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A Message from Gordon M. Nixon
CEO and Chair, RBC Diversity Leadership Council

I am often asked: Why does diversity matter to RBC? 
Simply put, it’s both the smart thing to do and the right 
thing to do.  

It’s no secret that our diversity helps us to be a strong 
and successful company. It impacts everything from our 
ability to attract and retain great talent, to our ability to 
help our clients succeed, to our overall reputation.

Our belief that diversity and growth are not just 
integrated but inseparable is reflected in one of our five 
company Values – Diversity for Growth and Innovation.

When I became CEO in 2001, we had already made 
great strides in diversity.  Building on that success, 
we established our Diversity Leadership Council 
(DLC), created our Diversity Blueprint and adapted our 
approaches to more broadly engage employees and our 
communities. As a company we’ve learned, and as an 
employee I’ve learned, about the issues, opportunities 
and challenges of becoming a more inclusive workplace. 
We are a better company for it and it has given me better 
perspective as a leader.

I’m proud to say that over the last few years at RBC and 
in the communities we serve, I have seen progress, a 
sense of purpose and genuinely productive dialogue 
and action around diversity and inclusion. I have seen 

firsthand how the commitment of RBC employees has 
never been stronger – whether it’s driving change through 
an employee resource group initiative, or stepping up to 
share experiences and insights. Pride in our inclusion 
efforts is evident at RBC and visible throughout this report.

Along with this pride, we also have a strong sense of 
purpose for what we have yet to achieve. For example 
we know through research how unconscious bias – or 
blindspots in our perception – results in barriers to 
workplace advancement and full inclusion in many 
different organizations. 

I believe that one way to move to the next stage of 
diversity and inclusion is by acknowledging and having 
strategies to overcome our unconscious and unintended 
biases. We started this work at RBC in 2013 and plan to do 
more in 2014.

I want to thank all of our employees who have made 
RBC a more open, welcoming, inclusive and progressive 
company possible. I know that with their support RBC will 
continue to advance its diversity and inclusion journey 
within the organization and across our communities.

February 2014
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A Message from Zabeen Hirji
Chief Human Resources Officer

When I talk to people about our culture at RBC, diversity 
and inclusion is always a big part of the conversation. 
And it usually results in a story or two about how a 
more inclusive workplace helps employees thrive and 
RBC succeed. 

It could be a story about employee involvement. RBC 
employees have driven diversity and inclusion deeper 
by participating in initiatives and through Employee 
Resource Groups (ERGs). Today, more than 9,500 RBCers 
belong to ERGs that reflect and represent communities 
and interests of women, minorities, Aboriginal peoples, 
persons with disabilities, Lesbian, Gay, Bisexual, 
Transgender (LGBT) individuals, working caregivers and 
NextGen members. I’ve heard from many employees how 
being part of an ERG helps them progress in their careers, 
builds confidence and opens doors to new opportunities. 

It could be a story of how we hire newcomers to Canada 
whose valuable skills and international expertise help 
us grow our business and serve our clients. RBC is full of 
examples of how employees from different backgrounds 
have helped us better meet the needs of our clients. 

It could be a story of how we use our resources for 
economic prosperity and positive social change. One 
of the truly great things about RBC is that when we get 
involved it’s more than just about money. It’s about 

inclusion and helping to ensure everyone has the 
opportunity to achieve their full potential. Through 
donations, sponsorships and involvement, RBC is helping 
ensure the health and prosperity of the people in the 
communities where we live and work. 

It could be a story of how we are striving to overcome our 
unconscious biases as Gord Nixon says in his message. 
We all have unconscious biases that influence our 
actions and decisions and I am starting to hear stories 
of how RBCers are identifying their own blindspots 
and, equipped with new self-awareness, taking action 
to address them. On a more personal level, I am doing 
the same.

A multitude of stories – some reflected in this report – 
and all with impact. I encourage you to read this report 
and see how the overall story of diversity and inclusion 
at RBC is about every single employee, how it’s firmly 
embedded in our culture and how it enables us to meet 
new challenges and create prosperity for our clients, 
employees, shareholders, and communities.

February 2014

The RBC Diversity Network 
A valuable resource of leaders, champions and grassroots supporters 

RBC Diversity Leadership Council (DLC) 
Gordon M. Nixon, CEO, & DLC Chair
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Our Approach 
The Case for Diversity and Inclusion
Diversity goes well beyond basic definitions and meeting 
legal requirements. 

Having diversity is just one part of the story; how well that diversity 
works together is the key. Our approach includes fostering inclusion, 
leveraging diversity of thought and the principles of human equity. 
This is looking at a person as a whole – not just their education, 
physical characteristics, cultural background or work experience, 
but how all the elements work together. 

Diversity and inclusion represent incredible business and economic 
potential. Innovation is spurred by different perspectives. With 
demographic and population shifts, globalization, advances in 
technology and communications, we believe diverse perspectives 
linked in common purpose can drive innovation and growth for 
companies and economies around the world.

Diversity Works Here because across our company we know it’s the 
right thing to do and the smart thing to do.

Our Vision:
To have a diverse workforce 

in an inclusive workplace that 
unleashes the talents of all 

employees to create value, deliver 
a superior client experience and 
develop innovative solutions for 

the markets and the communities 
we serve. By helping our 
employees, clients and 

communities succeed with and 
through diversity, RBC intends to 
help create better futures for its 

many stakeholders.

The RBC Diversity Blueprint 
The RBC Diversity Leadership Council continued to 
make progress on the  diversity and inclusion strategy, 
RBC Diversity Blueprint 2012-2015. This strategy 
outlines our priorities, goals and commitments as we 
continue to champion diversity in Canada, the U.S. and 
internationally.   

2012-2015 Diversity Objectives
•	 To be a recognized leader in workforce diversity,
•	 To be the financial institution of choice for diverse 

clients, and
•	 To leverage diversity for the growth of RBC and the 

success of the clients and communities we serve.

Our Integrated Model for 
Diversity & Inclusion

Diversity for 
growth and 
prosperity:

Helping create 
better futures Community

Corporate Citizenship,
Community Leadership

Marketplace
Clients, Products, 

Services, Marketing, 
Channel, Supplier 

Diversity

Talent & 
Workplace

People, Culture,  
Work Environment
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Key Pillars and Priorities
The foundations of diversity and inclusion at RBC are  
respect for all individuals, and a belief  that we are 
better when everyone can reach their full potential. 

Our support for diversity is broad, multifaceted and 
includes many perspectives.  

We’ll achieve our objectives by enhancing diversity and 
inclusion in three key areas – Talent and the Workplace, 
Marketplace, and Community – and by focusing on 
selective priorities to accelerate results.

In particular, we support the employment, financial 
services and community needs of:

• Women
• Minorities 
• Newcomers to Canada 
• Aboriginal and indigenous peoples
• Persons with disabilities
• Lesbian, gay, bisexual and transgender (LGBT) people

Implementing the full spectrum of initiatives in the 
RBC Diversity Blueprint is a journey that takes long-
term commitment. With visible leadership, clear 
accountabilities, employee involvement, collaborative 
partnering and open communication – these ambitious 
achievements are within our reach.

88% 
of employees feel that 
management supports 

diversity in the workplace – 
recognizing, respecting and 

leveraging differences.

Our Progress   
The composition of our workforce is an important 
measure of how well our diversity efforts are working. 

2013 2012 2006

Women 64% 65% 70%

Women in middle management  
and above

46% 47% 46%

Women in executive roles 37% 36% 34%

Visible minorities 31% 30% 24%

Visible minorities  
in middle management and above

31% 30% 21%

Visible minorities  
in executive roles

15% 15% 9%

People with disabilities 4.6% 4.7% 3.2%

Aboriginal peoples 1.5% 1.5% 1.6%

Figures represent Employment Equity data as a percentage of the number of employees 
(full-time and part-time) at RBC as of October 31, 2013 in our businesses in Canada 
governed by the Employment Equity Act. Given variations in legal definitions and 
restrictions in legislation around the world, comprehensive data on these four designated 
groups (women, visible minorities, people with disabilities, Aboriginal peoples) is 
available only in Canada.

In Canada, visible minorities are defined as persons (other than Aboriginal peoples) who 
are non-Caucasian in race or non-white in colour.

89% 
of employees feel 

they have sufficient 
flexibility to meet 
personal/family 

needs.

View the complete RBC Diversity Blueprint at www.rbc.com/diversity/
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AA

T A L E N T / W O R K P L A C E :  A B O R I G I N A L  M A R K E T S  -  P A R T N E R S H I P  B A S E D  
O N  M U T U A L  U N D E R S T A N D I N G ,  T R U S T  A N D  R E S P E C T  I S  N O T  O N L Y  
A  C R I T I C A L  S O C I A L  N E C E S S I T Y ,  B U T  I S  A L S O  A  B U S I N E S S  I M P E R A T I V E . 

DORIS BEAR
VP Aboriginal Banking and Executive Sponsor Royal Eagles

ABORIGINAL PEOPLES, governments and communi-
ties are faced with unprecedented opportunities resulting 
from land claims settlements, small business growth, and 
energy and resource development all of which result in 
more complex banking and financing needs.  With this 
in mind, RBC works with Aboriginal peoples by provid-
ing trust and investment services, financing of capital 
infrastructure and economic development projects, 
on-reserve housing and home ownership programs, and 
sponsorships to Aboriginal organizations.  

To assist these communities in their pursuit of 
wealth creation and economic sustainability, RBC leads 
a team of Aboriginal banking specialists that under-
stand the unique banking and credit needs of these com-
munities.  In addition, RBC presently has eight branch-
es located on reserves across Canada, six of which are 
north of 60, and two agency banking operations located 
in remote First Nations communities.

“The cultural distinctiveness of Aboriginal peoples 
is an integral part of Canadian diversity,” said Chinyere 
Eni, National Director, Aboriginal Markets, RBC Royal 
Bank and former Co-chair of the RBC Ontario Royal 
Eagles. “Celebrating and strengthening the incredible 
regional diversity that exists across Canada through 
tailored financial advice and community partnerships is 
just one of the ways RBC supports Aboriginal commu-
nities in their journey towards economic sustainability 
and prosperity.”

Community partnerships start with trusted rela-
tionships.  The Royal Eagles is another way RBC works 
closely with Aboriginal communities.  Established in 
1990, the Royal Eagles is an employee resource group of 
both Aboriginal and non-Aboriginal employees who work 
together to create awareness and support for Aboriginal 
culture throughout RBC and in communities in which 
they work.  Each year hundreds of children and families 
in remote communities are supported through the provi-
sion of key supplies by Royal Eagles members.  

“The support afforded to one another through the 
Royal Eagles and to the broader Aboriginal community 
is inspiring,” said Doris Bear, Vice President, Aboriginal 
Banking, British Columbia, RBC Royal Bank and 
Executive Champion for Royal Eagles.  “I am proud 
to be a part of the Royal Eagles and honoured to work 
with such a dedicated and passionate group of individu-
als. Their drive and commitment extends to not only 
supporting Aboriginal communities but also to sup-
porting one another.”

Aboriginal economic development, access to bank-
ing services and credit, and community partnerships 
are deeply and intricately intertwined in the pursuit of 
community prosperity and RBC is committed to serv-
ing Aboriginal communities to help create economic 
opportunities that benefit not only Aboriginal peoples, 
but to all Canadians.

CHINYERE ENI
National Director Aboriginal and 

Public Sector Markets
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T A L E N T / W O R K P L A C E :  

ANNE-MARIE VANIER
Vice President and Chief Property & Casualty 
Actuary, RBC Insurance and Executive Sponsor for 
the PRIDE Employee Resource Group in Canada

AMÖI: What is your role and responsibilities at  
RBC Insurance?
Anne-Marie Vanier: At RBC Insurance, I am respon-
sible for the appropriate valuation of liabilities, the ad-
equacy of regulatory capital and financial projections 
for business planning and capital adequacy testing for 
the property and casualty insurance companies. I also 
provide oversight of the portfolio’s profitability, balanc-
ing revenue growth, risk and capital management.  

AMÖI: How is RBC working to achieve success in recog-
nizing and acknowledging the value that the LGBT com-
munity brings to the workplace and corporate Canada?
Anne-Marie Vanier: RBC supports the LGBT em-
ployee resource group PRIDE and endorses RBC enter-
prise-wide initiatives such as Day of Pink and National 
Coming Out Day, in which senior executives participate 
in sending a strong message of inclusion and acceptance 
to LGBT employees. In addition: 

Anne-Marie Vanier shares her passion for 

diversity and inclusion in regard to the 

lesbian, gay, bi-sexual and transgender 

(LGBT) community in the workplace. 

• RBC has adopted human resource and diversity 
policies and corporate values that support LGBT  
employees and has assumed a leadership role in  
corporate Canada.
• RBC invests in the LGBT community by sponsoring 
important LGBT events and organizations like Equality 
For Gays and Lesbians Everywhere (EGALE), the 
Inside Out Film Festival, the Lesbian, Gay, Bi, Trans 
Youth Line, Kids Help Phone, Gambado and many more 
across Canada. 
• RBC was a founding member of Pride at Work 
Canada and is an active leader with other LGBT  
employee resource groups, sharing strategies and  
initiatives to energize and further champion the full 
inclusion of LGBT employees in corporate Canada.
• RBC is an active sponsor and speaker at Out on Bay 
Street events, including participating in the Leaders to 
be Proud of award, which recognizes and promotes suc-
cessful LGBT role models in the business community.

AMÖI: What advice can you share for the recruitment, 
retention and advancement of LGBT individuals in 
the workplace?
Anne-Marie Vanier: To attract and retain top LGBT 
talent, it is important to actively and visibly support 
the full inclusion of LGBT individuals at the senior ex-
ecutive level. This can take many forms, such as using a 
language of inclusion, and speaking and participating in 
LGBT sponsored events.  This sets the tone for what is 
expected in the organization in terms of acceptance and 
inclusion of LGBT individuals. 

Having visible role models at executive levels is 
also very important to those coming up the ranks. It 
sends the message that being LGBT is not a barrier 
to a successful career within an organization. This 
may seem obvious, but surveys still show LGBT in-
dividuals don’t come out at work because they fear 
negative consequences and that over 30 per cent of 
LGBT individuals experienced discrimination dur-
ing their professional lives (August 2011 Angus Reid 
study polling of 983 gay, lesbian, bisexual and trans-
Canadians who are employed). 

Education and awareness training that promotes a 
language of inclusion both internally between employ-
ees and externally toward clients gives a strong message 
that LGBT employees and clients are welcome within 
an organization. 

In addition, organizations can:
• Develop corporate non-discrimination policies and 
zero tolerance for homophobic comments/jokes,
• Create mentoring and leadership development pro-
grams for LGBT employees and all diverse employees,
• Support active LGBT employee resource groups that 
provide ongoing support to the organization’s LGBT 
workforce, provide expertise on LGBT topics, and 
strengthen networking and leadership development op-
portunities for both LGBT individuals and their allies.

AMÖI: Why is the LGBT workforce an important seg-
ment for RBC? 
Anne-Marie Vanier: Successful organizations reflect 
the communities they serve. With an estimated 5-10 
per cent of people identifying as LGBT, we recognize 
that this is an important workforce and client segment 
for RBC. We also know that an engaged and dynamic 
LGBT workforce can be tapped into to understand the 
LGBT client base and that diversity of thought and in-
clusion increases RBC’s capacity for innovation.

In addition, friends and families of LGBT individu-
als, like their LGBT counterparts, prefer to support com-
panies and organizations like RBC, who share their values 
and recognize the importance of supporting LGBT equal-
ity and inclusion. 

Full inclusion and acceptance of a minority group 
that is not visible, such as the LGBT community, is a good 
litmus test of the robustness of RBC’s diversity and inclu-
sion capability.  

AMÖI: How important is it for companies such as RBC to 
provide diversity training to its employees?
Anne-Marie Vanier: Much of the challenges or feelings 
of exclusion that are experienced by LGBT individuals 
in the workplace stem from misunderstanding and lack 
of awareness of the perspectives, preferences and experi-
ences of LGBT individuals. Diversity training provides 
employees with the knowledge and guidance that can 
prevent unfair, unwelcoming or ineffective actions to-
ward other employees or clients. 

Diversity training also strengthens the corporate 
message that diversity is a positive for the organization 
and encourages everyone to bring their whole selves to 
work and hence fosters increased productivity and em-
ployee engagement in the workplace. It’s a win-win for 
all involved. 
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WILLIAM ONUWA
Senior Vice President and Head of Insurance Risk Management, RBC

AMÖI: Please give us an overview of your background 
in the banking insurance sector.
William Onuwa: Prior to joining RBC financial group 
Canada in 2007, I was employed by General Electric 
(GE) USA, as the European General Manager respon-
sible for Asset Management, headquartered in the 
U.K. where I originally started my career. I have also 
held various other executive leadership positions in the 
USA for GE. In addition, I have held various roles in 
financial services including Insurance business leader-
ship, Process Management, Risk Management, Asset 
Management, Investment and pension operations, 
Marketing and PR.

As Head of Insurance Risk Management at RBC, 
I administer the overall responsibility for risk manage-
ment and actuarial groups and I serve on the executive 
team responsible for setting the overall strategic direc-
tion for RBC Insurance. 

AMÖI: As a member of the RBC Diversity Leadership 
Council, what are the goals and objectives of the council?
William Onuwa: The RBC Diversity Leadership Council 
helps to create and sustain an environment that allows 
people of different backgrounds to excel. The Council 
enables a broad approach to leadership while ensuring 
that we all uphold a common shared value.  As well, we 
promote the business rationale for inclusiveness and en-
suring that it is embedded in the business 

AMÖI: Why do you think diversity is important to RBC 
insurance? How does RBC insurance promote diversity 
in the workplace?
William Onuwa: Diversity in the workplace, one of our 
shared values, lies at the heart of our rewarding, open, 
supportive and inclusive work environment. 
RBC’s Diversity philosophy reflects our markets and 
enables us to attract the best talents and engage em-

ployees. Commitment to community includes our 2012 
sponsorship of the Paralympics; a highly engaged diver-
sity and inclusion committee and a diversity festival.

AMÖI: How does RBC Insurance leverage diversity for 
growth and the success of clients and the communities 
it serves? 
William Onuwa: RBC leverages diversity for our clients 
and communities we serve by:
• Hiring to reflect the diverse society that we operate in
• Getting involved with various community events 
• Marketing materials that reflect the diversity of our 
client base
• AODA training

AMÖI: With respect to diversity and inclusion, what are 
the key components for successful businesses in today’s 
global marketplace?
William Onuwa:  I believe that the key components 
for successful businesses in today’s global marketplace 
include: 
• Conviction not just compliance of the need for diversity
• Engagement of the whole business
• The use of a phased approach not a big bang, in  
order to ensure sustainability

AMÖI: What advice can you share to those who desire 
to pursue a career or upper management position in 
insurance?
William Onuwa: There are four key points of advice  
I would like to share with those who want to succeed in 
insurance.  They are: 
• Look for good training opportunities, especially on  
the job
• Never be scared of stretch opportunities
• Be well rounded in your knowledge
• Financial and people skills are critical 

RBC Insurance®, through its operating entities, provides a wide range of travel, life, 

health, home, auto, wealth and reinsurance products and solutions, as well as creditor 

and business insurance services, to individual and group clients.
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NORMA TOMBARI IS A MEMBER of the Conference 
Board Council of U.S. Global Diversity and Inclusion 
Executives, the Toronto DiverseCity Champions 
Council, the Women Executive Network (WXN) Top 
100 Awards Advisory Committee, and numerous other 
committees.  Tombari is recognized as a subject matter 
expert on diversity and inclusion, employee engagement 
and work/life flexibility. She is a Board member of 
Equitas, a not-for-profit agency dedicated to interna-
tional human rights and youth education, and a recent 
recipient of the 2012 Diamond Jubilee Award for contri-
butions to the community.

AMÖI: Can you define the difference between diversity 
and inclusion?
Norma Tombari:  In very broad terms, diversity is any 
dimension that can be used to differentiate groups and 
people from one another, such as:  gender, ethnicity, age, 
national origin, disability, sexual orientation, education, 
religion and any other dimensions that make us unique. 

Inclusion is much more action oriented and delib-
erate. It denotes being valued, respected and involved. 
It’s about recognizing the needs of individuals, creating 
a level playing field, and ensuring the right conditions 
are in place so that each person has the opportunity to 
achieve his or her full potential.  

In very simple terms, diversity is the mix, and 
inclusion makes the wonderful mix work.  Inclusion le-
verages diverse perspectives, life experiences, cultures 
and ways of looking at the world. The creativity that 
culminates from this “diversity of thought” can really 
propel us forward - our business outcomes are richer, our 
communities stronger, reflecting a “win-win” for all.

At RBC, we believe “Simply having diversity is in-
teresting…doing something with it is powerful.”

AMÖI: Can you speak of the challenges of bringing 
diversity and inclusion to your various businesses and 
around the globe?

viewed by designated groups, as is the Diversity and 
Inclusion Index, a composite of several questions from 
the survey.

At the qualitative level, we review feedback from 
our employee opinion survey, targeted surveys, employ-
ee roundtables and focus groups, intranet communica-
tions and town hall meetings. We also receive feedback 
from members of the RBC Diversity Network who sit 
on councils, committees and resource groups.

Overall, we monitor and track progress on the 
commitments made in our Diversity Blueprint at both 
an enterprise and business level, and in the spirit of 
open communication, publicly report back on results.  
In addition, we participate in external benchmarking 
surveys and indices, and have over the years received 
a number of organizational and individual leadership 
awards and special recognition.

AMÖI: What advice do you have for both leaders and 
individuals embarking on the diversity journey? 

Norma Tombari: With 80,000 employees worldwide, un-
derstanding the diversity of our businesses, geographic 
and cultural differences, demographic trending and 
legislative requirements is key to a global implementa-
tion. Our Diversity Blueprint, a comprehensive docu-
ment that sets out our strategies and goals for global 
inclusion, has been critical in helping us  create overall 
alignment and focus, establish global priorities, connect 
people and resources.  Our Blueprint also provides flex-
ibility in enabling our businesses to customize priorities 
that are relevant for them, their clients and their em-
ployees.   A “one size fits all” approach doesn’t resonate.  
Critical to success is having visible leadership, clear ac-
countabilities, an engaged workforce, effective commu-
nications, and appropriate measurement systems.  

Ultimately, at an individual level, regardless of 
where you sit, people want to be treated with respect and 
dignity, be appreciated for who they are and work for an 
organization that provides development and growth op-
portunities and values the contribution and potential of 
all.  From a global perspective, that means understand-
ing cultural nuances and workplace norms, and devel-
oping cultural acumen. The Platinum Rule of mutual 
understanding applies: Treat others as they want to be 
treated (vs. the Golden Rule: Treat others as you wish 
to be treated). Driven by a shared vision and a spirit of 
collaboration, our leaders and employees bring our pro-
grams and policies to life across the globe in the ways that 
best benefit their workplaces and communities.

AMÖI: How does RBC measure Diversity and Inclusion? 
Norma Tombari: At the quantitative level, we produce 
quarterly diversity scorecards that track key workforce 
metrics such as leadership diversity, hire and promotion 
rates, termination trends, development for diverse tal-
ent groups, marketplace indices (client feedback; new 
product development; market share/business growth 
in diverse segments) and community initiatives and 
investments. Employee opinion survey results are re-

Norma Tombari: As you begin the work, take the time 
to understand your business and your markets, demo-
graphic and workforce trends and develop the business 
imperative that will enable your leaders and employees 
to “buy in.”  It’s also important to align and integrate 
diversity and inclusion into business, talent and lead-
ership strategies vs. a separate strategy; engage your 
leadership and collaborate with key stakeholders; in-
vest in education efforts. Finally, understand it takes 
time to see results – be patient and persistent. 

At an individual level, be curious, engage in con-
tinuous learning, appreciate your own uniqueness and 
seek to understand.   On a daily basis, and in a deliber-
ate manner, challenge your thinking, learn to recognize 
your biases, go beyond your comfort zones…enjoy the 
journey of discovery. The words of best-selling author 
Deepak Chopra remind us that we always have a choice 
of destination: “Every time you are tempted to react 
in the same old way, ask if you want to be a prisoner of 
the past or a pioneer of the future.” 

DRIVEN BY A 
SHARED VISION 
AND SPIRIT OF 

COLLABORATION, 
OUR LEADERS 

AND EMPLOYEES 
BRING OUR 

PROGRAMS AND 
POLICIES TO 

LIFE ACROSS 
THE GLOBE

“

” 

R B C  D I V E R S I T Y  &  I N C L U S I O N :

NORMA TOMBARI
Director, Global Diversity, RBC

30 AMÖI MAGAZINE  www.amoimagazine.com 31www.amoimagazine.com AMÖI MAGAZINE

COVER STORYCOVER STORY

A

WOMEN NOW MAKE UP nearly half of Canada’s work 
force; as such, attracting, developing and retaining the 
best talent available is not only pragmatic, but critical 
to a company’s successful bottom line.  This reality is 
reflected in the fact that gender representation in senior 
management has increased 13% over the past 15 years; 
in 2012, women in senior leadership was 36%  as com-
pared to 23% in 1997. 

Over the past 30 years, RBC has been a leader in di-
versity within the banking industry, with a committed and 

dedicated focus to recognizing the talent and values that 
women and visible minorities bring to leadership roles. 

“At RBC we believe that having diversity brings 
a multitude of perspectives, of work experiences and 
of life experience,” states Zabeen Hirji, Chief Human 
Resources Officer, RBC, as well as Indo-Canada 
Chamber of Commerce’s Corporate Executive of the 
Year (2010). “This helps us make better and more 
balanced decisions; and, it brings cultural competen-
cies and relationships that help win new clients both 

I N T R O D U C I N G  T H E  T A L E N T / W O R K P L A C E : 
L E A D E R S H I P  D I V E R S I T Y  A T  R B C

ZABEEN HIRJI
Chief Human Resources Officer, RBC, and one of Canada’s Most Powerful Women: 
Top 100 Hall of Fame (as named by the Women’s Executive Network, 2012).

DIVERSITY HAS HUGE POTENTIAL TO 
DRIVE INNOVATION AND PRODUCTIVITY 

FOR COMPANIES AND ECONOMIES.“ ” in Canada and around the world.  We have learned 
that when diversity and inclusion are part of decision-
making, we are better positioned to connect with and 
serve our customers, provide more meaningful products  
and services, earn customer loyalty and enhance the 
bottom line.”

The economic and business imperative of diversity 
and inclusion is convincing—diversity has huge poten-
tial to drive innovation and productivity for companies 
and economies. 

“A lack of diversity, including gender diversity, can 
impact overall employee engagement, productivity and 
innovation,” Hirji says. Research clearly indicates that 
organizations with the highest representation of women 
in senior management have higher return on equity 
and total return to shareholders. “Increasing women’s 
representation at senior levels is also about mirroring 
our marketplace, increasing competitive advantage, and 
building profitable and healthy communities. Besides 
the impact on economic growth, advancing women re-
flects a basic commitment to the principles of equity 
and fairness in the workplace.”

And while Hirji is big on gender diversity, she is 
clear that the benefits of it extend well beyond women.

“This isn’t only about women,” Hirji says.  “Building 
the next generation of women leaders matters to men too.  
A society where women have a voice, where they aspire 
to and achieve success is a society that will value and 
benefit from women’s unique contributions.  That’s why 
women role models don’t just help women achieve their 
potential – they help all of us achieve our potential.” 

As RBC’s Chief Human Resources Officer,  
Hirji is a key influencer on diversity accountabilities 
and deliverables.

“I can influence how we hold leaders and inter-
nal groups, including diversity leadership councils, 
accountable for achieving results,” Hirji says. “Our 
Diversity Blueprint has served us well in providing 
focus and aligning efforts. And through transparent 
and inspiring communications we are continuing to en-

gage our people across the organization to help ensure 
grassroots level involvement.”

As a result of providing access to innovative learn-
ing tools, professional development, mentoring and 
networking opportunities, employees and leaders have 
been able to develop skills that foster inclusion and in-
novation in the workplace.

“Thousands of RBC employees have chosen to join 
our network of employee resource groups to contribute 
their experiences and insights directly to RBC’s diver-
sity journey and to make a difference,” Hirji says. 

Hirji, who has two children, still finds the time to 
make a difference to people of all nationalities through 
the deep roots she extends into the community. Hirji 
serves as Co-Chair of the Toronto Region Immigrant 
Employment Council; is a member of the Governing 
Council for the University of Toronto; and is the direc-
tor of the Greater Toronto CivicAction Alliance.  

Hirji recognizes and commends RBC for the support 
and flexibility that has allowed her to actualize her lead-
ership skills for both the company and her community.  

“Along with hard work, the flexible and supportive 
work culture at RBC has enabled me to achieve suc-
cess in both my personal and professional lives,” Hirji 
says. “As a working mother, work/life considerations are 
important, and with the right discipline and support, 
you can make the choices that work best for you and 
your family.  And on a more personal note, I had strong 
role models in my life – starting with my mother and 
grandmother.  They taught me to dream big, and take 
action to get there.  I also had role models and mentors 
throughout my career – through them I learned how to 
add my own unique value and seize opportunity.”

“In terms of my own career, I am pleased to say my 
capabilities were recognized early on by leaders who in-
vested in my development and growth and provided the 
work opportunities that enabled me to build a portfolio 
of skills and experiences. I’ve had both mentors and 
sponsors who coached me along the way and helped me 
evolve my leadership style and mindset.”  

A
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Senior leadership commitment and accountability are essential for a diverse and inclusive 
work environment. Leaders who respect and support the differences of others and reflect those 
values in their work and relationships drive the growth and innovation of our business.

Spotlight on RBC’s Active Leaders 

1,300+ RBC employees are Active Leaders in 
diversity and inclusion

Amöi Magazine, a leading Canadian diversity magazine, devoted their 
spring 2013 cover story to the work of more than 20 RBC leaders who 
shared their experiences on the importance, advantages and challenges of 
diversity and inclusion.

Below is just a small sample of what they said. To see all the profiles, 
go to http://www.rbc.com/diversity/docs/RBCcoverstory-final.pdf

About business success related to 
diversity and inclusion 

William Onuwa, Senior Vice President and Head of 
Insurance Risk Management

“I believe that the key components for successful 
business in today’s global marketplace include 
conviction not just compliance of the need for 
diversity, engagement of the whole business, and 
the use of a phased approach not a big bang to 
ensure sustainability.”

About persons with disabilities    
Francine Dyksterhuis, Regional President, 
Southwestern Ontario

“We need to talk within the organization about the 
challenges and reward of recruitment and advancing 
persons with disabilities. Sometime fear gets in the way 
because we are afraid to ask for help from colleagues 
and indeed to open the conversation with the individual 
with the disability to see how we can help them 
be successful.”

(Top Row, Left to right): Zabeen Hirji, 
Chief Human Resources Officer; 
Norma Tombari, Director, Global 
Diversity; Jennifer Tory, Regional 
President, Greater Toronto Region, 
Personal & Commercial Banking; 
William Onuwa, Senior Vice 
President & Head of Insurance, Risk 
Management; Francine Dyksterhuis, 
Regional President; Kirk Dudtschak, 
Senior Vice President, Strategy & 
Human Resources. (Bottom Row, 
Left to right): Anne-Marie Vanier, 
Vice President and Chief Property 
& Casualty Actuary, RBC Insurance; 
Doris Bear, Vice President Aboriginal 
Banking; Chinyere Eni, National 
Director, Aboriginal & Public Sector 
Markets; Paul Sy, former Director, 
Multicultural Markets; Glenn 
Desouza, Vice President, Sourcing; 
Shari Austin, Vice-President, 
Corporate Citizenship.

AA

JENNIFER TORY
RBC Regional President, Greater Toronto Region, Recipient of the 
2011 Catalyst  Canada Honour for Championing Women in Business.

AMÖI: What is your specific role at RBC?
Jennifer Tory: I lead a team of 4,000 personal and com-
mercial bankers who serve close to two million clients.  
With RBC’s support, I am able to promote the advance-
ment of women and visible minorities - at the leadership 
table, and out in the community where we partner, serve 
and volunteer.   

AMÖI: Why is the advancement of women into leader-
ship roles important to you? How has RBC’s commit-
ment to the advancement of women impacted your 
own career?
Jennifer Tory:  As our population becomes increasingly 
diverse we need to have increasingly diverse leadership 
– and not just diversity of gender – in order to be able to 
read and respond to the market.   Diversity is a business 
advantage as much as a business imperative.   I’m proud 
of RBC’s commitment to the advancement of women - 
it’s made it much easier to follow my natural instincts;  
instincts that tell me it’s important to set goals around 
the representation of certain groups in our workforce 
and set in place a deliberate plan to ensure diversity at 
senior leadership levels.  I believe it’s our responsibility 
as women to mentor the next generation -to give them 
the opportunity to learn from other women, and to net-
work with other high potential women.

AMÖI: What has been your biggest barrier towards suc-
ceeding in this male dominated profession?
Jennifer Tory:  I don’t think I would identify a specific 
barrier; it’s mostly been a matter of time and timing.  

In 1978, the year I began my career at RBC, I was sur-
rounded by many women colleagues, but most manag-
ers and executives, were men.  Today, we take pride in 
the renewed face of our bank that better reflects the face 
of our communities, including the fact that women com-
prise almost one-third of RBC senior management in 
North America and 51% of managers are women.

AMÖI: What drives you, motivates you to succeed at 
such a strong level?
Jennifer Tory:  I learned that the desire to achieve, 
and the belief that you can, serves you well in life.   My 
father often told me that I could be anything I want-
ed to be.  I think his encouragement infused me with 
enthusiasm and the confidence that I could reach my 
goals.  As I progressed in my career, I willingly spent 
time coaching and developing others. I found it to be 
one of the most enjoyable and rewarding aspects of my 
30-plus-year career.

AMÖI: What advice would you give young women start-
ing out in their careers?
Jennifer Tory: As Sheryl Sandberg, Facebook’s COO,  
suggests in her new book, I would recommend that they 
“lean in” to their careers, search out opportunities and 
mentors – people who can be honest with them and 
set an example for them, who can identify where they 
need to improve, and help them to get there.  A mentor 
doesn’t have to be a mirror of you.  You can often learn 
more from a mentor who doesn’t come from the same 
background, or share the same ideas as you do. 

THE POWER OF INNOVATION 
AND ACTIVE SPONSORSHIP 

IN ADVANCING WOMEN AND  
DIVERSE GROUPS.“
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T A L E N T / W O R K P L A C E : 

FRANCINE DYKSTERHUIS
Regional President at Royal Bank of Canada (RBC) 

AMÖI:  What is your role and responsibilities at RBC?
Francine Dyksterhuis: I am the Regional President for 
Southwestern Ontario, responsible for a large and di-
verse team of professionals who provide financial advice 
to our personal, small business and commercial clients, 
while delivering a first class client experience and top 
quality business performance.  

AMÖI: Why is RBC actively committed to recruiting 
employees with disabilities?
Francine Dyksterhuis: Recruiting employees with dis-
abilities is a business imperative.  At RBC we believe we 
should mirror the communities and clients we serve.  In 
short, it makes business sense.

AMÖI: Francine, you have what’s called an “invisible 
disability.” Can you tell us a little about that?  
Francine Dysksterhuis: It was through my involve-
ment in various diversity initiatives that I began to do 
my own research and discovered that my hearing loss 
fit the description of a disability. A lot of people have 
disabilities that are not immediately apparent to their 
colleagues and these can be just as challenging as dis-
abilities that are more visible. It’s a reality we need to 
consider, particularly as our population ages. I often get 
asked about whether or not I had any fear in disclosing 
my disability inside RBC the corporate world and the 
answer is a resounding no! I did not have any personal 
fears because my disability has never held me back in 
my career, and as someone who is involved in RBC’s 
diversity initiatives I truly believe our company is com-
mitted to creating an inclusive workplace for all of us. 

AMÖI: What advice can you share for the recruitment, 
retention and advancing persons with disabilities in  
the workplace? 
Francine Dyksterhuis: We need to talk within the or-
ganization about the challenges and rewards of recruit-
ing and advancing persons with disabilities. Sometimes 
fear gets in the way because we are afraid to ask for help 
from colleagues and indeed to open the conversation 
with the individual with the disability to see how we 
can help them be successful.  

AMÖI: As a Regional President in Canada’s largest 
bank, what advice would you give to other people  
and managers when it comes to managing people  
with disabilities?
Francine Dyksterhuis: Keep an open mind and be bold.  

AMÖI: What advice do you have for employees that are 
having a challenge at work with their disability? 
Francine Dyksterhuis: Speak with your manager and 
don’t be afraid to do so …ask for help and help your 
manager learn and get comfortable.  At RBC we value 
this partnership.

FOSTERING AN INCLUSIVE WORKPLACE  
ENABLES EVERY EMPLOYEE THE  

OPPORTUNITY TO ENJOY A REWARDING  
CAREER. PROVIDING A FLEXIBLE WORKING 
ENVIRONMENT AND INNOVATIVE CULTURE 
HELPS RBC EMPLOYEES DELIVER UPON A 

WIDE RANGE OF BUSINESS OPPORTUNITIES 
AND CONNECT MORE FULLY WITH  

OUR CUSTOMERS.

” 
“

KIRK DUDTSCHAK
SVP, Strategy & Human Resources
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SVP, Strategy & Human Resources
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T A L E N T / W O R K P L A C E :  A B O R I G I N A L  M A R K E T S  -  P A R T N E R S H I P  B A S E D  
O N  M U T U A L  U N D E R S T A N D I N G ,  T R U S T  A N D  R E S P E C T  I S  N O T  O N L Y  
A  C R I T I C A L  S O C I A L  N E C E S S I T Y ,  B U T  I S  A L S O  A  B U S I N E S S  I M P E R A T I V E . 

DORIS BEAR
VP Aboriginal Banking and Executive Sponsor Royal Eagles

ABORIGINAL PEOPLES, governments and communi-
ties are faced with unprecedented opportunities resulting 
from land claims settlements, small business growth, and 
energy and resource development all of which result in 
more complex banking and financing needs.  With this 
in mind, RBC works with Aboriginal peoples by provid-
ing trust and investment services, financing of capital 
infrastructure and economic development projects, 
on-reserve housing and home ownership programs, and 
sponsorships to Aboriginal organizations.  

To assist these communities in their pursuit of 
wealth creation and economic sustainability, RBC leads 
a team of Aboriginal banking specialists that under-
stand the unique banking and credit needs of these com-
munities.  In addition, RBC presently has eight branch-
es located on reserves across Canada, six of which are 
north of 60, and two agency banking operations located 
in remote First Nations communities.

“The cultural distinctiveness of Aboriginal peoples 
is an integral part of Canadian diversity,” said Chinyere 
Eni, National Director, Aboriginal Markets, RBC Royal 
Bank and former Co-chair of the RBC Ontario Royal 
Eagles. “Celebrating and strengthening the incredible 
regional diversity that exists across Canada through 
tailored financial advice and community partnerships is 
just one of the ways RBC supports Aboriginal commu-
nities in their journey towards economic sustainability 
and prosperity.”

Community partnerships start with trusted rela-
tionships.  The Royal Eagles is another way RBC works 
closely with Aboriginal communities.  Established in 
1990, the Royal Eagles is an employee resource group of 
both Aboriginal and non-Aboriginal employees who work 
together to create awareness and support for Aboriginal 
culture throughout RBC and in communities in which 
they work.  Each year hundreds of children and families 
in remote communities are supported through the provi-
sion of key supplies by Royal Eagles members.  

“The support afforded to one another through the 
Royal Eagles and to the broader Aboriginal community 
is inspiring,” said Doris Bear, Vice President, Aboriginal 
Banking, British Columbia, RBC Royal Bank and 
Executive Champion for Royal Eagles.  “I am proud 
to be a part of the Royal Eagles and honoured to work 
with such a dedicated and passionate group of individu-
als. Their drive and commitment extends to not only 
supporting Aboriginal communities but also to sup-
porting one another.”

Aboriginal economic development, access to bank-
ing services and credit, and community partnerships 
are deeply and intricately intertwined in the pursuit of 
community prosperity and RBC is committed to serv-
ing Aboriginal communities to help create economic 
opportunities that benefit not only Aboriginal peoples, 
but to all Canadians.

CHINYERE ENI
National Director Aboriginal and 

Public Sector Markets
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As the head of RBC’s procurement group, Glenn’s responsibilities include oversight 

for global supply chain activities for RBC and as a member of the RBC Enterprise 

Service executive team, he is one of the executives responsible for setting and driving 

the strategy for Procurement, Real Estate, and Enterprise Services. Glenn has more 

than 20 years experience in the financial services arena spanning both banking and 

insurance.  Since joining RBC 15 years ago, Glenn has been Vice President of Finance 

for RBC Insurance and Head of Finance for RBC’s retail bank.. He is an accountant 

and holds the CGA designation. In addition, Glenn is currently the Chair of the 

Board of CAMSC (Canadian Aboriginal & Minority Supplier Council).

AMÖI: Please describe RBC’s procurement model and 
how this was developed.
Glenn DeSouza: RBC’s Procurement team works with 
thousands of qualified suppliers around the world to 
keep our company in business – from office maintenance 
and branch design to product innovations and market-
ing tactics. In addition, we work in collaboration with 
our colleagues from the bank’s various businesses and 
functional groups to advise on, and manage the bank’s 
external spend. Over the years, RBC has expanded glob-
ally to serve clients from offices in Canada, the U.S. and 
49 other countries. As a result, the procurement team 
has evolved and grown by leveraging new technology, 
as well as hiring new team members across the globe.
 
AMÖI: What benefits has RBC experienced as a result 
of its responsible procurement initiatives?
Glenn DeSouza: We follow an equitable selection pro-
cess, where suppliers are evaluated based on the merits 
of their proposals. The bank’s Responsible Procurement 
Policy also ensures that as part of the selection process, 
we ask suppliers about their values and policies around 
the environment, labour, health and safety, ethics, and 
diversity. The overall selection process acts as a benefit 
to both our prospective suppliers and RBC – ensuring 
that we select the company that we believe can best do 
the job, as well as fits with our enterprise values.
   
AMÖI: What is RBC Reciprocal Mentorship Program? 
Why was this program developed? 
Glenn DeSouza: At RBC, diversity is a core value. 
From our employees to our suppliers to our clients –  
leveraging our similarities and our differences leads to 
more creative ideas and solutions. The business case 
for supplier diversity is simple and compelling. We 
know that the future success of our country, our com-
munities and our organization will be strengthened if 
we work with diverse talent and business owners. By 
doing this, we gain a better understanding of the mar-
kets they represent, which enables us to provide better 
products and services. 

The Reciprocal Mentorship Program (RMP) is a 
program that RBC developed and launched last year, 
which aims to provide diverse suppliers with ongoing 
one-on-one mentorship from procurement profession-
als at RBC. Diverse suppliers can include minority  
suppliers, new immigrants, people with disabilities, 
women, and Aboriginals, amongst others. 

This year, the program paired up eight certified sup-
pliers – four from CAMSC and four from WEConnect 
– with RBC procurement professionals. The mentors 
and mentees have established action plans that will help 
enable the suppliers to learn how to better compete and 
win contracts from large organizations. The program 
also offers RBC valuable insights into how we can move 
forward and work with more diverse suppliers.

 
AMÖI: As the Chair of the board of directors at CAMSC, 
what efforts has RBC undertaken to further this role 
and responsibility?  
Glenn DeSouza: CAMSC’s mission is to deliver pro-
grams and processes to promote and facilitate procure-
ment opportunities between major corporations in 
Canada and suppliers of all sizes that are owned and 
operated by Canadian Aboriginals and minorities. As 
RBC is one of the founders of CAMSC, we are honored 
to lead a board of private sector companies dedicated 
to the growth of supplier diversity across Canada. As 
Board Chair, I have worked with the board members 
in creating and sharing our supplier diversity model 
with other corporations to further establish and extend  
supplier diversity best practice in Canada. 

Left to Right: Garth Scully, Cisco Systems Inc., Cassandra Dorrington, 
President of the CAMSC. Accepting the 2012 Corporation of the year 
award at the CAMSC gala on behalf of RBC Glenn DeSouza, Charles 
Varvarikos, Anna Bilowus and Marcel Kampen. 

M A R K E T P L A C E :  E A C H  Y E A R ,  R B C 
B U Y S  A P P R O X I M A T E L Y  $ 6 . 5  B I L L I O N 
W O R T H  O F  G O O D S  A N D  S E R V I C E S 
F R O M  S U P P L I E R S  O F  A L L  S I Z E S . 

GLENN DESOUZA
Vice President, Sourcing, RBC

44 AMÖI MAGAZINE  www.amoimagazine.com 45www.amoimagazine.com AMÖI MAGAZINE

COVER STORYCOVER STORY

AA

C O M M U N I T Y :  R B C  F O U N D A T I O N 

SHARI AUSTIN
Vice-President, Corporate Citizenship, RBC 
and Executive Director, RBC Foundation

AMÖI: What is your role at RBC?
Shari Austin: I am the Vice President, Corporate 
Citizenship, at RBC, and the Executive Director of the 
RBC Foundation. In this capacity, I am responsible for 
our social and environmental programs and initiatives, 
including our charitable donations.

AMÖI: RBC Foundation gives broadly to charities and 
communities, but also has some strong focus areas.  
Can you give us a sense of RBC’s areas of support, 
scale and scope?
Shari Austin: RBC is consistently recognized as one of 
Canada’s leading corporate citizens, thanks in part to 
our community and environmental programs and the 
involvement of our 80,000 employees worldwide.  RBC 
Foundation supports a broad range of causes in virtu-
ally all charitable sectors, helping to strengthen the so-
cial fabric of the communities in which we live and work.  
To give you a sense of the scale of our donations activi-
ties, I can tell you that, in  2012, we made over 9,000 
donations, totaling more than $61 million, to charities 
worldwide.  Added to this is our support for community, 
arts, sports and other organizations with sponsorships 
of more than $31 million, and further community in-
vestments of more than $3 million through gifts in-kind, 
employee hours volunteered during working hours, pro 
bono work and community investment management. 
So, in financial terms, we contributed a total of $95 mil-
lion in 2012 to charities and communities.

It is important for us to be able to demonstrate the 
positive impact of our giving, and that’s why RBC has 
chosen some key philanthropic priority areas for focused 
support.  Our top areas of focus are:  water (now with 
a focus on urban water issues), children’s mental health, 
after school programs for children, and emerging art-
ists from a variety of artistic disciplines.  Diversity is 
also very important to RBC, and more than 10% of our 
funding goes to diversity and inclusion programming. 

Another important area for us is amateur sports, 
particularly through the RBC Play Hockey™ program, 
and support for our Olympics and Paralympics athletes

AMÖI: RBC Children’s Mental Health Project and The 
RBC After School Project are projects that invest in 
youth and children. Explain how these projects came 
about, what impacts they have had, and what’s next. 
Shari Austin: We believe that all kids should feel 
healthy inside and out. That’s why we created the 
RBC Children’s Mental Health Project, which has, 
so far, provided more than $16 million to organiza-
tions dedicated to helping children with mental health  
issues and their families. We chose this topic several 
years ago, because of a concern that the issue was more 
common that people realized, but was under-recognized 
and under-funded. We decided early on that we could 
make the biggest difference by focusing on early inter-
vention and education to reduce stigma.  Most mental 
disorders begin in childhood or adolescence. If the signs 
of mental illness are recognized early and proper steps 
taken, most kids can go on to lead normal and produc-
tive lives. .But the stigma that has surrounded this issue 
has tended to prevent people from seeking treatment, 
and recovering. Mental illness should have no more 
stigma attached to it than physical illness.

We created the RBC After School Project back in 
1997, and to date, have given more than $27 million in 
donations to provide children with a safe place to go after 
school, where they can develop knowledge, social skills, 
and self-esteem.  We currently have almost 100 partici-
pating programs across Canada, most serving under-
privileged neighbourhoods.

When we first set up the RBC After School Project, 
we relied on research and advice from leading experts in 
the field of education to design our program criteria. Since 
then, the program has helped almost 25,000 children to 
learn, grow and prepare for the future. We’re learning 
too.  As the RBC After School Project enters a more 
mature stage, we want to ensure that our investments in 
after school programs continue to make a positive impact. 
We’re working with a team of experts at the University 
of Toronto to better quantify our impacts, and develop a 
best practice guide, both to help us select our partners, and 
to assist them in designing and running their programs.

RBC is Canada’s  

largest financial  

institution, and has 

established itself as  

a significant and  

innovative charitable 

donor. Shari Austin, 

shares her thoughts 

on RBC’s philan-

thropic strategies and  

commitment to  

investing in youth  

and children. 
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M A R K E T P L A C E :  M U L T I C U L T U R A L  M A R K E T S -  R B C  H E L P S  
N E W C O M E R S  G E T  F I N A N C I A L L Y  E S T A B L I S H E D  I N  C A N A D A

PAUL SY
Director, Multicultural Markets at RBC

AMÖI:  Please describe the Welcome to Canada Offering? 
Paul Sy: For more than seven generations, RBC has 
been supporting newcomers by providing them with 
resources and tools to make their transition to a new 
country seamless. Our Welcome to Canada solution 
speaks to the key needs that newcomers have when they 
first arrive.  It is designed specifically for newcomers in 
order to make it easier to get established by facilitating 
the following processes for them:

Establishing banking needs – Those that are new to 
the country may need time to establish and understand 
their banking needs and behaviours.  For example, how 
many transactions do I need each month?  How many 
withdrawals do I make each week?  To provide our cli-
ents with the best solution during this time of adjust-
ment, we offer one of our best chequing accounts free 
for 6 months.  This bank account provides our clients 
with unlimited transactions, a number of free non-RBC 
ATM withdrawals, and even free cheques, which is a key 
need as people rent their first apartments or set up di-
rect deposit for their salary.  

Establishing and building credit history – Newcomers 
can be approved for a credit card with RBC with no cred-
it history required, for both the primary applicant and 
their spouse. Establishing their Canadian credit history 
is a common challenge for many Newcomers when trying 
to get started and established in Canada.. 

Serving you in your preferred language – Newcomers 
face many barriers when coming to a new country, being 
able to communicate in their mother tongue often helps 
alleviate some of the anxiety.  Four in 10 newcomers list 
language as a key factor in choosing their bank.  RBC 
serves our clients in 180 languages, both on the phone 
and in our branches.

AMÖI: What benefits has RBC experienced as a result 
of this program?
Paul Sy: Over 650,000 (~250M are permanent residents 
and ~400M are Temporary Foreign Workers) newcom-
ers arrive in Canada each year. For RBC, our involve-
ment and support of these multicultural communities 
comes in many forms. RBC has demonstrated its lead-
ership in three important pillars: marketplace, commu-
nity and workplace.
• As an employer of choice, newcomers provide talent 
in the workforce 
• From a community level, we are a major community 
participant in many ways highlighting and supporting 
the multicultural communities and their contributions 
to Canada
• In the marketplace, unlike any other client segment, 
this is a unique population who has no pre-existing 
banking relationships in Canada. We provide advice 
and targeted financial products and services for  
those who are new to Canada to help them get settled 
and financially established. 

AMÖI: In 2011, RBC developed an unsecured credit 
card to spouses. Why was this program developed? 
Paul Sy: New Canadians – regardless of their cul-
tural background – face similar challenges and go 
through similar anxieties during the first few years in  
their new country, including financial challenges 
that need attention. RBC developed an unsecured 
credit card to spouses to help newcomers build their  
credit history.

RBC supports newcomers to Canada and what initiatives and solutions are  

available to provide relevant and tailored advice and information about finances 

in Canada, to help them get settled in their new lives.

BUILDING A NEW LIFE IN A NEW COUNTRY IS  
NO SMALL FEAT. NEWCOMERS ARE FACED WITH  
A MYRIAD OF TASKS AND DECISIONS TO ENSURE 

THEIR FUTURE SUCCESS. SPEAKING TO A FINANCIAL  
ADVISOR, SOMEONE WHO UNDERSTANDS THE  

CHALLENGES AND CAN PROVIDE SOLUTIONS IS  
INTEGRAL TO HE IN CANADA.

“
” 

Newcomers are eligible to take advantage of RBC’s 
Newcomers to Canada Credit Card Program – an unse-
cured credit card for newcomers with no credit history. 
This option also provides access to a second credit card, 
for a spouse or partner, and will help the cardholders 
build a credit history together. Credit history is used  
to establish a pattern on how well you manage your  
financial obligations 

Building credit history is a key step to starting a new 
life in Canada, but it can also be a significant hurdle for 
newcomers. We recognize this challenge and are commit-
ted to providing newcomers with relevant banking solu-
tions to help them get financially established in Canada
AMÖI: What opportunities are available at RBC for new-
comers arriving to Canada that want to start building 
their personal and business success in their new country?
Paul Sy: We understand the financial concerns and chal-
lenges newcomers are faced with. Building a new life in a 
new country is no small feat. Newcomers are faced with 
a myriad of tasks and decisions to ensure their future 
success. Among these are important financial decisions 
and professional advice can be critical to overcoming 
obstacles and challenges in this area. That’s why speak-
ing to a financial advisor, someone who understands the 
challenges and can provide solutions, is integral to help-
ing newcomers build their lives in Canada.

RBC has helped many newcomers to Canada start 
their own businesses. It is important for all newcomers to 
research and validate their business idea, understand what 
it takes to be a successful entrepreneur and do the ground-
work that will improve their business’ chance of success.
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About newcomers to Canada 
Paul Sy, former Director, Multicultural Markets

“Building a new life in a new country is no small feat. 
Newcomers are faced with a myriad of tasks and decisions to 
ensure their future success. Speaking to a financial advisor, 
someone who understands the challenges and can provide 
solutions, is integral to helping newcomers build their lives 
in Canada.”  

About responsible procurement 
Glenn DeSouza, Vice President, Sourcing (Chair of the 
board of directors of the Canadian Aboriginal & Minority 
Supplier Council)

“We ask suppliers about their values and policies around 
the environment, labour, health and safety, ethics 
and diversity...ensuring we select the company that 
we believe can best do the job, as well as fits with our 
enterprise values.”

RBC’s Active Leaders - Making a Difference

Michael Carter, Co-head Technology 
Sector, Global Investment Banking, U.S. 
Capital Markets, received a Council of 
Urban Professionals Catalyst in Finance 
Award, which recognizes leaders 
who achieve extraordinary success in 
business while making a significant 
impact on their community. Michael is 

also a member of the Executive Leadership Council.  

Su-Lin Ong, Managing Director RBC 
Capital Markets & Head of Economics & 
Fixed Income Strategy, Australia / New 
Zealand has been a leader in addressing 
the regions’ gender gaps through various 
initiatives as part of RWomen Sydney, 
including organizing volunteer days, 
hosting events. She is an active member 

of RBC Sydney’s Flexible Work Hours Committee, Diversity 
Committee and Mentoring Program.

John Montalbano, CEO of RBC Global 
Asset Management (GAM) is the 
executive sponsor of the GAM Diversity 
Council and actively supports women’s 
efforts through his sponsorship and 
participation in various pilot programs 
such as “Taking the Stage” and 
“Speaking as a Leader”.  John is Chair of 

the University of British Columbia (UBC) Board of Governors 
and is committed to the research and development of 
women and immigrant talent.

Leadership

And the Award goes to... 
RBC’s leadership in 
diversity and inclusion  
RBC and many of our leaders were 
recognized for thought leadership and 
innovative programs.

For innovation in diversity
Profiles in Diversity Journal announced RBC as 
one of the Top 10 winners of the 10th Annual 
Innovations in Diversity Awards. The same journal 
honored Gord Nixon in its 2013 CEO Leadership 
in Action Awards for his commitment to diversity 
and inclusion. 

For empowering women 
RBC was honored for our commitment to 
empowering women by Almas Jiwani, President of 
UN Women National Committee Canada. 

For top ERGs and Diversity Councils
Wealth Management’s U.S. Diversity Leadership 
Council was named sixth out of the Nation’s 
Top 25 Employee Resource Groups (ERGs) and 
Diversity Councils at the 5th Annual Diversity 
Council Honors Awards.  

For diversity awareness in legal profession
RBC’s General Counsel Group received the 
Association of Corporate Counsel’s Matthew J. 
Whitehead, II Diversity Award recognizing the 
outstanding achievement of a corporate legal 
department in promoting programs that improve 
the workplace.  RBC’s General Counsel Group 
is a founding member of the Legal Leaders 
for Diversity.

Veta Richardson, President of the ACC, presents David 
Allgood, EVP and General Counsel, and the General 
Counsel Group the Matthew J. Whitehead II Diversity 
Award for their work in promoting diversity and inclusion.



8  | 2013 Diversity and Inclusion Report

Jennifer Tory, Regional President, Greater 
Toronto Region, received the Ministry of 
Citizenship and Immigration Diversity 
Award, from the Black Business and 
Professional Association’s at their annual 
Harry Jerome Awards. 

Anne-Marie Vanier, Vice President & 
Chief Property & Casualty Actuary, 
RBC Insurance, is a strong advocate 
for inclusion and fostering acceptance 
and support for LGBT employees in the 
workplace and across our communities. 
Anne-Marie was recognized by Out 

on Bay Street as a Leader to be Proud of. She is 
Executive Sponsor of RBC’s PRIDE Canada Employee 
Resource Group.   

Cathy Preston, Vice President, Life and 
Health, RBC Insurance, was nominated for 
the Most Influential Women in Insurance 
in the Journal de L’Assurance and featured 
as one of 60 women making a difference 
in the industry.

Wanda Brackins, Head of Global Diversity, 
Wealth Management was named 
Outstanding Corporate Leader of the Year 
by the U.S. National Gay and Lesbian 
Chamber of Commerce in their Financial 
Services Diversity Leadership Awards.

Shauneen Bruder, (left )
Executive Vice President, 
Head of Operations, and 
Linda Mantia, (right)
Executive Vice President, 
Cards & Payment Solutions, 

were honored with the Women’s Executive Network 
Canada’s Most Powerful Women: Top 100 Awards for 
their exemplary leadership. 

Janice Fukakusa, Chief Administrative 
Officer and CFO, was named one of the 
25 Most Powerful Women in Banking 
by American Banker Magazine in 
September, the second time she was 
honoured.  A feature article focused on 

Janice’s advocacy for sponsoring and advancing women 
and visible minorities. 

Kim Mason, Regional President for 
Atlantic Canada, was named one of 
the Top 25 Women of Influence™ by 
Canada’s Women of Influence Inc., one 
of five women recognized for exceptional 
achievement in the business category. 

She was also recognized as a Top 50 Atlantic CEO and 
with the Progress Women of Excellence Award.
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RBC continues to champion women
Our goals are to attract and retain talented women, develop and advance women in leadership roles, provide 
financial services to meet the needs of women and back community initiatives that support women. Here are 
some RBC women who have been recognized for their leadership and commitment to diversity activities. 

Recognizing women leaders
AA

JENNIFER TORY
RBC Regional President, Greater Toronto Region, Recipient of the 
2011 Catalyst  Canada Honour for Championing Women in Business.

AMÖI: What is your specific role at RBC?
Jennifer Tory: I lead a team of 4,000 personal and com-
mercial bankers who serve close to two million clients.  
With RBC’s support, I am able to promote the advance-
ment of women and visible minorities - at the leadership 
table, and out in the community where we partner, serve 
and volunteer.   

AMÖI: Why is the advancement of women into leader-
ship roles important to you? How has RBC’s commit-
ment to the advancement of women impacted your 
own career?
Jennifer Tory:  As our population becomes increasingly 
diverse we need to have increasingly diverse leadership 
– and not just diversity of gender – in order to be able to 
read and respond to the market.   Diversity is a business 
advantage as much as a business imperative.   I’m proud 
of RBC’s commitment to the advancement of women - 
it’s made it much easier to follow my natural instincts;  
instincts that tell me it’s important to set goals around 
the representation of certain groups in our workforce 
and set in place a deliberate plan to ensure diversity at 
senior leadership levels.  I believe it’s our responsibility 
as women to mentor the next generation -to give them 
the opportunity to learn from other women, and to net-
work with other high potential women.

AMÖI: What has been your biggest barrier towards suc-
ceeding in this male dominated profession?
Jennifer Tory:  I don’t think I would identify a specific 
barrier; it’s mostly been a matter of time and timing.  

In 1978, the year I began my career at RBC, I was sur-
rounded by many women colleagues, but most manag-
ers and executives, were men.  Today, we take pride in 
the renewed face of our bank that better reflects the face 
of our communities, including the fact that women com-
prise almost one-third of RBC senior management in 
North America and 51% of managers are women.

AMÖI: What drives you, motivates you to succeed at 
such a strong level?
Jennifer Tory:  I learned that the desire to achieve, 
and the belief that you can, serves you well in life.   My 
father often told me that I could be anything I want-
ed to be.  I think his encouragement infused me with 
enthusiasm and the confidence that I could reach my 
goals.  As I progressed in my career, I willingly spent 
time coaching and developing others. I found it to be 
one of the most enjoyable and rewarding aspects of my 
30-plus-year career.

AMÖI: What advice would you give young women start-
ing out in their careers?
Jennifer Tory: As Sheryl Sandberg, Facebook’s COO,  
suggests in her new book, I would recommend that they 
“lean in” to their careers, search out opportunities and 
mentors – people who can be honest with them and 
set an example for them, who can identify where they 
need to improve, and help them to get there.  A mentor 
doesn’t have to be a mirror of you.  You can often learn 
more from a mentor who doesn’t come from the same 
background, or share the same ideas as you do. 

THE POWER OF INNOVATION 
AND ACTIVE SPONSORSHIP 

IN ADVANCING WOMEN AND  
DIVERSE GROUPS.“

” 
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Breaking new ground - Kathleen Taylor is first woman Chair  
On January 1, 2014, Kathleen Taylor, former CEO of Four Seasons Hotels and Resorts, became 
RBC’s Chair, the first woman to lead the board of a major Canadian bank. The news was covered 
in various media, including an August 30, 2013 Globe and Mail article: Kathleen Taylor Breaking 
New Ground for Women on Bay Street. “RBC was hailed on Friday for breaking down what had 
been one of the most intractable barriers on Bay Street,” the article stated, and also noted 
that Taylor would have the opportunity to demonstrate there is no limit to leadership roles for 
women. She has been on RBC’s board of directors for 13 years. 
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Leadership

Catalyst Connects inspires women
Professional women leaders, clients and community partners gathered to network and learn at the prestigious 
2013 Catalyst Connects in seven cities across North America. This interactive speaker series is sponsored by RBC 
in partnership with Catalyst, a leading non-profit organization that expands opportunities for women in business. 
More than 800 women participated in the Catalyst Connects series. The following inspiring role models shared 
personal experiences and offered professional advice.

New York	 Debbie Freer, U.S. Capital Markets, COO, CEO RBC CMC, LLC. 
	 Ann Marie Petach, Senior Managing Director, BlackRock Solutions
	 Susan Silbermann, President and General Manager, Vaccines, Pfizer Inc

Vancouver	 Jennifer McCarthy, RVP, Vancouver East Market, RBC 
	 Debbie Nagle, SVP & CHRO, BC Hydro
	 Martha Piper, Past President and Vice Chancellor of the University of 		
	 British Columbia and Corporate Director

Toronto	 Zabeen Hirji, Chief Human Resources Officer, RBC 
	 Kathleen Taylor, Chair of the Board, RBC and Former President and CEO, 	
	 Four Seasons Hotel and Resorts
	 Mary-Anne Vuicic, Executive Vice President, HR, Shoppers Drug Mart

Washington D.C.	 Kristen Kimmell, Chief of Staff, U.S. Wealth Management, RBC 
	 Jacqueline Berrien, Chair, U.S. Equal Employment Opportunity 		
	 Commission
	 Christine Hendrickson, Roth CFO and Vice President of Finance, Sodexo

Miami	 Mary Zimmer, Former Head of International Wealth Management, RBC 
	 Grethel Kunkel, President of Latin America Global at 
	 Stanley Black & Decker
	 Romaine Seguin, President, UPS Americas Region

Minneapolis	 Kristen Kimmell, Chief of Staff, U.S. Wealth Management, RBC 
	 Jacquie Berglund, Founder & CEO, Finnegan’s Inc.

Montreal	 Annie Laurin, Human Resources Business Partner, RBC	
	 Kim Thomassin, Managing Partner, Quebec Region, McCarthy Tetrault
	 Nathalie Bernier, Managing Partner, KPMG

Women enjoy networking at the Catalyst Connects events. 
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Leading the Way 
RBC Leaders are often asked to comment about our leading edge diversity and inclusion initiatives. 
Here are a few examples.

Tone at the top – promoting 
diversity and inclusion 
Demographics, globalization, the rapid development 
of our knowledge economy – these and other factors 
compel a company to embrace diversity if it plans 
to be successful, according to Gord Nixon, CEO in 
the Director Journal, a publication of the Institute of 
Corporate Directors.

In his article How RBC secures its future by embracing 
differences, he states “Our support for diversity is 
multi-faceted and is integrated into all aspects of RBC – 
from our global workforce and culture to our brand and 
business strategy.”  

“There is no finish line in building a 
diverse and inclusive organization. The 
needs, expectations and composition of 

society are constantly changing.” 

Gord Nixon, CEO

Zabeen Hirji 
recognized for 
spearheading 
diversity
Diversity Canada Magazine 
featured Chief Human Resources 
Officer Zabeen Hirji as one of 

2013’s Influential Women in Diversity and HR 
recognizing her as a driving force behind RBC’s diversity 
and inclusion efforts.

Diversity Canada commended her on work in advancing 
talent management and leadership practices, 
developing a presence in diverse markets, and 
exercising corporate leadership of successful strategies 
for women and visible minorities.

Career tips for 
Latin American  
MBA Alumni 
Network 
In September, senior 
executives in Toronto 
met with members of the 
Latin American MBA Alumni Network (LAMBA) to share 
career insights and advice.  Topics included interview 
tips, unwritten rules for career advancement, how to 
get noticed in the organization, professional organic 
growth, and a summary of the top skills that successful 
senior executives have in common.

Emiliano Mendez, RBC’s Manager of Strategy and 
Transformation, IT Global Consulting Services and 
LAMBA’s Vice President Sponsorships & Partnerships, 
introduced the panel which included Lucila Branco, 
Regional Vice President, International Private Banking, 
RBC Wealth Management; Caroline Cole, Chief Human 
Resources Officer of Canadian HR Solutions; and Scott 
Vance, Chief Operating Officer, Global Quality and Risk 
Manager, KPMG International.

Maurice Côté – 
Bringing passion to the 
workplace   
Fugues magazine applauded Maurice 
Côté, Vice President, Private Banking, 
Centre Montreal for his passion, 
commitment and contributions to 

LGBT work and support of the arts. Côté serves on 
the RBC PRIDE and RBC LGBT committees, sits on the 
board of directors with the Montreal Opera and Grand 
Ballet and has worked with the Farha Foundation and 
GREY Montreal.

A former dancer with Les Grands Ballets Canadiens 
de Montreal, Côté said “I am as passionate about my 
work today as I was before as a dancer!” 
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Talent and Workplace
Our strength comes from the combination of what we have in common like shared 
values and purpose and what makes each of us unique such as life experiences and 
perspectives. Inclusive work environments where employees develop unique abilities 
and achieve their full potential help ensure we have a strong and successful company. 
This year, RBC once again received recognition for our workplace initiatives.

RBC is one of the best...
Workplaces in Canada 

For the fifth year, RBC 
was named one of the 
Best Workplaces in 
Canada by the Great 

Place to Work® Institute Canada and The Globe 
and Mail. The competition is based in part on 
a survey completed by a random selection of 
employees For more information about the award, 
visit www.greatplacetowork.ca.

Employers for New Canadians
For the third consecutive year, 
RBC was recognized as one of 
the best places to work for new 
Canadians in The Best Employers 
for New Canadians competition 

held annually by Mediacorp Canada Inc. This 
national competition honours employers that offer 
innovative programs for transitioning to life in 
Canada. For more information visit www.eluta.ca

You have 15 minutes - Ask a senior leader for career tips 
A speed mentoring event held simultaneously in Toronto and New York through video conferencing gave 80 employees 
and senior leaders a chance to share their thoughts on mentorship and career development. 

Organized by the Office of the CAO & CFO Diversity Council,  the process was similar to 
speed dating where mentees spent fifteen minutes talking to each team member.

“The mentors I spoke with all spent time in different departments 
or companies, widening their base of knowledge and pushing 

themselves to move into new, unfamiliar roles. That’s something 
I’m going to consider for my own career.”

Sasha Ramjiawan, Head of Finance, Business Financial Services –  
Personal & Commercial Banking.

Places to work for LGBT inclusiveness 
and equality
In the U.S., Wealth Management and Capital Markets were each 
recognized as one of the Best Places to Work for LGBT Equality. 
Each company received a perfect score of 100 percent on the 
2014 Corporate Equality Index (CEI), a benchmarking survey 
administered by the Human Rights Campaign Foundation. 

RBC maintains a workplace that embraces diversity and inclusion, 
provides benefits to employees’ opposite and same sex domestic 
partners, and introduced health care tax equalization benefits in 
the U.S. in 2013 and transgender benefits in 2012.

“In a relationship business, it is how we treat 
people that matters. This rating affirms that 
we are doing things right for our employees, 
our clients and for the communities in which 

they live and work.” 

John Taft, CEO, U.S. Wealth Management and executive sponsor of the Gay, 
Lesbian, Allied and Diverse Employees (GLADE) Employee Resource Group.
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International Women’s Day at RBC  
March 8, 2013

The momentum continues...

Women bring a unique and valuable perspective to our 
social fabric and tangible bottom line results to our 
business. RBC continues to support innovative ways to 
make a difference for women in the markets and in the 
communities where we live and work. 

Through IWD events and diversity initiatives, RBC 
provides mentorship support, guidance on career 
and professional development, and education on 
gender intelligence. 

Building on the momentum of last year’s events, IWD 
2013 saw the participation of thousands of employees 
and leaders, helping make IWD a household name 
at RBC. 

One significant development was a donation to 
Carleton University Centre for Research and Education 
on Women and Work (CREWW). The $1 million, 10 year 
commitment will help CREWW continue to conduct 
new research on women and work, facilitate a distance 
education program for women, and run a Women in 
Management speaker series. 

Celebrated every year on March 8th, the United Nations International 
Women’s Day (IWD) recognizes the achievements of women worldwide. 

RBC both celebrates and reaffirms our commitment to the advancement of 
women under the three pillars of the RBC Diversity Blueprint: Talent & Workplace; 

Marketplace; and Community.  This focus allows us to amplify the impact of our internal 
and external women’s initiatives, empower and inspire women locally and globally, and engage 
employees at all levels on gender diversity. 
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® / ™ Trademark(s) of Royal Bank of Canada. VPS82518

Simply having diversity is interesting.
Doing something with it is powerful.™ 

We embrace the power of a diverse workforce and provide an inclusive and 
collaborative workplace – one that unleashes the talents of all its employees.  
We believe diversity creates better value, delivers superior client experiences 
and develops innovative solutions for the markets and communities we serve.

We believe in empowering women to achieve their full potential.  
A special thank you to the women of RBC®. Your success is our success.

Women of RBC

Diversity for Growth and Innovation.

82518 Diversity-Internat-Women Day-ad-E.indd   1 3/7/13   3:11 PM

Women leaders at RBC.
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Appendix: 
Business Highlights 

• �A new RBC initiative, Women’s 
Hour, encouraged employees 
to participate in a local activity 
or event to recognize the 
achievements of women on 
March 8.

• �Another first was the IWD Breakfast and 
Networking Event in Toronto, featuring 
Zabeen Hirji, Chief Human Resources Officer, 
interviewing 
Gord Nixon, CEO, 
on leadership 
and career 
development. 
Alex Johnston, 
Executive Director Catalyst Canada, shared 
perspectives on the gender gap.

• �Gord Nixon wrote a guest blog March 8th on MARC (Men 
Advocating Real Change), a Catalyst online community 
committed to achieving equality in the workplace.

• �Career snapshots of women leaders from across RBC’s 
businesses and regions were featured online, serving as 
inspirational role models for many.

• �More than 30 IWD lively roundtable discussions, hosted by 
the Diversity Leadership 
Council members and 
leaders globally, attracted 
more than 500 women. 
The groups recognized 
contributions and shared 
career tips and insights.

• �A web-based Diversity Moment on gender intelligence was 
released to increase knowledge of gender work styles and 
strengths and ways to leverage these in team settings.

• �The 2013 call for nominations for the RBC Canadian Women 
Entrepreneur Awards was announced. This annual event 
honours the success of women entrepreneurs across the 
country. More information on these awards appears on page 20.

International Women’s Day Highlights

11 

• NEW: RBC designated 1:00 to 2:00 p.m. local time on March 8 as Women’s Hour, asking employees to 
participate in an activity or event to celebrate and recognize the achievements of women. Examples 
include: 

Appendix: 
Women’s Hour 

Talent and W
orkplace

9 

Appendix: Leadership Commitment 
IWD Roundtables: Key Themes and Outcomes 

Building on the 
success of 2012, 

over 30 IWD 
roundtables were 

hosted for over 
500 women by RBC 
DLC members and 
leaders globally. 

7 

Appendix: Leadership Commitment, Learning & Networking 
RBC Hosts First IWD Breakfast Event 

Businesses across the globe 
celebrated IWD in their 

own unique way, inviting 
employees, clients, students 
and community partners to 

an assortment of events and 
learning experiences.
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Appendix: 
Business Highlights 

Video clips of the 
IWD interview are 
available as a tool to 
facilitate discussion 
on mentoring, 
sponsorship, career 
advancement and 
work/life integration. 

94%
of employees 

are proud to be 
part of RBC.

1,700+ 
employees 

participated in 
Diversity Dialogues
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Employee Resource Groups
RBC employees drive diversity and inclusion deeper into the organization by 
coordinating and participating in Employee Resource Groups (ERGs). These 
grassroots organizations help members develop personally and professionally, 
provide peer support through coaching, mentoring and networking, share inter-
ests and best practices, and raise awareness.
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Women

9,500+
employees are 

members. 

WoW - Women of Wealth make 
a difference
The Women of Wealth (WoW) Global Network is an 
umbrella group for current Women’s Councils and 
Advisory Boards which connects women and leverages 
events and initiatives like the following:

Sharing Stories Worth Telling

The Women’s Advisory Board was established in 
Canada to create an effective link between women 
in Wealth Management and senior management. 
In October, the board hosted the annual Women of 
Wealth Conference welcoming 170 participants from 
across Canada to Toronto. In keeping with the theme 
Stories Worth Telling, key leaders shared experiences 
with participants.

Supporting women’s success  

The Women’s Association of Financial Advisors (WAFA) 
in the U.S. works with senior management to support 
RBC women’s growth strategy and the retention of 
women financial advisors and branch directors. As 
part of the group’s Best Year Ever campaign, women 
top performers were celebrated at the WAFA national 
conference in Minneapolis. WAFA also supported 
San Diego Women’s Week featuring keynote speaker 
Dr. Deepak Chopra.

WAFA member Liz Barker, Financial 
Advisor, Wealth Management and 
Elizabeth Gilbert, author of the 
book Eat, Pray and Love, confer 
at the Women’s Resource Centre 
conference sponsored by WAFA and 
the Conshohocken, Pennsylvania 
branch.

Women in Technology & 
Operations (WITO) 
Women in Technology & Operations (WITO), a new 
ERG in 2013, is focused on creating a workplace and 
culture that enables all women employees within 
T&O to achieve personal and professional fulfillment. 
A key objective is to develop and advance women 
into leadership positions to better represent diverse 
communities and provide role models. 

“WITO, the platform in which we enable 
women in T&O to reach their full potential 
now has greater exposure and breadth.”

Jennifer Stott, VP, Investor & Treasury Services IT,  
WITO Co-Chair
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all three RBC businesses in London: Capital Markets, Wealth Management and 
Investor & Treasury Services. 

(ADD IN ONE PHOTO) 

As a woman in a traditionally male-dominated environment, and as one of only a 
handful of openly gay people in the world of sport, Clare has battled with 
stereotypes and overcome prejudices to achieve a stunningly successful career. 
Her witty, heartfelt and emotional speech drove home two key points of diversity: 
have confidence in your potential; and judge colleagues by their performance, 
not by their gender, sexual orientation, physical ability, religion or background. 

 

 

 
In the U.S. RWomen with more than 200 members celebrated their second 
anniversary and Women’s History Month by hosting Irene Dorner, President and 
CEO, HSBC USA, who gave an inspiring speech Taking Charge and Navigating 
Successfully.  Throughout the year, the group partners with St. Joseph’s girl’s 
high school to provide role models, career insights and support for the students.  

CUTLINE: RWomen marks their second anniversary with a speech from HSBC 
USA President and CEO Irene Dorner. 

 
Since its inception in 2008 in Canada, MOSAIC’s mission has been to help foster 
an inclusive culture by enabling the success of visible minorities and newcomers 
to Canada. MOSAIC is a great way to feel connected as it supports networking, 
coaching and relationship building initiatives, offering a forum for intercultural 
dialogue and discovery.  
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RWomen – Active around the world
Capital Markets’ RWomen network continued to build 
momentum last year, extending their global reach to 
foster the development and career aspirations of women, 
and to provide important networking opportunities. This 
employee-led forum is growing and garnering a lot of 
enthusiasm since its inception in 2011.

RWomen Canada hosted a number of networking 
and career development events in 2013. The 500-
plus member group continues to facilitate a strong 
connection with Women in Capital Markets (WCM)  
focusing on supporting women at all levels within RBC.  

RWomen in Sydney Australia made their second year as 
a chapter count. In November,  more than 30 employees 
from Capital Markets and Investor & Treasury Services 
refurbished a hostel for A Woman’s Place, a charity 
providing crisis accommodation for women in need. 
An employee donation was  matched by RBC to fund 
the event. 

Since RWomen UK was established in 2013, it has 
championed and organised events including talks with 
women in leadership roles, sessions on pensions and 
personal tax and nutrition as well as regular networking 
events. Membership has grown to 169 members.

Talent and W
orkplace

Members of RWomen Sydney Australia pitch in to 
brighten a hostel for A Woman’s Place charity.

RWomen marks their second anniversary with a speech 
from HSBC USA President and CEO Irene Dorner.

The group worked with Globe and i-CARE ERGs to 
organize an informative evening featuring Clare Balding 
– a popular TV presenter and co-host of the BBC’s 
broadcasting of the London 2012 Olympics. This was 
the first event ever held for all three RBC businesses 
in London: Capital Markets, Wealth Management and 
Investor & Treasury Services.

A woman in a traditionally male-dominated environment, 
and as one of only a handful of openly gay people in the 
world of sport, Clare has battled with stereotypes and 
overcome prejudices to achieve a successful career. 

In the U.S., RWomen with more than 200 members, 
celebrated their second anniversary and Women’s 
History Month by hosting Irene Dorner, President and 
CEO, HSBC USA, who gave an inspiring speech Taking 
Charge and Navigating Successfully.  Throughout the 
year, the group partners with St. Joseph’s girl’s high 
school to provide role models, career insights and 
support for the students. 
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Minorities
MOSAIC’s mission is to help foster 
an inclusive culture by enabling the 
success of visible minorities and 
newcomers to Canada. MOSAIC is 
a great way to feel connected as it 

supports networking, coaching and relationship building 
initiatives, offering a forum for intercultural dialogue and 
discovery. 

MOSAIC hosted more 
than 20 events last year, 
frequently partnering 
with local community 
organizations. For example, 
in January RBC employees 

participated in an educational session on cross-cultural 
communication held in collaboration with the Toronto Region 
Immigrant Employment Council (TRIEC).  

In the U.S., the Multicultural Employee Alliance (MEA) 
groups in Capital Markets and Wealth Management promote 
an environment that recognizes multicultural interests, 
embraces inclusion and supports relationships with 
diverse communities.

Capital Markets 
MEA hosted events 
including an insightful 
presentation by Solomon 
(Sol) Trujillo, a global 
telecommunications 

media and cable industry executive. He spoke about the 
Hispanic community’s influence on U.S. business, political, 
and society issues and why businesses should be targeting 
this growing population.   

To commemorate Black History Month, Capital Markets 
MEA hosted a Paths to Success Panel on career advice with 
closing remarks by Roger Blissett, MEA Executive Sponsor 
and Managing Director, U.S. Strategy.  

Wealth Management MEA also hosted events throughout the 
year as they continue to strengthen partnerships with Black 
and Hispanic community and business organizations.

For the fifth year, 
Minneapolis employees 
celebrated Asian-Pacific 
American Heritage 
Month and Cinco De 
Mayo on May 9th with 
authentic Asian and 
Mexican cuisine and 
entertainment.  

Employees 
with 
disabilities
The mission of the REACH 

ERG is to drive engagement and performance 
through awareness, education, coaching 
and accommodation and to eliminate the 
stereotypes and stigmas associated with people 
with disabilities. 
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Several hundred employees participated in a day of 
learning and sharing of experiences at the Disability 
Learning Expo held in Meadowvale, Ontario in 
partnership with REACH.  Employees listened to 
insightful and inspiring stories and visited booths 
featuring enhanced technologies that accommodate 
people with disabilities in the workplace.  

“Its a great honour to be part of an 
organization that does so much for its 
staff, especially to those having visible 

or invisible disabilities and making 
sure that they are treated with the same 
respect and dignity as everyone else.” 

Kooshal Nundlool, Customer Service Representative

Break barriers, open doors 

RBC acknowledged the UN International Day 
of Persons with Disabilities on December 3rd. 
National Co-chairs Richard Aubrey, Manager, RBC 
IT Accessibility, Enterprise Architecture Office, and 
Geoff Woodworth, Manager, Financial Planning, 
Centre & South Western Nova Scotia, spoke about 
how RBC is raising awareness of disability-related 
issues and promoting accessibility across the 
organization. 

7
RBC Internal – Not for further distribution

OverviewCelebrating Employee, Client and Community
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Aboriginal employees

Talent and W
orkplace

RBC’s first Employee Resource 
Group (ERG), the Royal Eagles, 
started more than 20 years 
ago. Comprised of Aboriginal 

and non-Aboriginal employees, this group works to 
create awareness and support for the Aboriginal culture 
through recruitment, retention and promotion of RBC 
as an employer of choice with positive role models for 
Aboriginal peoples.

This year, the Royal Eagles continued to participate 
in the Dawn Adams Gift Box Program providing 
personalized gifts to more than 3,300 children in 14 
First Nations communities as well as expanded the 
highly successful Royal Eagles Backpack Program 
across Canada. 

On June 21st, employees recognized National Aboriginal 
Day with many events such as traditional teachings, 
drumming, local artists showcasing their art work, 

and charity barbeques. As part of the 
celebration, Aboriginal employees were 
profiled online. 

“National Aboriginal Day is 
a day to celebrate Aboriginal 
values and beliefs. It is a 
chance to be proud and 
share culture and educate 
others as to who we are. We 
need people to know that 
RBC embraces Aboriginal people in our 
corporate culture.” 

Michael Stushnoff, Branch Manager in Outlook, Saskatchewan, 
and co-chair of the Saskatchewan Royal Eagles.

Caregivers
i-CARE is an employee-led support 
and information network that 
supports working parents and 
caregivers in the U.K., providing 
the ‘human touch’ through forums 
and events. The group helps 

people balance busy working lives with responsibilities 
as a parent or caregiver. 

In 2013, i-CARE hosted networking coffee mornings, 
learning sessions on first aid for caregivers and 
toddlers, dealing with student stress, mental health, 
eldercare, and free webinars on a host of helpful topics.

Building 
connections 
for career and 
community

RBC’s newest ERG, NextGen, launched in November 
2013, has more than 1,400 members in seven chapters 
across Canada. The group enables RBC employees in 
their 20s and 30s to build connections with peers and 
leaders while creating a positive impact on the people 
they work with and the businesses and communities 
they work in. 

RBC NextGen members share their excitement at the doorstep 
of the annual CN tower climb.
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The Globe Network, an LGBT support and networking 
group in the U.K. and Channel Islands, with colleagues 
from Capital Markets, 
Investor & Treasury 
Services, and Wealth 
Management joined the 
London Pride parade 
for the second year.  

RBC has several PRIDE Employee 
Resource Groups (ERGs) in Canada 
and internationally. PRIDE stands for 
Proud RBC Individuals for Diversity 
and Equality”. These groups help 

create a positive work environment, inclusive of  
lesbians, gays, bisexuals and transgendered (LGBT) 
and allied employees to drive engagement, retention, 
attraction and recruitment of talent.

Here are some of this year’s highlights:

Spearheaded by PRIDE Canada 
and the Global Diversity Group, 
RBC recognized Day of Pink on 
April 10th, an international day 
dedicated to standing up against 

bullying, discrimination and homophobia. More than 
16,000 employees showed their support by wearing 
pink and registering on a special website.

In the U.S., Capital 
Markets PRIDE ERG 
together with Wealth 
Management’s 
GLADE ERG hosted 
a conversation with 
John Taft, CEO of U.S. 
Wealth Management 
and Justin Nelson, Co-
Founder and President 
of the National Gay 
and Lesbian Chamber of Commerce (NGLCC) about the 
importance of straight allies.  

Allies can be some of 
the most effective and 
powerful voices behind 
the LGBT story as they 
not only help people 
in the coming-out process, but also 
help others understand the importance 
of equality, fairness, acceptance, and 
mutual respect.

To celebrate LGBT History Month and National Coming 
Out Day, GLADE invited high-profile speakers from 
government and business to share their personal 
stories and perspectives on LGBT history and issues.  
Amber Gianera, GLADE treasurer, commented, “It was 
an inspiring and thought-provoking session with these 
champions for equality!” 
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October 11th is 
National Coming 
Out Day – an 
internationally 
observed awareness 
day to celebrate 
individuals who 
publically identify 
as lesbian, gay, 

bisexual, and transgender (LGBT). This year, online 
interviews featured RBC employees who showed 
acceptance and support of loved ones when they 
came out.

Lesbian, Gay, Bisexual & Transgender 
(LGBT) employees
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Marketplace
The RBC marketplace is becoming more dynamic and diverse every day. We’re responding 
with customized and accessible products, services, and practices, and by engaging diverse 
partners and suppliers to help us grow new markets and more fully serve existing ones.

Giving back to move diversity forward
TRIEC and RBC support talent 
through annual Immigrant 
Success Awards  
To recognize employers for their leadership in 
recruiting and retaining skilled immigrants, the 
Toronto Region Immigrant Employment Council 
(TRIEC) presented and RBC sponsored the 
seventh Annual Immigrant Success (IS) Awards.

RBC and CAMSC launch diversity scholarship
RBC and the Canadian Aboriginal and Minority Supplier Council (CAMSC) 
launched an RBC Diversity Scholarship Program, designed to recognize 
the children of CAMSC Certified Supplier members and CAMSC partners 
who have high academic achievement and community involvement. 

Two awards of $1000 each will support students enrolled in a full time 
study at a Canadian college, university or community college/trade school, 

and are renewable in the second year for successful students. This program is part of RBC’s commitment to making a 
positive difference in the diversity community.

130  
RBC mentors   

were matched with skilled 
immigrants via the TRIEC 
Mentoring Partnership 

Program.

“With our rich diversity, Toronto area businesses and organizations 
have a wonderful opportunity to become even more innovative. 

Our annual Immigrant Success Awards prove that great things can 
happen when immigrants and businesses come together.” 

Margaret Eaton, Executive Director of the Toronto Region Immigrant Employment Council (TRIEC).

The 2013 winners demonstrated how skilled 
immigrants have a direct impact on innovation 
and success within organizations. Engineering 
consulting firm Trinity Tech Inc. received the 
RBC Immigrant Advantage Award for Small 
and Medium-sized Enterprises (SMEs). The 
firm attributes 40 per cent of its innovation to 
its immigrant workforce.

Capital Markets 
panel shares 
inside track on 
career strategies
U.S. Capital Markets hosted 
Maintaining Your Edge: 
Advice for Today’s Career 
Market from Managers 
and HR with the Financial 
Women’s Association 
(FWA). The workshop 
featured managers and HR 
professionals who offered 
their inside perspective on 
the decisions behind hiring 
and career advancement. 

The RBC panel showcased 
the banking industry, sharing 
views on getting through the 
first interview process and 
follow-up, and highlighted 
strategies relevant for 
today’s economy. 
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Estate planning for  
21st century families
Julian Washington, 
Private Client 
Director, RBC, 
London, shared 
some of the estate 
and succession 
planning 
challenges and 
opportunities 
faced by non-
traditional families 
in an RBC Wealth 
Management article How Do I Love 
Thee? Let Me Count the Ways.

Washington said while patterns of 
family life continue to evolve, legal 
and tax systems struggle to keep 
up with the pace of social change. 
He added that good estate planning  
is particularly important for 21st 
families who don’t fit the traditional 
model on which the legal system 
was built. 
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In the News: Spotlight on diversity
NationTalk interviews  
Chinyere Eni 
NationTalk, Canada’s Premier Aboriginal newswire, 
employment, event and tender service, interviewed 
Chinyere Eni, RBC’s National Director, Aboriginal 
& Public Sector Markets. She discussed the 
historical relationship between RBC and Aboriginal 
communities, which has been in place for over a 
hundred years, as well as her current role. 

“Part of my work is recognizing 
that Aboriginal communities and 
individuals have unique needs and 
that in many instances they require 
tailor-made financial products and 
services. RBC’s four key areas of focus 
are access to banking and capital, 

community and social development, employment, 
education and procurement and full engagement across 
every community.”

Chinyere Eni, RBC’s National Director, Aboriginal & Public Sector Markets

How do I love thee? - 
Let me count the ways1 -
Estate Planning for  
21st Century Families

Trust and fiduciary services

Not long after qualifying as a solicitor in London 
in the 1990s, I remember the first time I had 
to consider the legal position of a gay couple 
who needed estate planning advice.  It was 
quite a depressing exercise.  Quickly it became 
clear that the relationship of this couple, who 
had lived together for many years, was not 
recognized for any significant legal purpose.  
There were some things they could do about 
this: they could make wills in each other’s 
favour to govern the disposal of their estates 
when they died and they could make enduring 
powers of attorney2 to give control over their 
assets if they became incapacitated.  They could 
also buy and hold properties as co-owners and 
they could even consider signing one of the 
early “Living Wills” (of frankly doubtful validity) 
which purported to require doctors to treat the 
partners as next-of-kin for medical purposes.  
However, there were also many things that they 
could not control.  The lack of legal recognition 
of same-sex relationships meant that for all 
tax purposes the couple were treated as two 
single people.  No Capital Gains Tax relief was 
available on life-time gifts between the partners 
and, crucially, no spouse exemption from 
Inheritance Tax would be available on the first 
death.  

It was interesting back then to compare the 
position of those gay clients with other couples 
who weren’t married.  The great problem in the 
case of heterosexual unmarried cohabitants was 
not that they didn’t have the option of marrying 
(they did) but that increasing numbers of 
them chose to live together and start families 
without ever formalizing their relationship.  
Those opposite-sex couples laboured under the 
dangerous misapprehension that they would 
be treated as “common law” spouses such that, 
ultimately, the law would protect them if they 
separated or were bereaved.  At least the gay 
and lesbian couples didn’t fall into the trap of 
assuming that the law would look after them; 
they usually realized that they needed to plan 
and take advice.

These examples – same-sex couples and 
unmarried heterosexual couples – are, I think, 
the two classic types of what I came to refer to as 
“non-traditional families”.  They are not the only 
examples3 but they are probably the two most 
interesting examples for those of us concerned 
with estate and succession planning.

1 Elizabeth Barrett Browning (1806-1861)
2 Superseded by lasting powers of attorney following 

the Mental Capacity Act 2005
3 Second marriages and step children; surrogacy; 

gender reassignment: these are all interesting 
alternative takes on modern family life

Julian Washington
Private Client Director

Royal Bank of Canada
Riverbank House, 2 Swan Lane,  
London, EC4R 3BF
Phone: +44 (0) 20 7029 7580
Email: julian.washington@rbc.com

www.rbcwealthmanagement.com
www.rbcwmfiduciarynews.com

Celebrating women entrepreneurs in Canada 
In November, women from across the country who share a strong 
entrepreneurial vision and a relentless passion for following their 
dreams were celebrated at the 2013 RBC Canadian Women Entrepreneur 
Awards Gala in Toronto. More than 3,000 nominations were cast this 
year. Canadian Banking has partnered with Women of Influence since 
2006 on the annual RBC Canadian Women Entrepreneur Awards (CWEA) 
to provide support and recognition to women entrepreneurs.

Being recognized by the LGBT community 
RBC workplace most improved in UK 
Since joining the UK Diversity Champions Program in May 2011, RBC has become one of the most 
improved workplaces according to the annual Stonewall Workplace quality index. RBC was asked to 
present at the annual Stonewall Workplace Conference, the UK’s leading discussion on equality and 

diversity. Rhonda Gallagher, HR Initiatives Manager, led a workshop on How to create an inclusive workplace and 
there was great interest in RBC’s story, in particular guidance on how the Workplace Equality Index works.  
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WEConnect names 
RBC 2013 
Corporation of 
the Year  
RBC has been honored by 
WEConnect Canada for our commitment 
to developing supplier diversity and 
encouraging the equality of business opportunity. This 
inaugural award is presented to WEConnect Canada’s 
corporate members that have diverse supplier initiatives 
in place directed to women-owned and led businesses 
that have made an impact on these businesses.

“By including diverse suppliers in sourcing processes, 
RBC gains access to competitive offerings, greater 
innovation and culturally diverse business interactions. 
This, in turn, positions RBC well to meet the requirements 
of our diverse customer base,” said Charles Varvarikos, 
Head Facilities Sourcing at RBC.

M
arketplace

RBC practices responsible 
procurement 
RBC formalized its approach to procurement by 
launching a Supplier Code of Conduct – a principles-
based Code that sets out RBC’s expectations of 
suppliers to ensure their behavior aligns with 
RBC standards.

As part of the Code, suppliers must adhere to 
human rights, labor and employment standards 
legislation; treat their employees fairly and with 
respect, including respect for diversity.

 3 

MARKETPLACE 

Providing newcomers with business experience  

Canadian Banking clients in the Toronto area are being invited to participate in an innovative 
employment program designed to provide them with the skills and talents of internationally trained 
professionals. 

Through the RBC Career Bridge Associate Host Program, participants host a newcomer for a six-month 
employment internship while RBC Royal Bank pays for the first four months of the intern’s salary. The 
goal is to help newcomers gain important business and career experience in Canada while providing 
clients with valuable employee resources.  

 

 

Members of the Procurement team accept an award from 
WEConnect Canada for their leadership in promoting 
supplier diversity.

RBC Career Bridge 
Associate Host 
Program – A win-
win-win solution 

Imagine being able to hire great 
internationally-trained professionals and 

receive financial help with the payroll? It sounds 
too good to be true but a number of small and medium 
sized commercial clients in the Greater Toronto Area are 
doing just that through the innovative RBC Career Bridge 
Associate Host Program.

“When newcomers come to Canada, it is incredibly 
difficult for them to continue their career in their field 
without Canadian experience. We are thrilled to be 
helping our commercial clients and, at the same time, 
helping new Canadians. We are arranging the crucial 
first and relevant Canadian employment experience ... an 
opportunity that may not otherwise happen for many new 
Canadians,” says Mark Appleton, Director, Credit Policy 
& Process, Business Financing Products.

This win-win-win solution for clients, newcomers, and 
RBC is now in its third year. Commercial clients are 
accessing the skills they need to grow their businesses 
in a condensed time-frame with the added benefit of 
RBC covering the cost of the intern’s salary for the first 
four months.  

Bangladeshi-born Farhana Naznin interned at FONTUR 
International Inc., a Toronto-based wireless network 
development company. 

“When you come 
to a new country 
and a new culture, 
everything seems like 
a challenge and it can 
get overwhelming 
at times. But, by the 
end of the program, 
I felt like I was well 
equipped to be part 
of the Canadian 
workforce.”

Farhana Naznin, intern  at 
FONTUR International Inc.

$6.7 million
 in donations to diversity initiatives 
 We support diverse communities and diversity 

programs and initiatives, reinforcing our belief that 
embracing our differences strengthens our 

communities and contributes  
to prosperity.
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Women and work 

Community
RBC is engaged on diversity and inclusiveness issues in the many communities where we live 
and work. Our wide range of initiatives includes leading-edge research, strategic partnerships 
with other organizations and individuals, and community-based donations and sponsorships.

Helping girls build 
resiliency
RBC is a founding donor of the Girls’ Fund, 
established by the Canadian Women’s 
Foundation (CWF). The fund supports 
programs that help girls aged nine to 
thirteen become strong and resilient and 
includes  grants focused on Aboriginal 
girls and an innovative National Skills 
Institute focusing on girls’ programs.

Since 1993, RBC has donated more than $1.5 million 
to the Canadian Women’s Foundation whose funding 
strategy gives priority to women and girls facing multiple 
barriers including visible minorities, new immigrants, 
women with disabilities, Aboriginal women and those 
living in rural or northern communities. RBC’s donations 
also support work to prevent violence against women 
and the development of the Women’s Leadership 
Development Institute.

Insights on women in 
information technology
According to the National Center for Women & 
Information Technology (NCWIT), 56 per cent of women 
in the technology private sector will leave midway 
through their careers due to occupation dissatisfaction. 
Additionally, women only hold 25 per cent of technology 
and computing jobs although women fill more than half 
of all professional occupations in the U.S. The NCWIT is 
a non-profit community of more than 450 organizations 
working  to increase women’s participation in 
technology and computing.

Speaking at a Capital Markets’ IT Town Hall, NCWIT 
spokesperson Avis Yates Rivers discussed the pipeline, 
advancement and retention challenges regarding 
women in IT. A panel comprised of senior leaders 
covered career insights and the important role each of 
us can play in advancing diversity objectives.  

RBC sponsors research on diversity leadership 
While women have gained ground, accounting for 31.2 per cent of senior leadership roles in Montreal, visible minorities 
remain more markedly underrepresented in these ranks. In spite of accounting for 22.5 per cent of the population, only 
5.9 per cent of senior leaders were visible minorities according to a study led by researchers from McGill University’s 
Desautels Faculty of Management and Ryerson University’s Diversity Institute.

Women and Visible Minorities in Senior Leadership Positions: A Profile of Greater Montreal 
examined 3,025 senior leaders from the largest organizations in Greater Montreal located in 
areas of Greater Montreal with visible minority population exceeding 10 per cent. 

RBC Royal Bank hosted the event where research results were released.

“The importance of this research is underscored by RBC’s own 
studies, and how we address diversity affects our ability to attract 

talent and continue to grow.” 

Martin Thibodeau, Regional President, Quebec Headquarters, RBC
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Commitment to youth
Diversity, youth and education 

In October, RBC announced our RBC Believe 
in Kids Pledge, a five-year, $100 million 
commitment to help one million children and 
youth be happy and healthy in mind, body and 
spirit. It is the largest commitment of its kind 
in the history of corporate Canada and covers 
donations, community sponsorships, youth 

employment and other investments. At the kick-off, $7.4 million in 
grants was offered to 231 youth programs.  

Junior Achievement puts Diversity in Action 
What do you get when you cross RBC, Junior Achievement, and 
diversity? In Saskatoon, you get 25 committed colleagues and, 
in Regina, five inspired employees certified to deliver the RBC-
sponsored Diversity in Action program. This interactive program 
helps students in middle school learn the value of diversity and 
how it contributes to improving morale, creativity, teamwork 
and productivity.

“It’s great to work for two amazing organizations 
that understand children are our future.”

Jamie McLellan, Certified Diversity in Action trainer  
and Saskatoon Account Manager

Paid internships for college  
students of colour   
In 2011, U.S. Capital Markets began working with Sponsors for 
Educational Opportunity (SEO), an organization that provides college 
students of colour with paid summer internships in competitive 
industries across America. Through training, mentoring, networking 
and support, more than 75 per cent of eligible interns have received 
full-time job offers.

Andre Gutierrez, an SEO intern in Global Markets in 2012 remarked, 
“As the first SEO intern through the Global Markets Program, I was 
able to expose the SEO brand to the RBC community. Since coming 
on full time, the development of that relationship has continued to 
grow stronger.”

“We’re looking for ways to make 
our partnership with SEO richer 

and deeper.”

Roger Blissett, Managing Director,  
U.S. Strategy and 1982 SEO graduate

Helping New 
Canadians 

Donation opens doors to 
help new Canadians
This year, RBC donated $1.75-million to 
Ryerson University to support the RBC 
Immigrant, Diversity and Inclusion Project. 
The project focuses on both the economic 
and social issues facing immigrants and the 
creation o f student internships that target 
specific issues and population groups. 
Internship opportunities will be available 
on campus in partnership with not-for-profit 
or community partners including RBC.

This advanced action-oriented research 
objectives are to reduce immigrant 
underemployment, advance understanding 
of immigrant markets and community 
needs, and  harness the skills of immigrant 
entrepreneurs.

Top 25 Immigrant Award 
winners inspire
In June, NBA All-Star and philanthropist 
Steve Nash, dancer and choreographer 
Wen Wei Wang, physician and activist 
Izzeldin Abuelaish and other community 
leaders from across Canada won the 
fifth annual 2013 RBC Top 25 Canadian 
Immigrant Awards, presented by Canadian 
Immigrant Magazine. 

Award winners received a commemorative 
plaque and a $500 donation towards a 
registered Canadian charity of their choice 
and were featured on canadianimmigrant.
ca/rbctop25 and in the July print edition of 
Canadian Immigrant Magazine.
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Empowering people  
with disabilities

Raising funds for children 
with special needs
Employees in Manitoba, Saskatchewan 
and North-western Ontario walk for many 
good causes -- for MS and wellness, for The 
West Broadway Youth Outreach, and for the 
Children’s’ Rehabilitation Foundation among 
many others. This year, more than 140 RBC 
colleagues and hundreds of others helped 
raise a record breaking $170,000 in support of 
children in need in the Therapeutic Recreation 

and Wellness program at the Rehabilitation Centre. In addition to the 
walkers, 75 RBC volunteers set up tents, collected pledges, served food, and 
assisted wherever needed.  

Caribbean Leadership Academy: Developing 
leaders to advance disability movement
The Leadership Academy for Persons with Disabilities in Trinidad and Tobago 
(T&T) gives a voice to the members of this segment of our society.  Created by 
the Consortium of Disability Organisations (CODO), the Academy develops 
leaders who will advance the cause of the disability movement.

The first module of the leadership training which focused on the human 
rights of people with disabilities was facilitated by Allison de Franco, a 
U.S. disability-rights lawyer. “Everyone is different, whether that difference 
relates to colour, gender, ethnicity, size, shape or other characteristic. 
A disability is no different,” she said. 

Tara Tiah, Senior Manager, Business 
Service Centre, Caribbean Banking, 
RBC and co-chair of the bank’s in-
Market Diversity Council for T&T, 
spoke at the launch. “At the heart of 
our Diversity Works Here program 
is our Caribbean Banking Diversity 
Council, which is about empowering 
people and unlocking potential 
collectively and individually. We proudly 
embrace a new element of diversity and 
we are optimistic of what the future will 
bring for these leaders of tomorrow.”  

“Regardless of its 
characteristics, disability 
neither subtracts from nor 

adds to a person’s humanity, 
value or rights. It is simply a 

feature of a person.” 

Allison de Franco, 
U.S. disability-rights lawyer

“I encourage people to 
get involved with local 

diversity organizations. 
There is so much we can 
give them and there’s so 
much they can give us. 
It creates tremendous 
synergies – it’s just a 
matter of taking the 
time to make those 

connections.”  

Sue Danahy, Branch Manager,  
local diversity champion and member of 

HIO’s financial sector working group

Sharing workplace 
best practices for 
new immigrants   

Hire Immigrants Ottawa (HIO) 
featured RBC’s innovative 

workplace practices related to 
recruitment, integration and 

retention of new immigrants in 
a published case study. These 
practices include a voluntary 
diversity census of staff; an 

employee language-skill list; 
information to properly place new 
employees according to specific 
demographics of clients in the 
community; participation with 
LASI World Skills and Ottawa 
Job Match Network; creating 

branch champions; and manager 
participation in cross-cultural 

competency training.
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Partnering with Aboriginal communities 

RBC is working closely with Special 
Advisor, Phil Fontaine, former National 
Chief of the Assembly of First Nations 
(AFN), who supports RBC’s business 
development priorities, provides advice 
and counsel on business matters 
affecting Aboriginal Peoples and 
acts as a representative in support of 
sponsorships and donations.

“There are more major projects happening 
on Aboriginal land in the private sector and 

resource industry than ever before. With 
RBC’s support, Aboriginal communities 

can capitalize on these projects at the early 
stages of business development.”

Phil Fontaine, Special Advisor

$1.3 million 
to Aboriginal Students since 1992
 Through RBC’s Aboriginal Student Awards 

Program, ten students received scholarships 
in 2013.

RBC Aboriginal Partnership Report 

A  c h ose n  j o u r n e y

RBC Aboriginal Partnership Report  

June 2013

Building pathways 
to prosperity 

The RBC Aboriginal Partnership 
Report: A Chosen Journey 
documents how RBC helps build 
new relationships and pathways to 
prosperity for Canada’s Aboriginal 
peoples. It features information on access to banking 
services and credit; community and social development; 
employment; and training and education. (available at 
http://www.rbcroyalbank.com/commercial/aboriginal/)

“As the youngest and fastest growing 
segment of the Canadian population, 
Aboriginal communities are poised to 
participate in the significant economic 

opportunities that lie before them. Through 
strategic partnering and access to financial 
advice, tools and resources — together we 

can build vital, prosperous and healthy 
communities for today and into the future.”

Rob Johnston, Regional President, Manitoba,  
Saskatchewan and Northwest Ontario,  

and Executive Champion for Aboriginal Partnerships 

Inclusion Works 2013 – Attracting Aboriginal talent 
Inclusion Works, a national recruitment fair hosted by the Aboriginal Human 
Resources Council, brings together thought leaders, employers, and top Aboriginal 
graduates from across Canada. Since its inception in 2009, RBC has been heavily 
involved with this event with continued sponsorship and participation in 2013. Andrea Lindsay, RBC Recruitment 
Advisor, and Thomas Benjoe, RBC Commercial Account Manager, Aboriginal Markets, co-presented a well-attended 
workshop on networking. The annual event, held in Saskatoon in 2013, will take place in Vancouver in 2014.

“This is the perfect venue to attract top talent from Aboriginal communities.  
Our recruiters made seven permanent hires for Personal and Commercial Banking 

roles across the country.”

Blair Crichlow, Transition Management Advisor, RBC Recruitment 

http://www.rbcroyalbank.com/commercial/aboriginal/pdf/57482%20Aboriginal%20Report_E.pdf


26  | 2013 Diversity and Inclusion Report

Diversity 
Milestones

1970

RBC 
initiates 
internal 
task force 
on the 
status of 
women

1976/77 
� 
Appointment 
of first woman 
to Board of 
Directors; Equal 
Employment 
Opportunity 
Coordinator role 
established

1979  

First RBC 
woman 
executive 
appointed

1987/90 � �

First RBC 
Employment 
Equity survey 
conducted to 
assess our 
workforce 
representation; 
valuing and 
managing 
diversity; 
diverse market 
segmentation; 
work/life 
initiatives

1994/98 

Closing the 
Gender Gap 
Initiative; 
Diversity 
Business Council 
established; 
Employees with 
Disabilities 
Council 
established�
 

2001 
�
Evolution to 
RBC-wide 
strategy and 
goals; RBC 
Diversity 
Leadership 
Council 
established

>> >>>>> > 2006/08�

PRIDE, REACH 
and MOSAIC ERGs 
established; 
delivery of cross-
cultural training; 
introduction of 
Diversity Dialogues 
Reciprocal 
Mentoring Program; 
introduction 
of scholarship 
program for new 
Canadians

2004/05

Re-energized 
focus on 
women 
and visible 
minorities 
in senior 
management

Overcoming hidden biases  
helps diversity thrive
Savvy business leaders know that having diverse teams is a competitive 
advantage in today’s fast-evolving, increasingly global environment. 
But even leaders with the best intentions may be unconsciously stifling 
diversity in their organizations according to Outsmarting our brains: 
Overcoming hidden biases to harness diversity’s true potential, a report 
by RBC and EY. (available at http://www.rbc.com/diversity/docs/)

The report indicates that unconscious preferences are common and 
they can create barriers, limit creativity and diminish the quality of 
relationships. Those who can overcome involuntary biases tend to be 
more inclusive and better able to foster the high performing diverse 
teams that help organizations thrive. Leaders across RBC continue to be 
highly engaged in this work and are making personal breakthroughs in 
their own awareness. 

Identifying unintentional biases
• �Explore the Harvard Implicit Associations Test available at  https://

implicit.harvard.edu/implicit/research/ to find out your biases.
• �Be conscious of the words and physical reactions when interacting 

with others: consider whether these respect and accommodate 
different styles.

• �Be mindful, respectful, curious and supportive of 
colleagues’ differences.

• �Listen to all voices equally: speak out if you suspect a colleague’s 
contribution may be ignored or misappropriated unfairly. 

In May, nearly 300 corporate and community 
leaders joined RBC and EY at a special 
diversity forum on unconscious bias featuring 
Dr. Mahzarin Banaji, Harvard University 
professor of social ethics. 

“We’d like to believe we are open-minded, 
fair and without bias, but research shows 

otherwise. This is an important, even if 
uncomfortable, realization for most of us,” 

says Dr. Banaji.

“The tone from the top is tremendously powerful. 
When leaders confront their biases and speak publicly 
about their efforts to change, others follow their lead. 

It is a powerful demonstration of commitment that 
carries weight with the rest of the organization.”

Harry Samuel, CEO, RBC Capital Markets Europe, and Head,  
RBC Investor & Treasury Services

(Top Photo, Left to Right): Dave McKay, President 
RBC; Dr. Mahzarin Banaji, Professor, Harvard 
University; Zabeen Hirji, Chief Human Resources 
Officer; Gord Nixon, CEO, RBC.

(Bottom Photo): Panel discussion with RBC and 
EY leaders.

Thought Leadership

http://www.rbc.com/diversity/docs/Outsmarting_our_brains_Overcoming_hidden_biases.pdf
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As a diversity and inclusion practitioner, 
my role provides a unique vantage point 
to appreciate and applaud the incredible 
work our passionate and committed 
leaders and employees are doing around 

the globe, and the perspective to see how far RBC has 
come over the past decade.

It seems like only yesterday we were developing our 
2012-2015 Diversity Blueprint – a valuable framework 
that helps RBC collectively focus on what matters most. 
Now, three-quarters of the way through our Blueprint, I’m 
pleased to report we are tracking well on all our publicly 
declared commitments and on our overall objectives 

Whether it’s through innovative professional 
development programs for our talent and growing 
support for employees resources groups, the launch 
of new products, services and programs such as the 
Registered Disability Savings Plan or the RBC Career 
Bridge Associate Host Program for Internationally 
Educated Professionals in our marketplaces, or the 
numerous engagements in our communities via 
volunteering, partnerships, sponsorships and research, 
we are moving forward, engaging in public discussion 
and being recognized for our efforts across geographies 
and businesses. 

Now, more than ever, diversity and inclusion is an evident 
part of RBC’s DNA, integrated into our daily life and part 
of “how we do things here.” 

With diversity and inclusion, however, we never reach 
a point where we say “We’re done” because there are 
always new dimensions to explore. Recently, we’ve been 
focusing on unconscious bias, something that was barely 
on the radar screen three years ago. While not an easy 

topic to address, one of the most interesting things about 
this work is its universal appeal. It helps us as individuals 
identify and mitigate our unconscious attitudes and 
beliefs or what leading expert 
Dr. Mahzarin Banaji calls 
“mind bugs” or blindspots (see 
story on page 26) and helps 
us to “think differently”, “to 
innovate”  and have a more 
inclusive approach in every 
area of our lives. The impact is 
far-reaching as highlighted in 
Gord and Zabeen’s messages. 

So what’s ahead for us in our 
journey? We will continue to 
focus on Blueprint priorities, 
work towards better leveraging 
internal best practices, 
and realizing on the huge 
benefits of social media in 
uniting people around the 
world through powerful tools 
like RBC Connect.  And, we 
will accelerate our work on 
unconscious bias and enabling 
diversity of thought. In the 
words of the Greek philosopher 
Socrates who said “Let him that would move the world, 
first move himself”, we will continue to challenge 
ourselves to “Think differently; Learn differently; and 
Act differently”.

Norma Tombari
Director, Global Diversity, RBC

2009
  ��
Release of 
RBC 2009-
2011 Diversity 
Blueprint; UK 
Gender Insight 
Series delivered

2010
 � 
�RBC receives 
international 
Catalyst Award 
for Diversity; 
Rwomen ERG 
established

 

2011 �
 
�Recognized as one 
of the 10 Most 
Admired Corporate 
Cultures; expansion 
of ERGs; expansion 
of business-led 
diversity leadership 
councils; expansion 
of cultural dexterity 
awareness sessions 
and Diversity 
Dialogues Reciprocal 
Mentoring Program 
globally

2012 
� �
Release of RBC 2012-2015 
Diversity Blueprint; President 
& CEO Gord Nixon selected as 
Catalyst Canada Honouree; 
named Corporation of the Year 
by the Canadian Aboriginal 
and Minority Supplier 
Council; recognized with 
the Career Bridge Program 
Award (private sector) and the 
Ability Edge Program Award; 
expansion of ERGs, including 
RWomen UK and RWomen 
Australia

> > >>

New Dimensions to Explore

2013 
� �
Diversity Journal presents Gord Nixon with CEO 
Leadership in Action Award; Diversity Canada 
selects CHRO Zabeen Hirji as one of 2013’s 
Influential Women in Diversity and HR; AMÖI 
Magazine features RBC diversity leaders; RBC 
receives Innovations in Diversity Award from  
Profiles in Diversity Journal;  RBC recognized as 
one of the Best Workplaces in Canada, Best Place 
to Work for New Canadians, and for LGBT Equality 
by the Human Rights Campaign; releases white 
paper Outsmarting Our Brain on unconscious bias; 
adds two Employee Resource Groups - Women in 
Technology & Operations and NextGen.

>

Ways to overcome bias

•	 Think differently: Make a 
conscious effort to seek 
out people with different 
backgrounds, experiences 
and capabilities to 
collaborate on teams and 
projects

•	 Learn differently: Seek out 
opportunities to immerse 
yourself and team members 
in different environments 
outside you/or their comfort 
zone

•	Act differently: Take 
deliberate actions that 
disrupt your normal process 
and help prevent biases 
from shaping your decisions 
and behavior.

Source: RBC and EY white paper
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We believe diversity creates better 
value, delivers superior client 
experiences and develops innovative 
solutions for the markets and 
communities we serve. And we believe 
a diverse workforce in an inclusive and 
collaborative work environment brings 
out the full talents of all employees.

Simply having diversity 
is interesting.

Doing something  
with it is powerful.TM

To find out more about diversity at RBC, please 
visit us online at www.rbc.com/diversity.

For more information on RBC’s commitment to 
building inclusive communities, please visit us at: 
www.rbc.com/community-sustainability 

® Registered trademarks of Royal Bank of Canada.  TM Trademark of Royal Bank of Canada.

This advertisement is for informational purposes only. RBC Capital Markets is a registered trademark of Royal Bank of Canada. RBC Capital Markets is the global brand 

name for the capital markets business of Royal Bank of Canada and its affi liates, including RBC Capital Markets, LLC (member FINRA, NYSE, and SIPC), RBC Dominion 

Securities, Inc. (member IIROC and CIPF) and RBC Europe Limited (authorized and regulated by Financial Services Authority). ® Registered trademark of Royal Bank of 

Canada. Used under license. © Copyright 2013. All rights reserved.

rbccm.com

RBC Capital Markets is committed to supporting charitable organizations that improve 

the quality of life in the communities where we live and work.  We applaud the efforts 

of  Sponsors for Educational Opportunity to provide superior educational and career 

programs to young people from underserved communities.

Proud to Sponsor the 2013 SEO Annual Awards Dinner.

You are what makes our community an amazing place to live, work,  and play. 
RBC is proud to celebrate Saskatoon PRIDE.
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