3

V.

For the best experience, open this PDF portfolio in
Acrobat 9 or Adobe Reader 9, or later.

Get Adobe Reader Now!



http://www.adobe.com/go/reader


CAMADIAM COMMISSION
HUMAN RIGHTS CANADIENNE DES
COMMISSION DROITS DE LA PERSORNNE

EMPLOYMENT EQUITY
OVER THE YEARS:

Representation and Equality
In the Workplace

Metropolis 2011

RDIMS # 481979





Outline

. Context

. Part one: Representation in the Workplace
. Part two: Equality in the Workplace

. Challenges

. Opportunity : The Human Rights Maturity Model

Annex:
1. Evolution of Employment Equity (EE) Over the Years
2. Trends in Average Salary






Context

 The purpose of the Employment Equity Act is to achieve equality in
the workplace for members of the four designated groups. Equality in
the workplace calls for:

— fair representation in the workplace; and
— access to the same opportunities or benefits within the organization.

 1In 2010, the CHRC launched a study of the evolution of EE over the
years in the federally-regulated sector (public and private sectors
combined), which focused on:

— part one: the representation of the designated groups in the workforce
(i.e. trend analysis of the gap between representation and labour market
availability); and

— part two: opportunities or benefits within the organizations (i.e as
demonstrated by the gap between the average salary of each of the
— designated groups and the average salary of all employees).






Part 1. Representation in the Workplace

 EE improved between 1992 and 2008: The gap between overall
representation and availability of the designated groups, in the federally
regulated workplace, reduced by 50% (see annex 1).

« The Women'’s group is the only one that has seen a representation gap
increase over the 16-year period.

— The increased use of automated technology, which made some clerical
positions obsolete, is one of the causes for the increase on the gap. This was
particularly true in the banking sector, where representation of women
declined the most.

» Representation of members of visible minorities has more than doubled,
almost closing the gap between representation and availability in 2008.

» Representation of Aboriginal peoples has doubled between 1992 and
2008, reducing the gap between representation and availability.

* Representation of persons with disabilities grew by 26% over the 16-
year period, reducing the gap between representation and availability.






Part 2: Equality in the Workplace

 Between 1999 and 2008, equality was closer to being achieved within the
federally regulated workplace, as demonstrated by the average salary.

— Overall, the gap in average salaries between designated group employees
and all employees was reduced by almost 50%.

« Except for members of visible minorities, all other designated groups
have come closer to equality since 1999 (see Annex 2).

— The Aboriginal peoples and the women groups have improved the most
between 1999 and 2008.

— The persons with disabilities group is the one closest to equality.

— The salary gap between the members of visible minorities group and all

employees has remained stable over the years.





Part 2: Equality in the Workplace

« Overall improvement to the average salary of the four designated
groups, compared to all employees between 1999 and 2008, seem to
indicate that employers have been successful in :

— reducing systemic employment barriers; and

— fostering an environment that has allowed the designated group
members to obtain better positions within their organizations.

 However, improvement is still needed, in term of salary average, in
order to achieve equality for designated groups.
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EE Over the Years : Conclusion

« The study suggests that the EEA has made a positive contribution to:

— Canadian society, which is now more inclusive;

— members of the designated groups, who contribute more and more to the
economic development of the country; and

— employees in workplaces under federal jurisdiction, who work in a more
respectful and inclusive environment.

« Although the situation has improved, the study also suggests that EE
Is still relevant and that there is still work to be done to fully achieve

the goals of the Law.
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Challenges

« Canada’s evolving society has made the elimination of representation
gaps more challenging:

— The on-going growth in the population of members of visible minorities has
lessened the impact of improvements achieved.

— The increased use of automated technologies has reduced the need for
clerical positions which are traditionally held by women.

— As a result of technological advances and assistive technology in the
workplace, fewer people declare that they need special accommodation.






Challenges

« The recent economic context has been difficult for many
organizations. As a result, it has been more challenging for some
organization to see the benefits of EE.

— Studies have shown that businesses with solid diversity practices are
also leaders in their field.

— Demonstrating commitment to social responsibility is more conducive to
employee retention. In many employment sectors, there is a high rate of
employee turnover, which costs businesses millions of dollars a year.

— Studies demonstrate that employees in diverse workplaces have higher
rates of job satisfaction.






Challenges

EE profiles and challenges vary from the public to private sectors

— Public sector: In this sector, three of the four groups — women,
Aboriginal peoples and persons with disabilities — were well represented
in 2008. However, despite continuous growth in representation,
members of visible minorities remained under-represented in the public
sector, when compared to availability.

— Private sector: Members of visible minorities were well represented in

the private sector in 2008. However, the three other designated groups
are still under-represented. In fact, the share of jobs held by women has
dropped by two percentage points since 1997. Aboriginal peoples and
persons with disabilities have made some gains but remain under-
represented, based on the 2006 Census.






Opportunity : The Human Rights Maturity Model

The Commission has packaged its best practices, knowledge and
expertise in the Human Rights Maturity Model. The first of its kind, the
Maturity Model goes beyond the why and shows organizations how to
create a positive self-sustaining workplace culture that encourages
equality, dignity and respect. It is a roadmap toward greater human
human rights competencies in the workplace.

The Maturity Model supports, organizes and prioritizes already existing

organizational initiatives. Recognizing that every organization is unique,
the Maturity Model enables organizations to use different approaches to
achieve the same goal.

By combining the principles of employment equity with the Human Rights
Maturity Model, organizations can maximize the tools at their disposal to
prevent discrimination and promote a respectful and inclusive workplace.






Annex 1

% EE Progress Over the Years

Representation and Availability of Total Groups
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®  Improvement in EE was achieved between 1992 and 2008: the gap between
representation and availability in the federally regulated sector decreased

®  All the EE groups are now better represented in the labour market than they
were 15 years ago, except for the Women’s group (see next page)
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Annex 1

Progress Over the Years

by EE Group

Representation and Availability of Women

Representation and Avallability of Aboriginal Peoples
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Annex 2: Trend In Average Salary

Average Salary for All Combined Designated Groups in Federally Regulated
Workplaces (Private and Public Sectors)
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Annex 2: Trend In Average Salary

Average Salary of Designated Groups as a Proportion of the
Average Salary of All (Full-Time Permanent) Emplyeesin the
Federal EE workforce 1999 - 2008
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The Challenges of Employment Equity In

Canada: A Tale of Two Sectors






Introduction

n Workplace diversity refers to the variety of differences between
people in an organization. It encompasses race, gender, ethnic group,
culture, age, personality, cognitive style, tenure, organizational
function, education, background, and sexual orientation.

N Some corporate cultures and society at large often deny this diversity
by recognizing and valuing only a narrow range of differences.

N While these differences have often been ignored or devalued in the
past, awareness of the role they play in organizational effectiveness
has more recently put the spotlight on diversity.





The Diversity Imperative

Diversity iIs not just the right thing to do—it is a moral,
economic and social imperative if Canada is to maintain its
competitive advantage—domestically and internationally.

Valuing diversity means acknowledging that other people,
other races, other voices, and other cultures have as much
Integrity and as much claim on the world as you do. It is the
recognition that there are other ways of seeing the world,
solving problems, and working together.





As noted in the Report on Canada in 2017, “Diversity is at the
centre of the anticipated transformation of Canadian society.
Canada has witnessed a steady increase in the number of its
visible minorities, who accounted for approximately 6% of the
population in 1986. By 2017, visible minorities will account
for approximately 20% of the population.

This change has significant ramifications on all facets of our
society and institutions.





Why Diversity?

Increased adaptability

Organizations employing a diverse workforce can supply a
greater variety of solutions to problems in service, sourcing,
and allocation of resources. Employees from diverse
backgrounds bring individual talents and experiences in
suggesting ideas that are flexible in adapting to fluctuating
markets and customer demands.

Broader service range

A diverse collection of skills and experiences (e.g. languages,
cultural understanding) allows a company to provide service to
customers on a global basis.





Variety of viewpoints

A diverse workforce that feels comfortable
communicating varying points of view provides a larger
pool of ideas and experiences. The organization can draw
from that pool to meet business strategy needs and the
needs of customers more effectively.

More effective execution

Companies that encourage diversity in the workplace
Inspire all of their employees to perform to their highest
ability. Company-wide strategies can then be executed,;

resulting in higher productivity, profit, and return on
Investment.





Resistance to Institutional Change

The culture of some organizations is based on “a system for
differentiating between in-group and out-group people.”

Legislative frameworks are necessary, but not adequate to fight
workplace discrimination.

We need to change the culture of barriers.

Changing the culture of “barriers” towards members of racialized
communities in the Public Service requires fresh perspectives and
determination.

It requires the promotion of a culture of social inclusion and
diversity.

Some individuals in the organization consider themselves as the gate
keepers. They will persist in applying old strategies to new problems,
or changes, blaming external factors or other individuals for their
failure or problems, rather than adapt to change.





Making a Difference?

In order to initiate change, we need to have:
Mission clarity and commitment to social inclusion.

Employee commitment, high integrity workplace, strong
trust relationships, highly effective leadership, effective
communications, and emphasis on recruiting, retaining,
and promoting employees of racialized backgrounds.

Equally important—there is a need for high degree of
accountability standards, and demonstrated commitment
from all managerial levels.





How to inspire culture change

We can not change the organizational culture without knowing
where the organization wants to be or what elements of the current
organizational culture need to change.

Organizations must create plans, and monitor the implementation, to
ensure that the desired organizational culture becomes a reality.
Commitment of leadership and accountability are necessary elements
for success.

Culture change depends on behavior change. Members of the
organization must clearly understand what is expected of them, and
must know how to actually do the new behaviors, once they have
been defined. Training can be very useful in both communicating
expectations and teaching new behaviors.





Role of Leaders?

Successful leaders overcome the resistance to
change by
|dentifying their vision of change.

Committing the necessary resources to ensure
effective change.

As the change progresses the leader mobilizes
commitment to the change by maintaining the
necessary accountability measures.





The Leader needs to involve all levels of the organization in the design and
Implementation of change:

Involve the staff in the development of change strategies.
Demonstrate how the new vision will benefit the organization.

Use early successes in some parts of the organization to reinforce further
changes.

The change is institutionalized by building it into the processes, structures
and reward/accountability systems of the organization.

The organizational context must be examined to see if visible minorities feel
welcome. Many organizations are recruiting visible minorities, but not
retaining them. Line managers must be trained to understand differences,
and to recognize their own biases.

More racialized managers should be appointed in order to send a positive
message to the labour force and to “create a brand.”

Finally, accountability is vital, encouraging diversity should be part of the
performance management system.





Some Best Practices

A best practice Is a “technigue or methodology
that, through experience and research, has
proven to reliably lead to a desired result.”





BMO-Financial Group

In 1990, BMO’s president took an industry
leadership role in sponsoring the Task Force on the
Advancement of Women. The Task Force indicated that
work need to be done in the advancement of four groups:
women, Aboriginal peoples, people with disabilities, and
visible minorities. The Task Force produced its report,
which laid the groundwork for addressing barriers to
employment. The report marked a turning point in BMO’s
history towards achieving an equitable workplace, a
diverse workforce, and meeting the needs of a culturally
and geographically varied customer base.





SaskTel

n 2004, SaskTel developed a comprehensive
Representative Workforce Strategy (RWS) by
puilding upon and expanding its existing
diversity initiatives, such as its Aboriginal
Participation Initiative, which was developed In
1999. The overall goal of the strategy Is to
Increase representation while addressing

workplace readiness that supports and inclusive
work environment.






SaskTel strategy embraced business development, employment,
education, marketing, and corporate citizenship initiatives through
partnerships with the Aboriginal community.

SaskTel’s Aboriginal Recruitment Strategy increased the hiring of
permanent full-time Aboriginal employees by thirty one percent over
the previous four years (representing 11% of total permanent hires).

In order to reduce organizational resistance to change, SaskTel’s
Initiatives were phased in slowly and comprised education
components relaying the importance of a diverse work force; this
strategy resulted in a smooth transition.

Best practices: commitment, policy, managing diversity and
Implementation.





Canadian Pacific (CP)

Canadian Pacific (CP)’s diversity strategy focused
on providing Aboriginal and Chinese Canadians
equal employment opportunities. CP launched a
number of initiatives acknowledging and
commemorating Chinese Canadian culture and
their contributions towards Canadian history,
highlighting those made during the construction
of the Canadian Pacific Railway.





CP contributed to the production of a documentary entitled “Chinese
Grit”, released a two coin commemorative set to recognize the 120"
anniv3resary of the completion of the Canadian Pacific Railway.

It took various measures to reach out to the 107 First Nations reserves
that neighbour the CP railway in an effort to develop solid,
collaborative relationships with those First Nations. Since 1999, CP
negotiated property tax jurisdiction agreements with B.C. First
Nations, using an interest-based approach to resolving jurisdictional
uncertainty. The property tax agreements recognize the First nations’
property taxation jurisdiction over portions of the CP railway
running through their reserves.





Generated awareness and acknowledgement of the
contributions which Chinese Canadians made towards
the building and development of Canada.

Effectively negotiated agreements and settlements with
First Nations communities over land and property
taxation claims.

In November 2007, the official signing of an agreement
that proposes a new Canadian solution to CP’s need for
disposing of scrap railway cross ties took place between
CP and leaders of the Aboriginal Cogeneration
Corporation.

Working with First Nations and the Government of
Canada to address historic claims related to railways.





CMARD

The Canadian Commission for UNESCO, along
with the Canadian Race Relations Foundation and
a number of provincial human rights
commissions across the country, joined forces In
2005 to establish the Coalition of Municipalities
Against Racism (CMARD).

The objective of CMARD is the elimination of
racism and racial discrimination.





Local communities function at the most practical level and are most involved in the
lives their residents. They are an ideal place to develop policies, programs and
strategies, and take meaningful action toward eliminating racism and discrimination.

The Canadian Coalition of Municipalities Against Racism and Discrimination promotes
human rights through coordination and shared responsibility among local
governments, civil society organizations and other democratic institutions.

By taking action to combat racism and multiple forms of discrimination, municipalities
are able to build respectful, inclusive and safe societies where everyone has an equal
opportunity to participate in the economic, social, cultural, recreational and political
life of the community.





The Canadian Bar Association

The CBA implemented several changes within its
political and administrative systems and
structures to both advance racial equality within
the legal profession (legal education and practice
as well as within the judiciary), and within
Canadian law and society. These changes were
reflected in by-law amendments, committee
structures, and allocation of resources.





Consistent with changes to legislation, the increasing
recognition of the rights to self-determination of
Aboriginal peoples, and the increasing racialization of
Canadian society, the CBA initiated several changes such
as the establishment of CBA/s committee and section
structure to address equality issues impacting on
Aboriginal people and subordinate racialized groups—the
Aboriginal Law section, the Citizenship and Immigration
section, the Standing Committee on Equality, and the
Racial Equality Implementation Committee





The CBA adopted numerous resolutions, presented briefs to
governments, and convened many educational sessions on equality
ISsues.

The CBA faced numerous challenges in addressing issues of racial
equality:

Members of the legal profession have a strong belief in the objectivity
of the “rule o f law” and, as such, do not generally adhere to notions
that the law is inherently flawed, betraying biases that have negative
Impact on socially subordinate groups. The CBA addressed this issue
within its governing structure and membership as well as in taking
on its advocacy and public education work.

Best practices: introducing a new institutional culture; adopting
governance strategy of diversity; adopting a new committee
structure.





Common Elements in the Best
Practices

Currently there is no generic resource books that can be used
throughout diverse communities as a framework for developing
long-term anti-racism strategies or best practices.

One size does not fit all.

Regardless of the differences, the various best practices share the
following characteristics:

Knowing the community

Each of the above organizations understood the specificity of their
community. Each organization identified the needs, deficiencies and
problems of he community, and assessed the strengths, resources and
abilities.





Education/information sharing

A key piece to the development of long term anti-racism strategy,
which is found in the various best practices, is the ability to
develop education initiatives, and to share information about the
Issues. By sharing information, all the stakeholders will have a
better understanding of the issues and can begin to develop a
common language to express their concerns. Workshops may
Include diversity, stereotypes, racism, homophobia, sexism,

The visioning and Action Plan

The above examples developed and promoted not only new
linkages and relationships among individuals, agencies,
assoclations and institutions, but also a vision of the type of society
that each organization asplred to achieve. Each organization
Identified its goals, objectives, implementation components and
activities, and provided realistic timelines.





In conclusion, it is essential to note that one size
does not fit all. From the community’s
perspective, employment equity means respect
and survival. It is also finding an opportunity to
contribute to society.

The problem is exclusion. The solution is
promoting equal access to and inclusion in the
dominant culture.
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EMPLOYMENT AND

 EMPLOYMENT

EQUITY Background
to the Natiehal Policy

Audrey Kobayashi
Queen’s University





HISTORY

@ 1984 Abella, Judge Rosalie Silberman,
Commissioner, Report of'the Commission on
Equality in Employment

€ establishes ‘designated groups’: women,
disabled persons; aboriginal peoples; visible
minorities

& places employment equity in the context of
the Charter

@ Establishes that there is lack of
representation in the labour force






Abella’sdefinition of
Employment/Equity

Equality in employment means that no one is denied
opportunities for reasons that have nothing to do with
Inherent ability. It means equal access. free from
arbitrary obstructions. Discrimination means that an
arbitrary barrier stands between a person’s ability and
his or her opportunity to demonstrate it. If the access
IS genuinely available in a way that permits everyone
who so wishes the opportunity to fully develop his or
her potential, we have achieved a kind of equality. It is

equality defined-as-egqual freedom from discrimination.





Doubted-edged
approach:

@ |ssues of presemployment conditions
that affect access to/,employment

@ conditions in the workplace that militate
against equal participation In
employment






OBJECTIVES:

& Employment equity works in conjunction with the
Charter and the Human Rights Code to eradicate
discrimination

& It eliminates systemic barriers based on: a) historical
negative impacts based on'the homaogeneity of
dominant groups; b) practices based on stereotypes

@ |t uses remedial measures to increase representation
of the designated group or to improve their distribution
through the ranks

& “Systemic barriers require systemic responses’”






FEDERALLEGISLATION

AND POLICY
1986 (rev. 1996) Employment Equity Act
applies to employers and\crown
corporations with 100 or more

employees under/federal jurisdiction or
regulation

® requires employers to file an annual
report and an employment equity plan

@ requires employees to consult with

employee groups






@ Federal Contractors Programme:

@ Eff. Oct 1, 1986, affects organizations with
200 or more-employees which bid on federal
government contracts

® required to sign a certificate ef commitment

@ collect information on representation of
designated groups

@ establishment of goals for hiring and
promotion of designated group employees

@ adoption of special measures where
necessary






Supreme Court Action In Action
Travaill des.Femmes v. Canadian
National Raillway (1984)
® Made employment equity measures mandatory

® Recognized that the effects of\discrimination
are'cumulative, and therefore require actions of

redress

@ Required that women (in this case) be hired in
positions of responsibllity, to reduce
stereotypes

@ Recognized that the concept of ‘critical mass’ Is
Important in achieving equity — both to change

systems-and-to-overcome—-tokenism—





1995 the Federal Act
was amended to

@ Include the Federal Government

@/Increase requirements for meeting
targets

@ require workplace audits

@ require both consultation and
collaboration between employer and
bargaining units.






Health Canada Tribunal
(1997%)

@ Imposed a binding\decision on Health Canada,
accepted without appeal

& An overseer at the Associate Deputy Minister level

@ All'managers required to justify hiring a non-visible
minority

@ All managers accountable through performance
reviews, and required to take training

@ Specific hiring targets set

& An internal review committee, and an external

consultation-committee meetregutarty ——






Where are we, today??

& \Women are representative in,the workforce Iin
numbers, but are poorly distributed, clustered
at the lower end of the'scale

& All the other groups are under-represented
and poorly distributed

@ The least progress has been made for visible
minority women and aboriginal women,
especially immigrant visible minority women






Members of Visible Minorities in All Employers
Under the Employment Equity Act

Employers

Total Private Sector

Federal Public Service

Separate Employerst

Other Public Sector Employerst
Total Public Sector

Grand Total for Both Sectors

Unadjusted
2005 2007
R* R*
% %
14.1 15.9
87 9.2
11.3 12.0
3.0 35
7.0 7.8

11.6

13.1

A**
%

12.6
10.4
12.6
10.8
10.8
12.0





Share of Members of*Visible Minorities Hired/into
the Federally Regulated Private Sector™

1987 2001 2006 2007
Sector
Banking 2211 10.1 3,990 13.8 6,502 21.3 7,702 224
Communications 975 56 5130 155 6578 178 7,663 189
Transportation 691 21 4,187 101 5,040 119 5530 115

Other 150 3.3 416 8.7 3890 17.7 3,361 15.7

All 4027 52 13,423 1277 22,010 16.7 24,256 16.8





Representation of Members of Visible Minorities in the
Federally Regulated Private Sector™

Sector Unadjusted
1987 2001 2005 2007

%0 %0 %0 %0

Banking 95 17.1 228 24.9
Communications 4.0 10.8 12.6 14.5
Transportation 2.6 7.6 9.1 9.4
Other 2.6 7.7 8.3 13.9

All 5.0 11.7 14.1 15.9






Public Service Employee

Survey (1999)

Question Response All Visible Minorities
respondents
In my work unit, every Strongly/
individual, regardless of
: m
his or her race, _c_olour, osly 87% 75%
gender or disability, agree
would be/is accepted as
an equal
| have experienced Yes 18% 33%
discrimination in my work
unit
| believe | have a fair Yes 43% 36%
chance of getting a
promotion
| am satisfied-with-my Yes 69% 589

careerin the public
carvice






The province of Ontario:

® 1993/— Act to Provide for Employment Equity
for Aboriginal People, People with Disabilities,
members of Racial Minorities and Women

- covered all employers, not just government

- 'headed by an employment equity
commissioner

- required positive support measures






1995 — An Act to Repeal Job Quotas and Restore
Merit-based Employment in'Ontario

- occurred in a highly ideological political
context

- rejected all aspects of employment equity

-'required that all information compiled for the
purposes of employment equity be destroyed

1997 — Ontario government published a pamphlet
entitled “Business results through diversity”

- emphasis Is on the individual, not the group






		EMPLOYMENT AND �EMPLOYMENT EQUITY: Background to the National Policy

		HISTORY

		Abella’s definition of Employment Equity

		Doubled-edged approach:

		OBJECTIVES:

		FEDERAL LEGISLATION AND POLICY 

		Slide Number 7

		Supreme Court Action in Action Travail des Femmes v. Canadian National Railway (1984)

		1995 the Federal Act was amended to

		Health Canada Tribunal (1997)

		Where are we today?

		Slide Number 12

		Slide Number 13

		Slide Number 14

		Public Service Employee Survey (1999)

		The province of Ontario:

		Slide Number 17




ges of Employment
N Canada
tale of two sectors





% | Definitions N
Ya

* Visible minority (VM)-"persons, other than Aboriginal peoples
who are non-Caucasian in race or non-white in colour”
(employment equity act)

« Pluralism- diversity of views and stands in opposition to one
single approach

* Intercultural- of, relating to, involving or representing different
cultures: inclusive and interactive

e Multiculturalism Act (July, 1988) sought to assist in the
preservation of culture and language, to reduce
discrimination, to enhance cultural awareness and
understanding, and to promote culturally sensitive institutional
change at the federal level.

* |n seeking a balance between cultural distinctiveness and
equality, the Act specified the right of all to identify with the
cultural heritage of their choice, yet retain “full and equitable
participation ... in all aspects of Canadian society.”






RBC commitment to diversity

“‘ A*:-’ a case study

Introduction
RBC believes that in order for Canada to succeed in the global marketplace, attracting, employing and fully
integrating diversity in our workforce is imperative.

Diversity Blueprint — Structured programs and leadership involvement from the CEO to grassroots

SCEO Gord Nixon —executive Champion diversity, Chair of TRIEC, Diversity is one of 5 stated corporate values
§ Zabeen Hirji — Chief Human Resources Officer and immigrant to Canada
SNorma Tombari - Global Director of Diversity

SNational Diversity Leadership Council in every business unit and functional area- Fully engaging our national
leadership in driving results with clear accountability, consistent activities, and local results tracking

§ Active Leaders program, Diversity Dialogues reverse mentoring, and employee resource groups

SEmployee culture of inclusiveness, Web based and in class training tools and communication , code of conduct
annual certification

8A structure of programs that educate and encourage Diversity

RBC and external relationships
*Collaboration with Associations/organizations -i.e. Maytree, Career Bridge

*Sponsoring Research
The Catalyst Series: Career Advancement in Corporate Canada: A Focus on Visible Minorities — Lead Sponsor RBC





RBC Goal 2010-2012

* .;ii’ VM Leadership

Succession plan for senior roles

» Consistent application of staffing protocols on a national basis

» 2 to 3 successors in place for XX Level of roles

 To address talent demographics, arrange job shares, and in some cases job re-
design

Source Talent Pool

* Recruit diverse candidates

» Source junior and mid level candidates through Career Edge/Career Bridge

» Source candidates through diversity recruitment programs (DiverseCity,
ACCES), cultural market job fairs

Develop talent pool of diverse candidates for the future

« earlier identification and stronger development plans

» Onboarding a facilitate peer group meetings / offer business communication
skills

Change culture / enhance leadership capability around diversity

§Enhance leadership skills and responsibility through training

§Expand Diversity Dialogues to every region and business unit
§Enhance Active Leaders’ capabilities through mentoring, community resources
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& . Research- VM Leadership Gap

A worsening trend for VM’s is underemployment (Kymlicka, 2008)

*DiverseCity counts Toronto 3,348 leaders (including all sectors). 14%
are visible minorities (versus VM 49.5% of general pop). VM Leaders
in private sector- 5% representation (Cukier, W., & Yap, M. (June, 2010).

*Representation and Availability of Members of VM in Federally
Regulated Private Sector: Senior Managers 5.8% (8.7%) (HRDC
2008)

«Catalyst Canada: multi-year study focused on VM and non VM
executives, managers, and professionals, employed in large
Canadian organizations. Over 17,000 survey responses in 43 firms.
The findings report that visible minorities feel their education and
training are being underutilized in their current roles. Stereotyping,
exclusion from social capital networks and a discourse of political
correctness were also barriers. The report concludes that there is
“imperfect execution” of diversity initiatives and goals as stated in the
corporate goals of Canadian companies (Giscombe, 2008).
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Representation Comparison of Canadian FIs Canadian Bankers Association (CBA)* Data
August 2010

Women - Executives in Canada Visible Minorities - Executives in Canada
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*Women and Visible Minorities executive representation from 1999-2008 are official statistics obtained from the Canadian Bankers Association (CBA). 2009 representation for BNS and RBC
are official statistics from the CBA. TD, BMO representation for 2009 are unofficial numbers. There is no available 2009 representation for CIBC. The Industry value is the mean average of the
representation for the Fls. From 1999 - 2008, the Industry value was the average for the 5 Fls, whereas in 2009, it is the average of only BMO, BNS, TD and RBC representations

Table 6.5 - Representation of Members of Visible Minorities in the Federally Regulated Private Sector*

Sector

Banking 16,062 9.5 33,575 17.1 51,822 24.9 54,002 25.5
Communica | 7,257 4.0 23,359 10.8 33,567 14.5 35,962 15.3
tions
*HRDC (2009

( ) Transporta | 5,318 2.6 13,679 7.6 19,309 9.4 20,984 10.2
tion
Other 1,123 2.6 3,436 7.7 11,793 13.4 12,300 13.5
All Sectors | 29,760 5.0 74,049 11.7 116,491 15.9 123,248 16.6 6






ﬁ,"- What’s at work in the organization?

o

Power and Process

«Celebration of diversity is the discourse of valuing difference without
dealing with power issues.(Kempf, 2006)

eInstitutional Ethnography and the hidden “ruling relations” (Smith, 2005)
Discourse of Diversity as a program

» Focus on normalizing diversity. How its good for the organization and
can be managed to eliminate conflict. (Nkomo, 2006).

* How does this fit with organizational culture and universal values?
* Moving to Diversity 2.0 and inclusiveness
Evolution of Diversity

It is about the quality of our Intergroup relations. From fairness»to market
access* to integration and shared learning. (Ely and Thomas, 2001)

Political Correctness — a construction overused?
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" S The way forward?

*The next level of inclusion- finding voice for everyone

*Are there leadership ideologies that are different
from the dominant ideology? Opening a space for
Intercultural leadership

*Feminism standpoint leadership parallels

Indigenous ways of knowing- Relationality. Traditions
of respect and recognition. Our human issue is one
of separation and where we situate on the continuum
from the cognitive (scientific?) to the to the emotional
(Atleo, 2011).

*Beyond multiculturalism- cosmopolitan identities
(Beck, 2006) (Hiebert, 2002)
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ﬁ;" Next Steps?

_»

*A new theory of intercultural leadership — a space is opened up
for inclusive practice of leadership- at the intersection of
leadership theory, org power theory and ethnic identity theory

*Theories of leadership have neglected diversity from a standpoint
perspective and remain silent on issues of equity, diversity and
social justice. The paradigm goes beyond representation.
Leadership theories need to be expanded if they are to be
relevant in the 218t century. (Chin, 2010)

Diversity leadership theories are an important area for future
research (Gardiner, 2010)

Both a hermeneutic and critical frame





g" Diversity 2.0

.

*RBC - a reflection of the broader organizational
community?

*\We have momentum — keep our foot on the gas!
*Create a world of “ands” not either/or. (Hirji, 2011)

Diversity as differences but also we are all
Canadians (Nixon, 2011)
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M Now - A social Imperative & business imperative &
! N N
: ‘Ag Future - One Canada - One people RBC,

_»

Talent & Leadership
* Opening a space for inclusive Intercultural Leadership

Communities — Building Social Capital engaged, active and leading
change

» Active leaders/participation/volunteerism — “being part of”’ is a win-win (bilateral
learning opportunity)

» Sponsorships/awards/donations/scholarships/cultural events (arts, sports)
* Honouring excellence- cultural awards

Business Market Strategies — a higher form of capitalism “shared value”

 Responding to the needs of cultural markets, expanding the total pool of economic
and social value (Porter and Kramer, 2011)
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Q&A

Thank you
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e _r.f.ﬁ Appendix

APPENDIX





Diversity Leadership Counsel Committee Member:

Understands enterprise diversity objectives and their accompanying priorities

Translates...

Tracks and reports...

Shares best practices /strategies ...

Partners with ...

Acts as visible role model for diversity, and champions the implementation of action plans and strategies in support of their leaders

wn W W W W W

HR Business Partner:
. XXX

Canadian Banking Human Resources:
. XXX

RBC Global Diversity Team:
. XXX
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Communities - Participatory Action

Active Leaders

Objective

Proactive, visible and engaged leaders drive change. We believe that an active group of diversity leaders will
accelerate achievement of our diversity goals through their direct actions, their own development and by
inspiring others.

§ RBC implemented a focused communication approach that leveraged leaders as ambassadors for Diversity.
RBC launched an Active Leaders website, which includes information that enables leaders to tell the RBC
Diversity story. Over 300 individuals have access to the site; 125 “Ready Now”.

§ Diversity Connections is a quarterly e-bulletin of ready to use info bytes that stimulate creating thinking and
keep diversity top of mind. In 2009, over 700 employees received the newsletter, up from 300 in 2008.
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