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Abstract 

 

Managing Workforce Diversity in Canada: An Empirical Study of the Factors 

Affecting the Adoption and Success of Diversity Strategies in Canadian 

Organisations 

 

Keywords: Aboriginal Peoples, Canada, Diversity, Employment Equity, Inclusion, 

Disabilities, Visible Minorities, Women. 

 

Equality, diversity and inclusion (EDI) in the workplace continues to be a 

dominant universal issue. Through its Employment Equity Act (EEA), Canada has 

acted as an exemplar in influencing equality legislation in other countries. The 

Canadian government’s thirtieth EEA annual report to Parliament presents a very 

positive picture of equality in employment for the four designated groups, DG: 

(women, Aboriginal peoples, persons with disabilities, and visible minorities) in 

the four industry sectors (Banking, Communication, Transportation, Other) 

federally regulated under the EEA’s legislated employment equity programme 

(LEEP). However, this claim of success is challenged in this study as specious in 

showing uniform take-up using aggregated LEEP data. A theoretical model is 

developed between variables representing external pressures, at the macro-

national level, internal pressures, at the meso-organisational level, and their 

hypothesized relationships with reactive and proactive EDI focused programmes 

pursued by LEEP organisations. This model is empirically validated by applying 

partial least squares structural equation path modelling to data collected from 440 

LEEP organisations. Findings reveal that all four DGs are substantially under-

represented, relative to their labour market availability (LMA), in the majority of 

individual LEEP organisations, despite over three decades following EEA 

implementation. DG-LMA representation was also found to differ by industry 

sector. The main contribution to knowledge of this study is the introduction of a 

validated predictive EDI model developed and empirically validated for the four 

designated groups in the context of Canada. Applications of this generic model 

to other countries for benchmarking and comparative studies could contribute to 

EDI theory, practice and policy, internationally.  
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Chapter 1  – Introduction and Overview 

 

1.1 Introduction 

 

Equality, diversity and inclusion (EDI) are a worldwide issue and legislative action 

is being taken in various countries to deal with their societal impact. The 

International Labour Organisation (ILO) lists 17 countries that currently have 

affirmative action legislation with most of these laws being established during the 

late 1980s and 1990s: Australia (1986), Canada (1986), Colombia (2000), Costa 

Rica (1996), Ethiopia (1994), Finland (1986), France (1987), Hungary (1996), 

India (1950), Ireland (1989), Kenya (2007), Namibia (1998), Norway (2003), 

South Africa (1998), Sweden (1991), United States (1965), and Vietnam. Many 

countries (Australia, Colombia, Costa Rica, Ethiopia, Finland and Sweden) focus 

primarily on gender equality for women with some countries actually requiring a 

minimum level of representation for women on public committees (40% in 

Hungary), public sector jobs (30% in Colombia), political positions (30% in Costa 

Rica) and on boards of public companies (40% in Norway).  

 

Extant EDI literature shows that while the equal employment opportunity (EEO), 

affirmative action (AA), and employment equity (EE) legislation has positively 

impacted the employment outcomes of women and minorities in several 

countries, widespread inequality and exclusion still remain and must be 

addressed. Researchers in Australia (French and Strachan 2007; Strachan et al. 

2014), the European Union (EU) (Klarsfeld 2010; Hyman et al. 2012; Klarsfeld et 

al. 2014) Canada (Haq and Ng 2010; Jain et al. 2010; Ng et al. 2014; Agocs 

2014a; Henry et al. 2017), New Zealand (Ryan et al. 2014), India (Haq 2010; Haq 

and Ojha 2010; Haq 2012; Saha 2012; Haq 2013; Haq 2014), South Africa 

(Horowitz and Jain 2011; Bosch et al. 2014; Nkomo et al. 2014; Booysen and 

Nkomo, 2016), the USA (Nkomo and Cox 1989; Cox and Blake 1991), the UK 

(Özbilgin 2009; Tatli 2011; Healy 2015) have documented the successes and 

failures of their EEO/AA/EE policies. Comparative studies in the EDI literature 

show that no country has been successful in achieving its AA/EE goals despite 

the legislation often being in place for many decades (Jain and Sloane 1981; Haq 

2004; Klarsfeld 2010; Bosch et al. 2014; Klarsfeld et al. 2014; Nkomo et al. 2014). 

What is not understood are the reasons behind the failure to achieve the goals of 



2 

such laws. Currently, there is a theory-practice gap and EDI scholars have called 

for this gap to be addressed (Bell and Kravitz 2008; Syed and Özbilgin 2009; 

Kulik 2014; Pringle and Strachan 2015; Henry et al. 2017).  

 

The richness of the debate over how to define EDI emphasises the extent to 

which the constructs are socially, politically and emotionally charged. The fact 

that societies, as well as organisations, continue to be segregated along the lines 

of race, gender and other diversity labels, highlights the deeply entrenched 

values and beliefs held by most people that can make work on diversity a very 

conflicting, divisive, emotional and potentially volatile issue within organisations 

(Cooke 1999). The theoretical approaches to ‘equality’, where everyone is treated 

the same, and ‘diversity’, where differences are valued, underpin the 

organisational policies of ‘equal opportunities’, ‘employment equity’ and 

‘managing diversity’ (Kirton and Greene 2005).  

 

From a historical perspective, workplace EDI can be divided into three eras. In 

the early years (1960s-1970s), the initial focus was on ‘righting the wrongs’. 

Despite confusion as to how to accomplish this goal, human resources 

departments hired women and minorities with the expectation that they would 

blend into the organisation. However, this indiscriminate employment policy led 

‘to poor morale, job turnover, and even backlash against the very groups the 

legislation was designed to benefit’ (Harvey and Allard 2015: 2). This was 

followed by the ‘valuing diversity’ era (1980s-1990s), with the report by Hudson 

Institute’s Workforce 2000 (Johnston and Packer 1987) analysing population 

trends and warning organisations to prepare for increasing numbers of minorities 

in the US workforce. They cautioned that moving from a homogeneous to a 

heterogeneous workforce would require significant organisational changes 

including top-level management support, diversity training, and ongoing research 

and monitoring to assess the effectiveness of these programmes. Other 

researchers (Thomas 1990, 1991, 1992, 1995; Cox and Blake 1991; Richard 

2000) promoted the diversity advantage business case. Since 2000, onwards, 

the third era has acknowledged the intersectionality of multiple social identities 

and the need to establish an inclusive organisational culture (Shore et al. 2011; 

Ferdman and Deane 2014; Healy 2015; Mor Barak 2011. However, the terms 

equality, diversity and inclusion are often used together and interchangeably. 
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1.2 International Perspectives 

 

EEO and AA were adopted in the US during the civil rights and feminist 

movements in the 1960s, followed by voluntary efforts in diversity management 

and inclusion becoming popular. Many EDI scholars argue, however, this 

weakens a focus on equality “rights”, per se, albeit being prompted by the 

legislation failing to achieve its objectives (Thomas and Ely 1996; Konrad 2003; 

Kalev et al. 2006; Oswick and Noon 2014). Researchers note the common 

threads and the non-linear journey in the history of diversity in many countries 

and the varying gains made by underrepresented or underprivileged groups, 

often influenced by changing political ideologies, national economy and security 

concerns (Cornelius 2002). Immigrant-dependent countries, such as the US, 

Canada and Australia not only have international ethnic diversity but also intra-

national diversity in their distinct Aboriginal peoples. For instance, in their study 

exploring 40 years of various legislative and non-legislative approaches including 

anti-discrimination, AA, equal opportunity, managing diversity and more recently 

gender equality, French, Strachan and Burgess (2014) found that despite the 

extensive work done, individual members of the various diverse groups in the 

Australian workplace still experience inferior working conditions and career 

opportunities.  

 

Furthermore, globalisation has resulted in increasing labour movement, 

particularly in the EU where citizens of all member states are free to live and work 

in any EU country. Much of the focus in the EU is, therefore, focused on managing 

the diversity of people with different cultural and national backgrounds (Hyman et 

al. 2012). However, differences in country-specific legislation and cultures in the 

EU present difficulties in capturing the complexities of diversity (Glastra et al. 

2000; Essed 2002) and, multinational corporations in particular, need 

contextualised EDI policies (Niishi and Özbilgin 2007; Syed and Özbilgin 2009). 

Indeed,  the websites of the top 241 firms in eight European countries including 

France, Germany, the Netherlands, Norway, Sweden, Switzerland and the UK, 

had gender as the most cited diversity dimension, followed by culture, race and 

ethnicity (Singh and Point 2006).  

 

 



4 

When the EU passed the Equal Treatment Directive in 1976, this was limited to 

equal pay and gender equality. This was later followed by a positive action 

recommendation by government and industry and then, due to the increasingly 

multi-ethnic workforce, the 2000 EU Directive to implement the principle of equal 

treatment between persons within the constituent member countries, irrespective 

of racial or ethnic origin. In the UK, arguably, the EDI programmes are 

predominantly driven by the need for legal compliance with equality legislation 

(Jewson and Mason 1986; Cockburn 1989; Liff and Wajcman 1996; Tatli 2010). 

Nevertheless, despite the national and EU wide equality legislation, 

discrimination on the grounds of race, gender, disability, age, religion, and sexual 

orientation still exists (Tatli 2010) within the constituent member countries. 

 

Common practice for managing diversity in emerging countries, such as India 

and South Africa, include AA programmes for historically marginalised groups. In 

India, the lower caste groups (Scheduled Castes, Scheduled Tribes and Other 

Backward Classes) and in South Africa, the categories of Black people (Africans, 

Coloureds and Indians), are based on intra-national diversity where the 

designated groups are in fact majority populations in those countries (Haq 2010; 

Bosch et al. 2014; Nkomo et al. 2014). Reservation, or quotas, for three 

designated groups – the Scheduled Castes (SC), the Scheduled Tribes (ST) and 

the Other Backwards Classes (OBC), in the three sectors of public employment, 

higher education and legislative organisations, are used as the AA/EDI tool in 

India. Yet, despite these protections being part of the 1950 Indian Constitution, 

all three groups continue to be significantly underrepresented in these respective 

sectors (Haq and Ojha 2010). Unlike western countries where gender has tended 

to be the main focus for EDI, India, which has a patriarchal society and has 

historically low formal labour market participation by women, has not 

implemented reservation of employment quotas for women. India’s example has 

been emulated in other countries with a predominantly patriarchal society, such 

as Nigeria, Malaysia and Sri Lanka (Borooah et al. 2007). 

 

In South Africa, the moral case for equality is based on the historical inherently 

racist legacy of the apartheid system, where the embedded culture of whiteness 

and power imbalance continues to obscure enduring social and economic 

inequality (Booysen et al. 2006). Indeed, the South African constitution does not 
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allow any discrimination, explicitly listing race, gender, religion, age, sexual 

orientation and disability and under the Employment Equity Act of 1998 there are 

four designated groups namely, African Black, Coloured, Persons with 

Disabilities, and Women. Nevertheless, there has been limited progress made 

under the EE legislation over the past twenty years, with a gap continuing to exist 

between espoused policy and realisation (Booysen and Nkomo 2010, 2014) with 

all four designated groups remaining underrepresented in the workplace.  

 

Clearly, EDI are important universal issues with which many countries are 

currently grappling without much progress despite legislation being in place, in 

some cases for many decades. Although EDI issues vary in different contexts, 

the field has been largely dominated by western perspectives and calls have 

been made to expand these debates to include non-western countries (Özbilgin 

2009; Klarsfeld 2010). Within limited comparative EDI research to determine the 

success and failure of relevant policies and practices and there is a need for more 

empirical evidence to evaluate the impact of legislation on representation 

outcomes for designated groups. By evaluating EEA-LEEP designated group 

representation in Canada and developing an EDI model this empirical research 

study will make a contribution to this gap in knowledge.  

 

1.3 Equality, Diversity, Inclusion  

 

‘While the term “equality” allows for a comparative reading of relations of power 

in the workplace, the term ‘diversity’ draws attention to the multiplicity of strands 

of difference and the term ‘inclusion’ adds a purposive and strategic dimension 

to the investigation of interventions to relations of power at work. These subtle 

differences aside, equality, diversity and inclusion are also used in interrelated 

ways, reflecting their interconnectedness at the level of theorisation and practice’ 

(Özbilgin 2009: 1). 

 

EDI scholars bemoan the atheoretical nature of workplace diversity and the 

limited explanations or comprehensive frameworks (Pringle 2009). ‘There is no 

“grand theory” for Diversity Studies, no common theoretical framework to address 

diversity in organizations and also no one historical background to refer to.’ 

(Bendl et al. 2015: 3). Healy (2015) further argues for an interrelated approach 
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using the three perspectives of history, society and biography to understanding 

the politics of EDI. Social justice proponents place the emphasis on equality at a 

policy level for the ‘good employer’ with ‘best practice’ (Dickens 1999), arguing 

that employers have a social responsibility to develop fair employment policies 

and practices in the pursuit of equality as an ethical and moral end in itself (Kirton 

and Greene 2005). Neoclassical economists argue for deregulating the labour 

market and allowing employers to follow pure economic principles, believing that 

free market forces will, by themselves, lead to distributive justice. EDI theorists 

argue that the forces that have led to discrimination will also maintain and 

preserve it, thus positive action policies are necessary to achieve social justice 

goals, right past wrongs and compensate disadvantaged groups by giving 

preference in hiring and promotion to redress past discrimination (Mor Barak 

2011). 

 

While equality legislation based on the social justice precepts protects certain 

underrepresented demographics, such as gender, race and disability, it is 

primarily focused on numbers, and aims to achieve proportionate representation 

for reactive legal compliance by making it the responsibility of personnel 

departments in organisations. There is disillusion with equality legislation in the 

UK, for their failure to deliver equality of outcomes for protected groups (Ross 

and Schneider 1992; Gooch and Cornelius 1999; Agocs 2014a). This lack of 

achievement might be mitigated by the view that the business case argument for 

diversity focuses on organisational effectiveness by linking investments in 

organisational diversity initiatives to improvements in productivity and profitability 

(Litvin 2006). While social goals such as EDI can result in organisational benefits, 

it is dangerous to base equality solely on the business case (Dickens 1999; Liff 

and Dickens 2000; Gagnon and Cornelius 2002; Greene and Kirton 2009). As 

Cornelius (1999: 307) argues, ‘Organizations that harness the “diversity 

advantage” will be those that benefit from harvesting this diversity of talent and it 

is likely that they will gain a competitive advantage’. Moreover, EDI researchers 

and practitioners suggest that inclusion is the key approach to reap benefits from 

diversity (Mor Barak 2011; Ferdman and Deane 2014) with a dual approach of 

conceptualising diversity as a bridge resting on both equality and the economic 

argument (Pringle 2006; Cornelius 2009). 
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1.4 The Canadian Context  

 

Canada is a particularly interesting and illuminating context in which to study the 

EDI challenges currently faced by many nations, worldwide. It has a multicultural 

mosaic heritage and is widely considered to be the world’s most progressive 

country in terms of its constitutional and legal framework to protect its minority 

groups. Canada had a rich diversity of indigenous nations prior to the arrival of 

White settlers. After a long initial period of colonisation by France, followed by the 

British, immigration became more diverse. It is now the second most diverse 

country in the world after Australia (Statistics Canada 2017). More than one in 

five Canadians are non-White, with South Asians, Chinese and Blacks 

constituting two thirds of this racial category. Together, first and second-

generation immigrants are projected to represent one in two people (50%) by 

2036 (Statistics Canada 2017).  

 

Canada’s diversity has strong public support with the discourse on bilingualism, 

multiculturalism, human rights and equality legislation, a source of national pride 

(Reitz 2011; Ng and Metz 2015). It received the highest score among thirty-five 

developed countries on the Gallup World Poll Index of community tolerance 

towards minority groups (OECD 2011)and can be seen as an EDI world leader, 

given the impact of the Canadian Employment Equity Act (1986) has had on other 

countries, e.g. South Africa and Australia (Jain et al. 2003; Agocs and Osborne 

2009). Despite this, equality in employment remains elusive and it has not yet 

been achieved. Despite the Legislated Employment Equity Program (LEEP) and 

the Federal Contractors’ Program (FCP) under the Employment Equity Act (EEA) 

the four designated groups (DGs) – Women, Aboriginal Peoples, Visible 

Minorities, and Persons with Disabilities – continue to experience inequality, 

systemic discrimination, and exclusion in those workplaces regulated by the EEA 

(Agocs 2014c; Ng et al. 2014).  

 

Canada’s Minister of Labour submits an EEA Annual Report to Parliament, which 

provides the aggregate picture of DG representation in LEEP organisations 

compared to their labour market availability (LMA). The latest EEA Annual Report 

(EEA-AR) to Parliament in 2017 states: 
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‘I’m pleased to present the Employment Equity Act: Annual Report 2017. This 

year marks the 30th edition of the report, which outlines the progress made by 

federally regulated private-sector employers towards achieving equality and 

fairness in workplaces across Canada. While progress has been made, there is 

still work to be done. A more diverse, equitable and inclusive workforce is key to 

ensuring all Canadians can benefit from our economic growth. I encourage all 

employers to continue their efforts to create equitable workplaces that are truly 

inclusive and representative of the diversity of our country.’ Patty A. Hajdu, PC, 

MP, Minister of Employment, Workforce Development and Labour (EEA-AR 

2017). 

 

The 1984 Abella report reflected the definitive state-of-the-art research on 

discrimination in the Canadian workplace for the four DGs at that time, offering 

117 recommendations which resulted in the proclamation of the EEA (1986). This 

study surveys the EDI conversation from that point onwards to see what has been 

achieved by the LEEP after thirty-three years. There have been no fundamental 

legislative changes at the federal level since the federal EEA (1986, revised 

1995). Predated by the Canadian Human Rights Act (CHRA 1977, 1985), the 

Canadian Charter of Rights and Freedoms (1982) and the multiculturalism policy 

initiated in 1970 and developing into the Canadian Multiculturalism Act (1988), 

the EEA has remained the only targeted legislation protecting the four DGs in 

employment. Thirty years after the ground-breaking Abella report of 1984, Justice 

Rosalie Silberman Abella, currently a Justice of the Supreme Court of Canada, 

reflects on her contribution to the equality policy framework in Canada: 

 

‘I knew from the candid meetings I had with business and labour groups in every 

city that voluntary measures wouldn’t work. And I knew from the groups and from 

the uncontradicted statistical evidence that the problem was deeply entrenched. 

That meant that mandatory measures were needed. But I also had serious 

reservations about how affirmative action worked in the United States, the only 

other mandatory strategy I knew of to address workplace barriers. I saw no need 

for either its faults-based approach or its quotas. And there seems to be no 

definitional consensus on what affirmative action actually meant. So I went back 

to my first chapter and drew on the theory of equality as fairness. The legal 

analogue for fairness is equity. Since what I was trying to promote was fairness -
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or equality- in employment, I called the new strategy “employment equity,” a 

made in Canada proposal designed to maximize the potential of all Canadians 

and minimize the barriers in their way. Time will be the judge of whether it worked. 

My hope is that at least it helped’ (Abella 2014: viii). 

 

It did help, but not to the extent of Abella’s vision expressed in the report, as only 

one of the 117 recommendations made was implemented as the EEA (1986). In 

the final analysis, actions speak louder than words, and both quantitative and 

qualitative data must be used to measure the achievement of goals. In Canada, 

these goals have been identified as removing systemic barriers to equal 

opportunity in employment and achieving equal representation for the four DGs 

at all levels of an organisation proportionate to that in the Canadian labour force, 

as documented by Statistics Canada data (EEA 1986, 1995). 

 

Research by EDI scholars and indeed by the government of Canada itself has 

reported that the EEA legislation (including both LEEP and FCP) has been 

unsuccessful in achieving equal representation of the DGs in federally regulated 

private sector organisations (Human Resources Department Canada (HRDC), 

2012; Agocs 2014b; Ng et al. 2014; EEA-AR 2017; Henry et al. 2017). ‘Canada 

has lost its leadership in the world on equality policies, yet the confluence of 

current economic and social trends in Canada, and projected for the future, 

means that effective employment equity policy is needed more now than ever’ 

(Agocs 2014c: 319). 

 

The EEA has not achieved its goals in Canada (Agocs 2014c; Henry et al 2017). 

Even organisations that are compliant are not achieving the legislative 

requirement for proportional representation of the four DGs in relation to their 

LMA. In its EEA Annual Reports to the Parliament, the government claims that 

while progress is being made equality has not been achieved. The 1995 revisions 

to the EEA tried to address the problem by making it stronger (Mentzer 2002), 

yet the four DGs continue to suffer discrimination in the workplace. Together, they 

made up 60% of the workforce in 1984 (Abella 1984) and 80% of the workforce 

in 2016 (Census 2016). 
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The problem may not be with the implementation but with the legislation itself. 

Firstly, the majority of organisations are not covered by the EEA, which only 

represents 5% of employers and 15% of the workforce under both components 

of the EEA – the LEEP and the FCP. Secondly, the only penalty is for failing to 

submit an annual report, not for failing to reach the established DG targets. 

Annual reporting is, therefore, a passive exercise, since there is also no systemic 

evaluation. 

 

Although the EEA comprises both LEEP and FCP, only LEEP organisations are 

covered in this study. The FCP is not covered here since those companies do not 

have to submit an annual report on their DG representation numbers to 

Employment and Social Development Canada (ESDC), as required under the 

LEEP, but are randomly audited by the Canadian Human Rights Commission 

(CHRC). Moreover, FCP regulations originally applied to organisations 

conducting business with the government valued at $200,000 or more. However, 

the Conservative government raised this threshold from $200,000 to $1 million in 

2010, thereby reducing the number of organisations covered by the FCP 

(HRSDC 2012). 

 

It is not evident why the EEA has not been successful in achieving its goals when 

there is evidence that the Canadian federal and provincial governments have 

been successful in reversing historic disadvantages in employment for other 

groups, such as the Francophones? At the federal level, the Official Languages 

Act (1969) was adopted by Parliament in 1969 and passed in 1973. In this, it was 

mandated that federal public servants could work and the Canadian public could 

receive services from them in the official language of their choice, these being 

either English or French. Special recruitment policies were implemented and 

within ten years (1973-1982), the percentage of Francophones in the federal 

public service reached 26.8%, corresponding to their representation in the 

Canadian population (Abella 1984). At the provincial level, Quebec made French 

its official language in 1977 with the Charter of French Language, mandating 

businesses with more than 50 employees to set goals and timetables, and 

achieved its aims within six years, by 1983 (Abella 1984). According to Abella, 

the absence of similar success for the four DGs of the EEA is clearly due to the 

lack of political will and leadership: 
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‘Every study relevant to these groups in the past five years has urged the 

implementation of some form of interventionist measures to assist them in the 

competition for employment opportunities, yet in response only peripheral 

adjustments to the system have been made. The progress for these groups has 

ranged from negligible to slow, yet there is an unexplained apparent reluctance 

on the part of governments to address squarely the conclusions of their own 

research’ (Abella 1984: 24). 

 

1.5 Research Aims 

 

EDI is a universal issue, and Canada has a reputation as a world leader in EDI 

since the Canadian EEA has been influential on EDI legislation in other countries. 

Therefore, it is important to assess the effectiveness of the EEA in Canada. Thus, 

the aim of this study is to examine and analyse individual LEEP organisations 

and their DG representation in proportion to their LMA. The overall objective is to 

examine the impact of the EEA on representation levels for the four DGs in 

regulated Canadian LEEP organisations in each of the four sectors covered by 

the EEA – Banking, Communications, Transportation, and Other – to assess 

whether the reality actually mirrors the aspirations of the EEA. Importantly, to 

develop a predictive model to increase realisation of equality for the DGs. More 

specifically, the primary research aim and objective of this study is to assess the 

impact of macro-national level equality legislation on meso-organisational level 

EDI focus and programmes. The second research aim is to evaluate individual 

LEEP organizations’ success in meeting the designate group labour market 

availability (DG-LMA) representation to show whether the EEA legislation has 

been successful. The third research aim and objective is to develop a multilevel 

EDI model that is empirically validated in Canada and is generically applicable to 

other countries for benchmarking, empirical validation and comparative 

studies. This entails developing and validating a theoretical conceptual EDI 

model for strategies adopted by LEEP organisations and their effect on DG 

representation. The model is a predictive model that highlights the returns gained 

in increases in proportional take up of DG employment due to the activities of the 

LEEP organisations by using four separate models, one for each DG. This EDI 

model is an important contribution to advance EDI theory, practice and policy. 
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1.6 Contributions  

 

This study is the first of its kind to examine the Canadian government’s 2017 

EEA-AR claims systematically for each of the DGs and to investigate the status 

of DG representation in each LEEP organisation in Canada. The overall 

contribution of this research is to document the impact of the EEA on the DGs in 

each of the regulated Canadian LEEP organisations. This is an important 

contribution since currently only aggregate information is provided in the EEA-AR 

presented in Parliament. The main contribution to knowledge of this research is 

the assessment of individual LEEP organisations and their DG representation 

with respect to their LMA. This study contributes by being the first study to gather 

information from the individual LEEP organisations across Canada about their 

commitment to diversity in the workplace and approaches to addressing the 

issues of implementing diversity initiatives and programmes. It also contributes 

to the EDI field by being the first empirical study in Canada to apply a theoretical 

integrative multilevel relational framework (Syed and Özbilgin 2009) and further 

develop it into an empirically validated EDI model emphasising the two salient 

macro- and meso-levels. It contributes by addressing the identified research gaps 

through empirical web analysis and LEEP DG data to provide a better 

understanding of the outcomes of the LEEP within Canadian organisations. The 

findings of this study can also contribute to informing public policy and advancing 

the EDI research agenda. In addition, it is a set of four predictive models, one for 

each DG, that demonstrates the average impact on equality due to the reactive 

and proactive programmes that the LEEP organisations undertake. 

 

1.7 Outline of the Thesis 

 

This final section of Chapter 1 presents an overview of each of the respective 

chapters to follow in this thesis.  

 

Chapter 1 – Introduction and Overview 

This first chapter in the thesis begins with an introduction and overview of the 

discourse on EDI internationally and in the Canadian context is presented. The 

chapter outlines the study’s aims and objectives are highlighted as are the 

contributions to knowledge in response to calls for further research, theory 
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development and empirical validation of employment equity and diversity efforts 

in Canada. The chapter concludes with an outline of the seven chapters in this 

thesis. 

 

Chapter 2 – Background- The Canadian Mosaic Diversity Context 

In this chapter, the Canadian context is presented in further detail. Discussions 

centre on the composition and changing nature of the Canadian population as a 

‘mosaic’ and the landmark 1984 Abella report leading to the EEA in 1986. 

Together, they changed the way in which the business and legal community, 

academics and practitioners, and even the general public became cognisant of 

the changing demographic and equality profile of the Canadian labour force and 

its impact on the workplace. The various pieces of equality legislation in Canada 

and a discussion of the four DGs under the EEA are presented. Canada’s 

international reputation and current EDI debate close the chapter. 

 

Chapter 3 – Literature Review 

Extant literature in the EDI field is presented using a multilevel macro-meso 

framework. The macro-national-level external factors are presented as the main 

determinants of EDI activity. The meso- organisational-level internal factors are 

also discussed and the research gaps and questions are identified. The chapter 

concludes with the proposed hypotheses conceptual EDI model. 

 

Chapter 4 – Methodology 

In this chapter, the methods used to test the model are presented and justified. 

The current methodological issues in EDI research are discussed including the 

difficulty in accessing EDI data, government LEEP data collection and 

dissemination, and access to public websites. The methods selected for this 

research involving primary quantitative data are justified and the methods of 

analysis are discussed.  

 

Chapter 5 – Results 

This chapter presents the results of the data analysis based on results per 

designated group and industry sector. The results of the hypothesis testing are 

also presented and the path model and post-hoc tests are presented to 

empirically validate the model. 
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Chapter 6 – Discussion 

In this chapter, a discussion and implications of the research findings are 

presented. This includes how the aims and objectives and research questions 

are addressed and the results of the hypothesis testing. The theoretical EDI 

model is discussed in more detail. 

 

Chapter 7 – Conclusion 

This final chapter presents a summary and conclusions of the study. This includes 

highlighting the contributions and implications of this study to EDI theory building, 

practical applications, policy implications and international comparative studies. 

The limitations of the study are noted and recommendations for future research 

are suggested. 
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Chapter 2  – The Canadian Equality, Diversity and Inclusion Context 

 

2.1 Introduction 

 

This chapter provides the background for understanding the historical, 

legislative and societal context of diversity efforts in Canada. It includes the 

origins of diversity in Canada and its influence in shaping the legislative 

framework, policies and societal discourse. The background context on 

Canada’s diversity mosaic is presented followed by the Canadian legislative 

framework for equality, diversity and inclusion (EDI) and the latest 

demographic information on diverse minority groups in the Canadian labour 

force. Finally, Canada’s international EDI reputation and the current EDI 

discourse in Canada is presented. 

 

2.2 Historical Diversity in Canada  

 

Canada is essentially a pact between the First Nations peoples and 

colonisers from France and the British Empire. Additional multi-ethnic 

diversity has been added in the comparatively recent past through 

immigration from around the world (Kymlicka 2004). Diversity has been a key 

characteristic of Canadian society since well before it became one nation. The 

indigenous peoples were diverse. The British colonisers brought White 

supremacy, and the French colonisers added French linguistic and cultural 

diversity into the mix. The Blacks were the first Visible Minority to bring racial 

diversity to Canada. Finally, the vast spectrum of Visible Minorities (VM) came 

through Canada’s immigration approach to nation building. The next section 

presents a brief overview of each perspective and the link to this study. 

 

2.2.1 Canada 

‘Canada is and always has been a diverse nation composed of a wide variety 

of different peoples. Beginning with the 50 distinct Aboriginal nations which 

were the original inhabitants of the country, and adding the French, the 

English, other European groups, Black Loyalists in 1776 and 1812, and the 

Chinese in 1858, Canada was a racially and ethnically diverse society even 

by Confederation in 1867’ (McDonald 1990:2). 
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Canada’s multicultural diversity is grounded in three key drivers: the original 

Aboriginal Peoples, followed by the English and the French as the two 

‘Charter’ groups, and finally later immigrants from across the world. 

Conspicuously missing from the literature is the first Black presence in 

Canada. The Aboriginal Peoples are defined in the Constitution Act of 1982 

as all natives including Status Indians, Non-Status Indians, Métis and Inuit. 

The French and English are the two founding members of Canadian society 

and the original colonising groups which constitute the dominant portion of the 

population. Immigrants include all other racial-ethnic minorities that fall 

outside the above two categories. These can be non-visible minorities, who 

are racially similar to the Charter groups and come from Europe, or VM, 

whose physical appearance reflects their origins outside the White race, such 

as Blacks, Asians and Africans (Fleras and Elliott 1992). The reporting of 

multiple ethnicity was only possible for the first time in the 1981 census 

(Abella 1984). 

 

2.2.2 Aboriginal Peoples 

There has always been diversity within the Aboriginal Peoples in Canada. 

According to the Anishnabek Elder Merle Assance–Beedie, Kinadeh 

(Canada) means all that you see around you has the heart and spirit of the 

Creator (Toulouse 2004). Turtle Island (the continent of North America) is the 

home of 500 distinct nations, each with its own language, customs and 

traditions but the native peoples of Turtle Island have been homogenised by 

the White settlers into a single group that is treated as one-dimensional. 

Within the Canadian federation, there are more than 800 First Nations, Inuit 

and Métis groups, and indigenous peoples have between 60 and 80 self-

defined nations, identifying their right to self-government as a fundamental 

right stemming from their historical existence rather than from the Parliament 

or the Canadian government (Papillon 2014). 

 

The dominant image of the native person is generally exotic, such as the 

warrior, and continues to be vividly used by North American sports teams with 

names such as the Braves, the Redmen, the Chiefs and the Redhawks. This 

is troubling for the native peoples who have to bear the burden of colonial 
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thought and regularly defend their place in Canadian society, their concept of 

self-governance and indeed their very existence (Toulouse 2004). Moreover, 

historical establishment of the native reserves and the socio-economic 

boundaries established by the Federal Department of Indian Affairs has 

limited the Aboriginal Peoples’ participation in the Canadian economy and 

society. In an effort to assimilate the indigenous peoples, the Indian Act (1876) 

gave the Canadian government total control over the lives of the Indian 

peoples, forcing Indian children to attend residential schools. Approximately 

150,000 First Nations, Inuit and Métis children were forcefully sent to Indian 

residential schools (IRS). An estimated 6,000 children died while in the 

residential school system, and many more remain unaccounted for. The 

legacy of the schools has been to alienate generations of indigenous peoples 

from their language, beliefs, traditions and lifestyles. The damage inflicted by 

these schools created intergenerational trauma that continues to affect 

indigenous peoples across Canada today. Although the IRS were all closed, 

nine of the 136 residential school buildings are still standing and can 

potentially be turned into commemorative museums. In June 2015, the 

residential school system was declared a ‘policy of cultural genocide’ (Truth 

and Reconciliation Commission (TRC) 2015: 1). 

 

By 2001, an estimated 78,500 individuals were preparing to sue the 

government of Canada, and the churches involved, for damages and 

compensation in class action suits. The government negotiated the IRS 

Settlement Agreement and created the TRC of Canada. On June 11, 2006, 

Prime Minister Stephen Harper and the leaders of all the federal political 

parties formally apologised in the House of Commons for the harms caused 

by the IRS system. In 2015, the TRC released its final report with 94 

recommendations to help Canadians and indigenous peoples move towards 

reconciliation. Their message to the business and corporate sector in Canada 

is that EDI programmes for the Aboriginal Peoples can benefit from these 

recommendations. The first Canadian census in 1871 reported less than 1% 

of the population as having Aboriginal origin. In 2011, Aboriginal Peoples 

accounted for 1.4 million (4.3%) of the Canadian population (Census 2011). 
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2.2.3 British Settlers 

The Government of Canada Archives document that it was Italian Zuan 

Caboto (John Cabot) and his son Sebastiano who first landed on the coast of 

Newfoundland in 1497 in the service of the British Crown, followed by British 

explorer Henry Hudson in 1610, while Captain James Cook and George 

Vancouver arrived on the west coast in 1778. Between 1775 and 1783, during 

the American Revolution, there was an influx of British loyalists from the US 

to Canada until the War of 1812, when British forces defended their colony 

from an American invasion. Between 1869 and 1930, more than 100,000 

orphan and pauper children were sent to Canada by English philanthropic 

organisations. Later, the British migrated to Canada for land when the 1920 

Empire Settlement Act offered financial incentives to prospective immigrants 

to Canada (Government of Canada Archives). The first Canadian census, in 

1871, reported 60% of the population as having British origin. In 2011, just 

over 6.5 million people in Canada declared English ancestry, 4.7 million 

Scottish and 4.5 million Irish (Census 2011). 

 

2.2.4 French Settlers 

According to the Government of Canada Archives the about 20 families of 

French soldiers and labourers arrived in Canada in 1604 at Port Royal and 

colonised Acadia during the 1630s, reaching 400 people by 1670. The French 

also settled along the St. Lawrence Valley, reaching an estimated population 

of 3,000 by 1660. French colonial policy offered incentives to soldiers for 

settling in New France. During 1634 to 1673 the first group of Frenchwomen 

arrived, known as the ‘filles du roi’ (daughters of the King) to marry and have 

children to establish a permanent French settlement and a lucrative fur trade. 

Between 1820 and 1910, the harsh Canadian environment and lack of tillable 

land led 470,000 French settlers to move to the US (Government of Canada 

Archives). The first Canadian census, in 1871, reported 31% of the population 

as having French origin. In 2011, just over five million people in Canada 

declared French ancestry (Census 2011).  

 

In contrast to international debates on EDI, the Canadian discourse was 

initially based on language. The Anglophone versus Francophone divide was 

inherited from the two Charter groups. This was resolved by granting the 
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province of Quebec special status for French language and distinct culture. 

The Charter of the French Language (1977) made French the official 

language in the province of Quebec. Businesses with 50 or more employees 

attained this goal within the six-year programme, by 1983. In addition, the 

enactment of the Official Languages Act (1973) implemented positive action 

employment of francophones to deliver federal government services and for 

the public to be able to access these services in both official languages, 

English and French, across Canada. Within ten years, by 1982, the 

representation of francophones in the federal public service was 26.8%, 

corresponding to their representation in the Canadian population (Abella 

1984). Notably, equality for the Aboriginal Peoples’ language and culture was 

never considered, and they continue to be marginalised with no specific rights 

to preserve their culture and language. 

 

2.2.5 Immigration 

With both the anglophones and francophones being White Caucasians, race 

was not an issue initially but became of concern as more immigrants started 

arriving from non-European countries. They were visibly different from the 

White mainstream and were underemployed as well as underrepresented in 

the workplace. Consequently, the bulk of equality research in Canada is 

actually situated in the fields of race relations (Ungerleider 1994), Aboriginal 

rights and treaties discussions. EDI was not evident in the Canadian 

management literature until after the Abella report (1984) but has grown since 

the 1986 implementation of the Employment Equity Act (EEA), which defines 

all non-White and non-Aboriginal people as VM. 

 

While Canadian government immigration policies have increased all VM, 

Blacks were the first Visible Minority to arrive in Canada. According to the 

Government of Canada Archives, Blacks arrived in Canada as early as the 

17th and 18th centuries via the US, Africa, the Caribbean and Europe. There 

were waves of immigration by Black people from the US during the War of 

1812 as refugees, free Blacks and farmers. A few thousand were slaves. 

However, Upper Canada abolished slavery in 1793, declaring all Blacks to be 

free. The same year, the US passed the Fugitive Slave Law, endangering the 

lives of many Black slaves seeking freedom. During the American Civil War 
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(which ended in 1865), over 30,000 slaves escaped to Canada via the 

Underground Railroad. In 1910, the Canadian Immigration Act prohibited 

immigrants ‘from races deemed as undesirable and very few Black people 

entered Canada during the next few decades’ (Government of Canada 

Archives). In 1955, the West Indian Domestic Scheme permitted 2,600 Black 

single women to work in Canada as domestic help for one year before 

granting them immigrant status. It was only after the closure of Canada’s 

racially discriminatory immigration policy in 1967 that Black immigration 

increased. In 2011, just under one million people in Canada self-identified as 

Black. 

 

Arguably, the indigenous peoples were the first Visible Minority. However, the 

EEA defines VM as ‘Persons, other than Aboriginal peoples, who are non-

Caucasian in race or non-white in colour’ (EEA 1986). By this definition, 

historically, Blacks were the first VM in Canada. This fact, missing in 

Canadian EDI literature, is identified as a major research gap because VM in 

Canada are largely associated with the immigrant population arriving from 

non- European countries. However, the Black African Americans that had 

arrived in Canada long before these immigrants and were clearly a distinct 

Visible Minority, were largely dismissed, as were the Aboriginal Peoples. 

Indeed, Black presence in Canada also arose because Canadians were slave 

owners and many came from the Caribbean as cheap labour.  

 

Similar to the other British colonies, such as Australia and New Zealand, 

Canada had a ‘Whites only’ immigration policy. However, Canadians rarely 

talk about this which is significant as it suggests there has been a silence 

around their experiences of discrimination in the workplace and minimising 

the Black count in the census of 1981. This is an important research gap 

because there is no evidence of equality for Blacks in the Canadian EDI 

literature. This is crucial because race is an important factor in self-

identification, as is the issue of mixed race individuals. It was only in the 1986 

census that multiple ethnicities specifically Black was added as an ethnic 

category and prior to that, there were only three main ethnicities (English, 

French, and Italian) and four Native categories (Status Indians, Non-Status 

Indians, Inuit, and Métis). Others were asked to write in their ethnicity, and 
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about 78,000 labour force participants identified themselves as Black, which 

was very likely a low response rate (Abella 1984).  

 

In 2016, over 250 origins were reported, and 41% of respondents reported 

multiple origin as up to six origins were allowed per person (Statscan 2016). 

There is criticism of VM experiences being homogenised and collectively 

pooled into one group. VM is not a homogenous group so it is essential to 

listen to the voices of the subgroups within the VM category (Sethi and 

Williams 2015). In 2011, over 6.3 million Canadians (19.1%) self-identified as 

a Visible Minority. The top three groups among VM were 1.6 million South 

Asian (4.8%), 1.3 million Chinese (4%), and one million Black (2.9%), 

accounting for 11.7% of the population and 61% of the overall VM group 

(Statistics Canada 2011). Homogenising a diversity of minority groups into 

one, obscures the nuances of their experiences in the labour market. The EEA 

is about righting past wrongs and the legislation’s aim is to remove the specific 

barriers between groups and so it is imperative to recognise all groups. In the 

1970s, Canada abandoned attempts to assimilate immigrant communities 

and agreed to the demands of the main associations of newcomers for 

policies that were more tolerant of their different cultures and religions.  

 

2.3 Equality, Diversity and Inclusion Legislation in Canada 

Canada is a country of immigrants, often referred to as a ‘mosaic’, relying on 

them to provide its labour force and develop its economy and encouraging 

them to maintain their distinctiveness while being proud Canadians. Thus, 

diversity and equality are important issues to be reconciled in Canada 

because immigration and multiculturalism together are integral to Canada’s 

approach to nation building. Immigration has been the source of Canada’s 

ethnic, religious and racial diversity, while multiculturalism represents the 

Canadian ideological construct for accommodating diversity. The challenge 

is to respect differences while fostering unity and implementing policies 

governing how these diverse groups of individuals should be regarded and 

treated within the social, economic and political structures of Canada (Breton 

1986). Indeed, the success of Canada’s model is due to immigration policies 

that rely on three pillars - the points system for qualified immigrants, policies 

of integration into the labour market and society via multiculturalism, and the 
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capacity to decentralise and federalise these policies (Reitz 2012). Figure 2.1 

shows the changing trends in immigration patterns in Canada from before 

1971, when the majority of immigrant were from Europe, to 2011, when the 

majority were VM from Asia, Africa, the Caribbean and South America. 

 

Figure 2.1  Region of Birth of Immigrants by Period of Immigration, 
Canada, 2011 

 

 

The discourse on workforce equality in Canada spans the broadest definition 

of Managing Diversity (MD) to the narrowest definition of the four designated 

groups identified by the federal EEA (1986) namely, Aboriginal Peoples (AB), 

Visible Minorities (VM), Persons with Disabilities (PWD), and Women. MD 

includes any way that people differ, encompassing not only physical 

characteristics such as gender, race and ethnicity but also other diversity 

characteristics, such as sexual orientation, age, religion, functional 

orientation, economic class, education, work experience and so on (Wilson 

1996, 2013).  

 

Discrimination was previously legal under the Canadian/British law but could 

be challenged in court under several legal principles. One of the priorities for 
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the Constitution Act was a clear legal basis for equality, already achieved in 

UK by that point. During the 1980s, there were several key EDI legislative 

policy developments in Canada after repatriation of the Constitution in 1982 

that confirmed the changing nature and composition of the Canadian 

workforce and the systemic discrimination faced by minority groups, and 

advocated organisations take measures to effectively manage this 

demographic diversity. These are specifically, the Charter of Rights and 

Freedoms (1985), the landmark Equality in Employment: A Royal 

Commission Report (Abella 1984) which was instrumental in the creation of 

the federal EEA in 1986, and the Multiculturalism Act (1988), each of which 

will be discussed in more detail.   

 

2.3.1 The Multiculturalism Act (1988) 

Canada first adopted the Multicultural policy in 1971 under Liberal Prime 

Minister Pierre Elliot Trudeau. In 1988, Canada became the first country in 

the world to pass a national multiculturalism law. The word ‘multiculturalism’ 

was a Canadian creation, and the emergence of multiculturalism as a formal 

instrument for managing diversity was widely recognised as Canada’s 

outstanding contribution to the field of race and ethnic relations (Fleras and 

Elliott 1992). The ‘multicultural hypothesis’ (Berry et al. 1977) proposed that 

integration and inclusion are enabled by state policies, which help to create 

more equitable public institutions. Canada became the first country to be 

recognised internationally for its unique commitment to EDI through 

multiculturalism, enacted by the federal Multiculturalism Act (1988). The Act 

recognises the constitutional rights of individuals, and of the Aboriginal 

Peoples, and enshrines respect for both official languages, English and 

French. It acknowledges Canada’s commitment to the International 

Convention on the Elimination of All Forms of Racial Discrimination and the 

International Covenant on Civil and Political Rights and the Canadian Human 

Rights Act. It makes the commitment that: 

 

‘The Government of Canada recognises the diversity of Canadians as regards 

race, national or ethnic origin, colour and religion as a fundamental 

characteristic of Canadian society and is committed to a policy of 

multiculturalism designed to preserve and enhance the multicultural heritage 
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of Canadians while working to achieve the equality of all Canadians in the 

economic, social, cultural and political life of Canada’ (Canadian 

Multiculturalism Act 1988: Preamble). 

 

This Act protects diversity in Canada by bringing diversity into Canadian 

institutions’ decision-making, resource allocation and priority setting, and 

making all government agencies, departments and Crown corporations 

responsible for promoting multiculturalism. Canada’s multiculturalism 

priorities were outlined in a mandate to improve race relations through its 

Race Relations Directorate and to promote multiculturalism in the economy, 

in education, in broadcasting, and especially for immigrant and Visible Minority 

women. It is important to note, however, that this mandate applies only to 

federal government institutions and not the private sector. The Act makes the 

government accountable to the public for ensuring compliance with its 

provisions by requiring annual reports to be presented in the Parliament. It 

further declares that the policy of the government of Canada will be that all 

federal institutions shall do the following: 

 

‘Ensure that Canadians of all origins have an equal opportunity to obtain 

employment and advancement in those institutions; Promote policies, 

programs and practices that enhance the ability of individuals and 

communities of all origins to contribute to the continuing evolution of Canada; 

Promote policies, programs and practices that enhance the understanding of 

and respect for the diversity of the members of Canadian society; Collect 

statistical data in order to enable the development of policies, programs and 

practices that are sensitive and responsive to the multicultural reality of 

Canada; Make use, as appropriate, of the language skills and cultural 

understanding of individuals of all origins; and Generally, carry on their 

activities in a manner that is sensitive and responsive to the multicultural 

reality of Canada’ (Canadian Multiculturalism Act 1988). 

 

2.3.2 The Canadian Human Rights Act (1977) 

The Canadian Human Rights Act (CHRA) prohibits discrimination on the 

basis of 11 grounds: ‘Discriminatory practices based on race, national or 

ethnic origin, colour, religion, age, sex, sexual orientation, marital status, 
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family status, disability or conviction for which a pardon has been granted’ 

(CHRA 1985). In addition, CHRA Section 15(1) explicitly permits the voluntary 

adoption of special programmes designed to prevent or reduce 

disadvantages to the designated minority groups. Complaints can be made 

to the Canadian Human Rights Commission (CHRC), which can either 

resolve them or refer them to the federal court system or the Canadian 

Human Rights Tribunal (CHRT), which only hears discrimination cases filed 

against federally regulated employers. 

 

2.3.3 The Canadian Charter of Rights and Freedoms (1985) 

The commitment to ethnic diversity has been strongly reinforced at the 

legislative and constitutional levels in Canada by the passing of the 

Constitution Act of 1982 and the Canadian Charter of Rights and Freedoms 

(CCRF) in 1985. The CCRF confirms the country’s commitment to the 

principles of equity through ‘special programs’ in Section 15, Section 25, which 

protects the special rights of the Aboriginal Peoples in Canada, and Section 

27, which directs the courts to interpret the Charter as preserving and 

enhancing the multicultural heritage of Canada. Multiculturalism was 

constitutionalised in Canada with the CCRF in 1985 affirming the 

government’s commitment to equality within the repatriated Constitution Act of 

1982. It guarantees, under Section 15, the right of all individuals to freedom 

from discrimination on racial and ethnic grounds, as well as the right to equal 

and equitable treatment. Any disputes are resolved in a court of law. 

 

2.3.4 Equal Employment Opportunity 

‘The progressive expansion of diversity compliance may be viewed as a 

continuum: equal employment opportunity (EEO) legislation means that it is 

against the law to discriminate; affirmative action programs mean that 

companies need to take positive steps to ensure equal employment and 

promotion opportunities; and diversity programs are proactive and aim to 

achieve a diverse and heterogeneous workforce that values, employee 

differences and contributes to the local as well as global community’ (Mor 

Barak 2011:14). 
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In Canada, the term EEO is generally not used. However, some organisations 

do promote themselves as ‘equal opportunity employers’, but these are 

primarily US organisations that are required by US law to maintain their EEO 

status while operating in a foreign country. As in most countries, 

organisations have to comply with their national legislation on equality and 

justice. 

 

2.3.5 The Employment Equity Act (1986, Revised 1995) 

Employment equity is unique to Canada. Judge Rosalie Abella (1984) coined 

the term ‘employment equity’ specifically to distinguish it from the American 

‘affirmative action’. Abella (1984) distinguishes between treating people 

equally (as in civil liberties where everyone is treated alike because each 

individual is entitled to autonomy and an equal right of freedom from arbitrary 

state intrusion) and treating them as equals (as in human rights where 

individuals are treated differently because of historical discrimination and 

state intervention is necessary to protect individuals who may be 

disadvantaged and discriminated against as members of a group). 

 

‘Equality here means not that everyone is the same, but that everyone has the 

same or an equal right to be free from discrimination, from arbitrary 

disadvantage caused by ignoring or inappropriately taking into account 

differences we attribute to individuals who are members of groups’ (Abella 

1991:21). 

 

Although equality measures in Canada are grounded in the CHRA (1977) and 

have been strengthened by several legislative policies of the 1980s, equity in 

employment still eludes some groups of Canadians. A Royal Commission 

was established in 1983 ‘to inquire into the most efficient, effective, and 

equitable means of promoting equal employment opportunities’ (Abella 1984: 

v). The Abella report’s primary recommendation was the implementation of 

the EEA to remove the traditional systemic barriers faced by the four DG in 

Canada- Women, VM, Aboriginal Peoples, and PWD, and to introduce 

outcome-based proportional representation measures to make Canadian 

organisations reflective of the labour market availability (LMA) of the 

communities that they serve. 
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Thus, equality in diversity is embedded in the EEA, recognising that certain 

groups that have an established history of being discriminated against, may 

need to be treated differently in order to be treated equally. 

 

‘The purpose of this Act is to achieve equality in the workplace so that no 

person shall be denied employment opportunities or benefits for reasons 

unrelated to ability and, in the fulfilment of that goal, to correct the conditions 

of disadvantage in employment experienced by women, aboriginal peoples, 

persons with disabilities and members of visible minorities by giving effect to 

the principle that employment equity means more than treating persons in the 

same way but also requires special measures and the accommodation of 

differences’ (EEA 1986: S2). 

 

Indeed, the EEA (1986) has a mandate to ensure that Crown corporations and 

federally regulated private-sector employers achieve a workforce that mirrors 

the demographic representation of each group’s LMA in Canada, according to 

Canadian census data. The EEA was revised in 1995 introducing two 

programmes: the Legislated Employment Equity Program (LEEP) and the 

Federal Contractors’ Program (FCP). LEEP applies to federally regulated 

private-sector employers with more than 100 employees. As of December 31, 

2016, LEEP comprised 477 employers with 720,092 employees across 

Canada, representing 3.7% of the Canadian labour force (EEA-AR 2017). It 

includes four sectors, based on the North American Industry Classification 

System (NAICS): 

 

 ‘Banking and Financial Services: Includes all major Canadian banks 

and organisations primarily engaged in financial transactions. 

 Communications: Comprises businesses that operate radio and 

television broadcasting studios and telecommunications service 

providers. 

 Transportation: Consists of employers in the air, rail, bus, water and 

pipeline transportation industries; inter-provincial trucking; postal service; 

couriers; warehousing and storage. 

 Other: Encompasses a diverse group of employers in industries such as 

nuclear power generation; metal ore mining; professional, scientific and 
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technical services; investigation and security services; construction; food 

and wood manufacturing; wholesale trade; arts, entertainment and 

recreation; and public administration’ (EEA-AR 2017: 1). 

 

The FCP applies to organisations with 100 or more employees that supply 

goods and services to the federal government on a single contract exceeding 

$1 million. It is worth noting that the FCP threshold was only raised from 

$200,000 to $1 million for companies with over 100 employees in June 2013 

(Human Resources Department Canada (HRSDC) 2013). This reduced the 

number of small and medium employers participating in the programme 

considerably. At the end of 2016, the FCP comprised 257 employers (EEA-

AR 2017), down from 936 in 2010.  

 

Technically, the FCP is a voluntary programme, in that no employer is 

required to do business with the federal government. Under the FCP, the 

employer is only required to complete a certificate of commitment indicating 

their readiness to participate in the programme when they bid on federal 

contracts. There is no required reporting for FCP employers and no 

systematic collection of data on designated group representation whereas, in 

the LEEP, reporting data is highly structured and extensive. Participation in 

the FCP is voluntary, as an organisation can choose to forgo the contract if it 

believes that the cost of implementing the FCP is higher than the benefits of 

obtaining the government contract. The FCP includes an eleven-step set of 

criteria that employers are expected to implement in order to reach the goal of 

fair representation for the four DG at each occupational level within the 

organisation in relation to their availability in the labour force.  

 

At the very minimum, both programmes require organisations to, review their 

employment practices and remove systemic barriers, as well as take positive 

measures to accommodate the four DG. However, only organisations subject 

to the LEEP must submit an annual report to Employment and Social 

Development Canada (ESDC). Therefore, this study is only concerned with 

the LEEP as no DG data are collected by the ESDC for the FCP.  

Intersectionality or double-disadvantage (Abella 1984) is another aspect of 

discrimination faced by individuals belonging to more than one designated 
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group that is not addressed in the EEA or in this study as the data is not 

reported by the LEEP organisations. Table 2.1 outlines the EEA obligations 

for LEEP and Table 2.2 for FCP employers. Table 2.3 provides a summary of 

EDI legislation in Canada.  

 

Table 2.1  LEEP Employers’ Obligations 

5(a) Identifying and eliminating employment barriers against persons 

in designated groups that result from the employer’s employment 

systems, policies and practices that are not authorized by law. 

5(b) Instituting such positive policies and practices and making 

reasonable accommodations as will ensure that persons in 

designated groups achieve a degree of representation in each 

occupational group in the employer’s workforce that reflects their 

representation in the Canadian workforce. 

9(1)(a) Collect information and conduct an analysis of the employer’s 

workforce, in accordance with the regulations in order to determine 

the degree of the under- representation of persons in designated 

groups in each occupational group in that workforce. 

9(1)(b) Conduct a review of the employer’s employment systems, 

policies and practices, in accordance with the regulations, in order 

to identify employment barriers against persons in designated 

groups that result from those systems, policies and practices. 

9(2) Only those employees who identify themselves to an employer, 

or agree to be identified by an employer, as aboriginal peoples, 

members of visible minorities or persons with disabilities are to be 

counted as members of those designated groups for the purposes 

of implementing employment equity. 

9(3) Information collected by an employer under paragraph (1) (a) is 

confidential and shall be used only for the purpose of 

implementing the employer’s obligations under this Act. 

12 Every employer shall monitor implementation of its plan on a 

regular basis to assess whether reasonable progress towards 

implementing employment equity is being made. 
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14 Every employer shall provide information to its employees 

explaining the purpose of employment equity and shall keep its 

employees informed about measures the employer has undertaken 

or is planning to undertake to implement employment equity and the 

progress the employer has made in implementing employment 

equity. 

15(1) Every employer shall consult with its employees’ 

representatives by inviting the representatives to provide their 

views. 

17 Every employer shall, in accordance with the regulations, establish 

and maintain employment equity records in respect of the 

employer’s workforce, the employer’s employment equity plan and 

the implementation of employment equity by the employer. 

18(1) Every private sector employer shall, on or before June 1 in each 

year, file with the Minister a report in respect of the immediately 

preceding calendar year containing information in accordance with 

prescribed instructions, indicating in the prescribed manner and 

form. 

35(3) A violation is not an offence and accordingly the Criminal Code 

does not apply in respect of a violation. 

36(2) The amount of monetary penalty shall not exceed (a) $10,000 for 

a single violation 

(b) $50, 000 for repeated or continued violations. 

Source: EEA 1995 
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Table 2.2  The 11-Step FCP Criteria  

1 Communication of employment equity policy to employees. 

2 Assignment of a senior official to be responsible for Employment Equity. 

3 Collection/maintenance of workforce information on designated group and 

non-designated group employees by occupation and salary level. 

4 Analysis of company workforce data to compare designated group 

representation within the organisation to their availability in the supply of 

qualified workers from which the contractor may reasonably be expected 

to recruit employees. 

5 Elimination of systemic discrimination by reviewing, where an under-

representation exists, formal and informal employment systems. 

6 Establishment of goals and timetables for hiring, training and promotion of 

designated group members where there is an under-representation. 

7 Establishment of an employment equity work plan for reaching goals and 

timetables. 

8 Adoption of special measures and accommodations where necessary to 

ensure that goals are achieved, including the provision of reasonable 

accommodation. 

9 Establishment of a favourable climate for the successful integration of 

designated group members within the organisation. 

10 Adoption of monitoring procedures for the employers to assess the 

progress and results achieved in implementing employment equity. 

11 Providing authorization to enter premises thus allowing Human Resources 

Development Canada (HRDC) representatives to access records in 3 

above. 

Source: EEA (1995) 

 

2.4 The EEA Designated Groups 

 

This section provides details about each of the four DG, which are defined in 

the EEA as: 

 

‘Women; Aboriginal Peoples – people who are Indian, Inuit or Métis; Persons 

with disabilities – people with a long-term or recurring physical, mental, 
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sensory, psychiatric or learning impairment who consider themselves to be 

disadvantaged in employment by reason of that impairment or who believe 

that an employer or potential employer is likely to consider them to be 

disadvantaged in employment by reason of that impairment, as well as 

individuals with functional limitations due to their impairment that have been 

accommodated in their current job or workplace; and Members of visible 

minorities – people, other than Aboriginal peoples, who are non-Caucasian in 

race or non-white in colour’ (EEA 1986). 

 

In 1984, members of the four DG were estimated to represent about 60% of 

the total Canadian population. The first census  to collect data on the four DG 

based on self-identification, for the purposes of establishing their 

demographic presence and LMA to fulfil the EEA mandate was in 2001. The 

latest census data (2011) reported the LMA of Women at 47.9%, VM at 18%, 

PWD at 4.9% and Aboriginal Peoples at 3.5%. 

 

2.4.1 Women 

The federal Liberal government’s budget of 2018 was dubbed the ‘Equality + 

Growth’ budget, as it was based on analysing gender to improve women’s 

representation and pay equity in Canada’s economy, and transparency in 

increasing the number of women in political office, business leadership and 

trades (Budget 2018).  

 

In the 1980s, women were generally less educationally qualified. However, 

since the early 1990s, women have made up 56% of bachelor’s degree 

holders and 58% of college diploma holders (Conference Board of Canada 

(CBC) 2018). However, as women comprise 51% of Canada’s population and 

52% of post-secondary graduates, this talent pool is being wasted as they 

remain underrepresented and underpaid in the general workforce, academic,  

and professional fields, and especially in senior leadership roles (CBC 2018).  

In 2001, 10.9% of FP500 board members were women, which had risen to 

21.6% by 2016. Proportionally, women fare better in the public sector than 

the private sector, where Crown corporations had 30.4% women board 

members compared to only 12.1% women board members and 4.1% board 

chairs in publicly traded companies. The number of senior women executive 
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in the public sector rose from 5.2% in 1983 to 45.7% in 2014, earning first 

place for Canada in EY’s Worldwide Women Public Sector Index (EY 

2014).While there is obvious progress in some sectors, if the rate of progress 

of women in middle management continues at this rate, it will take 

approximately 151 years for the managerial gender gap to close (CBC 2017).,    

 

Compared to other Organisation for Economic Co-operation and 

Development (OECD) countries, Canada (74%) scores above the average 

(68%) in terms of women participating in the labour force, with a lower gap 

(7%) than the OECD average of 12%. However, Canada (73%) underperforms 

on female participation in full-time employment, compared to the OECD 

average (75%), which has remained static over the past two decades. 

Furthermore, Canada’s gender wage gap (18%) is wider than the OECD 

average, and the country has low representation of women in high-ranking 

positions (OECD). The CBC’s report card How Canada Performs gave 

Canada a C grade for gender wage parity, ranking it 13th out of 16 peer 

countries, outperforming only the US, Finland and Japan (CBC 2017). It is 

important to note that although the proportional representation of women has 

been gradually increasing since 1987, with a peak in 1993, there has been a 

mostly downward trend since the early 2000s. The representation of women 

in 2016 (40.7%) was the only one of the four DG to experience a decrease – 

of 0.2% – below the level of representation measured in 1987 (40.9%), the 

first year of EEA reporting (EEA-AR, 2017). 

 

2.4.2 Aboriginal Peoples 

Aboriginal Peoples made up 4.3% of the total Canadian population in 2011. 

This is about twice the size of the indigenous populations of the US and 

Australia, both at 2%, but significantly smaller than that of New Zealand at 

15% (Lynk 2014). The majority live in urban areas as the population living on 

reserves is declining.  

‘Their economic plight has taken its inevitable toll on social conditions. Native 

people are angry over the disproportionate numbers of native people who 

drop out of school, who are in prison, who suffer ill-health, who die young, 

who commit suicide. They are saddened by the personal, communal, and 

cultural dislocation of their people’ (Abella 1984:33). 
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Although there has been some progress in the representation of Aboriginal 

Peoples in workplaces regulated by the LEEP from an initial low of 0.7% in 

1987, they continue to be severely underrepresented in Canadian workplaces 

Their unemployment rates are twice that of other Canadians, and labour 

participation is concentrated in low-skilled, low-paid jobs. In 2016 only 2.3% 

of the Canadian workforce were Aboriginal Peoples and this figure fell far 

short of the modest LMA target of 3.5% (EEA-AR 2017). 

 

2.4.3 Persons with Disabilities (PWD) 

Although no precise data are gathered by the census on the disabled 

population of Canada, the Abella (1984) report conservatively estimated it at 

10%. These numbers are still difficult to confirm as they are collated by 

Statistics Canada using various other measures than a direct census count. 

Additional challenges arise since disability can be defined and diagnosed in 

many different ways and at many different levels which may or may not be 

visible or affect a person’s ability to perform in the workplace (Hum and 

Simpson 1996). In addition, the stigma attached to disabilities is still quite 

prevalent, which may lead to lack of self-identification, misreporting and 

miscalculation. While the LMA of this group is 4.9%, PWD continue to be 

underrepresented in the workplace, and although there was a significant 

increase in the percentage of employment mainly in clerical and sales 

positions, reaching a high of 3.3% in 2016, this is from a very modest 1.6% 

in 1987 (EEA-AR 2017).  

 

2.4.4 Visible Minorities 

Ethno-cultural diversity is a demographic fact in Canada. Empirically 

speaking, Canada has a multicultural society where the presence of racial 

and cultural diversity is beyond dispute (Berry et al. 1977). Changing 

workforce demographics present a double problem: labour and skill 

shortages and the challenges associated with managing an increasingly 

diverse workforce (Greenslade 1991; Loveman and Gabarro 1991; Harrington 

1993; Ferdman 1995; Gilbert and Ivancevich 2000; Hapeslogh et al. 2001). 

Canada is dependent on immigrants to foster steady growth because of its 

ageing population and low birth rate (Tepper 1988). Furthermore, Canadian 
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demographic data clearly show that the ethno-cultural profile of the country’s 

population has changed since the 1970s and will continue to change 

dramatically over the years to come. Over 90% of immigrants to Canada 

before 1961 came from Europe and only 3% from Asia. However, this trend 

has reversed, resulting in more VM in Canada. In 2016, VM achieved 

representation above their LMA of 17.8% in half the occupational groups, but 

remained underrepresented in senior management and supervisory roles 

(EEA-AR 2017). 

 

2.5 Legislated Employment Equity Program Designated Group 

Representation in Canada 

 

This section focuses on the designated group labour market availability (DG-

LMA) representation levels achieved for the four (EEA) DG. The 30th 

anniversary of the EEA Annual Report was presented in the Canadian 

Parliament in 2017. Based on the annual reports submitted to the Labour 

Program of the ESDC by LEEP employers on June 1, 2017 providing their 

DG data for the 2016 calendar year, it showed that altogether these 477 

employers had a total of 720,092 employees across Canada, representing 

approximately 3.7% of the Canadian workforce (EEA-AR 2017). Table 2.3 and 

Chart 2.1 provide an overview of the latest data available on LEEP 

organisations and their DG representation levels in 2016. 
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Table 2.3  Designated Group Representation and Attainment Rate of 
Canadian LMA* for the Federally Regulated Private Sector, 2015 and 
2016 (%) 

Federally 

regulated private 

sector (Overall) 

Women Aboriginal 

Peoples 

Persons with 

Disabilities 

Members of 

Visible 

Minorities 

 % % % % 

2015 

representation 

41.0 2.2 3.0 21.2 

2016 

representation 

40.7 2.3 3.3 22.2 

Change in 

representation 

−0.3 +0.1 +0.3 +1.0 

2015 attainment 

rate of Canadian 

LMA 

85.1 62.9 61.2 119.1 

2016 attainment 

rate of Canadian 

LMA 

84.4 65.7 67.3 124.7 

Canadian LMA 48.2 3.5 4.9 17.8 
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Chart 2.1  Designated Groups Attainment Rate of Canadian LMA 1987 to 
2016 (%) 

 

Source: EEA-AR 2017:11 

 

2.5.1 Women  

Chart 2.1 shows that, since 1987, the representation of Women has 

increased, with a peak in 1993. However, it has been on a mostly downward 

trend since the early 2000s. The representation of Women in 2016 (40.7%) 

was 0.2% below its 1987 level (40.9%) and the attainment rate in relation to 

the Canadian LMA for Women has been in a similar decline since reaching 

its highest rate in 1990 (99.4%). Indeed, 2016 marked the lowest attainment 

rate in relation to the Canadian LMA for Women (84.5%). The EEA’s impact 

on Women was that they received fewer promotions and held more part-time 

than full-time jobs in low-paid entry-level positions (Poole 1989). More White 

able-bodied Women were recruited, promoted and retained than dual-status 

Women (Leck et al. 1995). There was some variation across sectors, where 

Women were overrepresented in Banking compared to Transportation (Jain 

et al. 2010) and were also more heavily concentrated in clerical roles than in 

management and professional occupations (Agocs 2002; Leck 2002).  Where 

more White Women had become managers, there was a significant wage gap 
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between them and their White male counterparts (Leck 2002). Women often 

have primary childcare, eldercare and domestic responsibilities this limits their 

career opportunities as they need reliable day-care facilities and flexible work 

arrangements in the workplace. Consequently, Women tend to be 

concentrated in ‘pink ghettos’ at lower levels of organisations (Abella 1984) 

and are highly represented in precarious non-unionised work with no job 

security, no benefits and low wages (Hughes 2014).  

 

A 2016 study by the University of Ottawa’s Education Policy Research 

Initiative followed eight cohorts of graduates (2005-2012) from 14 Canadian 

post-secondary institutions. It found the gender wage gap persists for 

university graduates in all academic disciplines and increases over the years 

following graduation. Upon graduation, male university graduates from the 

2005 cohort were earning $2,800 more than their female counterparts, and 

this wage differential had increased to $27,300 after eight years. Similar 

results for college graduates found men in the 2005 cohort, earned $5,500 

more than their female peers in the first year after graduating, and $23,600 

more eight years after graduation. This clear career long gender pay gap is 

also an EDI issue of concern. 

 

2.5.2 Aboriginal Peoples  

The representation of Aboriginal Peoples increased from 2.2% in 2015 to 

2.3% in 2016 but remained short of their 3.5% Canadian LMA (see Chart 2.1). 

However, the representation of Aboriginal Peoples has been increasing 

steadily from its initial low of 0.7% in 1987 and have higher representation in 

the Transportation and Other sectors, and lowest levels in the Banking and 

Communication sectors (HRSDC 2012). The attainment rate in relation to the 

Canadian LMA for Aboriginal Peoples reached 65.1% in 2016, its highest 

level in the last 11 years. While still below full representation in the federally 

regulated private sector, this attainment rate has more than doubled since the 

Act came into force. However, Aboriginal Peoples tend to be clustered in 

unskilled and semi-skilled manual positions and earn significantly less than 

non-Aboriginals (Lynk 2014) and their attainment rate in relation to Canadian 

LMA is the lowest of all DG.  
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2.5.3 Persons with Disabilities  

The representation of PWD reached its highest level in 2016 (3.3%), a 

significant increase from the initial low of 1.6% in 1987 (illustrated in Chart 

2.1), but this remains below the group’s LMA of 4.9%. The attainment rate in 

relation to the Canadian LMA of PWD continues on an upward trend, reaching 

its highest level in 2016 (67.0%). However, they remain clustered in entry-

level positions (Rioux and Patton 2014). 

 

2.5.4 Visible Minorities  

Since 1987, the representation of members of VM has been increasing 

steadily and has made the most progress in overall representation. Chart 2.1 

shows that members of VM made the most progress from 2015 to 2016, 

increasing their overall representation by one full percentage point. This was 

the only designated group whose representation continued to exceed their 

Canadian LMA, posting an overall attainment rate increase from 119.1% in 

2015 to 124.7% in 2016. 

  

However, this is a deceptive image as VM immigrants experience significant 

labour market challenges, enduring unemployment, underemployment and 

precarious employment because they are undervalued in assessments of 

their foreign education, work experience and language skills. As a result, they 

are marginalised in the Canadian job market (Abella 1984; Reitz 2011; 

Bhuyan et al. 2017). There is evidence of highly qualified immigrant 

professionals working in low-paid jobs, referred to as ‘the taxi-driver 

syndrome’ (Reitz 2011). 

 

Moreover, there is criticism of VM being a collective term for all non-Aboriginal 

and non-White individuals in the EEA (Jain 1988; Henry et al. 2017), with 

increasing calls to ‘unpack’ the VM category because it is only through 

disaggregation that the marginalisation issues of the different racialised 

groups within this category can be understood (Henry et al. 2017). Immigrant 

groups such as Blacks, Asians and Chinese are clearly not a homogenous 

group (Census 2011). As previously noted, homogenising a diversity of 

minority groups into one category is obscuring the nuances of their 

experiences in the labour market. The EEA aims to right past injustices. 
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Therefore, it is imperative to recognise the nuances related to different 

marginalised groups. Historically, Blacks were the first VM to arrive in 

Canada. This fact is missing from the Canadian EDI literature and has been 

identified as a major research gap. VM in Canada are largely associated with 

the immigrant population arriving from non-European countries. However, 

Black African Americans had arrived in Canada long before these immigrants. 

Since the 1970s, the majority of immigrants coming to Canada have been 

VM from non-White countries rather than European countries (Statistics 

Canada 2014). Moreover, even second, third, fourth and beyond 

generations of VM are victims of ‘micro-aggressions’ in ‘everyday racism’ 

(Essed 1991) in the workplace, making them feel unwelcome, 

unrepresented and invisible.  

 

In summary, altogether the members of the four DG groups under the LEEP 

were estimated, by the Royal Commission, to represent about 60% of the total 

Canadian population in 1984 (Abella 1984). In fact, Canadian Census 2001 

was the first to collect data on the four DG based on self-identification, for the 

purpose of establishing their demographic presence and LMA under the EEA. 

Census 2011 data showed that the four DG represented almost 81% of the 

Canadian population (Women representing 50.86%, VM 13.44%, PWD 

12.15% and Aboriginal Peoples 4.45%) and 75% of LMA (Women 

representing 48.2%, VM 17.8%, PWD 4.9% and Aboriginal Peoples 3.5%). 

All these groups continue to be marginalised in the labour market when it 

comes to jobs and career progression in Canadian organisations. 

 

These findings are not unique to Canada but also resonate with evidence 

from EDI research in other countries, such as the US, the United Kingdom 

and Australia where, notwithstanding a proliferation of ‘feel-good’ EDI 

legislation and dedicated resources, actual EDI policies and practices 

continue to be ineffective (Henry et al. 2017). Rather, the very fact that such 

policies and practices, however ineffective, exist often becomes a patronising 

pat on the back, allowing organisations to maintain the inequitable status 

quo and avoid doing anything further while giving the impression that they 

are competitive EDI leaders. 
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2.6 Canada’s International Reputation 

 

As previously noted, Canada is a country of immigrants. Similar to the US, 

Australia and New Zealand, Canada has relied on immigrants for nation 

building, driving its skilled job market and economy. Canada is also renowned 

internationally for its unique commitment to EDI through its Multiculturalism 

Act (1988), which is inseparable from the Canadian construct of diversity 

(Fleras and Elliott 1992). Multiculturalism is Canada’s distinctive way of 

addressing diversity. ‘The emergence of multiculturalism as a formal 

instrument for managing diversity is widely recognised as Canada’s 

outstanding contribution to the field of race and ethnic relations’ (Fleras and 

Elliott 1992:2). Ethnic and multicultural research is remarkably well developed 

in Canada (Fleras and Elliott 1992; Berry and Laponce 1994; Ng et al. 2014). 

A recent report noted Canada as an inspiration for EU institutions: 

 

‘Both the origins of the EU and Canada and also their institutional structure 

differ. However, several aspects can be a mirror for European institutions. For 

example, the capacity of the Canadian federal model to accommodate 

multiple citizenship regimes, the development of a decentralized immigration 

policy and, most importantly, its multicultural approach while maintaining its 

internal diversity concerning the francophone minorities, the First Nations and 

immigration. These policies and constitutional arrangements are not absent of 

political tensions but we claim that could be a source of inspiration for the EU, 

a Canadian mirror’ (BEUCitizen 2016: 4). 

 

Canada also performs well on several international EDI rankings. In 2012, 

Forbes ranked employee diversity across 50 global economies. The top eight 

ranked countries in their global index of employee diversity were Norway, 

New Zealand, Iceland, Australia, Switzerland, the Netherlands, Canada, and 

the US, with the UK seventeenth (Forbes 2012). Canada ranks 12th on the UN 

Human Development Index and 20th on the Gender Inequality Index (GII). 

Canada’s worst performance compared to other countries is in the unregulated 

private sector, as reported by Equileap in 2018: 
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‘Canada and Denmark, both with reputations for gender equality in political 

and social life, do not extend this into their corporate sectors and they remain 

poor performers on workplace gender equality… Norway, Israel, Belgium and 

Australia are making progress on gender equality in the workplace with at 

least 35% of eligible companies reaching the Top 200. A second group, The 

Netherlands, Portugal, Sweden, France and New Zealand have travelled 

some way but have further to go, with at least a quarter of their eligible 

companies making the Top 200. A third group is not currently making much 

overall progress, this includes: Singapore, Germany, the UK and Switzerland 

where between 20% and 15% of eligible companies make the Top 200. 

Languishing in the lower reaches with work to do to catch up, are Italy, USA, 

Denmark, Canada and Hong Kong. Fewer than 15% of the companies based 

in these countries in the data sample reached the Top 200’ (Gender Equality 

Global Report & Ranking 2018: 15). 

 

There is no doubt that Canada performs well on the world stage in terms of 

its commitment to EDI. The federal EEA influenced not only the provincial 

EEA in Ontario and Quebec but also similar legislation adopted in Northern 

Ireland, New Zealand, Australia and South Africa where employment equity 

policies were based on the Abella report and Canada’s EEA (Agocs and 

Osborne 2009; Burkett 2014). However, Ontario (Bakan and Kobayashi 

2002) and New Zealand repealed their EEA after a political change in 

government. In 1995, the newly elected Progressive Conservative 

government in Ontario not only repealed the New Democratic Party’s (NDP) 

1994 EEA of Ontario legislation but also the related voluntary measures and 

ordered all the data collected up to that point to be destroyed (Bakan and 

Kobayashi 2007; Burkett, 2014). Nevertheless, Canada is perceived as a 

global champion in terms of its positive attitudes towards and legal protection 

of human rights and equality through the implementation of legislative 

measures. Canadians see themselves as extremely fair-minded and Canada 

as a just society, recognising their multicultural approach to managing 

diversity as resulting in greater acceptance of differences and a sense of 

security and national pride (Ng and Metz 2015). 
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2.7 Current EDI Debates in Canada 

 

Legally, every Canadian has equality based on a combination of legislative 

protections, such as the CHRA, CCRF, Canadian Multiculturalism Act (CMA), 

and the Employment Standards Act (ESA). This chapter has highlighted how 

the four DG are further protected by the EEA yet face continued 

discrimination, disadvantage and marginalisation in Canadian workplaces.  

 

Current EDI debates in Canada lament the failure of the EEA to deliver on its 

promise to protect the four DG. A 2012 EEA programme evaluation report by 

HRSDC confirms: 

 

‘the level of LEEP and FCP employer compliance with the development and 

implementation of employment equity plans is still low, with stakeholders 

suggesting that employers may be doing the minimum to comply with the 

program requirements under both LEEP and FCP, until they are subjected to 

compliance audits or reviews. It was also found that enforcement and 

mechanisms for LEEP employers reporting obligations and FCP employers 

overall compliance are rarely applied’ (HRSDC 2012: v). 

 

Another issue related to the limited coverage of EEA, which applies only to 

the federally regulated private sector, protecting just 13% of the labour force. 

The remaining 87% fall under provincial jurisdiction where EEA policies are 

non-existent despite Abella’s (1984) recommendation that parallel provincial 

EEA legislation should be implemented. Only Quebec has done this. Other 

strands of EDI debates include intersectionality and expanding the protected 

groups to include lesbian, gay, bisexual, transgender and queer (LGBTQ) 

people, groups which are not addressed in the EEA. 

 

2.8 Summary 

 

This chapter has presented the Canadian context as the relevant background 

this study. It serves as a backdrop to the literature to be discussed in the next 

chapter. A brief historical overview of the diverse Aboriginal Peoples, British 

and French settlers, and the immigrant population situates these within the 
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Canadian diversity context, characterised as a mosaic. The summary of the 

many pieces of important EDI legislation enacted to protect Canadians are 

presented and include the Multiculturalism Act, the CHRA, the CCRF and the 

EEA. The 1984 Abella report’s recommendations for protecting the four DG 

(Women, Aboriginal Peoples, Visible Minorities, and Persons with Disabilities) 

under the EEA, grounded in the state of the art EDI research available at the 

time, were the impetus for the establishment of the EEA in 1986. Each of these 

groups has been discussed in this chapter, along with their current level of 

representation in the federally regulated LEEP. Finally, Canada’s strong 

international reputation and standing in various world indices has been 

presented, along with the need for the EEA for moving the EDI agenda 

forward. 

 

Table 2.4  Summary of Equality Legislation in Canada 

Key Issues Overall Summary of Discourse 

Legislative 

Protection 

Coverage or 

Eligibility 

Employer 

Requirements 

Enforcement and 

Effectiveness 

Canada 

Labour 

Code 1972 

(Revised 

1985) 

All employees All Employers are to 

abide by the 

protections 

guaranteed under 

working conditions. 

Can be challenged 

in courts. 

Official 

Languages 

Act (1975) 

French-speaking 

people or 

francophones 

Mandates the federal 

government to 

provide services for 

Canadians in both 

official languages, 

English and French. 

Government hiring of 

bilingual employees 

in federal jobs. 

Very effective and 

cited as an 

exemplary 

achievement in the 

Abella report. 

Canadian 

Human 

Rights Act  

(CHRA 

1977) 

All Canadians are 

protected from 

discrimination based 

on 11 grounds: 

race, national or 

ethnic origin, colour, 

religion, age, sex, 

sexual orientation, 

marital status, family 

status, disability or 

Mandated to provide 

accommodations 

when requested by 

employees or 

stakeholders. 

Canadian Human 

Rights Commission 

(CHRC) and 

courts. 
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conviction for an 

offence for which a 

pardon has been 

granted or a record 

suspension has 

been ordered. 

Canadian 

Charter of 

Rights and 

Freedoms 

(CCRF 

1982) 

Section 15 (1): 

Every individual has 

the right to the equal 

protection and equal 

benefit of the law 

without 

discrimination based 

on race, national or 

ethnic origin, colour, 

religion, sex, age or 

mental or physical 

disability. 

Affirmative action 

programmes are 

allowed if the object 

is amelioration of 

conditions of 

disadvantaged 

individuals or groups 

because of race, 

national or ethnic 

origin, colour, 

religion, sex, age, 

mental or physical 

disability. 

Can be challenged 

in courts. 

Employment 

Equity Act 

(EEA 1986, 

revised 

1995) 

Women, Visible 

Minorities, 

Aboriginal Peoples, 

Persons with 

Disabilities 

Remove systemic 

barriers for the 

designated groups. 

Conduct workforce 

survey and analysis. 

Develop a diversity 

plan. Meet targets 

and goals. 

CHRC to review 

EEA every five 

years. 

Maximum fine of 

$50,000 for 

employer failure to 

file an annual 

report. 

Pay Equity 

Act (1986) 

Women Equal pay for equal 

work. 

Can be challenged 

in courts. Effective 

enforcement as 

many employers 

have had to pay 

retroactive pay 

equity benefits 

based on court 

orders. Yet pay 

inequity remains. 

  



46 

Multicultural

ism Act 

(1988) 

National coverage 

promoting the 

freedom of all 

Canadians to 

preserve, enhance 

and share their 

cultural heritage. 

Encourages all 

Canadian institutions 

to be respectful and 

inclusive of Canada’s 

multicultural 

character. 

To reduce 

prejudice and 

pressure to 

assimilate, to 

maintain culture 

and promote 

intercultural 

contact. 

Note: There have been no further legislative protections since EEA revision 

in 1995 but some erosion due to Conservative government policy changes 
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Chapter 3  – Literature Review and Equality, Diversity and Inclusion Model 

Development 

 

3.1 Introduction  

 

In the first chapter of this thesis, equality, diversity and inclusion (EDI) were 

discussed as a global imperative across many countries implementing legislation 

to address discrimination and underrepresentation of designated groups (DG). 

Following that, the overall aims and objectives of this study were presented. In 

Chapter 2, Canada was described as a world leader in EDI policies, and the 

Canadian context was demonstrated to have the greatest propensity to result in 

favourable EDI outcomes for the four DG identified in the Abella (1984) report: 

Women, Visible Minorities, Persons with Disabilities, and Aboriginal Peoples. 

This chapter critically reviews the extant EDI literature to identify potential gaps 

and further develop the research questions, hypotheses and a conceptual model 

to address the study’s research aims and objectives. This information will logically 

inform the proposed conceptual EDI model including the constructs and their 

interrelationships at the macro-country level and meso-organisational level for 

policies, practices and DG representation outcomes. While this conceptualised 

model is contextualised within Canadian EDI discourse, it also arguably has a 

generic application to other country contexts, and can facilitate comparison and 

empirical assessment of international EDI policies, programmes and designated 

group representation levels. 

 

3.2 Literature Review: A Systematic Approach 

 

A systematic literature review was conducted, with online searches of databases 

such as ProQuest, the Web of Science electronic version of the Social Science 

Citation Index and Google Scholar. The keyword searches included, but were not 

limited to equality, diversity, inclusion, affirmative action, employment equity, 

equal employment opportunity, Canada, women, Aboriginal Peoples, disabilities, 

Visible Minorities, intersectionality. Following Torraco’s (2005) guidelines, a 

staged review – that is an initial review of the abstracts followed by an in-depth 

review of the articles – was conducted to analyse the literature. The EDI field is 

informed by many disciplines, such as psychology and sociology but for this 
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study, only the business and management areas were targeted and focused 

particularly on organisational behaviour and human resource management 

excluding all others. After removing articles that did not fit with the search criteria 

and the context of this study, the remaining articles were critically analysed 

through the EDI lens to identify strengths, weaknesses, contributions and 

deficiencies for informing this research. In addition, several landmark EDI 

scholarly texts and practice-oriented textbooks were reviewed, including The 

Equity Myth: Racialization and Indigeneity at Canadian Universities (Henry et al. 

2017); The Oxford Handbook of Diversity in Organizations (Bendl et al. 2015); 

Diversity at Work: The Practice of Inclusion (Ferdman and Deane 2014); Equality 

in Employment: A Royal Commission Report (Abella 1984); Employment Equity 

in Canada: The legacy of the Abella Report (Agocs 2014a); Equality, Diversity 

and Inclusion at Work: A Research Companion (Özbilgin 2009); Managing 

Diversity: Toward a Globally Inclusive Workplace (Mor Barak 2011); and 

International Handbook on Diversity Management at Work: Country Perspectives 

on Diversity and Equal Treatment (Klarsfeld et al. 2014).  

 

3.3 Theoretical Framework Underpinning the Study 

 

Employment inequality is a global problem, with many DG facing continued 

discrimination and marginalisation in the workplace despite the implementation 

of EDI legislation in several countries. Having narrowed the literature to the field 

of business and management, the key theories drawn from the systematic 

literature review are presented in this chapter and will be reviewed in depth.    

 

3.3.1 Institutional Theory  

Institutional theory has been widely used to study the adoption and diffusion of 

organisational forms and human resource management (HRM) activities 

(DiMaggio and Powell 1983, 1991; Bjorkman 2006). According to institutional 

theory, organisations attempt to acquire legitimacy and recognition by adopting 

structures and practices viewed as appropriate in their context, in order to adapt 

and align with their institutional environment. DiMaggio and Powell (1983) 

translate this into three types of isomorphisms: coercive isomorphism, where a 

constituency such as the government imposes certain patterns, restrictions or 

boundaries on the organisation; mimetic isomorphism, where organisations adopt 
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the pattern and behaviours exhibited by successful organisations in their 

environment; and normative isomorphism, where organisations act as the 

disseminators of appropriate organisational patterns, which are then adopted by 

other organisations. These isomorphic processes can be used to identify and 

highlight the complex and dynamic relationship between both endogenous 

drivers or internal factors and exogenous drivers or external factors influencing 

organisations’ HRM policies.  

 

Applying institutional theory to EDI, exogenous drivers are based on coercive 

isomorphisms, endogenous drivers as based on mimetic isomorphisms, and 

HRM drivers are based on normative isomorphisms (Tarique and Schuler 2010). 

Exogenous drivers, or external factors, refer to the forces or drivers external to 

the organisation that are largely beyond management’s control but can create 

challenges that can affect the organisation’s HRM systems and policies. These 

external factors can include national culture, economic conditions, political 

systems, legal environments and workforce characteristics (Schuler et al. 1993). 

An analysis of the EDI literature reveals the emergent exogenous or external 

factors in the macro-national-level category include legislation, demographics 

and courts.  

 

Endogenous drivers or internal factors refer to the forces or drivers internal to the 

organisation, such as the competitive position of the business, strategy, 

leadership, organisational structure and workforce capability (Schuler et al. 

1993). Examining the meso-organisational level endogenous or internal factors 

revealed that major drivers emerging in this category were leadership, 

competitive advantage of the business, recruitment and retention, customer 

service and corporate culture.  

 

Institutional theory also emphasises the social contexts within which 

organisations exist and operate, including regulative, normative and cognitive 

pressures on organisations (Scott 1995). Regulative pressures arise from 

governmental laws and regulations, which are a significant driving force for 

equality management practices. Normative pressures arise from social and 

professional norms influencing the adoption of diversity management practices 

in organisations. Cognitive pressures arise from cultures and ethics (Scott 1995). 
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Coercive pressures arise from societal expectations and inter-organisational 

interdependence; normative pressures arise from professionalisation 

expectations; and mimetic pressures arise from uncertainty in the environment 

(DiMaggio and Powell 1983).  

 

Furthermore, institutional theory distinguishes between superficial and 

substantive changes, exposing practices adopted primarily for compliance 

purposes in contrast to actually implemented practices for meaningful change in 

organisations (Edelman 1992). Therefore, in the context of this study, institutional 

theory is most appropriate as the underpinning theory and forms the basis for the 

conceptual EDI model developed and empirically validated with data from the 

Canadian Employment Equity Act Legislated Employment Equity Program (EEA-

LEEP). 

 

3.3.2 Organisational Paradigms Driving EDI Policies 

Organisational paradigms influence organisational EDI policies and practices 

(Kulik 2014). Thomas and Ely (1996) suggest that three paradigms underlie an 

organisation’s approach and drive its EDI policies. The ‘discrimination and 

fairness paradigm’ recognises that prejudice has kept members of some 

demographic groups out of organisations, and as a matter of fairness and 

compliance with the law, these organisations work towards making sure their 

employee profile reflects that of society. They focus on managerial processes to 

ensure that all employees are treated equally and fairly without giving some an 

unfair advantage over others. Managers expect all employees to assimilate into 

the existing dominant organisational culture (Syed and Özbilgin 2009). The 

problem with this approach is that it maintains the status quo: while staff might 

become more diverse, the organisational processes do not.  

 

The ‘access and legitimacy paradigm’ recognises that an increasingly 

multicultural population and diverse ethnic groups are quickly gaining 

considerable consumer power. Organisations acknowledge the need for a more 

diverse workforce to access these differentiated consumer segments, to serve 

them better and gain legitimacy with them. The problem with this approach is that 

diversity is seen in a business sense but staff are kept in the niche of their 

designated group. ‘They are often “pigeonholed” and deployed to interact with 
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clients with similar backgrounds’ (Syed and Özbilgin 2009: 2442) without their 

capabilities being integrated into the mainstream, thus compromising a potentially 

multicultural organisation.  

 

The ‘learning and effectiveness paradigm’ incorporates diverse employees’ 

perspectives into the mainstream of the organisation to maximise effectiveness 

by rethinking jobs and redefining markets, products, strategies, missions, 

business practices and organisational cultures, thereby tapping into diversity 

benefits for everyone.  

 

In this study, the ‘discrimination and fairness’ paradigm informs the meso-

organisational level’s focus on reactive compliance with legislation compliance, 

while the ‘access and legitimacy’ paradigm informs the proactive focus of EDI 

programmes. Scholars have criticised both of these paradigms for not addressing 

power differences. Only the ‘learning and effectiveness’ paradigm recognises that 

the organisational dynamics and culture must change, but very few organisations 

actually adopt this paradigm (Lorbiecki and Jack 2000). Both institutional theory 

and organisational paradigms are important underpinnings for this study.  

 

3.3.3 Feminist Theory 

Gender inequality is a global problem and feminist theory explains the gender-

based disadvantage faced by women in the workplace. Feminist theories consider 

three different visions to achieve a society free from gender discrimination and 

oppression: equality, difference, or transformation. Gender equality promotes sameness 

linked to equal opportunities; gender difference, from the male norm, envisions positive 

action; and transformation envisions displacing all male/female norms by gender 

mainstreaming approach (Walby, 2005; Squires 2005). 

 

3.3.4 Tokenism  

Kanter (1977) draws attention to the particular situation faced by women in 

organisations by describing four common dynamics of tokenism that occur when 

women, as minority members, constitute a small proportion of a group or 

organisation. These include increased visibility, pressures to assimilate, 

emphasis on differences from the perspective of the dominant group and 

stereotyping. She proposes that the lack of diversity is due to a tendency of 
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managers to recruit and promote people similar to themselves as a way to deal 

with organisational uncertainty. She defines this as a reliance on trust through 

‘homosocial reproduction’ (Kanter 1977: 54), positing that an organisation’s 

outcomes are not necessarily affected by an employee’s race or gender, but by 

the composition of the salient characteristics of race and gender that affect 

attitudes and group dynamics in the workplace. Arguably, tokenism would also 

apply to members of all other DG. It is important for this study not only because 

DGs are under-represented in the workplace, but also because they often face 

tokenism and are unable to exercise their voice and agency under these systemic 

institutional constraints at the micro-individual level.  

 

3.3.5 Critical Theory  

Critical diversity studies emerged in the mid-1990s to examine power relations in 

reaction to the re-appropriation of equal opportunities by the business case for 

diversity (Zanoni et al. 2010). According to critical theorists, the business case 

discourse silences criticisms of discrimination, racism, unequal power relations 

and other conflicts in the workplace (Prasad and Mills 1997). A number of critical 

scholars have turned to postcolonial theory for new discursive accounts of 

diversity in the workplace, arguing that diversity initiatives, despite appearances, 

are designed to sustain rather than dismantle the racial binaries that enable the 

reproduction of hierarchical relations of privilege and subordination, thus resulting 

in little progress in equality outcomes (Prasad 1997, 2006). The recognition that 

systemic barriers have been sustained, rather than dismantled, is supported by 

evidence that many decades of equality legislation have not achieved the desired 

equality. Therefore, critical theory is important for this empirical study of the 

impact of equality legislation on designated group representation outcomes and 

members of these groups’ inability to use individual voice and agency due to 

unequal power.    

 

3.3.6 Postcolonial Theory 

Postcolonial theory, with a focus on culture, difference, power, and racial 

inequality, is an important lens for critical organisational analysis. Postcolonialism 

recognises the formal imperial expansion of a number of European nations and 

the brutal violence, racism and dispossession of land often associated with it, as 

constitutive of Westernism (Jack 2015). Colonisation was an exercise in 
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imperialism and European cultural dominance (Said 1993). Postcolonial theory is 

centrally concerned with issues of culture, knowledge, power and representation 

in understanding how cultural and racial inequality are produced and 

experienced, but it is underemployed in critical scholarship on workplace 

diversity. It is important for this study as it directly impacts all the DG, particularly 

given Canada’s colonial history, as discussed in Chapter 2. 

 

3.3.7 Intersectionality 

The concept of the double whammy (Nkomo and Cox 1989) proposes that African 

American and other minority women may experience a double disadvantage in 

the workplace due to their race and gender. Abella (1984) refers to this as double 

disadvantage that can multiply the negative impact on individuals belonging to 

more than one designated group. Individual identity is closely intertwined with 

socio-cultural and historical context, and further complicated by the 

intersectionality of various dimensions of multiple identities, such as gender, race 

and ethnicity, which influence equality and diversity in the workplace (Healy 

2015). Critical to understanding intersectionality is the national context. Even 

when there are commonalities in the DG, such as Women, there are still nuances 

of discrimination that are important, such as for Muslim women (Syed 2008) or 

women of colour (Bell 2009). This raises the issue of intersectionality (Crenshaw 

1991; Healy 2009) to draw out the multidimensional overlap and interaction of 

different forms of social inequality, oppression and discrimination. The 

interrelationship between macro (structural), meso (organisational), and micro 

(individual) levels of analysis and the importance of history at each level has been 

highlighted by Black feminists and is recognised by the UN as crucial in terms of 

addressing oppression and subordination.  

 

The issue of intersectionality is identified as an area that needs more research. 

No empirical studies were found on the impact of intersectionality on DG 

representation levels in LEEP organisations. While studies have shown a higher 

positive impact of the LEEP on the representation levels of Women and Visible 

Minorities than Aboriginal Peoples and Persons with Disabilities (Jain and 

Hackett 1989; Jain et al. 1990; Leck and Saunders 1992; Jain and Verma 1996; 

Mentzer 2002; Jain and Lawler 2004), the impact of intersectionality was not 

reported in these studies. Although mentioned as a salient issue, intersectionality 
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is also not reported in the EEA annual report (EEA-AR) to the Parliament. While 

it is important to recognise the salience of intersectionality, government data on 

intersectionality are not collected and thus were not available for this study.  

 

3.3.8 Multilevel Relational Framework  

A fairly comprehensive body of literature examining EDI issues has been built by 

scholars over the past decades, however, there remains a great deal that we do 

not understand about the impact of legislation on representation outcomes for 

DG, especially in individual LEEP-regulated organisations in Canada. More 

specifically, we need to better understand how to translate macro-country-level 

requirements into improvements in meso-organisational-level EDI policies and 

practices and micro-individual-level DG labour market availability (LMA) 

representation outcomes. This point is emphasised by Syed and Özbilgin’s 

(2009) relational framework, particularly for understanding the unique macro-

national-level circumstances in each country and for international comparison 

purposes. In addition to the need to better understand the legislative mandate in 

general, there are also a number of specific areas where even less is understood 

about the underlying meso-organisational-level policies and practices in the EDI 

processes.  

 

In order to unpack the black box of macro-national-level legislation and the meso-

organisational implementation of the legislation, and explain outcomes of EDI 

programmes, there is a need for an analytical model to empirically test the gap 

between the policy goals and the actual outcomes achieved for DG 

representation. In the context of Canada in particular, while there is research to 

understand the context and processes involved in managing and evaluating the 

EEA, there remains a need to develop a comprehensive model that identifies the 

key determinants of LEEP successes and failures, as well as the key dimensions 

on which LEEP organisations differ from those that are not regulated by the 

legislation. Similarly, while there have been some attempts to understand the 

human resource practices and processes in LEEP organisations more empirical 

studies are needed to help develop theoretical models to better serve 

organisations operating in environments where such equality legislation applies. 
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Syed and Özbilgin (2009) argue that single-level conceptualisations of diversity 

management fail to capture the relational interplay of structural and agentic 

aspects of equality. They propose a contextual multilevel relational framework for 

diversity management that is also suitable for international comparison and 

transfer of policies and practices. Their comprehensive context-specific multilevel 

framework aims to bridge the divide between macro-national, meso-

organisational and micro-individual levels of analysis. At the macro-national level, 

the relational framework takes into account the significance of national structures 

and institutions (e.g. laws, social organisation, religious structures, and gender 

and race relations). The meso-organisational level addresses the processes, 

rituals and routinised behaviours at work that establish the rules of gender and 

race relations in an organisation, often reflecting the hierarchical discriminatory 

practices embedded in that society. The micro-individual level reflects the human 

capital, power, motivation and agency to affect change. All of these are 

recognised as being gendered and racialised phenomena (Syed and Özbilgin 

2009). Although Syed and Özbilgin’s (2009) multilevel framework has been cited 

within the specific country context of Muslim-majority countries (Hennekam et al. 

2017), it has not been used in the Canadian context as yet. Moreover, it gives 

equal emphasis to the three levels of macro, meso and micro, which is noted as 

a limitation of their model.  

 

Macro-country-level legislation is a societal aspiration and is the most difficult EDI 

challenge, since it must address discriminatory practices and stereotypes deeply 

rooted in traditions that may be centuries old (Syed 2008). Therefore, legislation 

must be enforced with stringent monitoring, rewards and sanctions to be 

effective. Macro-country-level laws, in and of themselves, will not actually change 

anything if they are not implemented by organisations within the country, and the 

organisations are not taken to task for non-compliance. Therefore, given the 

macro-country legislative context, this study posits that the meso-organisational 

level becomes critical to the model. Organisational-level adoption of action and 

programmes in response to EDI legislation and DG outcome measures is key for 

assessing the success or failure of the legislation. This point is not emphasised 

sufficiently in the multilevel model. This research contextualises the macro-

country-level legislative environment and then emphasises the need for 

ubiquitous meso-organisational-level take-up in implementation of the legislation 
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to measure actual success or failure in achieving the targeted DG-LMA 

outcomes. EDI researchers are yet to analyse these outcomes at a country level 

across multiple sectors and particularly for individual organisations. This study 

applies macro- and meso-level lenses to LEEP organisations in Canada.  

 

As noted earlier in this chapter, micro-level individual agency, voice and activism 

are equally emphasised in the multilevel model. At the individual level is the 

notion of individual capital (Özbilgin and Tatli 2005), which is not just concerned 

with traditional human capital theory’s formal capital in terms of education, 

financial resources and skills but also wider economic, social, cultural and 

symbolic individual capital (Bourdieu 1998) with which individuals are capable of 

exercising choice (Ely 1995). However, based on the discussion of EDI tokenism 

in feminist, critical and postcolonial literature, this study posits that individual DG 

currently do not have the individual or group power base in organisations needed 

to change the system from within. This is also supported by the Abella (1984) 

report highlighting the multiple systemic barriers faced by the four DG in Canada, 

particularly the lack of progress and political will to follow up on decades of 

research and activism, thus limiting micro-individual level EDI impact. 

 

A combined macro and meso approach is also supported by Kulik (2014), who 

likens EDI research to an iceberg with most of the research happening below the 

surface or line, where researchers are focusing on employees as a source for 

information, instead of organisational-level sources above the line. She calls for 

more above the line than below the line EDI research. EDI researchers must 

consider what questions to ask and what questions employees are best 

positioned to answer. Comparing employee- and employer-sourced data, 

employees can inform researchers about their lived experiences in an 

organisation, but they are poorly positioned to evaluate the successes and 

failures of EDI programmes from an organisational perspective. Kulik (2014) 

argues that there is too much of an emphasis on ‘below-the-line’ EDI research 

measuring employee perceptions. She calls for more ‘above-the-line’ formal 

organisational research programmes to identify the kinds of organisational-level 

programmes being implemented and empirically examine their effectiveness 

across multiple organisations. To address this call, this study uses organisational-

level data, drawn from annual reports filed to the federal government, to evaluate 
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the DG-LMA representation levels in individual LEEP organisations to empirically 

validate the effectiveness of EDI legislation. In this way, the study justifies the 

elimination of the micro-individual level from the theoretical EDI model proposed. 

 

Diversity paradigms represent a firm’s normative beliefs and expectations about 

EDI and its role in the organisation (Ely and Thomas 2001; Kulik and Roberson 

2008). These drive EDI policies, goals and objectives which are then enacted in 

the choice of EDI programmes. Kulik (2014) positions diversity paradigms on a 

continuum ranging from actively discouraging EDI to fully embracing it. Arguing 

that managers have information about EDI policies and programmes while 

employees have information about the practices and climate, she concludes that 

researchers need access to different kinds of data. Employers and managers can 

provide data about the EDI programmes they offer, which can then be used to 

examine their impact on employees and organisational outcomes. Moreover, 

much of the EDI literature is dominated by studies of a single organisation within 

an industry or region, contrasting workgroups, departments and units within an 

organisation, rather than comparing and contrasting across organisations, 

sectors and countries. Existing EDI theories do not clearly determine which EDI 

programmes affect which organisational outcomes (Kulik and Roberson 2008). 

Consequently, more empirical evidence from specific EDI programmes is needed 

to show what kinds of programmes are being implemented by various 

organisations and to examine their effectiveness. This study addresses these 

issues. 

 

The micro-level focus is on employee-level outcomes such as job satisfaction, 

motivation and individual performance. However, organisations implement EDI 

programmes for organisational-level impact and reporting purposes, requiring 

information on DG representation, turnover and organisational performance. 

There is limited information about the relationship between EDI programmes and 

DG outcomes that is necessary to inform organisations about which programmes 

positively or negatively influence organisational outcomes. Kulik (2014) outlines 

the W5 – who, what, where, when and why – of EDI activities in organisations. 

Who informs research about EDI activities? There is a need for more research 

asking managers, rather than employees, what their organisation does. What are 

organisations doing? There is a need to study all EDI programmes, not just the 
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popular ones. Where? The industry context is important to see where EDI 

programmes are being successful and where they are not. When? More 

longitudinal studies are needed to establish the long-term impact of 

implementation on outcomes. Finally, why? The bottom line is to understand the 

pay-off for diversity in recruitment, retention and productivity at the organisational 

level. ‘It is hard enough for a diversity management researcher to get access to 

one organization, let alone the hundreds that she or he needs to do above the 

line research’ (Kulik 2014: 139). Therefore, this study’s assessment of EDI across 

440 LEEP organisations is justified. 

 

At the micro-individual level, individual power perspectives can only help DG 

members cope with the EDI issues they face, but will not lead to their challenging 

or transforming systemic inequality structures. Therefore, this study argues that 

DG have limited power, voice and agency to make universal EDI changes within 

organisations. When individual DG efforts can and do bring about some change, 

it is a painfully slow class action complaints-based approach, that may or may 

not bring results during the lifetime of the complainants. If there is some change, 

it is limited only to the specific sector involved. An illustrative example is the case 

of the Canada Research Chairs Program (CRCP), a federal government 

programme for research funding to universities. Governed by the Federal 

Contractors’ Program (FCP) of the EEA, it must demonstrate representation of 

DG-LMA in the individuals hired for research chair positions. In 2003, a group of 

eight women university professors filed a human rights complaint against the 

federal government, claiming all four DGs were underrepresented under this 

programme. Three years later, in 2006, the Canadian Human Rights Settlement 

Agreement was reached to remedy this situation. Yet, over a decade since this 

agreement, there has been little change, as a result in 2017 the complainants’ 

plea was granted to change the 2006 settlement into a federal court order in 

recognition of the lack of progress over the 11 years since the settlement. The 

government of Canada responded by launching an EDI Action Plan, stipulating 

that the institutions should develop EDI plans to meet institutional equity DG-LMA 

targets by December 2019 and population-based targets by 2029. Meanwhile, 

two of the original complainants in the case have already passed away, and in 

their memory, the CRCP renamed its annual EDI excellence award with critics 

arguing this is too little and too late.  
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It is at the micro-individual level that the EDI model in this study differs from Syed 

and Özbilgin’s (2009) multilevel framework. They argue, on the basis of individual 

aspirations, identity and agency, that “despite the potential influences of macro- 

and meso- level factors, each individual possesses the unique resources and 

agency that equip her/him to respond to the various issues and challenges that 

said individuals may have to confront both within and without the workplace” 

(Syed and Özbilgin 2009: 2443). However, given the example above, universities 

are expected to be at the forefront of the EDI scholarly research and intellectual 

spheres, yet EDI issues are a challenge for individual women professors’ 

aspirations and agency.  Likewise, as a regulated employer, EDI issues in the 

federal government are expected to be at the forefront in the policy and 

enforcement spheres, yet there are challenges to implementation. Given the slow 

pace of progress, in response to micro-individual level legal EDI challenge in a 

court of law by a prominent group of women professors from universities, this 

study argues that EDI progress in other sectors would take longer and that it is 

unrealistic and unfair to further burden individual DGs to battle discrimination in 

a court of law. Moreover, unlegislated organisations would likely be even slower. 

There are many risks for individuals to challenge their employers’ EDI policies 

and practices. When they do, as shown in this case, change is slow and unlikely 

to be achieved within the complainant’s lifetime. Therefore, the micro-individual 

level is eliminated and distinguishes this study’s model from Syed and Özbilgin’s 

(2009) multilevel framework, which not only gives each macro-meso-micro level 

equal importance but also requires simultaneous changes to happen at all three 

levels for meaningful change to occur. They argue that ‘unless the extant 

organizational approaches, policies and procedures are simultaneously reformed 

along with reforms at the macro- and micro-levels of diversity management, 

problems such as disparity of employment opportunities and outcomes will 

persist in organisations’ (Syed and Özbilgin 2009: 2443). Given the history of 

slow progress, this is simply unrealistic. Therefore, this study argues that the 

macro-national and meso-organisational levels are the two salient levels critical 

for DG-LMA representation data reported to the government by individual LEEP 

organisations. 
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3.4 Themes in EDI literature 

 

This section reviews the major themes in the extant EDI literature to define the 

constructs and variables needed to develop a theoretically informed 

conceptualisation for operationalising the proposed EDI model. It is noted that 

Syed and Özbilgin’s (2009) multilevel relational framework, illustrated in Figure 

3.1, does not identify the specific variables at each level or the relationships 

between them, thus it is difficult to operationalise. “Indeed, construct and model 

choice of future researchers would drive the operationalisation of the constructs 

and sampling plan.” (Syed & Ozbilgin, 2009, p. 2449). Therefore, this study 

develops a model for the Canadian context, from the extant EDI literature, and is 

illustrated in Figure 3.2. This chapter identifies the research gaps and questions 

to inform the development of the study’s hypotheses and conceptual model.
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Figure 3.1  A Relational Perspective of Diversity Management (Source: Syed and Özbilgin 2009: 2446) 
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Figure 3.2  Proposed Equality, Diversity and Inclusion Model for Canada 
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3.4.1 Equality- macro-national level exogenous themes 

Equality focuses on five key macro-national exogenous themes in the EDI 

literature: moral and social justice arguments; equality legislation (such as the 

Human Rights Act, Equal Employment Opportunity, Charter of Rights and 

Freedoms, and Canadian Multiculturalism Act); affirmative action/employment 

equity (AA/EE) regulated positive measures, the changing demographic 

landscape; and the economic argument. Macro- or national-level external 

pressures account for ‘the societal and structural conditions (laws, institutions, 

culture and political economy) that have an influence on different forms of 

disparity and discrimination, career trajectories and boundaries’ (Syed and 

Özbilgin 2009: 2440). These exogenous drivers are external to the organisation 

and largely beyond management’s control, but they can create challenges that 

affect the organisation’s strategic human resource management (SHRM) 

systems and policies. These external factors can include national culture, 

economic conditions, political system, legal environment and workforce 

characteristics (Schuler et al. 1993) as the macro-national-level environment 

exerts external pressure on organisations. This chapter builds on the Canadian 

EDI contextual background introduced in Chapter 2.  

 

3.4.1.1 Moral and social justice arguments 

Moral and social justice arguments strongly underpin the laws of a country, 

reflecting its commitment to a minimum acceptable standard expressed in public 

policy and a societal ideal promulgated through Parliament (Abella 1984). Laws 

are the collective expression of public will and the most effective mechanism for 

protecting what we value as a society. Equality is the litmus test of a successful 

liberal democracy (Abella 1984). The equality theme, based on moral and social 

justice arguments, is discussed from both perspectives: treating everyone the 

same, as per equality legislation, such as human rights laws; and treating 

everyone differently to level the playing field, as per AA and EE. 

 

Critics claim that, while moral and social justice arguments are a powerful 

foundation for establishing equality laws in theory, the reality is continued 

inequality due to lack of political will to enforce such laws, and the powerlessness 

of disadvantaged individuals to challenge them in court (Abella 1984; Etherington 

2001). This power imbalance can be overcome by sheer numbers in a class 
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action suit, rather than by single complainants forcefully demanding and receiving 

justice through the court system. ‘Equality demands enforcement. It is not enough 

to claim equality rights unless those rights are somehow enforceable. 

Unenforceable rights are no more satisfactory than unavailable ones’ (Abella 

1984: 10). 

 

Laws and government policies are developed and introduced when inequality in 

a society is challenged using moral and social justice arguments. Yet having laws 

does not mean automatic application as there remain considerable issues in the 

interpretation, implementation and enforcement of such laws (Cornish 1996, 

2011). Equality laws are only successful when they are well implemented, or 

challenged in court when breached, as they are contingent on enforcement or 

court orders to change the status quo. For example, the well implemented and 

successful Official Languages Act (1969) parliamentary resolution of 1973 is one 

Canadian legislative success story. The federal government’s forceful 

intervention on behalf of the employment needs of francophones in Canada 

resulted in 26.8% representation of francophones in the federal public service by 

1982, reflective of their proportion in the overall Canadian population. This feat 

took under ten years to accomplish through strong political will and aggressive 

enforcement (Abella 1984). 

 

In a contrasting example, the Pay Equity Act has been far less successful. ‘The 

conclusion is inescapable: equal pay legislation has had little impact on the 

earnings gap’ (Abella 1984: 238), as the gender pay gap still exists (Cornish 

1996; Weiner 2002). The Supreme Court of Canada upheld a human rights 

tribunal ruling against the federal government itself, in a pay equity class action 

suit that took 15 years and cost the Treasury Board over $3.5 billion in payouts 

to about 230,000 public service employees, mostly women, who were owed 

thirteen years of pay equity back pay (The Globe and Mail 1999). In other cases, 

there may be an out of court settlement, such as the Truth and Reconciliation 

Commission that was set up by the Conservative government as a way to avoid 

class action suits by the Aboriginal Peoples who were survivors of the Indian 

Residential School System (IRSS), as detailed in Chapter 2. 
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3.4.1.2 Reactive focus to external pressures 

Does equality mean treating everyone the same, to provide equality of 

opportunity, or treating everyone differently, to provide equality of outcomes? The 

liberal approach is equality of opportunity, based on the formalisation of fair 

organisational processes with a focus on individuals, assuming that fair 

procedures lead to fair outcomes (Jewson and Mason 1986). The radical 

approach is equality of outcomes, with a focus on group membership to help 

overcome discrimination (Jewson and Mason 1986). One criticism of both the 

liberal and radical approaches to equality is that, although they are based on a 

moral and social justice argument, they do not automatically provide equality for 

all citizens simply by their existence, but have to be contested in a court of law to 

achieve equality outcomes for those who challenge them. The aggrieved have 

agency as change agents, individually and collectively, in ensuring compliance 

with legislation (Kirton and Greene 2005; Healy 2015). While the rhetoric is in 

favour of equality and change, both the liberal and radical approaches focus on 

the disadvantaged but do nothing to change the organisational culture that tends 

to reproduce inequality (Cockburn 1989, 1991). Therefore, ‘Systemic 

discrimination requires systemic remedies’ (Abella 1984: 9) because 

institutionalised systems and practices have unintended and unjustifiable 

negative impacts on marginalised groups in society. 

 

One of the major themes identified in the EDI literature is that certain groups are 

marginalised in the workplace, and legislation is a catalyst for initiating equality 

programmes. However, equality legislation treats everyone the same and, 

precisely by doing so, it can result in unequal outcomes (Abella 1984). ‘Identity-

blind’ (Konrad and Linnehan 1995) policies and practices that treat everyone the 

same regardless of gender, race, ethnicity, et cetera, aim to give equal 

opportunity in employment (Cornelius et al. 2008). Anti-discrimination legislation, 

such as the Human Rights Act, CCRF and CMA laws are generic in prohibiting 

discrimination in employment for everyone. These are reactive in their equality 

approach as they are based on a complaint system of redress (Cornish et al. 

2014). They focus on sameness, which is equal treatment regardless of group 

membership. They place the burden of proof on the individual as a victim of 

discrimination, rather than on employers or the systemic barriers that exist (Abella 

1984). Moreover, they are restricted to acting on the prohibited grounds specific 
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to each piece of legislation and must prove intentional discrimination. Often, 

victims are either financially unable or personally unwilling to go to court or a 

tribunal to challenge them. When they do overcome these barriers, the court-

ruled remedies are often limited to the complainants in the case, while the 

systemic barriers remain. Thus equality measures imposed by law are primarily 

about rights and procedures and not about outcomes. The result is a superficial 

treatment of symptoms of disadvantage and discrimination instead of the deep 

causes of inequality. This leaves the structure and nature of disadvantage within 

an organisation, largely unchanged (Liff 1999). 

 

Examples abound to support the argument that equality legislation is complaints-

based, but victims do not have the power or resources to challenge their employer 

and have to bear the burden in silence, suffering enormous personal and 

professional injustices. It is only when they collectively go to court that they are 

heard because there is power in numbers that can lead to meaningful change, as 

shown in various high-profile cases. This argument is strengthened when even 

minority lawyers are hesitant to challenge discrimination in the workplace. If 

minorities in the legal profession are wary of speaking up for their rights under 

the law, it is reasonable to expect that the layperson would be even more 

unwilling to jeopardise their career by speaking out against their employer or 

taking them to court. The Law Society of Upper Canada (2016) reports 57% of 

Ontario lawyers who self-identified as ‘racialised’ felt disadvantaged in their 

career. Its 2016 report Working together for change: Strategies to address issues 

of systemic racism in the legal professions recommends that law firms be 

required to disclose their demographic diversity data to the Law Society of 

Ontario. Currently, no major law firm discloses this information publicly, although 

many firms collect and report these data to comply with the legislated diversity 

policy requirements of clients, such as large US companies and Canadian banks. 

In October 2018, the Canadian Bar Association (CBA) Women Lawyers Forum 

(WLF) commemorated the 25th anniversary of the Gender Equality Task Force 

report Touchstones for Change: Equality, Diversity, and Accountability. This 1993 

report documented discrimination against and a poisonous environment for 

women and racial minorities at all levels of the legal profession, from barriers to 

entry into law school, to articling positions, to private law firms and the judiciary. 

Yet, twenty-five years on, EDI problems in the legal profession still remain 
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unresolved (CBA 2018). 

 

Equality legislation, while necessary, has its limitations. For example, equal 

opportunity (EO) legislation is imprecise about whether it focuses on equality of 

inputs or equality of outputs (England 2014). Organisations may simply state their 

intention to become an ‘Equal Opportunity Employer’ and do nothing more than 

that (Liff 1996). Other EO employers may develop extensive formalised 

bureaucratic EO policies, goals and objectives yet fail to deliver equality 

outcomes. ‘Therefore, it is reasonable to conclude that establishing formal EO 

policies is an unreliable indicator of the actual implementation of organizational 

practices, beliefs and values towards equality issues’ (Kirton and Greene 2005: 

199). Critics express concerns about the difficulties of enforcing rights under 

equality legislation such as EO and the CHRA because of costs, delays, and 

power imbalances between employee and employer. Lack of information and 

resources among disadvantaged group members prevents them from 

challenging and pursuing workplace discrimination through the court system in 

Canada (Etherington 2001). In most circumstances involving individual or smaller 

groups of less well organised plaintiffs, justice is not likely to be served. Similarly 

in the UK, the introduction of new fees in 2013 saw a 79% fall in the number of 

cases being taken to employment tribunals in a year (Jones 2014), essentially 

pricing claimants out of the social justice and equality market. In conclusion, 

equality legislation is justice in theory, but there is an enormous gap in practice 

that is not reflected in the EDI literature. 

 

3.4.1.3 Affirmative action/employment equity positive measures 

AA and EE go beyond ‘identity-blind’ equality legislation to legally mandated 

‘identity-conscious’ (Konrad and Linnehan 1995) positive action (Abella 1984) 

policies and practices aimed at helping marginalised groups to improve their 

employment outcomes. However, the term ‘affirmative action’ is generally not 

used in Canada. As outlined in Chapter 2, Judge Rosalie Abella (1984) coined 

the term ‘employment equity’ specifically to distinguish this concept from 

American AA. Thus, equality in diversity is embedded in the EEA, recognising 

that certain groups, such as the four DG, which have an established history of 

experiencing discrimination, need to be treated differently and need to be 

provided with positive accommodations in order to be treated equally. Abella 
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(2014) argues that she had to reverse the paradigm of sameness by proposing 

that treating everyone the same meant ignoring their differences. Furthermore, 

not acknowledging and accommodating such difference results in individuals 

being excluded and marginalised. The EEA is outcome-based as it requires 

federally regulated employers to implement positive measures to achieve 

workforce representation that is proportional to the LMA of the four DG: Women, 

Aboriginal Peoples, Visible Minorities, and Persons with Disabilities. 

 

While legislation and the courts defend AA/EE as positive measures, the 

backlash and resistance to AA/EE stems from them being perceived as injustice 

for the majority through reverse discrimination (Abella 1984; Bakan and 

Kobayashi 2002, 2004; Noon 2010). Critics argue that AA/EE create stereotypes 

and stigma (Leslie et al. 2014), that coordination of formalised HRM structures 

can be used to conceal discriminatory organisational practices (Konrad and 

Linnehan 1995), and that measures intended to be positive can be diluted into 

diversity management (Linnehan and Konrad 1999) and have become 

professionalised (Kelly and Dobbin 1998). Proponents of AA/EE defend them as 

necessary in dismantling the systemic hegemony of the powerful group over 

disadvantaged groups, and an essential step towards equality (Abella 1984; 

Noon 2010). ‘The economic advancement of women and minorities is not the 

granting of a privilege or advantage to them; it is the removal of a bias in favour 

of white males that has operated at the expense of other groups’ (Abella 1984: 

10). While AA/EE legislation may be contested as an imperfect solution to remedy 

inequality, there are continued calls to strengthen rather than abandon it (Agocs 

2014c; Healy 2015). The EEA remains the most effective EDI tool in Canada (Ng 

and Burke 2010). 

 

3.4.1.4 Demographic change 

The influx of minorities and women constituting the majority of new entrants into 

the future US labour force, predicted by the Workforce 2000 report (Johnston and 

Packer 1987), made American organisations attentive to the managerial 

implications of workforce diversity (Loveman and Gabarro 1991), leading to a 

shift from moral and social justice arguments to the business case argument (Tatli 

2011). The Canadian population has consistently experienced increasing 

demographic diversity (see Chapter 2) as a result of more Visible Minorities 



69 

immigrating from non-White countries in Africa and Asia over recent years, more 

educated and qualified Women entering the workforce, younger Aboriginal 

People moving to urban centres, and technological advances for accommodating 

Persons with Disabilities in the workplace. Yet, all the DG continue to be 

underrepresented in EEA-regulated organisations (EEA-AR, 2017). It is a 

disturbing fact that the minimal coverage of employers by the EEA is unable to 

reach even the low EDI bar of LMA representation for the DG. By the 

government’s own latest 30th anniversary report on the EEA in 2017, the LEEP 

covered 477 employers totalling 720,092 employees across Canada, 

representing only 3.7% of the Canadian workforce. If this is a reflection of current 

EDI best practices in Canada, there is no doubt that 96.3% of the Canadian 

unregulated workforce is worse off in their EDI lived experiences. 

 

3.4.1.5 Economic argument 

While the need for EDI may appear to grow mainly out of social justice and moral 

reasons, it is also based on an economic argument that EDI are critical for 

maintaining and improving corporate productivity and profitability in the face of 

national and global competition (Work 1993). ‘Our nation must work harder to 

help all workers develop themselves to their fullest and… such efforts are 

required not only in the interest of social justice, but also to maintain 

competitiveness in the global marketplace’ (Gottfredson 1992: 279). There is an 

instrumental financial and economic case for EDI. Not only does a lack of EDI 

lead to a loss of human capital, this arguably also means underutilisation of the 

workforce leading to poorer productivity for organisations and an overall 

economic loss for the nation.  

 

Economic growth is a concern for all countries. Lost productivity has an 

opportunity cost. If organisations do not appropriately recruit, retain and manage 

diverse employees, their competitiveness suffers (Wrench 2007). The economic 

argument is that monocultural organisations are ineffective and at a disadvantage 

in meeting the demands of an increasingly competitive global marketplace 

(Lorbiecki and Jack 2000). The UK’s Department for Business, Energy and 

Industrial Strategy (BEIS) found that achieving full representation for black and 

minority Ethnic (BAME) people would add £24 billion to the UK economy. It 

recognised that these marginalised groups can be extremely creative, typically 
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entrepreneurial and productive if given a chance to participate fully in the 

economy. 

 

Canada’s Social Development Minister Jean-Yves Duclos announced more 

targeted skills training efforts are needed for vulnerable groups, such as women, 

indigenous people, new Canadians and people with disabilities. Keeping them 

out of the labour market not only increases demands on government benefits 

programmes but also has a negative impact on the Canadian economy. 

Increasing the employment rate in every group of vulnerable workers by just 1% 

could expand Canada's economy by about 0.5%, a significant amount when 

annual growth is only about 2%. In addition, this untapped labour supply could 

help renew the labour market as more aging employees retire with insufficient 

new workers to take their place, creating not only a drag on the economy but also 

on the federal treasury that relies heavily on income taxes. It is estimated that 

increasing the employment rate of low-skilled Canadians by just 1% would add 

128,000 workers to the labour market and increase the size of the Canadian 

economy by approximately 0.4%. A 1% increase in employment for new 

immigrants would add 9,500 workers and increase Canada's GDP by 0.03%. 

Similarly, a 1% increase in employment for indigenous people would add 9,500 

workers and increase Canada's GDP by 0.03%. Finally, a 1% increase in 

employment for people with disabilities would add 23,400 new workers and boost 

economic growth by 0.07% (The Star 2019).  

 

An additional consideration is gender pay inequality. If female workers’ earnings 

were on par with male workers, the total increase in annual earnings for women 

in Canada would be $92 billion. Increasing women’s participation in the workforce 

by just 5%, from the current 74% to 79%, could result in more than $105 billion 

of GDP growth (Price Waterhouse Cooper 2016). However, women’s career 

choices are biologically associated with their childbearing and rearing role, which 

is a major source of disadvantage for them in the workplace in comparison to 

men. Not only does this prevent women from competing for jobs on an equal 

basis with men but also with childless and unmarried women, resulting in sub-

optimal career choices based on the availability of childcare and flexible work 

arrangements (Abella 1984; Kirton and Greene 2005). Many career-oriented 

women may delay or forgo having children or getting married due to the additional 
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burden this places on their career outcomes. Therefore, addressing gender 

disadvantage in the workplace is not only an ethical priority but will also result in 

economic gains for both women and society. This is a strong economic argument 

for EDI. 

 

3.5 Diversity – meso-organisational level endogenous themes  

 

At the meso-organisational level are the internal pressures on Canadian 

organisations. The meso-organisational-level endogenous drivers or internal 

factors refer to the forces or drivers internal to an organisation, such as its 

competitive position, strategic position, leadership, organisational structure and 

workforce capability (Schuler et al. 1993). ‘The meso level represents the various 

organisational approaches to diversity and equal opportunity, ranging from 

discriminatory policies to more inclusive diversity policies’ (Syed and Özbilgin 

2009: 2445). The EDI literature reveals major themes in this category to be 

business case advantage, which includes senior management leadership 

commitment, talent management, customer service and corporate culture; 

implementation of action programmes, including LEEP training, hiring, data 

collection, goals and accountability; information programmes, implementation of 

including LEEP statements, consultations, photographs, annual reports and 

awards. Following a discussion of each of these factors, the research gaps and 

questions for this study will be identified. 

 

3.5.1 Management Leadership Commitment 

Examining the diversity discourse within the organisational context provides 

important information for predicting responses to diversity, diversity initiatives and 

outcomes (Nemetz and Christensen 1996). Scholars point to the importance of 

CEO leadership in embracing diversity initiatives (Chrobot-Mason and Ruderman 

2004; Bassett-Jones et al. 2007; Wrench 2007; Ng 2008; Kirton and Greene 

2010; Ng and Wyrick 2011; Ng and Sears 2018). EDI leadership commitment at 

management level is a key concept in many EDI textbooks and practitioner 

guides (Kandola and Fullerton 1994, 1998; Cornelius et al. 2001) and having a 

senior management level EDI champion is needed to demonstrate and empower 

the EDI commitment of an organisation (Ng and Burke 2010; Mor Barak 2011; 

Wilson 2013; Ferdman and Deane 2014; Ng and Sears 2018). This commitment 
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at the organisational leadership level is key to successful diversity outcomes in 

organisations, as top executives are instrumental in leading diversity 

management initiatives. This is achieved either through responding to external 

pressures for EEA compliance or internal pressures driven by personal 

motivation or strategic vision, which may shift over the course of their tenure or 

age. CEO motives for managing diversity may be instrumental (driven by being 

good for business), normative (driven by corporate social responsibility or being 

the right thing to do) or affective (driven by wanting to leave a positive legacy) 

(Ng and Wyrick 2011). Despite this rhetoric, interviews with 40 senior managers 

in the Fortune 1000 ranking of US companies demonstrated their unfamiliarity 

with and inability to elaborate on their company’s diversity policies and practices 

(Embrick 2011). Research has found that CEOs are less likely to pay attention to 

EDI issues in the absence of AA/EE legislation (Ng and Burke 2010). 

 

Yet, scholars agree that although legislation is necessary, it is not sufficient to 

achieve the desired results if organisations are not fully engaged and committed 

beyond the politics of EDI (Dickens 1999; Healy 2015). Indeed, leadership 

commitment to managing diversity influences the number of HRM practices, 

procedures, programmes and systems related to diversity initiatives that are 

implemented in the organisation and result in promoting a more diverse workforce 

(Ng 2008; Kirton and Greene 2010). Managers are more likely to engage with 

diversity policies and practices as a priority when they receive positive signals 

from top management (Kirton and Greene 2010). Thus the transformational 

leadership skills of CEOs can act as a catalyst to organisational change by 

convincing stakeholders that managing diversity is a business imperative and a 

moral obligation, not simply a governmental mandate (Connelly et al. 2011). In 

the case of Canadian firms covered by the EEA, where these organisations had 

CEOs who demonstrated greater commitment to managing diversity, they had 

implemented more diversity management policies and practices in their 

organisation (Ng and Burke 2010).  

 

3.5.2 Business Case 

Workforce diversity represents a strategic instrument for businesses in terms of 

competitive advantage (Cox and Blake 1991; Wright et al. 1995; Robinson and 

Dechant 1997; Cornelius et al. 2000). Critics (Noon 2007) highlight the fatal flaws 
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of the business case for ethnic minorities. Some argue that a recession or 

downturn in the business cycle can seriously jeopardise diversity priorities by 

actually using economic arguments against equity (Dickens 1999). 

‘Disadvantaged groups are repeatedly faced with the argument that redressing 

equality is too expensive. Yet, the right to equality is the law. Employers have no 

“discretion” to violate human rights statutes because they think human rights 

enforcement is too “costly” or “difficult” in hard economic times’ (Cornish et al. 

2014: 221). Moreover, not-for-profit organisations may lack the market incentives 

to implement EDI (Ng and Burke 2010). The business case debate in Canada 

arose a decade after the establishment of the EEA (1986), explicitly linking 

investments in organisational diversity initiatives with improvements in 

productivity and profitability (Wilson 1996, 2013; Poole 1997). There seems to be 

some indication that progressive organisations are now going beyond the 

legislated minimum requirements with voluntary diversity initiatives based on the 

perceived competitive advantage for the business (Wilson 2013). Researchers 

argue that EDI is now going beyond legislation by increasing organisations’ 

exposure and effectiveness in response to an increasingly diverse workforce and 

global workforce composition, multinational enterprises, international business 

influences, opportunities and threats (Ng and Tung 1998; Tung and Haq 2011; 

Özbilgin 2009; Pringle 2009; Klarsfeld 2010; Mor Barak 2011; Tung and Haq 

2011). ‘The challenge of diversity is not simply to have it but create conditions in 

which its potential to be a performance barrier is minimized and its potential to 

enhance performance is maximized’ (Cox 2001: 16), creating a competitive 

advantage in marketing, problem-solving and resource acquisition (Wilson 2013). 

In reality, despite the business case rhetoric, there is no evidence in Canada of 

voluntary EDI policies and practices in the absence of legislation (Abella 1984; 

Anand 2014). 

 

Activities by organisations to further EDI efforts within their workforce and 

corporate culture, are the subject of growing attention based on the argument 

that there is a strong business case in favour of EDI-related advantage through 

improved creativity, productivity and profitability (Cox 1991, 2001; Cox and Blake 

1991, Richard 2000; Mor Barak 2011; Wilson 2013). The business case provides 

an opportunity to mainstream EDI issues as a strategic goal owned by all 

managers, rather than solely an HRM responsibility (Dickens 1999). The problem 
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with the business case is that, while there is a competitive business advantage 

resulting from leveraging a diverse workforce, any talk of such advantage is 

meaningless in the absence of legislation, and particularly if the organisations are 

not even minimally compliant. Thus strong enforcement of equality laws is 

required to make organisations meet the minimum legal equality requirements 

before the business case for going beyond the legal minimum requirements 

becomes compelling. However, in the absence of strong equality legislation, as 

documented earlier, there is currently no evidence of voluntary EDI efforts in any 

country. Critics argue that the business case for EDI rests on free market 

assumptions, which are shown to maintain and reinforce the status quo, using 

employees to meet the needs of the organisation rather than the other way round, 

with no conception of a wider social justice rationale for EDI (Kirton and Greene 

2005; Liff 1996; Kaler 2001). 

 

The proactive business case rationale is rooted in the resource-based theory of 

competitive advantage, seeing firm assets or ‘bundles’ of unique internal 

resources that are difficult for others to reproduce. This leads to a competitive 

advantage over other firms by making the most of opportunities and 

counterbalancing threats in uncertain and dynamic industry contexts (Barney 

1991). Since employees and management capabilities are the sustainable 

internal resources that are most difficult for competitors to imitate, as opposed to 

easily replicable technology, production and financial systems, strategic human 

capital resources systems are key to developing and maintaining a competitive 

advantage (Barney 1991). Using a business case for diversity approach has 

inherent limitations and Dickens (1999) proposes a three-pronged approach 

using legal, social and business case strategies in order to develop a mutually 

reinforcing and a more powerful basis for equality action within organisations.  

 

Some scholars have criticised the business case approach to managing diversity 

as myopic and capitalistic, with a flawed understanding of the nature and purpose 

of diversity programmes (Zanoni and Janssens 2004, 2007; Noon 2010; Zanoni 

et al. 2010) that reflect and reproduce existing structural power relations (Prasad 

et al. 2006; Zanoni et al. 2010). Others criticise it for missing the point of 

advocating for social change to provide universal justice for all (Noon 2007), 

despite being framed as ensuring EDI at work (Özbilgin 2009). However, the 
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social justice and business advantage arguments do not have to be competing 

rationales (Noon and Ogbonna 2001). Organisations often use the business case 

and legal arguments side by side (Tatli 2010; Cornelius et al. 2001), and strong 

legal provisions may actually work towards strengthening the business case for 

diversity by enforcing rewards for compliance and punishment for non-

compliance (Jonsen et al. 2013). This is an important point for this study and is 

included in the conceptual model as a reactive legislative compliance or proactive 

business focus in implementing EDI programmes. 

 

3.5.3 Recruitment & Retention - Hiring Talent 

SHRM policies and practices are designed to give companies a recruitment 

advantage in the global war for talent. SHRM policies deal with decisions about 

investing in human capital in terms of talent just as decisions are made about 

investing in other types of capital, such as financial capital. Costs related to 

attracting, retaining and developing top talent can be viewed as investments in 

the human capital of a firm. HR metrics to establish the value of investments in 

diversity practices are grounded in human capital theory. HRM systems and 

policies comprise an organisation’s formal policies and the actual daily practices 

that employees experience or carry out (Schuler et al. 1993). Developing an 

organisation’s reputation in a ‘best diversity employer’ listing is important. Studies 

of HR reputation, defined as a shared evaluation by stakeholders of an 

organisation’s HR philosophies, policies and practices (Hannon and Milkovich 

1996), have examined why an organisation’s HR reputation has become an 

increasingly significant aspect of building organisational capabilities (Holland et 

al. 2007). Studies have focused on how an organisation develops the compelling 

recruitment brand or HR reputation necessary to attract talent from diverse 

populations (Ferris et al. 2007). Homogenous organisations risk drawing from a 

smaller talent pool (Wrench 2007). Recruitment and retention are becoming key 

challenges. With an increasingly aging population and a low birth rate, the 

traditional labour pool is shrinking, resulting in global competition for talent 

(Tarique and Schuler 2010). An organisation might promote itself as a ‘valuing 

diversity’ employer, in order to attract potential qualified employees from minority 

groups (CBC 1995). In theory, a discrimination-free hiring process serves both 

the social justice and organisational effectiveness rationales. In reality, while 

there is evidence of EEO and AA/EE slogans being used on recruitment 
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advertisements, there is little research evidence to show associated positive 

outcomes for the majority of DG members. 

 

3.5.4 Customer Service 

This approach is not focused on legal compliance, but based on the premise that 

there is an inherent value in diversity that can be tapped to create a competitive 

advantage in marketing, problem-solving and resource acquisition (Cox and 

Blake 1991; Richard 2000; Cox 2001). The changing demographic composition 

of the population is not only altering the make-up of the workforce but also 

influencing the composition of the market as diverse communities become 

resourceful consumers (Taylor 1995; Wilson 1996). Ways to tap into the 

tremendous purchasing power of a diverse customer base by meeting their needs 

can be identified and supported by a diverse and representative workforce. 

Increasing minority populations are affecting the marketplace and consumer 

demands thus organisations can benefit from diversity by attracting the 

tremendous purchasing power that minorities have (Pollar and Gonzales 1994). 

Therefore, to market products and serve a variety of diverse customers 

effectively, organisations need to employ a diverse workforce (Jackson 1991). 

Competencies in cross-cultural communication and management are becoming 

crucial for organisations to understand how to serve and retain a customer base 

that is much more diverse and demanding than it ever was in the past (Ashkanasy 

et al. 2002). In order to capitalise on the opportunities offered by this new 

consumer base, it is key for organisations to bring non-traditional managers, such 

as women and people of colour, into decision-making roles to develop and 

improve products and services (Morrison and Von Glinow 1990). The criticism is 

that minority members are typically assigned to represent their group and blocked 

from other career opportunities. 

 

3.5.5 Corporate Culture 

Abella (1984) raises the issue of systemic barriers within organisations that are 

based on values, beliefs and attitudes that become historically entrenched in 

organisational policies and practices, preventing the entry, participation and 

progress of marginalised group members in organisations. Therefore, it is 

necessary to re-evaluate past practices and replace them with inclusive policies 

and practices through organisational development and culture change strategies 
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(Abella 1984) to attract and retain diverse talent as valued resources for a 

competitive advantage. Legislation, although essential, is insufficient in achieving 

proportional representation of the four DG in Canada (Agocs 2002, 2014c) and 

has been unsuccessful in changing general organisational culture from 

homogeneous to multicultural because minority groups are expected to blend into 

the existing majority organisational culture norms. Equality proponents argue that 

legislation is necessary until equal representation is achieved (Jain et al. 2010). 

EDI proponents argue that, once a diverse workforce has been achieved as a 

result of these laws, differences will have to be managed effectively in order to 

enhance organisational culture and effectiveness (Cox and Blake 1991). 

Nevertheless, legislation is critical to start the EDI process within organisations. 

 

3.6 Action Programmes 

 

Action programmes are meso-organisational level variables. They can be 

implemented by both reactive and proactive organisations. These programmes 

change the way things are done in an organisation in response to legislation. 

Some organisations may also be motivated by the business case rationale. Such 

programmes can include EDI training, DG hiring, EDI metrics, EDI goals and EDI 

accountability. Each of these is discussed in detail in the sections that follow, and 

the discussion forms part of this study’s conceptual EDI model.  

 

3.6.1 EDI Training 

Training is a heavily researched and practised EDI activity (Kulik and Roberson 

2008; Bartels et al. 2013; Kulik 2014). The advantages of diversity training, such 

as raising awareness about those who have been historically marginalised and 

underrepresented, systemic barriers, discriminatory policies and practices, and 

conferred privilege, increase knowledge to help dispel myths and stereotypes, 

sending a message that diversity is an important initiative throughout the 

organisation (Ellis and Sonnenfeld 1994). However, ill-designed or 

inappropriately conducted diversity training may do more harm than good 

(Caudron 1993; Chrobot-Mason and Ruderman, 2004; Holvino et al. 2004), and 

poorly designed or weakly delivered training programmes have elicited disdain 

among white males (Ellis and Sonnenfeld 1994). However, even effective training 

that is well liked by the participants may not be successful in actually changing 
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their behaviours as much as trainers would like (Kearsley 1982; Swan 2009; 

Noon, 2017). Critics argue that very few organisations seriously evaluate the 

behavioural effects of training and so there is a need to address this limitation.  

 

3.6.2 Hiring from Designated Groups 

Positive measures and accommodations in the hiring process for the DG is 

mandated by the EEA (1986, 1995). Researchers have shown that positive action 

in the LEEP hiring process for the DG has been beneficial to Women (Leck and 

Saunders 1992; Agocs 2002, 2007; Leck 2002; Jain et. al 2003; England 2014) 

and Visible Minorities (Mentzer 2002; Jain and Lawler 2004). However, gains 

have been minimal for Aboriginal Peoples (Voyageur 1996; Mentzer 2002) and 

Persons with Disabilities (Lum 2008; Mentzer 2002; Rioux and Patton 2014). A 

major criticism is that hiring in itself does not enable change at all levels of the 

organisation, since the DG are limited to lower-level positions and pay scales, 

making little progress towards representation at senior management levels. 

 

3.6.3 EDI Metrics on Designated Group Representation   

In Canada, data collection and reporting of the DG-LMA representation in LEEP 

organisations is mandated by the EEA. Keeping a record of all the DG in an 

organisation is important to track the DG stock and flow. However, critics argue 

that data collection becomes an exercise in head counting rather than eliminating 

discrimination and systemic barriers (Hapeslogh et al. 2001). Furthermore, non-

regulated organisations are not legally allowed to gather DG data and so there is 

no way to compare DG representation level outcomes for regulated versus non-

regulated organisations (Jain et al. 2010). In addition, intersectionality data are 

generally not identified, collected or reported, thus limiting EDI research on this 

important issue. 

 

3.6.4 EDI Goals for Designated Group Representation   

In Canada, LEEP employers are required to establish goals and timelines to 

match the LMA representation levels of the four DG and submit an annual report. 

However, there is only a penalty for not submitting the annual report, not for 

actually failing to achieve the self-established goals and timelines. Diversity 

practitioners lament that, as actively practising EDI consultants dealing with 

hundreds of organisations, they have yet to find an organisation that is fully 
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representative of the DG (Wilson 1996; Poole 1997). After 33 years of the EEA, 

the latest EEA-AR (2017) to the Canadian Parliament confirms that 

representation goals for all DG have not been met at most occupational levels. 

 

3.6.5 EDI Accountability   

Establishing a clear position, role and accountability for the achievement of DG 

goals and timelines is important. In a study of 708 US firms, Kalev et al. (2006) 

found that of the three EDI programmes examined (training, mentoring and 

accountability), only accountability had a significant impact on the diversity 

representation at management levels. Accountability at all levels of the 

organisation clarifies that diversity and equality initiatives are not employee 

perquisites, government compliance masquerading as altruism, or threats to 

other business and productivity goals, but a seamless part of the organisation’s 

business strategy (Totta and Burke 1995). For example, each year, every 

manager, including those at executive level, sets individual goals for the hiring, 

retention and advancement of Women, members of Visible Minorities, Aboriginal 

Peoples, and People with Disabilities, along with other annual business goals. At 

year end, each individual’s success in meeting these numerical goals is assessed 

as part of their annual performance review (Totta and Burke 1995). Thus, equality 

is a responsibility not only for HR but across all levels of the organisation. 

However, in a reactive, compliance-focused organisation, this responsibility 

would be limited to the HR/EDI department.  

 

3.7 Information Programmes 

 

Information programmes are meso-organisational level variables. These can be 

implemented by both reactive and proactive organisations. Such programmes 

inform stakeholders about the organisation’s EDI response and compliance with 

equality legislation and can also include the business case rationale. The 

information can include an EDI statement, consultation, photos or visuals, an EDI 

annual report, or news about EDI awards received. Each of these aspects is 

discussed in detail below and forms part of this study’s conceptual EDI model.  
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3.7.1 Equality, Diversity and Inclusion Statements  

In a study of 98 federal agencies in the US, Naff and Kellough (2003) found that 

of the four EDI programmes examined (training, communication, accountability, 

and resource commitment), only communication had any significant relationship 

with minority job promotions. One of the key employer obligations under EDI 

legislation is that employers must post a clear AA/EE/EEO statement for the 

organisation. It was anticipated that organisations publishing any reference to 

EDI in their vision or mission statements on their website must consider it to be 

an important strategy for publicly communicating their commitment to EDI for all 

stakeholders. Point and Singh (2012), in a study of the websites of 241 top EU 

firms, found gender to be the primary diversity dimension, followed by culture, 

race and ethnicity. Critics (Hoque and Noon 2004) suggest that vision and 

mission statements may not always be directly linked to actual organisational 

practices. Other organisations may simply state their intention to become an 

‘Equal Opportunity Employer’ and do nothing more than that (Liff 1999). 

 

3.7.2 Equality, Diversity and Inclusion Consultation 

Another employer obligation under the legislation is to consult employees, 

employee representatives and stakeholders. Many of the larger organisations 

implement affinity groups or equity representative groups (ERGs) as a means to 

consult minority groups. However, these can also become a pigeonhole for DG, 

further limiting and marginalising them; for example, gender equality groups 

established by women for women (Ackrill et al. 2017).  

 

3.7.3 Equality, Diversity and Inclusion Photographs 

Although not required by the legislation, many employers promote their activities 

using photographs of a diverse workforce to indicate EDI efforts within their 

organisation. No research was found that focused on the use of photographs of 

the DG in organisations’ promotional activities. Therefore, it was identified as a 

gap in the literature. 

 

3.7.4 Equality, Diversity and Inclusion Annual Report 

Some organisations post their annual EDI report on their website. Equality 

legislation sets down certain reporting obligations. Under the EEA, only LEEP 

organisations (not FCP organisations) are required to report to the federal 
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Employment and Social Development Canada (ESDC) Labour Program on June 

1 annually on the DG representation levels achieved in the organisation. There 

is a maximum $10,000 penalty for non-submission of this report. The EEA is very 

specific about LEEP reports’ content, and their availability to the public, although 

in reality gaining access to these data is limited, challenging and time-consuming, 

and can be refused by ESDC. 

 

3.7.5 Equality, Diversity and Inclusion Awards 

Many organisations have been very public about their EDI efforts and progress. 

Some organisations have benefited from being included in listings of the top 

companies that successfully value and manage diversity, such as the Fortune 

500 listing. They have received awards and been named ‘best’ employers for 

women or black people or working mothers and so on in Fortune 500 and other 

lists. Many awards have been established to publicly recognise such efforts, such 

as the Catalyst Award, presented to the Bank of Montreal in 1994 for its efforts in 

gender equity (Agars and Kottke 2004). Bayer, Fannie Mae and Marriott received 

the prestigious Catalyst Award for redefining diversity in the 21st century 

workplace (Catalyst 2002).  

 

To recognise organisations’ efforts towards EE efforts, the Canadian government 

has implemented the Employment Equity Achievement Awards. ‘These awards 

recognize federally regulated private-sector employers and federal contractors 

for their commitment to creating diverse and inclusive workplaces… a forum for 

showcasing and sharing best practices in implementing employment equity’ 

(EEA-AR 2017). Canada’s Best Diversity Employers is another prestigious 

annual listing celebrating exceptional EDI programmes in Canadian 

organisations. It goes beyond the four EEA DG to include lesbian, gay, bisexual, 

transgender and queer people as well. The Vision Award of Excellence is for 

organisations that demonstrate exceptional progress in their EE efforts.  

 

3.8 Designated Group Representation Outcomes  

 

The international EDI literature shows that while the EEO/AA/EE legislation has 

positively impacted the employment outcomes of women and minorities in 

several countries, widespread inequality and exclusion still remain and must be 
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addressed. Researchers in Australia (French and Strachan 2007; Strachan et al. 

2014), the EU (Hyman et al. 2012; Klarsfeld 2010, Klarsfeld et al. 2014) Canada 

(Haq and Ng 2010; Jain et al. 2010; Agocs 2014a; Ng et al. 2014; Henry et al. 

2017), New Zealand (Hyman 2008; Ryan et al. 2014), India (Haq 2010; Haq and 

Ojha 2010; Haq 2012; Saha 2012; Haq 2013; Haq 2014), South Africa (Horowitz 

and Jain 2011; Bosch et al. 2014; Nkomo et al. 2014; Booysen and Nkomo 2016), 

the USA (Nkomo and Cox 1989; Cox and Blake 1991) and the UK (Healy 2015; 

Tatli 2010; Özbilgin 2009) have documented the successes and failures of 

EEO/AA/EE policies.  

 

Comparative studies in the EDI literature show that, while equality legislation was 

intended as a temporary intervention measure until equality was reached for the 

DG, no country has been successful in achieving its AA/EE goals despite 

decades of legislation (Jain and Sloane 1981; Haq 2004; Klarsfeld 2010; Bosch 

et al. 2014; Klarsfeld et al. 2014; Nkomo et al. 2014). What is not fully understood 

are the reasons behind the failure to achieve the goals of such laws. There is a 

theory-practice gap and calls by EDI scholars to close this gap (Bell and Kravitz 

2008; Syed and Özbilgin 2009; Kulik 2014; Pringle and Strachan 2015; Henry et 

al. 2017). The theoretically informed conceptualisation for operationalising the 

proposed EDI model at the macro and meso levels is presented in Figure 3.3.  
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Figure 3.3  Proposed Conceptual Model 
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3.9 Gap in Knowledge 

 

‘…a continuum from defensive (not doing anything specifically, even resisting 

diversity) to reactive (e.g. Meeting legal responsibilities or addressing intercultural 

conflict) to proactive (acknowledging the economic benefits of diversity and 

encouraging diversity as a learning opportunity for the whole organisation). 

Empirical evidence of the existence of these dimensions in organisations is rare. 

To our knowledge, no study has shown how diversity is or is not approached in 

organisations in a quantifiable, systematic, and comparable way; nor have we 

found any study that showed how a specific diversity management strategy is 

supported by specific measures. There is also a missing link between 

organisational approaches to diversity and theoretical foundations of diversity on 

the organisational level’ (Podsiadlowski et al. 2013: 161). 

 

Podsiadlowski et al. (2013) sum up the situation that empirical evidence at the 

organisational level is currently missing in EDI research, and addressing this gap 

forms the target of this study. Scholars and practitioners have called for work to 

close the gap between the theory and practice of EDI (Bell and Kravitz 2008; 

Syed and Özbilgin 2009; Podsiadlowski et al. 2013; Pringle and Strachan 2015). 

Research on the policies and practices of EDI programmes in organisations is 

necessary because examining the diversity discourse within the organisational 

context provides important information to help predict responses to diversity, 

diversity initiatives and outcomes (Nemetz and Christensen 1996). This prompts 

investigation into the organisational context which is examined in this study at the 

meso level. 

 

Another major gap in the research is that of legislation versus voluntarism. While 

managing diversity and inclusion is voluntary, it builds on equality standards 

established by AA/EEO/EE legislation. As we have established, legislation is 

necessary, but in itself is insufficient if it is not enforced. In most countries, 

organisations have to comply with the national legislation of equality and justice 

laws while recognising their own needs for organisational effectiveness and 

voluntarily responding to the reality of their diverse labour profile. Therefore, the 

legislated and voluntary frameworks could be seen as operating simultaneously 

in practice. This dual approach conceptualises diversity as a bridge resting on 
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both equality and economic arguments (Pringle 2006), because ‘either equal 

opportunity or diversity management need not be the only options available to 

organisations. Diversity management built on equal opportunities can be, and is, 

the material reality in organisations’ (Cornelius et al. 2000). The Abella (1984) 

report provided evidence that voluntary efforts had not worked well in Canada 

since 1979 when the Affirmative Action Directorate of Canada Employment and 

Immigration Commission contacted more than 1,400 employers, encouraging 

them to participate in voluntary AA programmes. Five years later, only 71 

organisations (0.05%) had agreed to do so, leading Abella to state: 

 

‘It is difficult to see how a voluntary approach, that is, an approach that does not 

include an effective enforcement component, will substantially improve 

employment opportunities for women, native people, disabled persons, or visible 

minorities. Given the seriousness and apparent intractability of employment 

discrimination, it is unrealistic and somewhat ingenuous to rely on there being 

sufficient public goodwill to fuel a voluntary program’ (Abella 1984: 197). 

 

There is no empirical research evidence in Canada on the extent to which 

employers have undertaken AA in the absence of any legal obligation (Anand 

2014) and the Canadian private sector has been vehemently opposed to a 

mandatory AA programme (Abella 1984). While there is US research on the 

effectiveness of AA programmes, comparing firms covered by the legislation with 

those that are not, researchers argue that ‘it is not possible to compare similar 

companies with or without EE programs’ (Jain et al. 2010: 309) in Canada 

because the EEA applies to all companies within the sectors investigated. 

 

Canadian companies are promoting their EDI programmes and information as 

success stories, but over the last several decades of EDI legislation, the DG data 

show no empirical evidence of these successes, but instead suggest the 

opposite. Research studies report that legislated organisations have formal 

written policies on the recruitment and training of DG (Blakely and Harvey 1988), 

larger organisations have established an EE office accountable for monitoring 

LEEP goals and timetables (Benimadhu and Wright 1991), and LEEP firms adopt 

more DG recruitment, training and accountability practices than Fortune 500 firms 

(Ng and Burke 2010). Yet most DG remain underrepresented in federally 
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regulated organisations (EEA-AR 2017). Critics argue that formal equality 

policies are merely ‘empty shells’ (Hoque and Noon 2004) with no strategic 

integration (Cockburn 1991; Rees 1998) and no horizontally integrated support 

policies for EDI initiatives (Kossek et al. 2003). Identifying this gap in the research 

and establishing the relationship of LEEP action programmes, policies and 

practices to DG outcomes are important parts of this study. 

 

However, there are questions regarding the extent to which EDI information 

programmes are merely posturing, being used as window dressing, to enhance 

corporate image, public relations, reputation and brand management. EDI studies 

on Canada have not reported on the influence of action and information 

programmes in LEEP organisations. There is a gap in the research concerning 

the relationship of LEEP action and information policies and practices to DG 

representation outcomes, which is an important question that is included in this 

study. Validation and verification of diversity models are necessary and important 

not only for academic interest and knowledge building, but also to provide 

organisations with valid and empirically tested foundations on which to build their 

diversity programmes. Presenting their strategic diversity implementation model 

as the ‘first ever to have been empirically tested and validated’, Kandola and 

Fullerton (1998: 91) found all the following to be positively related to the 

successful strategic implementation of interventions to manage diversity: the 

clarity of the organisational vision; the extent of top management commitment; 

the auditing and assessing of needs; the setting of clear objectives; the degree 

of accountability; the degree of communication within the organisation; the extent 

of coordination; and the degree to which the strategy and actions are evaluated. 

This study develops a conceptual model, based on the literature, to be empirically 

tested and validated with Canadian data. 

 

Despite the massive body of research on EDI, scholars have paid far more 

attention to either the business case or the social justice argument, and not 

focused adequate attention on their combined effect on EDI. Given this gap, 

many researchers have argued in favour of using a dual approach (Dickens 1999; 

Cornelius et al. 2000; Pringle 2009). Consequently, it seems appropriate to 

investigate the spectrum of organisational EDI behaviour, from the minimum of 

legislative compliance to the maximum of embracing EDI based on the economic 
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argument. By investigating factors affecting EDI compliance and how practices 

are embraced where organisations are exposed to distinct governmental and 

competitive pressures, the findings of this study will contribute to the wider field 

of EDI.  

 

In summary, equality legislation is the main driver of EDI programmes around the 

world, particularly LEEP in Canada. It is well documented there are policy-

practice gaps, in terms of the LEEP legislative framework and outcomes, 

because none of the DG are at par with their LMA (EEA-AR 2017). There has 

been such a discrepancy between the EEA mandate and the actual outcomes for 

more than thirty years that it is imperative to reflect on the Act itself and its 

implementation if truly representative outcomes are to be achieved in the future. 

Although the EEA is required to be reviewed every five years, the last review 

occurred in 2000, almost twenty years ago. There are glaring gaps in the research 

and reporting of DG outcomes in LEEP organisations. The EEA-AR presented to 

the Parliament only reports on the overall DG representation levels achieved for 

the LEEP as the FCP has no reporting requirements. Moreover, it paints a 

positive picture every year despite the fact that over the past thirty-three years, 

the EEA has not achieved its goals for the four DG. Therefore, this study argues 

that there is a policy-practice gap as the government is failing in its responsibility 

to implement and enforce the EEA. Moreover, the government is also covering 

up the failure of individual LEEP organisations by presenting an overall report 

that removes the names of the regulated organisations in order to protect them. 

Not only does this negatively impact the present employment status of DG, but it 

also has severe implications for their future career trajectory, options and job 

satisfaction. What is not known is the long-term career consequences for the DG, 

and more research is necessary. 

 

A common framework used in organisational behaviour studies is the layering of 

macro, meso and micro levels (House et al. 1995). No studies were found that 

explained the linkages of relevant macro-, meso- and micro-level factors which 

are likely to influence the EDI focus and programmes in Canadian organisations. 

EDI research remains limited with its focus on individual organisations or groups 

and individuals within them. Therefore, a gap exists in terms of examining EDI 

issues in a multilevel theoretical EDI model. The findings from the literature inform 
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the aims and objectives of this research, and its research questions, hypotheses 

and EDI model. Gaps in the literature have been identified to logically inform the 

research aims, objectives and questions of this study, along with the development 

of the proposed conceptual EDI model describing the constructs and their 

interrelationships. Table 3.1 represents a portion of the literature reviewed for this 

study. 
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Table 3.1  Summary of Literature Review  

  

Literature Review 

Major Themes 
Key Authors Issues Identified  Research Gaps 

Research 

Questions 

External Pressures Argument: 

Moral and Social Justice 

Equality Legislation 

EEO/AA/EE Legislation 

Demographics 

Economic Argument 

International  

 

Abella (1984, 1991, 2014)  

Johnston and Packer 

(1987) 

Kandola and Fullerton 

(1998) 

Thomas (1990, 1996, 

2005) 

Griggs (1991, 1995) 

Syed and Özbilgin (2009) 

Özbilgin et al. (2011) 

Cornish et al. (2014) 

Healy (2015) 

  

-Ethics, justice, equality 

-Human rights  

-Designated Groups: 

Women,  

Visible Minorities, 

Aboriginal Peoples, 

Persons with Disabilities; 

-Changing demographics 

-Voluntary or mandatory 

-International 

comparisons 

-Empirical evidence of 

legislative success 

and failure in and 

across countries. 

-Generic EDI 

theoretical model and 

application 

-LEEP data only in 

EEA Annual Report to 

Parliament. 

-FCP does not submit 

annual report or DG 

data. 

How do macro-

level external 

pressures on 

organisations 

influence their 

focus in 

implementing 

EDI? 

 

-Canada 
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Internal Pressures Argument: 

Diversity 

Senior Management 

Business Case  

SHRM - Talent Recruitment  

Customer Service 

Corporate Culture 

Inclusion 

 Cox and Blake (1991) 

Jewson et al. (1995) 

Taylor (1995) 

Wilson (1996, 2013)  

Poole (1997) 

Gilbert et al. (1999) 

Cornelius et al. (2000) 

Roberson (2008) 

Zanoni et al. (2010) 

Mor Barak (2014)  

Podsiadlowski et al. (2013) 

-Reactive legal 

compliance  

-Proactive business 

cost/benefits analysis 

-All differences valued 

-Corporate change 

process 

-Multilevel relational 

framework  

-Difficulty accessing data 

 

Empirical evidence of 

the existence of 

proactive or reactive 

programs in LEEP 

organisations is rare. 

To our knowledge, no 

study has empirically 

evaluated LEEP in 

Canadian 

organisations. 

How do meso-

level internal 

pressures in 

organisations 

influence their 

programmes in 

implementing 

EDI? 

-Canada 

Designated Group 

Representation Outcomes: 

Women,  

Visible Minorities, Aboriginal 

Peoples, Persons with 

Disabilities 

Intersectionality  

Nkomo and Cox (1989) 

Crenshaw (1991) 

Jain et al. (2010) 

Agocs (2014c) 

England (2014) 

Ng et al. (2014) 

Henry et al. (2017) 

-Outcomes for the DG  

-Underrepresentation 

-LMA 

-Multiple 

intersectionalities 

-Continued discrimination 

and exclusion of DG in 

the workplace 

-Gap in empirical 

evidence  

-Glaring gap in the 

research and reporting 

of the DG outcomes in 

LEEP organisations 

and the impact of 

intersectionality. 

What are the 

representation 

outcomes for the 

DG? 

 

-LEEP DG-LMA 

in Canada 
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3.10 Research Aims 

 

The primary research aim is to assess the impact of macro-national-level equality 

legislation on meso-organisational-level EDI focus and programmes. Continuing 

inequality in the workplace for the DG, despite decades of legislative protection, 

is a crucial concern that forms the foundation of the research aims and objectives. 

Governments can be strong in their rhetoric on EDI and pass legislation that is 

meant to achieve DG equality. However, unless that legislation is implemented 

and monitored with meaningful consequences, it is not effective in resolving the 

problem. This has been the case internationally. Accordingly, the aim of this study 

is to fill the gaps in the existing body of literature by advancing conceptual, 

theoretical and empirical developments related to the topic of EDI in 

organisations. Thus, it is important that the EDI policies, practices and outcomes 

in legislated organisations are clearly understood in national and international 

environments.  

 

The second research aim is to evaluate individual organisations’ success in 

achieving DG-LMA representation. As previously established in Chapter 2, the 

Canadian EEA and LEEP have led to a framework in which public and private 

companies in four sectors (Banking, Communications, Transportation, and Other) 

report their level of employment representation for the four DG compared to their 

LMA annually.  

 

The third research aim is to develop a multilevel EDI model that is empirically 

validated in Canada and generically applicable to other countries for 

benchmarking, empirical validation and comparative studies. While EDI is 

generally acknowledged to be context-specific, little attention has been paid to 

managing EDI in organisations that operate in multiple countries with different, 

unique and often contradictory cultural, social and political contexts. This study’s 

EDI model is an important contribution to advance EDI theory, practice and policy.  

 

3.11 Research Questions  

 

The overall research aim for this study is to investigate how legislation affects 

EDI outcomes and DG representation levels. The specific research question for 
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this study concerns individual LEEP organisations and their levels of DG 

representation with respect to their LMA. This information is not directly available 

from the government, from LEEP organisations or from the EEA-AR to the 

Parliament. Therefore, the focus of this study is to evaluate the extent to which 

the EEA is effective in LEEP organisations with more than 100 employees to 

establish whether each LEEP organisation is achieving proportional LMA 

representation of the four DG and meeting its legislative obligation. 

 

RQ1 - How does the macro-national-level EEA legislation in Canada influence 

meso-organisational focus in LEEP organisations implementing EDI?  

 

RQ2 - What is the influence of information and action programmes on DG 

representation in LEEP organisations?  

 

RQ3 - What is the influence of industry sector on DG representation in LEEP 

organisations?  

 

3.12 EDI Model Development: Constructs and Hypotheses  

 

As discussed at the beginning of this chapter, the exogenous drivers or external 

pressures refer to the forces or drivers external to an organisation. These are 

largely beyond management’s control but can create challenges that affect the 

organisation’s SHRM systems and policies. These external factors can include 

national culture, economic conditions, political system, legal environment, and 

workforce characteristics (Schuler et al. 1993). From the diversity literature, the 

exogenous or external factors that emerged were moral and social justice 

(Oswick and Noon 2014; Healy 2015), equality and positive measures legislation 

(Klarsfeld 2010; Klarsfeld et al. 2014), changing demographics (Johnston and 

Packer 1987; Statistics Canada 2017) and the economic argument (Cox and 

Blake 1991; Richard 2000). There are also moral, legal and business reasons for 

employing a diverse workforce (Kirton and Greene 2005). Legal positive 

measures positively influence outcomes for women and minorities. Although legal 

equity frameworks compensate those who have been discriminated against, it is 

only if they take a complaints-based reactive approach to redress injustice and 

inequality and challenge this treatment in a court of law. This is important for this 
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study because the laws based on moral and social justice have not provided an 

uplift for the DG, who continue to be marginalised. Therefore, these laws need to 

be strengthened and enforced.  

 

Following the discussion above, the first hypothesis is to examine whether macro-

level external pressures lead to a reactive compliance focus. The conceptual 

framework based on the literature establishes that all EDI programmes, whether 

reactive or proactive, are in response to legislation, and both types are positively 

associated. Theorising that macro-level external pressures are positively 

associated with diversity programmes leads to the first hypothesis:  

 

Hypothesis 1: Reactive focus and proactive focus are positively associated. 

 

There are arguments on both sides. While it is necessary to have state 

intervention, because the free market tends to produce discrimination and not 

equality (Dickens 2006), it is equally important not to overestimate the level of 

equality that legislation can actually achieve (Dickens 1999). Legislation is 

necessary, but it is not sufficient. Forceful arguments have been made against 

the market approach and in favour of governmental, political and legal 

intervention. Henry and Jain (1991) argue that, because inequality is structurally 

embedded within institutions in the form of systemic barriers, only intervention 

through positive equity programmes can possibly diminish the imbalances in the 

job market. Özbilgin and Tatli (2011) posit that the state strongly influences the 

power balance, trends, policies and initiatives in the equality and diversity field. 

Many researchers have found that some degree of external pressure may be 

necessary in order to ensure that equality issues remain high on the 

organisational agenda (Jewson et al. 1995; Shrader et al. 1997; Hyman et al. 

2012; Klarsfeld et al. 2014). In the UK, Canada, Australia and India, among other 

countries, organisational responses to equality and diversity have been 

overwhelmingly shaped by legal compliance concerns (Haq 2010, 2012, 2013, 

2014; Haq and Ojha, 2010; Tatli 2011; French et al. 2014; Ghosh, 2014; Klarsfeld 

et al., 2014). Theorising that macro-level external pressures have a strong 

influence on a reactive focus in LEEP information programmes, and that this is 

positively associated with diversity programmes, leads to the second hypothesis:  
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Hypothesis 2: Reactive focus is positively related to Information Programmes. 

 

An important issue for this study is to establish whether Canadian organisations 

are recognising the business advantages of diversity and creating internally 

driven pressures to implement their diversity programmes. If they remain 

unconvinced of the advantages of diversity, they are caving in to externally driven 

pressures to implement their diversity programmes in order to avoid penalties. 

There are two broad categories to diversity initiatives: structural and 

psychological (Schneider and Northcraft 1999). Structural solutions, such as 

legislation, combat the individual and organisational dilemmas and impose a cost 

for non-compliance, conceptualised as a reactive focus. Psychological solutions, 

such as voluntarily managing diversity programmes, are based on perceptions of 

the individual and organisational benefits of diversity, which is conceptualised as 

a proactive focus, albeit due to legislation but involving active engagement. 

Organisations that have bought into the business case advantages of diversity, 

and are proactively pursuing voluntary enhanced diversity information 

programmes over and above the legally required minimum, are predicted to have 

more of a proactive focus than those that are still sceptical about the advantages 

of diversity, and have implemented a primarily reactive approach involving 

minimal diversity programmes in order to comply with legislation and avoid 

penalties. These organisations are expected to have information programmes in 

place to promote and proclaim their diversity efforts.  

 

Following the discussion above, a conceptual framework has been developed 

based on the literature, theorising that meso-level internal pressures lead to a 

proactive focus, which is positively associated with diversity information 

programmes. This leads to the third research hypothesis, to investigate if a 

proactive focus on meso-level internal pressures influences LEEP information 

programmes:  

 

Hypothesis 3: Proactive focus is positively related to Information Programmes. 

 

Similarly, these organisations with a proactive focus on EDI activities are 

expected to have action programmes in place to promote and proclaim their 

diversity action efforts. The conceptual framework developed for this study 
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includes the construct Action Programmes that includes five items: Training, 

Hiring, Goals, Data, and Accountability. All these factors are reported to be key 

ingredients positively associated with EDI programmes in the literature, as well 

as required by the Canadian EEA legislative framework, leading to investigation 

of the fourth research hypothesis, that a proactive focus positively influences 

LEEP action programmes:  

 

Hypothesis 4: Proactive focus is positively related to Action Programmes. 

 

The conceptual framework developed for this study includes the construct 

Information Programmes comprising five items: EEA Statement, EEA 

Consultation, Diversity Photographs, EEA Reports, and EDI Rewards. The 

literature review discussion on each of these earlier in this chapter highlighted 

that these factors are a key ingredient of EDI programmes even if they are for 

public relations or impression management rather than substantive change. 

Information Programmes, when promoted, proclaimed and publicised, are 

backed up with policies to define, implement and justify them. The fifth research 

hypothesis investigates the influence of LEEP Information Programmes, positing 

them to be positively associated with LEEP Action Programmes. This leads to 

the following hypothesis:  

 

Hypothesis 5: Information Programmes are positively related to Action 

Programmes. 

 

Theorising that diversity Information Programmes, particularly EEA Statements, 

consultation, photographs, reports and awards would appear welcoming, 

encourage DG members to apply for jobs and would lead to increased 

employment of the DG,  the sixth research hypothesis posits a positive influence 

of LEEP Information Programmes on the employment outcomes for the four DG. 

This leads to the next hypothesis:  

 

Hypothesis 6: Information Programmes are positively associated with 

employment of the DG. 
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There is evidence in the EDI literature that the four DG being covered by the EEA 

legislation has led to an increase in the employment of all DG (Weiner 2014; Jain 

et al. 2010). The literature clearly shows evidence that, although EEA legislation 

leads to LEEP, over the last three decades of the EEA all the DGs continue to be 

underrepresented in the Canadian workplace (Weiner, 2014; Jain et al., 2010). 

The conceptual framework based on the literature predicts that LEEP Action 

Programmes will not result in proportional LMA representation of the DG. The 

seventh research hypothesis investigates the influence of LEEP Action 

Programmes on the outcomes for the four DG:  

 

Hypothesis 7: Designated group employment is negatively related to Action 

Programmes. 

 

Extant EDI literature also raises the issue of differences in the regulated 

industries. For example, Ackrill et al. (2017) compare the hard law approach in 

the UK to Equality Act 2010 compliance, focusing on the existence of 

organisational equality policy rather than goal delivery, and the soft law approach 

in France, in the traditionally male-dominated construction industry, finding that 

both countries employ women primarily in support and administrative roles. 

Banking tends to employ more Women and Visible Minorities than Aboriginal 

Peoples and Persons with Disabilities (England, 2014), while women are 

underrepresented in the male-dominated transportation industry (Jain et al. 

2010). The final research hypothesis investigates whether micro-individual-level 

outcomes show all four DG have achieved representation proportional to their 

LMA in all four regulated industries: Banking, Communications, Transportation, 

and Other. This leads to the last hypothesis:  

 

Hypothesis 8: DG employment is dependent on the industry sector. 

 

The list of hypotheses is presented in Table 3.2 and the hypothesised 

relationships in Figure 3.4.  
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Table 3.2  List of Hypotheses 

 

Hypothesis 1: 

 

Reactive focus and proactive focus are 

positively associated. 

 

Kulik 2014 

Point and Singh 

2006 

 

Hypothesis 2: 

 

Reactive focus is positively related to 

Information Programmes. 

 

EEA 1995 

Ackrill et al. 2017 

 

Hypothesis 3: 

Proactive focus is positively related to 

Information Programmes. 

Ng and Sears 

2018 

 

Hypothesis 4: 

Proactive focus is positively related to Action 

Programmes. 

Kulik and 

Roberson 2008 

 

Hypothesis 5: 

 

Information Programmes are positively 

related to Action Programmes. 

 

Cox and Blake 

1991 

 

Hypothesis 6 

 

Information Programmes are positively 

associated with employment of the DG. 

 

 

Kalev et al. 2006 

Naff and 

Kellough 2003 

 

Hypothesis 7 

 

DG employment is negatively related to 

Action Programmes. 

 

Agocs 2014c 

Henry et al. 2017 

 

Hypothesis 8: 

 

DG employment is dependent on the 

industry sector. 

 

Ackrill et al. 2017 

Jain et al. 2010 
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Figure 3.4  Proposed Hypotheses  
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3.13 Operationalising the Proposed Conceptual Equality, Diversity and 

Inclusion Model  

 

Based on the formulated hypotheses, the proposed conceptual EDI model is 

presented in this section, with the hypothesised model based on a synthesis of 

the literature. It seeks to understand the relationship between macro-national-

level pressures, such as equality legislation, and meso-organisational-level EDI 

focus, programmes and DG representation outcomes.  

 

Earlier in this chapter, Syed and Özbilgin’s (2009) multilevel macro-meso-micro 

relational framework was shown in Figure 3.1, with the proposed EDI model for 

this study presented in Figure 3.2. Arguing that countries have significantly 

different social, racial, religious and ideological contexts and histories that play 

an important role in shaping their national equal employment legislation, which in 

turn influences EDI policies and practices at the organisational level, they posit 

that macro-national socio-cultural and legal contexts are closely intertwined with 

meso-organisational EDI processes and influence micro-individual-level EDI 

outcomes. They propose to bridge these levels with their relational multilevel 

framework but concede that ‘Indeed, construct and model choice of future 

researchers would drive the operationalisation of the constructs and sampling 

plan’ (Syed and Özbilgin 2009: 2449). However, empirically testing this complex 

framework is difficult as it requires multiple levels of data, which have not been 

achieved to date. While their framework is useful, it is a complex schema that 

does not identify variables or their relationships. Therefore, it cannot be 

empirically validated in its current state and there is need for it to be more limited 

in scale to be practical and applicable. The operationalised EDI model is shown 

in Figure 3.3 and is a major contribution of this study. 

 

The main area of inquiry for this study is the impact of equality legislation on DG 

outcomes (in the particular case of Canada’s EEA on DG representation in LEEP 

organisations in proportion to their LMA). Based on the preceding discussion, and 

the Canadian context presented in Chapter 2, this study examines the impact of 

EDI legislation on DG-LMA representation. Primary quantitative data on DG-LMA 

representation is reported to the government by each LEEP organisation 

annually. It is expected that this information would reflect the current successes 
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and failures of individual LEEP employers’ policies and practices, and their DG 

outcomes.  

 

To answer the research question investigating whether the EEA is successful, it 

is critical to evaluate the numbers of DG-LMA represented in individual LEEP 

organisations, and their EDI policies and practices, to see if they are meeting their 

EEA obligations and DG-LMA targets. In this way, we would be able to identify 

which organisations are successful and which are not. Since the EEA applies to 

all LEEP organisations equally, one would expect all LEEP organisations to have 

similar DG-LMA representations, which would indicate that the EEA (macro level) 

is successful in achieving its outcome goals of LEEP (meso level) DG-LMA 

representation. If some organisations are successful while others are not, it would 

be useful to investigate the reasons for their success. Since hiring decisions and 

reporting policies and practices are made at the organisational rather than 

individual level, the micro level is not critical. This is where this study’s model 

departs from Syed and Özbilgin’s (2009) integrated multilevel relational 

framework. However, if all or most LEEP organisations are unsuccessful in 

meeting their DG-LMA representation requirements, it can be concluded that the 

EEA is not working effectively.  

 

Over the past thirty years, both the government EEA-AR and scholarly research 

have shown that all DG remain underrepresented. The government’s EEA-AR 

data are aggregate rather than individual and the scholarly research is based on 

data covering either some of the sectors or some of the DG rather than the full 

spectrum. This study addresses these shortcomings by analysis information 

about the levels of DG-LMA representation and EDI policies and practices 

collected from the websites of each of the eligible LEEP organisations. This 

creates the fullest picture possible of organisational success and failure to 

validate the EDI model. Although companies’ EDI policies and practices may vary 

in many ways, one of the drivers is whether they have a proactive or reactive 

focus in relation to the EEA. But how do we know which organisations are 

proactive and which ones are reactive? This study will draw on the respective 

web-based information to investigate this question as well as to developing and 

empirically validating the conceptual EDI model developed here.  
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3.14 Summary 

 

In this chapter, the systematic literature review search process was presented, 

the three main EDI themes established and the gaps in the literature identified. 

The first theme of equality as a social justice argument at the macro-national level 

where external factors are presented as the main determinants of organisational 

EDI activities and the disclosure of those activities to key stakeholders. Second, 

the theme of diversity was investigated at the meso-organisational level through 

the economic or business case argument for EDI activities based on the 

motivating factors for firms in terms of their SHRM, and the objective to maximise 

their organisational effectiveness. The third theme of inclusion was investigated 

through the perspective of organisational level representation of the DG as a 

measure of the outcomes resulting from EDI programmes. The main theories 

underpinning this research and the development of the EDI model were reviewed. 

This chapter concludes with a set of research questions and hypotheses, leading 

to the development of the study’s proposed theoretical conceptual model. This 

research contributes to the EDI field by focusing on the determinants of factors 

affecting the adoption and outcomes of EDI strategies. This EDI model will be 

empirically validated for federally regulated public and private Canadian LEEP 

organisations in Chapter 4.
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Chapter 4  – Methodology 

 

4.1 Introduction 

 

‘Common qualitative and quantitative research approaches fall far short of 

addressing the challenges of equality, diversity and inclusions (EDI) research and 

have to be revisited, and even reinvented, to adequately explain the complex 

processes involved in EDI’ (Booysen et al. 2018:2). 

 

This chapter describes the methodology for obtaining the primary and secondary 

data used for analysis in this study. The secondary quantitative dataset of 

federally regulated public and private sector Legislated Employment Equity 

Program (LEEP) organisations were obtained from the Employment and Social 

Development Canada (ESDC) Labour Program department responsible for the 

LEEP and Federal Contractors’ Program (FCP). This was the latest available 

2016 designated group (DG) representation data reported by LEEP 

organisations, as collected under the Employment Equity Act (EEA) and 

aggregated in the 2017 Employment Equity Act Annual Report (EEA-AR) 

presented to the Canadian Parliament by the Minister of Labour. The secondary 

data was made available for this study, after a year long process of requests by 

the researcher, because individual LEEP employer DG data is not publically 

available anymore. A list of the individual LEEP organisations was also requested 

from the ESDC Labour Program as these are no longer listed in the aggregated 

EEA-AR. Moreover, requests for access to the qualitative LEEP annual reports 

on EDI policies and practices were denied by the ESDC stating LEEP employer 

privacy purposes, after consulting with their lawyers. Therefore, primary 

quantitative data for this study was collected from the website analysis of LEEP 

organisations’ EDI policies and practices via a new instrument developed by this 

study. Websites of 440 individual LEEP employers with publicly available 

organisational EDI information were accessed and investigated to gather primary 

quantitative data. Research Ethics Review (RER) forms were submitted and 

approved by the University of Bradford. This dataset does not require RER 

approval in Canada as there is an exemption for public information with no 

expectation of privacy. Together, these secondary and primary LEEP quantitative 

datasets were used to empirically validate the newly developed EDI model.   
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4.2 Research Philosophy 

 

This study uses a positivist research approach. Burrell and Morgan (1979) 

conceptualise four assumptions in social science research: ontology, 

epistemology, human nature, and methodology. Ontology is concerned with the 

assumptions associated with the phenomenon under investigation. It assumes 

reality can be explained in three possible ways: there is only one truth, there are 

multiple truths, or the truth has to be interpreted. Epistemology is concerned with 

assumptions about how knowledge is gained. It assumes knowledge falls under 

one of three options: it can be measured by reliable tools, it can be measured 

using the most suitable tools, or it needs to be interpreted. The three associated 

research philosophy paradigms are positivism, pragmatism and constructivism. 

This research takes a positivist research philosophy paradigm approach as 

positivists believe that there is only one truth, that the social world can be 

measured, and everyone is able to understand it. Positivists conduct research 

with the objective that it can be generalised and replicated. Under a positivist 

approach, existing theory is used to develop hypotheses or propositions. This 

involves taking a deductive approach by seeking causal relationships between 

variables, then testing these using rigorous methods. 

 

In this research, causal relationships between aspects of the LEEP and DG 

representation outcomes are established and tested. Aspects of the LEEP and 

their impact on DG labour market availability (LMA) representation are examined 

in four industry sectors that are regulated by the federal EEA. It is anticipated that 

organisations that have been part of the LEEP for the past thirty years will have 

DG-LMA representation outcomes that are of interest for this study. Data have 

been derived from the annual LEEP employers’ reports submitted to ESDC and 

information that is publicly available on LEEP organisations’ websites. The 

process used in this study can be replicated and verified by others. A theory is 

developed based on testing hypotheses, which can then be used to build 

additional theories to be tested in the future. This deductive process involves the 

transition from theory to data. For these reasons, EEA legislative requirements, 

government data and a website analysis method were used with the positivist 

approach. These measures enable the research questions to be answered, attain 

the research objectives, and fulfil the aims of this study. In summary, the 
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philosophy of this research is positivism with a deductive approach taken from 

EDI theory, secondary access to LEEP annual data submitted to the government, 

and collection of primary individual LEEP firm website data. 

 

4.3 Issues in Equality, Diversity and Inclusion Research 

 

4.3.1 Difficulties in Accessing Data 

Obtaining diversity data from organisations is typically a challenging task, and 

EDI researchers have bemoaned the difficulty of gaining access to businesses 

willing to reveal their practices around (in)equality (Louvrier 2013, 2018; Kulik 

2014; Pringle and Strachan 2015; Bendl et al. 2015). In particular, gathering data 

from multiple organisations requires researchers to develop strong partnerships 

with government, practitioners and other data gatekeepers. Thus, there is a case 

for investing in diversity databases and making them available to diversity 

researchers (Kulik 2014). Consequently, research has often relied on existing 

data sources such as annual employment equity (EE) reports (French and 

Strachan 2007, 2009) and corporate websites (Singh and Point 2006). In this 

study, LEEP employer EE reports provide secondary data on DG representation 

rates, and LEEP employer websites provide primary data about relevant EDI 

policies in individual LEEP organisations. 

 

4.3.2 Government Data 

One of the key ways to assess the effectiveness of the EEA is to look at changes 

in annual designated group labour market availability (DG-LMA) representation 

rates in LEEP organisations. The ultimate goal of the EEA is to achieve equality 

in the DG representation at each level of an organisation, represented by the 14 

national occupational categories (NOC) groups, with an employment systems 

review to identify systemic barriers that lead to shortfalls. Every June each LEEP 

employer is required to submit a quantitative report on the actual number of DG 

hires, promotions, terminations and salaries for each of the 14 NOC along with a 

qualitative report providing updated targets on DG-LMA representation progress 

achieved in the previous calendar year. Equal DG representation is considered 

to have been achieved when the DGs at each hierarchical level are equal to their 

LMA. There are thirty years of this data from LEEP employers’ annual EEA 

reports submitted to the government, but access to this data for EDI researchers 
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is difficult, for conducting academic research on the EEA and its impact (Jain and 

Hackett, 1989; Leck and Saunders, 1992; Jain and Lawler 2004; Jain et al. 2010; 

Ng and Burke 2010; Agocs 2014a; Ng et al. 2014; Henry et al. 2017). 

 

Moreover, there are some limitations with these data that are discussed in detail 

here. First, the DG-LMA data are gathered from the long-form census every five 

years. Currently, the Census 2011 data is being used as the 2016 census 

information is still unavailable at the time of writing in 2019. Thus, there is a time 

lag of several years, which is particularly problematic for Visible Minorities due to 

the high rate of annual immigration. Second, the Conservative government 

cancelled the long-form census in 2010, which resulted in the 2011 National 

Household Survey providing a different set of data from the previous census in 

2006. Since the Liberal government reinstated the long form in 2014, the 2016 

census data will again be a mismatch with the 2011 data. Third, the LMA data 

only include people who have actually worked in the last seventeen months. They 

do not capture people who are qualified but unemployed, nor those who are 

qualified and available for work, such as new graduates (Agocs 2002, 2014c; 

Lum 2008; Lynk 2014; Weiner 2014). Thus, the DG-LMA is essentially an 

underestimation of the actual available DG labour force. This results in a very low 

bar being set in terms of the DG-LMA targets for LEEP organisations to meet. 

Fourth, the 14 NOC may be too broad for most organisations, since the majority 

are SMEs with fewer than 500 employees, and the categories do not match jobs 

with availability data for specific occupations or work involved within these 

organisations. Moreover, the DG data set for each of these 14 NOC levels in 

SMEs is small. In these firms, there are fewer opportunities for promotion so even 

one movement in or out of a job category may result in a large percentage 

change. Fifth, while EDI scholars have hypothesised that DGs belonging to more 

than one category may face double (e.g. Woman and Aboriginal) or triple (e.g. 

Woman, Aboriginal and Disabled) disadvantage and discrimination in the 

workplace (Crenshaw 1989; Nkomo and Cox 1989), the EEA does not require 

LEEP organisations to report these details. Sixth, numbers do not tell the whole 

story. For example, the promotion data may well report the number of DG 

promotions but would not account for past and current inequalities and barriers 

the DG face that result in their perpetually falling behind equally qualified peers 

in positions and pay scales (Henry et al. 2017).  
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Although the focus is mostly on the quantitative LEEP DG-LMA data reported, 

LEEP employers are also required to submit a qualitative annual EEA report. 

However, the government does not make these publicly available despite the 

EEA mandate to do so. Qualitative LEEP reports were requested from the 

government for this study but, after several months of delay to consult with their 

lawyers, access was refused on the grounds of LEEP employer confidentiality. 

Organisational size also matters since the majority of LEEP firms are small to 

medium organisations, as previously noted. Larger LEEP organisations are few 

but have more EDI programmes (Ng and Burke 2010) and are more diverse (Jain 

et al. 2010). Finally, comparative research on EEA-regulated versus non-

regulated organisations, to assess the legislative impact, is not possible in 

Canada since unlegislated firms do not track their DG-LMA representation data, 

claiming that it is illegal to do so, and are unwilling to complete surveys (Jain et 

al 2010; Weiner 2014).   

 

4.3.3 Organisational Website Data 

Given that the government enacted EEA legislation directing organisations to 

comply, LEEP organisations are obliged to implement policies and practices to 

demonstrate their compliance and report to the government annually. However, 

despite the EEA mandate, the government does not release this information to 

the public. Organisations communicate it to their stakeholders via their websites. 

Organisations that are proud of their accomplishments, particularly those that 

have won awards, display this information in detail to raise public awareness and 

develop a positive EDI reputation. Even organisations that do little in terms of 

basic implementation of EDI policies and practices tend to inform their 

stakeholders of their commitment to the EEA, at the very minimum. While there 

may be a certain level of social desirability bias, all organisations would be equally 

motivated to present a positive image for public relations success and 

acknowledgement of their EDI efforts. While the best case scenario may be what 

is presented, the details are also expected to be relatively reliable as this is public 

information that is open to confirmation and may be challenged. Thus, a website 

analysis was justified and conducted on 440 LEEP organisations to gather 

primary data on the LEEP programs, policies and practices publicised on their 

websites and match this information to their DG-LMA representation data 

reported to the government, to assess their LEEP compliance and success. 
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4.3.4 Social Desirability Bias 

EDI is a sensitive area of research, and employers are likely to exhibit a social 

desirability response bias (Ng and Burke 2010). Cox (1990) argues that social 

desirability effects are inherent in all research involving race and ethnicity. 

However, mandatory LEEP annual report data submitted to the government is 

publicly verifiable and less likely to exhibit social desirability effects (Ng and Burke 

2010). Data can be subject to common method bias due to the instrument or 

procedure of data collection, the collector or any combination of these (Lindell 

and Whitney 2001; Podsakoff et al. 2003). Primary data from employers’ public 

websites might still be susceptible to subjective assessment of socially desirable 

issues, but this may not affect all the employers or DG equally. Some employers 

may be more focused on one or other of the four DG. Other employers may refer 

to diversity in general without a specific focus on any of the DG. Yet other 

employers may simply state that they are an equal opportunity employer to 

appear equitable in their hiring practices, and thus socially and morally 

responsible to their stakeholders. Therefore, while there is the potential for social 

desirability bias, it is expected to apply across all employer websites and is 

unlikely to undermine any specific comparisons between employment sectors. 

 

4.3.5 Single Level Studies 

The research focus of many diversity studies is limited to a single one of the four 

EEA DG, such as Aboriginal Peoples (Voyageur 1997) or women (Leck and 

Saunders 1992; Agocs 2014b). Some studies include two of the DG, such as 

Women and Visible Minorities (Jain and Lawler 2004). Only a few studies include 

all four of the DG in assessing the impact of the EEA (Blakeley and Harvey 1988; 

Jain and Hackett 1989; Mentzer 2002; Ng and Burke 2010, Ng et al. 2014). Most 

studies analyse only one level, such as CEO commitments (Ng and Sears 2010) 

or the organisational level (Jain and Hackett 1989). Some studies evaluate the 

EEA overall (Leck 1992; Poole 1993), whereas other studies cover only one set 

of EEA organisations, such as the public sector or those in a specific geographical 

location, such as school boards in Ontario (Mighty 1992). This multilevel study 

covers the macro-country and meso-organisational levels across Canada in 440 

LEEP public and private sector organisations regulated by the EEA. 
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4.4 Data Collection and Sample Size 

 

4.4.1 Secondary Data – Employment and Social Development Canada  

The EEA requires a legally enforced annual report by federally regulated LEEP 

employers to the ESDC Labour Program, on June 1st, detailing the DG 

representation levels present in the organisation: 

 

‘Reports of private sector employers 

18 (1) Every private sector employer shall, on or before June 1 in each year, 

file with the Minister a report in respect of the immediately preceding calendar 

year containing information in accordance with prescribed instructions’ (EEA, 

1995). 

 

The EEA also requires this information to be made publicly available, unless the 

employer specifically requests it be withheld from the public. In such cases, a 

delay in publication needs to be agreed by the relevant ministry and is limited to 

a maximum period of one year: 

 

‘Availability of reports of private sector employers 

19 (1) Subject to subsection (2), every report filed under subsection 18(1) 

shall be available for public inspection at such places as may be designated, and 

in such form as may be determined, by the Minister, and any person may, on 

payment of a prescribed fee, not to exceed the costs of furnishing a copy, obtain 

from the Minister a copy of any of the reports.  

 

Withholding of report 

(2) The Minister may, on the application of an employer, withhold the employer’s 

report from public inspection for a period not exceeding one year if, in the opinion 

of the Minister, special circumstances warrant the withholding’ (EEA 1995). 

 

LEEP employers are required to submit their workforce data including the total 

number of employees and DG by industrial sector, geographical location, 

employment status, occupational category, salary range, hires, promotions and 

terminations by quarter for each calendar year. The quantitative component is 

fulfilled by completing their DG data forms. The qualitative component is fulfilled 
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by submitting a narrative EE report. Together, these reports are used to provide 

an overall aggregate status of the LEEP in Canadian organisations by the 

Minister of Labour’s EEA-AR to Parliament the following year. 

 

The latest LEEP data were requested from the ESDC, but there were many 

challenges, difficulties and delays in accessing this public data. Despite the 

requirements clearly laid out in the EEA itself, the reality is that it is still an 

extremely difficult and time-consuming process to obtain access to these data 

from the ESDC, with no guarantees of actually obtaining all the information 

requested. For this study, it took over one year to obtain only partial quantitative 

data from the LEEP reports filed. As for the qualitative narrative reports, the 

ESDC response was that, after consultations with its lawyers, ESDC was unable 

to release these data, in order to protect the privacy and confidentiality of the 

organisations involved. As a result, this study notes this response as a breach of 

the legal obligations imposed by the EEA.  

 

At this point, it is important to also note that under successive Liberal 

governments, all the narrative LEEP reports were normally posted on the Human 

Resource Development Canada (HRDC) website, but this practice was 

discontinued under the Conservative government, from 2006 to 2015, and 

continues to date, a point that will be considered in the discussion chapter. 

 

The EEA also requires that the Minister of Labour annually present a report of 

the findings in Parliament: 

 

‘The Minister shall in each year prepare a report consisting of a consolidation of 

the reports filed under subsection 18(1) together with an analysis of those reports 

and shall cause the report to be laid before each House of Parliament not later 

than the fifteenth sitting day that that House of Parliament is sitting after the report 

is completed’ (EEA 1995). 

 

It is important to note that the earlier EEA-AR tabled in the Parliament each year 

included a list of all the EEA-regulated LEEP and FCP organisations. LEEP 

organisations were further ranked individually on their DG representation levels. 

However, under Prime Minister Steven Harper’s Conservative government, this 
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practice was changed to only reporting aggregate data, in order to protect the 

privacy of the organisations involved, effectively curtailing the access and 

information available to researchers, practitioners and the general public. 

Persistence in making requests for LEEP data from the ESDC was necessary 

since a strength of the government data is its relative accuracy, transparency and 

accountability. As it is based on employer submissions to fulfil their legal 

obligation and there is a penalty for non-compliance, most employers submit an 

annual report. However, it is important to note that the penalty for non-compliance 

is triggered only by failures to submit the annual report, not for failing to meet the 

required DG-LMA representation levels. 

 

4.4.1.1 Data publication and access time lag 

There is always a two year time lag when the EEA-AR information is made public 

upon presentation to Parliament. For example, if an organisation’s data on 

employees and EE activities are captured for the 2016 calendar year end and 

reported by June 1, 2017, it is aggregated in the year end of 2017 EEA report 

presented in Parliament. In addition, the LEEP data reported are compared to the 

LMA of the four DG indicated in the census, which occurs every five years. This 

is another time lag associated with the monitoring and comparisons in every EEA 

report. For example, the latest census was conducted in 2016. However, when 

the DG-LMA data from Statistics Canada and ESDC were requested for this 

study, the response was that the data had not been released as yet and would 

most likely be made available in late 2019 – three years after the census. Another 

challenge is the delay in receiving public information from the ESDC Labour 

Program. The request for longitudinal quantitative and qualitative data from the 

ESDC was initiated in August 2016. After consultations with their lawyers, the 

request for the qualitative narrative reports was denied in October 2017 and only 

one year of the LEEP quantitative data was released in November 2017. 

Therefore, this is the most current, robust and accurate data available at the time 

of writing. 

 

4.4.1.2 Data sample size 

ESDC provided numerical DG data for all 477 public and private sector LEEP 

organisations operating under the federally regulated EEA. These 477 

companies represented all LEEP organisations that had reported their data to 
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ESDC on June 1, 2017. However, 20 of these organisations did not have more 

than 100 employees, as required by the EEA, and had to be eliminated from the 

data set. Thus, only 457 organisations met the LEEP criteria of having 100 or 

more employees. The intention of this study was to review the websites of all of 

these 457 organisations, but as the process of gathering their website addresses 

progressed, it became clear that 17 organisations did not have a website. 

Therefore, these 17 organisations were also eliminated from the data set. Thus, 

the remaining 440 organisations were included and made the final sample size 

in this study. 

 

4.4.2 Primary Data Collection from Websites 

 

4.4.2.1 Web analysis – quantitative data collection methodology 

Corporate websites constitute a suitable platform to communicate organisational 

values and beliefs to stakeholders including information related to EDI, “the use 

of websites for eliciting formal corporate communication does present an 

interesting entrance into how the company wishes to present and identify itself 

[…]” (Heres and Benschop, 2010, p. 453). Some studies on how companies are 

addressing discrimination through their organisational discourses have drawn 

exclusively from the statements and corporative documents posted on their 

websites (Vasconcelos 2016). Pioneering research on diversity statements by 

companies across Europe found that diversity related documents are posted in 

various locations on corporate websites, such as equality statements, careers 

and employment pages, statements on corporate profile, business policy, 

corporate values, and corporate social responsibility pages (Point and Singh 

2003). This section explains the primary data collection instrument newly 

developed for the web analysis and the protocol used to rank each variable 

reviewed on the websites of the 440 LEEP organisations in the sample. 

 

4.4.2.2 Instrument development 

A new instrument was developed for this study to collect primary quantitative data 

from the websites of the 440 LEEP organisations and is a major contribution of 

this study. The instrument consisted of 19 items. These items arose from the 

literature review findings detailed in Chapter 3. The instrument included the 

following four constructs measured by the 19 itemised variables below: 
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Proactive Focus 

These five items measured the internal factors within the organisation’s strategic 

human resource management (SHRM) strategy: 

P1 – SMG Leadership - To what extent does the website have a clear senior 

management statement supporting the LEEP commitment of the organisation? 

P2 - Business Case - To what extent does the website have a clear statement of 

LEEP as a strategic business advantage for the organisation? 

P3 - Talent Management - To what extent does the website clearly state LEEP 

for recruitment advantage? 

P4 - Customer Service - To what extent does the website have a clear statement 

of LEEP in meeting the company’s diverse customer needs? 

P5 - Organisational Culture - To what extent does the website have a clear 

statement of LEEP as part of the company’s diversity corporate culture? 

 

Reactive Focus 

These four items measured the external factors beyond the organisation’s 

control, such as legislative and demographic constraints: 

R1 - EEA - To what extent does the website mention the company’s EEA 

legislation compliance? 

R2 - CHRA - To what extent does the website mention Canadian Human Rights 

Act (CHRA) legislation compliance?  

R3 - EEO - To what extent does the website mention equal employment 

opportunity (EEO) commitment? 

R4 - Changing Demographics - To what extent does the website have a 

statement recognising the increasing diversity of labour market demographics? 

 

Action programmes  

These five items measured the implementation of LEEP action: 

A1 - EE Training - To what extent does the website give LEEP training 

programme details? 

A2 - EE Hiring - To what extent does the website detail LEEP hiring programme?  

A3 - EE Data Metrics- To what extent does the website give LEEP data details?  

A4 - EE Goals - To what extent does the website give LEEP goal details?  

A5 - EE Accountability - To what extent does the website give LEEP 

accountability details? 
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Information programmes  

These five items measure the extent of LEEP information: 

I1 EE Statement-To what extent does the website indicate clear EEA statement?  

I2 EE Consultation - To what extent does the website indicate EEA consultations? 

I3 EE Photographs To what extent does the website show diversity photographs?  

I4 EE Report Submitted - To what extent does the website show an EEA-AR?  

I5 EE Awards Received-To what extent does the website show awards received? 

 

To collect the website data from the 440 organisations on the ESDC list, it was 

necessary to first obtain all the web addresses. Next, the website of each LEEP 

employers was reviewed. The review protocol was to first access each 

organisation’s home page and proceed through each relevant tab, such as About 

Us; Board Members, Corporate Vision, Mission and Values; Corporate Social 

Responsibility; Environmental Sustainability; Careers. These were examined, 

where available, to capture each organisation’s publicly stated reasons for, and 

commitment to, EDI initiatives. If no LEEP information was clearly posted 

anywhere within these tabs, a search of the website was undertaken using the 

following keywords: employment equity, diversity, inclusion. If this yielded no 

results, the site map was appraised for directions to EDI information. If this did 

not reveal anything, the Careers section was finally inspected for evidence of 

LEEP information in the recruitment process. Throughout the search process, 

any additional evidence, such as internal photographs representing a diverse 

workforce or external awards received for LEEP efforts, were noted. As all these 

organisations are regulated by the LEEP and mandated to take certain steps 

outlined by the law, they cannot publicly state that they disagree with EEA at any 

level or would have to face penalties, legal action or an audit by the Canadian 

Human Rights Commission (CHRC). In this case, the standard seven-point Likert 

scale:1 = strongly disagree, 2 = disagree, 3 = moderately disagree, 4 = neither 

disagree nor agree, 5 = moderately agree, 6 = agree, 7 = strongly agree, was 

judged to be unsuitable.  

 

Consequently, each organisation was ranked based on the EDI effort evident on 

their website, on a scale of 1-7, where 1=minimal, 2=poor, 3=fair, 4=good, 5=very 

good, 6=excellent, 7=exceptional. If there were no statements anywhere on the 

website regarding the company’s commitment to the corresponding aspect of 
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LEEP, it was ranked as 1=minimal. If there was only a perfunctory reference to 

CHRA or EEO anywhere on the website, it was ranked as 2=poor. If there was a 

reference to LEEP in the hiring section, it was ranked as 3=fair. If there was a 

reference to LEEP and a clear commitment to some actions to attract and retain 

DG candidates as employees, it was ranked as 4=good. If there was a clear EDI 

statement from the SMG to their stakeholders providing detailed LEEP actions 

and outcomes in a strategic plan or a corporate social responsibility (CSR) annual 

report, then it was ranked as 5=very good. If there was a detailed annual LEEP 

report posted on the website, then it was ranked as 6=excellent. If the 

organisation had received any external recognition for its EDI efforts, such as a 

Best Diversity Employer award, then it was ranked as 7=exceptional.  

Researcher Bias, Validity and Reliability 

 

Bias in data can occur due to a systematic flaw in the data collection process or 

from or subjectivity assessment by the collector. In this study, the 477 LEEP 

organisations were the entire population of interest. Secondary data on their 

reported DG-LMA representation was obtained from the ESDC. Since ESDC 

refused access to the LEEP qualitative data on EDI programmes, policies and 

practices this required these data to be collected from each of the LEEP 

organisations’ websites. However, as only 440 LEEP organisations had websites, 

the study was necessarily restricted to only these. Although the entire available 

population was used, this might have introduced some bias into the findings but 

with only 7.76% of the organisations missing from the study and as these were 

from a variety of industries and are various sized organisations, this is likely to 

be, at most, minimal. In order to establish consistency and reliability in the ratings 

from the researcher, data were initially collected twice from 100 randomly 

selected websites. A suitable washout period of at least one week elapse time 

between ratings was used for each of these organisations. These data were 

then compared by visual inspection and tested statistically using Levine’s test 

for equality of the variances of the two sets of data and a paired t-test for the 

mean differences. The two data sets were seen to be virtually identical in all 

cases and neither test proved significant differences at the =0.1 level. In 

addition, the two supervisors each rated 15 randomly selected websites of 

these 100 case organisations, using the developed rating criteria. The 

resulting scores were also consistent and so rater reliability was assumed.  
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Table 4.1  Operationalisation of New Website Analysis Instrument: 
Concept, Construct and Item Measures 

Concept  Construct # Academic Reference to 
Support Central Research 
Question/Gap 

References 

External 
Pressure 

Reactive 
Focus 

4 These items measure the 
external factors beyond the 
organisation’s control:  
R1 - EEA - To what extent does 

the website mention the 
company’s EEA legislation 
compliance? 
R2 - CHRA - To what extent does 

the website mention CHRA 
legislation compliance? 
R3 - EEO - To what extent does 
the website mention EEO 
commitment? 
R4 - Demographics - To what 
extent does the website have a 
statement recognising the 
increasing diversity of labour 
market demographics? 

 
 
 
EEA (1986, 
1995)  
CHRA (1977) 
Census (2011) 
Özbilgin and 
Tatli (2011) 
Konrad and 
Linnehan 
(1992) 

Internal 
Pressure 

Proactive 
Focus 

5 These items measure the internal 
factors within the organisation’s 
control, such as the perceived 
competitive advantage, measured 
via: 
P1 - SMG Leadership   

To what extent does the website 
have a clear SMG statement 
supporting the LEEP commitment 
of the organisation? 
P2 – Business Case   
To what extent does the website 
have a clear statement of LEEP 
as a strategic business 
advantage for the organisation? 
P3 - Talent Management  To 
what extent does the website 
clearly state LEEP for recruitment 
advantage? 
P4 - Customer Service –  
To what extent does the website 
have a clear statement of LEEP 
in meeting the company’s diverse 
customer needs? 
P5 - Corporate culture - To what 

extent does the website have a 
clear statement of LEEP as part 

 
 
 
 
 
Ng and Sears 
(2018) 
Barney (1991) 
Cox (1991) 
Cox and Blake 
(1991)  
Konrad and 
Linnehan 
(1995) 
Wilson (1996, 
2013) 
Richard (2000) 
Ng and Burke 
(2010)  
Ferdman and 
Deane (2014) 
Mor Barak 
(2014) 
Pringle and 
Ryan (2015) 
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of the company’s diversity-
embracing corporate culture? 

Program
mes 
Implemen
ted 

Action  5 These items measure the actual 
implementation of LEEP: 
A1 - EE Training - To what 

extent does the website give 
LEEP training programme 
details? 
A2 - EE Hiring - To what extent 

does the website give LEEP 
hiring programme details? 
A3 - EE Goals - To what extent 
does the website give LEEP goal 
details? 
A4 - EE Data - To what extent 

does the website give LEEP data 
collection details? 
A5 - EE Accountability - To 
what extent does the website give 
LEEP accountability details? 

EEA (1986, 
1995) 
Jain and 
Hackett (1989) 
Agocs (2002, 
2014c)  
Jain et al. 
(2010)  
Ng and Burke 
(2010) 
 

Promotio
nal  
Activities 

Information 5 These items measure the extent 
of LEEP information sharing: 
I1 - EEA Statement - To what 

extent does the website indicate 
a clear EEA statement? 
I2 - EE Consultations - To what 
extent does the website indicate 
EEA consultations? 
I3 - EE Photos/visuals - To what 

extent does the website show 
diversity photos/visuals? 
I4 - EE Annual report - To what 
extent does the website show an 
EEA-AR? 
I5 - EE Awards - To what extent 

does the website show EEA 
awards received? 

EEA (1986, 
1995) 
Ng and Burke 
(2010)  
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Table 4.2  Concepts and Constructs 

Indicator 
Variables 

 
ID 

 
Definition/Description 

 
Reference 

Concept - Internal Pressures Construct - Proactive Focus 

SMG 
Leadership  

 
P1 

An EDI champion at the SMG level of the 
organisation to empower the EEA 
commitment of the organisation. 

Ng and Burke 
(2010)  
Ferdman and 
Deane (2014) 
Mor Barak (2014) 
Wilson (2013) 

Business 
Case 
Advantage 

 
P2 

A competitive business advantage 
resulting from leveraging a diverse 
workforce. 

Barney (1991) 
Cox and Blake 
(1991)  
Wilson (1996) 
Richard (2000) 

SHRM - 
Recruitment 
Advantage 

 

P3 
SHRM policies and practices designed to 
gain a recruitment advantage in the 
global war for talent. 

Barney (1991) 
Cox and Blake 
(1991)  
Wilson (1996) 
Richard (2000) 

Customer 
Service 
Advantage 

 
P4 

Tapping into the tremendous purchasing 
power of a diverse customer base by 
meeting their needs, identified and 
supported by a diverse representative 
workforce. 

Barney (1991) 
Cox (1991) 
Cox and Blake 
(1991)  
Wilson (1996) 
Richard (2000) 

Corporate 
Culture 
Advantage 

 
P5 

Changing a homogeneous corporate 
culture into a diverse and inclusive 
culture to attract and retain valued 
resources for a competitive advantage. 
 
 
 

Barney (1991) 
Cox (1991) 
Wilson (1996) 
Richard (2000) 
Mor Barak (2014) 

Concept - External Pressures Construct - Reactive Focus 

EEA 
Compliance 

 

R1 
EEA (LEEP + FCP) 
‘Identity-conscious’ policies to meet EEA 
mandated proportional representation of 
four DG (Women, Aboriginal Peoples, 
Visible Minorities, Persons with 
Disabilities) per LMA. 

EEA (1986, 1995) 
Konrad and 
Linnehan (1995) 

CHRA 
Compliance 

 

R2 
Policies and practices to comply with the 
CHRA’s non-discrimination requirement 
prohibiting discrimination on 11 grounds: 
race, national or ethnic origin, colour, 
religion, age, sex, sexual orientation, 
gender identity or expression, marital 
status, family status, genetic 
characteristics, disability and conviction 
for an offence for which a pardon has 

CHRA (1977) 
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been granted or in respect of which a 
record suspension has been ordered. 

 
EEO 

 
R3 

‘Identity-blind’ policies and practices of 
treating everyone the same regardless of 
gender, race, ethnicity, etc. to give equal 
opportunity in employment. 

Konrad and 
Linnehan (1995) 
Cornelius et al. 
(2008) 

 
Demographics 

 

R4 
Recognising the increasing diversity of 
Canadian demographics as a result of 
more Visible Minorities immigrating from 
non-White countries in Africa and Asia; 
more educated/qualified women, younger 
Aboriginal population living away from 
reserves, more Persons with Disabilities 
using technology. 

Census (2011) 

Concept - Programmes Implemented Construct – Action 

Training  

A1 
EE training for all employees, mandatory 
or voluntary. 

EEA (1986, 1995) 

Hiring  
A2 

Positive action in the hiring process to 
promote the four DG. 

EEA (1986, 1995) 

Data 
Collection 

 

A3 
Keeping a record of all the self-identified 
four DG in the organisation. 

EEA (1986, 1995) 

Goals  

A4 
Establishing goals and timelines to meet 
the LMA representation levels of the four 
DG within the organisation. 

EEA (1986, 1995) 

Accountability  
A5 

Establishing a clear position/role 
accountability for the achievement of 
EEA goals and timelines. 

EEA (1986, 1995) 

Concept - Promotional Activities Construct – Information 

Statement  

I1 
Posting a clear EEA statement in the 
organisation. 

EEA (1986, 1995) 

Consultation  

I2 
Consulting employees and stakeholders 
regarding EEA. 

EEA (1986, 1995) 

Photos/Visual
s 

 

I3 
Posting clear photos/visuals of the four 
DG within organisational promotional 
pictures. 

 

Annual Report  

I4 
Reporting to the federal ESDC Labour 
Program on June 1 annually on the DG 
representation levels achieved in the 
organisation. 

EEA (1986, 1995) 

Awards  
I5 

Promoting any awards received in 
recognition of the EE efforts made. 

EEA (1986, 1995) 
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4.5 Methods of Data Analysis Used 

 

4.5.1 Partial Least Squares Path Model 

The quantitative data collected from the website analyses for the four antecedent 

variables to the employment data (Proactive, Reactive, Information Programmes 

and Action Programmes) were first inspected and summary statistics elicited. 

Regardless of the overall measure for each construct, it was evident that the 

organisations tended to have a similar measured level for each of the associated 

indicators. This demonstrated that LEEP organisations tend, uniformly, to place 

a similar emphasis on the various dimensions for each of these antecedent 

variables, irrespective of their actual level of commitment. As the total variation 

in the data is a combination of both the within and between variation, this limit in 

the within variation reduced the total variation accordingly. Weighted averages 

for the indicator data were therefore taken and the resulting single average 

measures were used in the analyses to represent the four variables. For the 

LEEP DG data, the proportion of employees for each category (Women, 

Aboriginal Peoples, Visual Minorities, and Persons with Disabilities) were 

computed and these formed the outcome variables. 

 

The resulting structural equation path model (Figure 4.1) therefore comprised the 

weighted average measures for the four antecedent variables (Proactive, 

Reactive, Action [Programmes] and Information [Programmes]) and the 

employee proportions data for the DG variables. This was then fitted to these 

data using the partial least squares SmartPLS M3 software package as this is 

able to model ordinal data and provides accurate predictive results (Podasky et 

al., 2004; Hair et al. 2016; Hair et al. 2018), aiding subsequent comparisons. The 

research hypotheses, H1-H7, were then tested using bootstrap t-values obtained 

from the recommended 5000 bootstrap replicates (Hair et al. 2016). 

 

4.5.2 Analyses of Designated Group Employment Data 

National data for the proportion of DG members in the Canadian workforce were 

obtained from the EEA-AR (2017) presented to the Parliament. These are the 

latest available data from Census 2011, which the government has used to set 

the DG-LMA targets for LEEP employers. Therefore, these DG-LMA targets were 

used to compare both overall figures for the 440 LEEP organisations that employ 
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over 100 full-time members of staff, and the proportions of companies meeting 

these legal targets in their workforce. The latter comparisons are important as 

they are a strong indication of the degree to which EDI is pursued by 

organisations across Canada and a measure of the impact that the EEA 

legislation has made on LEEP Canadian organisations. 

 

4.6 Equality, Diversity and Inclusion Model 

 

Figure 4.1 presents the operationalised model, Table 4.1 presents the instrument 

used for data collection, and Table 4.2 presents the concepts and constructs. The 

model was empirically validated by fitting this model to the primary and secondary 

data collected. 

 

4.7 Summary 

 

This chapter has outlined the research design, scale development, data collection 

and method of analysis adopted for this study. The EDI literature discussed in 

Chapter 3 provides the backdrop to the theoretical model developed to study the 

EDI interventions and the DG representation outcomes of the LEEP in Canadian 

organisations. The integrated conceptual model reflects the linkages between the 

external and internal pressures and focus towards LEEP, the strategies used by 

the regulated organisations and the representation outcomes that are realised for 

the four DG. 
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Figure 4.1  Operationalised EDI Model 
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Chapter 5  – Results 

 

5.1 Introduction 

 

This chapter presents the results of this study. The first section discusses the 

descriptive statistics for the four designated groups (DG) and are compared to 

the reported representation in the LEEP organisations. The second section 

analyses employment figures of DG members by Industry Category in federally 

regulated LEEP organisations in four sectors namely, Banking, Communication, 

Transportation, and Other. The third and final sections address the remaining 

research questions by testing the research hypotheses and by validating the 

developed structural path model. This represents publicly presented policy 

decisions taken by companies and the impact on the reported DG employment 

proportions found in the LEEP organisations. This is done in two phases, in the 

first phase, the organisational components of the model are validated, followed 

by the second phase where the extended model is fitted with the DG employment 

proportions as exogenous variables that impact the Action and Information 

Programmes the LEEP organisations have devised to meet their LMA targets. 

Due to the DG data being intersectional, four separate models are fitted, one for 

each DG variable. 

 

5.2 Descriptive Statistics 

 

5.2.1 Women 

The overall percentage employment rate reported by the LEEP, for the DG of 

Women in organisations (27.0, t = -26.29, p < .001) is statistically significantly 

lower than the set target. Among individual organisations, only 63 (14.32%) met 

or exceeded the LMA of Women. The majority of organisations (377 or 85.68%) 

failed to meet the threshold of 48.2% LMA for Women. Overall, the proportion of 

Women in the 440 companies had a reported value of 0.409 (40.9%), though this 

is rather specious. Removing the top 15 employers of Women (largely in Banking, 

with some telecommunication companies in the Communication sector), this 

figure is reduced to 0.274 (27.4%). Banks have been identified as major 

employers of Women, and this does appear to be excessive. The main employers 

of Women (in order of magnitude) were Toronto-Dominion Bank, Royal Bank of 
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Canada, Canada Post Corporation, Canadian Imperial Bank of Commerce, Bank 

of Nova Scotia, Bank of Montreal, Bell Canada, Air Canada, Rogers 

Communications Inc., Banque Nationale du Canada, TELUS Communications 

Company, WestJet, Canadian Broadcasting Corporation/Société Radio-Canada, 

and Shaw Communications Inc. These few organisations collectively employed 

70.2% (approaching 205,000 individuals) of all Women employed by the 440 

companies. A boxplot of the proportions of Women employed in the LEEP 

companies is shown in Figure 5.1. In this, the large upper quartile tail and slight 

degree of positive skewness in the distribution represents the few large 

employers of Women who substantially exceed the LMA requirements. It also 

shows that the median percentage, at the organisation level and the middle 50% 

of the organisation proportions (the ‘box’), is substantially below that of the 

federally regulated LMA target for this DG. 

 

Figure 5.1  Employment Percentages for Women from 440 LEEP 
Organisations (LMA target = 48.2%) 
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5.2.2 Aboriginal Peoples 

Aboriginal Peoples (AB) have an estimated LMA of 3.5%. Overall, they are shown 

to be underrepresented in the LEEP companies (mean = 3.0, t = -1.86, p = .032). 

Of the 440 organisations, only 101 (22.96%) met or exceeded this LMA 

proportion. The majority of organisations (339 or 77.04%), failed to meet this 

federally set target. Moreover, 53 (12.05%) organisations had no representation 

of AB. Overall, the top 15 employers accounted for 48.89% of the total 

organisations employing AB in the 440 Canadian companies in this study. The 

remaining 425 companies employed AB as 2.46% of their workforce, which is 

70.3% of the required rate for those in the labour market. 

 

The top 15 employers of AB were Canada Post Corporation, Telus 

Communications Company, Bell Canada, Toronto-Dominion Bank, Royal Bank 

of Canada, Cameco Corporation, Canadian National Railway Company, 

Canadian Imperial Bank of Commerce, British Columbia Maritime Employers 

Association, Bank of Nova Scotia, Bank of Montreal, Canadian Pacific Railway 

Limited, Air Canada, Shaw Communications Inc., and United Parcel Service 

Canada Ltd. 

 

On the negative side, of the 440 organisations, 53 employed no AB personnel, 

and 88 employed no more than one AB person. It can be assumed that 

organisations not returning their employment statistics have similarly poor levels 

of AB representation. In addition, it can be assumed that these LEEP results, 

although low, are better than those for non-regulated organisations. 

 

A boxplot of the percentage of AB employed in the LEEP companies is shown in 

Figure 5.2. In this, the extended upper quartile tail and numerous extreme large 

percentage values and very high degree of positive skewness in the distribution 

represent the few relatively large proportional employers who employ AB 

substantially in excess of the LMA requirement. It also shows that the middle 50% 

of the population of percentages (the ‘box’) are near to the federally set LMA 

target for this DG. 
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Figure 5.2  Employment Percentages for AB from 440 LEEP Organisations 
(LMA target = 3.5%) 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

5.2.3 Persons with Disabilities 

Persons with Disabilities (PWD) have an estimated LMA of 4.9%. They are 

underrepresented in companies reporting under LEEP (mean percentage = 2.6, 

t = -16.04, p < .001). Only 62 (14.09%) organisations met or exceeded the PWD-

LMA. The majority (378 or 85.68%) of organisations failed to meet the federally 

set target. Moreover, 57 (12.95%) organisations had no reported representation 

of PWD. Overall, LEEP employment of PWD in the 440 reporting organisations 

is 0.03 (3.0%). The average of the proportions for the individual organisations 

was 0.026 (2.60%). This discrepancy is a consequence of the relatively high take-

up of the top eight organisations, which had an average employment proportion 

of 0.047 (4.69%), which is still below the 0.049 (4.9%) LMA figure. 

 

These top eight companies are Toronto-Dominion Bank, Royal Bank of Canada, 

Canadian Imperial Bank of Commerce, Canada Post Corporation, Bell Canada, 

Bank of Nova Scotia, TELUS Communications Company, and Bank of Montreal. 

Of the total companies, 57 employed no PWD, and 100 had no more than one 

PWD. Of particular note are that Securities Transport, which had a total of 1794 

employees, and Le Groupe Ocean, with 776 employees, both had no registered 
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PWD working for them. 

 

A boxplot of the percentage of PWD employed in the LEEP companies is shown 

in Figure 5.3. Similar to the characteristics of the AB boxplot, the extended upper 

quartile tail and numerous extreme large percentage values and very high degree 

of positive skewness in the distribution, represent the few relatively large 

proportional employers of PWD. Again, this is substantially in excess of the LMA 

requirement. The figure shows, however, that the middle 50% of the population 

of percentages (the ‘box’) are below the federally LMA target for this DG. 

 

Figure 5.3  Employment Percentages for PWD from 440 LEEP 
Organisations (LMA target = 4.9%) 
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5.2.4 Visible Minorities 

Visible Minorities (VM) have an estimated LMA of 17.8%. Their actual reported 

employment rate in companies under LEEP was far below the LMA, (13.0, t = -

6.05, p < .001), and this is highly statistically significant. Of the 440 LEEP 

organisations, only 122 (27.73%) met or exceeded the LMA for the VM DG. The 

remaining majority of 318 (72.27%) organisations failed to meet this VM-LMA 

target. Moreover, 16 (3.64%) organisations had no VM representation.  
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The top 15 companies that employed VM are Toronto-Dominion Bank, Royal 

Bank of Canada, Canadian Imperial Bank of Commerce, Bank of Montreal, Bank 

of Nova Scotia, Canada Post Corporation, Rogers Communications, Bell 

Canada, Telus Communications Company, Air Canada, United Parcel Service, 

Shaw Communications Inc., Bank Nationale du Canada, HSBC, and Purolator 

Inc. Of the 440 companies, 16 reported no VM employees, and 14 reported 

employing only one VM person. 

 

A boxplot of the percentage of VM employed in the LEEP organisations is shown 

in Figure 5.4. Here, there is also an extended upper quartile tail with several 

extreme large percentage values and a very high degree of positive skewness in 

the distribution. Again, this represents the few relatively large proportional 

employers who employ VM substantially in excess of the LMA requirement. It 

also shows that the upper point of the middle 50% of the population of 

percentages (the ‘box’) meets the federally set LMA target for this DG. The results 

of these tests are compared and contrasted in Figure 5.5. 
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Figure 5.4  Employment Percentages for VM from 440 LEEP Organisations 
(LMA target = 17.8%) 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 5.5  Differences in Employment Percentages from LMA Target for 
the DG from 440 LEEP Organisations 
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5.3 Industry Analysis 

 

This section presents an extension of the previous analyses of proportional 

employment take-up for the DG, by specifically relating these to the federally 

regulated Industry Category of the participating LEEP organisations. These 

organisations are federally regulated in four employment sectors: Banking (B), 

Communication (C), Transportation (T), and Other (O). First, it must be 

established that the employment rates are dependent on the industrial sector in 

which the organisation operates, and then a comparative analysis of these rates 

across the sectors for each of the DGs can be provided. 

 

Multiple analysis of variance (MANOVA) tests for Industry Category show that 

the employment rates of the four DG vary by Industry Category (Wilks’ test = 

0.611, F = 19.545, p < 0.001). A post-hoc analysis of variance (ANOVA) for the 

proportions of Women employed in LEEP organisations by Industrial Category 

demonstrated that there is a high dependency on these categories, which is 

highly statistically significant (F (3,436) = 64.83, p < 0.001). Taking the difference 

between the proportions for Women employed in each organisation and 

subtracting the LMA target to create difference data, follow-up Tukey pairwise 

comparison t-tests were then conducted on these data. The results show, overall, 

that organisations in the Banking category employed the highest average 

proportion of Women, and this is the only sector where LMA proportions, on 

average, exceeded the target. The Communication sector had the second largest 

proportions, followed by organisations in the Other category. Finally, the 

Transportation category employed the lowest proportion of Women although, as 

the largest sector by some margin (299 out of 440 LEEP organisations in the 

study), it actually employed the largest number of Women. The difference 

between the proportions employed by Communication and Other organisations 

was not statistically significant, but the greater proportions of Women employed 

in both sectors were highly statistically significant in comparison to the 

Transportation sector (difference = -0.137, t = -6.59, p < 0.001 and difference 

 = -0.115, t = -5.67, p < 0.001, respectively). The results of the tests are presented 

in Table 5.1. 
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Table 5.1  Proportions of Employment of Women by Industry Category 

 
Industry Category 

Number of 
Organisations 

Mean 
Proportion 

Standard 
Deviation 

Banking (B) 34 0.051*** 0.081 

Communication (C) 52 -0.125*** 0.113 

Transportation (T) 299 -0.262*** 0.139 

Other (O) 55 -0.147*** 0.177 

*** p < 0.001 

 

A graph of the difference data, with accompanying 95% confidence interval error 

bars, for the four Industrial Categories is shown in Figure 5.6. 

 

Figure 5.6  Proportions of Employment of Women by Industry Category 
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Banking sector was the only industry that had a highly statistically significant 

Industry Category 

    

 

 

 

 

 

W
o

m
e

n
 [

D
if
fe

re
n

c
e

 D
a

ta
] 



131 

shortfall, with the remaining three industry sectors not demonstrating a 

statistically significant lack of overall compliance. The results of the tests are 

presented in Table 5.2. 

 

Table 5.2  Proportions of Employment of AB by Industry Category 

 
Industry Category 

Number of 
Organisations 

Mean 
Proportion 

Standard 
Deviation 

Banking (B) 34 -0.026*** 0.007 

Communication (C) 52 -0.007 0.048 

Transportation (T) 299 -0.003 0.048 

Other(O) 55 -0.005 0.062 

*** p < 0.001 

 

A graph of the difference data, with accompanying 95% confidence interval error 

bars, for the four Industry Categories is shown in Figure 5.7. 

 

Figure 5.7  Proportions of Employment of Aboriginal Peoples by Industry 
Category 
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From the ANOVA for the differences of PWD employment proportions and their 

LMA target by Industry Category, there were no significant differences between 

the mean proportions at the  = 0.05 significance level (F (3,436) = 2.20, p = 

0.087). All exhibited a highly statistically significant shortfall in compliance with 

their regulated LMA, as shown in Table 5.3. 

 

Table 5.3  Proportions of Employment of PWD by Industry Category 

 

Industry Category 

Number of 

Organisations 

 

Mean Proportion 

 

Standard 

Deviation 

Banking (B) 34 -0.023*** 0.020 

Communication (C) 52 -0.013** 0.038 

Transportation (T) 299 -0.024*** 0.030 

Other (O) 55 -0.024*** 0.018 

** p < 0.01, *** p < 0 

 

A graph of the difference data, with accompanying 95% confidence interval error 

bars, for the four Industry Categories is shown in Figure 5.8. 

 

Figure 5.8  Proportions of Employment of PWD by Industry Category 
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From the ANOVA for the difference data for VM employment proportions and their 

federally regulated LMA target, by Industry Category, differences in the mean 

values for the proportions were identified (F (3,436) = 32.25, p < 0.001). The 

mean proportion differences for the Banking industry sector was highly positively 

significant, whereas those for the Transport and Other Industry Categories were 

highly significantly negative. The Communication industry sector was not 

significant at the = 0.05 level. These demonstrate that Banking exceeded its 

target quota for VM and that there is no evidence that, on average, the 

Communication industrial sector did not meet its obligations. The remaining 

Transportation and Other industrial sectors, however, provided strong evidence 

of a lack of overall compliance in meeting their federally regulated targets. The 

results of the tests are presented in Table 5.4. 

 

Table 5.4  Proportions of Employment of VM by Industry Category 

 

Industry Category 

Number of 

Organisations 

Mean 

Proportion 

Standard 

Deviation 

Banking (B) 34 0.158*** 0.203 

Communication (C) 52 -0.025 0.163 

Transportation (T) 299 -0.065*** 0.110 

Other (O) 55 -0.041*** 0.103 

*** p < 0.001 

 

A graph of the difference data, with accompanying 95% confidence interval error 

bars, for the four Industry Categories is shown in Figure 5.9. 
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Figure 5.9  Proportions of Employment of VM by Industry Category 
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Table 5.5  Demographic Results for DG in LEEP Organisations 

Designated 
Group 
(DG) 

Labour 
Market 

Availability 
(LMA) 2011 

Number (%) 
of 

organisations 
that meet or 
exceed DG-

LMA 
 

Number (%) 
of 

organisations 
below the  
DG-LMA 

Number of 
organisations 

with no DG 
representation 

 
Aboriginal 
Peoples 
 

 
3.5 

 
101 

(22.96%) 

 
339 

(77.04%) 

 
53 

(12.05%) 
 
 

 
Persons 
with 
Disabilities 
 

 
4.9 

 
62 

(14.9%) 

 
378 

(85.68%) 

 
57 

(12.95%) 

 
Visible 
Minorities 
 

 
17.8 

 
122 

(27.96%) 

 
318 

(72.27%) 

 
16 

(3.64%) 

 
Women 

 
48.2 

 
63 

(14.32%) 

 
377 

(86.7%) 
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5.4 Hypothesis Testing 

 

5.4.1 Organisational Model Tests 

The model comprising the weighted average data for the four organisational 

variables (Reactive, Proactive, Information Programmes and Action 

Programmes) shown in Figure 5.10 was initially fitted in the absence of any of the 

designated category employment variables, as the relationships among these 

variables are independent of the variables themselves. T-tests were then 

conducted on the associated paths based on bootstrap t-statistics (Hair et al. 

2018) derived from estimated standard error values from 5000 bootstrap 

replicates (Efron and Tibshirani 1994). 

 

Hypothesis H1: There was a strong positive association between the 

Reactive and Proactive variables (β = 0.898, t = 89.91, p < .001) as the 

path was highly significant and had a high value, confirming hypothesis 

H1. 

 

Hypothesis H2: There was also a positive relationship between the 

Reactive and Information Programmes variables, as posited by 

Hypothesis H2, which was highly significant (β = 0.134, t = 4.93, p < .001), 

confirming H2, albeit making a moderate contribution.  

 

Hypothesis H3: As posited by Hypothesis H3, a strong positive 

relationship between the Proactive and Information Programmes variables 

was also found, which was highly significant (β = 0.839, t = 32.10, p < 

.001), confirming H3 while making a substantially higher contribution than 

that from the Reactive variable.  

 

Hypothesis H4: This was confirmed with a path coefficient value of β = 

0.366 (t = 5.20, p < 0.001).  

 

Hypothesis H5: This was also confirmed as being highly significant (β = 

0.620, t = 32.95, p < 0.001).  
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Overall, the organisational model was fully validated, with each of the 

hypothesised paths proving to be highly significant at the = 0.001 level. 

 

5.4.2 Impact of the Four Designated Groups 

 

Tests were then conducted separately to examine the impact of each of the four 

DG variables (Aboriginal Peoples, People with Disabilities, Visible Minorities and 

Women) on the validated organisational model. 

 

Hypothesis H6 and H7: The fit with the employment proportions of Aboriginal 

Peoples is shown to have a statistically significant negative relationship on the 

Action Programmes variable (β = -0.288, t = -2.12, p < 0.01), confirming H7. The 

relationship between the Aboriginal Peoples and Information Programmes 

variables was only significant at the = 0.1 level (β = 0.223, t = 1.55, p < 0.1), so 

there is weak evidence in support of H6, that the level of employment for 

Aboriginal Peoples has a positive effect on Information Programmes among the 

LEEP organisations. The R
2 value for this fit was also very weak (0.009), 

suggesting a poor overall fit and limited predictive power for the hypothesised 

relationship. The hypothesised relationship between the employment proportions 

of Persons with Disabilities and the Action Programmes variable was not 

significant (β = -0.197, t = -1.136), whereas that for Information Programmes was 

weakly significant at the  = 0.1 level (β = 0.226, t = 1.34, p < 0.1). Again, the R
2 

value was very poor (0.004), but this was to be anticipated as the variation in the 

proportions data for this DG was very limited. From these results, there is weak 

evidence in support of H6 but no evidence in support of H7 for the employment 

of Persons with Disabilities data. 

 

The impact of the employment of Visible Minorities on the organisational model 

was also mixed. The hypothesised negative impact of the employment of Visible 

Minorities on the Action Programmes variable was not significant (β = -0.165, t = 

-0.78), whereas that on Information Programmes was significant at the  = 0.01 

level (β = 0.509, t = 2.45, p < 0.01). The R
2 value was 0.124. Hypothesis H6 was 

therefore validated for the Visible Minorities DG in the presence of Reactive and 

Proactive activities, but there was no evidence in support of H7. 



137 

Finally, the impact of the employment of Women on the two programmes was 

similar to the outcomes for Visible Minorities; namely, that on Action Programmes 

was not significant (β = -0.092, t = -0.49), with that on Information Programmes 

being significant at the = 0.01 level (β = 0.491, t = 2.74, p < 0.01). The R
2 value 

was 0.162. 

 

Hypothesis H6 was, therefore, also validated for this DG variable in the presence 

of Reactive and Proactive activities, but H7 was not. 

 

5.5 Summary of Findings 

 

Overall, Hypotheses H1 to H5 for the organisational model are all validated. In 

addition, H6 is validated for two of the DG variables (Women and Visible 

Minorities) with a weakly significant finding for the hypothesised positive impact 

of Persons with Disabilities on Information Programmes. The exception in this 

case was the Aboriginal Peoples DG, which provided no evidence in support of 

H6. In contrast, H7 is validated for a negative relationship between the 

employment of Aboriginal Peoples and LEEP organisations’ Action Programmes, 

but this hypothesis is not found to be valid for the remaining three DG (Persons 

with Disabilities, Visible Minorities, and Women). H8 was supported in that DG 

employment is dependent on the Industry Category. These results are shown in 

Table 5.6 and Figure 5.10. 
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Table 5.6  Hypothesis Results  

 
Hypotheses Results 

H1 Reactive Focus and 
Proactive Focus are 
positively associated. 

Confirmed Highly Significant 
(β = 0.898, t = 89.91, p < .001)  

H2 Reactive Focus is 
positively related to 
Information Programmes. 

Confirmed Highly Significant 
(β = 0.134, t = 4.93, p < .001) 

H3 Proactive Focus is 
positively related to 
Information Programmes. 

Confirmed Highly Significant 
(β = 0.839, t = 32.10, p < .001) 

H4 Proactive Focus is 
positively related to Action 
Programmes. 

Confirmed Highly Significant 
β = 0.366 (t = 5.20, p < 0.001)  

H5 Information Programmes 
are positively related to 
Action Programmes. 

Confirmed Highly Significant 
(β = 0.620, t = 32.95, p < 0.001) 

H6 Information Programmes 
are positively associated 
with employment of the 
Designated Groups.  

AB (β = 0.223, t = 1.55, p < 0.1) Weak 
PWD (β = 0.226, t = 1.34, p < 0.1) Weak 
VM (β = 0.509, t = 2.45, p < 0.01) 
Significant 
W (β = 0.491, t = 2.74, p < 0.01) 
Significant 

H7 Designated Group 
employment is negatively 
related to Action 
Programmes. 

AB (β =-0.288, t = -2.12, p < 0.01) 
Significant 
PWD (β = -0.197, t = -1.136, p < 0.1) 
Weak 
VM (β = -0.165, t = -0.78) Not significant 
W (β = -0.092, t = -0.49) Not significant 

H8 Designated Group 
employment is dependent 
on the Industry Sector. 

Supported 
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Figure 5.10  Validated Structural Path Model 

 

5.6 Summary 

 

This chapter has presented the overall results of this study including descriptive 

statistics for the four DG, the analysis of employment of DG members by Industry 

Category and finally addressing the research hypotheses and validating the 

structural path model developed. 
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Chapter 6  – Discussion 

 

6.1 Introduction 

 

As has already been established in the previous chapter, after more than three 

decades of the 1986 Employment Equity Act (EEA), the four designated groups 

(DG) continue to be significantly underrepresented in the majority of Legislated 

Employment Equity Program (LEEP) organisations. EEA annual reports (EEA-

AR) by the Minister of Labour to the Canadian Parliament over this period have 

documented the proportional level of DG representation achieved each year 

compared to their labour market availability (LMA). Consistently, the EEA-AR has 

reported that, while some progress has been made, more needs to be done 

(EEA-AR 2017). The EEA Program Evaluation Report by Human Resources and 

Skills Development Canada (HRSDC 2012) also acknowledges that proportional 

representation levels have not been attained by most LEEP and Federal 

Contractors’ Program (FCP) organisations. Researchers have questioned why 

Canada’s progressive approach towards meeting employment equity for the four 

DG has been so elusive despite the legislation (Haq and Ng 2010; Jain et al. 

2010; Ng et al. 2014; Agocs 2014c; Henry et al. 2017).  

 

6.2 Research Aims and Questions 

 

The primary research aim of this study was to assess the impact of macro-

national-level equality legislation on meso-organisational-level EDI focus and 

programmes in Canada. This study is based on data gathered on 440 public and 

private sector LEEP organisations regulated by the EEA legislation. Evidence 

from the literature shows equality legislation to be the catalyst for EDI 

programmes in many countries (Klarsfeld 2010; Klarsfeld et al. 2014). Findings 

from this research can, therefore, be useful for comparative studies. The second 

research aim was to evaluate individual organisations’ success in meeting targets 

for DG-LMA representation in four federally regulated private sectors: Banking, 

Communications, Transportation, and “Other”. Empirical evidence from this study 

shows that the EEA legislation has not been successful as results show 

continuing under-representation in the majority of LEEP workplaces for all four 

DG-LMA, despite decades of legislative support in Canada. The third research 
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aim was to develop a multilevel EDI model for the LEEP organisations in Canada 

and to empirically validate it. This EDI model is an important original contribution 

to advance EDI theory for a better understanding of the relationships between 

the different EDI factors, constructs and variables to inform practice for better 

implementation, and recommend policy for stronger legislation in Canada. It is 

also proposed that this model may be generically applicable to other countries for 

benchmarking, empirical validation and comparative studies with Canada. The 

specific research aim and objective for this study was to assess the effectiveness 

of the EEA in achieving DG-LMA representation in individual LEEP organisations 

in Canada. The results raise serious concerns as to why after three decades of 

the EEA, all four DG remain substantially underrepresented in the majority of 

LEEP organisations. Arguably, these results are indicative of the entire Canadian 

labour market including unlegislated organisations. These findings have 

important implications and consequences that are discussed in detail below. 

 

6.3 Discussion of Results by Designated Group 

 

As discussed in the earlier chapters, the EEA was established in response to the 

Abella (1984) report, based on the state of the art EDI research at that time 

informing the Royal Commission on Equality in Employment in Canada. The EEA 

mandates the Federal Minister of Labour to present an EEA annual report (EEA-

AR) to Parliament based on the aggregate LEEP organisation annual 

submissions to the Labour Program of ESDC. In this study, the extent to which 

each of the DGs are represented in proportion to their labour market availability 

in individual LEEP employers’ workforce is discussed and the findings challenge 

the effectiveness of the EEA.  

 

The 2017 EEA-AR is based on the 2016 calendar year annual report of 477 LEEP 

organisations. The results of this study are based on a subset of these (440 LEEP 

organisations) that were consistent with our sample selection criteria (see 

Chapter 4). As reported in Chapter 4 on methodology, of the 477 organisations, 

20 were under the 100-employee threshold required by the EEA and 17 did not 

have a website. Table 6.1 compares the results from this research with the 2017 

EEA-AR data and the latest available 2011 LMA at the time of this study.  Overall, 

LEEP organisations reached 84.1% of the LMA (48.2%) for Women; 65.7% of 
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the LMA (3.5%) for Aboriginal Peoples; 67.3% of the LMA (4.9%) for Persons 

with Disabilities; and 124.7% of the LMA (17.8%) for Visible Minorities. The EEA-

AR specifically highlights the overrepresentation of Visible Minorities above their 

LMA as a cause for celebration, but the reality for the majority of individual LEEP 

organisations is at odds with this result because the government’s figures are 

based on aggregate industrywide data, which appear to be more favourable to 

their objectives. Yet, despite the use of aggregate industrywide data, the 

remaining DG groups are substantially under-represented, relative to their 

corresponding LMAs.  

 

This study demonstrates that the reality in each individual LEEP organisation is 

quite different from the Canadian government’s claims of success. In fact, results 

for individual LEEP organisations show a completely different and quite a dismal 

picture. From the analyses in this study, 86.7% (377) of the LEEP organisations 

fail to meet the LMA for Women, 77% (339) fail to meet the LMA for Aboriginal 

Peoples, 86 percent (378) fail to meet the LMA for Persons with Disabilities, and 

72% (318) fail to meet the LMA for Visible Minorities. Moreover, after thirty-three 

years of the EEA, 12% (53) of the LEEP organisations have no representation of 

Aboriginal Peoples, 13% (57) have no representation of Persons with Disabilities, 

and 4% (16) do not have any representation of Visible Minorities. 
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Table 6.1  Results Compared with the 2017 EEA Annual Report to 
Parliament 

 LMA 

 

(2011) 

 

EEA-AR 

(2017) 

 

LEEP % (#) 

MEET or 

exceed LMA 

LEEP % (#) 

FAIL to meet 

LMA 

LEEP % (#) 

Have NO 

Representation 

N=477 N=440 N=440 N=440 

Women 48.2% 84.1% 14.32 % (63) 85.65% (377) - 

Aboriginal 

Peoples 

3.5% 65.7% 22.9% (101) 77.04% (339) 12.05% (53) 

Persons 

with 

Disabilities 

4.9% 67.3% 14.9% (62) 85.68% (378) 12.95% (57) 

Visible 

Minorities 

17.8% 124.7% 27.73% (122) 72.27% (318) 3.64% (16) 

 

Results from this study show that the deep concerns about the systemic 

discrimination and inequality faced by the four designated groups in Canada, as 

documented in the Equality in Employment Royal Commission Report (Abella 

1984), are as valid today as they were in 1984. Table 6.1 demonstrates the extent 

of the failure, with a large majority of the LEEP organisations unable to achieve 

even the modest EEA goal of DG-LMA representation. This is an unacceptably 

low level of representational outcome for all the DG, and this study empirically 

demonstrates the inadequate rate of progress given the 33 years since EEA 

implementation. Furthermore, the EEA has only been revised once in 1995 and 

is long overdue for a mandated five-year review that has been pending since 

2000. 

 

Based on this fact and these findings, this study calls for an urgent review of the 

EEA aimed at stronger enforcement and sanctions consistent with the Abella 

(1984) report and many equality, diversity and inclusion researchers (Agocs 

2014c; Cornish et al. 2014; Lynk 2014; Weiner 2014; Henry et al. 2017). 

Currently, LEEP organisations are in compliance just by submitting their EEA 

annual report. Penalties, from $10,000 to $50,000 (Canadian), can be imposed 

on organisations for not submitting an annual LEEP report. Consequently, this 

leads to a focus on reporting rather than recruiting and retaining DGs. It is now 
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time to extend the legal requirements of the EEA for providing an annual report 

that includes hard, enforceable, DG-LMA representation employment targets for 

the individual LEEP and FCP organisations rather than overall industrywide 

aggregate levels. Changes to the EEA should strengthen the implementation, 

monitoring, enforcement and sanctions under its provisions enforcing penalties 

for organisations failing to meet the LMA for each of the DGs.  

 

6.3.1 Women 

While the representation of Women has always been lower than their LMA over 

the history of the EEA, it was lower in 2017 than the pre-EEA 1986 representation 

level (EEA-AR 2017). This is a very disturbing result. It is often assumed that 

Women have benefited the most from the EEA because it was expected that, of 

the four DG, Women would be the easiest group to identify and represent in the 

workplace (Weiner 2014). Moreover, this is the only DG where specific self-

identification for EEA purposes is not necessary, as all employers automatically 

collect gender data on numbers of women and men in the workplace, which are 

also available annually from Statistics Canada labour and employment profiles, 

yet the LMA target is based on the five-year census cycle (Weiner 2014; England 

2014). As shown in Chart 2.1 in Chapter 2, the attainment rate for Women’s 

representation has consistently been in decline since 2000, from initial peaks in 

1990 and 1993. The results from this study demonstrate that only 14% of 

individual LEEP organisations meet or exceed the LMA for women while 86% 

have failed to reach the LMA. These results clearly demonstrate the failure of the 

EEA in improving Women’s overall representation in LEEP, particularly in the 

majority of individual organisations, and raises serious implications for the future 

if the status quo continues. 

 

Another point of concern for Women is that, in effect, Women’s representation is 

impacting the count of the other three DGs as Women are being double counted 

in each of them. The EEA considers Women as a homogenous group whereas, 

in reality, Women can be double or triple disadvantaged as they can belong to 

upto three of the four DGs. Women are the group most negatively impacted by 

the disadvantage multiplier effect of intersectionality as they can belong to 

several DGs. For example, a woman can also be an Aboriginal person, with a 

disability; or a woman with a disability could belong to a visible minority group. 
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Other salient factors limiting Women’s equality in employment, such as childcare, 

inequity in promotions, and precarious part-time employment (Abella 1984; Haq, 

2015b; Cornish et al. 2014) are all important issues but beyond the scope of this 

study, which is primarily concerned with simply the basic minimum LMA 

representation of Women in individual LEEP organisations.   

 

6.3.2 Aboriginal Peoples 

The results of this study are consistent with those of Lynk (2014) as persistent 

conditions of disadvantage in the workplace continue to be experienced by 

Aboriginal Peoples group. Another concern for this group is their undercounting 

in the LMA due to lack of self-identification because of the fear of additional 

discrimination upon disclosure. Aboriginal peoples are also very diverse, yet they 

are considered to be a homogenous group under the EEA. Moreover, their urban 

versus rural and reserve location, non-status or status rights, culture, language, 

education, unemployment, poverty, housing, and health challenges raise 

additional issues of discrimination, vulnerability and precarious work that must be 

addressed, but are beyond the scope of this study. The final report of The Royal 

Commission on Aboriginal Peoples (1996) reconfirmed the socio-economic 

inequities identified in the Abella (1984) report. In a 2010 federal index, to 

measure the wellbeing and quality of life in Canadian communities, 97 of 100 

communities at the very bottom were First Nations and one Inuit. Moreover, it is 

important to note that “more than 80 per cent of the Aboriginal population lives in 

Ontario and the four western provinces, and they make up 15 per cent of both 

Manitoba and Saskatchewan. In the North, Aboriginals constitute 85% of the 

population of Nunavut, a slight majority in the Northwestern Territories, and a 

quarter of the population in Yukon” (Lynk 2014: 102). Therefore, their 

representation must be based upon the regional rather than national LMA and 

will also be impacted by the industry sector. Arguably, achieving these higher 

levels of representation targets will be a challenging task in light of the results of 

this study, which show that reaching even their low national 3.5% LMA 

representation has been unattainable for the majority of LEEP organisations over 

the past three decades. However, given the positive momentum of the Truth and 

Reconciliation goodwill this is the right time to build bridges with the Aboriginal 

peoples of Canada and provide them with their human right of equality in 

employment. 
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6.3.3 Persons with Disabilities 

The findings of this study are consistent with other scholars (Mentzer 2002; Rioux 

and Patton 2014; Weiner 2014; Baldridge et al. 2015) who argue that this group 

lags behind the other DGs and may already be underestimated in its LMA due to 

under-declaration of disabilities for fear of further discrimination and 

marginalisation. Additional concerns for this group relate to the poor definition of 

Persons with Disabilities under the EEA, which leads to underestimation of their 

LMA. Arguably, Persons with Disabilities is also a very diverse group due to the 

multiple definitions, levels, severity, length of time, need for accommodation 

requirements. Yet, they are treated as a homogenous group under the EEA. 

Moreover, anyone can develop a disability during their lifetime as a result of an 

accident, injury, or disease, so this category is highly fluid but has potential 

relevance to everyone. There are also some concerns over false reporting, where 

employers are padding out the representation level they report by pressuring 

employees with minimal impairments, to self-identify as Persons with Disabilities 

to raise the organisation’s numbers (Lum 2008). Although Canada’s ratification 

of the UN Convention on the Rights of Persons with Disabilities (CRPD) 2010, 

signals a positive commitment it is yet to result in their equality in employment. 

   

6.3.4 Visible Minorities 

An important point of discussion for the Visible Minorities is the claim of 

overrepresentation at 124.7% of their 17.8% LMA. Actually, this number is 

misleading because the LMA is based on Census 2011 data. Since then, the 

Visible Minorities have increased significantly due to high immigration rates, as 

Canada has received over 250,000 immigrants annually during this period 

(Statistics Canada 2017). Therefore, the representation goals must be based on 

more current LMA data. This study supports the argument for using more current 

LMA data for all the DGs, and particularly for Visible Minorities, and recommends 

that the EEA be reviewed to ensure that the most current data are reported 

annually for establishing accurate LEEP DG-LMA targets. 

 

As with other groups, Visible Minorities in Canada are also very diverse, as 

detailed in Chapter 2, yet they are treated as a homogenous group under the 

EEA. Immigrants coming from many different countries have issues related to 

race, ethnicity, religion, language, culture, social integration, health and 
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wellbeing, education, work experience and so on, that impact their employment 

prospects in Canada. Moreover, second and third generation Visible Minority 

immigrants continue to face employment discrimination even as Canadian born 

citizens (Reitz, 2011).  

 

6.4 Discussion of Industry Sectors 

 

Although the LEEP requirements and their application are uniform across the four 

industry sectors covered by the EEA (Banking, Communication, Transportation, 

and Other), the results show considerable differences between these sectors in 

terms of their DG representation levels. These are discussed in more detail in the 

sections that follow, taking each sector in turn. 

 

6.4.1 Banking 

The Banking industry sector performs best for the representation of Women and 

Visible Minorities, but not for Aboriginal Peoples and Persons with Disabilities. 

The findings of this study are consistent with other EDI researchers (Poole 1989; 

Jain et al. 2003; England 2014). Despite the Banking sector’s over-performance 

for Women, Poole’s (1989) study of women in banking shows a rise in part-time 

work and a decline in full-time women employees, with women receiving fewer 

promotions than men, creating a ‘pink collar ghetto’. Moreover, in 1987, women 

accounted for 76% of bank workers, dropping to 67% by 2007, due to the 

increased use of technology such as automated teller machines and online 

banking (England 2014). This change has worked to the advantage of men, 

particularly visible minority men, who dominate newly created computer-

programming-related technical and professional banking jobs, as women are less 

successful and tend not to pursue careers in science, technology, engineering 

and mathematics (England 2014). Findings from this study are consistent with 

Jain et al. (2003), who found that although there were more women in EEA-

regulated organisations, they were over-represented in Banking and under-

represented in the Transportation sector.  

 

6.4.2 Communication 

The Communication industry sector performs well for the representation of 

Women and Visible Minorities, but not for Persons with Disabilities and Aboriginal 
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Peoples. The findings of this study are consistent with Zaboralska et al. (2017), 

who report that DG underrepresentation has entered into public awareness via 

the ‘#OscarsSoWhite’ campaign and mobilised public opinion to advocate for 

more meaningful representation. Communications is a very interesting industry 

sector in Canada, because it is subject to two additional layers of regulatory 

oversight - the Canadian Broadcasting Act and the Canadian Radio and 

Telecommunications Commission (CRTC) – that require the broadcasting 

industry to reflect Canada’s cultural and demographic diversity in its programming 

and employment opportunities. Yet this industry is severely lacking DG-LMA 

representation when it comes to reflecting the cultural mosaic that Canada is 

globally claimed to be so proud of (Zboralska et al. 2017). 

 

6.4.3 Transportation 

The Transportation industry sector performs poorly for the representation of all 

DG. Transportation is traditionally a male dominated industry with very low 

representation of Women (Jain et al. 2010) and the findings of this study are 

consistent with Jain et al.’s (2003) research. Nevertheless, this is the only sector 

where Aboriginal Peoples do better than the other three DG, although their 

representation is still below their LMA. This can be attributed to Canada’s 

economy being largely based on the country’s rich natural resources, providing 

many employment opportunities for Aboriginal Peoples in remote resource-based 

activities such as mining, forestry, oil and gas, lumber, logging and reforestation. 

All of these activities require some contact with First Nations communities where 

Aboriginal Peoples can be recruited. However, due to the harsh weather 

conditions in the areas where such jobs are available, they tend to be more 

seasonal and part-time, with no benefits and no long-term career progression 

opportunities. Nevertheless, with the rise in the global resource extraction 

industry and the rich mineral deposits in the Canadian North, this is one of the 

most promising industry sectors for Aboriginal Peoples (Lynk 2014).   

 

6.4.4 Other 

The Other industry sector comprises diverse miscellaneous employers from 

various industry sectors, such as power generation, metal ore mining, scientific 

and technical services, investigation and security services, food and wood 

manufacturing, construction, wholesale trade, arts, entertainment and recreation, 
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and public administration. While this catch-all sector performs below the LMA for 

all the DG, Visible Minorities are best represented, followed by Aboriginal 

Peoples, Women, and Persons with Disabilities. 

 

6.5 Implications of the Study Findings  

 

The implications of the results of this study are profound and tell a compelling 

story about Canada where the EEA, the LEEP employers and the government 

appear not to have respected the spirit of the promise of this legislation. After 33 

years, it is clear that the EEA is inadequate and has not gone far enough in 

achieving its mandate and appears to be an instrument for appeasing the DGs 

without imposing any substantial change to impact their representation levels. 

This is particularly disappointing considering that the French language legislation 

(discussed in Chapter 2) was actually successful in achieving its mandate within 

ten years.  

 

Ostensibly, the EEA has accepted reporting as compliance. The LEEP employers 

have not achieved the DG-LMA targets and appear not to be acting in good faith 

by only complying minimally and superficially on simply submitting their required 

annual reports without necessarily addressing the underlying moral imperative of 

the EEA for equality in employment. The government has also failed in its 

mandate to be accountable for the substantive implementation of the EEA, which 

not only makes it complicit in accepting the overwhelming failure of achieving the 

LEEP DG-LMA representation targets over the past thirty years, but has also 

made no visible attempts to remedy the situation. Instead, the government 

appears to have deliberately undermined the EEA by not providing up-to-date 

accurate DG-LMA data and not making it publicly available resulting in 

discouraging researchers to find evidence-based solutions. Indeed, my 

experience in this study as an EDI researcher has illustrated how researchers 

face lengthy delays, challenges and refusal of requests for access to EEA data 

for research purposes. By minimising the failure of the LEEP DG-LMA, and 

placing barriers to accessing public data, the government is acting inconsistently 

with its laws and policies, and arguably unethically. This study highlights the 

dissonance between the way Canada likes to be perceived on the world stage, 

as a fair-minded UN compliant equitable society leading the charge for equity 
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among the designated groups, but is unmatched in reality. Canada appears to be 

showing an outward commitment to EDI, while in reality only playing the 

representational numbers game with poor results.         

 

By the government’s own admission (EEA-AR 2017), the EEA has been 

consistently unsuccessful in making LEEP organisations proportionally 

representative of DG-LMA. This strongly supports the case that the way forward 

is to impose legal and financial penalties for non-compliance with targets for LMA 

proportional DG representation, instead of the current penalty for non-reporting. 

In fact, the EEA was only one of the 117 recommendations of the visionary Abella 

report (1984), and after 30 years of consistent failure to meet the DG-LMA 

targets, a revision of the EEA is now long overdue. The findings of this study are 

consistent with others (Bakan and Kobayashi 2000; Lum 2008; Jain et al. 2010) 

and joins their calls for a revision of the EEA, to move the focus away from simply 

reporting DG representation and concentrate on ensuring government set targets 

are met, by imposing sanctions on LEEP organisations for failing to meet their 

DG-LMA targets.   

 

6.6 Discussion of Hypotheses 

 

In order to understand the reasons for the under-representation of the DG-LMA 

in LEEP organisations, hypotheses were developed to study the relationship 

between the constructs. This study’s research questions were addressed by the 

hypotheses developed from a review of the extant literature (detailed in Chapter 

3 and all the hypotheses were supported, and are discussed in detail below. The 

three research questions for this study were:  

1) How does the macro-national level EEA legislation in Canada influence 

meso-organizational focus and programmes in LEEP organizations for 

implementing EDI?  

2) What is the influence of Information and Action programs on designated 

group representation in LEEP organizations?  

3) What is the influence of industry sector on designated group 

representation in LEEP organizations?  
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Hypotheses 1 to 5 addressed the first research question: How does the macro-

national-level EEA legislation in Canada influence meso-organisational focus 

and programmes in LEEP organisations implementing EDI? The results show 

that both reactive focus and proactive focus of EDI programmes are positively 

related, supporting the literature that both external and internal pressures 

influence EDI organisational paradigms. Hypotheses 6 and 7 address the second 

research question: What is the influence of Information and Action Programmes 

on DG representation in LEEP organisations? The results show that Information 

Programmes are more significant than Action Programmes for increasing DG 

representation. Hypothesis 8 addressed the third research question: What is the 

influence of industry sector on DG representation in LEEP organisations? The 

results show that industry sector has a significant impact on DG representation.  

 

H1: Reactive focus and proactive focus are positively associated - supported 

The EEA regulates the LEEP. Since all companies in this study were LEEP 

organisations, they were all expected to be responsive to the EEA legislation with 

a reactive focus. Some organisations would comply only because of the external 

macro-national legislative pressures. However, some organisations were 

expected to see the social justice or business advantage argument, or both 

perspectives, and become more proactive in their approach to adopting LEEP 

requirements. Results for the first hypothesis show that both reactive and 

proactive focus are positively associated. This is consistent with the EDI literature 

in that whether organisations reactively comply with the LEEP or have a proactive 

focus, these are both positively associated. 

 

H2: Reactive focus is positively related to Information Programmes - supported  

H3: Proactive focus is positively related to Information Programmes - supported 

Both reactive and proactive focus are positively related to Information 

Programmes in that the EEA requires information to be made available to 

stakeholders, and all the organisations promote and publicise information about 

their LEEP policies. The EDI literature goes further, saying that Information 

Programmes may be promoted more than the action itself. This has sometimes 

also been termed ‘window dressing’ or the ‘empty shells’ hypothesis (Hoque and 

Noon 2004). H2 and H3 were supported, as results found that both reactive and 

proactive LEEP organisations were positively related to Information Programmes. 
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H4: Proactive focus is positively related to Action Programmes - supported 

Proactive focus is positively related to LEEP Action Programmes. Since proactive 

focus is fuelled by the business case advantage and internal pressures for meso- 

organisational-level efficiency, H4 was supported. Results found that proactive 

focus as a result of senior management leadership, customer service or 

corporate culture pressures is positively related to Action Programmes. 

 

H5: Information Programmes are positively related to Action Programmes - 

supported 

Information Programmes and Action Programmes are shown to be positively 

related because once the LEEP policy is publicised by Information Programmes 

such as a public employment equity statement, consultations, reports or awards, 

some action follows in terms of policies such as diversity training and 

development, DG metrics, goals and accountability. H5 was supported as results 

showed that LEEP organisations’ Information Programmes and Action 

Programmes were positively related. 

 

H6: Information Programmes are positively associated to employment of the 

Designated Groups - supported 

Information Programmes are positively related to the employment of DG 

members as they are expected to mobilise DG confidence by informing and 

preparing more DGs to apply for jobs under the LEEP policies. Information 

Programmes, such as an employment equity statement, consultations, 

photographs of a diverse workforce, LEEP reports shared publicly, and LEEP 

awards or recognition received are all ways to encourage more DG applications 

as they project an EDI commitment to potential applicants. Information is also 

necessary to encourage self-identification by DG to take advantage of LEEP 

opportunities. H6 was validated by the results for Women and Visible Minorities, 

and only weakly supported for Persons with Disabilities, but there was no 

evidence of support for the Aboriginal Peoples DG. 

 

H7: Designated Group employment is negatively related to Action Programmes 

- supported. 

While it might initially seem to be counterintuitive, since the entire purpose of the 
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LEEP is to increase DG representation, the findings of this study support the 

hypothesis that DG representation is negatively related to Action Programmes. 

LEEP Action Programmes, including employment equity training, hiring outreach 

and consultation, DG data metrics, goals and accountability, could be expected 

to be positively related to DG employment. This is a very interesting finding and 

a major contribution of this study. LEEP needs to be re-examined to gain a better 

understanding of why increasing Actions Programmes fails to result in increased 

DG employment. In fact, this finding was quite illuminating when considered in 

light of the EEA, which requires LEEP organisations to be representative of the 

DG in proportion to their LMA. When LEEP organisations fail to meet these 

targets, they outline increased plans and goals in their annual LEEP report to 

justify their position and show that they are making an effort to rectify 

underrepresentation. There are no checks and balances or follow-up on 

implementation. While the EEA imposes a penalty on an organisation for failing 

to submit an annual report containing its LEEP plans and accounting for its DG 

representation, there is no penalty for failing to actually achieve the proportions 

of DG representation.  

 

LEEP organisations conduct a workforce analysis and if their workforce does not 

meet the required LMA representation levels for all the DG, they must submit their 

annual report identifying information and action plans designed to improve the 

situation and show that the problem is being addressed. This means that by 

merely completing and submitting their annual reports including the workforce 

analysis and action plans year after year, LEEP employers never face any 

sanctions because, technically, they are in compliance with the EEA law. This 

appears to have been the case for the past thirty-three years under the EEA as 

LEEP employers have been submitting annual LEEP reports, but the majority of 

individual LEEP organisations have not achieved proportional DG-LMA 

representation. Consequently, it is argued that Action Programmes are a 

planning exercise establishing policies and procedures rather than 

implementation plans to actually increase DG representation. Indeed, there is an 

inverse relationship where lower DG representation stimulates more action 

planning, primarily for demonstrating compliance with the annual EEA reporting 

process despite failing to meet DG targets. The EEA requires LEEP organisations 

to be proportionally representative of each DG-LMA. Ideally, if these plans were 
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monitored, executed and audited, then they would likely result in increased DG 

representation. However, as there is no follow-up or sanctions for failing to 

achieve the targets, submitting the annual report with DG numbers and an action 

plan with soft targets for improvement in the future is currently the only 

enforceable requirement.  

 

H8: Designated Group employment is dependent on the industry sector - 

supported 

The results of this study show that DG employment varies by industry. Although 

none of the industry sectors are actually meeting DG-LMA targets, the Banking 

sector was highly positively significant for Women and Visible Minorities but had 

a significant shortfall of Aboriginal Peoples. The Transportation sector was better 

for Aboriginal Peoples but significantly negative for Women and Visible 

Minorities. The Communication sector was doing relatively better for Women and 

Persons with Disabilities. All four sectors had a significant shortfall in meeting the 

target LMA for Persons with Disabilities. 

 

6.7 The EDI Model: Macro-national level pressures 

 

The EDI model developed and validated in this study is focused on the macro-

national and meso-organisational levels. On the macro-level, results from this 

study provide empirical evidence that regulative pressures arising from 

governmental legislation are a significant driving force for EDI in LEEP 

organisations in Canada. However, from the results in individual LEEP 

organisations, it is reasonable to conclude that the macro-national level EEA 

legislative pressures, while necessary in starting the EDI efforts, have proved to 

be insufficient in achieving DG-LMA. These results are consistent with extant 

research findings from other countries published in the literature, as presented in 

the earlier chapters. In line with institutional theory, the macro-national level 

exogenous drivers are based on coercive isomorphisms, such as government 

legislation (DiMaggio and Powell 1991; Tarique and Schuler 2010). EDI research 

shows that government regulation and legislation are significant coercive 

pressures driving the adoption of diversity management practices (Edelman, 

1992). The results support hypothesis 1: Reactive focus and proactive focus are 

positively associated, forms the macro-level dimension of the EDI model. In this 
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study it is applied to Canada and LEEP organisations’ results show that reactive 

and proactive focus are both positively associated. This level of the model can 

be applied to other countries to study their macro-national EDI context. 

 

The continued lack of success of the DG-LMA representation over three decades 

of the EEA in Canada is a reflection of the lack of legislative sanctions and 

political will. It is important to recognise that government pressures influence 

diversity policies in both directions: positively if the government is committed, and 

negatively if the government does not establish diversity as a priority at all levels 

of government (Elling and Elling 2007). A change in government can lead to a 

change in employers’ implementation of diversity programmes, as was clearly 

seen in the 1995 repeal of the Employment Equity Act of Ontario by the incoming 

Conservative government (Bakan and Kobayashi 2007). One of the key 

recommendations of the Abella report (1984) was the implementation of the EEA 

in all Canadian provinces. Since the federally regulated sector represents a very 

small proportion of the employers and the labour force, the majority of employers 

and employees currently lie outside the EEA regulation (Bakan and Kobayashi 

2000; Weiner 2014). The findings of this study argue that numerical 

representation is a critical first step required as the primary indicator of EEA 

effectiveness. A positive and inclusive workplace culture is also important in 

recruitment and retention but is largely ignored by the legislation, which focuses 

mostly on the DG head count. 

 

The Conservative government during the two terms, from 2006 to 2015, of Prime 

Minister Stephen Harper had a decisively negative impact on the EEA by 

implementing several steps to erode the legislation. These included increasing 

the FCP threshold from $200,000 to $1 million in 2013, thereby reducing the 

number of employers covered. This is a significant loss in coverage compared to 

the US where the FCP threshold is $25,000 (Weiner 2014). In addition, the long-

form census was abolished in 2010, jeopardising the collection of DG statistics 

required for setting EEA goals and enforcement (Cornish et al. 2014). Moreover, 

the format of the EEA-AR was changed, removing the list identifying all LEEP 

and FCP organisations under the EEA as had been customary under the previous 

Liberal government. In addition, the LEEP narrative qualitative reports submitted 

annually by employers and posted publicly on the HRSDC website under the 
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Liberal government were not only removed from the public domain, but requests 

for access have also been refused. These actions are contrary to the EEA 

mandate and limit access to information for EDI researchers, yet there is no 

challenge to these policies. 

 

The EDI model emphasizes that at the macro-national level the socio-political 

and legal institutions, policies and legislation play a key role in organisational 

responses to diversity, equal opportunity and social justice with profound 

implications for the careers and representation outcomes of designated group 

members in the workplace.   

 

6.8 The EDI Model: Meso-organisational level pressures 

 

The meso-organisational level pressures identified in the EDI literature (Kulik 

2014; Syed and Özbilgin 2009) use Thomas and Ely’s (1996) three paradigms. 

In the first paradigm of ‘discrimination and fairness’, managers expect all 

employees to assimilate into the dominant culture, sustaining monocultural 

dominance in the organisation that reproduces macro-level societal norms. This 

paradigm is termed as reactive focus to external pressures, in this study. The 

second paradigm of ‘access and legitimacy’, based on celebrating diversity, gives 

organisations access to diverse markets without incorporating their uniqueness. 

This paradigm is termed as proactive focus to internal pressures, in this study. 

The third and final paradigm of ‘learning and effectiveness’ focuses on inclusion, 

allowing employees to be authentic by integrating their cultural background into 

the workplace processes. It embraces true multiculturalism, acknowledging 

individual resources and agency. In the first two paradigms, organisational 

processes replicate macro-social difference codes within existing organisational 

hierarchies and inequalities as self-generating mechanisms where the 

marginalised groups remain ignored.  Results from this study show that, in the 

case of Canada, the majority of the LEEP organisations are operating within the 

reactive compliance focus ‘discrimination and fairness’ paradigm and have been 

largely unsuccessful in accomplishing DG-LMA representation. Those operating 

within the proactive focus of ‘access and legitimacy’ paradigm have higher DG-

LMA representation. The third paradigm ‘learning and effectiveness’ is achieved 

by truly multicultural and inclusive organisations with full DG-LMA representation. 
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6.9 The EDI Model: Elimination of the micro-organisational level  

 

It is at the micro level that the EDI model developed in this study differs from Syed 

and Ozbilgin’s, while agreeing that at the macro, meso and micro levels: ‘The role 

of historical traditions (socio-political history, legal and cultural traditions) cannot 

be overstated in the generation and maintenance of inequalities at all three levels’ 

(Syed and Özbilgin 2009: 2446). This point of departure is important for theory 

development because their multilevel relational framework ‘argues that unless 

the extant organisational approaches, policies and procedures are 

simultaneously reformed along with reforms at the macro- and micro-levels of 

diversity management, problems such as disparity of employment opportunities 

and outcomes will persist in organisations’ (Syed Özbilgin 2009: 2443). However, 

results from this study show that this is unrealistic, given that most regulated 

LEEP organisations are still at the first paradigm, trying to deal with 

‘discrimination and fairness’ in response to equality legislation. Arguably, 

unregulated organisations are further behind in their EDI efforts and so this study 

has focused on the macro and meso levels developed and validated in the EDI 

model.   

 

Furthermore, applying Kanter’s (1977) theorizing on the dynamics of tokenism 

and stereotyping of women as minority members in organisations, it is argued 

that the same readily applies to all the designated group members given their 

current under-representation in LEEP organisations.  In fact, an effective EEA 

would serve to create a critical mass of the DGs in LEEP organisations to 

eliminate the problems of tokenism and stereotyping that would result in creating 

supportive conditions for continuing self-correction within the system (Cornish et 

al. 2014). Unless and until this happens, the micro-level approach will continue 

to overestimate individual agency within a context of formidable structural 

constraints embedded in racial disadvantage, also known as institutional racism 

or systemic barriers, that are unacknowledged by organisations resistant to 

change in their established decision-making, power differentials and 

organisational processes (Noon 2017). The prerogative of individual agency is 

undeniable, but it is unwise to further burden the already disadvantaged DGs with 

the additional responsibility of challenging deeply entrenched systemic barriers. 

Therefore, as argued in this study, the macro level national legislation and meso 
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level organisational systemic interventions are critical and supported by key 

authors (Abella, 1984; Kirton and Greene 2010; Noon, 2017). Equality legislation 

is necessary because voluntarism does not work and systemic problems require 

systemic solutions therefore system-wide interventions are required at the macro-

national and meso-organisational levels (Abella 1984). The history of individual 

DG agency and advocacy over the years have been praised by Abella (1984) 

during her year long country wide consultations under the Royal Commission, 

which concluded that the change must happen at the systemic macro and meso 

levels rather than at the individual level.  

 

Kirton and Greene (2010) argue that the discursive and conceptual shift from 

equal opportunities to diversity management is theoretically significant and 

potentially damaging for the designated groups as the equality agenda 

emphasises the social justice paradigm, while the business case focuses on the 

individual and individual remedies. The emergence of managing diversity 

detracts from the persistent issues of structural disadvantages that overstate the 

agency of micro-individual level organisational members and is consistent with 

the disturbing drift towards the individualisation of the equality agenda (Noon, 

2017). Arguing against the turn towards the individual as an agent-focused 

approach in the face of persistent structural constraints, Noon (2017) proposes 

the reconsideration of positive measures and interventions at the organisational 

level to increase DG representation. In fact, despite the resistance to quotas, 

positive measures are proposed by scholars (Abella 1984; Noon 2010, 2012, 

2017) and supported by legislation such as the UK’s 2010 Equality Act and 

Canada’s EEA, CHRA, CCRF. Thus, the EDI model in this study justifies the 

elimination of the micro level to make the model more parsimonious and workable 

by focusing on the two salient macro and meso levels and empirically validates 

them in Canada to advance theory. 

 

6.10 The Effectiveness of the EEA 

The findings of this study question the effectiveness of the EEA and argue that 

there is a policy-practice gap. LEEP employers acknowledge that all the DG are 

under-represented and are looking for ways to increase their numbers. However, 

in practice, they are not actively implementing their plans to achieve successful 

DG outcomes, because arguably, there are no legal sanctions or negative 
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consequences imposed by the EEA when DG targets are not met.  

 

This is an important new finding of this study - that the EEA legislation, while 

effective in making LEEP employers recognise and appear to address the 

problem of DG underrepresentation at a policy level, it is ineffective in actually 

making LEEP organisations deliver on their promises. LEEP employers, 

programme evaluators and stakeholders complain that the EEA is a ‘head count’ 

and a ‘numbers game’, only with no teeth (HRSDC 2012).The findings of this 

study suggest that while the EEA is having a positive effect on LEEP 

organisations’ employment equity planning efforts, it is not effective in actually 

translating these plans into increased DG-LMA representation. The proof is in the 

past thirty-three years of the EEA’s failure to achieve DG-LMA representation in 

LEEP organisations. This suggests that the EEA itself needs to be strengthened, 

because it appears to be misguidedly focusing exclusively on LEEP employers’ 

EEA annual reports, DG counts and future employment equity plans that identify 

goals and soft targets to address their failure to achieve hard DG targets. Thus, 

the EEA can become more effective by imposing penalties and sanctions for DG 

underrepresentation in LEEP organisations. This study also contributes to the 

debate on ‘quotas’, which has been plaguing affirmative action policies and has 

specifically led to a backlash against affirmative action in the US. Quotas were 

deliberately avoided in the Canadian EEA by setting soft goals and targets 

(Abella 1984), but this study recommends that the LEEP employers’ action plans, 

need to have some consequences through monitoring and accountability for 

failing to achieve DG-LMA representation.  

 

The literature clearly reports that LEEP organisations employ fewer DG members 

than the regulated LMA targets. The findings of this study show that limited 

success of LEEP organisations achieving proportional representation for the four 

DG is significantly worse than reported in the EEA-AR (2017). The levels of 

Aboriginal Peoples and Persons with Disabilities were stable but low and below 

their LMA. Only Visible Minorities experienced growth beyond their LMA, but with 

the caveat that this information out of date because of the 5 year census data 

collection lag (Weiner 2014). Only the data for Women is available annually from 

the labour force statistics, where gender identification is included. The fact that 

the representation of Women was lower in 2017 than in 1986 indicates the 
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shortcomings of EEA in achieving equality for women. More current annual LMA 

data, would undoubtedly reflect higher levels of DG-LMA to be met for the other 

DGs as well. There is no doubt that overall, there are some companies that are 

doing well, but these are very few and relevant for only some of the DG. Results 

of the DG representation levels show that organisational size matters, where 

those with more than 1000 employees did well while those with under 1000 

employees did less well. There also tends to be more transparency in larger 

companies who generally publish their annual narrative EEA report and 

information on their website while the majority of the smaller companies do not. 

 

The motivation for this research was to investigate the outcomes of the 

implementation of the EEA in Canada through the federal LEEP. The objective 

was to assess the effectiveness of the implementation of the LEEP and the 

outcomes for the DG. After thirty-three years of the EEA, there is a need for 

reflection on the past, on where LEEP employers are now, and on how they 

should go forward. The results of this study show that LEEP organisations are 

still not representative of the DG in proportion to their LMA. Given the findings of 

this study, that over the past 30 years, the LEEP has been largely unsuccessful 

in the majority of the regulated organisations, there is a strong case that the way 

forward is to impose legal and financial penalties for failure to meet targets for 

LMA proportional DG representation, instead of the current penalties for non-

reporting. The recommendations from the findings of this study are consistent 

with calls by others (Bakan and Kobayashi 2000; Lum 2008), that acknowledge 

while legislation has a central role to play directly in combating discrimination and 

indirectly in reducing prejudice and conflict, without enforcement, any law is 

ineffective: 

 

‘Legislation is not, in fact, aimed at prejudice at all, at least not directly. Its intent 

is to equalize advantages and lessen discrimination… Law is intended only to 

control the outward expression of intolerance. But outward action, psychology 

knows, has an eventual effect upon inner habits of thought and feeling, and for 

this reason we list legislative action as one of the major methods of reducing, not 

only public discrimination, but private prejudice as well’ (Allport 1954:469-70). 
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While the purpose of the EEA is to equalise advantages and lessen discrimination 

against the four DG, lack of enforcement renders the EEA ineffective in achieving 

its goals. Moreover, the primary focus on compliance with LEEP annual reporting 

on plans and targets, with a penalty for non-reporting but no penalty for failing to 

achieve the DG outcomes, has resulted in glacially slow movement despite the 

progressive spirit of this important legislation. The majority of the EDI literature 

consistently highlights the importance of monitoring and evaluating diversity 

programmes but also laments the absence of such measures. The Conference 

Board of Canada survey shows that only half the respondents monitor or evaluate 

the effectiveness of their companies’ diversity programmes (Taylor 1995). 

 

‘Employment equity policy can and does have a beneficial impact on 

representation, career development and pay for minority groups when it is 

legislated, mandatory and formalised, and when employers’ compliance with its 

requirements is monitored, with meaningful consequences for failure to comply’ 

(Agocs 2014a:10). 

 

The findings of this study are consistent with Canadian government’s own 

findings (HRSDC 2012), which concluded there is evidence that members of the 

DG continue to experience disadvantages in the Canadian labour market. 

Moreover, people who belong to more than one DG face even greater 

disadvantage. The evaluation’s findings indicate that not only does discrimination 

in the employment of DG still exist, but it has evolved into more subtle ways. 

LEEP and FCP employer ‘compliance with the development and implementation 

of employment equity plans is still low, with stakeholders suggesting that 

employers may be doing the minimum to comply with the program requirements 

under both LEEP and FCP, until they are subjected to compliance audits or 

reviews’ (HRSDC 2012: vi). DGs in both the LEEP and FCP are all 

underrepresented, with the biggest gaps in representation of Aboriginal Peoples 

and Persons with Disabilities. Enforcement mechanisms for LEEP and FCP 

employers are rarely applied, and the enhancement of enforcement mechanisms 

are highly recommended (HRSDC 2012).  

 

 

 



162 

An important implication of these results is the need for further policy 

development. Currently, the FCP organisations are not even required to submit 

an annual report. For LEEP employers, submitting an annual report is the end of 

their responsibility as there are no enforcement mechanisms for their plans nor 

time constraints for achieving any DG-LMA targets. At the current rate, without 

enforcement, the process of creating LEEP plans could continue indefinitely 

without actually achieving their stated goals. Based on this study’s findings and 

discussion, it is imperative to call for zero-tolerance enforcement of financial and 

legal penalties for underrepresentation of DG proportional to their LMA as a 

deterrent, and to bestow awards on LEEP employers only if they achieve DG-

LMA overrepresentation. Currently, there are no penalties for the former and 

there are plenty of awards for making efforts to achieve employment equity. This 

study proposes that such awards should only be given for the actual outcomes of 

meeting or exceeding DG-LMA, rather than just for effort. Therefore, this study 

supports other researchers in their call for more robust, evidence-based 

monitoring to make diversity policy effective because the lack of standardised, 

consistent, regularly produced indicators of measurable goals is a barrier to 

genuine progress in the area of diversity policy (Zaboralska et al. 2017). 

 

6.11 Transparency and Access to Public Data 

 

Transparency and access to public data is a challenge for EDI scholars (Kulik 

2014). One of the key implications of this study is uncovering the state of 

accountability and transparency in EEA-AR reporting and the access to public 

data as mandated by the EEA where creating barriers for access to this 

information is counter to the Act.  Where earlier EEA-AR listed FCP organisations 

and their employee counts, this information was removed under the Conservative 

government in 2006, a practice that continues to date even under the Liberal 

government since 2015. The EEA-AR to Parliament no longer identifies individual 

LEEP organisations and their DG-LMA ranking, only overall aggregate results. In 

addition, complete EEA data are not easily available to the public for research 

purposes. In this case, only the numerical employee data are released, not the 

organisational qualitative reports, which were considered to be confidential by 

ESDC despite assurances that strict research ethics standards would be 

enforced in this study, these were not accepted by ESDC directed us to request 



163 

access to these reports directly from the employers or through their websites. 

The difficulty of access to LEEP data is an important finding of this study and is 

consistent with the experience of other EDI researchers (England 2014; Weiner 

2014).  

 

6.12 Summary 

 

This chapter discussed the findings and implications of the research results and 

the validated EDI model. The purpose of this study was to investigate prevailing 

EDI policies and practices for DG-LMA representation outcomes in Canada’s 

federally regulated public and private sector LEEP organisations with 100 or more 

employees. This study was important in establishing a conceptual framework and 

EDI model as a contribution to EDI theory building and was the first empirically 

validated study of its kind in Canada. The primary research objective was to 

develop a theoretical framework to understand and interpret diversity strategies 

adopted by Canadian LEEP organisations to empirically validate the EDI model. 

The study used the latest available secondary data from the government on 

LEEP DG-LMA representation levels and primary data gathered from 440 LEEP 

organisations’ websites across Canada about their commitment to diversity in the 

workplace, and approaches to addressing the issues of implementing diversity 

initiatives and programmes. This study is important for both diversity researchers 

and practitioners as it reports on the current dismal status of DG representation 

in Canadian organisations under the federal EEA. It presents a generic EDI 

model that is useful for replicating studies in other countries and facilitating 

comparative analysis. This chapter has highlighted the EEA’s lack of success in 

achieving its aims and objectives in Canadian LEEP organisations for the four 

DG-LMA representation. DG continue to face systemic discrimination as initially 

documented in the Abella (1984) report. EEA has been largely ineffective and 

Canada must re-evaluate its EEA equality legislation to strengthen the 

compliance requirement for achieving DG-LMA to go beyond merely submitting 

an annual report. Regulated organisations should be incentivised to be more 

transparent and accountable for actually attaining DG-LMA representation 

targets by implementing stringent sanctions for failing to do so, and introducing a 

commitment to research and data access to investigate further the factors leading 

to successes and failures that will inform and improve future policy and practice.
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Chapter 7  – Conclusion 

 

7.1 Introduction 

 

Workforce diversity is on the increase in most countries across the world, leading 

governments to establish constitutional and legal frameworks to protect minority 

groups who face discrimination and marginalisation in the workplace (Haq 2004, 

2010, 2014, Klarsfeld et al. 2014; Nkomo et al 2014; Bendl et al 2015). A 

comprehensive review of the literature suggests that while employment equity 

policies have had some positive effects, all of the four designated groups are still 

disadvantaged in Canadian workplaces (Agocs 2002, 2014c; Jain and Lawler 

2004; Jain et al. 2010; Haq and Ng 2010; Jain et al. 2010; Ng et al. 2014; Henry 

et al. 2017). For example, despite the proliferation of employment equity policies 

within Canadian universities, women, racialised and indigenous professors 

remain more underrepresented and disadvantaged now, three decades after the 

Employment Equity Act, and there appears to be little real change in the way 

these institutions operate (Henry et al. 2017).  

 

The current state of inequality in employment was the motivation for this study to 

investigate the actual representation of the four designated groups (DG) – 

Women, Aboriginal Peoples, Persons with Disabilities, and Visible Minorities – in 

the federally regulated Legislated Employment Equity Program (LEEP) of the 

Employment Equity Act (EEA) in Canada. The government’s own findings confirm 

that more needs to be done because the EEA has not achieved its goal of 

ensuring employment representation of the DG proportional to their labour market 

availability (EEA-AR 2017). Equality, diversity and inclusion (EDI) research has 

made a lot of progress in understanding the policy-practice gap over the past two 

decades since the turn of the century. However, many studies are based on a 

one-dimensional analysis that typically involves the unit or individual level of 

investigation. Researchers are calling for more EDI studies that are empirical, 

contextual and multilevel to address complex multidimensional EDI challenges, 

policies and practices (Nishi and Özbilgin 2007; Syed and Özbilgin 2009). In this 

study, a multidimensional approach was taken to investigate the macro and meso 

levels of EDI in 440 federally regulated public and private sector Canadian LEEP 

organisations under the EEA. A proposed conceptual EDI model was developed 
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and empirically tested using partial least squares, structural equation modelling 

and path analysis. In this concluding chapter, the findings, contributions and 

implications of this study are summarised, the limitations presented, and 

directions for future research are suggested. 

 

7.2 Research Synopsis: Summary of issues investigated and key 

findings  

 

Canada has a positive reputation for its equality, diversity and inclusion efforts 

through multiculturalism (Ghosh 2014; Mann 2012; Metz et al. 2016; Ng et al. 

2013) and EEA (Jain et al. 2003; Agocs and Osborne 2009). But the reality is 

quite different. Discrimination based underutilisation of minority groups has 

historically been widespread, costly, and detrimental not only at the micro-

personal level for DG individuals’ well-being, but also at the meso-organisational 

competitive level, and at the macro-country societal and economic level. The 

extant EDI literature identifies legislation based on social justice as the most cited 

reason for implementing EDI programmes, followed by the business case 

rationale. However, some researchers contend that in hiring practices, the issue 

of meritocracy always trumps equality; otherwise there is a backlash against EDI 

(Bakan and Kobayashi 2000). This conflicting discourse informed the research 

objectives for this study: 1) To assess the impact of macro-national level equality 

legislation on meso-organisational level EDI focus and programs. 2) To evaluate 

individual LEEP organisations’ success in meeting DG-LMA representation in 

four federally regulated private sectors: Banking, Communications, 

Transportation, Other. 3) To develop a multilevel EDI model that is empirically 

validated in Canada and is generically applicable to other country contexts for 

benchmarking and comparative studies. These research aim and objectives led 

to the following research questions: How does the macro-national level EEA 

legislation in Canada influence meso-organizational focus in LEEP organizations 

for implementing EDI? What is the influence of Information and Action programs 

on designated group representation in LEEP organizations? What is the influence 

of industry sector on designated group representation in individual LEEP 

organizations?  

 

To answer the research questions and fulfil the research aims and objectives, 
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this study examined the representation of the four DG (Women, Aboriginal 

Peoples, Persons with Disabilities, and Visible Minorities) in 440 federally 

regulated LEEP organisations in Canada. From the discourse on the Canadian 

multicultural and legislative context, EEA-regulated organisations appear to 

operate with a reactive, compliance-based focus as EDI programmes are driven 

by the legal framework. As long as the minimum requirement of reporting is 

fulfilled, the LEEP programme is perceived to be successfully compliant, 

regardless of the actual DG-LMA representation within the company. A critical 

review of the EDI literature identified major gaps that were addressed by 

developing a conceptual theoretical EDI model for examining LEEP organisations 

and their DG representation outcomes. Using a positivist approach and deductive 

process, hypotheses were developed and a path model was developed to test 

the relationships between variables. In order to mitigate the difficulties in EDI data 

collection this study adopted a process of accessing secondary DG-LMA 

quantitative data for all the 477 LEEP organisations from the federal 

government’s Employment and Social Development Canada (ESDC) Labour 

Program department followed by gathering and analysing primary quantitative 

data from the websites of the 440 individual LEEP organisations in this sample. 

The results and implications highlighted that both a reactive and proactive focus 

were positively associated, addressing the first research question. The reactive 

focus was in response to the external pressures from the EEA legislation, rather 

than voluntary, and the proactive focus was in response to internal organisational 

pressures. Both the reactive and proactive focus were positively related to 

Information Programmes, indicating that LEEP organisations are promoting and 

publicising their EDI efforts. However, Action Programmes were negatively 

related to influencing DG-LMA representation in the four industry sectors.  

 

In summary, many common themes and implications have appeared in this study 

from the results and discussion of the four DGs presented in Chapter 6. First, 

while the Canadian government’s thirtieth EEA-AR 2017 reports that EEA has 

not achieved its goals, based on aggregated overall LEEP data, these results 

clearly show that each DG is significantly under-represented in the majority of 

individual LEEP organisations. Second, this under-representation is conservative 

and may be obscuring a large problem as a result of the dated LMA data, which 

does not capture the current actual numbers to set accurate DG targets. In 



167 

addition, since the LMA is based upon recent work history and availability to work, 

it excludes people who have traditionally been discriminated against, 

marginalised and unemployed or otherwise out of the workforce. Third, each DG 

has within group diversity, yet treated as a homogenous group under the EEA 

without accounting for, or capturing, the nuances of their unique challenges and 

the unequal impact of their differences on their employment. Fourth, some DGs 

have issues around self-identification, which may be under-reported in the DG-

LMA and the firm data. Fifth, each DG has underlying pre-employment social 

support programmes needs that are systemic barriers to employment, as listed 

in the many recommendations of the Abella (1984) report, but not addressed by 

the government. Therefore, given the current flaws in the DG-LMA data and 

relying solely on presenting the aggregated LEEP DG-LMA annual report in 

Parliament is simplistic and problematic as it grossly under-estimates the 

enormity of the actual under-representation problem for all the DGs in the majority 

of individual LEEP organisations.  

 

Implications of the findings show that all the DG remain substantially 

underrepresented in the majority of individual LEEP organisations when 

compared with their LMA suggesting that the EEA has failed in achieving its 

objective of equality in employment in LEEP. After thirty-three years of the EEA, 

there is a need to reflect on the past, on the current situation as to where DG-

LMA representation in LEEP organisations is at present, and on the future as to 

how the LEEP should go forward to achieve its goals and objectives. The results 

of this study show that LEEP organisations are seemingly compliant with the EEA 

by reporting, yet fail to represent the proportion of DG to their LMA. This suggests 

that the problem may lie in the EEA itself, in that there is a requirement for LEEP 

organisations to file an annual report with sanctions for failing to do so. However, 

there are no sanctions for failing to achieve DG-LMA representation. Given this 

evidence, it is not surprising that LEEP organisations have been focused on their 

employment equity plans and reporting policies and procedures rather than 

actually increasing DG representation levels. With no sanctions for organisations 

failing to meet the DG-LMA representation, the focus for LEEP organisations is 

on reporting policies and procedures rather than implementation of them to 

achieve the targets set. This has led to the professionalisation of employment 

equity practitioners (Kelley and Dobbin 1998) adept at filling the necessary forms 
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and writing reports, without having a real impact on DG-LMA representation.  

 

7.3 Research Contributions 

 

This thesis has made two substantive original research contributions to the EDI 

field: theoretical and empirical. This study also bridges several EDI research gaps 

and provides important contributions for policy makers and practitioners. The 

policy-practice gap is filled by providing a unique and novel theoretical EDI model 

for federally regulated Canadian LEEP organisations’ EDI efforts and DG-LMA 

representation, currently not available in the literature. Secondly, this study 

provides empirical evidence from a national sample of 440 federally regulated 

Canadian LEEP organisations under the Canadian EEA legislation showing that, 

although highly praised around the world, the majority of individual LEEP 

organisations are underperforming in the actual DG-LMA representation 

achieved, despite the past three decades of the EEA. This is a considerable 

contribution to the field of EDI literature as this predictive theoretical model is the 

first ever to have been empirically tested and validated in Canada.   

 

7.3.1 Theoretical Contribution 

The major contribution of this study is the development of a new, predictive 

theoretical EDI model that is validated empirically in the context of Canada, as 

there is no such model currently available in the EDI literature. Critiquing the 

limitations of Syed and Özbilgin’s (2009) multilevel framework as lacking the 

specific variables for empirical validation, this study introduces and develops 

diversity constructs to empirically test the new parsimonious EDI model at the 

macro-national and meso-organisational levels, justifying the elimination of the 

micro-individual level as non-salient due to systemic structural constraints on 

individual agency and voice. Moreover, this parsimonious model was necessary 

because of the macro-government level country-wide LEEP reporting and meso-

organisational level LEEP DG-LMA reporting requirement makes it inappropriate 

to include micro-individual level lived experience data in the same model. 

Highlighting the limitations of a three level (macro-meso-micro) framework was 

an important theoretical contribution and is supported by calls for more ‘above 

the line’ rather than ‘below the line’ (Kulik 2014) EDI theory development research 

recognising that systemic barriers silence DG voice (Abella 1984; Noon 2017).  
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While the EEA legislation has been necessary to start EDI programmes, it has 

not resulted in achieving DG-LMA representation in the majority of individual 

LEEP organisations. The significant contribution of this study is the development 

and validation of the predictive EDI model that demonstrates the benefits of 

increased DG employment take-up by proactive and reactive organisational 

programmes. This is a novel approach that provides tangible evidence for the 

government and EDI stakeholders of ways forward to potentially break the 

deadlock between policy and practice. While the macro level EEA is necessary it 

is also insufficient, as it is based purely upon setting meso-organisational level 

DG targets, which cannot be challenged at the micro-individual level. Therefore, 

this study provides an original contribution towards an empirically validated EDI 

model, advancing diversity theory building. Consequently, this study is important 

to both diversity researchers and practitioners as it provides a workable model 

that is empirically validated. It also advances the EDI field by benchmarking 

Canada for future international comparative studies. The EDI model is generic 

and allows for a simultaneous account of the specific context and content of 

diversity management, which may be compared with various non-Western 

contexts and contents of diversity initiatives, at the macro and meso levels. This 

study applies the EDI model to Canada and provides the groundwork for this to 

be extended for cross-national benchmarking and comparisons in future 

research. This is a considerable theoretical contribution to diversity literature as 

this is the first EDI model to be empirically tested and validated in Canada.  

 

These findings fill an important theoretical gap in knowledge by demonstrating 

the link between macro-national level legislation and meso-organisational level 

LEEP response in Canada. Consistent with institutional theory (DiMaggio and 

Powell 1983), the coercive isomorphism of the exogenous EEA drives LEEP 

policies and practices for DG-LMA representation outcomes.  However, the 

hitherto unsuccessful response in DG-LMA achieved by individual LEEP 

organisations over the past three decades demonstrates that the EEA has not 

exerted enough force to change LEEP behaviour substantially to achieve the DG-

LMA representation goals. The minimal ways in which individual LEEP 

organisations are engaging with the EEA makes clear the limitations of target 

setting as mere aspirational versus the substantive protection of the DG that is 

necessary for achieving equality in employment. As a direct comparison, the 
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Equality Act (2010) in the UK has no requirements for setting targets yet 

substantively protects designated groups by empowering them to challenge 

unequal treatment by the employers under the Act. There is no such provision 

under the EEA as there is no mechanism for redress, making it impossible for 

individuals to challenge under-representation and lack of meeting the targets set 

by the LEEP employers in their EEA annual report.  Thus, this EDI model is an 

important theoretical contribution because it identifies and highlights the 

limitations of the LEEP that are evidenced empirically and calls for a review for 

strengthening the EEA. 

 

Although inspired by Syed and Özbilgin’s (2009) multilevel relational framework, 

this study identified and highlighted their broad framework’s limitations and 

developed a new parsimonious EDI model that was empirically tested in Canada 

and may potentially be used for comparison with other country contexts as well. 

This EDI model serves five purposes. First, it serves as an analytical framework 

when comparing the different EDI focus, programmes and DG representation 

outcomes across multiple organisations. Second, it provides meaningful 

empirical evidence about those programmes to inform practitioners and assist 

them in their quest for evidence-based arguments to secure resources for EDI 

interventions, policies and practice. Third, this model can serve as a theoretically 

grounded and empirically sound quantitative assessment tool for EDI scholars 

and practitioners. Fourth, this model can help systematise knowledge to aid the 

design of EDI programmes. Practitioners can use this model to make more 

informed choices when designing EDI interventions. Fifth, this model can enable 

comparative assessment of the successes and failures of EDI programmes in 

achieving DG representation outcomes across countries on the macro and meso 

levels of policies and practices.     

 

7.3.2 Empirical Contribution 

This study highlights the serious empirical limitations of the EEA-AR 2017 for 

using national aggregate LEEP data to justify the country’s overall performance 

in EDI progress when the majority of individual LEEP organizations are evidently 

failing in achieving the required DG-LMA. The research findings make a 

significant contribution to knowledge by identifying and empirically mapping 440 

individual LEEP organisations and their DG-LMA representation. An additional 
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empirical contribution involves the findings related to DG-LMA representation in 

four industry sectors: Banking, Communication, Transportation, and Other. Third, 

this research contributes to knowledge by empirically testing and validating the 

hypothesised relationships in a new path analysis EDI model, which was the first 

of its kind in Canada. The fourth contribution is the predictive empirical 

relationship found from the comparison of the path coefficients between the LEEP 

and DG-LMA representation. While the EEA regulates LEEP organisations, the 

primary focus is on the annual report of the DG labour market availability 

representation levels within the organisation and their soft employment equity 

goals attempting to reach the targets via action plans and programmes. The 

surprising results of this study show that the relationship between Action 

Programmes and DG-LMA representation is actually inverse. When DG-LMA 

representation goes down, Action Programmes increase. When DG 

representation goes up, Action Programmes decrease. An important implication 

of this is that the impact of the EEA acts as a ceiling, not the floor, for DG-LMA 

representation in LEEP organisations.  

 

The LEEP reporting process starts with a workforce analysis. If DG-LMA is low, 

the LEEP organisation’s annual report can justify it and outline greater efforts in 

Information and Action Programmes to show that the organisation is committed 

to making future progress. If DG-LMA representation is met, the organisation 

rests on its laurels and often wins EEA awards for its efforts. Technically, the 

simple fact of submitting an annual report fulfils EEA compliance as there is no 

penalty for failing to achieve DG-LMA goals and targets. However, the inverse 

relationship between DG-LMA representation and Action Programmes is a major 

contribution to the EDI field and opens up a new avenue to examine LEEP failure 

in achieving DG-LMA representation. The implications of this study’s findings are 

important as they help to explain why even after thirty-three years the EEA is not 

working overall and across the majority of individual federally regulated LEEP 

organisations in Canada as all DG-LMA are still under-represented. In fact, EEA-

AR (2017) reported, for the first time in the history of the EEA, that Women had 

a lower LMA representation in LEEP organisations in 2016 than in 1986 when 

the EEA was established. 
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7.3.3 Bridging the EDI Research Gaps 

This study meets the need for bridging the EDI research gaps. Federally 

regulated organisations must do more than just comply with the government’s 

LEEP requirements, particularly since there is only an annual report required to 

fulfil compliance. The government has a problem in managing and sustaining its 

positive EDI reputation towards EEA commitment that it is trying to address by 

using aggregated LEEP DG-LMA data for reporting progress attributed to the 

legislation. However, individual LEEP organisations also have a problem that 

they are required to address by the EEA, essentially falling short of the DG-LMA, 

and they are responding by simply submitting annual reports for compliance, 

without actually achieving the set targets. Clearly, the EEA is necessary, but 

insufficient. There needs to be stronger legislation in order to develop effective 

practice, for example, the gender and ethnicity pay gap legislation in the UK. 

 

7.3.3.1 Research-practice gap  

Oswick & Noon (2014) present the trends in EDI, detailing how practitioners first 

identify and raise the EDI issues and trends that scholars then follow with 

research in the area. They argue that there is a gap between practitioners and 

scholars, calling for both to engage simultaneously in addressing EDI issues. This 

study responds to calls in the extant literature to bridge the research-practice gap. 

‘EDI practitioners need empirical evidence and academic researchers are letting 

them down’ (Kulik 2014: 131) and ‘missing the practice boat’ (Kulik 2014: 129). 

Drawing a line to distinguish formal organisational-level EDI policies, practices 

and procedures as ‘above the line’ and individual-level employee experiences as 

‘below the line’ Kulik (2014:129) argues that below the line research fails to 

address practitioner needs regarding which EDI activities to implement and when, 

leading to the research-practice gap. Consequently, there is a need for more 

above the line research providing empirical evidence for EDI practitioners. This 

study uses above the line information as primary data from 440 organisations’ 

documents and websites. Below the line information and knowledge from 

employees’ lived experiences requires collecting their responses to EDI practices 

and climate as to how these policies and practices affect them because the DGs 

are significantly under-represented in LEEP organisations. With most of the EDI 

research taking place below the line in individual organisations rather than above 

the line and across many organisations, this study contributes by providing 
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empirical evidence of EDI programme effectiveness to inform practitioners. 

 

7.3.3.2 Policy-practice gap 

The persistent gap between EEA policy and programmes in practice makes it 

difficult to evaluate equality legislation. There is a need for more effective 

legislation with greater formal organizational accountability than submission of an 

annual report. Agocs (2002) argues that the gap between policy and practice in 

Canada is due to the lack of political will to provide adequate legislative and 

administrative provisions for enforcement and compliance with the EEA. The 

1999 annual report of the Canadian Human Rights Commission (CHRC), 

responsible for overseeing the EEA, reports that of the 111 audits completed, 

only four employers were found to be in compliance. However, there are no 

sanctions in the EEA other than financial penalties due to failure to submit an 

annual report. This study fills the gap by measuring the DG-LMA representation 

policy and practice gap in 440 LEEP organisations. 

 

7.3.3.3 Theory-practice gap: Espoused versus enacted policy  

Kirton and Greene (2005) argued that formal EO policies are unreliable indicators 

of the actual organisational practices, beliefs and values towards equality issues. 

Hoque and Noon (2004) also proposed the “Empty shells” hypothesis whereby 

organisations use EDI simply as window dressing rather than making substantive 

changes in procedures. A critique of the business advantage case for diversity 

management is that, despite its rhetoric and narrow capitalistic emphasis, in 

practice, it has failed to achieve equitable employment outcomes for diverse 

employees. The critique of the social justice approach is that it has also failed to 

achieve DG-LMA representation despite decades of equality legislation. The EDI 

theory-practice gap is the disconnection between the law (in theory) and its actual 

compliance in organisations and wider society (in practice).Thus, there is a need 

for evidence-based research to inform the EDI theory-practice gap, which is 

addressed in this study by modelling 440 individual LEEP organisations’ DG-LMA  

attainment data along with their formal EEA policies and practices evident on their 

websites.  

7.3.3.4 Single versus multilevel analysis gap  

Syed and Ozbilgin (2009) argue that single level conceptualisation of inequality 

fails to capture the multilevel contextual nature of inequality. They propose an 
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integrated multilevel relational framework for the simultaneous consideration of 

interventions through legal obligations at the macro-national level; along with the 

organisational policies and positive action at the meso level; intersectionality and 

individual agency at the micro level can address inequality, but it has not been 

empirically validated in Canada. Recognising that institutions reproduce societal 

codes of inequality, key authors call for institutional action for the remediation of 

workplace inequality (Abella 1984; Kalev et al. 2006). This would involve 

assessing and removing structural or systemic barriers to equal participation in 

organisations, as elaborated by critical race scholarship and postcolonial theory, 

to address the inherent power relations embedded in societies. Therefore, this 

study fills the gap developing a new empirically validated EDI model addressing 

the macro and meso levels, arguing eliminating the need for micro level analysis 

until proportional DG-LMA is achieved in organisations that is necessary for the 

required critical mass of empowered DGs to address the balance of power and 

exercise their agency for challenging existing structural constraints. 

 

7.3.4 Contribution for EEA Policy Makers and Practitioners 

There is a disconnect between Canadian EEA policy makers and practitioners. 

The substantive findings of this study show that individual LEEP organisations 

need to go beyond the reactive compliance focus of submitting an annual report 

to a more proactive focus of achieving organisational effectiveness in their EDI 

programmes. EDI practitioners can use this research to better assess the needs 

of their own organisation, their own employees and their own business objectives 

using appropriate strategies. In developing tailored guidelines for policies and 

practices when selecting or implementing their own approaches to managing 

diversity, they can learn from the experiences of others to ensure success and 

avoid pitfalls. Regulators and policymakers can use this research in 

understanding and facilitating strategy development for successful diversity 

outcomes and future planning purposes.  

 

Research is critical in documenting the path by which organisations may recruit 

and retain a representative workforce. At present, human resource practitioners 

are limited by the noticeable absence of empirical research as little research has 

been conducted to date examining the relationship between diversity strategies 

and actual DG representation. Wentling and Palma-Rivas (2000) argue that 
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additional research from multiple perspectives is necessary to address the 

current status and future trends of diversity in the workplace. The issue of utility 

is particularly important in diversity research because the consequences of 

diversity play out in work-related settings involving high stakes for career 

advancement for the DGs. Given the growing diversity of the workforce, as well 

as consumers, better understanding of the consequences of diversity is needed. 

Scholarly research is critical to the development of reliable and defensible 

lessons for managing diversity in the workplace. As outlined in this chapter, the 

findings of this study also have a number of implications for diversity practitioners 

and strategic human resource management. In their assessment of the diversity 

literature, Wise and Tschirhart (2000) suggest that managers are using largely 

untested assumptions as a basis for implementing diversity policies, strategies 

and actions. Consequently, empirical research is needed to test the basic 

assumptions of the various approaches to diversity in order to provide practical 

lessons for managers dealing with increasing diversity in the labour pool, and 

also the increasing diversity of the client populations. The findings of this study 

can help practitioners to use these results to strategically support their investment 

in diversity policies and practices. 

 

7.3.5 Policy Contribution 

Empirical studies such as this one can provide a basis for developing public 

policy. As a contribution to policy, this study’s results show that Canadian LEEP 

organisations are primarily focused on complying with the legal requirements for 

EEA planning and reporting since there are penalties for not reporting. But this 

approach is limiting and has not resulted in increased DG-LMA representation 

outcomes because there are no penalties for actual underrepresentation of DG, 

raising calls for a much overdue EEA revision to include sanctions for DG 

underrepresentation. The importance of national EEA legislation and policy 

implementation, with regular reviews and revisions, as recommended by the 

Abella (1984) report, is supported by this study. The overriding issue in Canada 

is not simply that the EEA is ineffective but also that it has been reviewed and 

revised only once (EEA1995), over the past twenty-five years, instead of every 

five years, as stipulated in the EEA.    

 

EEA data are not easily available to the public for research purposes. First and 
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foremost, transparency and access to data are important public policy issues 

raised in this study and by other EDI researchers (Kulik 2014). When requested 

of the ESDC, only the numerical employee data were released, not the 

organisational qualitative reports since these are identified as confidential by 

ESDC. Even approved research ethics board consent forms ensuring 

confidentiality for research purposes were not accepted by ESDC to release the 

qualitative reports. Researchers were told to request the reports directly from the 

employers or go to individual employer websites to see if they are posted there 

for public access. Transparency and access to data from the LEEP employers is 

also an important policy issue raised in this study, as these data should be made 

publicly available for research purposes.  Secondly, current EEA annual reports 

to Parliament no longer identify, evaluate or rank individual LEEP organisations 

as previous reports did. Only the overall aggregate results and results by industry 

sector are reported. Thirdly, this study argues that the EEA legislation currently 

covers a very small number of federally regulated Canadian organisations and 

should be expanded to cover all employers, federally and provincially, as 

recommended by the Abella report (1984). Fourthly, this study makes policy 

contributions by condemning the actions taken by the Conservative government 

to erode the EEA by cancelling the long-form census, thereby jeopardising the 

gathering of precise DG data. Furthermore, raising the FCP threshold from 

$200,000 to $1 million has reduced the number of employers and employees 

covered by the EEA. In addition, policy interventions are required to encourage 

self-identification by individuals belonging to the protected groups, to give agency 

to individuals and balance how responsibility is shared for accommodation 

between the employee and employer.  

 

The main findings of this study have direct implications for policy and 

practitioners. To the best of our knowledge, this is the only empirically tested 

Canadian research study which has included a practitioner-related programmes 

component in its theoretically integrated EDI model. Thus, the empirically tested 

theoretical EDI model developed in this study is particularly useful for policy and 

business practice. The model developed and tested in this research may assist 

in the systematic identification and evaluation of the broad range of factors that 

influence an organisation’s EDI programmes and policies. Specifically, from a 

managerial perspective, the EDI model of this study can be used as a 
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comprehensive tool to implement and review appropriate EDI strategies. The 

study findings show that in Canadian LEEP organisations, planned strategies 

towards EDI are valuable because organisations should be able to make better 

decisions and articulate EDI strategies on the basis of their programmes and DG 

representation. This ultimately could impact the effectiveness of EDI efforts and 

the justification of resources dedicated to the cause. Additionally, this study 

highlights the point that the context and focus can introduce specific benefits to 

EDI processes. Therefore, based on this study’s findings, an important 

implication is that managers should be aware of the importance of the macro and 

meso pressures as determinants of EDI programmes and DG representation 

outcomes in their organisation. 

 

From a public policy perspective, the results obtained during the course of this 

research point to the importance of the facilitation role of government in the 

implementation of EDI programmes in organisations. Overcoming barriers to 

bridging linkages between diversity managers may be enhanced by public policy 

intervention initiatives. Moreover, the findings of this study highlight how 

important it is that policymakers and managers do not view EDI in isolation from 

the need to strengthen their workforce. Rather, appropriate measures and 

programmes for recruitment and retention should be designed with the aim of 

improving DG representation. In addition, policymakers should be aware that 

leveraging the competencies of DG to jointly perform activities for strategic 

purposes may be beneficial in overcoming the natural constraints that EDI 

initiatives face.  

 

Nevertheless, this study’s findings suggest that both policymakers and 

practitioners can benefit from the insights of these results. Industry-specific 

factors may play a more critical role than prior research on EDI has suggested. 

Putting this finding into context, there is a need for policymakers to address 

tailored support measures to assist the EDI efforts of organisations in the early 

stages of their establishment. Reviewing the findings of this study, the need for 

new approaches to EDI becomes quite clear. If policymakers and managers are 

committed to trying to realise the full potential and benefits of EDI, they should 

plan their programmes carefully to maximise the strategic advantages. Also, 

management’s perception of EDI as an external constraint is of critical 
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importance, among other environmental conditions, being likely to represent a 

threat to the development of an organisation’s EDI programmes. Proactive EDI 

within a supportive environment contributes to the development of successful 

programmes which should be fostered in future policies. Furthermore, policies 

aimed at enhancing the EDI efforts of organisations should be innovative, flexible 

and holistic, rather than being viewed as a set of isolated measures.  

 

Reporting DG intersectionality is clearly a missed opportunity that needs a policy 

intervention. LEEP organisations spend a lot of time and resources collecting and 

reporting the DG data. However, they do not report on intersectionality between 

the four DG because there is no requirement for them to do this under the EEA. 

Thus, a policy recommendation is to include DG intersectionality in the reporting 

of data. Moreover, LEEP organisations represent the best case scenario as 

organisations under the Federal Contractors’ Program (FCP) do not submit 

annual reports, and there is no evidence of voluntary EDI programmes in Canada 

(Abella 1984; Jain et al 2010; Anand 2014). Since LEEP organisations account 

for only a few of all employers in Canada, it is likely that DG-LMA representation 

in the many remaining unregulated employers is even worse. This calls for 

extending the organisations covered by the EEA. This study supports the Abella 

(1984) report recommendation that provincial EEA, implemented, monitored and 

enforced across Canada, would widen the legislative coverage to protect more 

DG. 

 

7.3.6 International Comparisons and Standards 

There is a need for more international EDI comparisons and standards 

addressing the diversity of diversity issues worldwide. EDI research and 

experiences of organisations in Western countries, such as Canada, the US, the 

EU, and the UK demonstrate that their equality legislation is primarily focused on 

Western worldview and economic outlook. Emerging economies in countries, 

such as, Brazil, Russia, India, China, and many African countries have complex 

diversity issues that have been largely ignored in the mainstream (Klarsfeld et al, 

2014). For example, in India the affirmative action legislation has been driven by 

the design and implementation of public policies that comprise measures to 

support the integration of caste-based differences (Haq 2010, 2012, 2013, 2014; 

Haq and Ojha 2010). However, policymakers need to be aware of the 
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complexities of EDI context. This study presents an integrative multilevel EDI 

model for policies and practices that will be useful in the future design and 

implementation of state and private programmes with the objective of increasing 

DG-LMA representation. In addition, because this model is generic, it can be 

useful for international comparative studies. 

 

Moreover, the EDI discourse will potentially change significantly in the near 

future, given the new ISO 30414 Human Resource Management-Guidelines 

for internal and external human capital reporting by the International 

Organization for Standardization (ISO 2018) in December 2018, as publicly 

traded companies will be able to benchmark their human capital. Diversity is 

included as one of several metrics that will make it an important national and 

international benchmarking tool influencing investor confidence and scrutiny. 

Research focus on EDI will increase. Therefore, the findings of this study and 

the predictive EDI model developed are important in making a meaningful 

contribution.  

 

7.4 Limitations 

 

While the results of this study have made theoretical, empirical and 

methodological contributions to EDI research and have a variety of policy and 

business-practice implications, it does nevertheless have a number of limitations. 

First, there are 14 occupational levels for EEA purposes, representing the 522 

individual occupations under the National Occupational Classification code for 

Statistics Canada data gathering. These are: Senior Managers, Middle and Other 

Managers, Professionals, Semi-Professionals and Technicians, Supervisors, 

Supervisors - Crafts and Trades, Administrative and Senior Clerical Personnel, 

Skilled Sales and Service Personnel, Skilled Crafts and Trade Workers, Clerical 

Personnel, Intermediate Sales and Service Personnel, Semi-Skilled Manual 

Workers, Other Sales and Service Personnel, and Other Manual Workers. 

Including all these occupational levels would better indicate the spread and depth 

of DG at all levels of LEEP organisations. Furthermore, future EDI research on 

Canada must empirically evaluate the effectiveness of the EEA legislation and 

policy on the rate of progress for the DGs at all occupational levels and through 

the pipelines of part-time, full-time, promotions and career trajectories, rather 
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than the simple overall DG-LMA in the organisation. At the time of this study, this 

was not possible as this research was focused on the low DG representation in 

LEEP organisations because the first step is to actually bring DGs into these 

organisations. This is a recommendation for future research. Second, this study 

involves only the four diversity dimensions included in the Canadian federal EEA, 

namely Women, Aboriginal Peoples, Visible Minorities and Persons with 

Disabilities. As multiple designation status is not a LEEP reporting requirement, 

this study left the impact of the ‘double whammy’ effect, such as being an 

Aboriginal woman or a visible minority person with a disability, unexamined. The 

impact of intersectionality of multiple identities could not be explored due to the 

lack of data. Also, many other forms of diversity, such as, age, education, religion, 

family status or sexual orientation, were not explored as these are not covered 

by the EEA and data are not collected by organisations. Third, although the 

entire available 440 of the 477 LEEP organisations population was used, this 

might have introduced some bias into the findings. However, with only 7.76% 

of the organisations, of various size and from a variety of industries, missing 

from the study this is likely to be, at most, minimal. 

 

7.5 Directions for Future Research for Canada 

 

The investigation carried out in this study has offered new insights for EDI 

researchers and scholars. The EDI model developed in this study may contribute 

to a more holistic understanding of the complex phenomenon of the LEEP 

organisations, which would benefit from further empirical investigations. The 

comprehensive nature of this study also indicates several directions for future 

research. The broad range of variables included in this study’s EDI model is seen 

as a future line of research, as there is a need for more empirical investigations 

of EDI in organisations within Canada and around the world. 

 

The multilevel integrative relational approach taken at the macro and meso levels 

in this study is a first in Canada. The findings from the EDI model developed and 

empirically validated in this research suggest that it is applicable for 

benchmarking and future cross-national comparative studies. Future studies 

focusing on DG representation in permanent and part-time work and at various 

salary levels, and DG promotion rates in all 14 occupational groups in each of the 
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four regulated sectors would give a detailed DG career profile of Canadian LEEP 

organisations. A comparison with non-legislated organisations would be most 

beneficial to assess the success of legislated versus voluntary EDI programmes. 

Future diversity studies could also extend their EDI programmes and data 

collection to external stakeholders, to measure diversity outcomes from a wider 

perspective. 

 

Given the increased international focus on diversity in the workforce, this study 

can inform and guide the setting of the academic and practitioner research 

agenda for educating current and future managers in all fields related to 

managing or providing products and services to diverse stakeholders. The most 

interesting aspect of this study in this regard is the integrative multilevel relational 

EDI model that can be used for comparing and benchmarking international 

diversity strategies between countries. It provides a window into our 

understanding of the importance of organisational responses to macro-level 

external and meso-level internal pressures and their impact on the EDI focus 

adopted by a firm, which ultimately guides the diversity programmes it 

implements. The results confirm that regulated organisations focus on reactive 

compliance with diversity legislation in the workplace. This study is inspired by 

the multilevel relational framework of Syed and Özbilgin (2009) but recognises its 

limitations and develops a predictive EDI model that is validated for Canada and 

can be used for international benchmarking and comparative studies.  

 

The findings of this study confirm that LEEP organisations started their diversity 

programmes in response to the EEA legislation, yet their workforce remains 

under-representative of DG-LMA after thirty years of the EEA. However, only a 

handful of studies have attempted to assess the consequences of diversity over 

time and at all levels of an organisation (Watson et al. 1998). Because the 

benefits of diversity mature over time, there is a need for more longitudinal 

research at the individual, group and organisational levels in a diversity context. 

This should be coupled with more focus on understanding the evolutionary 

process of learning, accommodation and cooperation between organisations and 

their diverse employees and stakeholders. Further to the limitation of its cross-

sectional characteristic, the sample chosen for this study comes from only the 

four industries covered by the EEA legislation: Banking, Communication, 
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Transportation, and Other. This has limited the ability to generalise the results 

obtained beyond the scope of this study. The findings of further investigations 

would be enriched by comparisons between organisations in selected emerging 

industries focusing on human resources, knowledge management, skill 

development and talent management, and how they compete for advantage in 

their workforce recruitment and retention. 

 

Once the DG-LMA is reached in individual LEEP organisations, there will be an 

equally important need for future studies to explore EDI at the micro-individual 

level as experienced by the four DG, to assess their inclusion within the 

organisation as manifested in their lived experiences. This will require a 

qualitative approach with in-depth interviews and focus groups. Such studies 

could cover multiple identities as well as the intersectionality of lived experiences 

using a phenomenological approach. Although intersectionality is currently not 

assessed or reported by LEEP organisations, it is a critical aspect for future 

consideration and research. At the same time, it would be useful to compare DG 

experiences with those of individuals from groups that are currently non-

designated, for example LGBTQ, who would like to be included under an 

expanded EEA. Finally, noting that there has been an overly negative view of 

EDI, future studies should draw on positive organisational studies to inform the 

positive aspects of a diverse workforce in creating truly multicultural 

organisations. 

 

Intersectionality is another future direction for research since there is much more 

complexity to this discussion than the minimal LMA representation outcomes for 

the four DGs under the EEA. The intersectionality of inequality and discrimination 

faced by these groups is complex, with multiple overlapping issues that 

exacerbate oppression and injustice (Crenshaw 1989; Nkomo and Cox 1989; 

Agocs 2014; England 2014; Henry et al. 2017). There is a strong case for viewing 

the EEA as a missed opportunity because it has overlooked issues of 

intersectionality. LEEP organisations spend a lot of time and resources collecting 

and reporting their DG data. However, they do not report on intersectionality 

between the four DGs because there is no requirement for this in the EEA. 

Furthermore, with an ageing population, the intersectionality with age becomes a 

salient issue for all the DGs. With increasing religious discrimination in the 
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workplace (Groschl and Bendl 2015; Haq 2015a; Sharma and Haq, 2018), 

intersectionality of the DGs and religion also becomes salient. Canada is 

recognised as one of the most progressive countries in the world for sexual 

minorities who can legally get married, adopt children and self-identify for 

workplace benefits and accommodations. Therefore, LGBTQ intersectionality is 

a salient issue. Given that anyone can develop a disability during their lifetime, 

disability is a salient intersectionality for everyone, particularly all DGs (Hunt et 

al. 2014). Although intersectionality is clearly not assessed by the LEEP 

organisations, it is a critical issue for future consideration and research, 

complicated further by the additional challenges of self-identification by the DG 

within already precarious and discriminatory workplaces. 

 

7.6 Conclusion 

 

Discrimination takes shape in the macro country context where the socio-political 

factors, legal framework, demographics and history determine the salience of 

social identity in society and the workplace (Prasad, Pringle & Konrad 2006). 

Empirical studies undertaken in several countries have confirmed that historically 

discriminated groups continue to remain disadvantaged and disempowered in 

organisations, relative to their white male counterparts, despite a plethora of 

equal opportunity laws and organisational initiatives around the world. Canada 

has a rich history of diversity in its population and laws to protect its labour 

force from discrimination, yet four designated groups (Women, Aboriginal 

peoples, Visible Minorities, and Persons with Disabilities) continue to face 

insurmountable systemic barriers in the workplace. Multi-generational 

workplace discrimination experiences of the designated groups are taking a 

toll, not only on their well-being but also on Canada’s international reputation 

as a multicultural country proud of preserving and celebrating its diverse 

population. In a review of thirty years of evidence in evaluating the history and 

influence of the landmark Abella Report (1984), Canadian EDI scholars and 

practitioners conclude that “effective employment equity policy is needed 

more now than ever” (Agocs, 2014: 319) and call for widening as well as 

strengthening the EEA further. This study provides empirical evidence of the 

failure of the majority of individual LEEP organisations in achieving DG-LMA 

and joins the calls for strengthening the EEA.  
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