education Savings Plan.

PART 2: Valuing Work
Work performed or dominated by women has historically been, and continues to
be, undervalued. This is a major contributor to the gender wage gap. There are
two main methods for ensuring that women are compensated for the value of their
work: equal pay for equal work and pay equity (equal pay for work of equal value).
Both pay equity and equal pay for equal work have been identified as a human
right by Canada, federally, and by the United Nations. 61

61 The Canadian Human Rights Act, Section 11, includes pay equity as a human right. This term
refers to the concept of “equal pay for work of equal value”, and allows for comparing different
jobs within an establishment. The United Nations Convention on the Elimination of All Forms of
Discrimination against Women (CEDAW), Article 11(d) refers to “The right to equal remuneration,
including benefits, and to equal treatment in respect of work of equal value, as well as equality
of treatment in the evaluation of the quality of work.”
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In Ontario, equal pay for equal work and pay equity are found in two pieces of
legislation, described below. They are enforced by separate bodies, using different
mechanisms and criteria.
The Employment Standards Act,
2000 covers Equal Pay for
Equal Work
This provision requires women and
men to receive equal pay when they do
the same or substantially the same job
in the same establishment.

The Pay Equity Act covers Equal Pay
for Work of Equal Value (or Pay Equity)
Pay equity requires employers to pay
female jobs at least the same as male
jobs if they are of comparable value,
based on skill, effort, responsibility and
working conditions.

Equal Pay for Equal Work
During our consultations, many women told us they are not paid equally when
performing the same work as their male colleagues. We heard that it is hard to
understand the difference between the concepts of “equal pay for equal work”
and “pay equity”, and how each applies. Many American states are legislating “pay
equity” laws: closer analysis shows that these are addressing equal pay for equal
work. This may add to the confusion in the public’s mind.
Pay Equity
Pay equity has been a legal requirement in Ontario since 1987 under the Pay
Equity Act (PEA), enforced by the Pay Equity Commission. It applies to all public
sector employers and to all private sector employers with 10 or more employees.
The pay equity process is meant to uncover gender bias in compensation systems
that may favour work historically done by men, over work historically done by
women, using recognized compensation comparison techniques.
Québec also has a stand-alone pay equity law with an independent enforcement
agency, 62 originally modelled after Ontario’s. Both Acts are held up nationally and
internationally as models for others because they require employers to ensure that
they comply with the Act and are not dependent upon a complaint being filed.
This type of law is referred to as proactive.

62 In Québec, the Pay Equity Commission was recently grouped with the Labour Standards
Commission and the Occupational Health and Safety Board into a new institution called the
“Commission des normes, de l’équité, de la santé et de la sécurité du travail” (CNESST)
under Bill 42.
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The Québec legislation addresses the issue of escalating liabilities for noncompliance by including requirements for employers to file reports on pay equity
implementation and maintenance, and setting a maximum period for calculating
pay equity adjustments.
At the federal level, the 2004 Task Force on Pay Equity recommended a proactive
pay equity law and an independent pay equity agency to enforce it. The current
federal government has recently struck a legislative task force by adopting a
motion that “calls on the government to implement the recommendations of the
2004 Pay Equity Task Force Report”. 63

A. Simplifying Pay Equity Laws
During our consultations we heard strong support for the continuance of the
Ontario Pay Equity Act as currently administered, with a call for increased
resources and better, more robust enforcement.
We also heard that that the Act needs to be simplified, so that it can:
•

•

•
•

Clearly state how pay equity, once achieved, can be maintained
in workplaces that need to make changes to their compensation
systems or add new job classes, for example
Make sure that all employers, especially new ones, are aware of
their pay equity obligations. By the time it is realized, significant
liability can be attached to failure to comply, and this in turn
becomes another barrier to compliance. It may also mean that
employees in female-dominant jobs are not getting the pay
adjustments to which they are entitled
Re-examine the role of workplace parties and the interaction
between collective bargaining and pay equity
Consider who needs to be covered by pay equity, in light of the
changing nature of workplace relationships.

Recommendation 6:
The government should address barriers to compliance and support employers
in ongoing obligations by amending the Pay Equity Act.
After appropriate consultations, government should consider:
•

Setting a defined time period to bring forward current complaints
for non-compliance and retroactive payments

63 Parliament of Canada. Special Committee on Pay Equity. Mandate.
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•
•
•
•
•
•

Setting regular intervals for employers to report on changes to their
compensation practices and the impact on pay equity
Limiting retroactive payments to claims that arise within the reporting period
Defining the employer-employee relationship to better reflect 21st century
workplace relationships
Transferring the equal pay for equal work provision from the Employment
Standards Act to the Pay Equity Act
Clarifying the role of unions and employees
Clarifying the requirement to maintain pay equity

In addition, the government should ensure the enforcement agency for the Act has
sufficient capacity to support its role.

B. Female-dominant Sectors and Pay Equity
Female-dominant jobs can be undervalued within organizations and by sector.
The majority of female-dominant work is found in caring professions in the public
sector, including home care, community living, child care, and domestic violence.
Women in female-dominant sectors could not access pay equity remedies until
1993, when the proxy method was added to the Act.
The proxy method allows certain public sector employers with only female job
classes to borrow job descriptions and salary information from another public
sector employer (the proxy employer) with similar female job classes, to make
comparisons and establish pay equity job rates. The Act requires employers to
apply 1% of payroll each year to increase wages and thus achieve pay equity
over time.
Québec’s Pay Equity Act has regulations that establish male comparators in
female-dominant sectors in both the public and private sectors. New Brunswick
achieves pay equity in its Broader Public Sector by negotiating standardized job
descriptions and establishing male comparators, sector by sector, with the relevant
unions and then also applying the rates to non-unionized environments.
During our consultations, we heard from stakeholders about the complications of
Ontario’s proxy method:
•
•

Proxy is available only as a point-in-time solution and only
covers eligible organizations that existed in 1993
The information from the employers used as a comparator
may result in a wide variation in pay equity job rates within the
same sector
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•

•
•

The minimum requirement to apply one per cent of the
organization’s previous year’s payroll to achieve pay equity job
rates, together with inconsistencies in dedicated pay equity
funding, means that some organizations are still trying to achieve
pay equity job rates set in 1994 64
The lack of clarity around how to maintain pay equity when using
the proxy method is the subject of ongoing litigation 65
In many cases, payment of wage increases, without addressing
outstanding pay equity obligations, has delayed the achievement
of pay equity.

More recently, the province has implemented wage enhancement programs in
an attempt to raise the wage floors of child care and personal support workers.
We heard that these programs, while welcome, have had serious impacts on
those employers who are still attempting to achieve pay equity using the proxy
method. For example, if the wages of some female jobs are raised through a wage
enhancement program, the organization may be required to raise the wages of
other female jobs, without the help of a wage enhancement, in order to ensure pay
equity requirements are met.
Recommendation 7:
The government should assess the state of proxy pay equity and examine ways
to coordinate achievement of pay equity with wage enhancement programs in the
Broader Public Sector.
This may include:
•
•
•

Asking government ministries to work with their transfer payment agencies
to assess how much and how long it may take to reach pay equity job rates
Looking at how wage enhancements affect employers who are in the
process of achieving pay equity using the proxy method
Exploring whether wage increases should be applied to first achieve pay
equity job rates

Even though the proxy method extended pay equity into sectors that were, and
continue to be female-dominant, not all employees in female-dominant sectors in

64 Pay Equity Commission (2010). Assessing Proxy Use and Outcomes in the Broader Public
Sector 2009-2010
65 Ontario Nurses’ Association v “Participating Nursing Homes”, 2016 CanLII 2675 (ON PEHT)
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or outside the BPS are covered by proxy. For those workers, wages continue to
be low despite the fact that their work may require educational and professional
qualifications (e.g., for personal support workers, developmental services workers,
early childhood educators) and they have challenging working conditions because
of the populations they serve.
In the child care sector, we also heard that increasing numbers of students are
choosing not to continue their work after initial training because of low wages and
limited job opportunities, and current workers are leaving to pursue other career
options. As a result, education and training investments are lost. Raising wages,
benefits and improving working conditions in these sectors may attract and retain
employees, improve the quality of care, and increase the way society values
caregiving and other (female-dominant) work.
Recommendation 8:
The government should consult with relevant workplace parties on how to value
work in female-dominant sectors using pay equity or other means.
These methods should include:
• Selecting appropriate comparators for establishments in
female-dominant sectors
• Determining ways to raise wage rates to reflect the value
of the work performed.
• Improving the working conditions for female-dominant
occupations and consider making binding standards
for a given sector.

PART 3: Workplace Practices
“The majority of talent recruitment, development, and management systems aren’t
designed to correct wage inequities, nor will ‘giving it time’ even the playing field
for women and men. Only intentional actions will close these gaps.”

While many workplaces may be progressive in their outlook on gender and
supportive of women workers, we heard about experiences where women felt they
were being overlooked for promotions, did not receive credit for teamwork with
men, or were assigned projects that did not make good use of their skills. Over
time, these practices may result in a gender wage gap within an organization.
Many companies and business executives have begun to realize the benefits of
openly promoting gender diversity and equality goals. 66 There is evidence that a
66 McKinsey Global Institute. (2015). The Power of Parity: How advancing women’s equality can
add $12 trillion to global growth.
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more gender diverse workforce can improve performance, create a business
culture that attracts the most talented employees, reduce staff turnover, enhance
organizational performance and lead to better financial outcomes for the enterprise. 67
“Transparency would be huge. Recent hires are making $5 per hour more than me”
There are a range of business practices, human resources and compensation
policies and systems that may contribute to an organization’s gender wage gap.
Some organizations may have sufficient resources or knowledge about these
human resource practices. Others may have already introduced measures to
address gender wage inequalities. Some may not be aware of the issue. We heard
that pay transparency and an analysis of how gender bias may affect women and
men are good places to start.

A. Need for Pay Transparency
Transparency in pay causes institutions and organisations to examine their
practices, 68 and show leadership as accountable, equitable employers. Making pay
information available can remove opportunities for pay discrimination, helping to shift
the business culture and expectations towards greater equality. With knowledge of
pay rates or ranges, employees are in a better position to negotiate fairer salaries.
Research shows that women negotiate their salaries less often than men. 69 Studies
also show that when women negotiate, they are more likely to be penalized or not
hired, than men who ask for the same thing. 70 Knowledge of pay rates or ranges
may also allow employees to access their rights to equal pay and pay equity.
In the U.S., President Obama issued an executive order 71 that promoted pay
transparency by prohibiting pay secrecy. The aim was to make it possible for
co-workers and job applicants to share information about their compensation
without fear of discrimination or reprisal. The executive order says that employees
and job applicants cannot be let go or discriminated against because they inquired
about or discussed compensation information.

67 Australia Government, Workplace Gender Equality Agency. March 2013. The Business Case
for Gender Equality.
68 New JNCHES Equality Working Group (2010). The Gender Pay Gap a Literature Review.
69 Babcock, L., & S. Laschever. (2003). Women don’t ask (pp. 85-89). Princeton, NJ: Princeton
University Press.
70 Bowles, H. R., et al. (2007). Social incentives for gender differences in the propensity to initiate
negotiations: Sometimes it does hurt to ask. Executive Order 13665—Non-Retaliation for
Disclosure of Compensation Information(1), 84-103.
71 Administration of Barak Obama. April 8, 2014. Executive Order 13665—Non-Retaliation for
Disclosure of Compensation Information
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During consultations we heard that some form of pay transparency is necessary.
Exactly what and how pay is made transparent can range from employers
providing information on pay setting philosophy, policies or procedures, market
studies of wage rates, or aggregated pay rates or ranges. Pay transparency is an
excellent first step to identifying and correcting other practices that may have an
impact on the gender wage gap.
Recommendation 9:
The government should:
•

•
•
•

encourage the Broader Public Sector (BPS), Ontario businesses
and other organizations to develop pay transparency policies and
to share organizational pay information with their employees
develop and adopt pay transparency policies for the Ontario
Public Service (OPS)
set an example by publicizing information or data on the Ontario
Public Service’s compensation or salary ranges by gender
consider legislation to include protection against reprisal for
employees sharing their personal pay information.

B. Gender Workplace Analysis
We heard that many employers do not really know if they have systemic issues
related to gender in their organization. Moving beyond pay transparency, many
jurisdictions are using gender analytic programs that require businesses to
examine their workforce profile, and human resources and employment policies
and practices for any unintentional gender biases in:
•
•
•
•
•

Hiring and setting starting salaries
Compensation, including bonus-setting
Access to training and promotion opportunities
Participation in decision-making roles
How employees who take parental and other caregiving leaves are treated.

Collecting and analyzing gender-specific statistics are essential to bring awareness
to disparities in the workplace. A standardized approach to gender data
production, collection and assessment needs to be developed and applied.
A gender perspective needs to be incorporated into all aspects of data production,
including the forming of gender-relevant variables, collection methods, presentation
and distribution.
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“… m
 andate employers to collect and share employee data … gender,
employment status (temporary, part time, contract, full-time) and rank. Without
this data it is difficult to assess the causes and identify measures that could
help mitigate the continuing pay gap.”
Once workplace data has been collected, employers and employees can diagnose
if there are barriers that are preventing women from fully engaging in the workplace.
Employers can then make the necessary changes to remove these barriers.
A range of initiatives has been used: a regulatory approach is used in Australia
(Workplace Gender Equality Act, 2012); Switzerland has promoted the use of a
self-assessment pay calculator (Logib) and developed an “Equal-salary” public
recognition award program. The United Kingdom is moving beyond their voluntary
framework (“Think, Act, Report”) to considering a mandatory model requiring the
publishing of gender pay gap information.
In Ontario, the Pay Equity Office Wage Gap Pilot project may be instructive, as it
dealt broadly with a simple gender workforce analysis. 72 The high participation rate
and the gender wage gaps found during this program indicate that a workforce
gender analysis is useful in Ontario. The implementation of Accessibility for Ontarians
with Disabilities Act (AODA), 2005 may also provide a model for reporting. 73
Recommendation 10:
To help employers identify and take corrective actions to close gender wage gaps
in their organizations, the government should immediately consult on and develop a
gender workplace analysis tool. It should be simple to use and readily accessible.
The diagnostic tool should enable employers to collect relevant wage and policy
information to examine: gender and diversity recruitment and hiring, starting
salaries, family-friendly environments including top-ups for leaves, or flex-time
policies, fair promotion processes and bonuses, access to training and leadership
opportunities through sponsors or mentors, and gender-balance on boards and at
the executive level.

72 Pay Equity Office (2015). Results of the Wage Gap Pilot Program.
73 The organization reporting needs a One-key account on ServiceOntario to log in and use
the Accessibility Compliance Reporting tool. The questions asked depends on the size
of the organization.
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The government should:
•

Develop resources or guides that define the data to be collected,
establish indicators, and assist in tracking and reporting
• Implement the tool in the following phases:
–– The Ontario Public Service and its agencies, boards and commissions
–– The Broader Public Sector
–– Distribute the tool to businesses and encourage them to use it.
• Conduct a 3-year assessment of its usage and effectiveness at
closing organizational gender wage gaps
• Based on the 3-year assessment, determine next steps toward
achieving gender equality in workplaces including, if necessary,
mandatory reporting and action plans.
The government should consider:
“… w
 e often say that things are going to change … if we don’t monitor what is
going on, it will fall through the cracks”
•

•

Building collaborative partnerships with champions of gender workplace
diversity and equity and other corporate leaders, municipal partners and
key human resource professionals (e.g., Human Resources Professional
Association, Ontario Chamber of Commerce) to encourage the use of
the tool
Developing a voluntary pledge, public recognition or accreditation program
aimed at recognizing employers for applying the tool and making their
results public.

C. Women on Boards
Women, as leaders, become role models and that may help shift cultural
and organizational norms. Currently, women are still under-represented in
leadership positions.
Research has found that gender diversity in corporate leadership is linked to improved
governance and stronger performance in both financial and non-financial measures.
Studies indicate that a critical mass of 30 per cent of women is needed. 74
Jurisdictions such as Australia, France, Germany, Iceland, Italy, Norway, Québec,
and Spain have plans or legislation that set targets or quotas for women in

74 Catalyst. (2013). Why Diversity Matters.
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leadership. 75 For example, Norway requires 40% of women on public boards;
the target is backed up by sanctions that could include the dissolution of noncompliant boards. The Norwegian approach is considered successful in changing
attitudes and gaining support for enhancing diversity. 76
“Bold, courageous, innovative approaches that challenge, confront and
transform systemic practices of discrimination are needed to ensure that
women and girls finally share fully and equally in the economic and social
wealth of our communities.”
In Ontario, companies listed on the TSX are now required to report publicly on their
efforts to increase the number of women on their boards and in executive officer
positions. The “comply or explain” regulation, which came into effect December
2014, resulted in only 15 per cent of companies adding one or more women to its
board in the first year. 77
Recommendation 11:
The government should require publicly traded companies to ensure diverse
representation of women on boards to a minimum of 30%, with appropriate
penalties for non-compliance.
Recommendation 12:
The government should examine and report on the gender balance of its
appointments to provincial agencies, boards and commissions.

PART 4: Challenging Gender Stereotypes
It was apparent, during our consultation process, that there was confusion about
the gender wage gap. We used the consultation process as an opportunity
to make people more aware about the scope of the problem. With a better
understanding, participants were able to explore how we could address the many
factors that cause the gender wage gap. Stakeholders said public education
campaigns are needed to encourage gender equality at home, work, and play.
75 Pande, R., & D. Ford. (2011). Gender quotas and female leadership: A review.
76 Sorsa, P. OECD ecoscope. March 8, 2016. Gender quotas for corporate boards – do they
work? Lessons from Norway
77 Canadian Securities Administrators. September 28, 2015. Staff Review of Women on Boards
and in Executive Officer Positions –Compliance with NI 58-101 Disclosure of Corporate
Governance Practices
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We also heard that the influence of gender stereotypes starts early in life, at home
and at school. Research 78 supports this view. As women and men plan their
future, there may be opportunities to educate them so that they can make life
choices that are free of gender bias.

A. Raising Social Awareness
We heard that the province’s recent campaign for “It’s Never Okay: An Action
Plan to Stop Sexual Violence and Harassment” 79 is an effective model for raising
awareness on social issues. Many past campaigns on public health issues,
such as seat belt use and the health risks of smoking, have been successful at
changing behaviours and underlying social norms. 80
Recommendation 13:
“We live in a time where people recognize unconscious bias - but don’t voice
what they see. That has to change so we can turn the culture around.”
The government should develop a prolonged and sustained social awareness
strategy to:
•
•
•

Help people understand the impact of gender bias
Promote gender equality at home, at work and in the community
Increase the public’s understanding of the causes of the
gender wage gap and why it is important to close the gap.

The government should:
•

Identify what individuals, business, labour and organizations could
do to be a part of the solution

•

Develop a series of well-targeted messages, informed by current
research on gender perceptions and norms

•

Promote positive images and stories of women and men in a variety
of occupations

78 By 6 months infants can distinguish faces and voices by sex. By two or three, preschoolers can
develop gender stereotypes. Martin, Ruble. 2010. Patterns of Gender Development. Annual
Review of Psychology. 61:353-381.
79 The #WhoWillYouHelp campaign was aimed at helping the public recognize sexual violence and
harassment.
80 For example, Wakefield, M.A., et al. (2010). Use of mass media campaigns to change health
behaviour. The Lancet. 376:1261-1271.
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•

Look to partner with organizations to develop and deliver a wide range
of awareness materials, through appropriate and innovative channels

•

Evaluate the campaign’s reach and effectiveness.

B. Education and Career Development
Education
Schools are an important place for raising awareness about societal issues. Many
schools are working to help students understand the importance of accepting
differences. Having school teachers and staff reflect the diversity of the school
community sends an important equity message to students and parents.
There are many opportunities to teach how gender stereotyping leads to bias, and
how bias can affect a lifetime of confidence, attitudes and potential, at home, at
school and at work. This anti-bias message can evolve each year, to complement
the curriculum of each grade level.
Career Development and Assessment
We heard that more must be done to ensure young women and men have
information about all possible careers as they begin to make choices. Career
education and guidance programs can promote well-informed decisions about
post-secondary education, skills training or labour markets.
While teachers can influence educational and career choices for young women
and men, educators do not regularly do career counselling. Except for co-op
teachers, educators are not likely to have strong links to employers. While many
guidance counsellors have knowledge of career options, they are more often
counselling students on a wide range of issues ranging from course selection to
mental health issues. 81
Therefore, the educational system should involve other partners in the design and
delivery of programs on gender equality, career and labour market options.
Recommendation 14:
The government should ensure that all aspects of the education system are free of
gender bias. 82

81 People for Education (2016). Ontario’s Guidance Counsellors: Spread thinly in an environment
of growing expectations.
82 Our recommendations build on the equity goal integral to the province’s policy, Achieving
Excellence: A Renewed Vision for Education in Ontario
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The government should:
a) Work with universities, colleges, teachers’ associations, professional
regulatory bodies, school boards and administrators to ensure:
–– the primary and secondary school curricula include
content on gender bias awareness
–– teachers have appropriate resources and training to
deliver the content in a gender neutral way
–– faculties of education, pre-service teacher training and teachers’
professional development incorporate gender bias awareness
into career education programs
b) Work with school boards to provide young women and men with career
development and experiential learning opportunities in historically male- or
female-dominant careers
c) Lead the development of partnerships with key local stakeholders such
as Parent Involvement Committees or School Councils, local employers
or Chambers of Commerce, municipal and regional business and
economic development departments, Junior Achievement or other youth
organizations to support career education and development
d) Assess the degree to which the education system’s workforce reflects the
gender and diversity of the community being served; identify and address
any barriers in admissions to teacher education programs or in schools’
employment policies and practices.
“If you want women to go into non- traditional roles, men have to [welcome] them.”

C. Expanding Skills Training Opportunities
The occupations and industries where men and women work are still influenced
by social norms. As such, gender stereotypes are challenged when women enter
into a male-dominant sector or men enter into a female-dominant sector. There
appear to be barriers to training for work in occupations historically dominant by
either women or men. We heard about lack of information about the variety of jobs
available, and active discouragement or harassment. By expanding skills training
opportunities, and ensuring they are supportive, more women and men may enter
into different sectors, breaking down gender stereotypes that contribute to the
gender wage gap.
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Recommendation 15:
The government should develop an action plan to support employment and skills
training and help increase women’s participation in male-dominant skilled trades
and men’s participation in female-dominant ones.
In support of an action plan government could:
•

•

Identify opportunities to meet the needs of women and men
in employment training services and programs, including
pre-apprenticeship training, in historically female or
male-dominant sectors
Ensure women are supported by their employers when entering
non-traditional fields.

Access to skills training also matters because research has shown a link
between highly skilled male-dominant sectors and earnings. 83 Women working
in skilled male-dominant sectors may have access to high paying jobs. We heard
during consultations from women who are interested in historically male-dominant
jobs, but had barriers to entry, including insufficient access to child care or lack
of subsidy.
We heard that some graduates from training programs end up in workplaces
where they are not welcomed. It appears that in these workplaces, sexism is
accepted, or ignored. To support women’s long-term employment, training
programs and workplaces must be free of gender-based harassment,
discrimination, and bullying.
Recommendation 16:
The government should ensure that employment and skills training programs help
women succeed in getting and keeping jobs they are trained for.
This may include:
•
•

Providing supports during and after training to assist women if they
encounter unwelcoming workplace environments
Working with municipalities and community groups to develop
outreach plans to attract women, including women from disadvantaged
communities, from the earliest age possible

83 Hegewisch, A., et al. (2010). Separate and Not Equal? Gender Segregation in the Labour
Market and the Gender Wage Gap. Institute for Women’s Policy Research.
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•

•

Continuing bridging programs or other initiatives to assist foreigntrained women professionals become accredited and help them
finds jobs in their fields
Measuring the success of program graduates in the workplace,
over several years after placement.

PART 5: Other Ways Government Can Close the
Gender Wage Gap
People told us that leadership from government is vital to closing the gender wage
gap. Through its various roles as a direct service provider, law- and public policymaker, designer and funder of programs and services, and purchaser of goods
and services, it can use its authority to show leadership on closing the gender
wage gap in the following ways:

A. Perform Gender-Based Analysis
Gender-Based Analysis (GBA) is a tool used to help advance women’s equality
in economic, social and civic life by assessing the potential impacts of policies,
programs, services, and other initiatives on women and men, taking into account
gender as well as other identity factors.
A cross-jurisdictional scan shows that the federal government, all other provinces
and the Yukon have published materials or have training on GBA. 84
However, concerns were raised that GBA is not being conducted in a formal,
complete and outcomes-based way. It was not clear that GBA is being applied at
the outset of programs or policy development processes when it is important to
uncover and correct any hidden gender biases or assumptions. Adding GBA after
the fact is often too late to make a difference.
GBA should ideally be applied to all policy, programs and services. When GBA
is applied in policies or programs that may appear gender-neutral, such as
budgets 85 or taxation, 86 it becomes more obvious how government expenditures
and revenues and large-scale investments can affect women and men differently.
84 Gender Based Analysis, Cross Jurisdictional Practices prepared for Federal-Provincial-Territorial
senior officials responsible for the Status of Women. June 2015.
85 Bakker, I. (2006). Gender Budget Initiatives: Why they matter in Canada. Canadian Centre
for Policy Alternatives; Budlender, D. (2001)., Review of gender budget initiatives; European
Parliament. June 2015. Gender Responsive Budgeting; Judd, K. (ed.) (2002), Gender
Budget Initiatives: Strategies, Concepts and Experiences. United Nations Development
Fund for Women, 2002; Morgan, C. (2007). Gender Budgets: An Overview. Canada,
Library of Parliament.
86 Report of the Women and Taxation Working Group of the Ontario Fair Tax Commission (1992)
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To illustrate: Investments in “physical” infrastructure projects support job creation,
which is a worthwhile goal. However, most of the direct job creation occurs in
industries and jobs that primarily employ men and where wages are higher—e.g.,
construction, and business, building and other support services. 87
In contrast, spending restraints in health or social infrastructures can mean fewer
jobs or wage freezes for workers in these sectors, the majority of whom are
women, and whose work is already known to be undervalued. If these women
need to pay for care for a child or an aging relative, they may find themselves
without an adequate income to do so. This may compel them to provide unpaid
care, at the expense of paid (but undervalued) employment. Without the insights of
a GBA on budgets, government decisions to prioritize investments in one area over
the other could effectively worsen the gender wage gap.
Stakeholders have called for gender-based analysis across government programs
and services, and gender budgeting to help close the gender wage gap. Our
recommendation calls for a more consistent and strengthened application of GBA,
including its use on key government initiatives already underway.
Recommendation 17:
The government should require all ministries to apply gender-based analysis to the
design, development, implementation, and evaluation of all government policies
and programs.
This recommendation requires:
•
•
•
•
•

The creation of a tool for all ministries to use, which will ensure GBA is
applied from the beginning of any program or policy design process
An update or development of training workshops, guides and other
appropriate tools for staff analysts and other staff
Staff to complete mandatory training
A way for ministries to assess the impact of using GBA on the success
of programs and policies
The available and consistent collection of data for women and men in
all program areas

87 Antunes, P., & J. Palladini. (April 2013). The Economic Impact of Ontario’s Infrasturucture
Investment Program.; Kane, J., & R. Puentes. (May 2014). Beyond Shovel-Ready: The Extent
and Impact of U.S. Infrastructure Jobs, Brookings Institution’s Metropolitan Policy Program
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Recommendation 18:
The government should perform gender responsive budgeting to account for
gender effects of public spending and revenues and to redress gender inequalities
through the allocation of public investments and resources.
This should involve:
•

•

the development and implementation of gender responsive
budgeting tools in internal and external budget processes, to track
progress on, and demonstrate the impact of public investments
on women and men
gender-based analysis of taxation policy, including tax cuts, tax
expenditures, the use of joint tax or benefit units, and the mix of
tax revenue tools, to determine the degree to which they reduce
or reinforce gender inequalities through disincentives to work

B. Government Contracts and Procurement
As a buyer of goods and services, the Ontario government does business with
more than 55,000 vendors. Currently, the government’s procurement policy is
based on principles of transparency and fairness, geographic neutrality, value
for money and responsible management.
The use of procurement policies and contract agreements to meet public policy
goals is not new. For example, government’s procurement directive requires
contracts and procurements to meet government policies such as having Ontario
tax obligations in good standing, and meeting EcoLogo standards and other
environmental considerations. The federal government’s Contractors Program
ensures that contractors who do business with the Government of Canada
achieve and maintain a workforce that is representative of the Canadian workforce.
Several organizations have recommended that the government give priority to
companies and organizations that indicate a commitment and actions towards
closing the gender wage gap and compliance with human rights obligations,
including pay equity, in their organizations.
Recommendation 19:
The government should develop procurement policies that require vendors
and suppliers to provide information showing there are no unresolved orders or
decisions against them under anti-discrimination laws.
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C. Help People Access Employment Standards, Pay Equity and
Anti-Discrimination Laws
There are many laws that affect the workplace (see Appendix 5). We found
that workers do not know which law applies to their situation, how to access
the complaint process or how to address their issues. We know that workers
in precarious employment situations, where many women are found, are afraid
of losing their jobs if they make a complaint, even though it is against the law to
retaliate against people for exercising their rights. When laws are inaccessible,
or are not understood, justice may be denied. We also heard that employers,
especially smaller companies, may simply not be aware of their obligations under
these laws, or do not know where to seek information so that they can comply.
Recommendation 20:
To help people resolve gender workplace issues involving employment,
compensation, or discrimination, the government should consider how to ensure
employees understand their rights and obligations, and how to access justice.
Some suggestions include:
•
•
•

Developing easily available educational materials for employees
and ensuring they receive the information
Providing employers with an integrated package of training
materials on anti-discrimination legislation
Providing assistance during the complaint process, or making
appropriate referrals.
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CHALLENGES AND NEXT STEPS
As the causes of the gender wage gap are complex, so too are its solutions. Our
recommendations tackle as many of the key issues as possible, given the time and
resources available. This report notes many of the activities undertaken by government
and organizations over the years, to address various aspects of this issue.
This section identifies some of the challenges we encountered, and points to
further opportunities for consultation and analysis. It also provides an overview of
important issues we heard about in the consultation, but which were outside our
mandate, or being addressed through other forums.
Data Availability
In our consultations, we found that many organizations, public and private, could
not provide gender-based data. We were told that this is because it is not required,
as data for other intersectionalities, such as age, race or disability may be. This
lack of data affects our ability to have informed discussions about the extent of the
gap. It is difficult to assess how the gender wage gap may be affected by regional
economies or in different sectors, for example. That is why the collection of data is
seen as crucial in this report, and there are recommendations to address it.
Collecting and analyzing gender-specific statistics is essential to bring awareness
to disparities. Gender-specific data would also enable comparisons of experiences
across workplaces, programs or jurisdictions. A standardized approach, aligned
with a global statistical system, needs to be developed and applied. This approach
should inform all aspects of gender data production, collection and assessment,
including data on a range of gender identities, gender-relevant variables, and how
to present and distribute the data.
We also heard about the importance of employment equity. That feedback is
reflected in our recommendations about pay transparency and gender workplace
analysis, as employment equity can be assisted by these tools.
Intersectionalities
Many of our recommendations, if implemented, address issues of concern to
almost everyone: the provision of child and elder care, addressing gender bias at
school and work, and raising social awareness. However, women with disabilities,
Aboriginal and racialized women are more likely to face compounding employment
disadvantage and wage inequality.
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Closing the gender wage gap for specific
groups, including these, will require further
investigation, focused strategies and culturally
appropriate measures and tools. Aboriginal
women experience a gender wage gap that
is larger than the provincial average (see
Appendix 3). Aboriginal Peoples also face
significant education and employment gaps. 88
Because these issues are unique and complex,
and may span jurisdictions, we call on the
provincial and federal governments to work
together with Aboriginal Peoples to generate
solutions that are holistic and inclusive of their
voices, cultures and perspectives.

The City for All Women Initiative
has created Advancing Equity
and Inclusion: A Guide for
Municipalities. This document
is a useful tool as it recognizes
that women and girls face
specific inequities, and have
important contributions to
make to city life, especially if
they are racialized, Aboriginal,
LGBTQ, newcomers, older
adults, young, living with a
disability, or living in poverty.

Other government initiatives
Aspects of a gender wage gap strategy are also within the scope of other
ongoing government reviews. The Changing Workplaces Review, for example,
is considering such key issues as:
•
•
•
•
•

paid personal leaves;
pay parity among workers, whether part-time, full-time,
temporary or permanent;
workers’ scheduling;
unionization; and,
broader based sectoral bargaining.

These issues were identified by many participants as important to address barriers
facing women at work, especially for unrepresented women who do not exercise
workplace rights for fear of job loss or other reprisal and have less ability to
organize, unionize or negotiate workplace standards.
Similarly, under the Poverty Reduction Strategy, the design and implementation of
a basic income pilot 89 should consider how the project helps to:
•
•

enable women and men’s economic autonomy,
meet the needs of children and give women and men more
options to better balance work and caregiving demands.

88 Calver, M. (2015). Closing the Aboriginal Education Gap in Canada: Assessing Progress and
Estimating the Economic Benefits (No. 2015-03). Centre for the Study of Living Standards.
89 Ontario Budget 2016. “Making Everyday Life Easier”
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We encourage the government to continue to consider how these reviews
work together, and to assess how best to develop strategies and implement
recommendations. We recommend that any action arising from other strategies
that affect the gender wage gap be examined to ensure that they do not contribute
to widening the gap. Above all, we would like to see progress on closing the
gender wage gap. Coordination and alignment is necessary to achieve that.
Other Issues Raised
During the consultations, we also heard about the importance of issues that relate
more broadly to women and work, including minimum or living wage, and cardbased certification. We also heard from two professional groups, midwives and
principals, who have specific issues related to the valuation of their work. They
raised valuable concepts that have resonated in this report; however, their specific
issues may more properly be addressed through other means.
We also heard from many women who said they were the targets of unacceptable
behaviours at work. We acknowledge that Ontario has recently introduced
changes to address issues of sexual violence and harassment in the workplace. 90
However, there is evidence to suggest that unless an organization demonstrates
its commitment to eradicate this behaviour, policies and laws may have limited
effect. 91 As this issue is beyond the scope of this report, we call on business
and others to take a leadership role in making our workplaces safer and
more respectful.

90 Ontario’s Occupational Health and Safety Act.
91 Elsesser, K. (2015). Sex and the Office: Women, Men, and the Sex Partition That’s Dividing
the Workplace. Rowman & Littlefield.
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CONCLUSION
This report is a call to action.
The Ontario government tasked the Steering Committee with developing
recommendations for a wage gap strategy to close the gap between women
and men in the context of the 21st century economy. The economic imperative
has been central to the discussion and analysis. We consulted extensively on a
wide range of issues affecting employment, earnings and economic outcomes in
Ontario. Research on women, families, work and organizations in other provincial
and international jurisdictions also supported our deliberations.
In this report, we assess ways in which all levels of government, business, labour,
other organizations, and individual leaders can work together to address the
conditions and the systemic barriers that contribute to the wage gap. It was an
honour to serve on this project. In turning our findings over to government to develop
Ontario’s first coordinated gender wage gap strategy, we note the following:
Of necessity, government will have to lead many of these recommendations, but
this is not a strategy that can be accomplished by government alone.
There is much that employers can do immediately:
•

Publicly commit to:
–– Close gender wage gaps in their organizations, and begin
to take corrective action;
–– Create respectful workplaces, free of violence and
harassment; and,
–– Show leadership in promoting pay transparency.

Business and Professional Associations can assist their members to find ways
to address gender bias by sharing best practices, encouraging compliance with
relevant laws and publicly recognizing “good actors.”
Sectoral Associations can use their resources to collect and disseminate
information about male and female participation and wage distribution within the
sector, broken down by gender.
Broader Public Sector Organizations, when awarding contracts, can require their
suppliers to provide information about gender wage gaps.
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Women’s and Men’s Advocacy Groups can work together to address the barriers
that result in women and men not being able to participate fully at work and home.
The government will be seeking ways to engage with stakeholders as it takes
steps to develop a strategy and implement it. We hope you can continue to
be generous with your time and expertise. This report is not the end of the
conversation, but the beginning.
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APPENDIX 1: Biographies of
Steering Committee Members
Nancy Austin, Executive Lead
Nancy Austin, the Executive Lead on the Gender Wage Gap Steering Committee,
is a skilled administrator and lawyer, who has held significant positions in
the Ontario Public Service (OPS). In 2014, she was seconded to the federal
government to work in Grenada, consulting on and drafting labour legislation. She
also taught at Queen’s University’s School of Policy Studies in the Master of Public
Administration Program. From 2004 - 2013, Nancy was the Executive Director
of the Ontario Human Rights Commission. She brought to this project extensive
knowledge of human rights issues, as well as the many facets of government
process, policy development, change management, and decision-making.
After working in private practice, Ms Austin began her career with the OPS in
1989. Her past positions include: Assistant Deputy Attorney General, Legal
Services Division (LSD); Director, Management and Information Coordination
Project, LSD; Project Director, Legal Aid Reform; and Director of Legal Services,
Ministry of Labour. Ms Austin has a Masters in Law from York University,
LL.B from University of Western Ontario, Executive-MBA from Queen’s
University, BA from Trent University, and has delivered and participated in
many educational programs.
Linda Davis, External Advisor
Linda Davis is Past-President of the Business and Professional Women’s Clubs
of Ontario (BPW Ontario) and is currently an Executive Board Member, as well as
the Equal Pay Coalition representative on the Board. She was President of BPW
Ontario from 2012 -2014, and has been a member of BPW London since 1993.
BPW Ontario is a non-sectarian, non-profit, non-partisan feminist organization
which works towards the improvement of the status of women in all phases of
society, especially in business, the professions and industry.
In addition, Ms Davis is Vice-President on the board of BPW Canada and a
member of the BPW International Equal Pay Committee. Ms Davis is an executive
board member of the Provincial Council of Women and the London Canadian
Federation of University Women. Ms Davis is also the chair of the largest
community association in London Ontario.
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Ms Davis works at Fanshawe College in London, Ontario, and has worked there in
various capacities since 1987. She is currently the Work Team Coordinator for the
Information and Customer Service Team in the Office of the Registrar.
Emanuela Heyninck, Pay Equity Commissioner
Emanuela Heyninck is currently serving her third term as head of the Pay Equity
Commission for Ontario, an independent agency of the Ministry of Labour.
The Commission enforces the Ontario Pay Equity Act, aimed at redressing
systemic gender compensation issues. In addition to its enforcement and
education mandate, the Commission has the authority to research and make
recommendations to the Minister of Labour on issues related to pay equity, gender
wage gaps and women and work.
Ms. Heyninck serves as a part-time adjudicator with Health Professions and
Health Services Appeal and Review Boards. She is the current Past President
of the Society of Ontario Adjudicators and Regulators and has served on several
of SOAR’s committees and on the Board of Directors and Executive. She is a
member of several Advisory Councils, including Conestoga College and the
University of Western Ontario Student Law Clinic, and is a mentor at Brescia
College. She holds an Hon. BA in Italian and French from McMaster University and
a Bachelor of Laws from the University of Windsor.
Before her appointment she practiced civil, family and administrative law in
London, Ontario for 25 years. Her past community involvement has included
several terms on the Executives of the London Chamber of Commerce, the
London Business and Professional Women’s Club, the Middlesex Family Lawyers
Association, the Middlesex as well as the Ontario Collaborative Law Group,
Hospice of London and Investing in Children.
Dr. Parbudyal Singh, External Advisor
Dr. Parbudyal Singh is a Professor of Human Resource Management at York
University, Toronto. Dr. Singh’s research covers a wide range of issues in human
resources management and labour relations. He has more than 100 refereed
publications, many in top refereed journals. He is a co-author of one of Canada's
leading textbooks on Human Resources Management (Managing Human
Resources, 7th Canadian edition, Nelson Canada, 2013).
Dr. Singh has won numerous scholastic awards, including the PhD best student
prize in 1998 from McMaster's School of Business. He is also the recipient of
SSHRC research grants, major national competitive graduate student scholarships,
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and the winner of a McMaster University teaching award for outstanding teaching
quality. He is listed in Marquis's Who's Who in America (2003-04) and Who’s
Who Among American Teachers (2003 and 2004). At York University, he has
won the Dean’s Award for Outstanding Research, the Alumni Award for Teaching
Excellence, and the Dean’s Award for Outstanding Teaching. He has supervised
more than 40 graduate students – both at the Masters and PhD levels.
He is a former Associate Dean in the School of Business, University of New
Haven, Connecticut, and a former assistant human resources manager in a large
manufacturing firm. He has advised more than 30 Canadian firms, many of them
leaders in their fields.
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APPENDIX 2: Glossary
Aboriginal People: A collective name for the original people of North America
and their descendants. The Canadian Constitution (the Constitution Act, 1982)
recognizes three groups of Aboriginal peoples — Indians, Métis and Inuit. These
are three separate peoples with unique heritages, languages, cultural practices
and spiritual beliefs
Bias: A preference, for or against something (may be conscious or unconscious)
Broader Public Sector (BPS): Refers to the organizations that receive funding
from the Government of Ontario. They are not, however, a part of the government
itself. Examples of BPS organizations include municipalities, hospitals, universities,
colleges, and school boards
Compensation: Includes not only wages, but also the direct and indirect rewards
and benefits an employee is provided with in return for their contribution to the
organization (e.g., health benefits)
Disability: The Ontario Human Rights Commission says that the term disability
covers a broad range and degree of conditions, some visible and some not
visible. A disability may have been present from birth, caused by an accident, or
developed over time. There are physical, mental and learning disabilities, mental
disorders, hearing or vision disabilities, epilepsy, mental health disabilities and
addictions, environmental sensitivities, and other conditions
Discrimination: The Ontario Human Rights Commission explains that
discrimination usually includes the following elements:
•

•

making stereotypical assumptions based on a person’s
presumed traits and not individually assessing the unique
merits, capacities and circumstances of a person
having the impact of excluding persons, denying benefits
or imposing burdens (though not necessarily having the
intent to do harm)

Gender: The meanings that societies and individuals attach to being male
or female
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Gender equality: Ensuring women and men get the same (equal) treatment,
services and programs
Gender equity: Recognizing differences to ensure women and men get what
they need to achieve substantive equality in employment, economic, or other
social outcomes
Gender wage gap: A gender wage gap is calculated as the difference between
men’s and women’s earnings and is expressed as a percentage of men’s earnings:
Gender earnings ratio =
Gender wage gap

Women’s earnings ∕ Men’s earnings x 100%

=	(Men’s earnings - Women’s earnings) ∕ Men’s
earnings x 100%

Or gender wage gap =

(1 – gender earnings ratio) x 100%

Intersectionality: A phrase used to show that norms based on race, sex,
class, etc. are interconnected. These norms interact in complex and mutually
reinforcing or contradicting ways that may lead to the experience of
compounded discrimination
Norm(s): A standard or pattern, especially of social behavior, that is typical or
expected of a group
OECD: Organisation for Economic Cooperation and Development promotes policies
that will improve the economic and social well-being of people around the world
Pay Equity Job Rate: Rate to be paid to employees in female-dominant
organizations in order to achieve pay equity. These organizations do not have male
jobs classes to enable them to do comparisons for pay equity purposes.
The rate of pay is set using borrowed data from a public sector employer that
had achieved pay equity.
Pay Parity: Refers to paying part-time, temporary, casual and limited term
contract employees the same as full-time employees doing the same work
in the same establishment. This concept is also sometimes referred to as parity
in compensation.
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Racialized: The Ontario Human Rights Commission has explained “race” as
socially constructed differences among people based on characteristics such
as; places of birth, skin colour, accent or manner of speech, name, clothing, diet,
beliefs and practices, leisure preferences, and so forth. Recognizing that race is a
social construct, the Commission describes people as “racialized” or “a racialized
group” instead of the more outdated and inaccurate terms “racial minority”, “visible
minority”, “person of colour.”
Sex: The biological status of being male or female
Stereotype: A widely held, but fixed and oversimplified image or idea of a
particular type of person or thing; to believe unfairly that all people or things with a
particular characteristic are the same
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APPENDIX 3: Ontario’s Gender
Wage Gap and Women in the Labour Market
A. Gender wage gap has declined but has plateaued
The overall decline of Ontario’s gender wage gap is shown in Figure 1, based
on average annual wages for all earners, full-time-full-year earners, and average
hourly rate. The gender wage gap has been narrowing over the years, but recently
has stalled.
Figure 1 shows a larger decline for all earners (27 percentage points) compared
to full-time-full-year earners (18 percentage points) since 1976. The gender wage
gap decreased faster between the mid-1970s to mid-1980s compared to the
1990s to 2000s.
The hourly gender wage gap declined by 4 percentage points from 1997 to
2015. However, between 2014 and 2015, the average hourly gender wage gap
increased. Male average hourly wages rose by $0.99 while female average
hourly wages rose by $0.52 between 2014 and 2015.
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Figure 1: Gender Wage Gap in Ontario

Average Annual Earnings, all earners
Average Annual Earnings, full-year full-time workers
Average Hourly Wages

Source: Ontario Ministry of Finance using Statistics Canada CANSIM Table #202-0102, CANSIM
Table #282-0070, Survey of Labour and Income Dynamics and Canadian Income Survey
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B. Ontario’s gender wage gap is close to the national average
In comparison to other provinces, Ontario’s gender wage gap falls close to the
national average (Figure 2).
Figure 2: Gender Wage Gap, Provinve 2015
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Source: Ontario Ministry of Labour using Statistics Canada CANSIM Table # 282-0072, average
hourly wages, 15 years and older

C. Gender wage gap varies by age
The gender wage gap varies by age (Figure 3). In 2015, Ontario women in their
teens and early twenties experienced the lowest gender wage gap. Those 45 and
older experienced the highest gap based on hourly wage rate.
Figure 3: Gender wage gap is larger for older women in Ontario
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Source: Ontario Ministry of Finance using Statistics Canada’s Labour Force Survey, average
hourly wage, Total Employees, 2015

Retirement income mainly flows from employment earnings. The differences
between women’s and men’s employment incomes build over their working lives.
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This low payment and other barriers in the labour market lead to a relatively lower
pension income for women: women’s average retirement income was 34% less
than men’s in 2013 (Table 1).
Table 1: Average Private Retirement Pension Income*, by Gender,
Aged 65 and over Ontario, 2013
Gender

Average pension of recipients

Number of recipients

Total

$21,000

1,298,600 (100%)

Male

$25,000

631,000 (49%)

Female

$16,500

667,600 (51%)

Gender pension gap

34%

Source: Ontario Ministry of Finance using Statistics Canada’s 2013 Canadian Income Survey
Note: *The table is for pension income that is before pension income splitting

D. Gender wage gap is worse for groups traditionally disadvantaged
in the labour market
Wage gaps are greater between women and men who have historically
experienced employment disadvantage.
Aboriginal women earn*:
• 18% less than Aboriginal men
• 36% less than non-Aboriginal men
Racialized women earn**:
• 19% less than racialized men
• 34% less than non-racialized men
Women with disability earn***:
• 16% less than men with disability
• 48% less than men without disability
**National Household Survey, 2011, average employment incomes, full-time-full-year workers
***Canadian Survey on Disability, 2012, CANSIM table 115-0023, average employment income

These groups face barriers that are both similar to, but also different from, women
who do not share similar characteristics. For example, closing the gender wage
gap in Aboriginal populations may be linked to educational opportunities more so
than for other women. Women with disabilities may be hindered by lower levels of
labour market participation. However, all groups experience more discrimination
when it comes to opportunities for career advancement.
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APPENDIX 4: Ontario Women in
the Labour Market
A. Women’s increasing labour market participation, employment
and education levels help close the gap
A number of shifts in the labour market may contribute to the narrowing of the
gender wage gap. First, women’s labour market participation has increased
substantially. More Ontario women are participating in the labour force: 49.6%
were working or seeking work in 1976; by 2015, it was 60.7%. In 2015, over
3.5 million women were in the Ontario labour force (Figure 4).
Figure 4: Labour Force Participation, Ontario
90%
80%

70.0%

70%
60%

60.7%

50%
40%
30%
20%

Males

10%
2010

2008

2006

2004

2002

2000

1998

1996

1994

1992

1990

1988

1986

1984

1982

1980

1978

1976

2014

Females

0

2012

Participation Rate (%)

62

Source: Statistics Canada, CANSIM Table #282-0002, 15 years and older

Women’s employment rate has significantly increased since the 1970s. Women
are making up a greater share of workers as well. In the mid-1970s, about 2 out
of 5 workers were women; by 2015, almost half of those employed are women
(48%) (Figure 5).
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Figure 5: Employment Rate, Ontario
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Source: Statistics Canada, CANSIM Table #282-0002, 15 years and older

Women who have children are more likely to be employed than in previous
decades. However, among lone-parent families, those headed by women are less
likely to be employed than those headed by men (Table 2).
Table 2: Employment Rates by Family Type and Presence of Children,
Ontario, 2015
Family Type

Total
families

Youngest child
less than 16 years

Without children
less than 16 years*

Total families

62.6

73.1

56.8

Female lone-parent families

61.1

65.4

58.0

Male lone-parent families

67.9

78.9

65.0

Source: Ontario Ministry of Finance using Statistics Canada’s Labour Force Survey
Note: * Refers to no children present or the youngest child is 16 years of age or older

The proportion of women and men aged 25 to 54 years with post-secondary
education has increased in Ontario over the past 25 years (Figure 6). In 1990,
about 42% of women and 46% of men aged 25 to 54 years had completed
post-secondary education. The percentage of women with postsecondary
education has risen faster relative to men. In 2015, women in Ontario had, on
average, higher post-secondary educational attainment relative to men (73%
and 67%, respectively).
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Figure 6: Proportion of Population Aged 25 to 54 years with Post-secondary
Education by Gender, Ontario, 1990-2015
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Source: Ontario Ministry of Finance using Statistics Canada CANSIM Table 282-0004
Notes: Post-secondary education includes postsecondary certificate, diploma or university
degree or above.

B. Workers with union coverage experience smaller gender
wage gap than workers without union coverage
Women with union coverage have consistently experienced lower gender wage
gaps in Ontario. Though the gender wage gap has slowly narrowed for workers
with union coverage and without union coverage, in 2015 the average hourly
gender wage gap was 18% for those with no union coverage and 7.0% for those
with union coverage (Figure 7).
Figure 7: Gender Wage Gap, Union Coverage, Ontario
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Source: Ontario Ministry of Labour using Statistics Canada CANSIM Table #282-0074, average
hourly wages, 15 years and over
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C. Occupational segregation persists
The employment rate of women in the labour market has increased in different
occupations and sectors over the years in Ontario. However, the distribution of
employment of women and men in specific occupations has not changed much.
For men, Figure 8 shows the percentage of employed men in female-dominant
(60% or more women), male-dominant (60% or more men) or gender mixed (40%
to 60% males or females) occupations did not changed much between 1989 and
2015. 92 In 1989, 17% of men were in female-dominant occupations; in 2015, their
proportion was 20%.
Figure 9 shows there is also no significant change between 1989 and 2015 for
women workers. The portion of females in male-dominant occupations was 20%
and 17%, respectively.
According to the Labour Force Survey, 77% of all workers in health occupations
were women in 1989 and in 2015, 80%. Ninety three per cent of all occupations in
trades, transport and equipment operators and related occupations were held by
men in 2015. The percentage was 94% in 1989.
Figure 8: Percentage of men in female-dominant, mixed and male-dominant
occupations, Ontario
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Source: Ontario Ministry of Labour using Statistics Canada CANSIM Table #282-0010
92 A New Method to Understand Occupational Gender Segregation in European Labour Markets.
European Union, 2014.
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Figure 9: Percentage of women in female-dominant, mixed and maledominant occupations, Ontario
100%
90%
80%

49%

51%

30%

32%

20%

17%

1989

2015

70%
60%
50%
40%
30%
20%
10%
0%

male-dominant (>60% male)

female-dominant (>60% female)

mixed (40-60% male or female)
Source: Ontario Ministry of Labour using Statistics Canada CANSIM Table #282-0010

D. Snapshot of the Ontario Labour Market
Table 3: Labour Market Characteristics, Proportion (%) by Gender, Aged
15 years and over, Ontario, 2015
Labour Force Characteristic

Male

Female

Labour force participation

70.0

60.7

Unemployment

7.0

6.5

Multiple-job holder

4.4

6.4

65.1

56.8

Full-time job

87.7

74.1

Part-time job

12.3

25.9

1.2

11.1

Going to school

34.7

24.9

Personal preference

25.8

25.8

Business conditions and unable to f
ind full-time work

30.1

29.9

16.8

27.6

Employment

Major reasons for part-time employment
Caring for own children

Public sector employees
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Labour Force Characteristic

Male

Female

25.1

28.5

6.5

9.4

22.3

18.6

6.8

31.1

62.3

43.9

Average usual hours worked, main job (per week)

38.4

33.0

Average usual hours worked, all jobs (per week)

39.1

33.8

Average tenure (months)

110.1

102.1

Average tenure previous job (months)*

50.9

51.7

Less than 20 employees

28.5

32.3

20 to 99 employees

34.0

33.1

100 to 500 employees

22.5

20.7

More than 500 employees

15.0

14.0

Manufacturing
(14.7%)

Health care
& social
assistance
(20.2%)

Construction
(12.1%)

Retail trade
(12.5%)

Retail Trade
(9.6%)

Educational
services
(10.4%)

Between ages of 25 and 54

50.1

49.4

Married

59.8

57.1

3.0

6.3

62.1

62.9

Union member and-or covered by collective
agreement, employees
Work absence, total days lost per worker, full-time
employees (days)
Major reasons for absence from work, employees
away full week
Own illness or disability
Personal or family responsibility
Vacation

Employees by establishment size

Top 3 industries by share of employment

Single parent (youngest child 17 years and under)
Above high-school education

Source: Ontario Ministry of Finance using Statistics Canada Labour Force Survey
*Maximum tenure top coded to 240 months.
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APPENDIX 5: Relevant
Ontario Laws
A. Equal Pay for Equal Work
Under Ontario’s Employment Standards Act, 2000 (ESA) “equal pay for equal
work” is a provision that requires women and men to receive equal pay when
they do the same or substantially the same job in the same establishment.
“Substantially the same work” can be described as work that involves about
the same levels of skill, effort, responsibility, and working conditions.

B. Pay Equity Act
Pay equity is equal pay for work of equal value. The purpose of Ontario’s
Pay Equity Act is to redress systemic gender discrimination in pay. The law
requires employers to value and compare jobs usually done by women (female
jobs classes) to jobs usually done by men (male job classes) based on skill, effort,
responsibility, and working conditions. Where the jobs are of equal or comparable
value, they must be paid the same.

C. Human Rights in Ontario
Ontario’s Human Rights Code (the “Code”) prohibits actions that discriminate
against a person based on a protected ground in a protected social area.
The protected grounds include family or marital status, gender, gender identity, ,
sex (including pregnancy and breastfeeding), sexual orientation, disability, race,
ancestry, citizenship and age. Protected social areas include employment
and contracts.

D. Accessibility for Ontarians with Disabilities Act, 2005
The Accessibility for Ontarians with Disabilities Act, 2005 (AODA) is a law that sets
out a process for developing and enforcing accessibility standards. Persons with
disabilities and industry representatives work together with the government to
develop the standards.
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Accessibility standards are laws that government, businesses, non-profits and
public sector organizations must follow to become more accessible. They help
organizations identify and remove barriers to improve accessibility for people with
disabilities in 5 areas of daily life:
•
•
•
•
•

Customer service standards help remove barriers for people
with disabilities so they can access goods and services.
Information and communications standards help organizations
make their information accessible to people with disabilities.
Transportation standards make it easier for everyone to travel
in the province.
Employment standards make hiring and employee support
practices more accessible.
Design of public spaces standards help organizations make
new and redeveloped outdoor public areas accessible.
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APPENDIX 6: International
Conventions Addressing Gender
Inequality and Eliminating
Gender Discrimination
International Convention

Applicable Principle

International Labour Organization
(ILO) Convention 100, the
Convention Concerning Equal
Remuneration for Men and
Women of Work of Equal Value

Promote and ensure the application to all workers
of the principle of equal remuneration for men and
women workers for work of equal value

United Nations’ Convention
on Elimination of All Forms of
Discrimination Against Women
(CEDAW)

Take all appropriate measures to eliminate
discrimination against women and ensure rights
to equal remuneration, including benefits, and to
equal treatment for work of equal value, as well
as equality of treatment in the evaluation of the
quality of work

Beijing Declaration and Platform
for Action

Achieve gender equality in all spheres of life
including the objective to eliminate
occupational segregation and all forms of
employment discrimination

UN Women – Women’s Empowerment Principles
Subtitled Equality Means Business, the Principles emphasize the business case for
corporate action to promote gender equality and women's empowerment and are
informed by real-life business practices and input gathered from across the globe.
The Women's Empowerment Principles seek to point the way to best practice
by elaborating the gender dimension of corporate responsibility, the UN Global
Compact, and business' role in sustainable development. As well as being a useful
guide for business, the Principles seek to inform other stakeholders, including
governments, in their engagement with business.
•
•

Principle 1: Establish high-level corporate leadership for
gender equality
Principle 2: Treat all women and men fairly at work – respect
and support human rights and nondiscrimination
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•
•
•
•
•

Principle 3: Ensure the health, safety and well-being of all women
and men workers
Principle 4: Promote education, training and professional
development for women
Principle 5: Implement enterprise development, supply chain and
marketing practices that empower women
Principle 6: Promote equality through community initiatives
and advocacy
Principle 7: Measure and publicly report on progress to achieve
gender equality
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