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TIME TO “TURBO CHARGE” CANADA’S WORKFORCE TALENTS:
DIVERSITY DRIVES BOTTOM-LINE RESULTS

How should companies view the importance of diversity? As a social and a business imperative, says Zabeen Hirji, chief human resources officer at RBC.

“If you want to serve the market, you must hire the market,” said Hirji. “If diversity in the workforce mirrors the diversity of the population and international markets, organizations enjoy a strategic advantage.”

Diversity experts say that reaching out to immigrants and visible minorities will become increasingly vital to Canadian companies. For one, as businesses attempt to engage more diverse markets at home or abroad, having multicultural staff that can offer their insight can also be an enormous asset. In general, the workplace is enriched when it welcomes people from varied backgrounds. Also, how a consumer views a company can be influenced by how the company embraces diversity and other socially responsible practices.

Some barriers to achieving more inclusive goals — for the benefit of women in particular — were captured in Career Advancement in Corporate Canada: A Focus on Visible Minorities, released in October 2007. The study, by the Catalyst research group and the Diversity Institute at Toronto’s Ryerson University, had RBC as the lead sponsor.1

“Corporate Canada isn’t maximizing the potential ‘brain gain’ offered by skilled immigrants, most of whom are visible minorities,” said Catalyst’s Deborah Gillis, vice-president, Canada. “Unfortunately, visible minorities, especially women, feel excluded from the kind of relationships that help individuals — and ultimately the businesses they work for — succeed.”

The study, which surveyed over 17,000 managers, professionals and executives, noted that visible minorities comprise over 13 per cent of the Canadian labour force, but hold just 3 per cent of senior management positions.
Among the study’s conclusions: Women often feel left out from informal networking opportunities, lack female and/or visible minority mentors, and are less comfortable than men with the “self-promotion” that’s often necessary to get a champion on their side.

Discussing the Catalyst study, Gordon M. Nixon, president and CEO of RBC, said any organization can “turbo-charge the talents of their workforce, and help prove that they’re not just paying lip service to diversity” by tailoring Catalyst’s recommendations into action plans, such as:

	Assessing your environment. Gain a better understanding of the challenges and aspirations of visible minority employees, and re-visit your talent management practices.
	Integrating diversity as a strategic priority. Ensure that not only top management but senior executives and employees throughout the organization champion diversity initiatives.
	Implementing equitable and transparent talent management practices and career development approaches.
	Being accountable. Track and monitor recruitment, promotion, succession and turnover from a diversity perspective, and report on progress. What gets measured gets improved.
	Providing mechanisms to support your diversity efforts, from mentoring to training.


Such steps are even more crucial when you consider that by 2017, visible minorities are expected to represent 20 per cent of Canada’s workforce, and nearly 50 per cent in our major cities.

Recruiting and retaining diverse staff ultimately brings new ideas, experiences and energy, says RBC’s Hirji: “Cultures of inclusion will attract valuable new talent, fuel innovation and stimulate creativity — and they will also drive bottom-line results.”

1 For more on the Catalyst report:
www.catalystwomen.org/pressroom/press_vm_critical_relationships.shtml" www.catalystwomen.org/pressroom/press_vm_critical_relationships.shtml

