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One of the key aspects of the Gender Equality Leadership in the Canadian Private Sector project was deep collaboration with the private sector. Based 
on the insights resulting from this cooperation as well as extensive research, GCNC has developed a number of action-oriented steps that SMEs can 
take to advance gender equality in their workplaces.

•	 Make gender equality a strategic business priority and an integral 
element of your organizational culture.  A visible senior leader who 
prioritizes gender equality and has an open-door approach can make 
a real difference in raising awareness, bringing others on board, and 
accelerating change. 

•	 Seek to collaborate or create a small closed task force with other 
SMEs where your organization can freely share experiences, best 
practices, resources, and lessons learned. Define the parameters of 
this collaboration as well as key objectives to ensure all participants 
are on the same page.

LEADERSHIP AND THE BUSINESS OF GENDER EQUALITY

•	 Develop formal policies, codes, or guidelines to advance gender 
equality throughout the organization and enforce them in meaningful 
ways. First, ensure your organization is meeting federal and provincial 
or territorial requirements, and then address policies, codes, or 
guidelines that are most relevant to your workplace or industry. 

•	 Review your organization’s current systems, processes, and 
informal practices to identify any bias or inequalities that may be 
preventing the advancement of gender equality. Start by focusing on 
priority areas and once necessary changes have been implemented, 
keep moving forward. 

TRANSPARENCY AND ACCOUNTABILITY

DATA COLLECTION AND GOAL SETTING

•	 Collect or use readily available data as a way to establish a 
foundation of your organization’s gender equality status. Focus on 
qualitative and quantitative data from different segments or units 
within the business as well as across the organization as a whole. 

•	 Use insights gained from data collection to develop key short- 
and long-term goals for advancing gender equality and diversity 
and inclusion. Remember that goals and targets should make sense 
in the context of your organization (e.g. a small organization in a 
male-dominated industry will likely need to set different goals than a 
medium-sized enterprise in a female-dominated industry). 

•	 Identify your organization’s gender wage gap and its causes to 
develop a plan for eliminating the gap. SMEs that do not fall under pay 
equity legislation can demonstrate leadership by proactively advancing 
equal remuneration.

•	 Assign responsibility for key functions related to gender equality, 
even if your organization is too small to have human resources 
or diversity and inclusion departments. Take advantage of your 
employees’ ability to wear multiple hats which can build the capacity 
for gender equality initiatives across the organization while increasing 
accountability for their progress. 

•	 Design communication and advertising materials, as well as any 
social media posts with inclusivity in mind. Focus on language 
and images that actively work against gender stereotypes and bias, 
portray equal capabilities and roles for all genders, and avoid cultural 
appropriation.
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https://www.catalyst.org/wp-content/uploads/2020/03/Getting-Real-About-Inclusive-Leadership-Report-2020update.pdf
https://www.canada.ca/en/services/jobs/workplace.html
https://www.canada.ca/en/services/jobs/workplace.html
https://pact.ca/mdocs-posts/11-hr-policies-required-by-law-2/
https://pact.ca/mdocs-posts/11-hr-policies-required-by-law-2/
http://cookross.com/docs/unconsciousbiasinperformance2013.pdf
https://fortune.com/2017/04/20/workplace-diversity/
https://www.linkedin.com/pulse/gender-parity-closing-gap-between-commitment-action-bill-morris/
https://www.wgea.gov.au/sites/default/files/documents/SETTING-GENDER-TARGETS-Online-accessible_0.pdf
http://www.payequity.gov.on.ca/en/eLearning/Pages/e-learning.aspx
http://www.payequity.gov.on.ca/en/eLearning/Pages/e-learning.aspx
https://www.un.org/en/gender-inclusive-language/index.shtml
http://www.rvd.org.tr/uploads/2019/01/wfa-guide-in-advertising.pdf
http://www.canadianculturalmosaicfoundation.com/racially-conscious-guide.html
http://www.canadianculturalmosaicfoundation.com/racially-conscious-guide.html


SUPPORT FOR EMPLOYEES AND WORKERS

•	 Promote the exchange of different experiences, ideas, and 
knowledge. Bring together employees from diverse backgrounds, and 
from different business lines, teams, and hierarchical levels. Create a 
safe space for these employees to share their lived experiences and 
use this feedback to address any inequality within the organization. 

•	 Prioritize continuous learning about gender equality throughout 
the organization by incorporating it into all offered training and 
development programs. Your organization’s training programs and 
practices should reflect that gender equality is relevant to all aspects 
of business. 

•	 Ensure that gender equality is a frequent topic of conversation 
during meetings, presentations, performance reviews, etc. Your staff 
and all those associated with your business will not know that gender 
equality is a priority unless you discuss it regularly and meaningfully. 

•	 Develop meaningful external relationships that explicitly advance 
gender equality. Examples include supporting diverse suppliers; 
participating in outreach opportunities with local organizations that 
empower women; developing strategic cross-sector partnerships with 
women-owned SMEs.

BUILDING CAPACITY FOR GENDER EQUALITY

•	 Lean into workplace flexibility. Determine the arrangements that 
work for your business but also focus on solutions that empower 
women and allow for the participation of diverse groups.  

•	 Share resources on psychological and physical health, safety, 
and wellbeing. When sharing information and developing new 
practices or policies, recognize that different genders experience or 
face different challenges related to overall wellbeing. 

•	 Establish mentorship and/or sponsorship practices. These 
activities can be informal ways to improve employee recruitment, 
retention, and promotion especially when they target high potential 
individuals or are offered to new hires.

•	 Consider creating a status update about your organization’s gender 
equality data, progress, and lessons that can be shared internally 
and, eventually, externally. Circulating internal reports increases 
transparency and keeps employees in the loop on key gender equality 
initiatives and progress, which builds capacity and ownership amongst 
the workforce.
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https://docs.google.com/document/d/11aVZbj9jMbo9-JoH9_xHtpXYwmSZh-uhPXpNNzKVQRY/edit?_hsmi=88935481&_hsenc=p2ANqtz-82DLDPoLZIfJSJ_GrbI4d7zqW4MPS30RriUSgQg6aA9zQCjNbpUWfzhaxu-oKdj1Euhf1cMe7PGW1IejZeW2QCCPU6atFxPv3OJx8A4-vE9KlV0Y8
https://hbr.org/2019/04/make-your-meetings-a-safe-space-for-honest-conversation
https://eige.europa.eu/gender-mainstreaming/toolkits/gender-institutional-transformation/step-7-communicating-gender-mainstreaming
https://www.camsc.ca/uploads/File/Shared/CAMSC_Playbook__low_res__Final.pdf
https://www.international.gc.ca/gac-amc/assets/pdfs/campaign-campagne/Strengthening-Womens-Rights.pdf
https://www.mckinsey.com/industries/social-sector/our-insights/partnering-for-parity
https://www.shrm.org/hr-today/public-policy/hr-public-policy-issues/Documents/workflex-and-small-business-guide.pdf
https://www.ccohs.ca/genderhealth/topics/genderandworkplacehealthandsafety.html
https://www.ccohs.ca/genderhealth/topics/genderandworkplacehealthandsafety.html
https://kinhr.com/creating-a-career-development-plan-for-small-business-employees
https://www.globalreporting.org/resourcelibrary/Small%20Business%20Big%20Impact%20Booklet%20Online.pdf
https://www.ifc.org/wps/wcm/connect/topics_ext_content/ifc_external_corporate_site/sustainability-at-ifc/publications/publications_report_gendersustainabilityreporting__wci__1319577300362
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Funding for this project was generously provided by the Government of 
Canada’s Department for Women and Gender Equality (WAGE).

The Gender Equality Leadership in the Canadian Private Sector project 
and the resulting Blueprint was co-authored by the following members of 
the Global Compact Network Canada (GCNC): Ayman Chowdhury, Project 
Leader, Sandra Espinosa, Project Manager, and Brittany Gataveckas, 
Project Associate. 

The GCNC would like to take this opportunity to acknowledge and express 
our sincere appreciation to the following organizations and individuals 
who made valuable contributions to the development of this project: 

•	 Participating Companies: Alberta Treasury Branches (ATB); Baker 
McKenzie LLP; BASF Canada Inc.; Blake, Cassels & Graydon LLP; 
CAE Inc.; IKEA Canada; Export Development Canada (EDC); Nutrien; 
Riverside Natural Foods; Scotiabank; SNC-Lavalin; Stantec; Starbucks 
Coffee Canada; Sodexo Canada Ltd.; TELUS; Turner & Townsend; 
Unilever; Vancouver Airport Authority (YVR); Williams Engineering 

•	 Advisory Partners: Canadian Aboriginal and Minority Supplier Council 
(CAMSC); Catalyst; Global Affairs Canada; Matrix360; UN Women; and 
WEConnect International 

•	 Contributors: Helle Bank Jorgensen (Project Advisor); Julie Foster; 
Emanuela Heyninck; Adriana Greenblatt; Jennifer F. Koury; EDGE 
Strategy; UNDP Seal Certification Programme; and Women in 
Governance

The GCNC is the Canadian network of the United Nations Global 
Compact, an organization dedicated to catalyzing business action 
to advance the Sustainable Development Goals (SDGs) and the 10 
Principles of the UN Global Compact in Canada. GCNC and its many 
corporate and nonprofit participants unify and build the capacity of the 
Canadian private sector to embrace sustainable business practices 
by convening and accelerating opportunities for multistakeholder 
collaboration. SDG 5 – achieving gender equality and empowering all 
women and girls – is central to the successful realization of all 17 SDGs.
 
For further information about GCNC and to download the full report, 
please visit www.globalcompact.ca.
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https://www.globalcompact.ca

