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About McDowall Associates

Á Executive Compensation Consulting

Á Board Advisory Services

Á Job Evaluation and Leveling

Á Pay Equity Audits and Plans

Á Compensation Outsourcing

Á Custom Surveys & Market Reviews

Á Performance Management

Á Sales Compensation

McDowall Associates was first established over 20 years ago.  We are a 
privately owned Canadian mid-sized compensation consulting firm.
Our team has 12 associates and is growing.  
Our services include: 

Our approach to compensation consulting is to have views on issues

and offer practical and innovative solutions and processes in 

helping clients with compensation matters.



How it all started éééé

Some of the old adds say it alléé

ÁHuman Rights legislation -

Canada

ÁProvincial Legislation ï

Ontario and Quebec

ÁOther Provinces 



Changing Demographics

ÅCanada ranks highly in terms of female 

workplace participation rate.

ÅThe past several decades have witnessed 

dramatic growth in the share of women who are 

part of the paid workforce. 

ÅIn 2006, 58% of all women aged 15 and over had 

jobs, up from 42% in 1976. 

ÅIn contrast, the proportion of men who were 

employed in 2006 (68%) was below the figure 

recorded in 1976 (73%). 
Å (Source StatCanada)



× Source StatCanada
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Weôve come a long way, Baby!

Dual income families 
represent 63% of 

Canadian households

Since 1980, the number 
of women earning more 
than their spouses has 

tripled!

Women are 
exceeding men in 

university 
enrolments!

Female workforce 
participation is up to 

a record 63%!

Women hold more than 
52% of professional jobs in 

finance and business.

REMARKABLE 

IMPROVEMENTS

é

BUT WILL IT 

TAKE ANOTHER 

CENTURY TO 

REACH PARITY? 



Pressure is just starting to buildéé

Á Aging population will place greater impetus on firms to attract and 
retain high-potential women to fill skills shortage. 

Á Prediction:

Á Canada is behind Sri Lanka, Lesotho and Latvia at No 20, in a global 
measure of equality between men and women.

Á The estimated earned-income gap puts the country at 33rd in the 
world for this indicator.

Á Part of the gender wage gap can be explained by differences in 
productivity, occupational choice and experience. BUT A 
SUBSTANTIAL PORTION OF THE GAP CANNOT BE EXPLAINED 
BY SUCH FACTORS ALONE!!¹

× ¹Drolet, Marie ïThe Persistent Gap: New Evidence on the Canadian Gender Wage Gap

× World Economic Forumôs gender gap study-2010).

Successful firms of the 

future will proactively 

target women to win the 

War on Talent!



Here is the PE Challengeééé.

Á Current wage gap is approximately 15 to 20%. 

Á Will it take another 30 to 40 years to close this gap at an evolutionary 
pace (i.e. 5% per decade)? Or have we reached a plateau? 

ÁñVoluntarismò has proved a failure from a compliance standpoint. 

OR

Á Will Corporate Canada need to proactively reduce these gaps given 
talent shortages in the near future?

ÁWouldnôt it be better to adopt a pro-active position NOW as part of a 
Diversity Strategy given the looming talent issues?

Letôs look at where Corporate Canada  

has been putting their focus  to foster 

governance & diversityé 



Why is Diversity Important?

Á With the aging of the Canadian population during the next 20 

years as the baby boom generation retires, we will need to fully 

engage all Canadians of working age in the workforce. 

Á In the face of potential labour shortages, employers will miss out 

on opportunities for growth unless they recognize the potential of 

all groups in Canadian society.

Á The cost of failure to fully realize the potential of immigrants and 

women in the workplace is significant. It reflects untapped 

economic opportunities that quickly tally up to billions in lost 

wages, productivity and output.



Why is Diversity important?

0 50 100 150 200

Immigrant Gap

Gender Gap

Sources of the cost of doing nothing on today's 
diversity shortfalls  

Foregone annual personal income gap due to unequal 
labour force participation, employment rates, and average 

incomes compared to male non-immigrants

The Diversity Advantage: A Case for Canadaôs 21st Century Economy ïRBC Financial Group



What is Corporate Canada doing??

Commitment 
to  

Governance 
& Diversity

Comply with 
legal 

requirements

Increase 
Talent with 
Disabilities

Advancement 
of Visible 
Minorities

Advancement 
of Women

Commitment 
to New 

Canadians

Work/Life 
Effectiveness



How does PE fit into Diversity?

Commitme
nt to  

Governanc
e & 

Diversity

Comply with 
legal 

requirements

Increase 
Talent with 
Disabilities

Aboriginal 
Recruitment

Advancement 
of Women

Commitment to 
New 

Canadians

Work/Life 
Effectiveness



Why will PE become more urgent?

ÅIn line with any Corporate Boardôs strong emphasis on governance 
to ensure all HR programs are aligned with socially acceptable 
business practices.

ÅMitigates risk and penalties (both in reputational and hard legal 
costs)

Governance

ÅDiversity is fundamental to achieving superior business results 

ÅWomen represent an important and growing segment from both a 
market and talent perspective

ÅCan strengthen Employee Relations & Engagement, Recruitment 
and Retention Strategies

ÅJob Measurement can provide a clear understanding of 
organization and role design including creating awareness of 
internal equity.

Talent Management

Here is the Bottom Line:



Food for thoughtéé

ñChange doesnôt just happen. Everyone has a role to play 
in leveling the field for women and advancing top talent. 

When our economy (and your firm) can reap the benefits 
of our nationôs diverse talent, everyone wins ïmen, 
women and businessò 

Deborah Gillis ïNA VP, Catalyst

Ultimately, Employment Equity and Pay Equity are important 

to both Canada and Corporate Canadaôs Bottom line and the 

more proactive in adopting this commitment, the more 

organizations will benefit . 



What is Pay Equity Legislation?

ÅPay Equity is άŜǉǳŀƭ Ǉŀȅ ŦƻǊ ǿƻǊƪ ƻŦ Ŝǉǳŀƭ ƻǊ 
ŎƻƳǇŀǊŀōƭŜ ǾŀƭǳŜέΦ  

ÅThe actual jobs may be totally different.  The aim of 
Pay Equity is to address the systemic discrimination 
that contributes to the compensation gap between 
jobs that have traditionally or historically been 
dominated by female workers and may have been 
undervalued and therefore underpaid

ÅPay Equity legislation (primarily applicable in 
Ontario, Quebecand Federally Regulated industries) 



The Pay Equity Process

ÁSince the Pay Equity process involves testing 
ŦƻǊ άŜǉǳŀƭ Ǉŀȅ ŦƻǊ ǿƻǊƪ ƻŦ Ŝǉǳŀƭ ǾŀƭǳŜ ƻǊ 
ŎƻƳǇŀǊŀōƭŜ ǾŀƭǳŜέΣ ŀ ǎȅǎǘŜƳŀǘƛŎ Ƨƻō 
evaluation process is required to establish the 
relative value of jobs within an organization.



The Pay Equity Process

ÁThe job evaluation system must examine each 
job in the organization with regard to four 
categories:
ÁSkill: the amount and type of Skill required to 

perform the job competently

ÁResponsibility: how much responsibility the job 
has

ÁEffort: how much effort (physical and sensory) is 
required in performing job task, and

ÁWorking Conditions: the conditions under which 
the job is performed.


