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Impact of Globalization on 
Women’s Work

Canadian Labour market constantly restructuring.

Proliferation of “precarious work” in both standard and non-
standard employment with multiple job holders. 

One in three workers in non-standard work with little or no 
security - temporary or contract work, part-time jobs, self-
employment without employees. 

Many new jobs are poorly paid with few or no benefits. 

One in three women and one in six men working full-time 
earns less than two-thirds of the national median wage. 



Canada’s Gendered Labour Market
58% of women are in the workforce.

Quality of jobs is not increasing at same rate.

More women than men are employed in precarious 
work.

Two thirds of adults who remain poor for long 
periods of time are women. 

Many women work in the home and receive no pay 
at all. 



Canada’s Gendered Labour Market

The vast majority of temporary or contract workers, 
part-timers or self-employed are women.

To get a poverty-line income, someone must work 
full-time, full-year at about $10 per hour. 

Many women do not get those kind of hours or full 
time work. Often, they will fail to qualify for EI 
benefits.



Why are Women Workers Poor?

Many intersecting reasons account for women's poverty  
including: 

systemic discrimination which undervalues and 
underpays or doesn’t pay at all their work

◦ women are often trapped in low paid,  insecure work;



Impact of Women’s Care 
Responsibilities

38% of women age 25-44 said they worked part-time 
because of family care responsibilities, with many women 
single-parents. (Townson, 2005).  

Lack of affordable, reliable child care limits women’s income 
earning ability.

Many women do not meet qualifying requirements for 
Employment Insurance maternity and parental benefits due to 
insufficient hours worked or fact they are self-employed. 

Income supports to mothers stopped growing in the 1990’s 
as EI implemented restrictive access terms (Townson, 2004).



Canadian women are still more likely to be poor 
than men.  Adult women account for 54% of 
persons in low income (Townson, 2005).

Almost 1.5 million adult women  are poor. 

Women outnumber men in nine of the ten lowest-
paying occupations in Canada. 

One in five adult women workers (age 25-54) earn 
less than $10 per hour (Jackson, 2005).



Gender Bias In Women’s Pay
On average, women still earn 29% less than men, 

fifth greatest gap in OECD countries and bigger 
than US. 
In 2005, women working full-time/full year 
earned an average of $39,200, or 70.5% as much 
as comparable men who earned $55,700. 

In the mid 1990s, such women earned 72% as 
much as men. 

The pay gap is even greater for university-
educated women, who earned just 68% as much 
as men in 2005, down from 75% a decade ago.



Aboriginal Women 

Canada’s First Nations Aboriginal women are twice as 
likely to be poor than non-Aboriginal women

Aboriginal women, on average earn 54% less than men 

Aboriginal women are most likely to be employed in 
low-wage jobs. The highest concentration of 
employment for Aboriginal women is in sales and 
service

Aboriginal women have a higher-rate of self-
employment than non-Aboriginal women. 



Visible Minority and Immigrant 
Women 

29% of visible minority women live in poverty. 

The poverty rate for all foreign-born women is 23%.

Recent women immigrants majority of women are from 
visible minority groups have 35% poverty rate

Racial minority women earn on average 36% less than 
men



Women with Disabilities 

26% of women with disabilities are poor 

Often excluded from workforce, they are reliant on 
provincial social assistance programs with low 
benefits. For example, Alberta’s benefit for a single 
person is 39% of poverty line. 

Women with disabilities earn significantly less than 
both women and men without disabilities 



Older Women 
42% of elderly women are poor.  

Twice as many women as men over 65 live in poverty

The median income for retired women is almost half 
that of retired men

Women's lower lifetime earnings lead to lower or no 
retirement savings and lower Canada Pension Plan 
benefits. 

The average women’s monthly CPP retirement pension 
is about two-thirds of men’s CPP entitlements.



Engendering Labour Law & Policy

Move from traditional focus on regulation of 
male-dominated “standard” work to taking 
more systemic, inter-disciplinary and inter-
institutional approach to address the social, 
political and economic roots of women’s 
economic equality. 



Engendering Labour Law & Policy

Leading to new understandings: 
◦ Women’s rights are human rights 
◦ Labour rights are human rights 
◦ Equality at work is basic human right

The Right to Decent Work includes the right 
to earn income free of discrimination 



International instruments have imposed increasingly 
specific directives for action to be taken by signatory 
states in order to achieve pay equity for women. The 
ILO’s 1952 Convention 100 was the first ILO standard 
that incorporated a systemic approach to redressing a 
labour market problem. 

This was followed by the 1958 ILO Convention 111 
prohibiting discrimination in employment and more 
broadly in “occupation” that covers self-employment.

CEDAW – elimination of all discrimination against 
women 



Pay Equity is Good for the 
Economy and Society 

Widely recognized positive economic and 
social impacts – such as increased 
productivity, reduced turnover and less 
poverty – which come when workers are 
paid equitably.  



Pay Inequity Harms Economies and 
Society 

The costs of inaction are high starting with the suffering of 
women and their families. 

The World Economic Forum's 2007 Global Gender Gap 
Report cited the key role that "remuneration gaps" play in 
impairing economies from realizing their full potential. 

Allowing women to be channeled into low-paid, 
undervalued work when the economy needs access to their 
full skills harms global competitiveness. 

Increases conditions of poverty.



Pay Equity in Ontario: 
Creating Public Policy

From the International to the 
Local 



Ontario’s Pay Equity Act 

January 2008 marks the 20th anniversary of Ontario’s 
Pay Equity Act – the party will be bittersweet. 

Ontario’s 1988 proactive pay equity law promised to 
end the systemic pay discrimination which 
undervalued and underpaid women’s work. 

Requirement to both achieve and maintain pay equity.



Ontario’s Pay Equity Act 

the Act requires men’s and women’s jobs to be 
evaluated in a non-discriminatory way through 
accurately identifying and valuing the skill, effort, 
responsibility and working conditions of those 
jobs and raising women’s pay to that of 
comparably valued men’s jobs. 

covers the public and private sectors with 
specialized enforcement machinery through a 
Commission and Tribunal, along with proactive 
responsibilities for employers and trade unions.



Principal lobbying group for Ontario’s 1988 
Pay Equity Act formed in 1976.

Coalition of trade unions and community 
organizations seeking pay equity for women 
through legislation and collective bargaining. 

Coalition and its members active in litigation 
and lobbying to enforce law.



Accomplishments of Pay Equity Act 
Law serves as an international model for the 
enforcement of ILO Convention 100. 

Pay equity plans implemented in the early to mid-
1990s addressed much of the pay gap which existed 
then for mostly unionized and most public sector 
workers.

The Act helped reduce the gender pay gap from 38% 
in 1985 to 29% now.

The Government initially funded most of the 
adjustments owing by employers in the public sector. 



Widespread Non-Compliance
The law is regularly violated.  

Government funding for enforcement has 
been cut in half since the early 90's. 
Hundreds of millions of dollars are owed in 
public sector pay equity adjustments. 

As a result, many businesses and government 
continue to rely on discriminatory wages to 
cut costs. 



Challenges 
Task of bringing pay equity to Ontario’s 
women far from finished.
Workplaces with 10 and under employees 
excluded from Act 
Self-employed workers excluded
Many employers have not removed barriers to 
women gaining access to higher paid 
positions dominated by men. (employment 
equity). 



Challenges
With work and workplaces constantly changing, 
making job comparisons is increasingly difficult.

Union membership is declining with 
globalization/restructuring and repeal of labour 
law measures facilitating organizing.

With increasing precarity of work and cutbacks to 
pay equity enforcement machinery, women have 
difficulty enforcing pay equity right. 



Failure to Achieve Pay Equity

Many women never received pay equity as their 
employers ignored the law and they had no union 
to fight for them. 

Many new employers opened their businesses but 
did not do so with equitable wages. 

Private sector employers employ increasingly fewer 
"employees“, creating dependent and independent 
contractors to avoid legislated  employee 
entitlements.



Failure to Maintain Pay Equity 

Women’s jobs have changed dramatically 
since 1988 but pay equity plans and 
employers’ pay practices were not changed 
accordingly to ensure pay equity was 
maintained. 



Public Sector Pay Inequities
Pay equity adjustments remain owing to women 
delivering public services who have either not yet 
achieved pay equity or have since seen the pay gap 
widen again between them and comparable men’s 
work.  

Many public sector women’s jobs were privatized, 
with women forced to leave behind their pay equity 
adjusted wages. 



Government Services Rely on 
Discriminatory Pay

100,000 women in predominantly female public 
sector workplaces currently owed $78 million in 
pay adjustments from 2006-2007 and a further 
$467.9 million from 2008-2011 and then further 
sums to maintain pay equity as they have fallen 
behind others in the public sector. 

Despite having a two-year college diploma, on 
average, child care educators, covered by proxy 
pay equity plans, who are by-and-large women, 
still make on average of $23,000 a year. 



Equal Pay Coalition 20th

Anniversary Campaign 

Goal: Take effective steps which will result in closing of 
Ontario’s Gender Pay Gap

Place emphasis on diversity of women who are suffering 
pay inequities – including visible minority women, 
women with disabilities, elderly women and poor 
women.

Multi-pronged approach – public education, public 
policies, lobbying for pay equity friendly government 
budgets and resources, research and litigation.  



Equal Pay Coalition Strategy 

Campaign of Public Education and Mobilization
of Support

Mobilizing to Gain Media Support and 
Coverage 

Engaging with Election Candidates, Party 
Leaders, Premier and Key Ministers 



Public Education and Mobilization 
Campaign

Expanded website to provide central resource for 
information and campaign updates  see 
www.equalpaycoalition.org

Spreading campaign across Ontario using capacity 
of member organizations, including Ontario 
Federation of Labour and province-wide trade 
unions.

Forging links with Federal Pay Equity Network 
campaigning for new federal law. 

http://www.equalpaycoalition.org/


Media Campaign
Media Releases

Media Conferences 

Writing Editorial Articles 

Research article released on 
“Putting Fairness Back into Women’s Pay 
Canadian Centre for Policy Alternatives –
Technical Paper – Alternative Budget Series 



Campaign Call to Action 
Call upon Ontario government to support, strengthen and 

revitalize pay equity enforcement for Ontario women. 
Among other measures, this includes: 

◦ 1. Immediately increasing the minimum wage to $10 per 
hour as a pay equity downpayment for vulnerable 
women workers. 

◦ 2. Fully funding the pay equity adjustments owed to 
public sector women working across Ontario

◦ 3. Fully funding the Pay Equity Commission, the Hearings 
Tribunal and legal support services for women workers.



Minimum Wage as Pay Equity 
Downpayment

Increasing the Minimum Wage to $10 per hour 
immediately delivers greater income without 
complaints or job comparisons to minimum wage 
earners who are two thirds women.
Targets most disadvantaged women - Aboriginal 
women, immigrant and refugee women, women with 
disabilities and racialized women more likely to be 
minimum wage earners. 
Rest of pay gap based on systemic undervaluation of 
women’s work can be delivered through other 
measures. 



Fund Public Sector Pay Inequities

Smaller, predominantly female public sector 
workplaceswithout male comparators used a proxy 
comparison method to achieve pay equity.

In 1995, Conservative Government repealed proxy method 
and eliminated funding. 

After a constitutional challenge, the government was forced  
to reinstate the law. When the Government failed again to 
fund the adjustments a second Charter challenge resulted in 
a 2002 settlement with Government funding of up to $414 
million in adjustments. Government has again stopped 
funding and pay inequities continue.





Fund Effective Enforcement 

Pay Equity Commission and Hearings Tribunal 
funding and staff substantially stripped with 1995 
Conservative Government cutting budget by over 46% 
and 2003 Liberal Government cutting 20%  more.   

Today, only 32 employees and 16 Review officers to 
cover the entire province with no regional offices or 
research capacity.

Need to restore to at least the 1992-93 funding level 
of $6.8 million and provide further funding as 
required.



Campaign Postcards and Flyers

Developed compelling picture postcards 
setting out key discrimination facts and 
requests for action. 

Postcards reflected diversity of women 
seeking pay equity. 

Simple message – enforce right to pay equity.



Campaign Postcards 



Public Events – 20th Anniversary 
Kick Off at Legislature 



Campaign Posters/Flyers 





Family Day Campaigning



Lessons Learned



Making Visible and Mapping 
Women’s Work

Women’s work experiences vary dramatically 
from men’s.  While patterns are present 
world-wide, the particulars of the gender 
discrimination are dependent on the country, 
region and local context and on factors such 
as the women’s age, education, ethnicity and  
class. 



The Equality Role of the State 
Responsible for country compliance with 
international  standards and ensuring equality 
outcomes 

Providing appropriate enforcement machinery to 
ensure employers and businesses provide equality 
outcomes 

As employer, held to highest standards;

Gender perspective and equality planning for laws 
and policy.



Multi-pronged Systemic Approach 

Achieving and maintaining pay and employment equity for 
the diversity of women's work is a complex problem 

Drivers forging women's unequal conditions of work and pay 
are multi-faceted and inter-connected. 

Different mechanisms required to address the diversity of 
women's work in the formal and informal economy, women's 
self employment and the problem of work which is not paid 
at all.



Pro-Active Planning

Requires proactive planning solutions 

Goal - transforming the identified discriminatory 
circumstances that are causing the pay and 
occupational gaps.

Need to confront patriarchical constraints and 
prejudices which have privileged male work and 
undervalued women's work.



The Role of Women’s Voice & 
Collective Bargaining 

Women's voice through their own organizations or trade 
unions must be at the center of the design of pay and 
employment equity mechanisms.

Women key to identifying the most promising solutions. 

Achieving equality interconnected with freedom of 
association and collective bargaining;

Women must be supported to exercise these rights.



Compliance & Enforcement 
Enforcement mechanisms should be accessible 

and resourced

Compliance requires constant renewal to 
address changing nature and conditions of 
male and female work and changing structures 
and conditions of employers and the economy. 

Ongoing monitoring required to identify 
promising practices and modify those which 
are not meeting equality goals. 



Role of Employers & Businesses 
Recognizing women’s work performed for 
both employers and as 
dependent/independent contractors  for 
businesses. 

Proactive responsibilities of employers and 
businesses.

Key role of Corporate Social Responsibility 
measures to be integrated with role of 
government and collective bargaining 
mechanisms.
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