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Executive Summary

Eliminating gender discrimination and gender inequality within the workplace is vital to ensuring a
sustainable business economy in Canada. The amount of value added by human capital can increase
primarily by addressing this problem. This report aims to provide a database of the significant initiatives
currently in place that are working to solve this issue. As this process has involved extensive research,
we will begin by explaining our research strategies and methods. We explain the positive contributions
that the initiatives have for the human capital component. The initiatives found will be broken down
into major categories for simplified analysis: by location and public vs. private sector. In doing this
research there have been significant trends that have been influential in the cause towards eliminating
gender inequality. Generational changes, the Trump Administration and Canadian legislation, have
proven to be trends that merit attention. We will examine the impact of themes such as the #MeToo
movement and LGBTQ+ activism and diversity on this issue. The interpretation of our findings will be
provided, including our recommendations for the Capitals Coalition and our personal commentary on
the importance of achieving a sustainable Canadian business economy. We will be sending the report
with a list of the 25 academic resources that we believe deserve attention when gaining a scope on this
matter. We have also included supplementary information about the specific strategies used during our
research and our team’s reflection on the process of conducting the research itself.

Description of Team Research Project
Team Members

As female business students, we are committing to addressing gender inequality and sexual
discrimination issues to ensure a sustainable future business environment within Canada. Ekaterina
Sergeeva is a 3rd-year student at Capilano University, working towards a business degree, majoring in
accounting. Aisha Lakhdhir is a fourth-year student, also completing a concentration in accounting at
Capilano University.

To this day, female employees still earn 13% less per hour, for work of equal value when compared to
their male counterparts. Before beginning research, we had a brief understanding that gender inequality
was present in Canadian workplaces. However, by learning specifically about the staggering disparity
that women face, this research became even more purposeful. We knew that a specific research
strategy and delegation of tasks would be needed to conduct the research necessary for this issue.
Before beginning the actual research process, the work was split up in the work plan (See Appendix C:
Workplan). Our team used the work plan to monitor our progress and identify essential tasks at hand.
This tool allowed us to divide the work between group members equally. The only difference in roles is
Aisha was in charge of keeping the rest of her team accountable to deadlines; and has done so thus far.
Ekaterina has taken the part of editor, ensuring the written report and all citations have been recorded
correctly.

Our team chose to focus on the human capital component, specifically gender inequality and sexual
discrimination in the workplace. Both of us, as mentioned above, are majoring in accounting, which is a
male dominated field. Therefore, this issue really resonates with us.



We are passionate about bringing attention to the many initiatives that aim to educate people and
mitigate gender inequality and discrimination in the workplace for many reasons. One of our group
members is Pakistani; as a person of color she is aware of the systemic racism and disadvantages that
she faces. We want to provide representation for people of color on the matter of gender inequality and
discrimination. Most of the existing published research is centered around white women. We need to
bring awareness and extend the narrative on this issue to include women of color. Another aspect of the
issue that deserves attention is the current working conditions under COVID-19. Layoffs due to the
pandemic have disproportionately impacted women. The combination of women receiving lower wages,
as well as being more likely to lose their jobs due to the pandemic, has left women at a higher risk of
poverty. In addition, women are more likely to avoid reporting harassment within the workplace
because of their current high risk of being laid off. Another aspect of the issue exists within remote
working. Women who experience domestic violence now working from home, have lost the opportunity
to have their workplace as a safe place to retreat to. The impact of COVID-19 has added multiple new
dimensions to the issue of gender inequality and discrimination. We want to include that every issue we
have brought attention to, should be met with resources also supporting people of color and the LGBTQ
community.

Research Process

Our team followed a thorough research process to ensure all the information we were inputting was
useful and accurate. We began by searching keywords in google to find organizations or initiatives that
focused on workplace discrimination based on sex and gender and expanded or narrowed our searches
based on our initial results. We went through those searches until we found a reliable web page of an
organization or initiative that supported our main idea. Following that, we would take specific keywords
from our findings and search it in the three given databases. Once we found a relevant peer-reviewed
article that supported the initial data we found, we inputted our findings into our own database of
resources, provided within this document.

Contribution to the Capitals Coalition

We chose to create a database of all of the significant initiatives that target workplace discrimination
based on sex and gender. The reason for this choice was that it is widely known that there is a disparity
between how women/ LGBTQ individuals and men are treated within the workforce. Our goal was to
understand the factors that have caused this, and the initiatives being implemented to address this
apparent problem. We were interested in assessing the emerging trends and ongoing movements that
have taken place, whether this is from legislative changes, activist movements or non-profit
organizations. We believe that understanding the issues, and the initiatives in place working to solve
them are essential steps to take in order to address it further. An important factor that was influential to
this topic choice is the implications that it has on the Canadian business economy as a whole. We
strongly believe that addressing gender discrimination in the workplace will lead to a more sustainable
business setting in Canada. Creating a safe, equal space for all people in the workforce is integral to the
economy. The Capitals Coalition lists human capital as one of the components that increases value for
an organization. The topic we have chosen directly correlates to creating value within the human capital
space. This takes form in improved employee wellbeing and improved performance as well as several
macroeconomic outcomes.



Initiatives Identified that are Contributing to a Sustainable Canadian
Economy

We were able to find multiple Canadian organizations/initiatives that either focused sex and gender-
based discrimination in the workplace or had a major aspect of it within their organization. Below we
have separated them into groups to create a better image of the initiatives.

By Location:

Ontario:

United organization for Labour organization, School of HR management York University.

International:

Ethical trading Initiative, #girlgaze initiative, Global fund through innovate finance, UN Women,
Psychology of sexual orientation and gender diversity, Work-life initiative, Time’s up Movement, Service
Employees International Union, Gender at work initiative, #Metoo movement, UN commission on the
Status of Women, Equal Employment Opportunities Commission, Catalyst, Coalition of Labour Union
Women

Canadian:

Women's legal education and action fun, United organization for labour organization, Workplace
behavioural health, Canadian women’s foundation, Public legal association of Canada, Botler Al, Women
Deliver, Gender Equality Network Canada, Canadian Labour Congress, Center for Research & Education
on Violence against Women and Children.

Public vs. Private Sector:

Public:

Women's legal education and action fund, United organization for labour organization, School of HR
management York University, UN Women, Canadian women’s foundation, Work-life initiative, Service
employees international union, Gender at work, Public legal association of Canada, #Metoo movement,
Time’s up movement, Botler Al, UN Commission on the Status of Women, Women Deliver, Canadian
Labour Congress, Center for Research & Education on Violence against Women and Children, Equal
Employment Opportunities Commission, Catalyst, Coalition of Labour Union Women.

Private:

Ethical trading Initiative, #girlgaze initiative, Workplace behavioural help, Psychology of sexual
orientation and gender diversity, Gender Equality Network Canada.

The majority of these organizations and initiatives are based on inequality for women and then have a
focus on the difficulties and discrimination women face in the workplace. One commonality among the
initiatives is they stress the importance of legislative change in government across the world to support
the women's movement and the human equality movement. Creating legislative change is essential
because people can be slow to process change and deny things like women's rights. Having laws to hold
people accountable will place the importance and normality of equality rights. For example, one aspect
of the Time's up movement is to raise money for legal aid to create concrete policies on sexual
harassment in the workplace. The same goes for the Public legal association of Canada, although that
one is funded by the Canadian government instead of relying on donations.

Pay Equity Act:



Among the many initiatives found when conducting this research, we believe that the Pay Equity Act
merits closer attention. The Federal Government of Canada is in the process of implementing the Pay
Equity Act. In 2018, this Act was passed in parliament and should be coming into force in the near
future. The Act will establish a new, proactive pay equity plan for all federally regulated companies, with
10 or more employees. Under the Act, companies will have to examine their compensation practices to
ensure that women and men are receiving equal pay for work of equal value. The major feature of this
Act is the requirement for employers to create and continuously update their company’s pay equity
plan. Employers will have to identify job classes, determine which classes are predominantly men and
those predominantly women, and compare the compensation of each. It will be mandated that
companies increase the compensation of any predominantly female job classes that are receiving less
pay than their male counterparts. Employers will have to begin enforcing this mandate within three
years of becoming subject to the Act. This is a very positive step in the right direction for the issue on
pay equity. For the time being, companies will have to adhere to the existing pay equity requirements
under the Canadian Human Rights Act.

Interpretation of Team Research Results
Major Trends

Generational Changes:

The existence of social norms for previous generations have established a patriarchal society. Women in
the baby boomer generation were seen as the primary caregiver within a family, with men being the
primary breadwinner. The current generation’s view on this has shifted drastically. Although women still
are perceived as the caregiver within a family, they are way more focused on pursuing careers in their
professional life. The Work Life initiative aims to reduce the negative consequences of women taking
leadership roles within the workplace on their domestic role in their household. This generational shift is
allowing women to have more balanced lifestyles and redistributing domestic roles to the males in
society. This concept was largely stigmatized in previous generations, but now is becoming an important
issue for companies and households to address.

Trump Administration:

Although American politics stand-alone from Canada, the narrative within the country about gender
equality has a ripple effect on the rest of the world and especially Canada because of our close
proximity. During the Trump term, activist groups had to fight especially hard against sexism and
devaluation towards women and LGBTQ+ people. Trump has made sexist remarks to categorize women
by stereotypes and gender roles (Darweesh & Abdullah, 2016). He has also repeatedly used gender as a
tool to undermine and discriminate against women (Darweesh & Abdullah, 2016). Trump’s rhetoric and
sexist ideology around women has sparked important conversations about the objectification of
women. Now that President Biden is in office, some of his goals on this issue are to help women
navigate their work and family life, provide financial security, and end violence against women (The
Biden Agenda For Women, 2020). Since the U.S. has such a significant influence on the entire world, the
positive ripple effects can be expected to be felt by Canadians.



Major Themes

Me too Movement:

Social media activism has been a major catalyst in the fight for so many social issues. The #MeToo
movement has been a major trend in the initiatives for gender equity. The movement aimed to give
individuals a platform to speak out against sexual assault and gender discrimination. After only 24 hours
since the first #MeToo tweet, over half a million others had used the hashtag on Twitter, and almost five
million on Facebook, to show that they too have experienced sexual harassment in some form. This
trend has shown the gravity of this issue, and the immediate necessity to make changes to address it.
This trend has also been a catalyst for queer women and men of color to speak out, rather than the
original focus of the issue being on cisgender white women. The #MeToo movement has become a
common theme in popular culture, bringing light to this issue and allowing a safe space for individuals to
speak out about their sexual oppression.

LGBTQ+:

As society becomes more accepting of LGBTQ+ individuals, the issues surrounding their wellbeing in the
workplace also becomes an important topic. Expanding beyond the traditional male and female gender
identities, there are many other people out there who experience inequity in the workplace and in
society. There has been a lot of light shed on the importance of providing a safe working environment
for queer individuals. Companies are changing their policies to make them inclusive spaces for people of
all gender identities. This has been an important issue for companies to address because it has a large
effect on their employee satisfaction and turnover rates.

Diversity:

Companies are becoming more dedicated to investing in diversity within the workplace. Diversity has
become an important conversation for employers to have as racial injustice has been brought to
attention in the media within the past year. The Black Lives matter movement has created a global
discussion about the diversity practices of companies worldwide. This has given employers the
opportunity to assess their biased practices and adjust their working environment to ensure it is an
inclusive space for all people of color. Companies are now being held accountable for their actions more
than ever before. They are also realizing that creating an equitable and inclusive working atmosphere
for people of color leads to a more profitable bottom line.

Concluding Remarks from Team Members

This project was challenging for the both of us. As business students we have not had the ample
experience conducting research that students in other facilities have. Because of this, we had to learn a
lot about the process of searching databases as we went. We both learned a lot about the issue doing
this project and because it is a topic that we both feel very passionately about, we found it very
valuable.

Regardless of the challenges we faced during the research process, we were able to compile a
comprehensive database that encompasses the initiatives in place that target gender inequality in the



workplace. Based on our findings, The Capitals Coalition should know that there is a large amount of
information about why the problem is occurring and the factors that cause it. Although many initiatives
are currently working to solve this issue, they are still in relatively early stages. Thus, there is a lot of
gualitative research on the matter, but the quantitative results are still somewhat lacking. In addition,
there were many important initiatives that we found doing a simple google search, but since these
initiatives may be smaller or somewhat newer, we could not find academic journals on them. We would
recommend the Capitals Coalition to give attention to the smaller initiatives that are making strides
towards gender equality because the work they are doing is ultimately just as important as the more
extensive, more mature initiatives published. Since this is a social issue, we believe it is very important
for all perspectives and voices to be heard.

We believe there is an opportunity for the Capitals Coalition to eliminate gender inequality in order to
increase the value added by human capital in Canada. As both of our group members are females and
coming very close to entering the professional workplace, this issue is critical to us. We believe that
creating a safe and level playing field for all people is a goal that must be achieved. As women, we
constantly fear for our safety in society. Organizations working to prevent sexual harassment within a
working environment are essential to our wellbeing and essential to building a safe space for women
within the business economy. Issues about pay equity are hugely important to creating a sustainable
Canadian economy, as women create just as much value in society as men. Both of us have single
mothers who work extremely hard to make a living to support us, in a business world that is dominated
by men. We have those female role models that motivate us to make changes to society, so that future
generations to come face less adversity in the professional world. We believe that breaking down
barriers for women to achieve success in society is such an important aspect in achieving a sustainable
business environment in Canada. As a generational as a whole, we have become so much more
receptive to social issues and we have taken on the responsibility to make the necessary changes. Gen Z
are activists by nature. By using social media as an outlet to advocate against issues, education and
awareness have spread throughout the world. We truly believe that Gen Z has most substantial priority
to ensure a sustainable Canadian business economy because we view the issue as so multifaceted,
rather than focusing only on economic outcomes.

From a Generation Z perspective, we believe all of the initiatives mentioned within our database are
addressing important aspects of the issue. As this is such a large, multifaceted, systemically rooted
problem, the initiatives mentioned cover many niche areas. Here we wish to highlight some of the
initiatives that support our personal interests within the issue. Representation for people of color is one
niche that we feel very passionately about. Catalyst is a non-profit organization that is dedicated to
acknowledging the struggle for women of color, in their fight to achieve gender equality in the
workplace. Sexual harassment and violence issues are another important issue that we are trying to
bring attention to. Botler Al is a service that harnesses technological innovation to provide women with
a free and confidential tool to gain an understanding of their situation in the context of the law. We feel
strongly about the wage gap and the implications of COVID-19 disproportionately affecting women. UN
Women is an organization that aims to empower women and educate the world on how creating gender
equality equates to creating a sustainable economy. The messages from this organization shows that
women create just as much value as men in terms of economic growth and deserve to be compensated
and treated accordingly within the workplace. Gender inequality and discrimination is a pressing issue
that is faced by the Canadian economy. We believe that the initiatives highlighted within our database
are all making incredible strides towards eliminating this issue. With the help of the Capitals Coalition,
we believe that achieving a sustainable business economy by addressing gender inequality and
discrimination is possible.
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lanadian government
0 provide workshops
n sexual harassment,
nd gender equality.
hey perform these
vorkshops all around
lanada.

Women Deliver

Aylward, E & Brown, S.
(2020). Sexual
Orientation and
Gender Identity in
Canada's "Feminist"
International
Assistance. 75 Int'l J
313 / International
journal, Vol. 75 Issue 3,
pp. 313-328. doi:
unknown

The Gender equality
etwork in Canada is a
etwork that has over
50 women leaders
cross Canada,
vorking on creating a
nore equal and
mpowering
nvironment for
vomen

This team on Canadian
vomen work locally and
ederally on systematic
ssues affecting
vomen’s equality, and
evelop policy
lecommendations for
he Canadian
overnment to pass,

his includes things like
oreign policy that takes
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vorkplace issues for
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airly
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Appendix B Research Protocol

Databases Used
1. Canadian Business and Current Affairs
https://about.proquest.com/libraries/academic/databases/cbca.html

2. Google Scholar https://scholar.google.com/
3. Directory of Open Access Journals https://doaj.org/

Search Strategies Used

It was essential for us to conduct some background research before we started searching for resources
in the databases. By doing an environmental scan of the current state of the issue and finding initiatives
working to solve it, we were able to compile a list of keywords. These keywords helped us to narrow our
search within the databases to find the resources that would be of value to us. Citation changing was
actually very useful for this assignment. Looking at resources that were referenced within the academic
journals we were reading allowed us to not only find more resources, but also develop a more specific
understanding of the topics and issues being discussed. It was also extremely helpful linking our google
scholar accounts to our Capilano University library accounts. Doing this, we saved a lot of time, which
would have been spent looking for articles that weren’t accessible to us.

Key Search Terms and Phrases Used
Discrimination

Gender equality

Canadian

Workplace harassment

Sex and gender discrimination in workplace
Women's movement

Feminism

LGBTQ equality
Government of Canada
Women'’s Equality
Wage gap

Pay equity

Diversity

Work culture
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Appendix C Workplan

Team Research Assignment Work Plan #2
Aisha Lakhdhir, Ekaterina Sergeeva
BADM 460-01

Our group was able to follow the work plan according, This was a good sign because it meant
our group allocated the work accordingly, and no group member felt overwhelmed with the
work load. After submitting the workplan on March 11, we had a meeting the following day on
Friday March 12. We answered any questions about the soft report, and began our research
progress. By March 19, our group had accomplished out goal, and our soft report was ready to
submit.

Gantt Chart

Mar-21
8 9 10 11 12 13 14 15 16 17 18 19 20

Planning
Design
Implimentation
Editing

Follow up

Reflection

Our group worked very well together. We held ourselves accountable to our own actions and
didn’t need to stress about each group member getting their part done. One small misjudgment
was since both group member are in accounting and haven’t had to do a research paper since
their first year was the amount of time allocated to finding each resource. The time spent
sifting through google, the Capilano University data base, and the other given databases was a
lot. For next time, we will allocate more time to this aspect of it.
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Meeting #1

Appendix D Meeting Minutes

Meeting Agenda:

Objective: Create work plan

Date: Monday March 8, 2021

Time: 5:30 pm

Location: Online

Attendees: Aisha Lakhdhir, Ekaterina Sergeeva

Agenda Items:

1. Introduce Team members

2. Go through work plan together

3. Assign roles for workplan

4, Assign dates for completion of roles

Action Items: Due Date:
1. Begin first half of workplan March 9
2. Complete work plan March 10
3. Edit and submit March 11
4.
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Meeting #2

Meeting Agenda:
Objective: Work on soft report
Date: Friday March 12, 2021
Time: 11:00 am
Location: Online
Attendees: Aisha Lakhdhir, Ekaterina Sergeeva

Agenda Items:

1. Restate roles made in workplan/group questions
2. Progress on research

3.

4.

Action Items: Due Date:
1. Half research completed March 16
2. Begin soft report March 16
3. Have 75% completed March 19
4.
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