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BUSINESS CASE FOR DIVERSITY

3

Broaden the 
talent pool and 
overcome skills 

gaps

Respond to 
increasingly 

diverse markets, 
while gaining 
support from 

diverse investors

Foster 
innovation, 

creativity and 
diverse thought

Mitigate legal 
and reputational 

costs

Increase 
employee 

satisfaction and 
reduce turnover



Expand the Talent Pool
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Canada will face 
increasing 

international 
competition for talent

from emerging 
economies

• Nearly 30% of Canada’s working age 
population will be immigrants by 2036 

• Nearly 40% will belong to racialized
groups by 2036  

• Indigenous youth are the fastest
growing demographic group in Canada

• Women are still underemployed with 
only 50% of working age women in full 
time employment as compared to 64% 
of men

• The number of persons with a disability 
will increase from 2.9 million in 2018 to 
3.6 million in 2030, double the rate of 
growth of the population as a whole



• Diverse firms more effective in 
developing unserved and international 
markets (Nathan & Lee, 2013)

• A diverse workforce better serves diverse 
clients (Government Accountability 
Office, US, 2015)

• Diversity and inclusion helps to broaden 
the talent pool and overcome skills gaps 
in an increasingly volatile economy. 
(Elias, 2020)

Serve More Diverse Markets
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Diversity and Inclusion Advances 
Organizational Efficiency

• A 2020 study by McKinsey & Company finds that companies with 
diverse leadership outperform others in their industries on 
profitability by 30%.

• Workers employed in industries requiring complex problem solving 
saw the greatest productivity benefits from diversity. (Cooke & 
Kemeny, 2017)

• Board gender diversity improves employee productivity across 
sectors, including finance (Ali, Kulik, & Ng, 2014)

• The impact of board diversity is non-linear, simply having a 
woman on the board is not enough, a critical mass of women board 
members is required to increase firm financial performance (Owen, 
Temesvary, 2018) 6



Diversity and Inclusion Drives 
Innovation

• 85% of executives agree that diversity is key to 
driving innovation in the workplace (Forbes, Xerox, etc.)

• More diverse firms are more innovative generating more 
income derived from new products and services (Lorenzo 
& Reeves, 2018)

• Companies with above average diversity scores have 19% 
higher revenues from innovation than those with below 
average diversity scores (Boston Consulting Group)

• Firms with more diverse leadership are likelier to report 
growth in market share and capture a new market. 
(Hewlett, Marshall & Sherbin, 2013)



Women are still under-represented on boards: 

CURRENT STATUS OF DIVERSITY & 
INCLUSION

Diversity Leads 2020 Findings

• Women are 51% of Canada’s  

population

• Women represent 41% of Board 
directors
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Representation analyzed 
in eight Canadian cities



10

The representation of women and racialized 
people varies by sector
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Averages hide differences between and
within sectors

Women make up: 

• 47.3% of school 

board seats

• 25.3% on 

corporate boards

Within sectors:

Corporate boards, Toronto: 

18.9% have at least 40% women

5.4% have none

ABCs, Ontario: 

80% have more than 40% women

4% have none

This variance suggests that organizations 
can tap into these talent pools if they try.

The pipeline is not the issue.



Intersectionality "arises out 
of the combination of 
various oppressions which, 
together, produce
something unique and 
distinct from any one form 
of discrimination 
standing alone"
- Ontario Human Rights 
Commission

Non-racialized women outnumber racialized 
women on boards
• "Intersectionality"

informs experiences of diverse 

individuals and compounds 

barriers to representation 

(e.g. for a Black woman with a 

disability)

• Non-racialized women 

outnumbered racialized women 

across cities

Halifax 13:1 Montreal 12:1



Barriers to Diversity and Inclusion
• Corporate Culture
• Corporate Board Requirements: 

• C-suite and Board roles often prioritize skills and career paths 
where women and racialized groups are underrepresented 
(capital markets and technology) and under-value those where 
they are found (HR)

• Discrimination

• Identity Disclosure and a “Culture of Silence”

• Lack of Networks, Mentors and Sponsors

• Pipelines and Pathways

• Women are underrepresented in the three leadership pools where 
CEOs are typically groomed and recruited. 

• Women better represented in leadership roles that historically 
have not led to promotion to CEO (Deloitte Insights, 2020)

14



15

DIFFERENTIAL IMPACTS OF THE 
PANDEMIC ON WOMEN
• Women form 70% of workers in the health and social sector worldwide

• In long-term care, which has historically been hit the hardest by the 

virus, especially in Quebec, gender disparity is skewed further —

closer to 90% of these healthcare workers are women

• Women are disproportionately affected by business closures: many 

affected industries are woman-dominated (retail, accommodation)

• Prior to COVID-19 women were more likely to hold precarious and/or 

part-time work

• 2 in 3 Canadians were asked to work from home, but women are 

less likely to have jobs that allow them to work remotely

• Closure of schools and daycares: 81% of lone-parent family 

households are headed by women



Impact of Childcare and 
Unpaid Work on Women

• Women often undertake unpaid work

• Globally, women perform 76.2% of total hours 
of unpaid care work – 3x more than men

• Out of the 104 countries analyzed by the 
WHO, women made up 70% of staff in the 
healthcare and social care sectors

• 9% of Canadian parents reported using 
childcare during the pandemic

• Closure of schools and daycares: 81% of lone-
parent family households are headed by 
women



Mental and Physical Health

• Women are facing various personal and/or expectation-based 
struggles

• Women often fill multiple roles for the people close to them (e.g. 
parent, caregiver, partner, emotional support for community 
members, etc.)

• The challenges (worrying about potential contagion, isolation, 
stress about uncertainty for business, managing multiple roles, etc.) 
impact their mental and physical health



Effects on Women Entrepreneurs

• Women-owned businesses are more commonly in service industries, 
sectors bearing the brunt of disruption

• Women-owned businesses tend to be smaller, have fewer savings 
and are less likely to be incorporated, and face more discrimination 
accessing credit

• Women account for 38% of self-employed Canadians but 16% of 
SMEs - pandemic relief programs have been designed to support 
SMEs with employees

• Experts warn government emergency aid will not be enough to save 
many small businesses (Policy Options, 2020)

• There have been government responses to financing needs of 
business owners, who do not qualify for CERB – but more targeted 
support is needed



Women-dominated industries most impacted
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Women are also leading the battle against 
COVID-19

• Chief medical officers 
are leading Canada 
through the pandemic —
and many are women

20



But are mostly absent from recovery 
discussions

MaRS Panel: Adapting New 

Business Models Amidst COVID-19
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COVID also accelerated

Innovation
Government – policy development, 
implementation and delivery of 
COVID relief

Education - online learning 
overnight

Health – virtual health overnight

Retail – online services in days

Financial Services – accelerated 
online

https://www.womenscollegehospital.ca/
https://www.womenscollegehospital.ca/
https://www.gocanadaunited.ca/


• Retraining employees will be crucial as 
some sectors will be permanently altered 
by the impacts of the pandemic

• Particular sectors that have been hard hit 
are not likely to rebound in their previous 
form, such as hospitality and non-
essential services

• While retraining and upskilling will be 
crucial, systemic barriers may 
prevent skills from being gained or 
effectively utilized, and program and 
policy experts aiming to move the 
needle need to take these factors into 
account

Retraining

23

Some of the sectors most 

impacted by COVID-

19 (e.g., hospitality, arts 

and culture, services) often 

have a disproportionate 

ratio of women, 

Indigenous Peoples, and

racialized minorities



THE WAY FORWARD: THE ECOLOGICAL 
APPROACH
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Societal Level

• Organizations do not exist in a vacuum

• Cultural “carriers” reinforce values and stereotypes – media 

representation

• Policies: e.g. immigration, parental leave, universal daycare

• Governance: standards for practice, recognition of credentials

• Stakeholder commitments: accreditation, employment, funding 

formula, reward structures



Legislation

Employment Equity Legislation

Bill C-25

Pay Equity Legislation

Disabilities Act

++++++++

Laws are words on 

paper without 

effective 

implementation 

and accountability

26



CSA/CBCA comparative data 2015/2019/2020
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Quotas
• Percentages/numerical quotas
• Percentage quotas typically run between 20%-40%
• Michigan, India, and South Korea set minimal numerical quotas: at 

least one woman per board
• California sets numerical quotas with levels according to the size of 

the board
Enforcement
• E.g., France: nullification of appointments in violation of rules OR the 

suspension of the compensation due to board members
• California: $100,000 for first violation, $300,000 for subsequent 

violations
• Norway: penalties and the risk of the company being shut down

Quotas or Targets

28



Comply-or-Explain
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Organizations set targets

• Commonly apply to public companies, with some variations 
(foreign/domestic/locally/federally incorporated)

Levels of targets

• Target levels vary significantly

• Most set a single level of targets, between 25% and 50%, 

but Singapore sets gradual targets increasing in 5% increments from 

20%-30% every 5 years

• UK (persons of colour), Finland set numerical targets of at least one

Implementation

• Main implementation tool is periodical disclosure

• New York: Failure to file biennial statement with disclosure can result in 

a $250 fine and may impact the company’s good standing certificate
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Research is inconclusive

30

• 3 factors that contributed to efficacy of quotas: “hardness” of quotas, their 

“progressiveness”, and the “institutional context” in which they are 

implemented (Mensi-Klarbach, H. & Seierstad, C., 2020)

• Case studies vary

• Australia achieved the 30% board seats with comply-or-explain

• India’s quotas eliminated companies with no women on their boards, but few 

moved past the quota of one

• Quotas coupled with sanctions for noncompliance may achieve early and 
significant results in terms of women representation on boards

• Voluntary targets for women’s participation on boards and in executive 
leadership roles such as those adopted as part of comply-or-
explain models may promote more effective cultural change



The 50 – 30 Challenge asks that organizations 
aspire to two goals:

31

• 1. Gender parity ("50%") on Canadian board(s) and senior 
management; and

• 2. Significant representation ("30%") on Canadian board(s) 
and senior management of other under-represented groups. 



Culture and Stereotypes:
“Think Entrepreneur. Think Male.”
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Organizational Level: 

Diversity Assessment Tool (DAT)



• Set targets and accountability frameworks

• Understand the strategic importance of diversity & 

inclusion

• Formalize processes and recruit using a diversity & 

inclusion lens on the skills matrix

• Challenge assumptions about skills: Corporate 

Boards should look at Nonprofits; Professions

• Mandatory training and policies

• Challenge cultural norms

• Embed it into quality and risk frameworks

• Monitor and evaluate.

• Diversity assessment across the organization

Best Practices for Leadership 
& Governance

Its not the pool. 

It’s the policies

and practices.

If you cannot find 

qualified diverse 

candidates, you 

are not looking 

hard enough.



Recruitment, Selection, and 
Promotion
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• Processes for defining positions, skills and 
competencies

• Recruitment processes and outreach

• Selection processes

• Development and advancement

• Retention and separation

• Assessment: document review, interviews, 
focus groups, pipeline analysis, survey 
questions



Values and Culture

• Organizations should formalize 
policies such as the Code of 
Conduct, the Harassment Policy, 
the Diversity and Inclusion Policy, 
and a Code of Ethics.

• Creating a mandatory diversity 
and inclusion training programs for 
employees

• Engagement surveys can help track 
culture

• Hold sessions with member 
organizations about the importance 
of equity, diversity and inclusion



38

“What gets measured 

gets done.”

“Not everything that counts can 

be measured. Not everything 

that can be measured counts.”
PETER DRUCKER

ALBERT EINSTEIN

Measurement



Mainstreaming Diversity Through the 

Value Chain

Objectives Measure Targets Initiative

HR Practices

Objectives Measure Targets Initiative

Leadership & Governance

Objectives Measure Targets Initiative

Organizational Culture

Objectives Measure Targets Initiative

Measurement

Objectives Measure Targets Initiative

Integrated Strategies

Objectives Measure Targets Initiative

Vision & 

Strategy



Embed Diversity across the Value Chain



Growing the pool
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• Outreach and strategic partnerships 
with organizations that can provide the 
know-how and connections 
to underrepresented groups

• Engagement with youth, schools 
and community

• Capacity building with women-led and 
diverse SMES 



Individual Level

• Self awareness and empowerment. Reflect on 
where your biases may advantage of disadvantage 
others: whom do you associate with, whom do you 
avoid?

• Recognize discrimination, bias, micro aggressions

• Have a mentor, be a mentor

• Apply the same rigor to your assessments of people 
that you apply to your craft

• Don’t be a bystander

• Use your sphere of influence to create change



Privilege Checklist Exercise
❑My parents both speak English.

❑ At least one of my parents went to University.

❑My family was able to cover most of the costs of my education.

❑ I can wear, or dress in secondhand clothes, or not answer letters, without 
people attributing these choices to the bad morals, the poverty, or the 
illiteracy of my race.

❑ I am never asked to speak for all the people of my racial group.

❑ I can take a job without having my coworkers suggest that I am a token.

❑ I have never lied about or deliberately concealed my ethnicity or religion. 

❑ I can speak in meetings and expect that my views will be considered.

❑ I have never been subject to a racial, ethnic, or religious slur

❑No one has ever expressed surprise or disbelief that someone “like me” is 
articulate, well-educated or in a position of authority.



Be an Effective Ally to Combat Unconscious 
Bias in the Workplace
• Understand your privilege and the entitlements you take for granted

• Listen to the experiences of those who you are trying to help as an ally

• Show up, encourage, and support the voices of the underrepresented

• Mentor, train, and provide resources

• Educate yourself on the experiences of those you are trying to help

• Apologize when you make a mistake

• Ask questions:

• What can I do personally to help amplify marginalized voices?

• What do I have that can be leveraged

• How can I use my position to shift power dynamics and take 
appropriate steps?



New Narrative: Inclusion Leads to Innovation



CTA: Sign on to the 50-30 Challenge!

Visit www.canada.ca/50-30-Challenge

https://bit.ly/2NBSzBS


ryerson.ca/diversity

diversityinstitute@ryerson.ca

@RyersonDI

Diversity-Institute

Thank You!

Wendy Cukier, MA, MBA, PhD, DU (hon), LLD 

(hon), M.S.C.

wcukier@Ryerson.ca | @CukierWendy
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