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Women in Business
By the Numbers



In Canada, the Gender Wage 
Gap remains a problem:

The wage gap has closed by only 
6 % over the past 20 years

In the 2018 Catalyst Study, 
women made…

• 87 % of men’s av hrly rates
• 77 % of men’s av wkly rates

Catalyst, Quick Take: Women's Earnings – The Pay Gap (July 31, 2019).



“Women of colour, Indigenous 
women, women with disabilities, 
LGBTQ women – all face multiple 
forms of discrimination and 
prejudice that often intersect. We as 
women must be aware and inclusive 
of all voices and experiences as we 
come together to create our space in 
business.”
~ Terrie-Lynne Devonish~ 
COO, Aon, Commercial Risk Solutions



Female Senior officials increased from 36.8% in 1987 to 
54.0% in 2015

Catalyst, Quick Take: Women in the Workforce – Canada (May 28, 2019).

These results are attributed to employment equity 
policies for public workers, which have been established in 

7 Canadian provinces.

Research shows the Public Sector in Canada has 
achieved employment equity





Some provinces are taking 
steps to quicken the pace:

Ontario recently passed legislation 
that requires companies to 
provide equal pay.

Catalyst, Quick Take: Women's Earnings – The Pay Gap (July 31, 2019).



More Diversity in Women in Business

It is expected that the percentage of Canadian women of 
colour will grow from 23 % to over 30 % by 2031. 

Women of colour earn only 57% of what men earn.

We need more resources to be dedicated to addressing the 
pay gap for women of colour. 

Catalyst, Quick Take: Women's Earnings – The Pay Gap (July 31, 2019).



"We must open the doors 
and we must see to it they 
remain open, so that others 
can pass through."

~ Rosemary Brown~
Canadian Politician & Activist



“Men apply for a job 
when they meet only 

60% of the 
qualifications, but

women apply only if 
they meet 100% of 

them.”

Mohr, (2014). Why Women Don’t Apply for Jobs Unless They’re 100% Qualified, Harvard Business Review



“As women in business, being bold 
entails confidence, courage, and 
community. We must have confidence 
in our own ability, strength and 
resilience; courage to learn and move 
on from failure; and community with 
others from whom we may learn and 
who may learn from us.”
~ Christine Lithgow ~ 
CEO, Aon, Commercial Risks & Health Solutions



Women in Venture Capital

Venture capital teams that are all male are 
four times more likely to receive venture 

capital funding from investors than companies 
with even one woman on their team.

Brush, C., Greene, P., Balachandra, L., & Davis, A. (2018). The gender gap in venture capital-progress, problems, and 
perspectives. Venture Capital, 20(2), 115-136.



~ Victoria Labillois ~
Owner, Wejipeg Excavation
Co-owner, Wejuseg Construction

“Indigenous women 
entrepreneurs experience the 
same challenges, plus extra 
prejudice and fewer options for 
funding. This is unacceptable 
and needs to change.”



The Business Case for Women in Leadership 
on Boards of Directors

A recent meta-analysis compiling research on 117,639 
organizations shows that . . .  

. . . having a more diverse board is associated with 
positive financial performance.

Hoobler, J. M., Masterson, C. R., Nkomo, S. M., & Michel, E. J. (2018). The business case for women leaders: Meta-analysis, research 
critique, and path forward. Journal of Management, 44(6), 2473-2499.



BUT…
Recently researchers have highlighted the need to 

move beyond the “business case” 
to 

truly understand the 
overall value women in leadership

bring to organizations.

Hoobler, J. M., Masterson, C. R., Nkomo, S. M., & Michel, E. J. (2018). The business case for women leaders: Meta-analysis, research 
critique, and path forward. Journal of Management, 44(6), 2473-2499.



The Role of 
Unconscious Bias



It remains that men are 
still more likely to take 
on leadership positions 

than are women.

Badura KL, Grijalva E, Newman DA, Yan TT, Jeon G. Gender and leadership
emergence: A meta-analysis and explanatory model. Personnel Psychology. 2018;71:335–367.



In self-rating situations, men rate 
themselves higher than women do.

Interestingly, when their 
subordinates or co-workers are asked 
to rate them, women are rated as 
more effective than men.

Paustian-Underdahl, S. C., Walker, L. S., & Woehr, D. J. (2014). Gender and perceptions of leadership effectiveness: A meta-analysis of 
contextual moderators. Journal of applied psychology, 99(6), 1129.

Differences in rating



The path to leadership for women has 
been compared to navigating a maze.

BUT
Evidence shows when women achieve 
leadership positions they are often 
perceived as more competent, because 
they have overcome significant 
obstacles to reach that position. 

Paustian-Underdahl, S. C., Walker, L. S., & Woehr, D. J. (2014). Gender and perceptions of leadership effectiveness: A meta-analysis 
of contextual moderators. Journal of applied psychology, 99(6), 1129.



~ Ariel Gough ~
Co-founder, Bailly

“We have been weighing these 
problems for long enough. It is 
time to act and execute solutions 
because that is how we will make 
meaningful progress and create 
lasting change.”



The “likability” challenge for 
women
Women who display explicit dominant 
personality traits typically have a 
harder time gaining employment and 
leadership positions, as they are 
perceived as less likeable. 

Williams, M. J., & Tiedens, L. Z. (2016). The subtle suspension of backlash: A meta-analysis of penalties for women’s implicit and 
explicit dominance behavior. Psychological Bulletin, 142(2), 165.



"Every woman I know, particularly the senior ones, 
has been called too aggressive at work. 

We know in gender blind studies that men are 
more aggressive in their offices than women. 

We know that. Yet we’re busy telling all the women 
that they’re too aggressive. That’s the issue."

~ Sheryl Sandberg ~ 
COO, Facebook





Changes that Work



~ Jennifer Gillivan ~ 
President and CEO, 
IWK Health Centre Foundation

“Women do not need to change 
or be fixed! The world, its 
systems, designs and programs 
need to change and account for 
the other 50 per cent of the 
world’s population – women! And 
then we would all benefit.”



Diversity and Inclusion in the Workplace

Diversity in the workplace can result in positive benefits 
for an organization.

However, policies need to be integrated into the 
organizational culture and built from the bottom-up, 
creating an environment where all employees are 
comfortable taking part in decision-making processes, 
voicing their opinions, and sharing their ideas.

Krentz, M.,2019, 5. Survey: What Diversity and Inclusion Policies Do Employees Actually Want? Harvard business Review..



The research shows that the benefits of a workplace 
that is diverse and inclusive of various backgrounds, 
genders, and ethnicities include:

ü Increased Creativity
ü Increased Collaboration
ü Higher Worker Motivation
ü Stronger Levels of Organizational Commitment

Barak, M. E., Lizano, E. L., Kim, A., Duan, L., Rhee, M. K., Hsiao, H. Y., & Brimhall, K. C. (2016). The promise of diversity management for
climate of inclusion: A state-of-the-art review and meta-analysis. Human Service Organizations: Management, Leadership
& Governance, 40(4), 305-333.



What can businesses do to be more inclusive?

ü Be innovative and creative in their policy making
ü Create long-term training programs
ü Create out of the box policies for supports such as 

internship and mentorship programs

Cruz, A. M. (2019). Intentional integration of diversity ideals in academic libraries: A literature review. The Journal of Academic 
Librarianship, 45(3), 220-227.



~ Margaret McKee ~
Associate Dean, Saint Mary’s University, 
Sobey School of Business

“Research evidence shows that 
people who are mentored 
effectively benefit significantly, 
both personally and professionally. 
If each of us committed to working 
with one woman over the next 
year, we could make a real impact 
on their lives.”



Employees who are mentored:

ü advance faster
ü navigate organizational culture better
ü are more productive 

Studies show that mentorship works

Allen, T. D., Eby, L. T., Poteet, M. L., Lentz, E., & Lima, L. (2004). Career benefits associated with mentoring for protégés: A meta-analysis. Journal of applied psychology, 89(1), 127.Turner-
Moffatt, C. (2019). THE POWER OF MENTORSHIP: Strengthening Women in Leadership Roles. Professional Safety, 64(8), 17–19.



~ Meghan Brodmann ~ 
President, Sobey School of Business MBA Society

“Although the evidence shows there 
are many challenges and barriers to 
achieving higher representation of 
women in leadership, I am even 
more inspired to be part of the 
change and to continue pushing for 
equality.”



Mentorship opportunities result in higher levels of:

ü retention 
ü workplace commitment
ü accountability
ü new connections in a professional network
ü confidence through new skills and competencies

Mentorship gets results

Allen, T. D., Eby, L. T., Poteet, M. L., Lentz, E., & Lima, L. (2004). Career benefits associated with mentoring for protégés: A meta-analysis. Journal of applied psychology, 89(1), 127.Turner-
Moffatt, C. (2019). THE POWER OF MENTORSHIP: Strengthening Women in Leadership Roles. Professional Safety, 64(8), 17–19.



“Some people wait for things to 
happen, but I say we must all be 
willing to lead the change you 
want to see in your world.”

~ Senator Wanda Thomas Bernard ~
Nova Scotia, Senate of Canada






