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Introduction
Despite the fact that Canada is a developed country and ranks 12th in the 2018 Human Development Index (HDI), which as the United Nations suggests, considers how income is turned ‘into education and health opportunities and therefore into higher levels of human development’, elements of gender discrimination are still endemic in Canadian society today. This therefore poses a 21st century social problem which may not have the current media spotlight of for example, homelessness or drugs and alcohol abuse, but potentially impacts on approximately half the population. In 2014, women constituted nearly half (47%) of the employed labor force (Statistics Canada, 2015).
The issue of discrimination pervades many areas of Canadian society in different forms and can impact on societal issues such as education, housing, employment, voting, land use, health care services, transportation, public accommodations, and government benefits and services (Isioma, 2016). This essay will explore discrimination relating to social problems stemming from gender discrimination and inequality, with particular reference to the workplace.
What is Discrimination?
As defined by the Canadian Human Rights Commission, discrimination is an action or a decision that treats a person or a group badly for reasons such as their race, age or disability Discrimination can take many different forms depending on a wide variety of factors, which may include amongst other things: culture, social norms and beliefs, economic context, existing social policies and legislation, the media and education. Types of discrimination may also vary hugely from country to country but may also, as with such a large country as Canada, vary from region to region or city to city.
Although Canada has made progressive steps within their social policies relating to women, and as Provost (2017) points out Justin Trudeau’s attempt to stress his country’s ‘female-friendly credentials’, prejudices can still be found in various forms across its society. Along with other developed countries, a plethora of robust laws such as The Canadian Human Rights Act and The Employment Equity Act, which requires federally regulated organizations and businesses to provide equal employment opportunities to four designated groups: women, aboriginal peoples, people with disabilities and members of visible minorities, have been implemented in order to try and prevent and tackle all forms of discriminatory behaviour. However, in some cases unfortunately prejudice is still prevalent in Canada’s modern society.
Prejudice may lead to unfair treatment which may have a detrimental effect on the person or group that is being discriminated against and can potentially lead to more widespread social problems in society. As outlined above, a key form of discrimination which I feel is still prevalent and relevant to today’s Canadian society and which I will focus on is gender inequality, particularly in the workplace. 
What is Gender Discrimination?
Esping-Anderson (2009) acknowledges the huge shift in paid labor force participation of women of advanced capitalist countries in recent generations. ‘The suddenness and velocity of the shift from homemaker to lifelong dedication, to paid employment has been characterized as “little short of revolutionary” (Esping-Anderson 2009 p7). Livingstone, Pollock and Raykov (2014) also suggest that their research demonstrates the same trend within Canada; in the latter part of the 19th century women only made up a small proportion of the paid work force, rising to 27 percent in 1961 and 31 percent in 1971, rinsing to almost half the working age population today.
Despite some advances with this social issue, especially from the latter part of the 20th century, gender discrimination is still a socially significant issue; especially regarding the treatment and equality of women in the workplace. As Reskin and Padivik (2002) suggest, despite the gain’s women have made, problems still persist suggesting the major problem is the gender gap in income. They state women have earned less money than men ever since records started being kept. 
At a very basic level, the data below taken from the HDI report indicates the disparity of average earnings between men and women:
Estimated gross national income per capita, female (2011 PPP $) 34,928
Estimated gross national income per capita, male (2011 PPP $)  52,070
Speaking in March 2018, Kathleen Wynne, the then Premier of Ontario announced legislation (to come into effect from January 2019) to increase pay transparency in the region. Wynne highlighted the social problem stating women ‘still are not paid the same as men are paid. They still, at a very young age, have their horizons limited. We have got to stop doing that to them’. She quoted figures of the wage gap ranging from 12 to 29 per cent depending on the workplace (Global News 2018). In 2010 Statistics Canada (2010) stated that Canadian women earned only 70.4 percent of what men earn, which they report was a percentage lower than in the 1990’s. 
As the Global Gender Gap report 2017 suggests: ‘Gender parity is fundamental to whether and how economies and societies thrive. Ensuring the full development and appropriate deployment of half of the world’s total talent pool has a vast bearing on the growth, competitiveness and future-readiness of economies and businesses worldwide’. Livingstone et al (2014) also suggest that women have and continue to ‘experience numerous inequalities within the workplace’ and ‘are most significantly under-represented in powerful managerial positions’.
Livingstone et al (2014) also suggest that women continue ‘to be overrepresented in jobs and industry sectors with lower recognized skill requirements and productivity levels’. They point out that even within service sectors in which women make up the majority of the labor force (75 per cent or more), that men made up almost half of senior management roles. 
Causes of Gender Discrimination
Discrimination against people based on their gender refers to the ongoing issue of sexism in society. The unequal treatment of men and women is universal across all cultures, although it will present in different forms. Jackson (2016) argues that ‘anthropologists largely agree that women have never occupied a position of higher status or greater political power than men in any society, anywhere, anytime (Jackson, 2016 p.29). And that whatever is held in high esteem by a society, men always have as much if not more than women.
Societies however, differ in the extent that they emphasize sexual-based differences; for instance, how they, as a society, ‘enact’ gender roles and gender differences. The World Economic Forum reports ‘with inequality permeating so much of the fabric of society – especially when it comes to caring for children – it is perhaps not surprising that the current economic gap between men and women won’t close for an estimated 217 years’.
The root cause of gender discrimination stems from a society’s culture, which in turn shapes the way in which we view men and women, therefore the difference between men and women has been socially constructed over time. These gender roles have become more exaggerated over time due to stereotyping. The term ‘gender role’ refers to society’s concept of how men and women are expected to act and how they should behave. These roles are based on norms, or standards, created by society. In Canadian culture, masculine roles are often associated with strength, aggression, and dominance, while feminine roles are more likely to be associated with passivity, nurturing, and subordination (Little and McGivern n.d). 
In 2011, the international development agency Plan Canada commissioned surveys of the viewpoints of thousands of young people from all over the world including 1,000 Canadian teenagers aged from 12 to 17 (CTV News 2012). The report found that whilst 91 per cent of Canadian respondents felt that equality for boys and girls was good in Canada, that there were also significant examples of gender stereotyping prevalent. For example, 48 per cent of young people subscribed to the view that men should be responsible for providing income for their families, while 31 percent of boys thought that the most important role for a woman was to take care of her family and home. The report also noted that young people felt the pressure to conform to gender stereotypes from peers, the media and family. Speaking about the findings Rosemary McCarney, the president and CEO of Plan Canada, was surprised by the views of some young people and how they conformed to traditional gender roles.
A 2015 publication for Human Resources and Occupational Health Specialist suggests that while in many cases out-and-out discrimination towards women may not be part of today’s corporate climate, ‘second generation gender biases’ are often prevalent in the modern business world. They argue that ‘unlike first generation gender biases that were intentional acts of discrimination, second generation gender biases are ‘powerful yet often invisible barriers to women’s advancement that arise from cultural beliefs about gender, as well as workplace structures, practices, and patterns of interactions that inadvertently favour men’ (Homewood Health, 2015 p2). They also suggest that  when women display confident, strong and assertive behaviour ‘masculine attributes’ they may be perceived as antagonistic, uncompromising, and uncaring. They further suggest that this can lead to a no-win situation for women as if they exhibit more socially constructed female attributes, for example collaboration, empathy and nurturing behaviours they may be considered to lack leadership and management skills. 
A significant form of gender discrimination in today’s society occurs in the workplace where women are underrepresented in terms of pay in many different industries, especially ‘male-dominated industries’ (Quain, 2018). Diamond (2002) suggests that the prevalence of women in care-related occupations reflect ‘typical’ Canadian male and female behaviour influenced by cultural traditions and that adherence to them relates to the fulfilment of social expectations.
The Canadian Women’s Foundation (2018) argues that ‘job roles that conform to traditional gender roles tend to be undervalued because they parallel domestic work that women were expected to perform for free’. They also suggests that wages become devalued when women make up a large percentage of a certain industry or occupation. Their report also suggests that a large proportion of the gender wage gap is unexplained with 10-15% of the gap due to gender-based wage discrimination. 
The Global Gender Gap Report states that Canada’s gender gap in educational attainment remains fully closed since 2013, therefore the cause of any gender pay gap is a social issue which as it cannot be attributed to educational disparity, as in many other countries and therefore poses further questions as to the cause of this social inequality. The president and CEO of the Canadian Women’s Foundation, Paulette Senior states that “nearly half of all Canadians believe the wage gap is one of the biggest roadblocks to equality”.
Another contributing cause to gender pay inequality in Canada may be due to a lack of transparency regarding how much women and men are paid, which therefore ‘hides’ any disparity In the UK, for example, recent legislation means that large employers are now required to publish figures on how wide the pay gap is for male and female employees. 
Effects of Gender Discrimination
There are many social consequences of gender discrimination. One significant issue women can face is a situation where they are unable to reach a certain role in the workplace because of their gender, often referred to as the ‘glass ceiling’ effect. Women, of course, can have considerable success, but can often not reach and enter top positions as they may face hidden obstacles when it comes to advancing in the organisation. Ndandala (2016) suggests that even in the world of academia these barriers still exist. She argues that despite the fact that women make up 60% of Canadian university student populations they represent only 21.8% of full professors, while men represent 78%. She argues, ‘because of their gender alone, women continue to face systemic barriers in academe’.
Existing literature indicates that the following institutional factors: glass ceiling, an androcentric academic culture, and a penalty for motherhood are at the epicenter of this issue’ (Ndandala, 2016, p.).  While Barreto, Ryan and Schmitt (2009) suggest that further obstacles related to women breaking through the glass ceiling include more ‘nuanced’ forms of gender stereotyping, sexual harassment and tokenism.
Provost (2017) suggests another effect of gender discrimination in modern society is based around the fact that women are more likely to accept part-time work while juggling unpaid child care and other home-based responsibilities, which ties in with the social construct of it being acceptable for women to be primary care givers for children while this is much more unusual for men in Canadian society. Provost’s article, which appeared in a UK broadsheet, The Guardian, also reports that a recent study of retail workers in Ontario, an industry heavily dominated by women, found that across all job categories men earned more and were more likely to be offered full-time posts or be employed as managers. Moyser (2017) commenting on ‘Statistics Canada’ data suggests that ‘Women have retained "ultimate" responsibility for childrearing and household operation, in accordance with traditional gender roles, even as they have assumed earning responsibilities’.
Societies differ in the extent in which sexual based differences are manifested. However, in a developed country such as Canada research has suggested the inequality between men and women can also have detrimental social-psychological costs, with arguably more intense amount of pressure on women than on men, especially in terms of appearance. The media is a huge contributor adding to this pressure, with men and women being ‘portrayed in stereotypical ways that reflect and sustain socially endorsed views of gender’ (Wood, 1994 p31), which can lead to decreased self-esteem, an increased propensity to depression along with other psychological problems. Schmader et al (2008) conducted research which found that for social groups who contend with negative stereotypes about their abilities, which included women, ‘the chronic experience of stress, heightened vigilance, self-doubt, and emotional suppression not only can impair performance directly but also can lead them to avoid situations where these aversive phenomena reside’ (Schmader, Johns & Forbes 2008).
Analysis of Discrimination: Conflict Theory Approach
According to Conflict Theory, society is defined by a struggle for dominance between social groups, for example men and women, for limited resources. In the context of gender, this theory argues that men are the dominant group and therefore seek to maintain this position, therefore gender inequality exists due to men attempting to maintain power and privilege at the potential cost of women.  Essentially, conflict theory seeks to explain how those in power, stay in power. Farrington and Chertok (1993) suggest that when we consider, for example, women’s struggle for suffrage movement or discussions around a woman’s entitlement to make decisions around their own reproductive futures, that as men are the dominant group who ‘create’ the rules, this makes it difficult for women to rise above men, as dominant group members ‘create’ the rules by which society operates. 
As previously noted, traditional stereotyped gender roles have identified the male as the ‘breadwinner’ in the family. As the man is the ‘provider’ he is seen as more dominant while women are seen as the subordinate group. This led to the idea that women were dependent on men for wages, despite the fact of women’s much increased participation in paid work in recent years these views still retain currency in today’s society. So, in terms of conflict theory and an explanation of gender discrimination in the work place, men are continuing to maintain the social ‘power’ that that have had all along. Therefore, the ongoing struggle of men seeking to maintain the power, and women trying to gain power is the exact cause of this inequality. 
Relating this to the modern workplace, Drolet (1999) argues that, as much evidence suggests, men are more likely than women to be in supervisory roles but also following on from this ‘male supervisors are more likely to have the added responsibilities of influence on ‘budgeting or staffing, pay and promotion, and deciding work for others’ (Drolet, 1999, p20). 
While Lindsey (2005) suggests that the conflict perspective is apparent in research demonstrating that ‘household responsibilities have an effect on occupational location, work experience, and number of hours worked per week, all of which are linked to the gender gap in earnings’ (Lindsey, 2005 p8).
In terms of conflict theory and historical gender inequality, looking at the Suffrage Movement in the mid-1800s, a huge step forward in terms of social change with, in basic terms, which allowed women to finally work for their own wages and also gain the ability to vote, as one conflict is resolved (woman beginning to work for own wages), a new conflict appears e.g.  inequality in the work place. 
Conflict theory states that there is always a new struggle, currently in the early 21st century workplace a conflict is the gender pay gap in earnings between men and women. If this struggle reaches a compromise, a new conflict is likely to arise. 
Conclusion
Much of the literature and research suggests that despite huge changes in the participation of women in the workforce in recent years that gender inequality in the workplace remains a significant social problem in 21st century Canadian society. Livingstone et al (2014) argue that if gender inequality is to be overcome ‘the major barriers to women’s promotion opportunities should be clearly recognized and addressed. (Livingstone et al 2014). While Hennessy (a director at the Canadian Centre for Policy Alternatives think-tank) suggests that one way to close the gender pay gap is to ‘revalue the caring work that women do’ referring to amongst other things: unpaid work in the home, caring for family members, and paid work including in early childhood education. She also infers that rather than pay lip service to gender equality that Canada should take inspiration from Iceland which has committed to the goal of eradicating the gender pay gap in a 5-year timeframe. 
The McKinsey report published in 2017 suggests tackling these gender inequalities could lead to a re-energizing of Canada’s economy and its businesses. It states that GDP growth has slowed to a concerning, approximately 2% a year, and that, ‘a significant part of the solution is for Canada to tap into the vast unrealized potential of women. Accelerating progress toward gender equality is not only a moral and social imperative; it would also deliver a growth dividend’ (McKinsey 2017, p11).
Speaking on TV in 2011 McCarney suggested that in order to tackle gender inequality in the coming years we must recognize that, “boys are part of the solution and we need to engage them because frankly, all our research is showing that gender inequality doesn't work for them either”.
Although this essay has concentrated on the social problem of gender inequality in the workplace, as Jedwab & Satzewich (2015) propose, any inequality must be seen not in isolation but a multi-faceted approach needing further investigation should be taken, suggesting ‘the intersecting axes of gender, race / ethnicity, immigrant status, and social class all contribute to pervasive structural inequality in Canadian society’ (Jedwab & Satzewich 2015: xxix).
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