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Cpen'd Days A Week

Foodservice is one of the most accessible industries
in the labour market. It offers entry points for many
and a rewarding career path for others, but in Canada,
Black women face greater challenges and fewer
growth opportunities in spite of their education, skills,
and work experience. Intersectionality describes
the unique experiences people have when different
aspects of their identity overlap. In the foodservice
& hospitality sector, discrimination in hiring, a lack of
mentorship, and few role models in senior positions
are theresults of a potent cocktail of racism and sexism
that often prevents Black women from reaching their
highest potential in their chosen field.

Double
Boiler

Foodservice & hospitality leaders have aresponsibility
to ensure that everyone on their team has the tools
and support they need to succeed, since better
individual performance leads to increased team
cohesion, positive guest experiences, and improved
productivity overall. Whether you lead one or
many Black women employees, understanding the
uniqueness of their experience in the sector and
correcting the imbalances they may be facing at
work isn’t discrimination; it’s addressing the specific
hurdles they face to create workplace conditions that
support true fairness for everyone.

Waorkplace Dischiminaticn
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Despite research that shows 55% of Canadians believe that diversity, equity, and
inclusion matter when considering new employment opportunities in the foodservice
industry, workplace discrimination is still common, especially for Black Canadians.

59% of Black women have witnessed or
experienced discrimination in a current or
previous foodservice role as compared to
32% of Black men.

46% of Black women have been denied
employment or advancement because of
their race as compared to 32% of Black men.
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Longevity $$$

Leaving Focdservice
Behind $$

THE AVERAGE BLACK CANADIAN
WOMAN LASTS BETWEEN
% 1-5 YEARS *
IN FOODSERVICE

YEARS 10

Nationally, only 10% of Black women
have worked in the foodservice industry
for 6 or more years as compared to
14% of Black men.
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WHO’S GOT YOUR BACK?

We asked Black women respondents about
the composition of their teams across
foodservice segments.

For the duration of your employment,
were you/did you...

The only
Black woman
1111
employer

19%

| worked
directly with
other Black

women

37%

The only Black
woman in my
department

The only 22%
Black woman

on my team

23%

Foodservice career paths that offer the most
longevity (6 years or more) for Black women

Catering (often as entrepreneurs)

21%

Manufacturing

13%

Food/beverage distributor

Food delivery

On average, 72% of Black Canadians employed
in foodservice have left the industry altogether.
When Black women exit, it’s because they:

Found something more inline with
their career goals

DD

Got a better offer outside of the industry

Q Q

Were no longer interested in the industry

SOLO or SILOED?

14% of Black women who worked by
themselves in restaurants or with catering
companies felt discriminated against as
compared to 6% of Black women who
worked with others like them

Of those who worked in restaurants,
with caterers, or with manufacturing
and distribution companies,
Black Canadians left:

for better money in
another industry

90%

Y

to find a more
inclusive
environment

24%

because | was not
getting deserved
promotions

40%
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ADDITIONAL EMPLOYEE SUPPORTS

[:] Build mental health support into employee
well-being/belonging policies, including
regular check-ins and easily accessible
programs. Financial incentives alone
(e.g., raises) are insufficient to address
deeper issues.

[:] A focus on empathy and teamwork should
be prioritized to reduce stress and enhance
staff well-being across every position.
Consider offering dedicated rest days and
wellness leave policies to employees to
purposefully decompress from high-stress
experiences.

[:] To help foster inclusion, leaders should
amend or revise dress codes and uniform
policies to accommodate diverse, and
culturally-significant appearances
(including hairstyles) and provide childcare
support in the form of flexible hours or
child-friendly policies to make foodservice
roles more accessible for working mothers.

[:] Create leadership pipelines for Black
employees to ensure they have role models
and safe spaces to grow. Encouraging
senior Black employees to sign up for
formal mentorship opportunities creates
additional opportunities to provide
guidance and support for new recruits.

Source: Black Women’s Voices in Foodservice, 2024

TIPS FOR EQUITY-INFORMED LEADERSHIP

% Implement comprehensive management
training focusing on technical skills and how
to lead diverse teams effectively.

% Provide additional supports to
inexperienced managers to ensure they
have the know-how to create inclusive
environments.

& Encourage cultural contributions in the
kitchen and office by embracing food
traditions and techniques from diverse
backgrounds.

% Include learning about both racism
and sexism in internal educational
initiatives to widen your understanding of
intersectionality.

% Ensure that managers have a comprehensive
understanding of various forms of
discrimination to better support employees.
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