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ABOUT RITU BHASIN:
Ritu Bhasin [RIH-thoo bah-SEEN], LL.B., MBA, President of bhasin consulting inc., is an award-winning
speaker, author, and globally recognized expert in diversity and inclusion, women’s advancement,
and authentic leadership.
Since 2010, Ritu has delivered leadership training, coaching, and advisory services across sectors,
working with top organizations and senior leadership teams around the world to develop inclusive
cultures. Ritu is known for her expertise in cultural competence, unconscious bias, and neuroscience
strategies, and has coached hundreds of professionals, leaders, and executives to be more inclusive.
A passionate advocate for authenticity, inclusion, and empowerment, Ritu has won numerous
awards for her work, including the City of Toronto’s William P. Hubbard Award for Race Relations in
2014.
Ritu’s Amazon-bestselling book, The Authenticity Principle: Resist Conformity, Embrace Differences,
and Transform How You Live, Work, and Lead, was released in the fall of 2017. In the same year, Ritu
also co-authored a ground-breaking research study, called Sponsor Effect: Canada, with the Center
for Talent Innovation, which examines the experiences that people of colour, Indigenous peoples,
and women have with advocacy and sponsorship in the workplace.
Before founding bci, Ritu spent ten years in the legal profession, first as a civil litigator and then as
the director of legal talent for a preeminent Canadian law firm.
Ritu, who is also an avid yoga and mindfulness teacher and practitioner, lives in Toronto, Canada, but
travels all over the world to eat, swim, hike, dance, and work.
To learn more about Ritu, visit http://www.ritubhasin.com. Follow Ritu on Facebook at
facebook.com/authenticityprinciple, and on Twitter and Instagram @ritu_bhasin.
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ABOUT THE PRESENTERS:
The professionals who are presenting at this Law Society of Saskatchewan seminar are all
volunteers who have donated their valuable time to contribute to continuing professional
development.
Idowu Adetogun, Grayson & Company (Moose Jaw)

Idowu Adetogun obtained her Bachelor of Laws from the Obafemi Awolowo University, Nigeria,
in 1993. She then attended the Nigerian Law School, Lagos and was called to the Nigerian Bar in
1995. After being called to the Nigerian Bar, she worked as a law lecturer for 10 years in
Botswana, Southern, African.
Idowu obtained her Master of Laws (LL.M. Mercantile Law) from the University of Free State,
Bloemfontein, South Africa in 2004 and a second Master of Laws (LL.M Transnational Business
Practice) from the University of the Pacific, McGeorge School of Law, Sacramento, California in
2007. She is currently a Doctor of Juridical Science (S.J.D.) Candidate at the University of the
Pacific McGeorge School of Law, Sacramento, California.
Idowu was called to the Saskatchewan Bar in 2014. She is a partner with Grayson & Company in
Moose Jaw. Her areas of practice include corporate/commercial law, family law, employment
law, real estate, wills and estate and civil litigation. Idowu has appeared before all levels of
Court in Saskatchewan. Through the Salvation Army Free Legal Clinic, Idowu provides legal
advice to persons with low to no income.

Samer Awadh, MLT Aikins LLP (Regina)

Samer Awadh is a senior associate at MLT Aikins LLP in Regina, where he advises clients in
Saskatchewan, Alberta and abroad on matters involving corporate finance & securities, mergers
& acquisitions, banking & commercial lending and other corporate-commercial matters.
Samer graduated from the University of Calgary in 2010 with a B.Sc. in Computer Science and in
2013 from the University of Saskatchewan with a JD. He was called to the Saskatchewan Bar in
2014 and to the Alberta Bar in 2016.
Samer was born in Yemen. Before moving to Canada, he lived in the UAE and the USA. Samer is
fluent in Arabic.
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Julian Bodnar, Saskatchewan Human Rights Commission (Saskatoon)

Julian Bodnar has been in the general practice of law for more than 35 years, with admission to
the Law Society of Alberta (1983), and Saskatchewan(1984). In 2010 he began to transition his
practice focus to be that of an Advisory and Settlement Counsel, Mediator, and Arbitrator.
Since 2012 he has worked as a Mediator and Lawyer with the Saskatchewan Human Rights
Commission in its Mediation and Directed Mediation Processes addressing complaints filed
under the Saskatchewan Human Rights Code. In addition to his work at the Commission, he
accepts assignments both as an arbitrator and mediator of labour relations grievances, as well
as other civil matters.
As a person living with circumstances of disability, he maintains and pursues a personal and
professional interest in critical disability studies, and in addressing and advocating for improved
understanding, acceptance, accommodation, and appreciation of disability needs, interests,
and capabilities in society.

Tim Brown, Q.C., Law Society of Saskatchewan (Regina)
Tim Brown, Q.C. was appointed Executive Director of the Law Society of Saskatchewan in
January 2017 to lead a staff of 30 and oversee, facilitate and guide a leadership policy board of
23 ambitious Benchers, guiding the direction and regulation of Saskatchewan’s legal profession
in the public interest.
Tim has practiced law in Saskatchewan for over 25 years and has gained a wide range of
experience in both large and small firms, government and the legal aid system. He owned his
own law firm and has acted as an adjudicator on tribunals. In private practice, he specialized in
the area of criminal law, initially as a Prosecutor and then as a Defence Lawyer.
Tim Brown, Q.C. graduated from the College of Law, University of Saskatchewan, in 1991 and
received a Q.C. designation in 2017. Aside from his career in law, Tim is an accomplished artist
and painter. He also has a busy family life and takes time to learn and grow professionally,
moving forward to lead the legal profession in Saskatchewan.

Nordika J. Dussion, McKercher LLP (Regina)
Nordika Dussion was born and raised in Nipawin, Saskatchewan and is a proud member of
Cumberland House Cree Nation. She attended the University of Saskatchewan where she
received her Bachelors degree in 2013 from the College of Arts and Science and her Juris Doctor
in 2016 from the College of Law. While attending the College of Law, Nordika was highly
involved with CLASSIC (Community Legal Assistance Services for Saskatoon Inner City Inc.) and
the Indigenous Law Students Association.
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Nordika is an associate in McKercher LLP’s Regina office and completed her articles with
McKercher. She enjoys practicing criminal law, family law, child protection, and estate planning.
She is currently a board member of YWCA Regina and a member at Wascana Pistol Club.
When not in the office, Nordika enjoys fishing, camping, hunting, spending time with her family
and friends, as well as beading jewelry.

Christine Glazer, Q.C., McKercher LLP (Saskatoon)
Christine Glazer, Q.C. is a senior partner in McKercher LLP’s Saskatoon office. Christine is a
litigator whose practice focuses on medical malpractice, personal injury and disability claims, as
well as administrative law spanning a range of subject areas including professional licensing,
discipline and labor law.
Christine earned her law degree from the University of Saskatchewan in 1980. She also
completed a Bachelor of Arts in Political Studies from the University of Saskatchewan in 1977.
Christine became a partner of the Finn in 1990 and was appointed Queen's Counsel in 1999.
Christine is a past President of the Saskatchewan Branch of the Canadian Bar Association, past
Chair of the National Health Law Section of the CBA and past member of the Management
Board of the Canadian Bar Insurance Association. She is the current Chair of the firm's Health
Law practice group and a member of the prestigious American College of Trial Lawyers. She
lectures to professional organizations on numerous topics including trial advocacy, expert
witnesses and administrative law.
Christine was recently selected by her peers for inclusion in The Best Lawyers™ in Canada 2018
in the field of Personal Injury Litigation for Saskatoon. She has been listed in Best Lawyers since
2006. Christine has also been Consistently Recommended in the area of Medical Negligence Represents Defendants and Repeatedly Reco1mnended in the area of Personal Injury Represents Defendants in The Canadian Legal Lexpert® Directory. Consistently top ranked as
Local Litigation star by Benchmark Canada, Christine was awarded the 2015 and 2016
Saskatchewan Litigator of the Year.

Dr. Monica Hwang, University of Saskatchewan (Saskatoon)

Monica Mi Hee Hwang is Assistant Professor in the Department of Sociology at the University of
Saskatchewan. Her research focuses on racial/ethnic inequality, issues of immigration and
diversity, and social and political trust. Her work has appeared in the Canadian Journal of
Sociology, Canadian Journal of Political Science, Canadian Ethnic Studies, and America Review
of Canadian Studies. She is co-editor of Social Inequality in Canada: Dimensions of
Disadvantage, published by Oxford University Press, 2018.
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Jenny Hoffman, Cameco Corporation (Saskatoon)

Jenny Hoffman is director legal services, governance and assistant corporate secretary at
Cameco Corporation. Jenny is responsible for corporate and subsidiary governance at Cameco,
as well as its global anti-corruption program. As part of Jenny’s role, she works closely with
Cameco’s board of directors. She is also a member of Cameco’s ethics committee.
Prior to moving into her current role, Jenny worked as a business/corporate lawyer within the
Cameco legal group. Jenny began practicing law at McDougall Gauley LLP in Saskatoon,
Saskatchewan. She received her LL.B. (with distinction) and B.A. (honours) from the University
of Saskatchewan.

Eric Johnson, Miller Thompson LLP (Regina)
Eric Johnson is a corporate and commercial lawyer with experience in corporate finance,
mergers and acquisitions, real estate and insolvency matters. Eric strives to provide clients with
strategic and practical advice in relation to commercial transactions, financing arrangements,
corporate reorganizations, shareholder agreements, and general business issues.
Eric works in a variety of industries, including banking & finance, real estate, and agriculture.
Eric is the National Co-Leader of Miller Thomson’s Agribusiness and Food Production Industry
Group, alongside Carol VandenHoek from the firm’s Guelph office. Miller Thomson is
recognized by Chamber and Partners as the only Band 1 law firm in Canada in the category of
Agribusiness: Agriculture & Food Products.

Desirée Lalonde, Francis & Company (Meadow Lake)
Desirée attended the College of Law at the University of Saskatchewan and graduated in 2015.
While in University, Desirée volunteered with a number of different organizations, including the
Pride Centre on campus and OUTLaws in the college. Desirée also wrote a paper in the Humans
Rights Law class on transgender rights in Canada and a paper on queer diversity in the legal
profession in the Ethics class. Desirée was awarded the first-ever Brad Berg and Brian Rolfes
LGBT Rights Scholarship.
After Law School, Desirée articled at Francis & Company in Meadow Lake and was called to the
bar in 2016. Desirée remains with that firm and has a general practice with a focus on Child and
Family Services.
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Foluke Laosebikan, PhD., FLK Law (Melfort)

Foluke Laosebikan graduated from the Obafemi Awolowo University (O.A.U.), Nigeria with an
LL.B (Hons) degree in 1993. She Articled and completed the Nigerian Bar program and was
called to the Nigerian Bar in 1995. Foluke also has a Master’s degree in Law (LL.M) from O.A.U.,
Nigeria, as well as a Ph.D in Law from Howard College, University of Kwazulu-Natal, South
Africa. Foluke is trained in Mediation, Facilitation, and in Collaborative Practice. She has also
worked as Assistant Professor, Tutor and Facilitator; and was a Tutor and Facilitator at the
School of Language, Culture and Communication, South Africa until she moved to Melfort,
Saskatchewan in 2004.
Foluke successfully completed the Canadian equivalency examinations, the Saskatchewan
CPLED program and the Saskatchewan Articling requirements in 2010, and was called to the
Saskatchewan Bar in February 2011. She has a solo law practice in Melfort, Saskatchewan which
is home to herself, her husband and their two teenage boys.

Cara Merasty, Legal Aid Saskatchewan (Prince Albert)

Cara Merasty is a member of the Peter Ballantyne Cree Nation. She is a fluent speaker of the
Woodland Cree language. She is a Legal Aid lawyer and travels with the Cree court circuit in
Northern Saskatchewan. She recently started working in her home community of Pelican
Narrows, SK.
Cara has been a board member of the Community Initiatives Fund for eight years. Cara sits on
the National Indian Brotherhood Trust. The Trust supports educational programs and services
that will revitalize and protect First Nations languages, cultural practices, and traditions. She
has been a guest speaker at several youth conferences and gatherings discussing the
importance of identity and education. She also enjoys mentoring youth pursuing postsecondary.
Cara completed a Bachelor of Indian Social Work degree from the First Nations University of
Canada in 2005. She worked as a youth counsellor before deciding to attend the University of
Saskatchewan, College of Law. She graduated with her Juris Doctor degree in 2012 and was
called to the Saskatchewan bar in 2013. She has practiced family and criminal law.

Michelle Ouellette, Q.C., McKercher LLP (Saskatoon)
Michelle Ouellette, Q.C. practices in the area of civil litigation with a special interest in health
law, aboriginal law, and professional disciplinary matters. In 2013, Michelle was the recipient of
the Canadian Bar Association – Saskatchewan Branch, Community Service Award, which
recognizes outstanding dedication, service and commitment to the community. Michelle has
litigated cases for her clients at all levels of the Canadian courts. She has also appeared as
counsel in various administrative proceedings and was involved in the negotiated resolution of
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a number of multi-million dollar claims on behalf of Saskatchewan First Nations. She joined the
McKercher LLP partnership in 2004, and was appointed Queen’s Counsel in 2007.
Michelle has been active at both the provincial and national levels of the Canadian Bar
Association. She also volunteers with a number of professional and community organizations.
She is also the current Chair for the Saskatchewan Legal Aid Commission.
Michelle has taught Trial Advocacy at the University of Saskatchewan College of Law and has
taught in both the School of Physical Therapy and the College of Veterinary Medicine with
regard to legal and professional issues. She has been a frequent presenter of various health law
and other topics at conferences and seminars for the Saskatchewan Association of Health
Organizations, Canadian Bar Association, the Law Society of Saskatchewan and others.
Michelle was recently selected by her peers for inclusion in The Best Lawyers™ in Canada 2018
in the fields of Aboriginal Law and Personal Injury Litigation for Saskatoon. She has been listed
in Best Lawyers® since 2012.

The Honourable Chief Justice Robert G. Richards, Court of Appeal for Saskatchewan
The Honourable Chief Justice Robert G. Richards was appointed Chief Justice of the Court of
Appeal for Saskatchewan on June 30, 2013. He was appointed to the Court of Appeal in 2004.
Chief Justice Richards completed a Bachelor of Laws from the University of Saskatchewan in
1979 and a Master of Laws from Harvard University in 1982. He was a Law Clerk, Supreme
Court of Canada (1979-1980); Parliamentary Intern, House of Commons, Ottawa (1980-1981);
associate lawyer with Gowling and Henderson, Ottawa (1982-1984); Chief of Staff to the Rt.
Hon. Ramon Hnatyshyn, Ottawa (1984-1985); Director of Constitutional Law, Saskatchewan
Department of Justice, Regina (1985-1990); and a partner at MacPherson Leslie and Tyerman
(1990-2004). He appeared as counsel in over 40 Supreme Court of Canada appeals.
Chief Justice Richards has been the Chair, Supreme Court of Canada – Canadian Bar Association
Liaison Committee (2000-2001); Co-chair national Canadian Bar Association Constitutional and
Human Rights Law section (1992-1993); Vice-chair (2003-2008) and Council member (20082015) of the International Commission of Jurists (Canadian Section); and a Director of the
Canadian Institute for Advanced Legal Studies (2011-2015). He is a long-time lecturer and
presenter at the College of Law, University of Saskatchewan and the Saskatchewan Bar
Admission Course and speaks regularly at conferences and meetings across the country.
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Dr. Stuart Wilson, University of Regina (Regina)

Dr. Stuart Wilson is an Associate Professor with the Department of Economics at the University
of Regina. He earned his PhD in Economics from Queen’s University at Kingston, and conducts
research on the links between demographic change, public policy, public safety, savings and
investment, and economic growth. Among his works are articles on immigration, economic
growth and investment in the Review of Economic Dynamics, Empirical Economics, and in the
McGill-Queen’s University Press book, Canadian Immigration Policy for the 21st Century, and
reports and articles on the economic and demographic influences on crime rates and on the
economics of PTSD, for the Collaborative Centre for Justice and Safety and the Journal of
Community Safety and Well-Being. He teaches courses in macroeconomics, econometrics,
population economics, and the economics of public safety at the University of Regina.

Curtis Woloschuk, Government of Saskatchewan (Regina)

Curtis Woloschuk obtained his Bachelor of Arts in Economics from the University of Regina. He
spent nearly 16 years in the Ministry of Finance with the Saskatchewan Bureau of Statistics and
the past 3 years in the Ministry of Justice as a Senior Policy Analyst. His primary duties over the
years has been to calculate the provincial Gross Domestic Product for budget projections as
well as provide economic analysis to issues pertaining to all facets of Justice.
Curtis is married with two kids, an eighteen-year-old son who just started at the University of
Waterloo in Nanotech engineering and a 13 year-old daughter in elementary school in Moose
Jaw. Curtis enjoy golf, gardening, has coached and officiated high school football and his
favorite team in green is the Oregon Ducks.

Craig Zawada, Q.C., WMCZ Lawyers (Saskatoon)

Craig Zawada, Q.C. grew up in Shell Lake, SK, and attended the University of Saskatchewan’s
College of Commerce (now Edwards School of Business). After obtaining his LL.B. at Osgoode
Hall in Toronto and working for a time in Calgary, he returned to Saskatchewan and has
practiced in Saskatoon since 1987. Craig’s practice has focused on intellectual property law,
plus work in corporate acquisitions and agricultural contracting.
In 1996 he helped found WMCZ Lawyers and was CEO for 9 years. He became the firm’s
Director of Boundary Pushing in 2016, a position that leverages his skills in technology,
marketing and strategic planning.
Craig has been active in community and non-legal organizations through his career. Some of his
roles have included Chair of the Saskatchewan Research Council, University of Saskatchewan
Senate, Trustee and Treasurer for Saskatoon’s Mendel Art Gallery and the CanLII national board
of directors. Craig taught Intellectual Property Law for many years at the U of S College of Law.
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Craig developed a strong interest in corporate governance issues through the Director’s College
program. He obtained his Chartered Director designation and continues as a faculty member
for the College. He also conducts training and consultation on governance issues for a variety of
businesses and non-profit organizations.
After he was appointed a Bencher by the Law Society in 2014, Craig was re-elected in 2015. He
was elected President of the Law Society for 2018.
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Cultural
competence:

an essential skill for success
in an increasingly diverse world
With each passing day, the legal profession becomes ever more
diverse. That diversity brings challenges and opportunities.
LAWPRO turned to diversity specialist Ritu Bhasin, Founder and
President of bhasin consulting inc., for practical advice about
the steps that lawyers and firms can take to welcome lawyers
regardless of their personal and cultural identity characteristics,
and to foster productive and creative collaboration.

What is cultural competence?
Bhasin defines cultural competence as “how we connect with people
who are different from us.” Cultural competence is the ability to
relate to others comfortably, respectfully and productively. Being able

Ritu Bhasin

lawpro.ca
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Intercultural
Development
Continuum

“Intercultural Development Continuum” used with
permission from Mitchell R. Hammer, Ph.D., IDI, LLC.

to effectively connect with people who are different from us – not
only based on our similarities, but also with respect to differences –
is the hallmark of cultural competence, and requires, as a prerequisite,
the building of “cultural awareness.”
When asked what someone’s “culture” is, most people think of
ethnicity. But when speaking in terms of cultural competence, culture
is defined much more broadly and describes those aspects of a
person’s values and behaviour that are connected to his or her personal
identity characteristics. Beyond ethnicity, these characteristics may
include gender, sexual orientation, age, religious beliefs, physical
and intellectual abilities, and other characteristics.
While a firm can encourage lawyers to increase their cultural
competence, success will depend on each lawyer increasing his or
her own cultural awareness. Bhasin explains that most Canadians
have been raised to intentionally ignore culture differences and
to “treat everyone the same.” This “minimization” approach to culture,
she notes, is less effective than approaches that strive for conscious
acceptance of cultural differences, and active adaptation. The
Intercultural Development Inventory, or IDI, developed by Mitchell
Hammer, Ph.D., is a cross-culturally validated assessment of intercultural competence that measures cultural competence across five
primary mind/skill sets that range from denial, through polarization,
minimization, acceptance and adaptation.

10

LAWPRO Magazine

When asked to explain what cultural competence looks like in
practice across this continuum, Bhasin describes a lawyer who can
identify, understand, and adjust to cultural dimensions of others’
behaviour. Learning how to do this requires not only knowledge
of behavioural predictors, but also a willingness to actively learn
and adapt.
Instead of trying to be “culture-blind” (a common strategy of
minimization), a culturally competent lawyer should strive to
build a working knowledge of behavioural predictors: cultural
dimensions of behaviour that are shared by the majority of individuals within a cultural identity. Unlike stereotypes, behavioural
predictors are grounded in science (for example, anthropology
or sociology) and allow the user to assess a person’s behaviour
against cultural generalizations.

Don’t ignore differences
Instead of just aiming to “ignore” differences, lawyers can improve
their working relationships by taking active steps to adapt to people
from diverse communities. Bhasin recommends that lawyers who
encounter a cultural challenge try the following steps:
1. Put on your cultural lens by pausing to consider whether there is
“something cultural going on,” in the sense that culturally-based

| Volume 13 Issue 2
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beliefs or behaviours – whether yours or someone else’s – are
influencing your interaction.
2. Ask questions to learn more about the other person’s culture
so you can better understand their expectations, behaviours,
and assumptions.
3. Reflect on your own reactions by considering whether you are
making negative judgments about others’ differences, or about
culturally-based behaviour. Are you making assumptions or
associations instead of actively trying to understand?
4. Adjust your behaviour to challenge your assumptions and the
negative judgments that flow from them. Strive to understand the
situation from the other person’s perspective, so that you can
better appreciate their approach. Adapt your own behaviour to
facilitate communication.
What might this mean in practice? Consider, for example, that your
firm has admitted a new partner, a lawyer with 15 years’ experience
in environmental law, who also happens to belong to a minority
ethnocultural group. The hire resulted from a determination that
the firm, which has begun representing large real estate developers,
had a knowledge gap in this area. You are used to seeing senior-level
newcomers work to “make their mark” by actively speaking up, and
even challenging junior lawyers in early meetings. This new hire,
however, has been quiet − he never speaks unless spoken to. You
can’t help but wonder if he may not be as qualified as you’ve been
led to believe.
But if you approach the situation with cultural competence, you
would remind yourself that the new partner may belong to a
culture in which, when joining a new company even at a senior
level, deference and “paying dues” are valued more highly than
“making your mark.” Knowing this, you can adjust by actively
inviting the new partner to share his opinion in meetings, instead
of waiting for him to speak up.
For many people, the second step in this procedure – asking
questions to learn about culture − is the most difficult. If you are
not accustomed to asking questions that are somewhat personal, you
may feel that you are being intrusive. Bhasin suggests developing
a few phrases with which you are comfortable to ease into the
conversation. Say, for example, “may I ask you a personal question
about your culture?” or “sorry if this comes out wrong or sounds
offensive, but may I ask…”
Reminding yourself that you are asking questions to achieve a more
accurate understanding of the other person (and to avoid making
false assumptions) may help you overcome your initial discomfort.
You will likely also find that others respond well to your sincerity.
“Get out of your comfort zone,” Bhasin urges; “because unless you
interrupt your fear of offending, you will limit your opportunities
to learn about people.”

If you are a leader at your firm, you can encourage a diversityfriendly culture by modelling your adaptive behaviours (for example,
asking for feedback from “quiet” meeting participants) for others
to see. In adapting to others’ preferences, you demonstrate your
support for a range of communication styles, which may prompt
more junior lawyers or law firm staff to do the same.

“Layers” of difference
While behavioural predictors can be a useful place to start when
seeking to understand people from diverse communities, not
all individuals will behave the way the predictors suggest. Each
individual is a blend of cultural behaviours and his or her own
personality, and in some cases, personality traits “outweigh” cultural
identity behaviours.
Also, people may belong to more than one culture – remember,
“culture” is broader than, for example, ethnicity. A person may
conform to some of the behavioural predictors of multiple cultures:
for example, a lawyer who is young, South Asian, female, a lesbian,
and non-religious will have what Bhasin refers to as “layers” of
cultural identity. Each layer may influence how she interacts with
other lawyers. Expecting her to behave “like every other South Asian
person I’ve ever met” will likely not produce a useful understanding
of her values, work style, and working life needs. Instead, by observing
a person more carefully and by asking questions, Bhasin explains,
“you can determine where he or she falls on the cultural difference
spectrum for each layer.”

Common cultural differences at law firms
Bhasin, a lawyer herself, thinks there are three cultural differences
that commonly impact the way lawyers work together: high/low
hierarchy values, indirect/direct communication styles, and group/
individual focus. Let’s look at each of these in more detail.

High vs. low hierarchy cultures
In a high-hierarchy culture, authority is ascribed to particular identity
characteristics (for example, age, gender, workplace seniority) and
encourages deference to those who possess them. In some cultures,
for example, women defer to men; in other cultures, increasing age
confers automatic status. While the characteristics associated with
authority may vary from culture to culture, most high-hierarchy
cultures expect that junior level employees will defer to those with
more seniority. Deference may mean many things: not challenging
ideas, speaking less in meetings, asking permission to express an
opinion, and other behaviours. “The majority of the world’s cultures,”
says Bhasin, “are high-hierarchy. Canada, the US, and the UK are
all exceptions.”
Low-hierarchy cultures are not completely lacking in rules about
deference, but they do tend to make positive judgments about
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individuals who challenge authority. For example, an associate who
speaks up in meetings and speaks with senior partners as though they
are equals may be praised as a “go-getter” in a low-hierarchy culture;
however, the same behaviour might be criticized as insubordinate
in a high-hierarchy culture.
Low- and high-hierarchy values can coexist within societies. For
example, in Canadian society − which is generally low-hierarchy −
women are much more likely than men to display high-hierarchy
behaviours like declining to express a contrary opinion unless invited
to share it.

Indirect vs. direct communication; high context vs.
low context
Another area in which cultures differ is in how directly they
communicate ideas and opinions. A culture that favours high-context
communication allows shared cultural assumptions, norms and
experience to “fill the gaps” in communication. This often promotes
an indirect style of communication rich in metaphor, storytelling, and
unspoken assumptions. In these cultures, stating things directly or
explicitly can seem crass, or can identify the speaker as an outsider.
Ethnically homogenous cultures are more likely to share a communications context, and therefore favour indirect communication. As
a culture becomes more diverse (Canada is an example of a very
diverse culture), members share increasing less context, and feel
the need to express themselves more explicitly and directly.
People who come from high-context cultures may use more
metaphors, leave more things unsaid, and may rely on stories to
communicate meaning while building relationships and a common
understanding within the group. A person from a low-context
culture who tries to communicate with high-context individuals
may feel like he or she is missing something, or that speakers are
being deliberately obtuse or secretive.
In the workplace, the clash of high- and low-context styles can
complicate communication. Low-context individuals may perceive
a lack of openness or clarity, and high-context individuals may be
uncomfortable with what they perceive as pressure to “show their
hand” before interpersonal trust has been established.

Group vs. individual focus
Finally, working relationships can be affected by cultural differences
in the value ascribed to group versus individual interests.
Most world cultures, says Bhasin, are group-focused: members
deem it important to make decisions based not only on their own
preferences, but on the interests of the group as a whole (the relevant
group may be a family, town, tribe, and in the business context a
company or even a law firm). North American culture places a much
stronger than average emphasis on individual interests, even when
individual interests conflict with the interests of the group.
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In a group-focused culture, consensus-building, consultation, and
collaboration are very important – sometimes as important as the
results themselves. Agreement and social cohesion are highly valued.
An individualistic culture, by contrast, values, expects, and encourages
self-promotion. Often, the ends are considered to justify the means
(even if the means required ignoring others’ interests or opinions).
Raises and promotions flow to those who demand them; quietly
waiting to be noticed on the merits of one’s work may mean being
passed over.
Within North American individualistic culture, there are, of course,
individuals (of both genders) with strong group values; and
women, as a gender, tend to be much more group-focused than
their male peers.

Where do law firms fall on the culture spectrum?
Most Canadian law firms – even more than Canadian businesses in
general − have what Bhasin describes as a “white-Canadian-malecentric” culture: low-hierarchy, direct low-context communication,
individualistic. For lawyers who have different values (which means
lawyers from most other parts of the world, and many Canadian
women), law firm culture can be uncomfortable. For these individuals,
success in a law firm environment may require changing one’s
behaviour (even the aspects that would confer an advantage) to match
the majority culture. Inability to convert to the firm culture may mean
being assigned less important work, a longer path to promotion, and
even the departure of members who feel uncomfortable.

Likeness bias and “blind spots”
Of course, most lawyers in positions of power do not intend to limit
the career prospects of people from diverse communities. Bias is very
often unconscious.
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Our brains, explains Bhasin, are hardwired to prefer interactions
with people we perceive as similar to us. The “likeness bias” that
results colours the way we feel about people and interactions, even if
we believe that we are not consciously racist, sexist, homophobic,
ableist, or otherwise prejudiced. Our biases also create blind spots
that prevent us from seeing that we treat other people differently
based on their identity characteristics.

For example, if you believe that maleness and gray hair are associated
with doctors and you are referred to a specialist who is female and
20 years younger than you, you may interact with her differently
from other doctors in ways that are quite subtle: for example, you
may be more likely to request additional tests. You may be conscious
of your desire for more evidence to support her conclusions, but
not conscious that your desire for more tests flows from a lack of

What are the implications of cultural
differences for developing firm leaders?
An entrenched “white, Canadian, male” law firm culture can be a barrier to the development of leaders
who exhibit behaviour that falls outside the expected culture. There are expectations in most law firms
(and other businesses) about what leaders look like and how they behave. But requiring all leadership candidates to
conform to these expectations means that organizations may forgo certain strengths (for example, collaboration) at the
leader level. A conscious attempt to foster leaders from diverse communities can lead to a more balanced leadership that
will, in turn, attract diverse candidates.

How low cultural competence impacts recruiting and retention

Most firm managers are aware that there are benefits to building a diverse workforce. However, even if a firm is committed to
diversity in hiring, recruitment efforts may be hampered by a lack of understanding that the list of qualities deemed desirable
in candidates is rarely culturally neutral.
While it has long been taboo to prefer male candidates over women “because women always leave to raise children,” hiring
managers may not hesitate to emphasize their preferences for lawyers and articling students who are, for example:
• ambitious go-getters
• straight shooters
• a good fit with our existing staff
• assertive
• hardnosed or
• bold advocates

All of these characteristics reflect mainstream male North American culture. When they are expressed as desirable attributes,
the implication is that the converse characteristic (for example, “sensitive” as contrasted with “hardnosed”) is undesirable. While
it may no longer be okay to discriminate actively against women on reproductive grounds, disqualifying a candidate for being
too sensitive, cautious, task-oriented, or conciliatory is still acceptable in many organizations, and hiring managers may be
completely unaware that these “shortcomings” are not culturally neutral.

Even if a candidate from an underrepresented group is recruited, he or she may progress slowly through the ranks because of
similar judgments. Consider for example a lawyer who, instead of adopting an aggressive adversarial stance in response to a
lowball settlement offer, redoubles his efforts to communicate with the opposing party to find common ground. If senior lawyers
characterize his approach as “lack of backbone” rather than “building rapport,” they may hesitate to assign similar files to the
lawyer in future, which may limit his opportunity to achieve successes that support the value of his approach. Lack of access to
work deemed important by the firm may in turn limit his prospects for advancement.
These management choices − which appear neutral when managers’ cultural lenses are not considered − may become barriers
to the retention of lawyers whose values and behaviours don’t mirror those of their superiors.
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faith in her competence. If so, you have a “blind spot” with respect
to your judgment of her competence.

Identifying your biases and blind spots
If our biases are unconscious and we are blind to our blind spots,
how can we overcome them?
Besides regularly asking ourselves the question “is something cultural
going on?”, Bhasin recommends the use of self-assessment tests,
such as the “Project Implicit” bias self-assessment developed by
researchers at Harvard University. Test-takers may be surprised to
discover that this test, which is designed to reveal unconscious bias,
suggests that they do have biases even in areas where their conscious
values are egalitarian. See the adjacent sidebar for more information
on this test.
When thinking about blind spots, it can also be useful to reflect on
the blind spots others may have toward us, so that we can be
proactive in interrupting them. Bhasin, for example, finds that
audiences sometimes misjudge her age, and are expecting a
speaker who “looks more experienced.” To compensate for this,
she finds that being introduced formally with her bio helps make
the audience aware of her credentials and experience before they
meet her.

Embracing cultural diversity is a
service quality and business
development imperative
Bhasin makes it clear that firm leaders who equate “managing
diversity” with avoiding conscious discrimination are already falling
behind their competitors. Where lip service is paid to tolerance but
no effort is made to understand how cultural differences affect how
people work, workplace culture remains prescriptive: firm members
must adapt to the majority culture if they want to be leaders, or to
have equal advancement opportunities.
This kind of prescriptive culture makes it difficult for members from
diverse communities to bring their natural strengths to bear when
searching for creative solutions for clients. Good listeners are forced
to speak up; collaborators are forced to compete; and the firm does
the same old things in the same old ways. But rather than expecting
the same results, firms that resist the expansion of acceptable work
styles can now expect to lose ground.
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Assess your
social attitudes
with an online test
Project Implicit, a multi-university research collaboration,
was created in 1998 to study implicit social cognition.
One of the tests created under the Project Implicit label
is the Social Attitudes test, which is designed to test
subjects’ conscious and unconscious attitudes towards
individuals with various personal identity characteristics.

The test works by assessing the speed of the test
subject’s associations between words and images (for
example, “thin”=“bad”, “gay”=“good”). It can provide
useful insights into individuals’ unconscious biases, and
may be useful as a training tool as part of an in-firm
cultural competence development program.
Visit implicit.harvard.edu/implicit/selectatest.html to test
your attitudes.

Not only are firms’ competitors evolving, their clients are becoming
more demanding. Law firms may find that some of their clients −
spurred on by their own management, shareholders, and regulatory
requirements − are now disqualifying firms on the basis of diversity
demographics and track records. The legal marketplace is moving
toward “embrace diversity or die.” The good news? A culturally
competent firm culture is the ideal environment in which to grow
the creativity that the profession will need to adapt and survive. ■

Ritu Bhasin is Founder and President of bhasin consulting inc.; Nora Rock is
Corporate Writer and Policy Analyst at LAWPRO.
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Authenticity: The Transformative Approach
to Building Inclusive Environments
By Ritu Bhasin
Ritu Bhasin, LL.B. MBA is the President of bhasin consulting inc., a leading diversity and inclusion-focused
consulting firm. This article was submitted on behalf of the NALP Diversity & Inclusion Section.

Neena, a woman of color, was a sought-after
candidate when she joined her firm as a junior
associate. The firm hired Neena because of her
strong business acumen and academic record,
and she joined the firm because of its excellent
reputation. The firm also highlighted its commitment to diversity and inclusion (D&I)—“we
encourage people to be themselves at the
firm”—which appealed to her.
A few years later, Neena feels disconnected and
discouraged: the volume and quality of her
workload is inconsistent; she lacks sponsor
support; and her behaviors in the workplace
bear very little resemblance to the person she
is on evenings and weekends. She self-censors
about key aspects of her background, what she
does during her time off; she acts in ways that
are outside of her behavioral preferences, and
she spends time learning about activities that
don’t interest her, to join social conversations
and activities.
When she approaches Bill, a white male
leader whom she trusts, about her struggles
Bill empathizes with Neena because he too
struggled early in his career to meet the
behavioral expectations at the firm. He tells
Neena that he too felt that he had to conform
in order to advance, but that doing so led to
his success.

Minimization is the Key Barrier to
Inclusion
As inclusion professionals, we consistently
hear the Neena-narrative from women and
diverse professionals—that despite their
organization’s call to “be yourself,” they feel

that they must change or mask who they are
(what I call performing) in order to advance.
We also hear from leaders, like Bill, about their
ongoing challenges with how to be inclusive
given the pressure to perform in their workplace.
The hard truth is that most leaders and their
organizations continue to be challenged in how
to create a diverse and inclusive environment.
As a result, they continue to struggle in retaining
and advancing people like Neena—women,
people from diverse communities, and others
who don’t “fit the mold.”

…most leaders and their
organizations continue to
be challenged in how to
create a diverse and
inclusive environment.
In my work, I leverage an assessment tool
called the Intercultural Development Inventory
(IDI) to measure inclusion and cultural competence within an organization. The results of
both the IDI assessments and my research
show that the fundamental systemic barrier to
building an inclusive organization (and society)
is what is called “minimization.” An organization that is assessed as failing in minimization
verbalizes that it values differences and D&I,
but the lived experience is that (a) differences
are minimized and instead the focus is on

connecting across sameness, and (b) people
are expected to conform behaviorally to the
dominant normative within the organization.
The pressure to avoid differences and to “be the
same” in a minimization culture is relentless.
It pushes us to perform in order to experience
belonging and to advance. Much like Neena
(and even Bill), it causes us to feel disempowered, unfulfilled, and excluded, striking at our
spiritual, mental, and physical health. Most
notably, it is in direct opposition to the message
to “be yourself,” which is why organizations
continue to spin their D&I wheels. As a leader
then, how can you interrupt minimization and
the exclusionary world it creates? By leveraging
authenticity in how you live, lead, and work.

Authenticity is the Antidote
to Exclusion
Leadership, well-being, and inclusion research
all speak to the profound importance of authenticity in creating personal, relational, and
professional joy. By authenticity, I’m referring
to the consistent practice of choosing to know,
embrace, and be who you are—especially what
makes you different—as often as possible, so
that you feel better about yourself, you bring this
spirit to your interactions and, in so doing, you
invite others to do the same.
We know that authenticity is critical for leadership, as research tells us that employees are
more likely to develop trusting relationships
with leaders who are authentic, experience
higher levels of workplace well-being because
Continued on page 8

7

NALP BulletinSeptember2017Print_v3_Layout 1 8/21/17 1:44 PM Page 8

Continued from page 7

Authentic
self

Adapted self

Adapted
self

Performing self

ZOnE OF EMPOWERMEnT

of them, and are more likely to feel more
engaged, satisfied, and empowered. (Of course,
all of this grows profitability too.)
And here’s the greatest insight from my work—
authenticity is the antidote to exclusion. While
exclusion is rooted in a discomfort with differences that pushes people to leave these differences at the door, inclusion is about inviting
differences into the workplace. In inclusive environments, team members feel empowered by
their leaders to leverage their differences and
be more authentic in how they act, what they
share, in their appearance, and how they build
relationships. To make this happen, leaders
must themselves be authentic, which requires
learning how to embrace their own and others’
differences.

A Framework for Living, Working &
Leading More Authentically
I will be the first to admit that revealing your
authentic self can be very challenging. The
advice doesn’t feel realistic or accessible when
you are simultaneously receiving messaging to
conform and mask who you are, especially
when you’re not from the dominant culture
within your organization (again, think Neena).
To address this challenge, I’ve developed a
framework called the Three Selves, which I
explore in-depth in my new book, The Authenticity Principle—a practical approach for understanding when and how to bring more of who
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Performing
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we are into how we live, work, and lead, without
compromising our ability to succeed. This
framework is based on the idea that each of
us has three selves:
• The Authentic self – Who we would be if
there were no negative consequences for
our actions. Some of us spend only a bit of
our time here.
• The Adapted self – Who we are when we
willingly choose to adapt aspects of our
behavior in order to meet our own and
others’ needs. Some of us spend much
of our time here.
• The Performing self – Who we are when
we feel we have no choice but to conform
or mask who we are. Some of us spend a
lot of our time here.
This framework emphasizes the importance and
power of choice in being more authentic. The
overall objective of living, working, and leading
more authentically is to be in a place where the
majority of our behavioral decisions reflect our
Authentic Self or our Adapted Self and where
we’re pushing away from our Performing Self.
All day long, we make choices about how to
behave—what words to employ when we speak,
what body language to use, what to share—
which reflect aspects of our Three Selves. The
key to leveraging the Three Selves continuum is
to better understand when we feel we have the
ability to exercise choice in being authentic or

adaptive (both of which are empowering),
versus feeling like we have no choice but to
conform or mask who we are in order to get
ahead (which is disempowering). As a leader,
the key to leveraging the Three Selves continuum is to better understand the extent to which
you’re choosing to be authentic or adaptive in
how you’re showing up at work while encouraging others to do the same, and the extent to
which you’re pushing others to perform.
This takes me back to Neena. In order to thrive,
Neena needs to feel like she can communicate, self-advocate, share, and
dress more in alignment with
her true self. She must be
encouraged by Bill and
the other firm leaders
to make her own
decisions about
adapting her

NALP BulletinSeptember2017Print_v3_Layout 1 8/21/17 1:44 PM Page 9

behavior to meet her career development goals.
If firm leaders believe that a change in Neena’s
behavior would help her to advance, they must
first affirm the strengths of her preferred behaviors; explain clearly why a behavioral adaptation is important in this situation; encourage
this adaptation only for limited moments and

In inclusive environments,
team members feel
empowered by their
leaders to leverage their
differences and be more
authentic in how they act,
what they share, in their
appearance, and
how they build relationships...

as required; and then allow her to make a
choice on whether to do so. When encouraging
Neena to adapt her behavior, it’s imperative
that the firm leaders communicate that this
suggested behavioral adaptation isn’t due to
Neena’s lack of ability; that her behavioral
differences do not make her flawed; or that she
is required to permanently change her behavior.
Unfortunately, this rarely happens in most
workplaces.
As you can imagine, it’s more empowering for
Neena to choose to be adaptive in limited,
required moments than to act like someone
she’s not all of the time. If the firm leaders
consistently push Neena to perform across the
board in her behaviors, Neena will likely leave
the firm, which is what we repeatedly see.
In order to disrupt the firm’s culture of minimization and be more supportive of Neena, the
two most important things that Bill and the firm
leaders can do are to: (1) break the cycle of
sameness by bringing their own behavioral
differences into the work environment, and,
(2) expand the range of behaviors they use to
measure leadership potential. In other words,
they must embrace and leverage authenticity.

A Transformative shift to be
More Inclusive
The bottom line is that authenticity is the key
ingredient for creating more inclusive, empowered, and innovative environments. It takes
courage, commitment, resilience, and selfawareness to be authentic as a person and as a
leader—especially in a profession and society
that pushes sameness. Leaders who want to
lead more authentically consistently choose to
make this happen, despite the potential of
negative consequences. They understand that
being authentic is a daily practice which
requires self-reflection and action, and which
may reveal uncomfortable truths about who
they are, about their workplace, and about the
society in which they live. But, they work to be
more authentic regardless, because, at the end
of the day, they feel incredible in their own skin.
And they want others to feel the same.
Authenticity is transformative. n
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Resources
Bias: The Value of Difference, Binna Kandola; Thinking Fast and Slow, Daniel Kahneman; Harvard’s Implicit
Association Tests: https://implicit.harvard.edu/implicit/demo/
Branding and BD: “The Power of Personal Branding for Career Success,” Karen Wensley: http://www.castore.ca/
product/power-of-personal-branding-for-career-success/1508; “Guide to Business Development for Women
Lawyers,” Law Society of Upper Canada: http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Justicia/
Business_Development_2013.pdf
Cultural Competence: http://www.kwintessential.co.uk/resources/country-profiles.html; Cultures and
Organizations, Geert Hofstede; Intercultural Development Inventory [This tool can only be accessed through a
qualified administrator, so please be in touch with Ritu Bhasin directly]: http://www.idiinventory.com/
Diversity: Moving Diversity Forward: How to Go from Well-Meaning to Well-Doing, Verna Myers; Deep Diversity:
Overcoming Us vs. Them, Shakil Choudhury
Emotional Intelligence: Social Intelligence, Daniel Goleman
Sponsorship: Forget a Mentor, Find a Sponsor: The New Way to Fast-Track Your Career, Sylvia Ann Hewlett
Women’s Advancement: “The Confidence Gap,” Katty Kay and Claire Shipman, The Atlantic, April 14, 2014

About bci
bhasin consulting inc. (bci) is a leading global people strategies firm. Founded in 2010 by Ritu Bhasin, LL.B
MBA, bci has worked with dozens of world-renowned global organizations and hundreds of leaders across
sectors in a range of people strategies areas. Our team of award-winning facilitators, consultants, and
coaches works with a range of global clients, including law firms, corporations, banks, academic institutions,
professional associations, and non-profit organizations to develop and deliver programming in a number of
areas, including: Cultural Competence, Diversity and Inclusion (CCDI), Women’s Advancement, Leadership
Development, Talent Management, and Authentic Leadership.
For more information, please contact President Ritu Bhasin at ritu@bhasinconsulting.com.

About Ritu Bhasin
Ritu Bhasin, LL.B. MBA, is the President of bci. Recognized globally for her diversity and leadership expertise,
Ritu has received a number of awards and distinctions for her work. She has extensive experience in delivering
programming, consulting, and coaching across a range of people management areas with a focus on
leadership development, diversity and inclusion, and the advancement of women. Ritu works primarily with
senior leadership teams, boards of directors, middle management, and emerging leader groups, including
women and diverse professionals.
Ritu is known for her diversity and inclusion expertise in Cultural Competence and unconscious bias, and
is certified to administer Cultural Competence assessment tools including the Intercultural Development
Inventory (IDI) and the Intercultural Conflict Style Inventory (ICS). Ritu is also certified in neuroscience
coaching strategies for leadership growth. Ritu has coached hundreds of professionals, and now coaches
C-Suite leaders and other executives on building their Cultural Competence to be more inclusive.
Ritu has won several awards and distinctions reflecting her passion and commitment to her work, including
the City of Toronto’s 2014 William P. Hubbard Award for Race Relations. Ritu is also the Co-Founder of
Insayva, a platform for self-empowerment for those seeking personal and professional growth. She is a trained
instructor in several yoga disciplines and, when she is not working, you will find her in a downward dog.
bhasinconsulting.com
@bcistrategies
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Inclusive Leadership Strategies
Understanding Your Cultural Lens: Layers of Cultural Identity
Nationality

Gender Identity

Socioeconomic Status/Class

Region

Sexual Orientation

Education Level

Ethnoculture/Race

(Dis)Ability

Profession/Career

Religion

Family Status

Organization

Language

Age

Department

5 Attributes
of Leaders in
Adaptation

Are highly
self-reﬂective
and selfaware about
their cultural
identities

bhasinconsulting.com
@bcistrategies

Are not afraid to
be vulnerable/
ask about
differences

Are judgmentneutral in their
understanding
of cultural
differences

They ﬁll their
knowledge
gaps

Adjust their
behavior
across
differences
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Leadership Strategies for Being Inclusive

Be mindful of who is being helped and
who is being left out

Dare to disagree and to speak up

Ask yourself – “Who are we helping to
advance?”

Challenge assumptions that sound
subjective in team settings

Interrupt blindspots by spending time
coaching, working with, developing, and
supporting people who are different than
you

› Provide counterevidence
› Discuss when someone’s behavior

Check your reference point
When describing a team member, ask
yourself – “Would this label apply if the
person was from a different group (e.g.
gender)?”
If a different label applies, a blindspot is
likely at play

Create a team signal for blindspots
Check your team’s blindspots through signaling
language:

may be misunderstood or viewed
negatively

Practice learning about others
Get out of your comfort zone by learning how to
ask about differences by latching on to cultural
cues
› “I don’t know about X, could you please tell me
more?” and
› “Sorry in advance if this comes out wrong or I say
something offensive”

Be authentic
Share your own cultural stories and encourage
others to do the same

› “Are we Minimizing?”
› “Is there a blindspot at play?"

bhasinconsulting.com
@bcistrategies
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Self-Reﬂection Strategies for Being Inclusive

Understand your cultural
lens

How do your cultural identities impact your values,
beliefs, and behaviors? Where are you judging
others?

Be aware of your discomfort

Which cultural differences are hard for you? Why?
How can you reframe the differences?

with differences

Strategically target your
knowledge/skills gap areas

Plan to practice inclusion

As a leader, apply your
cultural lens

Which cultural identities do you need to learn about? How
will you do this?

Which talent/leadership areas will you focus on? When?

How can I ensure that all team members are sharing their
views and are being heard?
> Do I create an environment where different opinions are
shared?
> Do I only approach my “go-to” people for input?
> What language am I using that may be exclusionary?

Script Your Discussions

Which cultural conversations or coaching discussions do
you struggle with? What scripts can you develop to help
you?

Identify your discomfort
triggers

Ask yourself – “What are the physical triggers that signal
my discomfort with differences?”

Be more mindful/present

What mindfulness strategies can you employ to help you
be more present in your thoughts and interactions?

bhasinconsulting.com
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The “B-J-O” Model™: Interrupting Our Judgment of Others

Observed
Behavior

Judgment/
Meaning We
Attach to the
Behavior

Outcome

PAUSE!
Challenge your judgment.
Ask yourself:
- "Is something cultural going on here?"
- "Is there a bias/blindspot at play?"
- "How am I judging the behavior?"
- "It this true?"
- "Why am I doing this?"
- "How can I re-frame my judgment going forward?"

About bci
bhasin consulting inc. (bci) is a leading global people strategies ﬁrm. Founded in 2010 by Ritu Bhasin, LL.B
MBA, bci has now worked with dozens of world-renowned global organizations and hundreds of leaders
across sectors in a range of people strategies areas.
Our team of award-winning facilitators, consultants, and coaches works with a range of global clients,
including law ﬁrms, corporations, banks, academic institutions, professional associations, and non-proﬁt
organizations to develop and deliver programming in a number of areas, including: Cultural Competence,
Diversity and Inclusion (CCDI), Women’s Advancement, Leadership Development, Talent Management, and
Authentic Leadership.
For more information, please contact President Ritu Bhasin at ritu@bhasinconsulting.com.
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Saskatchewan’s
Changing Demographics
THE NEXT TEN YEARS

Prepared by Curtis Woloschuk, Saskatchewan Ministry of Justice

What are “Demographics”?
In a nutshell, demographics is “the study of statistics such as births, deaths, income, or the incidence
of disease, which illustrate the changing structure of human populations.” Boom Bust and Echo by
David K. Foot in 1996 is one of the most popular examples of applied demographics. Demographics
may be strictly a study of changes to population over time, but it also can be expanded to include
analysis of social patterns over time as well.
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Saskatchewan, the past 20 years…
Saskatchewan Population
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Saskatchewan, the past 20 years…
Saskatchewan Crime by Type
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Saskatchewan, more working age
people…
Saskatchewan Population by Age Group
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…but not compared to the rest of
Canada.
Provincial Age Groupings, 2017
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Where are the people coming from???
Change in Saskatchewan Population
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And where are they going…
Saskatchewan Net Interprovincial Migration
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The best defense to crime is a job…
Saskatchewan total criminal incidents and number unemployed
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Where are your “clients” working?
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What skills do we have?
Canadian Educational Attainment
2016 Census
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Where do we live?
Saskatchewan Homes by Tenure,
2016 Census
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What shape are our homes in?
Percentage of Homes Needing Major Repairs,
2016 Census
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So what does this mean?
Saskatchewan has a young population, with less than average educational attainment, increased
unemployment, fewer jobs for those who have had recontact with the justice system and with a
housing stock that is not in good of shape as the rest of the country. These all point to
continued pressure on our criminal justice system.
However, there is some good news. We will see a shift toward housing repairs from new
construction. This helps housing stock quality and provides employment.
Province has set lofty goals for high school graduation rates and there has been some success.

OPINIONS EXPRESSED ARE THOSE OF AUTHOR AND DO NOT REPRESENT GOVERNMENT OF
SASKATCHEWAN
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*Census defines visible minorities as persons, other than Aboriginals, who are non-Caucasian in race

Created by Dr. Monica Hwang for the Law Society Seminar: The Benefits of Diversity (Oct 23, 2018)

% of Saskatchewan
residents reporting
to be visible
minorities*
growing
3.6% in 2006
10.8% in 2016

Most populous
visible minorities
in Saskatchewan:
Filipino, South
Asian, Chinese
and Black.

*Census defines visible minorities as persons, other than Aboriginals, who are non-Caucasian in race or non-wh

The Philippines has
been the #1 source
country for international
in migration into SK for
more than a decade

722 new permanent
residents from the
Philippines
3,022 in 2017, reflects
319% increase

 Temporary Foreign

Worker (TFW) program

 In 2014, estimated 11,000

TFWs in SK (Citizenship
and Immigration Canada,
2014)

 Number doubles when

Data Sources: Statistics Canada, Census of the Population, 1996, 2001, 2006, 2011, 2016

permanent residents &
workers employed
through company
transfers or the
International Labour
Mobility program
included

4

 Precariousness of status makes

ISSUE OF
LABOUR
RIGHTS FOR
MIGRANTS
WILL GROW

migrant workers more
vulnerable than Canadian
counterparts
 Combination of possible
workplace exploitation,
mistreatment and abuse
combined with a lack of
understanding about rights in
general is a major legal issue

GROWTH OF INDIGENOUS POPULATION
 2016 Census shows Saskatchewan’s population of self-

identified Aboriginals was 175,020 or 16.3% of the total
population

 2nd highest proportion after Manitoba.
 Statistics Canada projects Indigenous population will make

up 1 in 5 people in Saskatchewan by 2036.

 Without adequate representation, concerns of

Indigenous voices potentially overlooked,
which helps spur the growth of
socioeconomic gap dividing Saskatchewan’s
Indigenous and non-Indigenous populations

 Indigenous people in SK are 33 times more

INDIGENOUS
PEOPLES AND
THE LAW

likely to be incarcerated than a nonIndigenous person—higher odds than an
African American in the U.S., or a black South
African at the height of apartheid
(https://www.macleans.ca/news/canada/sask
atchewan-a-special-report-on-race-andpower/

 Studies show that Indigenous offenders in

Saskatchewan are being sentenced to more
than twice the jail time as their nonIndigenous counterparts

Lack of legal aid funding as challenge facing the criminal
system, especially for the poor and ethno-racial communities.
(Beverley McLachlin, chief justice of the Supreme Court of
Canada)
Self-represented defendants more likely to plead guilty, to be
denied bail, and to be convicted,
Source: https://www.cbc.ca/news/canada/newfoundlandlabrador/legal-aid-beverley-mclachlin-1.4363637

Saskatchewan’s Changing Demographics – A Census-Based Approach
Prepared for the Benefits of Diversity Law Society Seminar
Regina SK - October 24 2018
Dr Stuart Wilson, Department of Economics, University of Regina

Saskatchewan has experienced tremendous demographic change over the last two decades, from a
province of net outward migration and negative population growth from 1996 to 2006, to a province of
strong inward migration, attracting international and inter-provincial migrants. This dramatic change
has been attributed to the development of the province’s natural resources with the rise in international
resource prices from 2004 to 2009, and then with the resumption of growth following the financial
crisis, up to the more recent oil price crash in 2015.

1. Demographic Change in Saskatchewan
Among the most noticeable demographic changes Saskatchewan has recently experienced are the
following:
1.1
1.2
1.3
1.4
1.5
1.6

Strong growth in the population from 2006 to 2016
Population increases in the Child (0-14) and Young Adult (25-44) cohorts
Reduction in the Median Age
Continued growth in educational attainment
Rise in the proportion of the population with North American Aboriginal Origins
Sharp increase in the Immigrant and Visible Minority populations

These demographic changes will be illustrated using data from the Canada Census of Population, from
1996, 2001, 2006, 2011, and 2016 (Statistics Canada).

1.1 Strong Population Growth 2006-2016
As the economic prospects of Saskatchewan changed with rising resource prices after 2004, so too did
the prospects for employment and population growth. Population growth rates shifted from -0.2% per
year from 1996 to 2006, to in excess of 1.2% over the past decade (see Figure 1). Saskatchewan’s rate of
population growth exceeded that of Canada over the last decade (see Figure 2). The creation of jobs
brought workers from other provinces and countries.
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1.2 Changes in Population Cohort Sizes
Employment and population changes had an impact on the age distribution of the population in the
province. Saskatchewan has experienced remarkable growth in the size of the young adult population
over the past five years, after having stabilized over the 2006-2011 period, which in turn followed a
decade of decline (see Figure 3). And family formation and children followed along in Saskatchewan
with those young adults and strong employment prospects: the relative size of the child cohort (aged 014 years) stabilized from 2006 to 2011 and then grew in Saskatchewan over the past five years. This is in
contrast to the continued (albeit slowed) decline in the sizes of these two cohorts in Canada (see Figure
4).

1.3 Reduction in the Median Age
The relative growth in the young adult and child cohorts contributed to the reduction in the median age
of Saskatchewan residents, from 38.7 in 2006 to 37.8 in 2016 (see Figure 5). In comparison, the median
age in Canada grew from 39.5 in 2006 to 41.2 in 2016 (see Figure 6).

1.4 Educational Attainment
The Saskatchewan population has continued to improve its overall level of educational attainment. High
school completion has increased, as has completion of university programs (see Figure 7). These
changes mirror those experienced in Canada as a whole, however, Saskatchewan has had a lower level
of educational attainment than the country as a whole – a higher proportion of adults without high
school diplomas, and a lower proportion of adults with university credentials (see Figure 8).

1.5 Aboriginal Population
The Aboriginal population of Saskatchewan has had high rates of fertility and an age population pyramid
that more closely resembles a traditional pyramid shape, when compared to the total population of the
province (see Figures 9 and 10). The proportion of the Saskatchewan population with North American
Aboriginal Origins has steadily increased over the last two decades, and also has a larger share of the
Saskatchewan population, at 16.6% in 2016, when compared to the Aboriginal population share of
Canada as a whole, at 6.2% (see Figures 11 and 12).
1.6 Immigrant and Visible Minority Populations
Saskatchewan experienced a tremendous inflow of immigrants after 2006. From 1996 to 2006,
approximately 5% of the Saskatchewan population was classified as immigrants, whereas by 2016, the
immigrant population had a 10.5% share of the total population (see Figure 11). Many of these recent
immigrants have come from Asia, Africa, and South America, and are classified as visible minorities. In
2006, only 3.6% of the population of Saskatchewan was from a visible minority group, but by 2016, that
proportion had increased to 10.8%. The largest growth has come from the Filipino, Black, South Asian,
and Chinese populations (see Figure 13).
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2. Demographic Change in Selected Saskatchewan Cities
The Census data is also available for the cities of Saskatchewan. Regions of Saskatchewan have quite
different population states (distributions and characteristics as at a point in time), and also may
experience different population changes. In order to identify some possible differences between regions
of Saskatchewan, I have selected for further discussion the cities of Regina, Swift Current, Yorkton,
Saskatoon, and Prince Albert. I will highlight noticeable differences in demographic states and change
here.

2.1 Population Share of Young Adults and Median Age
Saskatchewan and Regina have larger proportions of young adults in the family formation stage, and
that has been coupled with a large increase in children (see Figure 15). Yorkton and Swift Current have
older populations, confirmed by the higher median age and the smaller proportion of young adults (see
Figure 16). Prince Albert, on the other hand, has a relatively small young adult population share
compared to Regina and Saskatoon, but retains a low median age – this is due to the relatively large
share of children (approximately 22% compared to 18% in Regina in 2016), and a higher child to young
adult ratio, indicative of a higher fertility rate.

2.2 Population Share of those with North American Aboriginal Origins
Saskatchewan cities have experienced change in the proportion of the population with North American
Aboriginal Origins. For the most part, these changes have been small (see Figure 17). An exception,
given the cities included in this study, is Swift Current in the southwest of the province – the share grew
from 1.9% in 2006 to 4.8% in 2016.

2.3 Population Share of Immigrants and of those from a Visible Minority
A major demographic shift occurred around 2006 with economic prosperity and increased immigration.
The share of the immigrant population doubled in many cities, and was especially high to start with in
both Regina and Saskatoon, where immigrants made up almost 18% of the population in 2016 (see
Figure 18). Many of these new immigrants have come from Asia and are visible minorities, and so, the
proportion of those from a visible minority has also increased dramatically (see Figure 19). Some of this
growth may also be attributed to interprovincial inflows of second generation of immigrants to
Saskatchewan as economic prosperity has facilitated both international and interprovincial flows of
visible minority populations.
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3. Summary Points on Demographic Changes in Saskatchewan
3.1 Recent economic prosperity has caused fundamental demographic change in Saskatchewan
3.2 The Saskatchewan population is relatively young, with a high share of young workers and a mini
baby-boom
3.3 Saskatchewan has experienced a major inflow of international migrants, particularly from Asian
countries
3.4 Saskatchewan has a high and growing proportion of the population with North American
Aboriginal Origins, which also is a relatively young demographic group
3.5 These demographic changes increase the level of diversity in the province, for which our levels
of awareness, acceptance and support need to also increase
3.6 Cities in Saskatchewan have differing levels of demographic diversity

4. Conclusion: Where will we be in Ten Years?
Many people do not like to provide predictions into the future. Who could have predicted the extensive
growth in Saskatchewan from 2006 to 2015? Who could have predicted the dramatic return of many
Saskatchewan-born workers to the province? Who could have predicted the massive increase in the
immigrant population? All of these demographic changes were fueled by the economic (resource)
boom.
Where will we be in ten years? That depends on the economic prospects and performance of the
province (and cities). If the province continues to develop and build its economy, employers will search
for workers and look widely; in-migration will continue as migrants will see Saskatchewan as a place for
gainful employment and as a good place to raise families and join local communities. We should,
therefore, expect the province to grow in diversity, since the province will not produce enough workers
on its own (nor quickly). The province will experience an intensified need (over and above the ethical
need) to provide support for minority groups including the Aboriginal population, in order to attract and
retain talent.
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Figure 1: Annualized Average Population Growth Rates between Census Dates, Saskatchewan, 1996-2016

1.6%
1.4%
1.2%
1.0%
0.8%
0.6%
0.4%
0.2%
0.0%
Population
1996-2001

Males
2001-2006

2006-2011

Females
2011-2016

Figure 2: Annualized Average Population Growth Rates between Census Dates, Canada, 1996-2016
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Figure 3: Population Age Distribution at Census Dates, Saskatchewan, 1996-2016
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Figure 4: Population Age Distribution at Census Dates, Canada, 1996-2016
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Figure 5: Median Age at Census Dates, Saskatchewan, 2001-2016
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Figure 6: Median Age at Census Dates, Canada, 2001-2016

Page 7 of 14

50.0%
45.0%
40.0%
35.0%
30.0%
25.0%
20.0%
15.0%
10.0%
5.0%
0.0%

1996
2006
2011
2016
No
certificate;
diploma or
degree

High school
College;
University
University
diploma or Apprenticeship CEGEP or
certificate or certificate;
equivalent
or trades
other non- diploma below diploma or
certificate or
university bachelor level degree at
diploma
certificate or
bachelor level
diploma
or above

Figure 7: Educational Attainment at Census Dates, Saskatchewan, 1996-2016
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Figure 8: Educational Attainment at Census Dates, Canada, 1996-2016
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Figure 9: Population Pyramid for the Aboriginal Population, Saskatchewan, 2011
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Figure 10: Population Pyramid, Saskatchewan, 2011
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Figure 11: Select Population Shares at Census Dates, Saskatchewan, 1996-2016
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Figure 12: Select Population Shares at Census Dates, Canada, 1996-2016
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Figure 13: Visible Minority Shares of the Population by Origin at Census Dates, Saskatchewan, 1996-2016
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Figure 14: Visible Minority Shares of the Population by Census Dates, Canada, 1996-2016
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Figure 15: Population Share of Young Adults, Selected Saskatchewan Cities, 2006 and 2016
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Figure 16: Median Age, Selected Saskatchewan Cities, 2006 and 2016
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Figure 17: Population Share of those with North American Aboriginal Origins, Selected Saskatchewan Cities, 2006 and 2016
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Figure 18: Population Share of Immigrants, Selected Saskatchewan Cities, 2006 and 2016
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Figure 19: Population Share of those from a Visible Minority, Selected Saskatchewan Cities, 2006 and 2016
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Race, Ethnicity, Religion
in the Saskatchewan Legal Context
(My Experience)
Foluke Laosebikan Ph.D
F L K Law Firm, Melfort, SK.

Simple Definitions
Race
People who share certain inherited physical
characteristics
Generally classified on the basis of pigmentation/
skin color.
Ethnicity
The fact or state of belonging to a social group that
has a common national or cultural tradition.
Religion
The belief in and worship of a superhuman
controlling power- often referred to as one’s faith,
belief, conviction or creed.

Characteristics and Distinctions
Race:
• Genetically predetermined.
• Generally decipherable without interaction.
Ethnicity and Religion:
• Ethnicity - sometimes used interchangeably with race;
In this context- cultural group to which one belongs.
• Ethnicity & religion acquired by socialization & may
be chosen, modified, or even refused (e.g. adoption,
personal choice).

Race

My Personal Experience

• Shoppers Checkout, Driving, First Job Interview & first day at work stories.

Ethnicity

• Cultural Day Story
• The perception that a culture which one does not really know or understand is
wrong, uncivilized, barbaric, worthless still exists.

Religion

• My Experience, my observation vs general/media perception.

In above cases- assumptions were made about my background, upbringing,
language abilities, past experience, skills, education, capacity, capability, and
“my people”- those assumptions not exactly positive, nor true.
Other religions.

Through the Lens of Culture
 Socialization, expressed as culture –
• Most significant determinant of
difference within human race.
• Dictates human behaviour, thinking,
action, ‘who you are’
• Cuts across race, ethnicity and religion.

 Culture, in its diversity, informs our
thoughts, choice of words, speaking
tone, volume, gesticulation, body
language, use and understanding of
verbal and non-verbal codes e.g. folded
arms-full, undivided attention &
respect vs defensive, negative); the
use of “sure”, “would you like to…?”.
(The other side of my experience-the
learning).

Cultural Awareness and Cultural
Intelligence
 Cultural differences are here to stay. If unaddressed, will
hinder progress and will resurface in the future.
 Cultural Awareness and Cultural Intelligence are essential
for navigating cultural differences.

Cultural Awareness
Cultural Awareness is the ability to identify and accept that:
• I have, and am entitled to my cultural values, perceptions,
ways of thinking and of conducting affairs;
• Others equally have and are entitled to theirs’.
“In reality we are , as individuals, families, communities,
each a bundle of differences; Each is different and no one is
‘more different than’ the other.”

Cultural Intelligence
Cultural Intelligence = Cultural awareness + willingness
Has 3 aspects:
• Awareness that cultural differences exist;
• Understanding that no culture is the judge of, superior
or inferior to, better or worse than another;
• Willingness to learn about and engage with others“willingness” is key- impossible to fully master everything about
another culture- ‘learn as you go’.

Tips for Cultural Intelligence
Approach and interact with each person as an
individual; Openness is key – be open to learn, and
check back as appropriate.
‘Don’t overthink it’; Don’t allow the fear/fact of ‘wrong
words/actions’ stop you.
 Don’t stop trying.

Results of Cultural Intelligence
Efficacy in communication and relations- “cultural
competence”.
Effectiveness and Professionalism.
Potential growth beyond personal and local
boundaries.
Efficacy in the practice, and in the administration of
law.

Conclusion
Cultural Awareness and Cultural Intelligence are
becoming increasingly necessary for optimal
communication, progress, professionalism, and success
in law and in life.

Thank You!
Flk2018
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Introduction
This is our fourth annual comprehensive report on
diversity disclosure practices relating to women in
leadership roles by TSX-listed companies. This year
we find that the accelerated focus over the last year
on diversity of board and executive teams among
institutional investors, regulators and the media is
having an impact on increasing the representation
of women on boards, although the representation
of women in executive officer positions is virtually
unchanged. Most companies have some sort
of written board diversity policy, two-thirds of
companies have at least one female director and
women were appointed to almost one-third of
all newly created or vacated board seats.
Companies in the S&P/TSX 60 index are far
advanced in their board diversity initiatives.
Though these results are encouraging, more work

Osler, Hoskin & Harcourt llp

needs to be done at the board level, and results at
the executive officer level remain disappointing.
Our report provides an updated snapshot on the
representation of women in leadership roles in
corporate Canada and highlights best practices
for improving gender diversity among boards and
executive teams. In our report we summarize final
results for the full 2017 calendar year and present
results for the January 1, 2018 to July 31, 2018
period. We also highlight trends in results for
the corresponding periods for each year since
2015. Our analysis of diversity disclosure
practices is book-ended by a summary of recent
developments relating to gender diversity, both in
Canada and abroad, in Chapter 1 and a sampling of
best practices in fostering greater gender diversity
by leading Canadian companies in Chapter 6.

Highlights
16.4%

Women now hold 16.4%
of all board seats among
all companies disclosing the
number of women directors
on their boards
28.4%

and 28.4% of the board seats
for S&P/TSX 60 companies;
for the same period in 2017, the corresponding
percentages were 14.5% and 26%, respectively.

A majority (53.6%) of
companies have adopted a
written board diversity policy;
although 53.6% of companies that disclosed
whether they have a written board diversity policy
in 2018 state that they have one (compared to
46.9% over the same period in 2017), only 42.9%
of companies disclosed that their policy relates
specifically to the identification and nomination
of women directors.
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Over two-thirds
(68.8%) of all
companies have
at least one
female director
and one-third
(33.7%) of
companies have
two or more
women directors;
the percentage of companies disclosing the number
of women directors with all-male boards continues
to decline, falling to 31.3% in 2018 compared to 37.3%
in the prior period in 2017, while the percentage of
such companies with two or more women directors
increased to 33.7% compared to 28% in 2017.

In only 3.3% of
companies is the
CEO a woman and
only 3.5% of boards
have a female
board chair.

MISSING

Targets for the
number of women
executive oﬃcers
are very rare;

Women accounted for
approximately 32.3%
of the total number of
newly created or vacated
board seats over the
previous year.

Few companies
adopt targets for
women directors,
although the
numbers are
increasing;
17.2% of disclosing companies adopted such a
target (compared to 12.4% in the prior year) and
a majority (53.6%) of S&P/TSX 60 companies
have adopted a target for female directors
(compared to 47.4% in the prior year).

and only 5.9% of all disclosing companies (compared
to 3.1% in the prior year) and 21.8% of disclosing
S&P/TSX 60 companies (compared to 14.3% in
the prior year) report having a target in place.
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When it comes to board diversity practices, the contrast in leadership shown by S&P/TSX 60 companies
compared to all companies which provided disclosure is noteworthy. For example, S&P/TSX 60 companies
are within easy striking distance of achieving the Canadian chapter of the 30% Club goal for 30% of board
seats to be held by women by 2022.
All disclosing
companies
% of board seats held by women

Avg # of women directors

Avg % of board which is female

16.4%

28.4%

1.29

3.31

14.8%

27.7%

% of all-male boards

31.3%

% of companies with 2 or more
women directors

33.7%

% of companies with a diversity
policy focussed on increasing the
# of female directors

% of companies with targets for
female directors

S&P/TSX 60
companies

42.9%

17.2%

0%

90.9%

85.7%

53.6%

When it comes to executive officers, however, there is little distinction. For example, the average
percentage of executive officers who are women for all disclosing companies was 15.8% compared
to 17.5% for S&P/TSX 60 companies.
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1

We have noted in our reports that the push for companies to make gender
diversity a priority has come from an increasingly broader number of
constituencies. That trend continued this year, with further industry-led
initiatives and actions by both institutional investors and, latterly, proxy
advisory firms to push diversity as a key agenda item for public company
boards. The emergence of the #MeToo movement since our last report has
provided another impetus for companies to consider questions of gender
diversity in board and other senior leadership positions. There has also been
an increasing focus on diversity beyond gender over the last year.
This ongoing emphasis on diversity in the boardroom and among executive
officers not only impacts the proportion of public company board seats being filled
by women, but non-public companies are being asked by governments, regulators and
customers to provide more and better information on their own diversity practices
and on the number of women serving as directors and executive officers. And the
opportunities to invest in and support organizations that have a demonstrated
commitment to gender diversity are increasing rapidly.
These developments, research results and impacts provide important context
for our specific findings on gender diversity among TSX-listed companies described
in Chapters 3 through 5 and our discussion of best practices in Chapter 6. We have
summarized some of the key developments in diversity over the past year below.

New developments
INITIATIVES ENCOURAGING INCREASED DIVERSITY ON BOARDS
Industry initiatives
Since our last report was published, there have been further industry initiatives in
Canada and elsewhere in support of diversity in the boardroom and among corporations’
senior leadership, including:
• In October 2017, the Parker Review Committee issued its final report on the ethnic
diversity of UK firms. The report looked at the ethnic diversity of the FTSE 100
companies in the U.K. and found that 8% of the 1,050 director positions among such
companies are held by directors of colour and a majority of companies (51%) do not have
any directors of colour. It also found that seven companies account for over 40% of the
6
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directors of colour and five of those companies are headquartered outside the UK.1
The report includes eight key questions for directors to consider in the context of
addressing ethnic diversity at the board level and a directors’ resource toolkit to
help companies address ethnic diversity.
• In November 2017, the Canadian Gender and Good Governance Alliance was
established. The CGGGA members are the Business Council of Canada, Canadian
Coalition for Good Governance, Catalyst Canada, Clarkson Centre for Business Ethics
and Board Effectiveness, Governance Professionals of Canada, Institute of Corporate
Directors, Canada’s 30% Club and Women in Capital Markets. CGGGA seeks to
amplify and coordinate efforts to increase gender parity on boards and in executive
positions, and to contribute to public policy in this area. It released a Directors’
Playbook, which presents a curation of practical tools that organizations can use to
achieve gender balance on boards through deliberate action, including the Osler
and Institute of Corporate Directors model board diversity policy template.2
• To mark International Women’s Day on March 7, 2018, Catalyst led a skyline
takeover initiative – by projecting the Venus symbol on 32 buildings in 10 cities
around the world.
• In June 2018, the U.S. chapter of The 30% Club announced that female board
representation across its members is now above 30%.
• Leading industry research — including the examples below — supports the
anecdotal observations we have heard from many of those who work with or serve
on boards: boards with gender diversity operate in a manner that is observably
different and more often consider important perspectives in their decision making
process than do boards lacking this diversity.
{{

{{

{{

1

Leading industry
research supports the
anecdotal observation
we have heard from
many of those who
work with or serve on
boards: boards with
gender diversity operate
in a manner that is
observably different.

A January 2018 McKinsey & Company report3 reviewed the gender diversity
of 1,000 companies covering 12 countries worldwide and assessed their
performance based on profitability (measured using average EBIT margin)
and value creation (measured as economic profit margin). The researchers
found a statistically significant correlation between a more diverse leadership
team and financial outperformance. Companies in the top quartile for gender
diversity on executive teams were 21% more likely to outperform on
profitability and 27% more likely to have superior value creation. In addition,
companies in the top quartile for ethnic/cultural diversity on executive teams
were 33% more likely to have industry-leading profitability.
Also in January 2018, a Boston Consulting Group report’s findings4 suggest
that increasing the diversity of leadership teams leads to more and better
innovation and improved financial performance.
In September, Institutional Shareholder Services reported that it found that
companies with three or more women directors on the board tend to perform
better on ISS’ environmental and social risk management measures.5

Independent review by Sir John Parker into the ethnic diversity of UK boards is available at www.gov.uk/government/publications/ethnic-diversity-of-uk-boards-the-parker-review

2 “Directors’ Playbook” by CGGGA is available at www.cggga.ca/directors-playbook
3

“Delivering through Diversity” by McKinsey & Company is available at www.mckinsey.com/business-functions/organization/our-insights/delivering-through-diversity

4 “How Diverse Leadership Teams Boost Innovation” by Boston Consulting Group is available at www.bcg.com/publications/2018/how-diverse-leadership-teams-boost-innovation.aspx
5 ISS report is available at https://corpgov.law.harvard.edu/2018/09/06/across-the-board-improvements-gender-diversity-and-esg-performance/
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Regulatory initiatives
There have also been a number of regulatory initiatives aimed at continuing
to enhance diversity. These policies are noteworthy for their commitment to
promote specific targets (though not a mandatory quota) and their increasing
commitment to look at diversity characteristics in addition to gender. These
initiatives have included
• Targets in the U.K. and Australia: The U.K. has set a target of 33% women
directors on public company boards by 2020. According to a report released
by the Hampton-Alexander Review, as of the end of June this year, 29% of the
director positions among the FTSE 100 were held by women (compared to
12.5% in 2011), but women hold only 25.5% of the director positions among
the FTSE 350 companies.
Similarly, in May 2018, the Australian Stock Exchange posted for consultation
draft rules which propose to revise provisions relating to diversity to, among
other things, require disclosure of the full text of the diversity policy instead
of a summary, and requiring an entity in the S&P/ASX 300 to have as a
measurable objective at least 30% of directors of each gender on its board
within a specified period.
• Diversity disclosure for CBCA, publicly-traded corporations: On May 1, 2018,
amendments to the Canada Business Corporations Act received royal assent.
Once in force, certain of the amendments will require all federallyincorporated distributing corporations to provide information prescribed by
regulation respecting the diversity of the directors and senior management.
The draft regulations contemplate that affected corporations would provide
the same type of diversity disclosure required of TSX-listed companies under
securities laws, but instead of focusing solely on women, the disclosure would
be with respect to “designated groups” (including women, Canadian
Aboriginal people, visible minorities and disabled persons).
• Gender Equality Week: Federal legislation approving the establishment of
Gender Equality Week in Canada in the last week of September each year
became effective in June.
• Enhanced diversity disclosure in the U.K.: In July, the Financial Reporting
Council published its new U.K. Corporate Governance Code. The new U.K. Code
includes an increased focus on diversity, including diversity beyond gender.
Annual reports will need to include information on the company’s policy on
diversity and inclusion, including its objectives, alignment with company
strategy, implementation and progress made on achieving the objectives.
• Mandatory minimums in California: In August, the California legislature
approved and sent to the Governor of California for signature a bill that, when
signed, will require any public company listed on a major U.S. stock exchange
with its principal executive offices in California to have at least one woman
on its board by December 31, 2019. By December 31, 2021, if the company has
five directors, two would need to be women, and if there are six or more
directors, three would need to be women.
On the other hand, as a result of ongoing opposition, the European Commission
has still made no progress on its Directive on promoting equality in decisionmaking. The goal is to accelerate progress toward greater diversity through
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adoption of a target of at least 40% representation of the underrepresented
sex for non-executive board members of listed companies, with sanctions for
companies that fail to comply with the terms of the Directive.
INSTITUTIONAL INVESTORS CONTINUE TO PRESSURE COMPANIES
TO IMPROVE
We noted in last year’s report that institutional investors had started to step
up to express support for increased gender diversity in the leadership of the
companies in which they invest. This trend has continued as illustrated by a
number of developments
• In September 2017, the 30% Club Canadian Investor Group, comprised of
16 large Canadian asset management firms, issued a Statement of Intent
declaring that their objective is to achieve a minimum of 30% women on the
boards and at the executive management level of S&P/TSX composite index
companies by 2022.
• Also in September 2017, the New York City Comptroller and the New York
City Pension Funds launched the “National Boardroom Accountability
Project 2.0.” This initiative targets the boards of 151 U.S. companies requesting
they disclose a director skills matrix which would include information
regarding each director’s gender, race and ethnicity as well as information
regarding each director’s skills, experience and attributes.
• In January 2018, BlackRock’s global head of investment stewardship sent
letters to about 300 companies in the Russell 1000 with fewer than two
women directors asking them to disclose their approaches to diversity
and to establish a timeframe for improvement.

Institutional investors
have stepped up
support for increased
gender diversity in
the leadership of the
companies in which
they invest, and an
increasingly hard stance
is being taken by certain
of these investors when
voting for directors.

• In February 2018, BlackRock updated its approach to board diversity in its
proxy voting guidelines stating that it expects “boards to be comprised of a
diverse selection of individuals who bring their personal and professional
experiences to bear in order to create a constructive debate of competing
views and opinions in the boardroom. In addition to other elements of
diversity, we would normally expect to see at least two women directors
on every board.”
• Also in February 2018, the Ontario Teachers’ Pension Plan updated its
proxy voting guidelines to include a note on gender diversity which
states: “While Ontario Teachers’ believes boards should be diverse across a
number of dimensions, we agree with a number of studies that specifically
describe the positive impacts of gender diversity. Thus, to encourage gender
diversity on boards, we support a minimum of three women on a board.”
Hammering it home through the exercise of voting rights
This focus of institutional investors on gender diversity has also manifested
itself in the increasingly hard stance being taken by certain of these investors
when voting for directors, including
• The state pension funds of Massachusetts and Rhode Island will vote against
or withhold from all board nominees if less than 30% of the company’s board
is diverse in terms of gender and race.
• Legal & General Investment Management, a UK investor and institutional
asset manager has reportedly been voting against the chairs of boards of
FSTE 350 companies that do not have at least 25% women directors.
9
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• In March, the New York State Comptroller announced that the New York
State Common Retirement Fund intended to vote against all board directors
standing for re-election if there are no women serving on the board and
would vote against members of the board’s governance committee standing
for re-election if there is only one woman serving on the board.
Consistent with the focus of institutional investors on gender diversity, since
our last report proxy advisors Glass Lewis and Institutional Shareholder
Services (ISS) updated their approach to board diversity in their voting
guidelines as summarized below:
• Glass Lewis decided not to make voting recommendations in 2018 solely on the
basis of the diversity of the board; it will instead include diversity as one of
many considerations in evaluating companies’ oversight structures. Beginning
in 2019, however, Glass Lewis will generally recommend voting against the
nominating committee chair of a board that either (1) has no female members
or (2) has not adopted a formal written gender diversity policy.
• ISS’ new requirements apply to S&P/TSX companies in 2018 and to all other
TSX companies in 2019. Under its updated guidelines, ISS will generally
recommend withhold votes for the chair of the board committee which is
responsible for director nominations, or chair of the board of directors if there
is no such committee where (1) the issuer has not disclosed a formal written
gender diversity policy and (2) there are no female directors on the board of
directors. To be considered a written gender diversity policy, ISS takes the
view that the policy should include
{{

{{

a clear commitment to increase board gender diversity (and boilerplate
or contradictory language may result in withhold recommendations
for directors)
measurable goals and/or targets denoting a firm commitment to increasing
board gender diversity within a reasonable period of time

ISS also states that when determining a company’s commitment to board
gender diversity, consideration will be given to the board’s disclosed approach
to considering gender diversity in executive officer positions and stated goals,
targets, or programs and processes for advancing women in executive officer
roles, and how the success of such programs and processes is monitored.
Additionally, under its updated Socially Responsible Investing and Catholic
Faith-Based proxy voting policies, ISS will recommend against the incumbent
governance committee members if the board does not have at least one woman
director and one ethnic minority director and is not at least 30% diverse.
Activist investors
Although institutional investors are vocal about the need for better diversity,
activist investors do not share the same focus. A report issued in August 2017
by Institutional Shareholder Services and the Investor Responsibility Research
Centre Institute reviewed director appointments that resulted from shareholder
activism between 2011 and 2015 and found that gender diversity among such
appointments was low, with only 32 of the 380 (8.4%) of the appointees being
women. The report also found that boards were less likely to have at least one
female director one year following an activism campaign than they were one
year prior to the campaign.
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But there are exceptions. In May, an activist succeeded in replacing the board
of directors of Destination Maternity, a U.S. maternity wear retailer, with a
four-director slate that was three-quarters female displacing an existing board
that was three-quarters male.
IMPACT OF #METOO ON APPOINTMENT OF WOMEN DIRECTORS
When we issued our report this time last year, Harvey Weinstein was the CEO
of a financially successful business and the #MeToo movement did not yet
exist. How things have changed!
On October 5, 2017, The New York Times reported that dozens of women had
accused Harvey Weinstein of sexual harassment, sexual misconduct or rape.
Media focus was extensive and led to the viral beginnings of the #MeToo
movement when, after hearing about the investigation into Harvey Weinstein,
actress Alyssa Milano posted a message from a friend on Twitter saying:
“If you’ve been sexually harassed or assaulted, write ‘me too’ as a reply to
this tweet.”
The movement spread throughout the entertainment industry and into politics
and other businesses. It has also had an impact on the recruitment of women
directors. For example, Wynn Resorts Ltd. added three women to its board in
April after its founder, Steve Wynn, stepped down as chief executive earlier this
year amid sexual-misconduct allegations. Uber Technologies Inc. added two
more women to its board following its own harassment scandal.

The #MeToo movement
provides an example of
how gender diversity may
affect the “tone at the top”
in a manner that can reach
across the organization
and into its culture.

Having women on the board is not a guarantee against inappropriate behaviour
by employees or executives, but the #MeToo movement provides an example
of how gender diversity may affect the “tone at the top” in a manner that can
reach across the organization and into its culture. It also demonstrates how the
absence of capable female directors on the board can increase the reputational
harm experienced by the company and can make it harder for the company
and the board to respond effectively if a problem of this sort arises.

Impacts
THE PROPORTION OF NEWLY APPOINTED DIRECTORS WHO ARE
WOMEN IS INCREASING
In its April 2018 report, ISS Analytics, the data arm of Institutional Shareholder
Services, found that in 2017 approximately 32% of the incoming director
class at S&P 1500 companies were women, the highest since ISS began tracking
in 2008.
In May 2018 Equilar reported that among the Russell 3000 companies in the
U.S., in Q1 2018 nearly one-third (32%) of new director seats went to women,
the percentage of women on the Russell 3000 boards increased to 16.9% and the
number of all-male boards fell to 19.5%.
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BROADER APPLICATION OF DIVERSITY DISCLOSURE REQUIREMENTS
The focus on diversity has moved beyond the public company context and
organizations beyond public companies are being required to report on their
diversity practices to clients and regulators. For example
• Last year, Toronto City Council asked the City to examine opportunities
to gather more information about the diversity practices of companies
seeking to do business with the City.
• In December, the SEC Office of Minority and Women Inclusion released a
Diversity Assessment Report for certain entities regulated by the SEC. The
Diversity Assessment Report is designed to help regulated entities conduct
self-assessments of their diversity policies and practices, and to serve as a
template for submitting information about their self-assessments.
• The Canadian federal government’s new Venture Capital Catalyst Initiative
requires applicants for funding to disclose, among other things, their
proposed strategies to address gender balance among Canadian VC fund
managers and companies.
INVESTING IN DIVERSE COMPANIES IS EASIER THAN EVER
There are now more opportunities to include leadership in gender diversity
as a factor in investment decisions. Last October, Project Sage, a collaboration
between the Wharton Social Impact Initiative at the Wharton School,
University of Pennsylvania and Suzanne Biegel, Catalyst at Large, identified
58 private equity, venture capital and private debt funds with a gender lens. In
their report, they noted that 21 of those funds were launched in 2017, more than
in any other year they tracked. A list of the funds they identified is attached as
an appendix to their report. However, there are other gender lens opportunities:
• UBS established UBS Global Gender Equality UCITS ETF, which tracks the
Solactive Equileap Global Gender Equality 100 Leaders Net Total Return
Index (Solactive Equileap Index) and includes international companies
deemed to be leaders promoting gender equality based on 19 different
metrics by Equileap.
• In March, RBC launched the RBC Vision Women’s Leadership MSCI Canada
Index ETF, a women-focused exchange-traded fund tracking Canadian
companies that have boards with at least 30% female representation and/or
strong female reputation at the director and executive levels.
• Over the last year, in Canada, the Evolve North American Gender Diversity
ETF (HERS) and the Mackenzie Global Leadership Impact ETF (MWMN)
were launched.
• Gender lens funds in the U.S. that invest in publicly traded equities
include Pax Ellevate Global Women’s Leadership (PXWEX), the SPDR SSGA
Gender Diversity Index ETF (SHE) and Glenmede Women in Leadership
US Equity (GWILX).
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• Other gender lens investments include Impact Shares YWCA Women’s
Empowerment ETF, Lyxor Global Gender Equality UCITS ETF (ELLE.France)
and FTSE Women on Boards Leadership Index, which increases exposure
to companies based on gender diversity at the board level, as well as the
Bloomberg Gender-Equality Index which launched this year.
• In September, CIBC launched a the CIBC Women in Leadership Bound which
will fund organizations which are making progress in improving gender
diversity in their leadership.
In October, the Global Impact Investing Network launched its Gender Lens
Investing Initiative, a two-year initiative to explore the opportunities and
challenges in catalyzing and scaling gender lens investing within the impact
investing sector.
DIVERSITY BEYOND GENDER
Gradually, the focus on board and executive officer diversity is beginning to
include other diversity characteristics. As noted above, the Parker Review
Committee in the U.K. issued its final report in late 2017 on the ethnic diversity
of U.K. firms and included in its report a directors’ resource toolkit to help
companies address ethnic diversity. In March, Lloyds Banking Group and Royal
of Scotland publicly declared ethnic diversity targets for senior management
roles and the workforce as a whole. Based on the new draft regulations under
the CBCA, once certain of the recent amendments to the CBCA are in force,
federally-incorporated distributing corporations will likely be required to
provide diversity disclosure respecting “designated groups” (defined to include
women, Canadian Aboriginal people, visible minorities and disabled persons).

Osler, Hoskin & Harcourt llp

A BOARD DIVERSITY
INTERACTIVE TOOL
Osler encourages companies
to prioritize and report on their
diversity practices. To help foster
diversification at the board level,
Osler worked with the Institute
of Corporate Directors to develop
the Board Diversity Policy
template. The template offers
companies simple and
standardized diversity policy
language that users can tailor
to reflect each company’s unique
circumstances and is available at
osler.com/diversitytemplate.
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2

METHODOLOGY AND DATA SET
The data presented in this report was obtained by surveying public disclosure
documents filed by all TSX-listed companies that are subject to the Diversity
Disclosure Requirement.
• In reporting on disclosure for full-year 2017, we reviewed disclosure
documents provided by 853 TSX-listed issuers which are not investment
funds as of July 31, 2017. Of those companies, 777 provided disclosure wholly
or partially in compliance with the Diversity Disclosure Requirement. We
excluded 76 companies from our analysis because they are prescribed foreign
issuers, exempt from disclosure or non-compliant.
• For 2018, there were 817 TSX-listed issuers which are not investment funds as
at July 31, 2018. Of those companies, 706 had provided full or partial diversity
disclosure by that date and 52 additional companies are expected to file later
in 2018 and so are not yet included in our analysis. We excluded a further
59 companies from our analysis because they are prescribed foreign issuers,
newly listed or otherwise exempt from disclosure in 2018 or because they
were wholly non-compliant with the Diversity Disclosure Requirement.
• For comparison purposes to highlight year-over-year progress, we compared data
for all companies subject to the Diversity Disclosure Requirement in the January 1
to July 31 period of each of 2015, 2016, 2017 and 2018, respectively, rather than
limit our results solely to companies which were subject to the requirement in all
four periods. This approach provides a close approximation of the results for
full-year 2016 and 2017, as more than 90% of the relevant companies filed their
disclosure by July 31 of the applicable year, and our final results for full-year 2015,
2016 and 2017, respectively, approximate the results we have previously reported
for the January 1 to July 31 comparison period for those years. Although there is
potential for some variation as a result of changes in the composition of the
relevant lists from year to year, given the sample size and the objective of
testing the disclosure practices of such companies as a group, rather than on
an individual basis, we did not regard this variation a as material to our results.

National Instrument 58-101
Disclosure of Corporate
Governance Practices (NI
58-101) requires disclosure
respecting the representation
of women on boards and in
executive officer positions
(Diversity Disclosure
Requirement). Pursuant
to the Diversity Disclosure
Requirement, Canadian
reporting companies other
than venture issuers,
exchange-traded funds,
closed end funds
and structured notes are
required to provide gender
diversity disclosure.

• For each data point provided in this report, the percentages are calculated as a
percentage of the total number of companies that provided disclosure on the
disclosure item in question. Because the Diversity Disclosure Requirement
does not specify, we accepted disclosure that was provided in respect of either
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the current board or the proposed director nominees, and in those cases where
disclosure was provided for both, we based our analysis on the disclosure
provided in respect of the board being nominated for election at the shareholders
meeting in question. A similar approach was adopted with respect to disclosure
relating to executive officers.
In addition to our year-over-year comparison, we provide a selection of comparative
data for companies included in the S&P/TSX 60 index to offer insight on the practices
of Canada’s largest companies. We refer to such companies in the report as the “S&P/
TSX 60 companies.” For 2018, 56 S&P/TSX 60 companies had filed their management
information circular or annual information form (as applicable) on or prior to July 31,
2018, with the remaining four scheduled to file after the July 31, 2018 cut-off. By contrast,
in 2017, 57 S&P/TSX 60 companies had filed by July 31, meaning that certain of this
year’s percentage figures for this group of companies are affected slightly by the
change in number given the relatively small sample size.
New for this year’s report, we have calculated the number and percentage of
women appointed to fill vacancies or nominated to fill new positions on boards of
directors by identifying the number of directors being nominated for election for
the first time at each company that provided full or partial diversity disclosure and
the number of those nominated directors who were women. We have also included
data regarding the number and percentage of companies that have provided full or
partial diversity disclosure who have a woman as the chief executive officer and/or
as the chair of the board of directors.

THE DIVERSITY DISCLOSURE REQUIREMENT
The Diversity Disclosure Requirement requires
disclosure of
• whether or not the issuer has adopted a written policy
relating to the identification and nomination of
women directors. If the issuer has not adopted such a
policy, it must disclose why it has not done so. If an
issuer has adopted a policy, the issuer must disclose:
{{

{{

{{

{{

a short summary of its objectives and key provisions
the measures taken to ensure that the policy has
been effectively implemented
annual and cumulative progress by the issuer in
achieving the objectives of the policy
whether, and if so how, the board or its nominating
committee measures the effectiveness of the policy

• whether the issuer considers the level of
representation of women on the board in identifying
and nominating candidates for election or re-election
to the board. If so, the issuer must disclose how and,
if not, disclose the issuer’s reason for not doing so

• whether the issuer considers the level of
representation of women in executive officer
positions when making such appointments.
If so, the issuer must disclose how and, if not,
disclose the issuer’s reason for not doing so
• whether the issuer has adopted a target regarding the
appointment of women to the board. If so, the issuer
must disclose the target and the annual and cumulative
progress of the issuer in achieving the target. If not, the
issuer must disclose the reason for not doing so
• whether the issuer has adopted a target regarding
women in executive officer positions of the issuer. If
so, the issuer must disclose the target and the annual
and cumulative progress of the issuer in achieving
the target. If the issuer has not adopted a target, it
must disclose why it has not done so
• the number and percentage of women on the issuer’s
board of directors
• the number and percentage of the issuer’s women
executive officers, including all major subsidiaries
of the issuer
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WOMEN ON BOARDS IN 2017
For the full year ended December 31, 2017, 742 companies disclosed the number
of women on their boards. For these 742 companies, we counted approximately
5,767 board seats, of which 839 were held by women. Based on these results,
women held 14.6% of the total board seats among companies providing
disclosure, representing an increase of approximately 2.0% compared to
full-year 2016. For the S&P/TSX 60 companies, these figures were 656 and 169
for full-year 2017, representing approximately 25.8% of the total board seats
among the 60 members of the S&P/TSX 60 providing disclosure. Our numbers
for the 742 companies disclosing the number of women on their boards are
generally lower than the percentage of seats reported to be held by women in
leading jurisdictions outside of Canada, and the 25.8% reported for Canada in
the most recent MSCI “Women on Boards” report and other similar reports.6
This is because these reports tend to limit their sample to larger companies that
typically have better performance in these areas. It is therefore unsurprising
that our findings for the S&P/TSX 60 companies more closely reflect the
numbers reported in these other reports.
On a company-by-company basis, based on the data reported by these 742
companies, there was an average of 1.13 women on these boards, while the 729
companies that disclosed the percentage of women on their boards had an average
of approximately 13.0% of women directors, both representing an increase from
the corresponding full-year 2016 figures of 0.96 and 11.0%, respectively.

6 This report can be found at: https://www.msci.com/documents/10199/239004/MSCI_Women+on+Boards+
Progress+Report+2017.pdf/b7786a08-c818-4054-bf3f-ef15fc89537a.
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Of the 742 companies disclosing the number of women directors on their
boards, 277 (37.3%) reported having no women on the board, a significant
improvement from 46.3% in 2016. A total of 254 (34.2%) companies had one
woman director (up from 29.5% in 2016), and 211 (28.4%) reported having more
than one woman on their boards (up from 24.3% in 2016). At six companies
(Cogeco Communications Inc., DREAM Unlimited Corp., Pizza Pizza Royalty
Corp., Saputo Inc., Sienna Senior Living Inc. and Valener Inc.) women held 50%
or more of the board seats.
FIGURE 1: PROPORTION OF BOARD SEATS HELD BY WOMEN
2017

15%
Total board seats
held by women

85%
Remaining board seats

Total companies that disclosed: 742

FIGURE 2: PROPORTION OF WOMEN DIRECTORS
2017

29%
More than
one woman

34%

37%
No women

One woman

Total companies that disclosed: 729
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WOMEN EXECUTIVE OFFICERS IN 2017
For full-year 2017, 695 companies disclosed information regarding the number
of women executives they employed, and 688 disclosed the percentage of their
executive officers that are women. Companies that disclosed the number of
women executives reported an average of 1.43 women executives and a total of
993 executive officer positions held by women. Among those that disclosed the
percentage of women executives, an average of 15.3% of executive officer
positions were held by women. These numbers show a decline compared to our
full-year 2016 results, with respect to both the average number of women
holding executive officer positions (down 0.08 from 1.51 for full-year 2016) and
the average percentage of such positions held by women (down approximately
2.1% from 17.5% for full-year 2016).
Of the 695 companies that disclosed the number of their women executive
officers in full-year 2017, 279 (40.1%) reported having zero women executive
officers, 202 (29.1%) reported having one woman executive officer and 214
(30.8%) reported having more than one woman executive officer. These figures
are substantially unchanged from 2016, when they were 40.9%, 28.9% and
30.2%, respectively.
A significant proportion of companies reported whether they take gender into
account when identifying and appointing executive officers, with 513 of 726
(or 70.7%) companies reporting in full-year 2017 indicating that they do so.
FIGURE 3: PROPORTION OF WOMEN EXECUTIVE OFFICERS
2017

31%
More than
one woman

29%

40%
No women

One woman

Total companies that disclosed: 688
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BREAKDOWN BY INDUSTRY FOR FULL-YEAR 2017
As demonstrated in Figures 4 and 5, the industries with the highest number
and percentage of women directors in 2017 were Utilities & Pipelines,
Communications & Media, Clean Technology and Financial Services, while
Real Estate, Communications & Media and Utilities and Pipelines reported
the highest number and percentage of women executive officers.
FIGURE 4: INDUSTRY BREAKDOWN OF NUMBERS AND PERCENTAGES OF WOMEN DIRECTORS
2017
Number of women directors

Percentage of women directors

Total companies that disclosed: 742 (#) / 729 (%)
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FIGURE 5: INDUSTRY BREAKDOWN OF NUMBERS AND PERCENTAGES OF WOMEN EXECUTIVE OFFICERS
2017
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DIVERSITY POLICIES AND TARGETS FOR FULL-YEAR 2017
In 2017, companies remained far more willing to adopt board diversity policies
than they were to adopt targets for the proportion of women serving as
directors or for the proportion of women executive officers. Of the 772
companies that provided disclosure regarding the existence of a written
board diversity policy, 348 (45.1%) had a board diversity policy. This represents
an approximately 12% increase from 2016, when only 33.4% of those disclosing
had, in fact, adopted such a policy.
Of the 752 companies that provided board diversity target disclosure in 2017,
only 91 (12.1%) adopted a target for women directors. Only 24 companies
(3.3% of the 732 companies reporting) adopted a target for women executive
officers in 2017. These results are illustrated by Figures 7.1 and 7.2. Although
both numbers remain low, they represent a modest increase of 1.4% and 1.0%,
respectively, from full-year 2016.
FIGURE 6: BOARD DIVERSITY
POLICY ADOPTION
RATES
2018

FIGURE 7.1: TARGET ADOPTION
RATES – WOMEN
DIRECTORS
2018

FIGURE 7.2: TARGET ADOPTION
RATES – WOMEN
EXECUTIVE OFFICERS
2018
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Total companies that disclosed: 752

Total companies that disclosed: 732

Total companies that disclosed: 772

Consistent with our mid-year findings for 2017, the results for full-year 2017
reflect some green shoots of progress compared to the 2016 full-year results, but
they unfortunately also show that the pace of change in this regard continues to
be slow. However, results are slightly better for 2018 year-to-date, as summarized
in the pages that follow in Chapters 4 and 5.
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4

Mid-year results for 2018:
Women on boards
NUMBER AND PERCENTAGE OF WOMEN DIRECTORS
As of July 31, 2018, 680 companies had reported the number of women directors on their boards, with a
total of 881 board positions at these companies reported as being held by women out of a total of 5,369
board seats. Based on these results, women held 16.4% of the total board seats among companies providing
disclosure for 2018. The corresponding results for the S&P/TSX 60 companies during this period were
182 and 642 board seats, respectively, representing 28.4% of the total board seats among the 55 members
of the S&P/TSX 60 providing disclosure. It is noteworthy that the S&P/TSX 60 companies as a group are
now closing in on the Canadian chapter of the 30% Club’s goal for 30% of board seats to be held by women
by 2022. These figures reflect a modest improvement of 1.8% and 2.4%, respectively, from mid-year 2017.
For the 680 companies disclosing the number of women directors on their boards, there was an average of 1.29
board seats held by women, and for the 682 companies disclosing the percentage of women on their boards,
there was an average of 14.8% of women directors on these boards. These numbers reflect a further increase in
the average number of women on the board over time (0.93 in 2015, 0.96 in 2016 and 1.13 in 2017), and a slight
increase in the average percentage of women on the board compared to prior years when the average
percentage of women directors had been relatively stagnant (12% in 2015, 13% in 2016 and 12.9% in 2017).
These results are summarized in Figures 10.1 and 10.2.
FIGURE 8: PROPORTION OF TOTAL BOARD SEATS
HELD BY WOMEN (ALL COMPANIES)
2018

FIGURE 9: PROPORTION OF WOMEN
DIRECTORS (ALL COMPANIES)
2018
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FIGURE 10.1: AVERAGE NUMBER OF
WOMEN DIRECTORS
2015

2016

2017

FIGURE 10.2: AVERAGE PERCENTAGE
OF WOMEN DIRECTORS

2018
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Companies have taken steps to include at least one woman on their board and
today over two-thirds (68.8%) of all companies have at least one female director.
As outlined in Figure 9 above, in 2018, the percentage of all-male boards declined
to 31.3% (213 of the 680 companies reporting), compared to 37.3% (in 2017),
46% (in 2016) and 47% (in 2015).
Importantly, the percentage of boards with two or more women directors
increased significantly year-over-year as one-third (33.7%) of the 680 companies
reported having more than one woman on their board – an increase of over 5%
compared to the same period last year where 27.9% of reporting companies
reported having more than one woman on the board. An overview of the
number and percentage of women directors on the boards of disclosing
companies is provided on Figures 11.1 and 11.2.
So far in 2018, women comprise 50% or more of the board at five
companies: Diversified Royalty Corp., DREAM Unlimited Corp., MCAN
Mortgage Corporation, Pizza Pizza Royalty Corp., and Saputo Inc. DREAM,
Pizza Pizza and Saputo were on the list in 2017, while Diversified Royalty Corp.
and MCAN Mortgage Corporation are new additions.

In an op-ed article published in Policy Options magazine in October 2017, co-author
Andrew MacDougall recommended that every board with four or more directors
be required to have at least one woman director. If every board of four or more
directors had added one woman director, the percentage of all-male boards would
be only 2.5% and women would hold 19.4% of all board seats.
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FIGURE 11.1: NUMBER OF WOMEN DIRECTORS (ALL COMPANIES)
2015

2016

2017
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FIGURE 11.2: PERCENTAGE OF WOMEN DIRECTORS (ALL COMPANIES)
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As they have been since the Diversity Disclosure Requirements were introduced,
Canada’s largest companies continue to be leaders in gender diversity in 2018.
As noted above, of the 55 S&P/TSX 60 companies that have disclosed the
number of their directors who are women, an average of 3.31 board positions
per disclosing company were held by women, and of the 56 companies
reporting the percentage of women on their boards, there was an average of
27.7% women directors, up from 25.6% in 2017. The vast majority (49 or 90.9%)
of disclosing S&P TSX companies reported having two or more women board
members. Of those 49 companies, 11 companies (20.0% of those disclosing) have
five board positions held by women and 2 companies (3.6% of those disclosing)
have six or more board positions held by women. It is noteworthy that there are
no longer any all-male boards among the S&P/TSX 60 companies. A summary
of the number and percentage of board seats for these disclosing companies is
provided in Figures 12.1 and 12.2.
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FIGURE 12.1: NUMBER OF WOMEN DIRECTORS (S&P/TSX 60 COMPANIES)
2015
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Total companies that disclosed
2015: 56 | 2016: 58 | 2017: 54 | 2018: 55

2018

24%
15%

9%

14%

14%

11%

9%

0%

4%

0%

5%

5%

9%

10%

9%

13%

15%

18%

28%

29%

20%

20%

27%

24%

25%

22%

29%

30%

34%

30%

4%

Percentage of disclosing S&P/
TSX 60 companies

35%

0

1

2

3

4

5+

Number of women directors

FIGURE 12.2: PERCENTAGE OF WOMEN DIRECTORS (S&P/TSX 60 COMPANIES)
2015
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WOMEN BOARD REPRESENTATION BY INDUSTRY
The average number and percentage of women directors continues to vary significantly
across industries. For example, while the average percentage of female board members in
the Utilities & Pipelines industry is 27.0%, only 9.1% of board members, on average, in the
Oil & Gas industry are women. As in 2017, the Utilities & Pipelines and Communications &
Media industries had both the highest average percentage of women directors and the
highest average number of women directors.
On an industry-by-industry basis, there continues to be varying degrees of growth in 2018
compared to 2017. These changes are illustrated in Figures 13.1 and 13.2. The number of
women directors and average percentage of women directors generally increased in each
industry, which is consistent with the general increase in the number of female directors,
and among those companies with relatively low average numbers of women directors, the
further decline in the number of companies with no female directors.
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FIGURE 13.1: NUMBER OF WOMEN DIRECTORS BY INDUSTRY
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NEW DIRECTOR APPOINTMENTS
To better assess the progress being made among TSX-listed companies in
adding women to their boards, we gathered data regarding the number of
women being nominated for election as director for the first time in 2018,
either because they had been appointed during the year to fill a vacancy that
had occurred since the last shareholders meeting or as a result of an increase in
board size at the relevant company. For the 706 companies that fully or partially
satisfied the Diversity Disclosure Requirement, there were 498 board seats that
became available due to vacancies or an increase in board size. Of these 498
positions, women were nominated to fill 161 board seats, or approximately
32.3% of the total number of newly created or vacated board seats.
BOARD POLICIES ON DIVERSITY & POLICIES RELATED TO THE
NOMINATION AND IDENTIFICATION OF WOMEN ON BOARDS
Of the 705 companies that reported in 2018 on whether they adopted board
diversity policies, 378 (representing 53.6%) disclosed that they have a written
board diversity policy. This represents a meaningful increase of over 6% in the
percentage of disclosing companies reporting the adoption of such policies
(up from 46.9% in 2017, 34.0% in 2016 and only 29.7% in 2015). Among
S&P/TSX 60 companies, 51 of the 56 companies reporting indicated that they
had adopted a written board diversity policy – this represents 91.0% of all
companies reporting, up from 82.5% in 2017, 74% in 2016 and 73% in 2015.
FIGURE 14.1: GENERAL BOARD DIVERSITY POLICY
ADOPTION RATES (ALL COMPANIES)
2015
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FIGURE 14.2: GENERAL BOARD DIVERSITY POLICY
ADOPTION RATES (S&P/TSX 60 COMPANIES)

2018

2015

Total companies that disclosed
2015: 637 | 2016: 733 | 2017: 718 | 2018: 705

With policies

Without policies

Policy adoption rate by year

60%

91%

83%

74%

80%
73%

With policies

9%

0%

17%

20%

26%

40%
27%

Percentage of policy adoption rates

10%

46%

53%

66%

70%
34%

40%

54%

47%

50%

30%

Percentage of policy adoption rates

60%

0%

2018

100%

70%

20%

2017

Total companies that disclosed
2015: 53 | 2016: 57 | 2017: 57 | 2018: 56

80%

30%

2016

Without policies

Policy adoption rate by year

26

DIVERSITY DISCLOSURE PRACTICES

Osler, Hoskin & Harcourt llp

The Diversity Disclosure Requirement seeks disclosure on whether the board
has adopted a written policy that specifically relates to the identification and
nomination of women directors. Not all companies that disclosed that
they had adopted a written board diversity policy stated whether the policy
specifically related to the identification and nomination of women directors.
In 2018, 692 disclosed whether they had a written policy relating to the
identification and nomination of women directors and 297 (42.9%) of these
companies indicated that they had such a policy, compared to 35.5% in 2017,
26% in 2016 and 20% in 2015. Among S&P/TSX 60 companies, 56 companies
specifically disclosed whether they had a written policy relating to the
identification and nomination of women directors and 48 (85.7%) stated that
they had adopted such a written policy. This is a significant increase from
2017 when 75.4% S&P/TSX 60 companies stated that they had adopted a
written policy.
FIGURE 15: NATURE OF POLICY ADOPTED (ALL COMPANIES)
2015
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2017
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The disclosure from companies reporting that they have adopted a board
diversity policy indicates that a broad range of diversity characteristics are
considered. This disclosure will be interesting to monitor in the future,
particularly for companies incorporated under the Canada Business
Corporations Act, as they will be required to report on a broader range
of diversity characteristics once the draft regulations are finalized and
the relevant amendments to the Act become effective.
A significant majority of these policies include a broad statement regarding the
consideration of diversity, with most of the disclosure made in respect of these
policies then proceeding to list a range of specific diversity characteristics that
are to be considered under the policy. Of these specific diversity characteristics,
among the 258 companies disclosing that they have a board diversity policy, and
disclose at least one diversity characteristic covered by that policy, gender is the
most frequently referenced characteristic (98.8%), with ethnicity/race (69.4%),
age (53.5%), geography (25.6%), disability (18.2%) and sexual orientation
(17.0%) being the next five most frequently cited individual diversity
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characteristics. The identification of Aboriginal status as a characteristic
considered in the diversity policy appears infrequently in this disclosure; only
approximately 4.7% of the examples specifically identify Aboriginal status –
although it is possible that some diversity policies treat Aboriginal status as
being encompassed by the ethnicity/race category. Note that it is possible that
the diversity policies adopted by these companies provide additional details
regarding other diversity characteristics that are not reflected in the summaries
of the policies disclosed by these companies. The list below sets out the top five
diversity characteristics identified by their companies besides gender, listed in
order of the frequency with which they are cited.

FIGURE 16: TOP FIVE DISCLOSED DIVERSITY POLICY
CHARACTERISTICS BEYOND GENDER
1

Ethnicity/Race

2

Age

3

Geography

4

Disability

5

Sexual orientation

Companies that have not adopted a written board diversity policy are required
to explain why. Although 2018 is the fourth year the Diversity Disclosure
Requirement has been in effect, almost one-third of companies disclosing that
they had not adopted a board diversity policy did not disclose the reason
why they had not done so. Among those companies that did disclose a reason for
not adopting such a policy, the most common reason given was not wanting to
compromise the principles of meritocracy, which is a result that is consistent
with our findings in prior years. The top three reasons for not adopting policies
are listed below in the order of the frequency with which they occurred.

FIGURE 17: TOP THREE REASONS DISCLOSED FOR NOT
ADOPTING WRITTEN BOARD DIVERSITY POLICY
1

Do not want to compromise the principles of meritocracy

2

May not result in the best candidates being selected

3

Policies are ineffective or arbitrary
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TARGETS FOR WOMEN ON BOARDS
Consistent with prior years, adoption rates for targets respecting the
representation of women on boards remain low. Of the 686 companies that
disclosed whether or not they had adopted such targets in 2018, only 118 (17.2%)
reported that they had done so. However, this represents an increase from the
12.4% of companies that reported that they had adopted such targets in 2017. In
2018, five additional companies reported a number of women directors for their
targets instead of a percentage.
Among the 56 S&P/TSX 60 companies that disclosed whether they had a target,
30 companies (53.6%) reported having a target, representing an increase of
approximately 6% compared to 2017.

FIGURE 18.1: TARGETS FOR REPRESENTATION OF
WOMEN ON BOARDS (ALL COMPANIES)
2015

2016

2017

FIGURE 18.2: TARGETS FOR REPRESENTATION OF WOMEN
ON BOARDS (S&P/TSX 60 COMPANIES)
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2015: 640 | 2016: 728 | 2017: 700 | 2018: 689
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40%
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88%

90%

92%

60%

8%

Percentage of policy adoption rates

2018

80%

80%

0%

2017

Total companies that disclosed
2015: 53 | 2016: 57 | 2017: 57 | 2018: 56

100%

20%

2016
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0%

Policy adoption rate by year

With targets

Without targets

Policy adoption rate by year

Among those companies that reported not adopting targets, the rationales were
generally similar to those given for failing to adopt board diversity policies,
with the vast majority indicating a reluctance to compromise principles of
meritocracy or having concerns that a target may result in someone other than
the most qualified candidate having to be selected. Other reasons included the
concerns that targets are ineffective and/or arbitrary or are perceived as being
too restrictive.
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FIGURE 19: TOP FIVE REASONS DISCLOSED FOR NOT ADOPTING
A TARGET FOR WOMEN DIRECTORS
1

Do not want to compromise the principles of meritocracy

2

May not result in the best candidates being selected

3

Ineffective or arbitrary

4

Small number of directors or low turnover

5

Targets limit talent pool/too restrictive

FEMALE BOARD CHAIRS
This year, we also looked at the number of companies where the chair of the
board of directors is a woman. We found only 25 (or 3.5% of the 706 companies
that fully or partially complied with the Diversity Disclosure Requirement)
that have a woman in the board chair role. Progress is gradually being made in
increasing the proportion of women directors on TSX company boards, but very
few women serve as the board leader.
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5

Mid-year results for 2018:
Women in executive
officer positions
NUMBER AND PERCENTAGE OF WOMEN IN EXECUTIVE
OFFICER POSITIONS
In 2018, 651 companies disclosed the number of women executive officers in
their organizations. These companies reported a total of 1,112 executive officer
positions held by women. On average, these companies reported 1.71 women
executive officers positions per company, while the 630 companies disclosing
the percentage of women in executive officer positions reported an average of
15.8% of their executive officer positions being held by women. These numbers
reflect a small positive change relative to 2015, 2016, and 2017 in terms of both
the average number of women executive officers reported (1.44, 1.54, and 1.43
respectively) and in the average percentage of executive officer positions
held by women (15% in all prior periods).
FIGURE 20.1: OVERALL AVERAGE NUMBER
OF WOMEN EXECUTIVE OFFICERS
2016

2017

2018

2015

Total companies that disclosed
2015: – | 2016: 728 | 2017: 718 | 2018: 651

2017

2018

Total companies that disclosed
2015: 547 | 2016: 654 | 2017: 645 | 2018: 630
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FIGURE 20.2: OVERALL AVERAGE PERCENTAGE
OF WOMEN EXECUTIVE OFFICERS
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Year
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FIGURE 21: PROPORTION OF WOMEN
EXECUTIVE OFFICERS
2018
Consistent with the above results, the number of companies reporting
that they had no women executive officers declined to 35.8% among
the 651 companies disclosing the number of women executive officers,
this compares to 39.9% in 2017, 40% in 2016, and 45% in 2015. Of
these 651 companies, the number that reported having only one
woman executive officer remained essentially flat at 30.0% (compared
to 29.0% in 2017), while the percentage that reported having two or
more women executive officers increased to 34.3% from 30.1% in
2017. These results are summarized in Figures 22.1 and 22.2.
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More than
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Total companies
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FIGURE 22.1: NUMBER OF WOMEN EXECUTIVE OFFICERS (ALL COMPANIES)
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2015: 562 | 2016: 668 | 2017: 649 | 2018: 651
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FIGURE 22.2: PERCENTAGE OF WOMEN EXECUTIVE OFFICERS (ALL COMPANIES)
2015
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2017

Total companies that disclosed
2015: 547 | 2016: 654 | 2017: 645 | 2018: 630
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Among the 53 S&P/TSX 60 companies reporting on the number of women
executive officers, the average number of women executive officers increased to
2.92 compared to 2.53 in 2017. The average percentage of executive officer
positions held by women for the 52 S&P/TSX 60 companies providing such
information also increased, rising from 16.4% in 2017 to 17.5% in 2018.
FIGURE 23.1: AVERAGE NUMBER OF
WOMEN EXECUTIVE OFFICERS
(S&P/TSX 60 COMPANIES)
2016

2017
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2015

Total companies that disclosed
2015: 43 | 2016: 51 | 2017: 53 | 2018: 53
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2015: 46 | 2016: 50 | 2017: 54 | 2018: 52
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FIGURE 23.2: AVERAGE PERCENTAGE OF
WOMEN EXECUTIVE OFFICERS
(S&P/TSX 60 COMPANIES)
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As summarized in Figures 24.1 and 24.2 the number of S&P/TSX 60 companies
companies with no women executive officers fell compared to 2017, while the
number with one woman executive officer and more than five women executive
officers both increased in 2018 compared to 2017.
FIGURE 24.1: NUMBER OF WOMEN EXECUTIVE OFFICERS (S&P/TSX 60 COMPANIES)
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FIGURE 24.2: PERCENTAGE OF WOMEN EXECUTIVE OFFICERS (S&P/TSX 60 COMPANIES)
2015
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Total companies that disclosed
2015: 46 | 2016: 50 | 2017: 54 | 2018: 52

2018

28%

23%
15%

0%

0%

1–14%

15–24%

25–34%

4%

4%

5%

4%

10%

12%

10%

20%

20%

15%

19%

18%

20%

28%

33%

32%

24%

25%

29%

30%

28%

30%

33%

Percentage of disclosing companies

35%

35%+

Percentage of women executive oﬃcers

WOMEN EXECUTIVE OFFICERS BY INDUSTRY
Broken down by industry, Utilities & Pipelines continued to have the highest average
number of women executive officers (3.53), followed by Real Estate (3.38) and
Communications & Media (2.74).
The average percentage of women executive officers remained highest in the
Real Estate industry, where it increased to 25.8% from 24.0% in 2017. Forest Products
& Paper (22.9%), Utilities & Pipelines (20.4%) and Financial Services (18.3%) were the
industries with the next three highest average percentage of women executive officers.
FIGURE 25: NUMBER OF WOMEN EXECUTIVES BY INDUSTRY
Total companies that disclosed
2017: 649 | 2018: 651
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FIGURE 26: PERCENTAGE OF WOMEN EXECUTIVE OFFICERS BY INDUSTRY
Total companies that disclosed
2017: 645 | 2018: 630
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CONSIDERING THE REPRESENTATION OF WOMEN IN APPOINTING
EXECUTIVE OFFICERS
In 2018, 674 companies disclosed whether they take into account the representation
of women in the identification and appointment of executive officers. Of those,
486 (72.1%) stated they do so. This percentage reflects virtually no change from 2017.
FIGURE 27: CONSIDERATION OF GENDER IN EXECUTIVE OFFICER APPOINTMENTS (ALL COMPANIES)
2015

2016

2017

2018

Total companies that disclosed
2015: 639 | 2016: 725 | 2017: 679 | 2018: 674
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The proportion of S&P/TSX 60 companies reporting that they take gender into
account when making executive appointments is higher – 50 (89.3%) of the 56
companies that disclosed this information reported doing so in 2018. This, however,
reflects a small decrease compared to 2017 when 91.2% of the disclosing S&P/TSX 60
reported that they considered the representation of women when making executive
officer appointments.
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FIGURE 28: CONSIDERATION OF GENDER IN EXECUTIVE OFFICER APPOINTMENTS (S&P/TSX COMPANIES)
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2015: 53 | 2016: 57 | 2017: 57 | 2018: 56
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As with the adoption of policies relating to the consideration of women for
director positions, the primary reason given for not specifically considering
gender in the identification and appointment of executive officers relates to
an expressed concern about compromising the principles of meritocracy. This
is consistent with the results in 2017, 2016 and 2015. As in 2017, in 2018 the
second-most given reason for not specifically considering gender in this regard
was that all areas of diversity are being considered equally. The three most
common reasons given for not considering gender are listed below and
account for the vast majority of the reasons given for not considering gender
in the identification and appointment of executive officers.

FIGURE 29: TOP THREE REASONS FOR NOT CONSIDERING
GENDER IN EXECUTIVE OFFICER APPOINTMENTS
1

Do not want to compromise the principles of meritocracy

2

All characteristics of diversity are considered equally

3

May not result in the best candidates being selected

TARGETS FOR WOMEN EXECUTIVE OFFICERS
As in prior years, the adoption of targets relating to the representation of
women in executive officer positions remains very low. Of the 667 companies
that disclosed whether they had such a target, only 39 (5.9%) disclosed that they
did. However, this represents an increase from 2017, when 21 companies (3.1%)
reported that they had adopted targets for the number of women executive officers.
Similarly, relatively few S&P/TSX 60 companies have adopted targets
for women in executive officer positions. For 2018, 12 (21.8%) of the
55 S&P/TSX 60 companies disclosed that they had adopted such targets.
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FIGURE 30: PREVALENCE OF TARGETS FOR WOMEN EXECUTIVE OFFICERS (ALL COMPANIES)
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A list of the 39 companies that have adopted targets relating to the
representation of women in executive officer positions is set out below.

TSX companies that have adopted targets for women executive officers (2018)
25%

30% or more

Other

Canadian Western Bank
Canadian Western Bank has a target
of having at least 25% of its
“Executive Committee” be
comprised of women.

Air Canada
Air Canada has a target of having
at least 30% women in executive
officer roles.

ADF Group Inc.
ADF Group aspires to have between
20% and 50% women in executive
officer positions.

Bank Of Montreal
The bank has a target of having
at least 40% women in executive
officer positions.

SNC-Lavalin Group Inc.
SNC-Lavalin has a target of having
20% women in senior management
positions by 2019.

BCE Inc.
BCE has a target of having at
least 35% women in executive
officer positions.

Summit Industrial Income Reit
The REIT has set a target of having
at least one woman in an executive
officer position.

Canadian Imperial Bank
Of Canada
The bank set a goal to achieve at
least 35% women in executive
officer roles.

AGF Management Limited,
Bank Of Nova Scotia, Denison
Mines Corp. and Uranium
Participation Corporation
All of these entities disclosed
having executive officer targets
for women, but did not disclose
the numbers or percentages for
these targets.

Currency Exchange
International Corp.
Currency Exchange International
has a target of having at least 25%
women in executive officer roles.
Home Capital Group Inc.
The corporation has adopted
a target of having at least 25%
women executives.
Linamar Corporation
Linamar has established a target
of having 25% women in executive
officer positions.
MCAN Mortage Corporation
The corporation has set a target to
reach 25% women representation in
executive officer roles by 2020.

Capital Power Corporation
Capital Power has a target of having
at least 30% women in executive
officer roles.
Eldorado Gold Corporation
Eldorado Gold has a target of
having at least 35% women in
executive officer roles.
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TSX Companies which have adopted targets for women executive officers (2018)
25%

30% or more

Osisko Gold Royalties Ltd.
Osisko Gold has set a target of
having 25% women in executive
officer positions.

Enbridge Inc
Enbridge has a target of having at
least 33% women in executive
officer roles.

Park Lawn Corporation
The corporation has a goal of having
at least 25% of executive officer
positions held by women by 2020.

Enbridge Income Fund
Holdings Inc.
Enbridge Income Fund has a target
of having at least 33% women in
executive officer roles.

Timbercreek Financial Corp.
Timbercreek Financial has set a
target of having 25% women in
executive officer positions.
Total Energy Services Inc.
Total Energy Services has set a
target of having 25% women in
executive officer positions.
Transcanada Corporation
TransCanada has set a target of
having 25% women in executive
officer positions.
Versabank
The bank has set a target of
having 25% women in executive
officer positions.

Other

Goldcorp Inc.
Goldcorp has a target of having at
least 30% women in executive
officer positions.
Hydro One Limited
Hydro One has a target of having
at least 30% women in executive
officer roles.
IAMGOLD Corporation
IAMGOLD has a target of having
at least 30% women in executive
officer roles.
Intact Financial Corporation
Intact Financial has a target of
having at least 30% women in
executive officer roles.
Kew Media Group Inc.
Kew Media Group has a target
of having 50% women in executive
officer positions.
Manulife Financial Corporation
Manulife has a target of having at
least 30% women in executive
officer positions.
National Bank Of Canada
the bank has set a target of
having 40% women officers
and executive officers.
Sherritt International Corporation
Sherritt International has set a
target of having 30% women in
executive officer positions.
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TELUS Corporation
TELUS has set a target of having
30% women in executive officer
positions.
Thomson Reuters Corporation
Thomson Reuters has set a target
of having 40% women in executive
officer positions.
TMX Group Limited
The company has a goal of one-third
of executive officer positions held by
women by 2020.
Yellow Pages Digital And
Media Solutions Limited
Yellow Pages Digital has set a target
of having 30% women in executive
officer positions.
Yellow Pages Limited
Yellow Pages Limited has set a
target of having 30% women in
executive officer positions.

Fitting with the general trend, the top reason companies gave for not adopting
targets regarding the appointment of women executive officers was a desire to
uphold the “principles of meritocracy.” The top three most commonly given
reasons are listed below.

FIGURE 31: THE TOP THREE REASONS FOR NOT ADOPTING A
TARGET FOR WOMEN EXECUTIVE OFFICERS
1

Do not want to compromise the principles of meritocracy

2

May not result in the best candidates being selected

3

Ineffective or arbitrary

WOMEN CEOS
This year, we also looked at the number of women CEOs among the companies
that fully or partially complied with the Diversity Disclosure Requirement.
We found 23 (or approximately 3.3% of the total) that had women serving in
the chief executive officer role. In light of this number, it is clear that recruitment
for new directors or executive officers focused on individuals with current or
past experience serving as a CEO will be biased against the identification of
female candidates.
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6

In addition to providing a snapshot of the representation of women in senior
leadership positions within Canadian companies, our survey of TSX-listed
companies revealed a number of innovative programs designed to remove
barriers to the advancement of women in the workplace. The following
selection of best practices stood out as we conducted our review. A number of
these initiatives have been ongoing since we started preparing our reports and
have been highlighted in previous years.
BEST PRACTICES
The table below profiles select aspects of board diversity initiatives at
companies we consider to be current leaders in corporate gender diversity.
Many of these companies have been employing the best practices highlighted
here for a number of years, often prior to adoption of the Diversity
Disclosure Requirement.
Notably, many of the same companies are profiled for more than one
characteristic. This is not coincidental, as best practice leaders not only set
goals, but institute multiple channels through which to attain aspirational
representation. What stands out about the practices profiled is that they are
intuitive: none of these practices necessarily require significant resources or
expertise, but they are deployed when leaders within organizations decide to
prioritize board and executive diversity.
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Best practices for advancing women in the workplace

Recruitment
criteria

Examples of innovative leaders

Other leaders

Companies with diversity policies in place often implement initiatives,
either internally-managed or via external recruitment consultants, that
make identifying female director and officer candidates a part of the
search criteria. Some will set soft or hard targets for the portion of the
candidate pool that must be women. Many companies will use a search
firm to expand the search parameters beyond the board’s existing
network of relationships.

• Manulife
Financial
Corporation
• Premium
Brands
Holdings
Corporation

Bird Construction Inc.
As the company operates in the construction industry, which has
traditionally been and remains a male dominated business, it
representatives attend career fairs and other functions in an effort to
recruit qualified employees. The company also recognizes that not all
employee or executive roles within the company require experience in
the construction industry and in those areas the company has an ability
to increase diversity of its workforce where new hires are made.
Calfrac Well Services Ltd.
This company retains a third-party search firm to engage in the
director selection process and instructs the search firm to include gender
diversity as one of the criteria for assessing potential candidates and to
use best efforts to ensure at least one female candidate is included in the
list presented to the company. If no suitable female candidate is
identified, the third-party firm will be asked to provide an explanation of
the efforts undertaken to identify a female candidate.
Dollarama Inc.
The Nominating and Governance Committee requires that every search
for new directors include diverse candidates and any search firm engaged
by the Committee will be specifically directed to put forth an equal
number of female and male candidates.
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Best practices for advancing women in the workplace

Mentorship
programs

Examples of innovative leaders

Other leaders

Mentorship programs come in various forms. While organic mentorship
is key in any organization, companies with strong female representation
often employ practices which identify high-potential individuals, match
them with mentors, and/or attempt to increase their exposure in
executive decision-making circles. Many of the exemplary companies
note efforts to develop a “pipeline” of female talent, so that vacancies
in director and executive officer positions may be filled by some of
these individuals.

• AECON
Group Inc.

CI Financial Corp.
CI launched its Women’s Mentorship Program in 2012 to identify and
foster potential future leaders and the exchange of information and
experiences between mentors and their mentees. The success of the
program led CI to launch a broader program available to both male and
female employees in 2017.

• Air Canada
• Corus
Entertainment
Inc.
• DHX
Media Ltd.
• DREAM
Unlimited
Corp.
• National Bank
of Canada

Thomson Reuters Corporation
The CEO chairs the Women’s Advisory Task Force, which is focused on
increasing the number of women in leadership development programs,
providing career sponsorship opportunities, and positioning Thomson
Reuters as a premier company for women. In addition, the CEO’s
executive committee also leads a career sponsorship program designed to
accelerate the growth of senior high potential female leaders identified
through talent reviews, enhance their network and position them for
career success. Thomson Reuters launched a leadership program for
women focusing on developing high-potential women leaders in 2012.
Since its launch, 219 women have participated. Women who completed
the program have higher retention and engagement rates compared to
those who did not participate, and over 98% report being better equipped
to advance their careers. Another program aims to identify high-potential
female employees at an early stage, develop their management skills and
gain clarity on career goals. Over 591 women have participated in this
program since 2011.
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Best practices for advancing women in the workplace

Networking
programs

Examples of innovative leaders

Other leaders

While networking often takes place through informal processes,
companies that are most successful in retaining female leaders and
promoting them to board and executive officer positions have instituted
formal networking. These opportunities can exist both within the
organization and in the broader sector/community. Boards are historically
populated by individuals in existing board members’ networks, so
increasing the exposure of high-potential women to such networks is a
step toward organically creating change in board composition.

• Intact
Financial
Corporation

AECON Group Inc.
Sponsored by the Chief Executive Officer and led by a Chair, Vice Chair,
Advisor and Council Members, the Aecon Women Inclusion Network to
inspire AECON women to reach their full career potential through regular
networking and mentoring sessions featuring internal and external
speakers and a structured professional development curriculum.

• Thomson
Reuters
Corporation
• SNC-Lavalin
Group Inc.

Manulife Financial Corporation
Manulife’s Global Women’s Alliance (GWA) creates internal employee
communities for women that focus on professional development and
networking. Each chapter has an executive sponsor to increase exposure
and impact.
Training
programs

The companies recognized in this category provide or mandate training
opportunities for women within the organization, committees which play
a role in board appointments and hiring, or the organization’s employees
at large – or a combination of all three. Some have even retained thirdparty consultants in an effort to reinvent training programs, provide
training sessions to employees, and meet with the boards of directors
to discuss best practices.
Cameco Corporation
As part of its long-term diversity and inclusion plan, Cameco launched
phase one of its Expect Respect campaign, including a web page, training
to recommunicate Cameco’s expectations and review behaviors and
actions to address disrespect, diversity and inclusion, online learning
resources for employees and supervisors, and guidance for employees to
report complaints. The company also introduced diversity and inclusion
awareness initiatives, including posters and displays to bring attention to
various diversity topics, launch of the diversity and inclusion web page
through an internal online platform for related learning resources, and an
employee survey to receive feedback

• Bird
Construction
Inc.
• Manulife
Financial
Corporation
• SNC-Lavalin
Group Inc.

Suncor Energy Inc.
Through Diversity and Inclusion Counsel, Suncor delivered unconscious
bias training to all leaders (director level and above) to build awareness
and ownership of diversity and inclusion strategies and principles.
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Best practices for advancing women in the workplace

Diversity and
inclusion
committees

Examples of innovative leaders

Other leaders

Several Canadian companies disclosed that they have formed a Diversity
and/or Inclusion Committee. These committees are often chaired by key
players in the organization, which reinforces their importance. It is a
positive development that most of these committees are given written
formal mandates, and achievable goals. In such cases, initiatives such
as the ones discussed in this section tend to grow out of the
committees’ mandates.

• AECON
Group Inc.

The Bank of Nova Scotia
Scotiabank’s Inclusion Council is chaired by its President and CEO and
comprised of senior leaders across all areas of the organization. Its
primary objectives are to monitor, promote and role model a culture of
inclusion, embed diversity and inclusion in strategic business initiatives
and enhance leadership development specific to open-mindedness and
cross-cultural awareness.

• Royal Bank
of Canada

• BCE Inc.
• Canadian
Imperial Bank
of Commerce

• Suncor
Energy Inc.
• Thomson
Reuters
Corporation

DREAM Unlimited
The board established a Leaders and Mentors committee to identify,
mentor and champion talent within the organization, oversee DREAM’s
commitment to leadership in diversity and inclusion at all levels, work
with the Governance and Nominating Committee to identify director
candidates and provide mentorship to new board members.
Flexible work
arrangements

Flexibility in work arrangements refers to distance-working, compromises
in scheduling and the granting of leaves. While such arrangements may
not be geared toward executive officers, they provide for better retention
of female leaders (and high-potential individuals in general) within the
organization, which eventually become part of the “talent pipeline”
feeding into senior management positions.
Intact Financial Corporation
The company has a flexible working arrangement program created to
meet the needs of employees who have responsibilities outside the office
that are not easily managed within the traditional nine to five, five-day
work week. The Company also offers a Parental Leave and Benefits
Program which provides financial support to new parents during their
leave of absence.

• Boardwalk
Real Estate
Investment
Trust
• Goldcorp Inc.
• Manulife
Financial
Corporation

Power Financial Corporation
The company offers a variety of internal initiatives aimed at its female
employees, including flexible work arrangements and career advancement
counselling, and has adopted human resource policies aimed at reducing
barriers to gender diversity of employees in its senior ranks.
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Best practices for advancing women in the workplace

Building external
partnerships

Examples of innovative leaders

Other leaders

Canadian companies are well-placed to tap into external partnerships
and public interest initiatives. Signing the Catalyst Accord or joining
the 30% Club are examples of a concrete commitment made by an
increasingly larger number of companies.

• BCE Inc.

Canadian Imperial Bank of Commerce
The President and CEO chairs the 30% Club Canada and the Catalyst
Canada Advisory Board. In addition, two fellow directors are members
of each organization.

• Manulife
Financial
Corporation

SNC-Lavalin Inc.
The company is a member of the 30% Club Canada and contributed to the
first 30% Club Canada event held in the Province of Quebec. Members of
management and employees participated in programs and events such as the
Women in STEM (Science, Technology, Engineering and Mathematics)
internship program sponsored by Austmine, participating in the annual
Women in Nuclear Canada, sponsoring the Women’s Infrastructure Network
awards and participating in the Seize Your Future mentorship program
which helps prepare young women aged 15 to 20 for future leadership roles.
Promoting a
change in culture
and removing
systemic barriers

The companies exhibiting this characteristic took a systematic approach to
identify practices and policies, including the use of language in internal and
external communications, which might impede inclusivity or discourage the
development diverse leadership candidates. The outcome is that women are
more openly embraced as leaders in director, officer and management positions.
DHX Media Ltd.
The company’s diversity plan includes action items such as a review of the
company’s policies, processes and programs to ensure that no unintended
biases exist and that such policies, processes and programs proactively
take diversity into consideration as well as engaging in external activities
that demonstrate its commitment. In addition, the company instituted an
employee diversity policy promoting inclusion, equity and diversity in
the workplace.

• Finning
International
Inc.

• National Bank
of Canada

• AECON
Group Inc.
• Bank of
Montreal
• Hydro One
Limited
• Suncor
Energy Inc.
• TELUS
Corporation

Premium Brands Holdings Corporation
Under its Employment Equity and Diversity Policy, management
periodically reviews the Corporation’s recruitment and selection practices
at all levels (from the Board on down) to ensure they are structured so that
a diverse range of candidates are considered and there are no conscious or
unconscious biases in the process.
SNC-Lavalin Inc.
The company aims to increase the proportion of women in engineering and all
levels of management to 20% over time by tracking the roles of women in its
organization and making appropriate changes, raising awareness of the benefits
of diversity and inclusion through training and communication, ensuring its
policies and programs support diversity and inclusion and communicating its
progress both internally and externally to attract more women.
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Best practices for advancing women in the workplace

Monitoring
activities

Examples of innovative leaders

Other leaders

The “talent pipeline” referred to throughout this section is best
maintained by companies that ask for feedback or regularly review
their efforts for retaining women in their workforce and management.

• DHX
Media Ltd.

National Bank of Canada
Under its three-year diversity plan, the bank monitors the evolution of
the number of women in management and executive positions, identifies
any gaps and deploys strategies to maintain fair representation of women
throughout the organization.. Tracking indicators have been built into
dashboards that provide a semi-annual snapshot of the situation and a
diversity status report is provided to executive officers and the Human
Resources Committee of the board of directors.

• Dream
Hard Asset
Alternatives
Trust
• Kinross
Gold Corp.
• Royal Bank
of Canada

TransCanada Corporation
The company has set goals for the number of women in senior
management. Progress towards the goals is reviewed by the Human
Resources Committee of the board of directors and the executive
leadership at least annually to ensure that there is a qualified pool of
women and women in senior management are being adequately
supported and developed. In addition, the Human Resources Committee
reviews annually the company’s initiatives to provide development
opportunities for high potential and diverse candidates below the
executive level.

LEADING COMPANIES FOR THE REPRESENTATION OF WOMEN
IN DIRECTOR AND EXECUTIVE OFFICER POSITIONS
Few boards have achieved and maintained gender parity on their board.
Like last year in only five companies did women represent 50% or more
of the board.

TSX companies with at least 50% representation of women in director positions
2016

2017

2018

DREAM Unlimited (62.5%)

DREAM Unlimited (50%)

Diversified Royalty Corp. (50%)

HSBC Bank Canada (50%)

Pizza Pizza Royalty Corp. (50%)

DREAM Unlimited (57%)

Sienna Senior Living (50%)

Saputo Inc. (50%)

MCAN Mortgage Corporation (50%)

TVA Group Inc. (50%)

Sienna Senior Living (50%)

Pizza Pizza Royalty Corp. (50%)

Valener Inc. (60%)

Saputo Inc. (50%)
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Similarly, few companies have achieved and maintained gender parity among
their executive officers. Indeed, the number of companies where women make
up 50% or more of the executive officers has declined over time. In 2018,
women held 50% or more of the executive officer positions in only 28
companies, compared to 33 companies in 2017 and 35 companies in 2016.

TSX companies with at least 50% representation of women in executive officer positions
2016

2017

2018

Over 50%

Over 50%

Over 50%

Crosswinds Holdings Inc. (67%)

Big Rock Brewery Inc. (75%)

Big Rock Brewery Inc. (60%)

Enbridge Income Fund
Holdings Inc. (60%)

Crosswinds Holdings Inc. (67%)

Crosswinds Holdings Inc. (67%)

Dream Global Real Estate
Investment Trust (100%)

Dream Global Real Estate
Investment Trust (100%)

Dundee Energy Limited (67%)

Killam Apartment Real Estate
Investment Trust (55%)

HSBC Bank Canada (58%)
Imvescor Restaurant Group Inc.
(66%)
Killam Apartment Real Estate
Investment Trust (55%)

Imvescor Restaurant Group Inc.
(67%)

Le Château Inc. (64%)

Killam Apartment Real Estate
Investment Trust (55%)

Second Cup Ltd. (57%)

Le Château Inc. (66.7%)

Sienna Senior Living (60%)

Second Cup Ltd. (57%)

Wall Financial Corp. (67%)

Sienna Senior Living Inc. (57%)

Liberty Gold Corp. (66%)
Sienna Senior Living Inc. (60%)

St. Augustine Gold and Copper
Limited (67%)

47

DIVERSITY DISCLOSURE PRACTICES

Osler, Hoskin & Harcourt llp

TSX companies with at least 50% representation of Women in executive officer positions
2016

2017

2018

Exactly 50%

Exactly 50%

Exactly 50%

Acadian Timber Corp.

Aritzia Inc.

Big Rock Brewery Inc.

Capstone Mining Corp.

A&W Revenue Royalties
Income Fund

Canadian Apartment Properties
Real Estate Investment Trust

Chesswood Group Limited

Acadian Timber Corp.

Crescita Therapeutics Inc.

Chesswood Group Limited

Capstone Mining Corp.

Corridor Resources Inc.

Chesswood Group Limited

Dream Hard Asset
Alternatives Trust

Currency Exchange
International Corp.

Dream Industrial Real Estate
Investment Trust

Dream Global Real Estate
Investment Trust

Dream Office Real Estate
Investment Trust

Dream Industrial Real Estate
Investment Trust

Eldorado Gold Corporation

Dream Office Real Estate
Investment Trust

EnerCare Inc.

First Capital Realty Inc.

Dream Office Real Estate
Investment Trust

Extendicare Inc.

GeneNews Limited

Fairfax India Holdings Corporation

Knight Therapeutics Inc.

GeneNews Limited

Lucara Diamond Corp.

Immunovaccine Inc.

Mainstreet Equity Corp.

INV Metals Inc.

Melcor Real Estate Investment Trust

Mainstreet Equity Corp.

Nickel Creek Platinum Corp.

Melcor Real Estate Investment Trust

Nuvo Pharmaceuticals Inc.

NexGen Energy Ltd.

Partners Real Estate
Investment Trust

Dundee Energy Limited
Eldorado Gold Corporation
Encana Corporation
Extendicare Inc.
Fortune Bay Corp.
GeneNews Limited
Immunovaccine Inc.
INV Metals Inc.
Mainstreet Equity Corp.
NovaCopper Inc.
Pinetree Capital Ltd.
PrairieSky Royalty Ltd.
Primero Mining Corp.

Nuvo Pharmaceuticals Inc.
Pine Cliff Energy Ltd.
PrairieSky Royalty Ltd.
Supremex Inc.
Trilogy Metals Inc.
True North Commercial Real Estate
Investment Trust

Dream Hard Asset
Alternatives Trust
Dream Industrial Real Estate
Investment Trust

Pinetree Capital Ltd.
PrairieSky Royalty Ltd.
Reitmans (Canada) Limited
Supremex Inc.
Timbercreek Financial Corp.
Trilogy Metals Inc.

Response Biomedical Corp.
Stonegate Agricom Ltd.
TransAlta Corporation
True North Commercial Real Estate
Investment Trust
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MILLER THOMSON’S INCLUSION & DIVERSITY INITIATIVES
Miller Thomson’s leadership has strategically prioritized inclusion and diversity initiatives as an
integral component of the Firm’s business strategy and a key to success. To this end, the Firm
has implemented a number of initiatives including generating awareness, dialogue and action
through internal education programs as well as, through active participation in external
organizations such as the Canadian Centre for Diversity and Inclusion, the Canadian Board
Diversity Council, the Women’s Executive Network, the Justicia Project and the Law Firm
Diversity and Inclusion Network.
Our commitment and initiatives specific to diversity and inclusion directly support the business,
corporate and people strategies of the Firm:






establishing a Miller Thomson Diversity Policy
forming a National Inclusion and Diversity Committee
recruiting diverse legal and administrative professionals
leveraging the diverse skills of our legal and administrative professionals
encouraging all Firm members to support diversity and inclusion through their actions

In 2014, Miller Thomson was one of five law firms to sponsor the Canadian Centre for Diversity
and Inclusion's Diversity by the Numbers: The Legal Profession initiative – to better understand
the demographic makeup of the legal profession in Canada. We remain a sponsor and active
participant of this initiative today.
Our ongoing participation in this census assists the Firm to:





accurately collect and analyze diversity-related demographics
provide comparative data to benchmark ourselves against industry leaders
establish objective, data-driven insights to structure diversity and inclusion action plans
generate data for formal reporting processes

Miller Thomson was also the proud recipient of The Award for Excellence in Diversity &
Inclusion at the Fourth Annual Canadian Human Resources Awards, held on September 14,
2017, in recognition of our Indigenous Law Student Internship Program. In 2017, the Firm
launched the Miller Thomson Indigenous Law Student Internship Program. This 12- to 16week paid internship program – the first of its kind at a national Canadian law firm – is intended
for Indigenous Law Students in their first year of study. The goals of the internship are to assist
Indigenous Students to develop and expand their professional networks and to provide a base
of support while they gain exposure to a wide variety of practice areas and the culture of a large,
leading national law firm. The program also provides training and mentorship. By offering this
exposure to students after their first year of law school, it is hoped that recipients will be wellpositioned to succeed in the remaining two years of their law degree program.
At Miller Thomson, diversity and inclusion are critical components of our vision, values and
strategic plan. Miller Thomson prides itself on being a diverse environment with lawyers and
administrative professionals from many different backgrounds. Central to our Firm’s Code of
Behaviour is upholding respect to each other and to our clients. As a Firm, we are dedicated to
fostering an inclusive and supportive workplace that respects and values differences and
embraces diversity.
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