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When we launched DiverseCity in 2008, we set out to change the face of leadership 
in the Greater Toronto Area. We knew from experience that the decision makers and 
power brokers in our city did not reflect our growing visible minority population. But 
we needed proof if we were to convince others to join us in making change happen. 
We also knew that this was a missed opportunity for our city region. 

Our inaugural research report from the Conference Board of Canada spelled out the 
business case for leadership diversity:

•	 Links to new global and domestic markets
•	 Increased innovation and creativity
•	 Greater access to talent both here and abroad
•	 Strengthened cohesion and social capital

From this point forward we began to count as a strategy to underline the leadership 
gap and hold institutions to account. Each year, from 2009-2013 we released new 
research findings. As we learned from our colleagues at Ryerson’s Diversity Institute, 
who designed and delivered the original DiverseCity Counts report, what gets 
measured, gets done. 

This document summarizes our collection of reports over the past five years. We hope 
it will help keep the momentum for change alive in our city. We also believe it will 
serve to ignite a passion for counting in cities across Canada and around the word.

Sincerely,

Ratna Omidvar & John Tory, Co-Chairs 
DiverseCity: The Greater Toronto Leadership Project
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Public Opinion Poll on Leadership Diversity

What do GTA residents think about diversity in leadership?
In the spring of 2013 DiverseCity contracted Nanos Research to conduct a first-time public opinion poll  
of residents in municipalities across the Greater Toronto Area (GTA) on the topic of diversity in leadership. 
Here’s what we learned:

Residents are not broadly aware of the influence gap, but when they learn about it, they don’t like it.

43% of survey respondents said that there was not enough representation of visible minorities and under-
represented immigrant groups in the GTA’s leadership. But when prompted with the facts – that only 14%  
of leadership is reflective of the diversity in the population – that number jumped to 61%.

Women (63.8%) and respondents from Toronto (64%) were more likely than men (57.1%) and those from 
outside Toronto (57.8%) to think this was not enough representation.

Residents want to see more balanced representation by population. And they want to see it not only 
because it’s “right.” They want to see it because they feel that equal representation will move the GTA 
toward becoming a “world class city” – defined by people who live in the GTA as a centre of culture 
that has a well-represented multicultural community. 

According to the Nanos report, the low proportion of visible minorities and under-represented immigrant 
groups among leaders is seen by GTA residents as a cause for concern. Not just because it’s socially 
risky, but because it negatively affects such things as: 

•	 the GTA’s ability to attract investment from other countries; 
•	 the ability to attract skilled workers; 
•	 the ability to be innovative in business; and ultimately 
•	 the ability to create prosperity. 

What about the future?
75% thought it likely or somewhat likely that the GTA’s leadership would be reflective of the population 
sometime in the future (18.9 was the mean number of years it would take).

How does this make you feel?

Nearly two in three respondents (64.5%) identified with statements that called for action on reflective GTA 
leadership. Half of respondents (49.6%) said that the GTA could move faster on this issue, even though they 
understood that these things take time. One in seven (14.9%) felt this was an urgent problem that the GTA 
needs to move forward on now. Respondents from a visible minority group were more likely to say this is an 
urgent problem (21.4%).

15% This is an urgent problem that we 
need to move forward on now

50% I think we could move faster 
but these things take time32%I’m not too concerned 

about this issue

Unsure 4%
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D iverseCity Counts launched in 2009 as a first-ever accounting of the levels of visible minority 
representation in leadership across sectors in the Greater Toronto Area. The study included elected 

officials, public sector executives, members of agencies, boards and commissions, as well as a sample of 
the largest voluntary and business organizations as determined by revenue. Ryerson University’s Diversity 
Institute conducted this seminal work for three years, analyzing on average 3,300 leaders and focusing 
on the municipalities with the highest proportions of visible minorities: Toronto, Mississauga, Brampton, 
Markham and Richmond Hill. Together they account for just under four million people or 72.5% of the GTA’s 
population, of which 49.5% are visible minorities.

Over the first three years of the project, results showed that diversity in leadership across all sectors grew by 
8%. While there was progress, visible minorities remained under-represented in the senior-most leadership 
positions in the GTA. In 2009, 13.4% of the leaders studied were visible minorities. Two years later this figure 
was 14.5%, compared with 49.5% of the population under study.

Visible Minority Representation over Three Years by Sector

1   Make diversity a strategic priority
RBC’s President & CEO Gordon Nixon 
recognizes that his public and authentic 
commitment to diversity in leadership both 
sets the tone and creates the conditions for 
systemic change. And because the bank also 
recognizes the business case for diversity, 
talent management practices that embrace the 
principles of diversity are integral to how leaders 
are recruited and cultivated from within.

2   Break out of your comfort zone
YMCA Canada’s Scott Haldane recognizes 
that along with new opportunities diverse 
leadership will require change. “You can’t 
get there without taking some risk,” he says. 
Now with a more diverse leadership in place, 
discussion at the senior management and 
board room tables has evolved as has his 
own leadership style. “We think differently and 
more creatively. We’re willing to consider new 
options and try new things.”

DiverseCity Counts: 
A Snapshot of Diversity in the Greater Toronto Area 

to Accelerate ProsperityTEN  
TIPS

Elected Officials

Public Sector

Corporate Sector

Voluntary Sector

Education Sector

Agencies, Boards and Commissions

5% 10% 15% 20%

LEGEND

 2009
 2010
 2011

 19.0%

 16.1% 
 15.4%

 8.1%
 9.4%

 8.8%

 4.1%
 4.1%
 4.2%

 12.8%
 12.5%
 12.5%

 20.0%
 19.9%

 19.8%

18.6%
22.3%
22.0%
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3   Capitalize on all your networks
Harbourfront Centre took advantage of the 
more than 450 community-based organizations 
it works with to outreach to prospective 
board members. Focusing on one-on-one 
networking, they asked everyone they knew for 
recommendations and then created a grid system 
to assess, track and monitor qualifications.

4   Be proactive through targeted recruitment 
and cultivation
Even though board appointments are not its 
responsibility – Cabinet has this role – The 
Ontario Trillium Foundation, an agency of 
the provincial government, actively recruits 
qualified candidates from a variety of 
backgrounds and guides them through the 
government appointments process. Senior staff 
and volunteers approach community leaders 
directly, post positions to the web and in 
targeted local media. On a bi-monthly basis 
they track applicants’ progress. 

5   Ensure engagement, not just representation
Family Service Toronto shrunk its board by 
one-third and increased diverse representation 
through targeted recruitment strategies using 
ethnic media and other outlets. Now with a 
more nimble size, the board has increased 
attendance and engagement. By experimenting 
with new techniques to surface minority opinions, 
a confidential board self-evaluation survey, 
and a learning framework for workshops and 
presentations, the board is now more actively 
engaged in its own development.

6   Recognize that there’s no quick fix
United Way of Toronto’s former President and 
CEO, Frances Lankin, refers to the process of 
diversifying their leadership as a “journey that 
is never over.” What started with building a 
governance structure that is more reflective 
of the communities they serve, moved next 
to senior management. Now they are going 
beyond mere numbers to track experiences so 
that they can reap the most rewards from their 
diverse leadership.

7   Create a culture of diversity
Scotiabank put measures in place to imbed a 
culture of diversity within the organization and 
to address what VP of Leadership Naomi Shaw 
refers to as “unconscious biases” that may pose 
obstacles to the hiring and upward mobility of 
diverse people. As well, the principles of diversity 
are entrenched through “cross-cultural leadership,” 
a strategy that promotes cross-functional moves at 
the executive level thereby cultivating respect for 
a range of ideas and perspectives.

8   Line up senior internal ambassadors 
Group mentoring happens at TD Bank Financial 
Group through up to eight sessions annually that 
bring VPs and AVPs together with staff in pre-
executive positions. Leadership development is 
supported through networking, the sharing of 
personal stories about career progression, and 
open discussions regarding the challenges and 
opportunities of visible minorities.

9     Develop the pipeline
At Pitney Bowes, diversity is imbedded in 
their business development strategy. As part 
of its strategic talent management program 
diversity is a lens used in identifying “high 
potentials.” These leadership prospects are then 
cultivated through coaching, mentoring and 
through assignments on high profile national 
or global projects, as well as through work on 
advisory boards. The boards convene diverse 
perspectives and experiences at the director 
level to build business cases to present to senior 
management. When leadership gaps require 
an outside look, search firms are mandated to 
present a diverse pool of candidates. 

10    Count and report on your results
KPMG started with establishing measurable 
goals and made themselves publicly accountable 
for them by posting to their website and other 
venues. They are committed to partnership 
reflecting 10% visible minorities by 2012 and will 
achieve this through training and development 
so that “everyone in the firm has the opportunity 
to shine,” says Michael Bach, the firm’s former 
national director of diversity and inclusion.
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Who’s in charge: The decision makers

NB: As different methodologies were undertaken, caution should be applied when drawing comparisons 
between the above two categories.

Who’s seen: The public face of leadership

The Media

T hrough its content the media gives voice to leaders. It tells us who the leaders are, and it gives them a 
platform to have influence and to inspire. Greater diversity among newsroom decision makers may result 

in greater diversity in media coverage, reflecting back to us a world where all our stories matter, and we all 
have the chance to lead. As with all other sectors, diverse leadership at the top makes good business sense, 
giving media organizations in a challenging economy access to the best talent, along with new and growing 
markets and audiences.

Category Number  
Analyzed

% Visible Minority 
Appearances  

Broadcast Hosts and Reporters 286 20.3%

Print Columnists 471 3.4%

Expert Speaking Sources in Broadcast 343 16.6%

Everyday Life Story Speaking Sources 200 23.0%

Photos in Print 2,036 23.4%

Total 3,336 19.6%

Category Number  
Analyzed

% Visible Minority 
Appearances  

Boards of Directors 66 6.1%

Newsroom Editors and Producers 85 5.9%

Senior Management 138 3.6%

Total Leaders Analyzed 289 4.8%
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Recommendations for the Media

News coverage provides opportunity for media to diversify
This study’s analysis of media coverage showed a significant under-representation of visible minorities in the 
news, generally. In print, visible minorities are under-represented among columnists, experts and even stock 
background photographs in newspapers. Visible minorities are also under-represented as hosts, experts and 
in background stories on the supper time broadcast news. However, online media and ethnic media, in 
particular, are providing new opportunities to broaden representation. 

While changes in leadership are constrained by the economic realities media companies face, issues in 
media representation are easier to address by thinking outside of the box to form strategic partnerships and 
making mindful choices. Some specific recommendations for the media are:

Make accurate reflection and portrayal a core journalistic value
Simply asking the question “Does our news coverage reflect our community?” can focus more attention on 
the issue of diversity and lead to significant changes. Making the commitment to diversity explicit and part 
of everyone’s job can lead to better journalism. A good roadmap for how to embrace diversity is “Reflecting 
Canadians,” a collection of best practices adopted by the Canadian Association of Broadcasters. 

Mainstream diversity in all aspects of media coverage
Media can reflect diversity in all stories, not just those about culture and race. An easy place to start is to 
examine the diversity of “everyday” stories (consumer, health, education, weather, traffic, travel, etc.). There 
are organizations that provide diverse stock photos; for example, Blend provides multicultural stock photos 
(www.blendimages.com). In addition media organizations can develop a database of visible minority 
experts on many topics (ie. a “rainbow rolodex”), or they can plug into existing databases such as 
DiverseCity Voices (www.diversecitytoronto.ca/diversecity-voices). Media organizations can also appoint  
a community advisory board to provide advice, contacts and feedback on the success of their initiatives. 

Partner with multicultural media and exploit “new” media
The continued growth of ethnic media provides an economic opportunity for mainstream media wishing to 
reach new readers or viewers. Media coverage can be diversified by accessing wire services of stories 
from ethno-cultural media. Increasingly, there is evidence of new mutually beneficial partnerships emerging 
between mainstream and ethnic media. “New” media provide opportunities to give a platform to new 
voices rather than just repurposing print or broadcast news. 

Excerpted from DiverseCity Counts: A Snapshot of Diverse Leadership in the Greater Toronto Area  
by Ryerson’s Diversity Institute, 2010.
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The Legal Profession

*      Benchers from the Law Society of Upper Canada, the board of directors of the Ontario Bar Association 
and law school leaders.

**    Includes partners in the top 20 law firms, crown attorneys and deputy crown attorneys.

***  Unlike other categories analyzed in the legal profession, Justices of the Peace are not necessarily 
trained as lawyers. 

The Legal Profession

O ur laws shape society in profound ways. They reflect our standards, values and expectations. They 
establish the terms by which we interact on a personal and business level. And they establish our rights 

and responsibilities, ensuring that we are treated fairly and that we treat others fairly.

Diversity in the legal profession can help to ensure that laws are created and interpreted to better reflect the 
needs and interests of a changing population. It will also help to ensure that the law and its application is 
seen as accessible and fair to all ethnic and racialized communities.

Perhaps most importantly, diversifying the legal profession will diversify other corridors of power and 
influence. Lawyers are found in corporate head offices, at boardroom tables, leading voluntary sector 
organizations, and, quite significantly, in elected office. The legal profession plays a key role in affecting 
change in other sectors.

Category Number  
Analyzed

% Visible Minority 
Leaders  

Governing Bodies and Influencers* 39 12.8%

Judges 471 8.3%

Top Lawyers** 343 6.6%

TOTAL Leaders Analyzed 2,036 23.4%

Justices of the Peace*** 45 44.4%
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Diverse sourcing and transparency in the justice 
system: Leadership is required to create more 
diversity on the bench and in the Office of the 
Crown Attorney. Ziegel (2003) has argued that a 
transparent appointment process is necessary to 
create a democratic judicial system.

Draw on talent from minority law firms: Minority 
law firms have historically helped visible minorities 
develop an increased presence in the legal 
field, and have provided leadership to the ethnic 
communities they serve. Minority firms often provide 
pro bono legal and other volunteer work, and serve 
as intermediaries between the interests of visible 
minority communities and the interests of white 
political and corporate leaders (Wilkins, 2008). 

Developing the pipeline: There is a growing 
recognition of the need to increase diversity in the 
legal profession, and there are a host of initiatives 
aimed at attracting and advancing applicants from 
under-represented groups. Scholarships and awards 
funded by ethnic organizations, schools and private 
firms have helped to recruit and support students 
from under-represented groups. Once these students 
enter law school, they need mentoring and coaching 
to assist them in overcoming barriers to summer 
positions, articling positions and employment.

Bias-free hiring: Evidence suggests that visible 
minorities face barriers in law firm hiring processes 
(Tyler, 2005). The Canadian Bar Association (2011) 
offers a diversity self-assessment tool for law firms 
(via the American Minority Corporate Counsel 
Association) to enable firms to evaluate their hiring 
processes. It also provides a guide for bias-free hiring 
(CBA, 2007).

Integration of foreign-trained legal professionals: 
Research has shown that immigrant lawyers face 
barriers to entry in the profession. The Internationally 
Trained Lawyers Program (ITLP, 2011) offered by the 
University of Toronto and supported by government, 
promotes the integration of foreign-trained lawyers 
by alleviating barriers to entry and advancement. 
ITPL initiatives include cross-cultural mentorship  
and funded internships.

Career development and mentoring: There can 
be systemic and informal barriers to professional 
advancement within law firms. Law firms must invest 
in their visible minority associates’ careers to ensure 
that they advance strategically. Research (Kay & 
Wallace, 2009) suggests that informal networks play 
a significant role in career development by revealing 
the “unspoken rules” of the profession, including the 
realities of the job market and the expectations of the 
profession. Mentors can impart cultural competencies 
and also help to expand their mentees’ networks.

Training: Often the barriers that exist to entry and 
advancement are not a result of deliberate efforts 
to exclude but the result of a lack of awareness. 
Ensuring that diversity training is part of the education 
of law students, lawyers, Crown attorneys, judges 
and governing bodies will help further diversify 
leadership. Diversity training is also critical for 
creating welcoming and healthy workplaces.

Tracking and measuring: The absence of good data, 
tracking and accountability metrics has impeded 
progress. Encouraging universities, firms, the Ministry 
of the Attorney General and governing bodies not 
only to track but to report publicly on their progress is 
fundamental to advancing diversity. These efforts must 
extend beyond a focus on representation to include 
a hard look at the pipeline including applicants to 
law schools, articling students, and new recruits in 
private practice. They should also include a look at 
the diversity of partners, leaders in governing bodies, 
judicial appointments as well as those who exit the 
profession. A better understanding of factors affecting 
the admission process, including the intersection of 
socio-economic factors, applying a diversity lens to 
judicial appointment processes and to disciplinary 
processes will help enhance understanding of 
barriers, systemic forms of discrimination and ways  
to overcome them.

Excerpted from DiverseCity Counts: A Snapshot of 
Diverse Leadership in the Greater Toronto Area by 
Ryerson’s Diversity Institute, 2011.

Recommendations for the Legal Sector
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Candidate diversity in the October 
2011 provincial election
In the most recent provincial election, there were  
57 visible minority candidates. They comprised  
18% of all candidates, while accounting for  
23% of total provincial population. 

While the provincial New Democratic Party, 
Progressive Conservatives and Liberals had similar 
numbers of diverse candidates, together they would 
have had to run another 17 visible minority candidates 
to mirror the diversity of the Ontario population. 

Out of 107 ridings, a full 70 had only white 
candidates from each of the three main  
parties. Another seven ridings had all visible 
minority candidates. 

Discussion and recommendations
Increasing the diversity of candidates who run in 
elections would likely increase the proportion of 
those elected, especially in winnable ridings without 
an incumbent. Parties can take concrete action to 
improve results, including:  

•	 Setting goals for diverse candidate 
representation;

•	 Revising candidate nomination procedures  
to support under-represented groups; and 

•	 Devoting renewed commitment to diverse 
candidate mentoring and development. 

At the municipal level, the absence of political 
parties and the power of incumbency make 
diverse representation more challenging to achieve. 
Municipalities themselves need to be more 
proactive in promoting civic engagement across 
their diverse communities.

W ho our political leaders are is a critical indicator of Canada’s progress towards inclusion as a diverse 
society. Elected officials are our lawmakers and policy-makers. They also symbolically represent who 

can be the “face and voice” of our country, province and city. Government is our shared, public arena and 
its leadership profile can reflect how power, influence and status are distributed in society.

Elected Office

*  Visible minorities comprise 40% of the GTA’s 
population. The GTA includes 47 provincial and 
federal, and 253 municipal council constituencies.

Visible  
minority*  

candidates

% of all  
candi-
dates

Visible 
minority 
elected

Total 
elected

% of 
elected 

members

Federal 15 11% 8 47 17%

Provincial 48 34% 12 47 26%

Municipal n/a 18 253 7%

Total 38 347 11%

Representation by Level of Government 
Across the Entire GTA, 2010 Municipal,  
2011 Federal & Provincial Elections

Municipality  
(% visible minority  

population)

Visible  
minority 
elected

Total 
elected

% of 
elected 

members

Toronto (47%) 14 91 15%

Mississauga (49%) 4 22 15%

Brampton (57%) 5 17 29%

Markham (65.4%) 5 19 26%

Richmond Hill (46%) 3 11 21%

Total (49.5%) 31 160 19%

Representation by Select Municipality  
at All Three Levels of Government, 2011
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to Diversify Elected Office TEN  
TIPS

1   Make diversity a strategic priority 
A public commitment to diversity from the  
party leader and party president can help 
attract new members and potential candidates 
from under-represented ethnic and racial groups. 
This commitment can be expressed in ways  
that emphasize the benefits of diversity to  
party financing, policy development and 
electoral success.

2   Formalize the party’s commitment  
to diversity
Establish a Diverse Representation Committee  
to lead the party’s diversity efforts. This 
committee should be chaired by the party’s 
senior leadership to demonstrate commitment  
to the issue.

3   Review rules and procedures
Review nomination rules and processes to 
facilitate the candidacies of traditionally under-
represented groups. This would include how 
candidate nomination campaigns are funded, 
conducted and voted upon. 

4   Expand the party’s network into  
under-represented communities
Devote more party resources to developing 
the leadership capacity of under-represented 
groups. Use social media, technology and 
local constituency offices as hubs of political 
education, skill-building and networking. 

5   Press for electoral reform 
Some urban centers have fewer seats than their 
population warrants, and this has the effect of 
reducing the voting power of the immigrant and 
visible minority electorate. Addressing this vote 
dilution could encourage more participation 
among these communities.

Parties should consider the potential benefits of 
proportional representation because research 
suggests countries with this system have a more 
diverse elected office.

6   Mentor new candidates
Mentor candidates and staff to help ensure that 
the sometimes unspoken rules of running for 
office are well understood by all party members. 
This can also help transfer knowledge from 
incumbents to new diverse candidates.

7   Train new political staff and volunteers
Provide formal training opportunities for political 
staff and volunteers to help develop the capacity 
of visible minorities and immigrants to assume 
leadership positions within the party. Offering 
formal training strengthens the skills of all staff 
and volunteers.

8   Set targets for diversity
By setting targets, political parties can be more 
deliberate in seeking diverse individuals when 
staffing their offices, running candidates and 
making political appointments. For example, 
parties can aim to field a candidate from an 
under-represented group in half of all seats 
vacated by incumbents.

9     Measure progress
Political parties can track the diversity of 
their candidates and political staff through 
surveys. This will help parties to understand the 
demographics of their organization and track the 
progress of their diversity efforts. 

10    Report on your results
While goals and targets are important, they are 
most meaningful when they are transparent and 
progress is reported to the electorate. 

Excerpted from The Diversity Gap: The  
Electoral Under-Representation of Visible 
Minorities by Professor Myer Siemiatycki  
at Ryerson University, 2011.
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The Nonprofit Sector

to Diversify the Nonprofit SectorTEN  
TIPS

1   Make a public commitment to diversity
A public commitment to diversity can help 
attract new board members from under-
represented ethnic and racial groups. This 
commitment can be expressed in ways 
that emphasize how diversity will help the 
organization better serve its clients.

2   Take a diversity audit of your board
Start by collecting demographic information 
about your current board, as well as applicants 
to future openings. Some people worry this is 
illegal or discriminatory – it is not. Collecting 
information on racial and ethnic characteristics 
is permitted if it is to address the under-
representation of visible minorities and other 
historically under-represented groups. 

Start with recruitment

*  Respondants were 
asked to rate the 
benefits of diversity 
on boards from  
0 (No Impact) to  
5 (Very Much).

Reported benefits to diversity on boards

T he focus on governance and leadership diversity is increasingly instrumental to the success, legitimacy, 
and viability of nonprofit and public organizations. Many have noted that nonprofit organizations are 

profoundly challenged by a multitude of concerns stemming from such varied causes as funding and fiscal 
instability, limited access to highly skilled human capital, and changing demographics of the communities 
and constituents these organizations and agencies have pledged to serve. In the face of these strategic 
challenges, greater leadership diversity among senior executives and boards of directors is necessary.

This research examined more than 4,254 board positions across sub-sectors (arts, sports, environment, social 
services, etc.) in the Greater Toronto Area and found that only 15.6% were held by visible minorities against 
a population comprising 40% visible minorities.

* Average Rating

Better Responsiveness to the Community

More Effective Management of the CEO
Better Strategic Direction

Improved Stakeholder Relations
Better Financial Management

Better Understanding of Legal Obligations
Improved Board Governance Procedures

Enhanced Fundraising Efforts

Services are More Inclusive
Organization is More Inclusive

10 2 3 4

Boards with MORE 
than 30% visible 
minority members

Boards with LESS 
than 30% visible 
minority members
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3   Focus on the skills the board needs  
to meet its strategic priorities
Diversity efforts are intended to strengthen the 
organization as a whole. The board must find the 
financial, legal and management skills it needs 
to do this. But it also shouldn’t underestimate the 
importance of understanding and reflecting 
under-represented groups. Fortunately, finding 
both sets of skills is possible – there is a large and 
talented pool of immigrants and visible minorities 
in the region from which to draw.

4   Set explicit goals in the selection process 
and develop a strategy
An organization may determine that at least 
half of new board members should be from 
an under-represented group. It is important to 
build diversity into the entire recruitment process. 
For example, design a transparent application 
process and consider using non-traditional 
outreach methods such as DiverseCity onBoard. 
Also consider diversity in the screening methods 
and interview questions used. 

5   Recognize a variety of experiences  
and expertise 
Often boards think and act alike because 
members share similar life experiences. 
Valuing volunteer and work experience gained 
abroad, as well as leadership gained in ethnic 
organizations or small community groups is 
important. Also look at the volunteers and 
committees of your organization and whether 
they are diverse. If not, increase the diversity of 
these groups. These can be important training 
grounds for future board members.

6   Aim to create a critical mass
Research has shown that there is strength in 
numbers. While there is debate in the literature 
about what the minimum threshold should be, 
it has been suggested that once there are 
three members on a board that share similar 
characteristics, these individuals will feel more 
comfortable sharing a dissenting opinion.

7   Encourage diverse board members  
to take on additional responsibilities
Organizations should ask new and diverse 
board members to sit on or lead special 
committees and projects. These opportunities 
should not be limited to those dealing with 
diversity issues. This inclusion will encourage 
full engagement and commitment to the 
organization, and will improve board retention.

8   Train all board members on diversity issues
Orientation, mentoring and training for board 
members is essential to a well-functioning board. 
This should include helping board members 
to better understand the various access points 
for providing input such as contacting senior 
staff, participating in events organized by 
the organization, and participating in board 
committees. It should also include training on the 
importance of diversity and on the skills required 
to achieve cultural competence. 

9     Mainstream diversity in the organization’s 
activities 
A board should engage staff to align diversity 
efforts to the organization’s mission, mandate 
and activities. All activities should be evaluated 
to determine how well they support diversity 
efforts. New programs and services can be 
evaluated using a diversity and equity lens. 

10  Measure results of diversity by its impact
Inclusion is about being sensitive to differences 
and transforming organizations to be more 
effective, responsive, transparent and 
accountable to the community. It is on this 
impact that the success of diversity efforts 
should be measured.

Excerpted from Leadership Diversity in the 
Nonprofit Sector: Baby Steps, Big Strides, and 
Bold Stances by Assistant Professor Christopher 
Fredette at Carleton University, 2012.

Move to inclusion
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S tatistics Canada predicts that approximately three Canadians in ten (30.6%) will be a member of a 
visible minority group by 2031, when Canada will have between 11.4 and 14.4 million visible minority 

persons. In the Toronto census metropolitan area, more than three persons in five (62.8%) will belong to a 
visible minority group by 2031, compared with 42.9% in 2006.

There are three ways that organizations can prepare for a more diverse future. First, they can establish and 
implement employee diversity policies. Second, they can make sure that there is ethnic and racial diversity in 
their leadership, both within their organizations and on their boards. Third, organizations can ensure that they 
do business with organizations that are owned and operated by visible minorities – in other words, they can 
infuse diversity into their supply chains. This research covers this third pillar because it is vitally important to the 
GTA’s and the region’s prosperity.

While 73% of the organizations under study had employee diversity programs, only 13% had supplier 
diversity programs. These companies account for at least $100 billion in spending annually, or about 33%  
of the region’s economic activity.

The Supply Chain

Largest Companies with Diversity Supply Chain Policies
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to Diversify the Supply ChainTEN  
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The next frontier for diversity
The supply chain includes every organization that is involved in bringing a good or service to the consumer. 
In this chain, companies purchase raw materials, products and professional services from other, often smaller 
organizations. Supplier diversity means that small and medium-sized organizations, owned or operated by 
diverse individuals, have equal access to these opportunities, allowing them to grow their businesses and 
grow the broader economy at the same time.

GTA (FP500)  
Companies

Supplier  
Diversity

With no link to the U.S. 6.7%

With a U.S. parent 20.0%

With a U.S subsidiary 46.2%

Total 23.3%
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Getting started

1   Make a commitment to a bias-free 
supply chain
The first step to creating a supplier diversity 
program is to make a commitment, internally  
and externally, to ensure that purchases are 
made without bias.

2   Take stock of diversity in the supply chain
Collect demographic information about your 
current suppliers. Some people worry this is 
illegal or discriminatory – it is not. Collecting 
information on racial and ethnic characteristics 
is permitted if it is to address the under-
representation of visible minorities and other 
historically under-represented groups.

       Express the value of diversity in the 
supply chain
Bringing diversity to the supply chain is not just 
the right thing to do. It makes good business 
sense, providing purchasers with more options 
on products and pricing. And when an 
organization’s leadership goes on record with  
a commitment to make change happen, it will.

        Develop a supplier diversity program by 
learning from others
There are several organizations in Canada, 
including RBC, TD and YMCA, with a track 
record in the field. Good practices can also be 
found at US-based companies, particularly in  
the Chicago area. These practices can be 
studied and emulated to create a strategy. 

Climbing the ladder of supplier diversity

5   Train staff on the supplier diversity program 
It is important to train both buyers and 
managers within organizations on the 
importance of diversity in the supply chain,  
as well as any new policies and procedures 
that are developed as a result of the creation  
of the supplier diversity program.

6   Award points in the RFP process for 
minority-owned/led businesses
Many of the best supplier programs allot points 
for organizations that are either owned/led by 
minorities or that have their own supplier diversity 
program in place.

7   Engage external partners to reach out  
to new suppliers
Proactive efforts to identify minority suppliers 
are necessary for a successful supplier diversity 
program. Organizations such as the Canadian 
Aboriginal and Minority Supplier Council and 
the Diversity Business Network can help.

8   Build the capacity of minority suppliers 
through mentoring
Some minority-owned/led businesses are 
not yet ready to compete for large contracts. 
Organizations can mentor them by, for 
example, helping to explain the RFP process.

9     Track dollars spent with minority 
suppliers
Each year billions of dollars are exchanged 
between businesses providing goods and 
services to each other. Organizations can track 
how much of their dollars are spent with minority 
suppliers to gauge the success of their supplier 
diversity program.

10    Report on the results of the supplier 
diversity program
Publicly reporting the progress of your supplier 
diversity efforts, in an annual report for example, 
can ensure that your organization continues  
to progress in its efforts to meet its targets.

Excerpted from Supplier Diversity in the GTA: 
Business Case and Best Practices by Dr. Paul D. 
Larson, CN Professor of Supply Chain 
Management, University of Manitoba, 2012.
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Be strategic in seeking change. Be knowledgeable about the formal and informal  
culture and processes of the organization you seek to change. Find allies who share 
your vision and support your efforts. Be persistent and have more than one approach  
in your change toolkit! 
Alok Mukherjee, Chair, Toronto Police Services Board

Believe in the best of the human spirit and that we all have the ability to extend ourselves 
well beyond our boundaries, whatever they may be or wherever we may be. 
G. Raymond Chang, Chancellor, Ryerson University and Chairman, CI Financial

As you move into senior levels, you need to establish some depth and breadth. My 
recipe for success is to put myself in situations that pushed me out of my comfort zone. 
Janice R. Fukakusa, Chief Administrative Officer and Chief Financial Officer, RBC

Remember the 3Ds: 1. Discovery – always think outside the box; 2. Diligence –  
1% inspiration, 99% perspiration; 3. Dedication – never settle for second best and 
never take no for an answer. When someone tells you this is the way to do things, 
ask why. When someone tells you this is not the way to do things, ask why not. 
Dr. Chi-Ming Chow, Board Member, Heart and Stroke Foundation of Ontario

Always remember that you can make a difference. You can change the world if you 
want to. Change begins right here in the communities in which we live and work. And 
remember to mentor others along your pathway – lift as you climb. 
Vicki Bismilla, Vice President Academic and Chief Learning Officer, Centennial College  

of Applied Arts and Technology

Advice for Aspiring Leaders

Excerpted from DiverseCity Counts, A Snaphshot of Diversity in the Greater Toronto Area. 2009. The Diversity 
Institute in Management and Technology, Ted Rogers School of Management, Ryerson University.
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For more on 
DiverseCity: 

The Greater Toronto 
Leadership Project go to: 
diversecitytoronto.ca Maytree promotes equity 

and prosperity through 
leadership building.

Catalyzing collective leadership on 
tough issues and big opportunities 
facing the Greater Toronto region.

DiverseCity: The Greater Toronto 
Leadership Project is funded in part 
by the Government of Ontario.

DiverseCity: The Greater Toronto Leadership Project
The Greater Toronto Area is the most ethnically and racially diverse region in Canada yet there 
is a striking lack of diversity at the top of our corporate, public and nonprofit organizations. 

This is a missed opportunity.

We set out to build a more prosperous city region by changing the face of leadership 
through a series of practical and measurable initiatives.

From 2008 to 2013 we: 

DIVERSECITY: THE GREATER TORONTO LEADERSHIP PROJECT  
IS A PARTNERSHIP OF MAYTREE AND THE GREATER TORONTO CIVICACTION ALLIANCE 

TRACKED  
OUR PROGRESS

ADVANCED  
OUR KNOWLEDGE

EXPANDED  
OUR NETWORKS

STRENGTHENED  
OUR INSTITUTIONS

DiverseCity onBoard has matched more than 640 highly qualified candidates from  
visible minority and under-represented immigrant groups with governance positions in 
agencies, boards, commissions and nonprofit organizations across the GTA. Our success-
ful track record has now resulted in replication of the program in cities around the world.

DiverseCity School4Civics has equipped more than 100 leaders to run for elected office 
or manage campaigns.

DiverseCity BuildingBlocks trained 25 leaders in low-income communities to make their 
neighbourhoods stronger by training 1,200 community members in civic literacy.

DiverseCity Voices recruited more than 300 diverse subject matter experts to its online 
database and trained close to 100, preparing them to serve as media spokespeople 
and connecting them with more than 150 registered journalists across the GTA.

DiverseCity Speakers created an online database for event organizers looking for 
diverse spokespeople and presenters.

DiverseCity Fellows has identified and brought together more than 100 of the next 
generation of city builders to become better collaborative leaders who can work 
across sectors to improve our region.

DiverseCity Advantage has created a body of knowledge on the economic and 
social benefits of diversity in leadership.

DiverseCity Perspectives promoted dialogue on leadership and diversity to catalyze 
shifts in how leaders are chosen, shaped, and imagined.

DiverseCity Counts (on which this report is based) measures and reports on the levels 
and perspectives on leadership diversity in the GTA, keeping the topic on the public 
radar, and tracking our progress toward a more representative and powerful leadership.


