
  

 

WCT Presents: Blueprint for Women’s 
Leadership in the Digital Economy  

Pre-Reading Material for Roundtable Attendees 
 
Women in Communications and Technology (WCT) is excited to have your participation in 
this important consultation that will lead to a blueprint for the advancement of women’s 
careers in the communication, media, and technology (CMT) sectors in Canada. This 
document outlines the context and background for a series of roundtable discussions in 
support of the blueprint being held across Canada starting in September of 2016. 
 

The Case for Change 
The business case for attracting, retaining, and developing female talent in today’s CMT 
sectors is well understood. Organizations that adopt an active approach to gender diversity 
typically achieve the following types of results: 
 

 35% higher return on equity and 34% higher total return to shareholders1 

 15% more likely to have financial returns above their respective national industry 
medians2 

 Strong employee engagement and higher customer satisfaction2 
 
Despite these results, the reality is that the participation of women in the CMT sector has 
hovered around the 25% mark for over a decade. There are 190,000 jobs that will need to 
be filled by 2019 in an industry that is currently at virtual full employment. A lack of focus 
on gender diversity will leave the Canadian economy far short of realizing the full potential  
that exists. The industry is in need of an action plan.  
 

Creating a Blueprint for Women’s Leadership in CMT 
With support from Status of Women Canada, WCT will be facilitating a series of 
roundtables across the country. The roundtables will bring together Canadian leaders from 
the CMT sectors to share knowledge and hold open discussions with the goal of creating a 
“Blueprint for Women’s Leadership in the Digital Economy”. The blueprint is intended to 
provide an actionable framework—one that organizations in the CMT sectors will use to 
increase the number of women in senior roles and to realize the business benefits to be 
gained from gender diversity.  
  

                                                 
1 http://www.catalyst.org/media/catalyst-study-reveals-financial-performance-higher-companies-more-
women-top 
2 http://www.mckinsey.com/business-functions/organization/our-insights/why-diversity-matters 



  

 

 

Consultation Process and Format 
Consultation will take the form of a series of WCT-hosted interactive roundtable 
discussions. The goal of these roundtables will be to gather perspectives and best practices 
that will provide valuable input towards creating an action plan for increased gender 
diversity. At each of the sessions to be held in five cities across Canada, 35-45 leaders will 
come together to engage in a two-hour, facilitated consultation covering the topics outlined 
in the following table: 
 
DISCUSSION AREA QUESTIONS TO ADDRESS 

Career Advancement What formal or informal career development and 
advancement programs are in place in your organization 
and how effective are they in advancing women into senior 
leadership positions? What are the gaps and opportunities? 

Resources What resources (time, leadership commitment, dedicated 
positions, dollars, training, other) are required to increase 
the number of women in senior leadership positions within 
organizations? 

Measuring Success 
 

How should organizations be measuring success in gender 
diversity? Consider mindset, attitudes, communication, 
employee engagement and milestones. 
 

Open Discussion What other issue/topic needs to be addressed to increase 
the number of women in senior leadership positions and in 
Canada’s Digital Economy? 

 
The facilitators will guide the workgroup discussions and bring the sessions to a conclusion 
by summarizing what has been captured.   
 

Getting Ready to Engage in Discussion 
In preparation for attending the roundtables and engaging in discussion, WCT requests that 
you consider the four topics listed above and determine which one you are most interested 
in and/or have the most experience. In your preparation, it may help to think about: 
 

 What are the challenges experienced by women in the digital economy? 
 What programs or practices are effective in advancing women in the digital 

economy?  
 What programs and practices don’t work and why?  

 What organizations set a higher standard with respect to gender diversity and what 
can be learned from them? 

 As organizations strive to make improvements in gender diversity in senior 
leadership positions, what other topics need to be addressed? 



  

 

 
With that in mind, you are encouraged to prepare any supporting points in advance of the 
session that will add to the richness of the conversation.   
 

A Successful Outcome 
The discussions and conclusions from each roundtable will be summarized and shared 
with participants. Participants will also have access to an overall summary of the 
conclusions gathered from the sessions held in other cities. The final output from the 
consultations will be a framework that organizations can use to assess their diversity 
leadership coupled with concrete approaches to reach balanced gender diversity and 
ultimately to realize the associated benefits and profitability. 
 

Roundtable Locations and Dates 
The roundtable discussions will take place in the following cities:  

 
 Ottawa – Sept 12th 2016 

 Calgary – October 25th 2016 
 Vancouver – October 27th 2016  

 Toronto – November 22nd, 2016 

 Montreal – February 9th, 2017 
 Halifax – Early 2017 (date to be confirmed) 

 
 

Introducing the Blueprint for Women’s Leadership: Initial Framework 
WCT has established a starting point in the development of the Blueprint for Women’s 
Leadership. It proposes the use of a framework that leverages the concept of a “maturity 
model” to quantify an organization’s relative level of attention to gender diversity across 
core organizational dimensions. It is intended to help establish a baseline for the practices 
and behaviors of an organization that is fully committed to gender diversity. In keeping 
with that, the framework is designed to enable organizations to assess where they are 
today and to adopt practices that support making improvements in gender diversity. 
 
 

Levels of Gender Diversity 
The four levels in the gender diversity framework are outlined in the table below.  

 

  



  

 

 
 
GENDER 
DIVERSITY 
LEVEL 

ORGANIZATIONAL ATTRIBUTES 

Essential Not consciously active in promoting gender diversity 

Responsive Will address issues and opportunities related to gender when they 
arise but do not actively promote investments 
 

Emerging Invests in programs, training, policies and approaches that aim to 
improve the number of women across all levels of the organization 

Leader  Strategically invests in talent in such a way that gender diversity is 
achieved. Monitors diversity and is quick to make adjustments and 
plans to avoid imbalance. Shares best practices and approaches, 
and reports numbers externally. 

 
 

Functions Critical to Achieving Gender Diversity 
The four levels of gender diversity in the framework are mapped against ten 
organizational dimensions: 
 

Hiring Culture  

Career Development & 
Advancement 

Performance Management  

Analytics and Reporting Training  

Board of Directors External Representation 

Compensation 
Programs 

 

 
At each intersection of gender diversity level and organization dimension, the framework describes the 

approaches and behaviors that the organization has in place to support gender diversity. Please see 

Appendix 1 for details and examples of how the gender diversity model maps the levels and functions 
together.  



  

 

Appendix 1 
 

Draft 1.0 Blueprint for Women’s Leadership Framework 
 

 Essential Responsive Emerging Leader 
Hiring Ad hoc – no 

policies or 
recommended 
guidelines to 
address diversity 
in hiring are in 
place. 

Generic policy 
statement exists 
that all qualified 
candidates should 
be considered for 
hiring, no active 
enforcement or 
review process is 
in place. 

There is at least 1 
qualified female 
candidate per role; 
the interview panel 
has at least 1 female 
who participates in 
the hiring process; 
recruiting sources 
are geared to finding 
a pool of diverse 
talent; job 
descriptions are 
gender neutral and 
appealing to women 
referencing 
collaboration team 
work etc. 
 
Managers are 
trained in hiring for 
diversity and best 
practices for 
interviews 

There is an even 
number of male 
and female 
candidates for 
roles, particularly 
those prone to 
imbalance. The 
interview panel is 
a balance of 
women and men. 

Compensation Ad Hoc Compensation 
policy states 
equality in pay 
but there is no 
active 
management 

Reports are 
generated and 
analysis conducted 
by gender to identify 
any inequalities or 
trends. Equity plan 
is in place and 
reviewed. 

Compensation 
equity is achieved 
and actively 
monitored. 

Performance 
Management 

Ad hoc – no 
specific policies 
or guidelines 
exist 

Performance 
reviews exist; are 
biased toward 
male behaviors 

Performance 
Management is 
conducted on a 
regular basis with 
evaluations 
reviewed for any 
diversity issues. 
Managers are also 
reviewed for any 
gaps in diversity 
measures. 
Performance is 
reviewed based on 
outcomes and 
results (not time in 
office) 

Performance 
management 
actively reviews 
employees, 
managers and 
senior leadership 
with diversity 
measures in mind, 
analysis is 
conducted and if 
gaps are 
discovered, action 
and remediation 
plans are put in 
place. Managers 
are compensated 



  

 

for diversity efforts 
and results 

Career 
Development & 

Advancement  

Ad hoc. No 
programs or 
support 
structures exist to 
actively promote 
diversity in 
career 
development and 
advancement 

Generic policy 
statement exists 
advocating that 
qualified 
candidates be 
considered for 
internal 
advancement. 
Management may 
or may not 
consider the 
policy when 
making decisions. 
The organization 
may have career 
development 
programs with no 
differentiation or 
specific focus on 
developing female 
talent. 
 

Career development 
programs include 
mentoring and 
career sponsorship 
and track the 
balance of female 
high potential talent 
 
Women’s Networks 
are encouraged and 
supported by the 
organization 
 
Several male 
executive sponsor 
female 
candidates/protégés 

High potential 
female talent 
actively mentored 
and sponsored 
with equal 
matching of men & 
women working 
together. Senior 
Leaders are 
reviewed for their 
sponsorship and 
mentorship skills 
and activities. 
Development 
programs include 
access to specific 
skills development 
(ie coaching) 

Supporting 
Programs 

Ad hoc – 
compliance 
programs in place 

Personal time off; 
vacation policy 
can be leveraged 

Flexible hours 
policy; work at home 
Employee Assistance 
program 

Sabbatical policy in 
place 
Support for 
returning from 
leave; Family 
support program 
for elderly and 
child care 

Training Ad hoc – no 
management 
training on 
diversity 
practices exists 

Managers are 
trained on 
diversity in hiring 
practices and 
interview 
techniques. 

All managers are 
trained on diversity 
and inclusion and 
provided with 
appropriate 
materials and 
support. 

Management and 
senior leadership 
are actively 
involved in 
discussions about 
how diversity 
drives their 
results, how to 
deal with 
unconscious bias 
etc. 

Analytics and 
Reporting 

Ad hoc – no 
reporting in place 

Reports and 
analytics may be 
generated on 
request, often for 
senior leaders 
only 

Manager and senior 
leadership are 
provided with 
reports for their 
team results; action 
plans requested 
where gaps exist 

Analytics on 
diversity measures 
are available for all 
senior leaders and 
discussed on a 
regular basis 
during leadership 
meetings. Action 
plans and updates 
are reviewed; 
support and 



  

 

appropriate 
materials are 
provided 

Culture Ad hoc – no 
specific focus on 
gender diversity 

Occasional 
initiatives on 
gender diversity; 
no ongoing or 
sustained 
program 

Company vision and 
values reflect 
diversity, employee 
engagement surveys 
include questions on 
diversity; different 
styles and behaviors 
are respected; 
language in 
organization 
communication is 
gender neutral. 
Company events are 
open and activities 
inclusive. A non HR 
executive is a 
appointed to focus 
on diversity and 
diversity 
performance. 

The organization 
actively refers to 
diversity and lives 
by example. 
Employees 
comment on it as 
one of the reasons 
they work for the 
organization. May 
be highlighted in 
social media by 
employees 
advocating for 
their organization 

External 
Representation 

Ad hoc – no 
specific focus is 
placed on how the 
organization is 
portrayed 
externally with 
respect to 
diversity 

The organization 
will address 
external 
complaints 

External marketing 
and communications 
are aware of 
representing 
diversity in photos, 
promotions, social 
media etc and are 
actively managing 
this on behalf of the 
company 

In addition to 
marketing and 
communications, 
external 
presentations and 
large public events, 
media etc. have a 
diverse slate of 
speakers and 
representation; HR 
is visible in the 
community 
working on 
diversity topics; 
senior leaders cite 
importance and 
business 
imperative of 
diversity 

Board of 
Directors 

No consideration 
given to the mix 
of board 
members; usually 
recruited based 
on previous 
association 

When board 
positions open up, 
all qualified 
candidates are 
considered 

The board sets a 
target and measures 
improvement of 
gender ratios; 
consciously focuses 
on being 
representative of 
customers; 
considers recruiting 
from new sources 

The board 
measures gender 
ratios, discusses 
progress 
openly/publicly 
and recruits 
actively to improve 
BOD gender ratios; 
accurately reflects 
the ‘face of the 
customer’ 

 


