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Who We Are
In Good Company (IGC) is a collaborative of four national and international organizations 
focused on advancing rights for women and girls: Canadian Women’s Foundation, Catalyst, 
Plan International Canada and YWCA Canada. Funded by RBC Foundation, IGC’s goal is to 
advance gender equity in the workplace.

IGC Theory 
of Change

The Need for Change Now
THE PANDEMIC HAS WORSENED EXISTING INEQUALITY; PRESENTING CHALLENGES 
ESPECIALLY FOR CERTAIN GROUPS OF WOMEN AND GENDER DIVERSE PEOPLE

The emergence of the COVID-19 pandemic in early 2020 
has had devastating impacts on the Canadian economy 
overall. Yet the economic burden of the pandemic has 
weighed most heavily on mothers, Black, Indigenous, and 
racialized people, young people, and new immigrants 
(Wheatley, 2021). In March 2020, “women represented 
70% of all job losses in the core demographic aged 
25 to 54 years. One in five women workers lost 
their jobs or the majority of their hours in February 
and March (www.feministrecovery.ca). One-third of 
working Canadian women considered quitting their 

jobs to take care of domestic responsibilities during 
the pandemic. Women in dual-income households 
have been more likely to suffer job loss as a result of 
the COVID-19 pandemic and have been less likely to 
recover them in early stimulus and re-hiring initiatives 
(Ryerson’s Diversity Institute, 2020a). In July 2020 an 
RBC Economics report indicated that “The pandemic 
has pushed women’s participation in the labour force 
down to its lowest level in three decades, with 1.5 million 
women losing their jobs in the first two months of the 
recession.”

https://www.rbc.com/community-social-impact/index.html
https://www.feministrecovery.ca/
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PARTICIPATION OF DIVERSE WOMEN AND GENDER DIVERSE PEOPLE IN THE LABOUR 
MARKET IS A REQUIREMENT FOR CANADA’S ECONOMIC RECOVERY AND PROSPERITY

While companies engaged in developing more favourable 
conditions for diversity and inclusion in their workplaces 
have documented and publicized their results (for 
example, the “Women in Work Index 2018—Canadian 
insights” of PricewaterhouseCoopers reported that “87% 
of global organizations pointed to D&I as a stated value 
or priority area”), the pandemic has exposed the fragility, 
inefficiencies, and blind spots of the policies in place 
and their implementation as numbers and testimonies 
of women and families experiencing the consequences 
of the pandemic show. 

Canada’s path to a meaningful COVID-19 recovery must 
include an intersectional feminist and human rights 
lens. To foster the conditions that allow for women’s 
leadership and participation in the workforce, it is clear 
that a feminist recovery is needed that centres the 
identities and experiences of diverse women and gender 
diverse people to build back Canada’s economy. 

There is also a business case for improving gender 
equity at work. A recent report entitled “The Power 
of Parity: Advancing Women’s Equality in Canada,” 
which presented data from 69 Canadian companies 
representing over 500,000 employees nationwide, 
suggested that advancing women’s equality in Canada 
has the potential to add $150 billion to GDP by 2026. 
Broken down, this would result in a 0.6% percent 
increase each year for the next decade. This addition 
is equivalent to adding a new financial services sector 
to the economy (Zubairi, 2017).

According to a McKinsey & Company report Women in 
the Workplace 2020, “In a year marked by crisis and 
uncertainty, corporate America is at a crossroads. The 
choices companies make today will have consequences 
on gender equality for decades to come.” 
(www.mckinsey.com/featured-insights/diversity-
and-inclusion/women-in-the-workplace#)

SMALL AND MEDIUM-SIZED ENTERPRISES (SMEs)* ARE INTEGRAL TO THE CANADIAN 
ECONOMY AND TO ECONOMIC RECOVERY AND GROWTH 

Just over 98% of all businesses in Canada have fewer 
than 100 employees and small businesses alone 
employed 69.7% of private-sector workers in 2018 or 
more than 7.7 million people across the country. SMEs 
have also been the most impacted by the pandemic. 
Euler Hermes, the world’s largest trade credit insurance 
company assessed Canada as the best country for SMEs 
to operate in via their 2019 SME Business Climate Index 

(Newswire, 2019). SMEs contribute greatly to Canada’s 
net employment growth through the increase of jobs 
(36% by small businesses and 25% by medium-sized 
businesses from 2014-2019) and GDP (51% in the goods-
producing sector and 56% in the services-producing 
sector from 2012-2016) (Innovation, Science and 
Economic Development Canada, 2020a). 

*According to the Government of Canada definition: Small businesses are those with 1 to 99 employees; medium-sized businesses 
are those with 100 to 499 employees.

https://www.mckinsey.com/featured-insights/diversity-and-inclusion/women-in-the-workplace#
https://www.mckinsey.com/featured-insights/diversity-and-inclusion/women-in-the-workplace#
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THERE ARE SIGNIFICANT JOB GROWTH OPPORTUNITIES IN SMEs IN MALE 
DOMINATED FIELDS

According to recent data from Engineers Canada, 
while Ontario has the greatest number of engineers 
by location and the largest increases in new tech 
employment (CompTIA), women make up less 
than one-third of those employed. Despite their 
underrepresentation overall, our research suggests that 
women’s participation in technology and engineering 
is increasing. Deloitte reports that the technology 
sector will likely continue to see major demands, 
especially from the pivoting associated with working 
from home during the Covid-19 pandemic. 
The information technology and 
communications equipment industries 
will see an increased demand, with the 
new jobs coming into the sector being 
re-engineered to suit the current ways 
of working.

In the engineering sector, Engineers 
Canada recently forecast over 2000 
new jobs (particularly in mechanical 
engineering), especially with the retiring workforce. 
This shortage results in a need for the entry of more 
engineers, particularly qualified diverse women and 
gender diverse people, into the sector.

In Canada, women currently make up 47% of the 
workforce, yet they comprise only about 4% of the 
skilled trades. Although the pace of employment growth 
in many skilled trades is expected to slow compared to 
the rapid expansion over the last decade, skilled trades 
workers will continue to be in demand. The retiring of the 
current workforce, combined with a declining population 
and a decline in the number of people registering for 
apprenticeship programs, has resulted in an increased 
demand for skilled trade workers. Indeed, between 

2019 and 2028, about 700,000 skilled 
trades workers are expected to retire.

Across Canada, diverse women 
and gender diverse people are 
underrepresented in the transport 
industry. Only about 3% of Canada’s 
over 300,000 truck drivers are women, 
even though women account for about 
47% of the Canadian workforce. Despite 
a growing capacity for automation, 

Canada’s transport industry is still forecasted to see 
a 31% increase in labour demand between 2010 and 
2030. The current rate of vacancies coupled with the 
retirement projections of the ever-aging workforce 
suggest labour shortages of over 26,000 full-time jobs 
by 2030.

In Canada, women 
currently make 
up 47% of the 
workforce, yet 
they comprise only 
about 4% of the 
skilled trades.
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DATA AND SUPPORTS ARE NEEDED FOR SMEs TO ENGAGE EFFECTIVELY IN DEI

One gap when considering DEI is the lack of disag-
gregated data that reflects the diverse landscape of 
companies, including SMEs. Ravanera and Kaplan (2019) 
highlight that Statistics Canada publishes little data 
regarding DEI in SMEs, despite regular surveys on SME 
growth and financing. Not knowing where shortcomings 
are result in an inability to successfully implement 
targeted interventions. Statistics Canada collects 

only limited disaggregated data and even less data 
with an intersectional lens (Women Entrepreneurship 
Knowledge Hub, 2021). The Statistics Division of the 
United Nations Department of Economic and Social 
Affairs (2020) has identified the need for reliable, timely, 
and disaggregated data, especially in the context of the 
COVID-19 pandemic, to effectively measure progress 
in achieving gender equality. 

Our Vision 
 IGC envisions a world where diverse women and gender diverse people can lead in any 

field and experience a positive environment, free of harassment, and be supported in 
their livelihood goals and career aspirations. 

 We believe that a growing number of diverse women and gender diverse people will 
take up leadership positions in the workplace as more companies, particularly SMEs 
in key sectors where they have traditionally been excluded, introduce and effectively 
implement progressive diversity, equity and inclusion (DEI) policies and practices and 
champion others in their field to do the same. 

 We believe that industry leaders in these key sectors will take up this change vision 
with us and grow the DEI field not only because it is good for business but also 
because it is the right thing to do.

Tardrew (2020) suggests that the key components in developing a winning 
formula for diversity equity and inclusion are data collection, setting 
objectives, training, communication, and measurement of outcomes. 
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Change Strategies
Five interconnected strategies, revolving around an action research-based Community of Practice (CoP) made 
up of SME leaders, form the basis of our change proposition from 2021 to 2023.

Research and 
Data Collection

We know that data drives change and that there are significant gaps in intersectional 
data on diverse women and gender diverse people’s employment and leadership 
positions in SMEs and in key industries in Canada. Through our own programming the 
IGC partners know the compelling stories of the lived experiences of diverse women 
and gender diverse people on their pathways to leadership and sustainable livelihoods. 
We will continue to document these stories, and seek out current data to inform our 
work and further build the case for promoting effective practice to support our project 
stakeholders in implementing DEI policies and practices.

Consulting  
and Convening 

Through our research we discovered a host of sector and industry organizations 
committed to DEI in Canada. Their experience, efforts, networks, and resources are 
impressive, are making inroads in the field, and yet are not necessarily coordinated or 
known across sectors. We propose to convene and further consult with these leaders, 
to seek their advice, encourage sharing of effective practices across sectors, identify 
opportunities for change, and to communicate the results of our work with and through 
them to their constituents, members, and networks.

Community of 
Practice for SME 

Peer Learning

In spite of the evidence that DEI is good for business and the right thing to do, we’re 
aware that it is not a key priority for many SMEs. The reasons vary and include a lack of 
awareness, interest or incentives; a lack of internal resources; a lack of knowledge of or 
capacity to access appropriate tools and policies; a lack of guidance; a lack of formal 
structures; and gaps in external and internal data. IGC aims to support SMEs to see 
themselves as part of the DEI conversation and to be change leaders. To do this, we will 
engage senior leaders of up to 15 SMEs in science, technology, engineering and skilled 
trades who are ready to take concrete steps forward. We will share resources, guide 
them, and learn with them on their DEI journeys. We will encourage and support our 
SME partners to further champion this work within their own sectors.

Knowledge 
Transfer

With a promise of greater impact if knowledge is spread more broadly within the 
system, we will provide periodic opportunities for our SME partners, diverse women 
and gender diverse people in leadership, industry association leaders, and our IGC 
partners to broadcast our project research and practice-based insights to targeted 
audiences.

Media and 
Communications

To amplify the conversation further and reach a broader audience, and to provide 
positive exposure for the participation of our SME partners, we will engage media 
where appropriate to provide timely communications and key messages on our 
collective work.
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IMPACT
 Small and Medium-sized Enterprise (SME) leaders in sectors where diverse women and gender diverse people have 
traditionally been excluded will increase their awareness of, and commitment to, the case for gender representation 
at all levels of their business 

 SMEs will introduce and effectively implement progressive diversity, equity, and inclusion (DEI) policies and practices
 Diverse women and gender diverse people will face fewer barriers and greater opportunities in their pathways to 
employment and leadership in science, technology, engineering, and skilled trades

 A growing number of diverse women and gender diverse people will take up leadership positions in SME workplaces

SHORT-TERM 
OUTCOMES

Sector leaders will:
 Be involved with IGC in meaningful 
ways that acknowledge the relevance of 
their work and contributions to the field

 Contribute and draw on knowledge of 
effective tools, policies and practices in 
Diversity, Equity, and Inclusion (DEI)

 Experience new connections and 
greater awareness of others working in 
the field

SME leaders will:
 Become actively engaged in the IGC 
Community of Practice for SME Peer 
Learning (CoP) and commit to the 
process

 Increase their awareness of the tools/
resources to support this work

 Deepen their connections with like-
minded colleagues, inspiring each other 
to do more

 Commit to sharing their learning and 
championing DEI with other leaders in 
their industry

Diverse women and gender diverse 
people employed by SMEs will: 

 Be engaged and heard in the learning 
process with their SME managers

IGC partners will:
 Have an enhanced profile among sector 
leaders

 Increase their understanding of the 
problems, barriers to progress, and 
effectiveness of DEI solutions

MEDIUM-TERM  
OUTCOMES

Sector leaders will:
 Hear first-hand from SMEs about the journey towards 
meaningful DEI

 Adapt to evolving knowledge of barriers to SME uptake of DEI 
and solutions based on project insights and evidence

 Communicate about project outcomes and learning 
opportunities through their networks and members

SME leaders will:
 Deepen their analysis, understanding and knowledge of the 
issues and opportunities related to employment and leadership 
for diverse women and gender diverse people in SMEs

 Develop and implement DEI policies and practices in their 
companies

 Gather and share data related to their DEI work
 Inspire other SME leaders in key sectors to take action to 
advance the employment and leadership of diverse women 
and gender diverse people in the workplace

Diverse women and gender diverse people employed 
by SMEs will: 

 Participate in the CoP so that decisions/actions taken are 
influenced and co-created by them 

 Experience a progressive reduction in barriers to employment 
and leadership opportunities in SMEs participating in the CoP

IGC partners will:
 Contribute to broader awareness, knowledge and skills 
development of SME leaders and sector stakeholders

 Increase their credibility with SMEs and sector leaders
 Compile and address gaps in DEI data, tools, stories, and research 
on effective practices in partnership with sector leaders

Other system stakeholders will:
 Have increased awareness and knowledge of systemic barriers 
to diverse women and gender diverse people, and tools and 
resources to take action for change

Outcomes and Impact 


