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ABOUT RYERSON UNIVERSITY’S DIVERSITY INSTITUTE

The Diversity Institute undertakes research on diversity in the workplace and develops applications to improve practices in 

organizations. Recognizing that diversity is a journey, the Diversity Institute works with organizations to develop customized 

strategies, programs, and resources to promote new, interdisciplinary knowledge and practice of diversity with respect to gender, 

ethnicity, sexual orientation, and ability. 

The Institute collaborates with industry, government, non-profit organizations, and academics to:

•	 Research existing practices and evaluate programs; 

•	 Explore barriers to full participation in the workplace; 

•	 Develop fact-based policies and programs to help organizations attract, motivate, and develop  
under-represented groups; and 

•	 Provide customized training to support the development of diversity strategies. 
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The Project
Beginning in 2009, DiverseCity Counts is a three-year project researched by Ryerson University’s Diversity Institute. This project is 

part of DiverseCity: The Greater Toronto Leadership Project, an initiative of Maytree and the Toronto City Summit Alliance.
 

The Greater Toronto Area (GTA) is one of the most diverse regions in the world. About 40% of its population is composed of 

visible minorities. Ensuring that the leadership of the region reflects the population’s diversity has important social and economic 

implications.

The Advantage of Diverse Leadership
Leaders, who have the power and influence to make decisions, affect the social health and prosperity of the region. Diversity in 

leadership:

•	 Supports improved financial and organizational performance;

•	 Provides stronger links to domestic and global markets; 

•	 Helps organizations attract and retain the best talent; 

•	 Supports creativity in decision making; and 

•	 Promotes social inclusion.

Leaders also play a symbolic role. We can already see the profound impact the election of the United States’ first African-

American President has had on the attitudes and aspirations of people around the world and their understanding of the  

potential power of diverse representation in leadership roles.

Lost Opportunity: The Under-representation of Visible Minorities in Leadership
This report summarizes our findings on the representation of visible minorities in senior leadership roles in six sectors in the 

Greater Toronto Area. While the GTA includes 25 municipalities, for the purposes of this study, we focused primarily on those with 

the highest percentage of visible minorities−Toronto, Brampton, Mississauga, Markham and Richmond Hill. Together, they account 

for just under 4 million people or 72.5% of the GTA’s population, 49.5% of which are visible minorities (Statistics Canada, 

2008b).

Specifically, for the five selected communities, we looked at a sample of elected officials (federal, provincial, municipal, and School 

Board Trustees), the public service (City of Toronto and Province of Ontario), the corporate sector (large companies by revenue 

located in the GTA), agencies, boards and commissions (municipal and provincial), the voluntary sector (large charities and 

foundations), and the education sector (schools, colleges and universities).

At one level, our findings are not surprising, in that visible minorities are under-represented in the senior-most leadership positions 

in the GTA. Just 13% of the 3257 leaders we studied are visible minorities. At the same time, some sectors have much higher 

levels of representation than others. 

As presented in the Summary Data (Table 1), among elected officials, visible minorities are best represented at the provincial level. 

Overall, 8 of 35 MPPs (23%) in the municipalities studied are visible minorities, compared to 21% of School Board Trustees, 14% 

of federal MPs, and 10% of Municipal Councillors. 

Among public servants in provincial ministries and municipal government departments, visible minorities represent only 4% of 

senior employees in regional and municipal governments, but 8% of police executives and 10% of provincial Deputy Ministers and 

Assistant Deputy Ministers. 

 

EXECUTIVE SUMMARY
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In the corporate sector companies we examined, visible minorities account for only 5% of senior executives and 3% of board 

members. 

Among the largest charitable organizations and foundations we examined, visible minorities represent 8% of executives and 14% 

of board members. 

There are currently no school boards with visible minority directors (although this will change in June 2009 as a result of a recent 

appointment), but 19% of principals and vice principals in the City of Toronto District School Board are visible minorities. Visible 

minorities make up 20% of college executives and 11% of university executives; they also represent 27% of college boards and 

24% of university boards in the GTA. 

In addition to these sectors, this report also examines the number of visible minorities sitting on City of Toronto and Province of 

Ontario agencies, boards, and commissions. Thirty-one percent of the City of Toronto’s municipal agency appointments are visible 

minorities, but visible minorities comprise only 11% of the appointments to the Ontario agencies we examined. 

It is also interesting to note that, in all sectors except the corporate sector, boards of directors are more diverse than senior 

executives. 

Action: Individuals, Organizations, and the Community
There is little doubt that significant progress has been made in recent years for visible minorities moving into  

leadership roles across the spectrum, and this report includes examples of well-qualified and successful leaders in the GTA. At 

the same time, it is clear that the representation of visible minorities in leadership roles is not proportionate to their general 

population in the GTA or even the organizations they lead. 

As one of the most richly diverse communities in the world, the GTA has enormous potential to leverage its diversity for success in 

the global economy. To ensure that the potential of the region can be fully maximized, individuals, governments, organizations and 

the community should:

•	 Count: What gets measured gets done;

•	 Lead: Make diversity a strategic priority;

•	 Develop the pipeline: Inspire children, workers, and future leaders to maximize their potential;

•	 Communicate: Mainstream diversity in all aspects of the organization’s activities; and

•	 Develop and sustain excellent human resources practices. 

2  DiverseCity Counts l A Snapshot of Diversity in the Greater Toronto Area  
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TABLE 1: SUMMARY DATA

Sector
Top Line Results

Number  
Analyzed

Visible Minority 
Leaders by  
Sub-sector

Visible Minority 
Sector Average

Elected Officials

16%
School Board Trustees** 67 21

Municipal Councillors 87 10%

Members of Provincial Parliament 35 23%

Members of Parliament 35 14%

Public Sector Executives

8%Municipal and Regional Executives** 28 4%

Police Chiefs and Deputy Chiefs** 12 8%

Assistant Deputy Ministers and Deputy Ministers 83 10%

Corporate Sector

4%Boards of Directors 472 3%

Senior Executives 521 5%

Voluntary Sector (Charities and Foundations)
13%Boards of Directors 285 14%

Senior Executives 59 8%

Education

20%

Schools

Schools District Directors** 11 0%

Toronto District School Board Principles and Vice-Principles 924 19%

Colleges

College Boards of Governors 62 27%

College Executives 25 20%

Universities

University Board of Governors 131 24%

University Executives 38 11%

Government Agencies
19%City of Toronto Agencies, Boards, and Commissions 147 31%

Province of Ontario Agencies, Boards, and Commissions 235 11%

Total Leaders Analyzed 3257* 13%

*  Represents 88% of the leaders in the targeted sectors and organizations. It is possible, however, that individuals for whom there 
    was no information publicly available are visible minorities. 
** We included regional data for Toronto, York and Peel. 
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The Project
Beginning in 2009, DiverseCity Counts is a three-year project 

researched by Ryerson University’s Diversity Institute. This 

project is part of DiverseCity: The Greater Toronto Leadership 
Project, an initiative of Maytree and the Toronto City Summit 

Alliance. DiverseCity Counts studies the representation of 

visible minorities in leadership positions in elected office, in 

the public service, in corporate sector companies, in agencies, 

boards, and commissions, in charities and foundations, in the 

voluntary sector, and in schools, colleges, and universities. 

Context
The Greater Toronto Area (GTA) is one of the most diverse 

regions in the world. Data from the 2006 Census show that 

while visible minorities account for 16% of the Canadian 

population overall (Statistics Canada, 2008a), 40% of the 

population of the GTA are visible minorities (Statistics Canada, 

2008b). The five most prominent visible minority groups in the 

GTA are South Asian (12.6%), Chinese (8.9%), Black (6.6%), 

Filipino (3.2%) and Latin American (1.8%) (Statistics Canada, 

2009). 

The GTA includes 25 municipalities in 5 regions that have 

dramatically different demographic compositions,  

infrastructures and priorities regarding diversity. They include: 

City of Toronto, Peel (Municipalities of Mississauga, Brampton, 

Caledon), York (Municipalities of Georgina, East Gwillimbury, 

Whitchurch-Stouffville, Markham, Richmond Hill, Vaughan, 

Aurora, King City, Newmarket), Durham (Municipalities of 

Pickering, Ajax, Whitby, Oshawa, Scugog, Brock, Uxbridge, 

Clarington), and Halton (Municipalities of Halton Hills, Milton, 

Oakville, Burlington) (See Appendix 1 & Figure 1).

As one of the most richly diverse communities in the world, the 

GTA has enormous potential to leverage its diversity for success 

in the global economy. 

Diversity in Leadership 
Leaders, who have the power and influence to make decisions, 

shape the social health and prosperity of the region. An 

inclusive society is one in which everyone has the opportunity 

to lead, as leaders symbolize who belongs and who does not. 

While individuals have multiple identities and it is important 

not to reduce individuals to a single demographic dimension, 

there is evidence that visible minority leaders tend to behave 

differently and are often perceived differently (Jedwab, 2001), 

even though visible minorities in leadership roles may not 

always be advocates for diversity (Carbado & Gulati, 2004).

There is also a growing body of research that highlights the 

benefits of diversity in general as well as the specific benefits 

of diversity in leadership. The benefits of diverse leadership 

include: improved financial and organizational performance; 

better connected domestic and global markets; recruitment 

from global and domestic labour pools; increased creativity and 

innovation; and enhanced social inclusion (Conference Board of 

Canada, 2008). A few of these benefits are described below. 

 
Diversity in leadership supports improved financial and 

organizational performance: Several studies have suggested 

a positive link between diverse leadership and organizational 

financial performance (Conference Board of Canada, 2008). In 

a study comparing American Management Association member 

company senior management teams with organizational 

performance (e.g. profits, sales, etc.), Greenberg et al. (1998) 

found that diversity was linked to improved corporate 

performance. Another study of 100 U.S. companies also found a 

positive association between diversity (ethnicity and gender) on 

boards of directors and improved organizational performance 

(return on assets and investment) (Erhardt et al., 2003). 

Diversity in leadership provides stronger links to domestic and 

global markets: Gandz (2001) suggests that these connections 

are facilitated by leveraging international connections, 

improving relationships with diverse domestic customers, and 

encouraging the creation of innovative products and services 

by diverse people.  

Diversity in leadership helps organizations attract and retain 

the best talent: A number of studies have illustrated that 

diverse leadership within organizations is more likely to attract 

and retain a diverse workforce. A number of research studies 

link senior executive commitment to diversity with employee 

commitment to the organization (Hopkins et al., 2001) and 

reduced turnover intentions (McKay et al., 2007). It is well-

established that leadership, senior executive commitment, 

and role models are critical factors in the implementation 

of a successful diversity strategy (Catalyst and the Diversity 

Institute, 2007; Gandz, 2001). Kalev et al. (2006) report that 

race (and gender) composition on top management teams 

is associated with race (and gender) composition of the 

management workforce in general. 

 

Diversity in leadership supports creativity in decision making: 

Empirical research suggests that diversity supports innovation 

and creativity. Racially and culturally diverse teams, for 

example, are more likely to “think [outside] the box” and come 

up with innovative solutions to challenges (McLeod, 1996). 

INTRODUCTION

4  DiverseCity Counts l A Snapshot of Diversity in the Greater Toronto Area  
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Diverse voices are also likely to be more strategically innovative 

(Hamel, 1998), while diverse senior executive groups produce 

superior outcomes when compared to their homogenous 

counterparts (Dalton, 2005). At the same time, it is important 

to acknowledge that the challenges to coordinating and 

managing diverse teams are greater, as they can be far more 

complex than homogeneous teams (Jayne & Dipboye, 2004). 

Indra Nooyi, President and Chief Financial Officer of PepsiCo, 

notes that the “diversity of people in a corporation promotes 

innovation because it achieves greater diversity of ideas”and 

that there is a “link between diversity and innovation [that is 

not] theoretical [but] real” (cited in Walkup, 2003). 

Diversity in leadership promotes social inclusion: Diverse 

leadership signals that opportunities exist for individuals both 

inside and outside of organizations. Within organizations, for 

example, role models play a significant role in promoting the 

advancement of under-represented groups, including visible 

minorities and women (Kilian et al., 2005); therefore, diverse 

leadership is influential in shaping the aspirations of employees. 

Project Scope
The scope of this project is to assess the level of representation 

of visible minorities in leadership roles in the GTA and involves 

collecting data on visible minority status in six different 

sectors over a three-year period. The project focuses on 

sectors that are large, well-defined, and highly visible, as well 

as on major employers in the GTA. Specifically, we focused on 

elected officials, public sector leaders in government and on 

government-appointed boards, and leaders in the corporate, 

non-profit, and education sectors. The first year data will act as 

the foundation for the work to be done in the next two years 

of the project. Findings in this report will act as a baseline 

to assess changes in visible minority representation in these 

sectors in subsequent years. In order to keep the approach 

manageable and the data relevant, we focused on particular 

areas within each of the categories, which are defined in Table 

2 below.

DEFINITIONS

Diversity in Leadership: For the purposes of this report, this 

term refers to the representation of visible minorities in 

elected offices and in the most senior roles in the corporate 

and public sectors, agencies/boards/commissions, charities/

foundations, and schools/colleges/universities.

Visible Minority: The Canadian Employment Equity Act 

defines visible minorities as “persons, other than Aboriginal 

Peoples, who are non-Caucasian in race or non-white in 

colour” (Department of Justice Canada, 2009). Examples 

include: Chinese, South Asian, Black, Filipino, Latin American, 

Southeast Asian, Arab, West Asian, Korean, Japanese, mixed 

and other visible minority.

Immigrant: A person born outside of Canada, intending to 

settle there over a longer period of time.  

Aboriginal: An Aboriginal is a North American Indian or a 

member of a First Nation, a Métis or an Inuk. North American 

Indians or members of a First Nation include status, treaty, or 

registered Indians, as well as non-status and non-registered 

Indians. For the purposes of this study, Aboriginal persons 

are not referred to as a visible minority group as they are 

categorized separately under the Canada Employment Equity 

Act. 
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TABLE 2: DEFINITION OF SAMPLES FOR EACH SECTOR

Category Definition/Scope

Elected Officials

•	 Catholic District School Board Trustees

•	 Public School Board Trustees

•	 Municipal Councillors

•	 Provincial Members of Parliament (MPPs)

•	 Federal Members of Parliament (MPs)

We analyzed the representation of visible minorities among elected 
officials in the Public and Catholic District School Boards, and in the three 
levels of government: municipal, provincial, and federal. For our study, 
we focused on the municipalities of Toronto, Brampton and Mississauga 
(Peel Region), and Markham and Richmond Hill (York Region). A total of 
87 Municipal Councillors, 35 Provincial Members of Parliament and 35 
Members of Parliament were studied. In school boards, 40 Public and 27 
Catholic District School Board Trustees were studied for a total of 67 
elected school board members.

Public Sector Leaders

•	 Municipal and Regional Executives (Chief  
Administrative Officer, Manager, Deputy  
Manager, Commissioner)

In order to analyze public sector leaders at the municipal and regional 
levels, we focused on senior administrative staff in the Municipalities of 
Toronto, Mississauga, Brampton, Markham and Richmond Hill, and the 
Regions of York and Peel, since these represent the largest visible minority 
populations in the Greater Toronto Area. A total of 28 positions were 
examined in these municipalities.

•	 Police Chiefs

•	 Deputy Chiefs

With respect to Police Chiefs and Deputy Chiefs, the focus of study was 
restricted to the City of Toronto and the Regions of Peel and York, from 
which 12 appointments were studied.

•	 Deputy Ministers in the Ontario  
Government

•	 Assistant Deputy Ministers in the Ontario  
Government

Twenty-seven Ontario Provincial Deputy Ministers were included in this 
study. A total of 56 Assistant Deputy Ministers with offices located in the 
Greater Toronto Area were also included.

Corporate Sector Leaders

•	 Boards of Directors

•	 Senior Executives

We began with the largest 119 companies located in the GTA (see 
Appendix 2), as defined in terms of revenue by the Financial Post 500 
report (FP500). Crown corporations were excluded. For each company, 
we examined its board(s) of directors and senior executive(s) as stated on 
the respective organization’s website, typically Presidents and Senior Vice 
Presidents. In cases where there was information for fewer than 50% of 
the board members or executives, the company was excluded from the 
list. From the 119 largest companies, we examined 521 executives and 472 
board members from 50 companies.

Voluntary Sector Leaders

•	 Charity and Foundation Boards

•	 Charity and Foundation Executives 

Charities and foundations located in the GTA were rank-ordered based on 
revenue reported to the Canada Revenue Agency for 2008. Among these, 
we selected the 20 largest charities and foundations for which information 
was available. Ethno-culturally focused organizations were excluded as 
their membership is often, by definition, dominated by specific ethnic 
groups. A total of 285 members of boards of directors and 59 senior 
executive positions were examined for a total of 344 (see Appendix 3).

6  DiverseCity Counts l A Snapshot of Diversity in the Greater Toronto Area  
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Education Sector Leaders

•	 Toronto District School Board Principals and 
Vice Principals

•	 School District Directors

The visible minority status of City of Toronto District School Board (TDSB) 
principals and vice principals was based on the 2007 Workforce Census 
Study, Demographic Composition of the Toronto District School Board 
Employees, conducted by Herring and Associates. This study collected data 
on 924 TDSB school principals and vice principals. Other sources of data 
for this group were not publicly available. Similarly, School District Directors 
were examined for regions with the highest visible minority population 
including:

•	 Toronto District School Board

•	 Toronto Catholic District School Board

•	 Peel District School Board

•	 Peel Catholic District School Board

•	 York Region District School Board

•	 York Catholic District School Board 

A total of 11 School District Director appointments were studied for visible 
minority representation.

•	 College Boards of Governors

•	 College Presidents and Vice Presidents

All publicly funded colleges in the GTA were selected:

•	 Centennial College

•	 Durham College

•	 George Brown College

•	 Humber College

•	 Seneca College

•	 Sheridan College  

Data on the 62 members on boards of governors as well as 25 senior 
executives were analyzed. In total, 87 leadership positions in colleges were 
included.

•	 University Boards of Governors

•	 University Executives

Our examination of universities was restricted to those in the City of 
Toronto area, namely: 

•	 The Ontario College of Art and Design (OCAD)

•	 Ryerson University

•	 University of Ontario Institute of Technology (UOIT)

•	 University of Toronto

•	 York University 

We included the 131 university boards of governors and chancellors and 38 
university executives (President, Provost and Vice Presidents) for a total of 
169 positions of influence and leadership in universities. 

Agencies, Boards, and Commissions

•	 City of Toronto Agencies, Boards, and  
Commissions Appointments

The City of Toronto administers a voluntary self-identification questionnaire 
during the appointments process. This data was compiled and shared for 
147 positions on 28 boards to which appointments were made in 2008.

•	 Ontario Agencies, Boards, and Commissions 
Appointments

A list of agencies funded by the Ontario Government was compiled from 
revenue reported to the Ministry of Finance. Based on the highest revenue 
reported, a list of the top 38 agencies was prepared. Of these, 26 were 
selected based on the publicly available data on board appointments. 
A total of 235 individuals were included in this part of the study (see 
Appendix 4).
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In this research project, we examined only the largest 

organizations and the senior executives and boards of 

directors in each sector. While there are good reasons for also 

considering representation in “the pipeline” for executives, such 

as middle managers, it was beyond the scope of this initial 

study. In addition, while subsequent research examining smaller 

organizations may be valuable, it was also beyond the scope of 

this research.

Methodology
There are three principal approaches to tracking diversity in 

leadership positions. The first technique draws on self-reported 

employee data collected by human resources departments 

in organizations. Under the Canadian Employment Act, 

some organizations are required to collect this data and 

use it not only to report on specific dimensions of diversity, 

including gender, visible minority status, Aboriginal status, 

and disability, but also to track representation overall as well 

as in management roles. Although many large employers in 

the GTA are covered by this legislation and do report on the 

representation of visible minorities at various occupational 

levels, most employers in the GTA are not required to provide 

this data. 

The second form of data collection is surveys in which 

employees self-report demographic information.  These are 

conducted by organizations on a voluntary basis. Several large 

surveys have been conducted in the GTA, and we have drawn 

on these. Typically, in organizations where reporting is not 

legislated, the response rates for these surveys are less than 

50%, which raises questions about the representativeness of 

the results. In addition, many individuals counted among the 

Statistics Canada categories of visible minorities often do not 

self-identify as such (Conference Board of Canada, 2004). 

The third approach to tracking diversity in leadership is to rely 

on published information to determine the demographic profiles 

of individuals. This technique has two limitations. First, not all 

of the organizations under study have published information 

about their senior executives and boards of directors. Second, 

sometimes, the demographic information is either not available 

or ambiguous. However, the advantage of this approach is 

that because the information is in the public domain, it can be 

verified more easily than survey data that is potentially non-

representative. 

For our study, we selected this third approach to supplement 

existing reports. Three researchers, trained on the Statistics 

Canada definition of visible minorities, independently examined 

captioned, publicly available photographs to determine if the 

leaders included in our study were visible minorities. All data 

were coded twice and inter-coder reliability exceeded 95%. 

When there was any uncertainty or differences of opinion, 

another coder reviewed the data.

 

We also identified a pool of the most senior visible minority 

individuals in each sector. We asked them to provide advice to 

aspiring leaders.

8  DiverseCity Counts l A Snapshot of Diversity in the Greater Toronto Area  
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Overview of Research
Representation among political leaders sends a message 

about the accessibility of power in our political system and 

has significant implications for social inclusion as well as 

the development of policies that meet the needs of diverse 

citizens. Electoral representation is an important indicator of a 

democracy’s health (Siemiatycki, 2008). 

Diversity among political leaders is important because it:

•	 Signals that all citizens have equal opportunities and 
access to power;

•	 Ensures a broader range of perspectives to help 
shape priorities and impact policy-making on issues 
of importance to visible minorities and ethno-cultural 
communities;

•	 Offers greater potential for increased access 
to government, power, and policy-making for 
traditionally under-represented groups and 
organizations; 

•	 Assists in promoting commitment to diversity at all 
levels and mainstreaming diversity through  
policy-making processes; and

•	 Promotes social inclusion and participation of 
visible minorities in electoral processes by signalling 
inclusiveness and opportunities.

A recent and dramatic example of the significance of diverse 

leadership is the election of Barack Obama, the first African-

American President of the United States. His candidacy had 

a significant impact on voter turnout among visible minority 

communities: African-American voter participation increased 

from 11% to 13% (Lopez, 2009). There is little doubt that his 

election has already had a significant effect on the hopes and 

aspirations of people around the world and, in particular, on 

African-Americans:

Obama’s victory marked a deeply emotional 

moment for African-Americans […] His rise 

was a tribute to generations of struggles, 

African-Americans’ unshakeable faith in their 

humanity, those eternal hopes that they 

could shift the trajectory of their nation’s 

cruel history […] This is the day for which 

so many prayed, so many marched and 

so many more sacrificed. This is a day of 

jubilation and celebration. This is the day to 

rejoice and recommit ourselves to restoring 

the American dream for us all (Zeleza, 

2009).

While it remains to be seen how this will translate into concrete 

change, the impact of visible minorities in political leadership 

roles cannot be underestimated. While representation does 

not always translate into policies that advance the interests 

of ethnic minorities (Seimiatycki & Saloojee, 2002), there is 

general agreement that increasing representation will increase 

the likelihood that relevant issues will be addressed. Political 

representation remains “an issue of the utmost importance 

for the future of democracy” (Simard, 2000) and part of the 

commitment to a multicultural society (Paul, 2005).

Despite notable success stories, studies of elected officials 

demonstrate that visible minorities are under-represented in 

elected offices. For example, in 2005, when visible minorities 

accounted for 43% of the City of Toronto’s population, they 

held only 14% of Provincial Parliament seats, 11% of Municipal 

Council seats, and 9% of Federal Parliament seats elected in 

the city (Siemiatycki, 2008). Even where they are present in 

higher numbers, they are less likely to be in the most powerful 

positions in government such as key cabinet posts. Earlier 

studies have shown that across the GTA, visible minorities are 

best represented in the “905” suburbs that are located outside 

of the City of Toronto (Siemiatycki & Matheson, 2005). 

At the same time, it is worth noting that visible minorities 

are not homogeneous and some communities have achieved 

dramatic results. Canada’s South Asian community has made 

the transition from being completely under-represented to 

achieving a level of representation in the House of Commons 

proportional to their numbers in the general population, that 

is, 3.3% of the seats in the House of Commons compared to 

3.1% of Canada’s population. In contrast, Canada’s Chinese 

community comprises 3.7% of the general population but only 

1.6% of the seats in the House of Commons (Matheson, 2006). 

More research is needed to understand these differences.

Methodology 
The five municipalities with the largest population of visible 

minorities (Toronto, Mississauga, Brampton, Markham and 

Richmond Hill) were selected for inclusion in our study. We 

considered the following groups:

•	 Catholic District School Board Trustees (Toronto, 
York, Peel) (n=27)

•	 Public School Board Trustees (Toronto, York, Peel) 
(n=40)

•	 Municipal Councillors (n= 87)

•	 Members of Provincial Parliament (n=35) 

•	 Members of Parliament (n= 35). 

All elected officials, which totalled 224 as of January 2009, 

were included in the study. 

ELECTED OFFICIALS
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TABLE 3: VISIBLE MINORITIES IN SCHOOL BOARD TRUSTEES

School Board  
Trustees

Population %  
Visible Minorities

Total Number Total Analyzed # Visible Minority
% Visible  
Minority

Toronto District 

School Board
47%

22 22 6 27%

Toronto Catholic  

District School Board
12 12 1 8%

York Region  

District School Board
37%

6 6 1 17%

York Catholic  

District School Board
4 4 1 25%

Peel District School 

Board
50%

12 12 3 25%

Peel Catholic  

District School Board
11 11 2 18%

Public School Total

45.8%

40 40 10 25%

Catholic District 
School Total 27 27 4 15%

Total for All Schools 67 67 14 21%

Table 4 shows the visible minority representation among elected members of municipal councils in the five municipalities with the 

highest visible minority population in the Greater Toronto Area. Overall, at 25%, Markham has the highest percentage of visible 

minority members in municipal council.

TABLE 4: VISIBLE MINORITIES IN ELECTED OFFICE—MUNICIPAL COUNCILLORS

Municipal Councillors
Population % 

Visible Minority
Total  

Number
Total  

Analyzed
# Visible  
Minority

% Visible  
Minority

City of Toronto 47% 45 45 4 9%

City of Mississauga 49% 10 10 0 0%

City of Brampton 57% 11 11 1 9%

Town of Richmond Hill 45.7% 9 9 1 11%

Town of Markham 65.4% 12 12 3 25%

Total 49.5% 87 87 9 10%

Findings 
As the most diverse municipalities in the region, one would 

expect that the leadership would also be the most diverse. A 

breakdown of visible minority representation among School 

Board Trustees in relation to the visible minority population 

of each region is presented in Table 3. It shows a number of 

school boards have reached 25% representation among elected 

trustees, namely, the Toronto District School Board, York Catholic 

School Board, and Peel Region Public School Board.
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TABLE 5: VISIBLE MINORITIES IN ELECTED OFFICE—MEMBERS OF PROVINCIAL 
PARLIAMENT (MPPS)

Members of  
Provincial Parliament

Population % 
Visible Minority

Total  
Number

Total  
Analyzed

# Visible  
Minority

% Visible  
Minority

City of Toronto 47% 23 23 3 13%

City of Mississauga 49% 5 5 2 40%

City of Brampton 57% 3 3 2 67%

Town of Richmond Hill 45.7% 1 1 0 0%

Town of Markham 65.4% 3 3 1 33%

Total 49.5% 35 35 8 23%

Table 6 is a breakdown of elected federal Members of Parliament (MPs) for the five municipalities and the visible minority 

representation among them as compared to the visible minority population they represent. Overall, 14% of Members of Parliament 

from the targeted municipalities are visible minorities, with Brampton the highest, as it represents two of three MPs.

TABLE 6: VISIBLE MINORITIES IN ELECTED OFFICE—FEDERAL MEMBERS OF 
PARLIAMENT (MPS)

Federal Members of 
Parliament

Population % 
Visible Minority

Total  
Number

Total  
Analyzed

# Visible  
Minority

% Visible  
Minority

City of Toronto 47% 23 23 2 9%

City of Mississauga 49% 5 5 1 20%

City of Brampton 57% 3 3 2 67%

Town of Richmond Hill 45.7% 1 1 0 0%

Town of Markham 65.4% 3 3 0 0%

Total 49.5% 35 35 5 14%

The table below (Table 7) is an overall analysis of the different elected members and the degree of visible minority representation 

among them. Overall, 16% of elected officials for the 5 municipalities studied are visible minorities, compared to 49.5% of the 

overall population.

TABLE 7: VISIBLE MINORITIES IN ELECTED OFFICE

Elected Officials Total Number Total Analyzed #Visible Minority % Visible Minority

School Board Trustees 67 67 14 21%

Municipal Councillors 87 87 9 10%

Members of Provincial  
Parliament

35 35 8 23%

Members of Parliament 35 35 5 14%

Total 224 224 36 16%

In this sector, we were able to collect data for 100% of 

the elected officials (224 of 224). Our analysis shows that, 

relative to their populations in the five municipalities studied, 

visible minorities are under-represented in elected offices in 

the Catholic and Public School Boards, and the municipal, 

provincial, and federal levels of government. They make up only 

21% of School Board Trustees, 23% of MPPs, 14% of MPs and 

a mere 10% of Municipal Councillors, although they represent 

49.5% of the population. 

      

Overall, almost one quarter of Members of Provincial Parliament (MPPs) for the five municipalities studied are visible minorities 

(see Table 5).
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Put another way, in order to achieve proportional 

representation, together, these five municipalities would need 

to elect two times more visible minority MPPs, over three times 

more visible minority MPs, and five times more visible minority 

Municipal Councillors. Presently, the highest rate of visible 

minority electoral representation at each level of government 

is found not in the City of Toronto but in the “905” suburban 

municipality of the City of Brampton (29%).

Overall, the highest levels of visible minority representation 

were at the provincial level (23%), while only 10% of Municipal 

Councillors in the 5 municipalities studied were visible 

minorities. Among the jurisdictions considered, the City of 

Brampton had the highest percentage of visible minority MPs 

(67%) and MPPs (67%), while the Town of Markham Council 

had the highest proportion at the municipal level (25%). 

School boards, which are often a starting point for individuals 

entering politics, had 21% visible minority representation 

overall. The Toronto District School Board Trustees had the 

greatest representation with 27% visible minorities, while the 

Toronto Catholic School Board Trustees was only composed of 

8% visible minorities (Table 3).

We also considered the combined representation of women 

in these jurisdictions (n=224) and found that only 36.1% 

(n=81) were female, despite comprising 50% of the population. 

However, females have achieved parity in Catholic District and 

Public School Boards, representing 55% and 48%, respectively. 

It is perhaps worth noting that Canada’s first female Prime 

Minister, Kim Campbell, initially ran as a School Board Trustee. 

Leading Practices
Considerable research has been devoted to better 

understanding the barriers to participation of immigrants and 

visible minorities in electoral politics as well as approaches to 

increasing their engagement (Black, 2001). Recent research 

challenges earlier studies by demonstrating that immigrants 

and visible minorities are actively participating in electoral 

politics, although there are significant differences between 

ethnic groups and generations. In addition, ethno-cultural 

organizations and ethnic media influence involvement, and 

socio-economic status is an important variable affecting 

participation (Black, 2001).

While limited research has been conducted on the paths to 

elected office, there is evidence that assuming leadership 

positions in ethno-cultural or other identity-based organizations 

creates opportunities (Jedwab, 2001). Gill (2000) notes that 

“it is widely accepted that service on high-profile, non-profit 

boards is often used as a ‘stepping stone’ to local, provincial, 

or federal political office,“ and “an integral dimension of the 

development of civic leadership in a democratic society.” 

Anecdotal evidence suggests that some members of cultural 

and visible minorities have used their experience in immigrant 

and minority community organizations to build a constituency 

for future involvement in the political arena (Jedwab, 2006). In 

addition, there is evidence that many candidates and elected 

politicians begin in volunteer and staff positions. Encouraging 

participation of visible minorities in elected office requires 

careful attention to the “pipeline” used to attract, train, and 

mentor candidates.

For example, a recent study of South Asian politicians in 

Mississauga and Brampton, who achieved some of the highest 

rates of visible-minority political representation in the country 

after the 2006 election, concluded that contributing factors 

included dense residential concentrations, strong socio-

economic status, acculturation variables, and lower incumbency 

rates (Matheson, 2006). 

Leading practices for increasing diversity among political 

leaders include:

•	 Increasing the interest and participation of 
immigrants and visible minorities in electoral politics 
generally through engagement with ethno-cultural 
organizations and the media;

•	 Ensuring that a pipeline exists for candidates, for 
example, that staff positions with politicians are 
accessible; 

•	 Analyzing the diversity of riding associations, 
candidates, elected officials, and party leadership;

•	 Involving ethno-cultural communities in policy 
development and campaigns;

•	 Engaging ethno-cultural communities in riding 
associations, recruitment, and the identification of 
potential candidates;

•	 Providing resources to candidates from diverse 
backgrounds so that they can be successful 
(campaign resources, volunteers);

•	 Running visible minority candidates in ridings in 
which they are more likely to be successful; and

•	 Coaching, training, and mentoring candidates.
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LEADERSHIP IN ACTION

Olivia Chow, Member of Parliament (Trinity-Spadina)

Born in Hong Kong, Olivia Chow has 
a strong legacy of public service in 
Canada. As a 13 year old immigrant 
teenager in Toronto, Chow tackled 
the many challenges of adapting to 
a new country, including everything 
from its pastimes to its language.

She has been involved in many initiatives aimed at creating 
a more liveable and dynamic city, by focusing on economic 
opportunity, child poverty eradication, environmental 
enhancement, sound social services, immigrant services and 
childcare. In addition, she has been committed to making 
housing and public transit both affordable and accessible. 
Chow was also an early advocate of the arts, culture, and rich 
diversity that, today, so famously sets Toronto apart.

She has been the recipient of numerous recognitions 
including the Consumers’ Choice Woman of the Year award, 
along with an honourary degree from the Ontario College of 
Art and Design.

After learning English as a teenager, she studied fine arts at 
the Ontario College of Art and Design, and later Philosophy 
and Religion at the University of Toronto. She earned an 
Honours BA in fine art from the University of Guelph in 1979.

Chow’s advice to aspiring leaders: It is 

important to get involved and take action. 

Talking about issues and creating a space 

for discussion are important parts of 

working for change, but without action, talk 

is meaningless. Join a political party [...] or 

join a movement group. Find something you 

are passionate about and from there you 

can begin to work for change. Volunteering 

for your local Member of Parliament’s 

office is also a great way to get 

involved. Learn what MPs do and 

get connected.

Margarett Best, Member of Provincial Parliament 
(Scarborough-Guildwood);  
Minister of Health Promotion

The Honourable Margarett Best 
was elected MPP in the riding of 
Scarborough-Guildwood in 2007, 
and appointed to Cabinet, as Minister 
of Health Promotion. A lawyer, 
advocate, mentor and community 
volunteer, she has been recognized with numerous awards 
for her community service, including the African-Canadian 
Achievement Award in 2006. 

Minister Best is responsible for a Ministry that supports a 
wide range of programs and services that include chronic 
disease prevention, physical activity, sport participation, injury 
prevention, and mental wellness. 

She is a graduate of the University of Toronto at Scarborough 
and Osgoode Hall Law School, and she holds a Mutual Funds 
Certificate from the Investment Funds Institute of Canada. 

Before joining government, -Minister Best ran a general law 
practice. She has volunteered for the Black Business and 
Professional Association, the College Compensations and 
Appointments Council, the Shouters National Evangelical 
Spiritual Baptist Ministries, Sheena’s Place Breakfast 
Committee, and the Ontario Provincial Police Advisory 
Committee.

In August 2008, Minister Best was awarded an Honorary 
Doctor of Laws Degree by the Northern Caribbean University 
in Jamaica for empowering people of colour through 
humanitarian gestures. 

Minister Best’s advice to aspiring leaders: 

Work hard, persevere, give back to the 

community, be true to yourself and keep 

your integrity in tact. True success is 

measured not by your accomplishments 

but rather by the obstacles one  

overcomes in getting there.
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Overview of Research
Although public sector leaders are typically not as well known 

to the general population as elected officials, they play a pivotal 

role in shaping the way governments operate. 

The importance of the demographic make-up of the public 

service, especially at the most senior levels, is well  

understood to be fundamental to democracy. The term 

“representative bureaucracy” was coined by J. Donald  

Kingsley in 1944, who wrote: 

The democratic State cannot afford to 

exclude any considerable body of its citizens 

from full participation in its affairs. It requires 

at every point that superior insight and 

wisdom which is the peculiar product of the 

pooling of diverse streams of experience. 

In this lies the strength of representative 

government. Upon it depends the superiority 

of the democratic Civil Service over 

its totalitarian rivals. In a democracy, 

competence alone is not enough. The public 

service must also be representative if the 

State is to liberate rather than enslave 

(Evans et al., 2008).

The specific benefits of diversity in the public service include:

•	 A symbolic commitment to diverse and equal access 
to power;

•	 A broader range of experiences and knowledge 
available to the decision-making process; 

•	 An ability to influence the process of agenda-setting 
and prioritization within the administrative state; 

•	 A greater potential for the increased cooperation 
of traditionally under-represented groups with 
government, as trust is built; and 

•	 A broadening of the number of candidates who may 
be considered for public service appointments (Evans 
et al., 2008). 

A national study of Deputy Ministers and Assistant Deputy 

Ministers in Canadian governments revealed that, in 2006, only 

4.2% of the sample self-identified as visible minorities. More 

specifically, 16% of the territorial, 5% of the federal, and 3% 

of the provincial samples self-identified as visible minorities 

(Evans et al., 2008). 

At the municipal level, data recently released indicates that the 

Toronto Police Service has been making steady progress, with 

minorities comprising 10% of senior officers, 17% of all officers, 

and 22% of civilians. A workforce survey of City of Toronto 

staff in 2007 indicated that 14% are visible minorities (James, 

2009). 

Methodology 
Our study builds on previous research by focusing specifically 

on the GTA and the most senior executive positions in 

organizations. Municipal executives were selected according 

to the municipality’s own definition of its senior-most public 

service members, although administrative structures and 

position titles vary by municipality. Chief Administrative Officer, 

City Manager, Deputy City Manager, and Commissioner were 

included in the tally as well as police executives (Chiefs and 

Deputy Chiefs), Ontario Deputy Ministers, and Assistant Deputy 

Ministers. We assessed the entire Peel and York regions as well 

as the five municipalities, as certain roles are responsible for 

an entire region. For example, the police forces for the Peel 

and York regions are responsible for entire regions rather than 

individual municipalities. 

We identified municipal and regional executives through an 

online search of specific municipalities and/or regions. If 

relevant data could not be found on the municipality’s website, 

we conducted a name search to locate demographic data. We 

identified Police Chiefs and Deputy Police Chiefs through an 

online search of each city or region’s respective police force 

website. Finally, we identified Ontario Deputy Ministers and 

Assistant Deputy Ministers by name and position title from the 

Ontario Government website (Service Ontario, 2008), which 

was followed by an online search for demographic data. 

Of the 199 public sector leaders, we reviewed data on 123 

leaders (62%). 

Findings
Generally, visible minorities have not risen to the most 

senior leadership roles in the civil service compared to their 

achievements in elected office. At the municipal level, they 

are only 4% of executive committee members, 8% of police 

executives (although, at 1 of 12, this is a small number) and 

10% of provincial Deputy Ministers and Assistant Deputy 

Ministers.

Table 9 provides a breakdown of visible minority representation 

among municipal officials as compared to the visible minority 

population of the municipality and region they represent.

PUBLIC SECTOR LEADERS
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TABLE 9: VISIBLE MINORITIES IN THE PUBLIC SECTOR—MUNICIPAL AND 
REGIONAL SENIOR EXECUTIVES

Municipal and  
Regional Executives

Population % 
Visible Minority

Total  
Number

Total  
Analyzed

# Visible  
Minority

% Visible  
Minority

City of Toronto* 47% 4 2 0 0%

York Region 37% 7 7 0 0%

Region of Peel 50% 6 6 0 0%

Town of Richmond Hill* 45.7% 4 NA NA NA

Town of Markham 65.4% 4 3 0 0%

City of Mississauga* 49% 5 2 0 0%

City of Brampton 57% 8 8 1 13%

Total 38 28 1 4%
*data were available for less than 50% of the executive committee members.

The representation of visible minorities among Police Chiefs and Deputy Chiefs is analyzed in Table 10. In the three regions, one 

Deputy Chief is a visible minority, which represents 8% of police executives.

TABLE 10: VISIBLE MINORITIES IN THE PUBLIC SECTOR—POLICE CHIEFS AND 
DEPUTY CHIEFS

Police Chiefs and Deputy 
Chiefs

Population % 
Visible Minority

Total  
Number

Total  
Analyzed

# Visible  
Minority

% Visible  
Minority

Toronto Police Service 47% 5 5 1 20%

Peel Regional Police 50% 4 4 0 0%

York Regional Police 37% 3 3 0 0%

Total 45.8% 12 12 1 8%

Table 11 illustrates the breakdown of visible minority representation among Deputy Ministers and Assistant Deputy Ministers in the 

Ontario Government. A total of 9% of Assistant Deputy Ministers and 11% of Deputy Ministers were visible minorities.

TABLE 11: VISIBLE MINORITIES IN THE PUBLIC SECTOR—DEPUTY AND 
ASSISTANT DEPUTY MINISTERS

Deputy Ministers (DMs) & Assistant Deputy 
Ministers (ADMs)

Total
Number

Total 
Analyzed

# Visible
Minority

% Visible
Minority

ADMs* 116 56 5 9%

DMs 33 27 3 11%

Total 149 83 8 10%
*data were available for less than 50% of ADMs.
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Table 12 is an overall analysis of visible minority representation in the public sector. In total, data were collected for 123 leaders in 

this sector and 8% were identified as visible minorities.

TABLE 12: VISIBLE MINORITIES IN THE PUBLIC SECTOR

Public Sector
Total

Number
Total 

Analyzed
# Visible
Minority

% Visible
Minority

Municipal and Regional Executives 38 28 1 4%

Police Chiefs and Deputy Chiefs 12 12 1 8%

ADMs and DMs 149 83 8 10%

Total 199 123 10 8%

Overall, the representation of visible minorities is quite low in this category. Although the average visible minority representation 

of the GTA population is 40%, Brampton was the only municipality with visible minority leaders (13%) among its executive staff. 

Among Police Chiefs and Deputy Chiefs, the City of Toronto is the only police force with at least one visible minority in a senior 

executive role.

Leading Practices
Much has been written about the need to ensure higher 

representation among public service leaders (Conference 

Board of Canada, 2004; Evans et al., 2008; Galabuzi, 2001; 

Jain & Hackett, 1989) and strategies to achieve increased 

representation. 

The key elements of an effective diversity strategy are similar 

across sectors and must address the following:

 

Senior leadership commitment: It is important to ensure 

that diversity is not a matter left to the human resources 

department. Senior leaders across the civil service must 

understand and communicate its importance to all staff, not 

just in the language of equity and inclusiveness, but in terms 

of diversity’s strategic importance to service delivery and to 

skilled worker recruitment and retention. 

Measuring and establishing targets: Most government 

departments collect data but its utility varies considerably. 

Obtaining self-identification is often a challenge, sometimes 

because employees fear being targeted or singled out or 

because they worry about backlash. Careful attention to how 

information is collected and how the efforts around diversity 

data are communicated is essential. Tying self-identification to 

employee engagement surveys can work, if employees believe 

that it will make a difference. For example, the Government 

of Ontario has recently coupled its employment engagement 

survey with self-identification data in an effort to more 

effectively benchmark and track progress.

Targeted recruitment strategies and succession planning: In 

all sectors, consideration needs to be given to identifying, 

attracting and retaining well-qualified visible minorities. 

Outreach through ethno-cultural organizations on campus and 

in the community as well as through ethnic media can provide 

new sources of talent. In fact, the Toronto Police Service has 

used this strategy to increase its pool of visible minority 

employees.

Development, retention and promotional strategies: Providing 

additional professional development and training opportunities 

where there may be particular skill needs, such as cross-

cultural communication and negotiation, are part of an 

effective strategy. Developing formal networking and mentoring 

programs for under-represented groups championed by senior 

managers are also effective. The Ontario Public Service pairs 

deputy ministers with employees who are visible minorities or 

from under-represented groups.

Mainstreaming diversity: Diversity training and awareness 

throughout the organization are essential to creating an 

inclusive environment in which visible minority leaders can 

progress and succeed. Examining the implications of diversity 

throughout the organization and communicating the case for 

diversity in relations with all stakeholders−suppliers, educational 

institutions, media, and partners−helps to promote a culture of 

inclusion and presents the organization as an appealing place 

to work. For example, the Toronto Police Service has recently 

undertaken an ambitious project to assess the implications of 

diversity and human rights in every aspect of the organization 

and York Regional Police has been a high profile partner on a 

number of diversity initiatives.
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LEADERSHIP IN ACTION

Fareed Amin, Deputy Minister, Municipal Affairs 
and Housing

Fareed Amin is currently Ontario’s 
Deputy Minister of Municipal Affairs 
and Housing, and is responsible for 
local governments, land use planning, 
affordable housing and building 
regulation in Ontario. 

In over 20 years in the public 
sector, Amin has held a number of other Deputy Ministerial 
portfolios in Ontario, including Deputy Minister of the 
Ministry of International Trade and Investment, Deputy 
Minister of Economic Development, Deputy Minister of 
Citizenship and Immigration, and Deputy Minister of 
Intergovernmental Affairs.

Amin also worked in the municipal sector. Between 2004 
and 2006, he served as the Deputy City Manager, City of 
Toronto. During his tenure at the City of Toronto, he was 
responsible for a capital budget of $1 billion, an operating 
budget of $2 billion, and approximately 10,000 staff. His 
role provided governance and corporate oversight of Water 
and Wastewater, City Planning, Solid Waste Management, 
Transportation, Building, Fire, Environment, and the 
Waterfront Secretariat.

Previously Amin held progressively senior positions in 
the Ministry of Municipal Affairs, the Ministry of Northern 
Development and Mines, the Ministry of Transportation, the 
Ministry of Finance, the Premier’s Office, and the Cabinet 
Office.

He has an undergraduate degree in Geography and Planning, 
a Certificate in Public Administration and a Masters degree 
in Public Administration. He is also a graduate of an intensive 
leadership program at the Kennedy School of Government at 
Harvard University. 

Amin’s advice to aspiring leaders: 

Adopt the principle of continuous 

learning, [and] develop collaborative 

and respectful relationships with 

staff at all levels in the organization.

Keith Forde, Deputy Chief (Human Resource  
Command), Toronto Police Service

Keith Forde joined the Toronto Police 
Service in 1972. During his 34-year 
policing career, he has had uniform, 
investigative, and undercover drug 
operation duties. Forde was appointed 
Deputy Chief of Police in August 
2005 and placed in charge of Human 
Resources Command, with a staff of more than 400 civilian 
and uniform officers−a position he still holds. Forde is the 
City of Toronto’s first visible minority Deputy Chief of Police.

Despite three decades of policing experience and leadership, 
Forde remains committed to personal learning and growth. 
Through the course of his extensive career, he has completed 
several post-secondary certificates in various disciplines, 
which he suggests help him to adapt and relate to his 
diverse constituency. Forde is a tireless community worker 
and fundraiser, and has received numerous awards from 
community organizations, government agencies, faith groups 
and his own police service. 

Forde has been recognized as a role model for the African- 
Canadian community and has been a recipient of the Harry 
Jerome Trailblazer Award, the African-Canadian Achievement 
Award, the Jamaica Community Award and the Chief of 
Police Excellence Award.

Forde’s advice to aspiring leaders: 

Whether you believe that you  

can or you can’t−you’re right!
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Overview of Research
Research has examined diversity among executives and within 

boards of directors and concluded that financial performance 

may be enhanced with diverse leadership. Studies have linked 

diversity in corporate executive roles and in corporate boards 

to overall performance. Diversity in background and experience 

add value to boardroom deliberations. Boards comprised of 

people with a variety of backgrounds, skills, and interests are 

less likely to enter complacent relationships with management 

and are more likely to exercise probity and independence in 

analyzing information and making decisions (Joint Committee 

on Corporate Governance, 2001).

As such, diverse organizations are better equipped to serve 

diverse markets in terms of strategy, product development, and 

service (Gandz, 2001). In 2001, visible minorities accounted for 

$76 billion worth of purchasing power in Canada, and formed 

48% of consumer markets in the City of Toronto. Customer 

orientation supports organizational performance when top 

management team diversity is high (Auh & Menguc, 2006). 

Diversity also shapes leadership styles and approaches (Carroll 

& Garkut, 1996), although other factors also come into play. 

Demographics shape identity and the way in which leaders 

frame problems and identify solutions (Carroll, 1993). Executive 

demographics are strong predictors of organizational outcomes 

(Wiersema & Bantel, 1992).

There is also a strong link between career satisfaction, and 

employee retention and performance. Yet a recent study 

conducted by Catalyst and Ryerson University’s Diversity 

Institute (2007) reveals significant gaps between the career 

satisfaction of visible minorities and their White/Caucasian 

counterparts in large Canadian corporations. The national 

survey of over 17,000 managers, professionals, and executives 

working in 43 Canadian organizations assessed employees’ 

perceptions of career satisfaction and found that visible 

minorities were less likely to be satisfied with their careers than 

those who did not self-identify as members of a visible minority 

group. They tended to perceive that their skills were  

under-utilized and that they were held to higher performance 

standards. They were also more likely to say that “who you 

know” is more important than “what you know” in career 

development decisions. Visible minorities also reported that 

they were less likely to be included in informal networking 

practices. Respondents specifically noted a lack of role models 

and mentors (Catalyst & The Diversity Institute, 2007). 

Past research has shown that, nationally, the level of 

representation of visible minorities in the corporate sector is 

5% for senior executives and 4% for boards of directors. In 

2005, in Canada, only 44% of boards had at least one visible 

minority director (SpencerStuart, 2006). 

Methodology
Our study focuses on boards of directors and executive 

positions in the largest companies within the GTA. 

To assess the representation of corporate sector leaders, we 

considered both boards of directors and senior executives of 

the largest companies headquartered in the GTA. To conduct 

our research, we selected the top 119 companies on the basis 

of revenue as reported in the 2008 Financial Post 500, and 

analyzed the data available for boards of directors. Data were 

available for 472 board representatives of 55 companies, and 

521 senior executives of 54 companies. These figures represent 

86% and 95% of their categories, respectively. Appendix 2 

provides the complete list of companies reviewed and those 

analyzed.

Findings 
Table 13 represents the analysis of visible minorities in senior 

leadership in the corporate sector. Of the large companies 

considered, representation of visible minorities in senior 

executive roles was quite low (5%), and even lower for board 

members (3%). Our numbers suggest that organizations could 

significantly improve participation of visible minorities in 

executive positions as well as on corporate boards.

TABLE 13: VISIBLE MINORITIES IN THE CORPORATE SECTOR

Corporate Sector
Total

Number

Total 

Analyzed

# Visible

Minority

% Visible

Minority

Boards of Directors 546 472 13 3%

Senior Executives 549 521 28 5%

Total 1095 993 41 4%

CORPORATE SECTOR LEADERS
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Leading Practices for Boards
Some argue that “a diverse board is the most important aspect 

of corporate diversity,” because “it shows the organization’s 

commitment and sets an example for the rest of the 

organization” (Virtcom, 2006). Increasing diversity on corporate 

boards requires a long-term, integrated approach that includes 

the following:

•	 Planning: Companies should forecast future board 
openings year by year over a five-year period. 

•	 Analysis: If necessary, undertake an individual audit 
to define skills gaps in new candidate specifications 
for all candidates, solely for visible minority board 
members.

•	 Leadership: Task the nominating committee, which 
is also ideally comprised of diverse members, with 
providing a list of diverse candidates to address 
board openings. This could be done with the help 
of an external search firm that has expertise in 
identifying diverse candidates.

In addition, boards should:

•	 Identify diverse candidates early. To find diverse 
candidates, organizations can outreach to ethno-
cultural and non-profit organizations, which are 
sometimes more diverse.

•	 Promote an inclusive board culture to ensure new 
members are supported, engaged, and retained. 
Include team building, mentoring, and coaching. 
Ensure that processes are inclusive.

•	 Have an engagement plan for new members 
to support relationship building, and to provide 
opportunities to leverage skills.

•	 Communicate the business case for diversity 
and publicize new appointments from diverse 
communities.

Leading Practices for Executives
Developing diversity among executives also requires a long-
term view to develop a candidate pool for senior  

positions. Organizations should:

•	 Focus on developing the pipeline and representation 
in executive roles over the long term, measuring 
workforce composition at each level. Set targets, 
not quotas, following most federally regulated 
corporations in Canada. Some, such as KPMG, also 
undertake detailed employee engagement surveys 
coupled with self-identification data to enable them 
to measure their progress in creating satisfying work 
environments for all employees.

•	 Provide senior management support to ensure the 
importance of diversity is communicated throughout 

the organization and that aspiring leaders have the 
support they need. For example, several banks have 
executive diversity councils to ensure that diversity is 
tied to strategic and business unit plans as well as to  
performance measurement.

•	 Develop the appropriate infrastructure to guide the 
strategy, which may include a diversity executive 
with status of Vice President or higher, reporting into 
the executive level. 

•	 Develop a diversity business plan to address major 
areas such as workforce diversity, training, affinity 
groups, supplier diversity, and diversity policy. For 
example, IBM has established diversity training, 
councils, networking groups, and mentoring 
(“Diversity @ IBM”, 2008). 

•	 Develop workshops, mentoring and codes of conduct 
to mainstream diversity within the organization and 
build a culture that supports diversity.

•	 Mainstream diversity throughout the organization 
and in outreach to all stakeholders. Some large 
organizations, for example EDS (now part of HP), 
tracks diversity among suppliers. Other organizations 
have defined strategies for reaching ethno-
cultural groups through specialized media. More 
organizations should consider issues of diversity in 
decisions about media purchases, advertising, and 
public relations.

•	 Take a long-term view. For example, TD Bank 
Financial Group supports specific awards and 
programs, including the Harry Jerome scholarships 
and the Toronto Region Immigrant Employment 
Council mentoring programs with an eye to 
developing the talent pool early.

•	 Monitor and communicate results within the 
organization and in the broader community. Frito 
Lay has consciously included diversity as part of 
its product branding and to position itself as an 
employer of choice. These kinds of activities can 
have significant effects on the bottom line and on 
society.
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LEADERSHIP IN ACTION

Janice R. Fukakusa, Chief Administrative Officer 
and Chief Financial Officer, RBC

Janice Fukakusa is Chief 
Administrative Officer and Chief 
Financial Officer of RBC. As a member 
of RBC’s Group Executive, she is one 
of nine executives responsible for 
setting the overall strategic direction 
of RBC. Since joining the company 
in 1985, her past roles at RBC have 
included: Vice President, Portfolio Management; Senior 
Vice-President, Multinational Banking; Chief Internal 
Auditor; and Executive Vice-President, Specialized Services. 

Prior to joining RBC, Fukakusa worked at 
PricewaterhouseCoopers LLP where she obtained the 
professional designations of Chartered Accountant and 
Chartered Business Valuator.

Fukakusa obtained her Bachelor of Arts from the University 
of Toronto and holds a Master of Business Administration 
from York University’s Schulich School of Business. 
 
Fukakusa is an active volunteer with Ryerson University, 
the United Way, the Centre for Addiction and Mental 
Health (CAMH) Foundation Board, the Schulich School of 
Business, and the Wellspring Cancer Foundation. Fukakusa 
was chosen as one of Canada’s Top 100 Women for four 
consecutive years and was inducted into the Hall of Fame 
in 2007 by the Women’s Executive Network. In 2005, 
Fukakusa was selected as one of the 25 most powerful 
women in banking. 

Outside of the office, Fukakusa says her family is a source 
of constant motivation, entertainment and awe. She 
says helping her kids succeed and providing them the 
opportunity to experience more in life than she has is 
among her greatest life goals.

Fukakusa’s advice to aspiring leaders: 

As you move into senior levels, you 

need to establish some depth and 

breadth. My recipe for success is to 

put myself in situations that pushed 

me out of my comfort zone.

Gyan Chandra, Managing Director, IBM Canada

As a key leader in IBM’s financial 
services sector, Gyan Chandra is 
responsible for managing the global 
client relationship, the strategic 
direction of the organization’s client 
satisfaction and bringing the entire 
value of IBM’s breadth and capabilities 
to his clients. 

Joining IBM in 1984, Chandra has continually demonstrated 
commitment and passion in the area of Sales and Marketing. 
He has held several positions across IBM which include: 
General Manager, Insurance Industry; National Sales Manager 
for IBM Global Financing; and Alliance Executive for various 
telecommunications and utilities clients.

Prior to his career at IBM, Chandra worked at SPAR 
Aerospace as a Systems Engineer. One of his key 
deliverables included providing engineering support for the 
development of the Shuttle Remote Manipulator System 
(SRMS) or Canadarm used on the NASA space shuttle.

After completing his Bachelor of Engineering from the Indian 
Institute of Technology Roorkee, in India, Chandra pursued 
his Masters of Engineering at McMaster University and then 
completed his Master of Business Administration at the 
Schulich School of Business at York University.

At IBM, he acts as a mentor and strategic sponsor for the 
organization’s visible minority constituency. He is committed 
to the advancement of diversity and inclusion within 
the organization. In addition, as an active member in his 
community and within the Vishnu Temple in Richmond Hill, 
he provides leadership and support to newcomers in the 
Greater Toronto Area by helping them develop their skills.

Gyan spent his childhood in Lucknow, India and immigrated 
to Canada in the early 1980’s.

Chandra’s advice to aspiring leaders: 

Individuals should consider skills 

development within the Canadian 

educational system, not only to 

advance their capabilities, but also 

to directly impact their ability to 

acclimatize to the Canadian culture.
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Overview of Research
In Canada, the voluntary sector consists of 180,000 non-profit 

organizations, of which approximately 80,000 are registered 

charities. The sector employs over 1.3 million people in 

communities across Canada and includes 6.5 million volunteers 

(Voluntary Sector Initiative, 2009). These organizations often 

provide services to the community that supplement government 

efforts and play a major role in the economy (Barr et al., 2006; 

Hall et al., 2004). 

Given their critical role in Canadian society, it is important that 

the executives of these organizations understand the myriad 

of interests and needs of their stakeholders and clients. In 

addition, boards of directors play a pivotal leadership role in 

this sector as they assist in developing the strategic direction 

of the organization. Non-profit boards play an important role in 

establishing the legitimacy of the organization and commitment 

to the communities they serve (Abzug & Galaskiewicz, 2001). 

Having a diverse board enables an organization to be more 

responsive to its stakeholders. It is also tied to both fundraising, 

social performance, and community member attitudes towards 

the organization (Brown, 2002). 

Overall, research on this sector is uneven, in part due to a lack 

of consensus on the definition of “non-profit organization.” 

A recent survey (Bradshaw et al., 2009) of non-profit 

organizations across Canada collected responses from 240 

relatively large organizations and found that, on average, 

Whites/Caucasians accounted for 87.6% of board members. 

The study also identified a range of recruitment strategies to 

increase diversity on boards and suggested that there was a 

relationship between board performance and the degree of 

diversity in its composition. 

While non-profits include a wide range of organizations, 

from professional associations to advocacy groups, for the 

purposes of this study, we focused specifically on charities and 

foundations registered in the Greater Toronto Area.

Methodology
To assess the visible minority representation of voluntary sector 

leaders in the GTA, we focused on the board of directors of and 

senior executives in 20 of the largest charities and foundations 

located in the GTA. The top organizations were selected by 

their revenue based on a search of the Canada Revenue 

Agency database and cross-checked with Imagine Canada’s list 

of the largest organizations based on assets. Individuals were 

identified through online searches of names and data. Because 

ethno-cultural foundations and charities tend to be dominated 

by the ethnic and cultural groups they represent, they tend to 

skew the results; therefore, on the advice of experts, they were 

removed from the list. Data for charity and foundation boards 

and executives were studied (See Appendix 3). 

With regard to charities and foundations, we analyzed 285 

board members and 59 senior executives representing 81% of 

their respective categories. 

Findings
Among the large charities and foundations we analysed, 8% 

of senior executives and 14% of board members were visible 

minorities. 

TABLE 14: VISIBLE MINORITY REPRESENTATION ON VOLUNTARY SECTOR 
BOARDS AND EXECUTIVES

Voluntary Sector
Total

Number

Total 

Analyzed

# Visible

Minority

% Visible

Minority

Boards of Directors 351 285 39 14%

Senior Executives 73 59 5 8%

Voluntary Sector Total 424 344 44 13%

VOLUNTARY SECTOR LEADERS
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The representation of visible minorities in the voluntary sector 

(Table 14) is higher than in the corporate sector. Representation 

in the voluntary sector in charities and foundations is 14% 

for boards of directors while it is just 3% among the large 

businesses analyzed. Among senior executives (charities and 

foundations), visible minority representation is 8% while it 

is only 5% for large businesses. While their numbers are still 

low, non-profits have developed strategies to cross-pollinate 

membership in order to pull more visible minorities into board 

positions. Corporate sector boards may benefit from drawing 

on individuals with experience in the non-profit sector or  

government.

Leading Practices 
Mirroring the corporate sector, members of the voluntary sector 

have recently undertaken a number of initiatives as part of 

their strategy to address the under-representation of visible 

minorities in leadership positions. 

For example, as part of its commitment to diversity, the Heart 

and Stroke Foundation of Ontario employs a Diversity Health 

Information Business Unit, working to ensure practices are 

in place to encourage the development and advancement of 

visible minorities within the organization and in leadership roles 

(Heart and Stroke Foundation, 2009).

The YMCA of Greater Toronto recently received a “Diversity in 

Governance (Trailblazer)” award from Maytree in  

recognition of having a governing body that reflects the 

diversity of the people who live and work in the GTA  

(“YMCA Wins Diversity...”, 2008). The YWCA established a 

diversity task force to develop an integrated strategy to 

promote diversity (“CIBC and YMCA...”,2008).

In addition, outreach to ethno-cultural voluntary organizations 

has helped voluntary organizations identify potential candidates 

for staff and board positions.
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LEADERSHIP IN ACTION

Paulette Senior, CEO, YWCA Canada

Paulette Senior has overcome 
the obstacles of immigration and 
divorce to become a role model for 
her community. Born in Jamaica, 
she moved to Canada at the age 
of 11. Since her youth, Senior has 
been actively engaged in non-profit 
organizations as a front-line individual 
providing assistance to women and children. Senior parlayed 
this voluntary community experience into a leadership role; 
in 2006, after 20 years of experience with various non-
profit organizations (including 12 years with the YWCA), she 
came to occupy her current position, as CEO of the YWCA 
of Canada. Through the course of her career, Senior has 
been involved with many non-profit organizations, including 
a role as executive director of Yellow Brick House of Aurora. 
Other organizations to which she has contributed include the 
College of Occupational Therapists, Police Race Relations 
Monitoring Audit Board, the Black Business and Professional 
Association, and the Rouge Valley Health System. 

She is also the 2009 recipient of the Black Women’s Civic 
Engagement Network’s Champion Award, 2006 recipient of 
the Margot Franssen Leadership Award, the 2004 Matilda 
Van Cooten Award for Excellence in Single Parenting, and a 
recipient of the African-Canadian Achievement Award. She 
has a keen interest in the role of women in politics, and 
has run for municipal, provincial and federal office. Senior 
graduated from York University with an Honours Bachelor of 
Arts in psychology and urban studies.

Senior has the experience of being an immigrant to Canada: 
“I grew up not really knowing where my feet were and I went 
through quite a period of uncertainty.” But she attributes 
her success to determination and discipline, and says, “there 
really is no giving up.”

Senior’s advice to aspiring leaders: 

You have to be resilient in terms of 

the adversity you face, and that’s 

what I admire in people even now.” 

No stranger to adversity herself 

or to racism, she advises aspiring 

leaders to remember, “you cannot do 

anything about what people say 

to you. But you can control your 

reaction to it.

Dr. Chi-Ming Chow, Board Member, Heart and 
Stroke Foundation of Ontario

Dr. Chow is a prominent physician 
working as an attending staff 
cardiologist at St. Michael’s Hospital 
and an associate professor in the 
Department of Medicine, University 
of Toronto. He has authored multiple 
peer-reviewed journal articles and 
presented at local, national, and 
international scientific meetings. He has also developed 
several medical education software programs used by medical 
professionals and students internationally. He has won a 
number of local and national teaching awards to recognize 
his teaching and innovation in medical education.

Recognizing the growing threat of cardiovascular diseases 
to immigrants and ethnic populations, Dr. Chow has been 
an active participant and spokesperson for the Board of the 
Heart and Stroke Foundation of Ontario. He is also the Vice 
President of the Chinese-Canadian Council and works on 
health promotion and research among ethnic Chinese. He 
is an editor of Chinese Heartbeat and has created Chinese 
brochures and DVDs to spread the message of heart-healthy 
lifestyles within the Chinese-Canadian community.
 
Dr. Chow has devoted many years to his education. He has 
an undergraduate degree in computer science from Brown 
University, an MSc in Epidemiology from McGill University 
(1997), and he received his Doctor of Medicine (1990) from 
McGill University. He then pursued his clinical and research 
echocardiography fellowship at Massachusetts General 
Hospital, Harvard University, before joining the Division of 
Cardiology at St. Michael’s Hospital in 2001. He attributes his 
success to very supportive family and helpful mentors.

Dr. Chow’s advice to aspiring leaders: 

Remember the 3Ds: 1) discovery−always 

think out of the box; 2) diligence−1% 

inspiration, 99% perspiration; 3) 

dedication−never settle for second best 

and never take no for an answer. When 

someone tells you this is the way to do 

things, ask why. When someone 

tells you this is not the way to do 

things, ask why not.
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Overview of Research 
Education plays a key role in helping youth prepare for their 

future. Leaders who reflect students’ cultural backgrounds 

are necessary to project a positive image of visible minorities 

to students from an early age, even before they enter the 

workforce. Diverse leadership in the education sector has 

both a symbolic and practical importance. Diversity among 

teachers and academic leaders promotes education policies 

and teaching practices reflective of a civic culture inclusive of 

diversity (Butler, 2000). 

According to Lumby et al. (2007), “a powerful commitment 

to equality and diversity is viewed by many as integral to 

progressing further education’s strategic mission. The sector 

has long been committed to such values, historically focused 

on an inclusive approach to education and training.” In higher 

education, in particular, it is essential to develop critical 

thinking: “The incorporation of diversity into pedagogical 

practices in higher education changes societal mindsets and 

challenges the structural arrangement of persons in society” 

(Campbell, 2000). It has been a high priority in Ontario for 

more than a decade (Ontario Ministry of Education, 2008).

Research shows that:

•	 Diverse leadership plays an important symbolic role 
in shaping the aspirations of young people (Blau 
& Stearns, 2003). Failure to provide positive role 
models can lead to social exclusion, which carries 
with it very high social and economic costs (Ryan et. 
al., 2007).

•	 Under the right conditions, a more diverse leadership 
has the potential to raise the performance of the 
sector to the benefit of learners, staff, and the 
business community (Aguirre & Martinez, 2002).

•	 Visible minority school leaders can be strong role 
models to visible minority students and can help 
promote minority students’ academic success, 
which in turn is essential to economic and social 
development (Sanchez et al., 2008). 

•	 Visible minority teachers and administrators also 
have the capacity to promote stronger relationships 
with visible minority students and communities. 
In part, this is a consequence of “cultural 
synchronization”, or the superior ability to read and 
understand students’ language, cognitive abilities, 
worldviews and communication styles (Ryan et. al., 
2007).

•	 Principals in high schools set the tone for diversity 
practices. In general, white principals are perceived 
as being less effective in doing this than visible 
minority principals (Carr & Klassen, 1997). Visible 
minorities are better positioned to deliver culturally 

responsive pedagogy and to help prepare students 
to succeed in a world that tends to marginalize them 
(Ryan, et al., 2007).

Unlike the U.S., research shows that in Canada, six of the 

highest achieving groups at the post-secondary level are 

“racialized” (i.e., visible minorities) (Herberg, 1990). In addition, 

immigrants to Canada (a high percentage of which are 

visible minorities) are more highly educated than the average 

Canadian-born citizen. 

In spite of this, visible minorities are under-represented in 

leadership positions in the education sector and there is 

evidence that they face many barriers to securing employment 

and advancing (Ryan et. al., 2007).

While many post-secondary institutions have employment 

equity offices, their impact is variable and problems of systemic 

racism have not been effectively addressed (Drolet, 2009). In 

addition, the composition and autonomous nature of hiring 

and promotion committees makes it challenging to implement 

practices to promote diversity. 

Yet, there appears to be progress. At colleges and universities, 

the processes for appointing boards of governors have 

increasingly incorporated diversity along with other criteria in 

recruiting and assessing candidates (Maytree, 2008).

Methodology
First, we collected data on school board directors of public and 

separate school boards in Toronto, York, and Peel districts. We 

obtained data on 11 of 18 individuals. For school principals and 

vice principals in the Toronto District School Board (TDSB), we 

referred to an extract from the Demographic Composition of 
Toronto District School Board Employees (Herring et al., 2007). 

The figures were validated by the Toronto District School 

Board1.  Finally, we identified board members and executives 

(Presidents, Vice Presidents, Provosts, and Vice Provosts) of 

GTA-based colleges and universities demographic data were 

collected through an online search. We obtained information on 

256 of 313 leaders (82%).

Findings
The following table (Table 15) is an analysis of the visible 

minority representation among School District Directors as 

compared to the visible minority population they serve in the 

different regions. Among the individuals for whom there were 

data (11 of 18) we found no School District Directors who are 

visible minorities, although one appointment begins in June 

2009 and will be reflected in next year’s tally.

EDUCATION SECTOR LEADERS

1Pardeep Singh Nagra, Manager, Employment Equity Office.24  DiverseCity Counts l A Snapshot of Diversity in the Greater Toronto Area  
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TABLE 15: VISIBLE MINORITIES IN EDUCATION—SCHOOL DISTRICT DIRECTORS

School District Directors
Population 
% Visible 
Minority

Total 
Number

Total  
Analyzed

# Visible 
Minority

% Visible 
Minority

Toronto District School Board
47%

2 1 0 0%

Toronto Catholic District School Board 4 4 0 0%

York Region District School Board
37%

2 1 0 0%

York Catholic District School Board 3 1 0 0%

Peel District School Board
50%

4 3 0 0%

Peel Catholic District School Board 3 1 0 0%

Total 45.8% 18 11 0 0%

Visible minorities comprise 19% of the Toronto District School Board principals and vice principals as identified through a survey 
(Table 16).

TABLE 16: VISIBLE MINORITIES IN EDUCATION—TORONTO DISTRICT SCHOOL 
BOARD (TDSB) PRINCIPALS AND VICE PRINCIPALS

Toronto District School Board 
(TDSB)

Total Number Total Analyzed # Visible  
Minority

% Visible  
Minority

Principals and Vice Principals 1004 924 178 19%

Table 17 is an analysis of the visible minority representation among college and university leaders. While the boards of governors 
are elected, college executives (Presidents and Vice Presidents) make up the senior executive. Visible minorities are more than 
one quarter (27%) of college boards and 20% of college executives compared to 24% of university boards and 11% of university 
executives.

TABLE 17: VISIBLE MINORITIES IN POST-SECONDARY EDUCATION—COLLEGE 
AND UNIVERSITY LEADERS 

College and University Leaders Total Number Total Analyzed # Visible Minority
% Visible  
Minority

College Executives 34 25 5 20%

College Boards of Governors 99 62 17 27%

College Total 133 87 22 25%

University Executives 42 38 4 11%

University Boards of Governors 138 131 32 24%

University Total 180 169 36 21%

College and University Leaders Total 313 256 58 23%
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Table 18 is the overall visible minority representation in the education sector, which shows college leaders to be the most diverse, 
with a total of 25% visible minorities among the leaders analyzed.

TABLE 18: VISIBLE MINORITIES IN THE EDUCATION SECTOR

Education Sector Total Number Total Analyzed
# Visible  
Minority

% Visible  
Minority

School District Directors 18 11 0 0%

TDSB Principals and Vice Principals 1004 924 178 19%

College Leaders 133 87 22 25%

University Leaders 180 169 36 21%

Total 1335 1191 236 20%

Leading Practices
Explicit commitment to diversity is essential. In its Principle of 
Participation and Equal Chances, the Toronto District School 

Board (TDSB) outlines its commitment to diversity for its 

teachers and principals, encouraging leadership opportunities 

for its diverse staff. It also created an Executive Officer of 

Student and Community Equity position in August 2005, the 

first regional school authority in Canada to do so. The TDSB 

has developed policies and procedures to ensure that its hiring 

and promotion practices are bias-free and “promote equitable 

representation of [its] diversity at all levels of the school 

system” (Toronto District School Board, 2009).

The University of Toronto has a Vice President of Human 

Resources and Equity, signalling that diversity is a critical 

strategic issue for the institution. Among its many leading 

practices are an employee engagement survey, extensive data 

collection and benchmarking, and transparent sharing of results 

including areas of strength and weakness (Hildyard, 2008).

A strategic focus on diversity at the board level has paid off for 

colleges and universities. Seneca College uses a detailed  

competency matrix of the skills and experience needed 

to complement the existing board. In an effort to promote 

diversity, Seneca solicits applicants from its alumni, from major 

employers of its graduates, and from its education partners 

both in Canada and abroad.

Since 1994, York University has also had a protocol regarding 

the composition of the board, its roles and responsibilities. 

Its Governance and Human Resources Committee reviews 

membership and balance on the board and recommends 

new appointments to the Executive Committee based both 

on experiential and diversity criteria from its community and 

alumni. Of the new governors appointed in the last three years, 

50% are visible minorities (Maytree, 2008).

Diversity training is critical within organizations and boards 

of directors to ensure that strategic directions are translated 

into practice and that a culture of inclusiveness is promoted. 

At the University of Toronto, equity, diversity, and proactive 

recruitment are priorities in a three-day training program for 

new administrators (University of Toronto, 2008).

26  DiverseCity Counts l A Snapshot of Diversity in the Greater Toronto Area  
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G. Raymond Chang, Chancellor, Ryerson University 
and Chairman, CI Financial

G. Raymond Chang has been a 
supporter of Ryerson University for 
many years. He has been a  
member of the Board of Governors 
since 2001 and became Chancellor in 
2006. A passionate advocate for life-
long learning, he received an honorary 
doctorate from Ryerson in 2005. 
He has been a significant contributor to the G. Raymond 
Chang School of Continuing Education, which is named in his 
honour. A successful businessman, Chang is Chairman of CI 
Financial (CI), which he joined in 1984. 

Chang also supports good works in the community. He 
is an active member of the Board of Directors of the 
Toronto General and Western Hospital Foundation. His 
generosity allowed for the creation of the Gladstone and 
Maisie Chang Chair in Teaching of Internal Medicine at the 
University Health Network, named for his parents. Chang 
also established a fellowship to train West Indian doctors at 
the University Health Network. He is also a Governor of the 
Royal Ontario Museum. 

In Jamaica, his home country, he has assisted farmers to 
become self-sufficient by providing start-up capital and 
advice. He has been a generous benefactor of continuing 
education and young adult learning, particularly at St. 
George’s College, his alma mater high school, as well as the 
University of the West Indies. He also helped to initiate a 
ground-breaking collaborative distance education program, 
between Ryerson and the University of the West Indies, for 
nurses in the English-speaking Caribbean. Most recently, 
Chang funded a chair in family medicine at the University of 
the West Indies. In 2003, he was honoured with the Prime 
Minister’s Medal of Appreciation for Service to Jamaica. 
In 2008, he was appointed Special Consultant to the 
Government of Jamaica, by the Prime Minister of Jamaica.

Vicki Bismilla, Vice President Academic and Chief 
Learning Officer, Centennial College of Applied 
Arts and Technology 

Vicki Bismilla has been the Vice 
President, Academic and Chief 
Learning Officer of Centennial College 
since 2005. Her experience includes 
corporate operations, diversity training 
and leadership, academic policy and 
change management. Previously she 
has been a teacher and principal. She was also Education 
Officer for the Ministry of Education and Superintendent of 
Education for the York Region District School Board. In her 
role as Superintendent, she initiated 20 equity programs 
and committees to form an infrastructure for the board to 
address issues of equity and, as a result, was honoured with 
their Excellent Employee Award in 2004.

Bismilla initiated the province-wide Equity Committee for 
Supervisory Officers from boards across Ontario and taught 
the Supervisory Officer Qualification Program. She has 
chaired international conferences on equity issues and was 
awarded the Province of Ontario Volunteer Service Award in 
1998, which recognized her volunteer service as President of 
the Board of Directors for the Scarborough Women’s Centre. 
She has been profiled in the Who’s Who of Canadian Women 

for five years.

Bismilla was born in South Africa into a family involved 
in the anti-apartheid movement through the Natal Indian 
Congress. She graduated from the University of South 
Africa with a Bachelor of Arts in English Literature and 
Drama and immigrated to Canada in 1970. Since then, 
she has completed her Masters Degree in Education and 
her Supervisory Officer’s Certification.  She is presently a 
doctoral student at OISE in the field of Second Language 
Education. Bismilla lives in Scarborough where she 
contributes to a number of voluntary organizations including 
the Scarborough Hospital Board of Directors.

Bismilla’s advice to aspiring leaders: 

Always remember that you can 

make a difference. You can change 

the world, if you want to. Change 

begins right here in the communities 

in which we live and work. And 

remember to mentor others along 

your pathway−lift as you climb.

Chang’s advice to aspiring leaders: 

Believe in the best of the human 

spirit and that we all have the ability 

to extend ourselves well beyond our 

boundaries, whatever they may be or, 

wherever we may be.

LEADERSHIP IN ACTION
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Overview of Research 
Many important government services are administered through 

separate agencies, boards, and commissions, and other 

special purpose bodies, which have different relationships with 

governments. These organizations are governed by boards, 

which may include elected and appointed representatives and 

range from large, highly autonomous institutions (e.g., the 

Toronto Public Library; Toronto Police Services Board) to other, 

much smaller, advisory bodies that are involved with local 

projects and facilities.

In addition, municipalities and the provincial and federal 

governments are the sole, or a major, shareholder in a number 

of corporations that deliver vital services and programs. Some 

examples include Toronto Hydro, Toronto Community Housing 

Corporation, Hydro One and the Ontario Lottery and Gaming 

Corporation. 

Finally, governments also nominate or appoint citizens to the 

boards of certain external organizations (for instance, the 

Toronto and Region Conservation Authority). General agencies, 

boards, and commissions in Toronto include the Board of 

Health, Exhibition Place, Toronto Atmospheric Fund, Toronto 

Parking Authority, Toronto Police Services Board, Toronto Public 

Library Board, Toronto Transit Commission, and Toronto Zoo 

(City of Toronto, 2009). Provincial corporations include some 

of the largest corporations in Canada, such as the Workplace 

Safety and Insurance Board (WSIB) and the Liquor Control 

Board of Ontario (LCBO).

 

The processes for government appointments to agencies, 

boards, and commissions have garnered considerable attention 

in recent years. For example, the Public Policy Forum undertook 

a review of federal level Governor in Council appointments and 

recommended reform and implementation of best practices 

(Public Policy Forum, 2004). The study noted that although 

much of the federal government’s work is delegated to 170 

agencies, boards, and commissions, equitable and transparent 

appointment processes are essential. While acknowledging the 

legitimate role of the alignment in political philosophy with 

the current government, they also insist on the importance of 

representation and the qualifications of the candidates in the 

selection process. Their recommendations include a number of 

process changes to expand the pool and to promote diversity, 

as well as improving training and accountability (Public Policy 

Forum, 2004).

Although there has been virtually no research specifically 

on diversity in agencies, boards, and commissions, these 

institutions are among the largest corporations in the country 

and are thus considered major employers. In addition, they hold 

considerable influence over policy implementation and decision 

making and are major service providers in the GTA. 

According to the Toronto City Appointments Report for 2003-

2004, only 22% of the 15 participating appointments in the 

City of Toronto were held by visible minorities (Toronto City 

Summit Alliance, 2007). This report was based on a self-

identification survey of appointments to 15 of the 89 boards 

in the City of Toronto with a 60% survey return rate. The City 

devised a targeted strategy, and, as the numbers below show, 

achieved almost a 40% increase in representation in under five 

years.

Methodology
For the City of Toronto agencies, boards, and commissions 

category, information was provided by the City of Toronto 

Strategic and Corporate Policy Division in their 2007-2008 

City Appointees Report. A total of 147 senior executives in City 

of Toronto agencies were included. 

For the provincial agencies, boards, and commissions category, 

we referred to the Financial Report submitted by the Ministry 

of Finance for 2007-2008 to gather the names of the boards 

that comprise the Ontario agencies, boards, and commissions. 

In total, 235 individuals were identified through an online 

search of names and demographic data. 

Findings
Table 19 analyzes visible minority representation among 

Toronto and Ontario appointments to the agencies, boards, 

and commissions. Within the City of Toronto, 31% of board 

members are visible minorities, compared to only 11% in the 

Ontario agencies, boards, and commissions included in our 

study.

PROVINCIAL AND MUNICIPAL AGENCIES, 
BOARDS, AND COMMISSIONS
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TABLE 19: VISIBLE MINORITIES IN TORONTO AND ONTARIO AGENCIES,  
BOARDS, AND COMMISSIONS

Agencies, Boards, and 
Commissions

Total Number Total Analyzed # Visible Minority % Visible Minority

City of Toronto Agencies, 

Boards, and Commissions

156* 147 46 31%

Ontario Agencies, Boards, 

and Commissions

272 235 25 11%

Total 428 382 71 19%

*Derived from the reported response rate.

Overall, visible minorities in the City of Toronto agencies are better represented (31%) than in provincial agencies (11%). It seems 

likely that this is the result of the concerted efforts to recruit and place visible minorities in these roles in the City of Toronto 

agencies, boards, and commissions appointments, as described below.

Leading Practices 
To address the under-representation of visible minorities in 

leadership positions on City of Toronto’s agencies, boards, 

and commissions, a concerted outreach effort for 2006-2007 

appointments was undertaken, aimed at different ethnic groups. 

Strategies included:

•	 Advertising in East/Southeast Asian newspapers; 

•	 Attending Maytree information sessions and 
specialized conferences;

•	 Consulting with youth groups; 

•	 Sending announcements to numerous ethno-cultural 
groups; and

•	 Creating a brochure on diversity in public 
appointments for the website. 

Toronto also took measures to improve its recruitment 

processes. All appointment applications were received online 

and compulsory information sessions were eliminated. A 

diversity survey was included in each application, which 

applicants filled out on a voluntary basis. As a result of its 

focused efforts, the City of Toronto increased visible minority 

representation on its boards dramatically, from 21% in 2003-

2004 to 31% in 2007-2008.

Providing strong support for board members, once they are 

appointed, is also critical in terms of training and creating an 

inclusive board environment. The Town of Markham provides 

training to its boards on both formal and informal governance 

with the goal of accommodating diversity around the board 

table. Markham’s orientation includes how to navigate through 

formal meeting procedures and, in addition, how to effectively 

communicate in cross-cultural environments as part of its 

diversity training (Maytree, 2008).
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Alok Mukherjee, Chair, Toronto Police Services 
Board

Alok Mukherjee is currently Chair of 
the Toronto Police Services Board, and 
has built a reputation as an equity and 
human rights advocate in the city.

Mukherjee was a partner of Partners 
in Equality and a member of the 
Doris Marshall Institute for Education 
and Action. He served as Acting Chief Commissioner and 
Vice Chair of the Ontario Human Rights Commission, 
and as a member of the Ontario Civilian Commission on 
Police Services. Mukherjee has also served as a member 
of the Board of Governors of Centennial College. He has 
been active in several community organizations, including 
the South Asian Fellowship, the National Association of 
Canadians of Origins in India, and South Asians Fighting 
Against Racism. 

He is frequently called upon to speak and write on human 
rights, employment equity, and anti-racism education issues.
 
An immigrant from India−coming to Canada in 1971− 
Mukherjee encountered racial prejudice and discrimination 
early. There was a lack of recognition of his international 
credentials and teaching experience. As a result of these 
experiences, he became a community activist working 
for equity and fairness in educational, government and 
community organizations. 

Mukherjee holds a PhD in English. He is the author of 
several books, the most recent of which is This Gift of 

English: English Education and the Formation of Alternative 

Hegemonies in India.

Mukherjee’s advice to aspiring leaders: 

Be strategic in seeking change. Be 

knowledgeable about the formal and 

informal culture and processes of the 

organization you seek to change. Find 

allies who share your vision and support 

your efforts. Be persistent and 

have more than one approach in 

your change toolkit!

Jennifer Lynn, Board Member, Ontario Trillium 
Foundation 

Jennifer Lynn’s extensive volunteer 
leadership has focused on 
organizations dedicated to diversity 
and Aboriginal issues, social services, 
education, and arts and culture. 
She was appointed to the board of 
the Ontario Trillium Foundation in 
2004 and serves as Vice Chair of 
its Governance Committee. Deeply committed to issues of 
social justice, equity and multiculturalism, she is committed 
to building a more inclusive and fair society through her 
professional work and community service.

At the forefront of significant initiatives to effect systemic 
and institutional change, Lynn is the Founding Chair of the 
Race Relations Advisory Council on Advertising. She is also a 
founding member of the National Movement for Harmony in 
Canada.

Lynn is a special advisor to the Toronto Region Immigrant 
Employment Council and a member of the Honorary 
Chairs Council for the United Way of Greater Toronto. 
She is the past Chair of the Board of the United Way of 
Greater Toronto and was instrumental in deepening the 
organization’s relationships with ethno-cultural communities, 
including the establishment of its Chinese Leaders Task 
Force, which initiated the United Way’s first Chinese-
language public service announcement campaign.

She is President of LCI Associates Inc., which specializes 
in strategic communications, diversity solutions, and 
public relations services. The firm works with government, 
businesses, and non-profit organizations, connecting people, 
ideas, and communities, helping them achieve objectives 
through communications and relationship management 
strategies. 

Lynn is the recipient of the Queen Elizabeth II Golden Jubilee 
Medal, the Province of Ontario Volunteer Service Award, and 
the United Way of Canada Chair’s Award of Distinction.

Lynn’s advice to aspiring leaders:  

Lead by example in a manner 

that inspires us to bring out the 

best in each other.

LEADERSHIP IN ACTION
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Overview
Visible minorities are under-represented in the senior-most 

leadership positions in the GTA. Just 13% of the 3257 leaders 

we examined in our study are visible minorities, compared to 

49.5% of the population in the municipalities under study. 

Sector-specific Findings
Table 20 summarizes the results that have been highlighted in 

each chapter of this report. 

Elected: Visible minorities are best represented at the provincial 

level, in which 8 of 35 (23%) MPPs in the municipalities 

studied are visible minorities, compared to 21% of School 

Board Trustees, 14% of Federal MPs, and 10% of Municipal 

Councillors. 

Public Service: In provincial ministries and municipal 

government departments, visible minorities represented only 

4% of senior employees in municipal governments but 8% of 

police executives and 10% of Provincial Deputy Ministers and 

Assistant Deputy Ministers. 

Corporate sector: Visible minorities accounted for only 5% of 

executives and 3% of board members.

Voluntary Sector: Within the largest charities and foundations, 

visible minorities represented 14% of executives and 18% of 

board members. 

 
 
Education: There are no school boards with visible minority 

directors (although, as mentioned earlier, this will change with 

a recent appointment that will come into effect in June 2009) 

but 19% of principals and vice principals in the Toronto District 

School Board are visible minorities. Visible minorities are 

20% of college executives and 11% of university executives, in 

comparison to 27% of college boards and 24% of university 

boards in the GTA. 

Agencies, Boards, and Commissions: About 31% of the City of 

Toronto’s municipal agency appointments are visible minorities. 

This is the highest percentage found in any sub-group we 

examined. According to reports from the City of Toronto, this is 

a 40% increase in 3 years. Their success in the area has been 

as a result of tracking, analysis, and targeted strategies. 

Comparing Across Sectors
The nature of each sector makes cross-sectoral comparisons 

difficult. Because of the different approaches used to collect 

data and the differences in the scale of organizations, we 

should be cautious about drawing conclusions. However, some 

observations can be made when comparing the various sectors 

(see Table 20).

TABLE 20: VISIBLE MINORITY REPRESENTATION BY SECTOR

Sector Total Analyzed % Visible Minority

Elected Officials 224 16%

Public Sector Executives 123 8%

Corporate Sector Boards and Executives 993 4%

Voluntary Sector Boards and Executives 344 13%

Education Sector Boards and Executives 1191 20%

Government Agencies, Boards, and Commissions 382 19%

Total 3257 13%

First, it is evident that some areas we examined have much 

higher levels of representation than others. The education 

sector is the clear leader, while the corporate sector has the 

fewest visible minority leaders. 

More research is needed on the qualifications, career paths 

and selection processes of leaders across and within sectors 

to better understand the differences. It is clear from the 

biographies of individuals featured in this report that there is 

some movement between sectors. For example, successful and 

aspiring politicians sometimes become CEOs in the voluntary 

sector. Successful business people often move to the boards of 

agencies, educational institutions, and non-profit organizations. 

There is also movement from the corporate sector to the public 

sector in staff positions. 

 

CONCLUSIONS AND IMPLICATIONS
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It is not clear, however, that there is as much movement into 

the corporate sector from the other sectors and this could be 

a reason that corporate sector boards are the least diverse 

group in our study. Previous research supports this tentative 

conclusion. Dhir (2009), for example, suggests that systemic 

barriers exist to corporate sector boards because of what he 

terms “the pool problem,” or, low levels of representation on 

boards and in senior management positions explained (by 

Canadian firms) “as ‘a shortage of qualified women’ and ‘the 

lack of qualified visible minority candidates’.”

While the non-profit and for-profit sectors are distinct, many 

of the skills required of board members are similar, and 

this may offer an important source of lateral recruitment 

for corporate boards. In addition, drawing from research on 

federally regulated organizations−notably financial institutions 

and telecommunications companies that must report on 

the demographics of their workforce−there are reasons to 

be optimistic. Based on these reports, there is evidence of 

progress in the “pipeline”, or the next level of managers who 

eventually will serve as executives. 

Second, in all sectors except the corporate sector, boards are 

more diverse than senior executives. This is likely due to the 

significant differences in selection and recruitment processes.

Action: Individuals, Organizations, and the 
Community
There is little doubt that significant progress has been made 

in recent years for visible minorities moving into leadership 

roles across the spectrum and our report is full of examples of 

well-qualified and successful leaders in the GTA. At the same 

time, it is clear that the representation of visible minorities in 

leadership roles is not proportionate to the general population 

in the GTA or even the organizations they lead. 

As one of the most richly diverse communities in the world, 

the Greater Toronto Area has enormous potential to leverage 

its diversity for success in the global economy. To ensure that 

the region’s potential is met by individuals, organizations, and 

the community, we present a number of recommendations. This 

list is drawn from previous literature on the topic, and is by no 

means exhaustive. These strategies have been chosen because 

they relate most closely to our findings and our observations 

on our data. 

Count: What Gets Measured Gets Done 
Even in the corporate sector, there is evidence that counting 

can lead to results. Federally regulated organizations have 

advanced more quickly than others in part because they have 

been analyzing and reporting on participation rates at all levels 

for many years. 

On the other hand, it is still very difficult to get demographic 

data on the leadership of many organizations, even in the  

public sector. To get data specific to the GTA is even more  

challenging. More work needs to be done to ensure 

organizations collect and share data to allow for easy  

analysis and comparison. 

Organizations also do little analysis of their workforce to 

gather information about the pipeline. Some organizations do 

not undertake employee satisfaction surveys because they are 

concerned about what the results will show. However, building 

a fact base around visible minority career advancement 

experiences is important and offers a feedback channel for 

visible minority managers, professionals, and executives. 

Set Targets
The City of Toronto is a leader in diversity because it sets 

targets and measures results. Targets are goals, not quotas, 

and without explicit goals diversity is not likely to be a priority. 

Many boards make representation a key criterion, along with 

other key competencies and ensure a proportion of seats are 

allocated to under-represented groups.  

Many private and public sector corporations have explicit 

targets for diversity and some even tie it to managers’ 

performance measures.

Lead: Make Diversity a Strategic  
Priority
Senior executive commitment to diversity is perhaps the 

single most important factor shown to influence organizational 

practices that develop leaders. Many organizations “pay lip 

service” to diversity but do not put in place the processes 

needed to turn words into action. As such, top-down 

commitment is essential. Regardless of demographics, explicit 

and authentic commitment to diversity by leaders can have a 

direct and positive impact on visible minorities’ perceptions of 

fairness and the quality of the workplace, which in turn helps to 

develop visible minority leaders.

Develop the “Pipeline”
For executives and for board members, “developing the 

pipeline” or the pool of labour for leadership positions is 

critical to increasing diversity. Focused recruitment processes 

are needed to reach out to ethnic communities. Often, diverse 
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candidates can be drawn from other sectors. For example, 

leaders in government, the voluntary sector, and educational 

institutions often have the same skills as corporate leaders, 

yet work under the radar. We noted that many elected officials 

have experience in other sectors. Private sector boards could 

be doing more to draw on other sectors.

The process has to begin early to ensure a “pool” of qualified 

applicants. For those individuals who are “almost ready”, 

providing targeted skills development and training is critical in 

terms of general leadership skills, specific skills development 

(e.g., negotiation), and leadership or board training programs.

Many people already have the skills and experience necessary 

to make the jump into leadership, but they lack the personal 

and professional networks, which often lead to leadership roles. 

Initiatives that expand networks and offer mentoring can help 

to overcome this barrier to leadership.

Strategies to attract well-qualified candidates across sectors 

include:

•	 Publicizing vacancies and opportunities through a 
variety of channels including ethno-cultural media 
and organizations;

•	 Partnering with ethno-cultural organizations to 
promote lateral moves of well-qualified visible 
minority candidates, and there are many well-
established, ethno-cultural non-profits that are a 
source of talent; and

•	 Using recruitment agencies and services that can 
outreach to ethno-cultural communities.

Develop and Sustain Excellent Human  
Resources Practices 
Typically, organizations with the best diversity records also have 

well-developed, professional and transparent processes for the 

recruitment, development, and advancement of employees as 

well as well-developed recruitment and orientation strategies at 

the board level. 

Transparent career development policies and practices are 

needed to reduce the perception that “who you know” matters 

more than “what you know.” Some examples include:

•	 Developing bias-free selection processes that do not 
disadvantage qualified individuals whose cultural 
backgrounds may affect their communication styles; 

•	 Establishing appropriate processes for assessing 
international experience and credentials;

•	 Establishing coaching, shadowing, and mentoring 
programs as part of succession planning to include 

well-qualified visible minority candidates; 

•	 Ensuring employees and board members have 
appropriate diversity training to help build a “culture 
of inclusion”; and

•	 Ensuring the “business case” for diversity is well-
understood throughout the organization through 
effective training and development as well as 
organizational communications.

Communicate to Influence: Mainstream  
Diversity
Organizations should promote transparency in staff diversity 

and reinforce “the business case” for diversity at every op-

portunity. They should consider how they communicate their 

“brand” to customers, clients, and citizens. Mainstreaming diver-

sity involves thinking about diversity in all activities throughout 

an organization and in its relations with external stakeholders, 

such as suppliers, customers, political and educational institu-

tions, and the media. 

Organizations do not exist in a vacuum and they can play a 

major role in influencing the broader social context, which can 

shape the experience of visible minorities. They can also influ-

ence public policies that affect visible minorities. As well, they 

can influence media representation, which has the potential 

to perpetuate harmful stereotypes or to promote positive role 

models (Mahtani, 2001), shaping the attitudes and aspira-

tions of citizens. Not only do we need to ensure that there 

are diverse leaders, but we need to ensure that they are fairly 

presented in the media. Organizations that mainstream diver-

sity do not just support visible minorities internally but consider 

diversity in their interactions with other organizations and 

institutions in their “sphere of influence.” These organizations 

help shape the broader societal context. 

Examples of how organizations can extend their influence 

include:

•	 Procurement policies that consider diversity in 
supplier organizations;

•	 Marketing and communications that ensure diverse 
representation;

•	 Philanthropy and outreach that include ethno-cultural 
organizations and events;

•	 Media relations that profile visible minority leaders 
and feature visible minority experts; and

•	 Advocacy that addresses policies that particularly 
affect visible minority employees such as 

immigration and education policies.
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Not only does mainstreaming diversity tell prospective leaders 

about the opportunities that exist within an organization, it 

encourages other organizations to take diversity seriously. 

It can also contribute to broader societal change, which will 

help the GTA create communities that value and leverage 

diversity. Over the long term, integrated strategies are needed 

to increase the pool of people ready and aspiring to take 

leadership roles. Increasing high school and post-secondary 

graduation rates, improving support for immigrants and their 

families, and promoting role models are among the long-term 

strategies needed.

Looking Ahead
This study represents the first time that the important issue 

of diversity in leadership has been examined in a systematic 

way across sectors with a focus on the GTA. This work will 

be updated and expanded in 2010 and 2011 to include more 

industries that affect the lives of residents, such as the legal 

profession, the justice system, and/or the media. While we 

can expect that change in the leadership of our region’s 

most important institutions will take time, our hope is that 

our research will encourage organizations to reach their full 

potential through the inclusion of visible minorities in their 

most senior decision-making positions.

Already, our first report has found that organizations which 

make diversity a priority are able to effect change. Their 

activities begin with a simple act−counting. By taking stock of 

who leads them, these organizations are explicitly recognizing 

that today’s complicated and globalized world requires 

leadership with a variety of perspectives. They know that in 

order to stay relevant to the diverse populations that they 

serve, they must reach out to new talent, in their management 

and on their boards. 

We also hope that organizations that are not included in this 

study, or have not addressed diversity in leadership, are inspired 

to begin their own counting. By counting and sharing their 

results publically, they will assure the residents of the GTA that 

they have made this issue a priority and will reap the social 

and economic benefits that diversity in leadership can bring. 

34  DiverseCity Counts l A Snapshot of Diversity in the Greater Toronto Area  



35DiverseCity Counts | A Snapshot of Diversity in the Greater Toronto Area

REFERENCES 
Diversity @ IBM: Reaching out to the community. (2008). Retrieved May 2, 2009, from 

 http://www-03.ibm.com/employment/ca/en/diversity2.html

CIBC and the YMCA of Greater Toronto launch program to help newcomers settle in Canada. (2008). Retrieved May 5, 2009,  

 from http://www.ymcatoronto.org/en/who-we-are/media_gallery/press_releases/june25_08_access.html

YMCA wins Diversity in Governance Award. (2008). Retrieved May 5, 2009, from 

 http://www.ymcatoronto.org/en/whats-happening/news-events-archive/nov-2008/diversity_08.html

Abzug, R., & Galaskiewicz, J. (2001). Non-profit boards: Crucibles of expertise of symbols of local identities? Nonprofit and 
 Voluntary Sector Studies, 30(1), 51-73. 

Aguirre, A., & Martinez, R. (2002). Leadership practices and diversity in higher education: Transitional and transformational   

 frameworks. The Journal of Leadership Studies, 8(3), 53-62.

Auh, S., & Menguc, B. (2006). Diversity at the executive suite: A resource based approach to the customer 

 orientation—organizational performance relationships. Journal of Business Research, 59(5), 564-572. 

Barr, C., Brock, K., Brownlee, B., Frankel, S., Hall, M., Murray, V., et al. (2006). Strengthening the capacity of non-profit and voluntary  
 organizations to serve Canadians: Recommendations based on the National Survey of Non-profit and Voluntary  
 Organizations (NSNVO). Retrieved May 5, 2009, from http://www.imaginecanada.ca/Files/NSNCO/A_Strengthening_

 Capacity_of_Organizations.pdf 

Black, J. H. (2001). Immigrants and ethno-racial minorities in Canada: A review of their participation in federal electoral politics.   

 Electoral Insight, 3(1), 8-13.

Blau, J. & Stearns, E. (2003). Race in the schools: Perpetuating white dominance? Boulder, CO: Lynne Rienner Publishers.

Bradshaw, P., Fredette, C., & Sukornyk, L. (2009). A call to action: Diversity on Canadian not-for-profit boards. The Institute for   

 Governance of Private and Public Organizations. Toronto, ON: York University, Schulich School of Business. 

Brown, W. A. (2002). Inclusive governance practices in non-profit organizations and implications for practice. Nonprofit 
 Management & Leadership, 12(4), 369-385.

Butler, J. (2000). Democracy, diversity and civic engagement. Academe, 86, 52-56.

Carbado, D. & Gulati, M. (2004). Race to the top of the corporate ladder: What minorities do when they get there. Washington and 
 Lee Law Review, 61(4), 1645-1693.

Campbell, A. (2000). Cultural diversity: Practising what we preach in higher education. Teaching in Higher Education, 5, 373-385. 

Carr, P. R., & Klassen, T. R. (1997). Different perceptions of race in education: Racial minority and white teachers. Canadian Journal  
 of Education, 22(1), 67–81.

Carroll, B. W. (1993). The biases of management. London: Routledge. 

Carroll, B. W., & Garkut, D. (1996). Is there empirical evidence of a trend towards ‘managerialism’? A longitudinal study of six   

 countries. Canadian Public Administration, 39(4), 535-553. 

Catalyst & The Diversity Institute. (2007). Career advancement in corporate Canada: A focus on visible minorities—survey findings.  

 Retrieved September 29, 2008, from http://www.ryerson.ca/tedrogersschool/diversityinstitute/Full%20Report.pdf 

City of Toronto. (2009). About ABCs and other special purpose bodies. Retrieved May 5, 2009, from http://www.toronto.ca/

 abc/about_abcs.htm

City of Toronto. (2008). Release of the 2006 census on ethnic origin and visible minorities. Retrieved August 7, 2008, from   

 http://www.toronto.ca/demographics/pdf/2006_ethnics_origin_visible_minorities_backgrounder.pdf

Conference Board of Canada. (2004). The voices of visible minorities: Speaking out on breaking down the barriers. 

 Retrieved May 5, 2009, from http://www.diversityatwork.com/pdfs/twiconferenceBoardresearch.pdf 

Conference Board of Canada. (2008). The value of diverse leadership. Retrieved May 5, 2009, from 

 www.conferenceBoard.ca/Libraries/NETWORK_PUBLIC/The_Value_of_DiverseLeadership.sflb 

Dalton, C. (2005). The face of diversity is more than skin deep. Business Horizons, 49(2), 91-95. 

Department of Justice Canada. (2009). Glossary of terms. Retrieved May 5, 2009, from http://canada.justice.gc.ca/eng/pi/pcvi-  

 cpcv/vsd-rsv/gloss.html 

Dhir, A. A. (2009). Governance, law and diversity (CLPE Research Paper, No. 01/2009). Retrieved May 5, 2009, from  

 http://papers.ssrn.com/sol3/papaers/cfm?abstract_id-1340726 

Drolet, D. (2009, March 23). “Universities not facing up to race issues, say scholars: Schools are ‘in denial,’ don’t recognize  

 systemic racism on their campuses.” University Affairs. Retrieved May 5, 2009, from http://www.universityaffairs.ca/



36DiverseCity Counts | A Snapshot of Diversity in the Greater Toronto Area

 universities-not-facing-up-to-race-issues.aspx

Erhardt, N., Werbel, J., & Shrader, C. (2003). Board of director diversity and firm financial performance. Corporate 
 Governance, 11(2), 102-111.

Evans, B., Lum, J., & Shields, J. (2008). Profiling of the public-service elite: A demographic and career trajectory survey of  

 Deputy and Assistant Deputy Ministers in Canada. Canadian Public Administration, 50(4), 609-635.

Financial Post Magazine. (2009). FP500: Canada’s top companies 2008. Retrieved May 10, 2009, from 

 http://www.financialpost.com/magazine/fp500/list.html

Galabuzi, G. (2001). Canada’s creeping economic apartheid: the economic segregation and social marginalization of 
 visible minority groups. Retrieved May 10, 2009, from http://action.web.ca/home/narcc/attach/

 Canada%5C%27s%20Creeping%20Economic%20Apartheid.pdf

Gandz, J. (2001). A business case for diversity. Retrieved September 30, 2008, from http://www.hrsdc.gc.ca/en/lp/lo/lswe/

 we/special_projects/RacismFreeInitiative/BusinessCase-e.pdf 

Gill, M. (2000, March). Governance in the voluntary sector: Summary of case study findings. Ottawa: Institute on Governance.

Greenberg, E., Canzoneri, C., & Smith, C. (1998). Senior management teams: Profiles and performance. Management 
 Review, 87(8), 37-45.

Hall, M. H., de Wit, M. L., Lasby, D., McIver, D., Evers, T., Johnston, C. (2004). Cornerstones of community: 
 Highlights from the National Survey of Nonprofit and Voluntary Organizations (NSNVO). Retrieved May 5, 2009, 

 from http://nonprofitscan.imaginecanada.ca/files/en/nsnvo/nsnvo_summary_english.pdf

Hamel, G. (1998). The challenge today: Changing the rules of the game. Business Strategy Review, 9(2), 19-26.

Heart & Stroke Foundation of Ontario. (2009). Annual report 2008. Retrieved May 10, 2009, from http://www.heartandstroke.

 on.ca/atf/cf/%7B33C6FA68-B56B-4760-ABC6-D85B2D02EE71%7D/HSFO_AR08.PDF?src=link

Herberg, E.N. (1990). The ethno-racial socieconomic hierarchy in Canada: Theory and analysis of the new vertical mosaic.  

 International Journal of Comparitive Sociology, 31, 206-221.

Herring & Associates, Inc. (2007). Demographic composition of Toronto District School Board employees. Retrieved 

 August 6 2008, from http://www.tdsb.on.ca/wwwdocuments/about_us/about_us/docs/workforce%20census.pdf

Hildyard, A. (2008, May). Becoming an employer of choice. Paper presented at ACU HRM Network Conference, Toronto, Ontario. 

 Retrieved May 9, 2009, from www.acu.ac.uk/hrm/conf2008presentations/hildyard.ppt

Hopkins, W. E., Hopkins, S. A., & Mallette, P. (2001). Diversity and managerial value commitment: A test of some proposed   

 relationships. Journal of Managerial Issues, 13(3), 288-306. 

Jain, H. & Hackett, R. (1989). Measuring effectiveness of employment equity programs in Canada: Public policy and a survey.   

 Canadian Public Policy, 15(2), 189-204.

James, R. (2009, April 4). “City hall diversity lagging.” The Toronto Star, p. GT2. 

Jayne, M. E. A. & Dipboye, R. L. (2004). Leveraging diversity to improve business performance: Research findings and  

 recommendations for organizations. Human Resource Management, 43(4), 409-424.

Jedwab, J. (2001). Leadership, governance and the politics of identity in Canada. Retrieved September 10, 2008, 

 from http://canada.metropolis.net/events/ethnocultural/publications/leadership_e.pdf

Jedwab, J. (2006). The “roots” of immigrant and ethnic voter participation in Canada. Retrieved May 5, 2009, from

  http://www.elections.ca/eca/eim/article_search/article.asp?id=143&lang=e&frmPageSize=&textonly=false

Joint Committee on Corporate Governance. (2001). Beyond compliance: Building a governance culture. Toronto: 

 Toronto Stock Exchange. 

Kalev, A., Kelly, E., & Dobbin, F. (2006). Best practices or best guesses? Assessing the efficacy of corporate affirmative 

 action and diversity policies. American Sociological Review, 71(4), 589-617.

Kilian, C., Huaki, D., & McCarty, E. (2005). Building diversity in the pipeline to corporate leadership. Journal of Management   
 Development, 24(2), 155-188. 

Lopez, M. H. (2009). Dissecting the 2008 electorate: Most diverse in U.S. history, Black women had the highest voter turnout   
 rate in November’s election—a first. Retrieved May 5, 2009, from http://pewresearch.org/pubs/1209/racial-ethnic-voters-  

 presidential-election

Lumby, J., Bhopal, K., Dyke, M., Maringe, F., & Morrison, M. (2007). Integrating diversity in leadership in further 
 education. Retrieved May 2, 2009, from http://www.centreforexcellence.org.uk/UsersDoc/IntDivLeadershipinFE.pdf 

Mahtani, M. (2001). Representing minorities: Canadian media and minority identities. Retrieved August 20, 2008, 

 from http://canada.metropolis.net/events/ethnocultural/publications/mahtani_e.pdf

Matheson, A. (2006). Seeking inclusion: South Asian political representation in suburban Canada. Retrieved May 5, 2009, from   

36  DiverseCity Counts l A Snapshot of Diversity in the Greater Toronto Area  



37DiverseCity Counts | A Snapshot of Diversity in the Greater Toronto Area

 http://www.elections.ca/eca/eim/article_search/article.asp?id=146&lang=e&frmPageSize=&textonly=false

Maytree. (2008). Diversity matters: Changing the face of public boards. Retrieved May 5, 2009, from 

 maytree.com/PDF_Files/DiversityMatters.pdf

McKay, P. F., Avery, D. R., Tonidandel, S., Morris, M. A., Herndandez, M., & Hebel, M. R. (2007). Racial differences in 

 employee retention: Are diversity climate perceptions the key? Personnel Psychology, 60(1), 35-62.

McLeod, P. L., Lobel, S. A., & Cox, T. H. (1996). Ethnic diversity and creativity in small groups. Small Group Research, 27(2), 

 248-264. 

Ontario Ministry of Education. (2008). Finding common ground. Retrieved May 5, 2009, from http://www.edu.gov.on.ca/eng/

 document/reports/literacy/booklet2008.pdf

Ontario Ministry of Finance. (2008). Public accounts of Ontario 2007-2008: Financial statements of crown corporations, boards, 
 and commissions. Toronto, ON: Queen’s Printer for Ontario. 

Paul, A. (2005). Under-representation in Canadian public institutions: Canada’s challenge. Canadian Issues, Summer, 18–21.

Public Policy Forum (PPF). (2004). Governor-in-council appointments: Best practices and recommendations for 
 reform. Retrieved May 9, 2009, from www.ppforum.ca/common/assets/release/en/media_advisory_feb23_2004.pdf

Ryan, J., Pollock, K. Antonelli, F. (2007, May). Teacher and administrator diversity in Canada: Leaky pipelines, bottlenecks and glass 
 ceilings. Paper presented at the Annual Conference of the Society for the Study of Education. Saskatoon, Saskatchewan.

Sanchez, J., Thornton, B., & Usinger, J. (2008). Promoting diversity in public education leadership. Retrieved May 5, 2009, from   

 http://cnx.org/content/m18745/1.2/ 

Service Ontario. (2008). INFO-GO. Retrieved May 5, 2009, from http://www.infogo.gov.on.ca/infogo.

Siemiatycki, M. (2008). Reputation and representation: Reaching for political inclusion in Toronto. In C.  Andrew, J. Biles, M.   

 Siemiatycki & E. Tolley (Eds.), Electing a Diverse Canada: The Representation of Immigrants, Minorities, and Women 

 (pp. 23-45). Vancouver, B.C.: University of British Columbia Press.

Siemiatycki, M., & Matheson, I. A. (2005). Suburban success: Immigrant and minority electoral gains in suburban Toronto.  

 Canadian Issues, Summer, 69-72. 

Siemiatycki, M. & Saloojee, A. (2002) Ethnoracial political representation in Toronto: Patterns and problems. Journal of 
 International Migration and Integration, 3(2), 241-273. 

Simard, C. (2000, March). Ethnic minority political representation in Montreal. Paper presented at the Fourth National Metropolis   

 Conference. Toronto, Ontario.

SpencerStuart. (2006). Fees for audit committee chairs of Canadian companies have doubled in past five years, 

 according to the 2005 Canadian Spencer Stuart Board Index. Retrieved May 5, 2009, from 

 http://www.spencerstuart.com/about/media/37/ 

Statistics Canada. (2009). A portrait of seniors in Canada. Statistics Canada Catalogue no. 89-519-XIE. 

Statistics Canada. (2008a). Canadian age characteristics. Retrieved May 5, 2009, from http://www12.statcan.ca/

 english/census06/data/profiles/community/Details/Page.cfm?Lang=E&Geo1=PR&Code1=01&Geo2=PR&

 Code2=01&Data=Count&SearchText=canada&SearchType=Begins&SearchPR=01&B1=All&Custom= 

Statistics Canada. (2008b). Community profiles. Retrieved May 5, 2009, from http://www12.statcan.ca/english/census06/ 

 data/profiles/community/index.cfm?Lang=E

Toronto City Summit Alliance. (2007). Making diversity count. Retrieved May 5, 2009, from http://www.torontoalliance.ca/

 summit_2007/pdf/Diversity_Backgrounder.pdf 

Toronto District School Board. (2009). Toronto District School Board annual report: 2007-2008. Retrieved May 5, 2009, from   

 http://www.tdsb.on.ca/wwwdocuments/about_us/director/docs/tdsb%20report%20web%20version%2017-23-39.pdf

University of Toronto. (2008) Employment Equity Report. Retrieved May 5, 2009, from http://www.hrandequity.utoronto.ca/

 equity.htm

Virtcom. (2006, August). Board Diversification and Shareholder Value. Paper presented at MED Week Conference, Washington, D.C. 

Voluntary Sector Initiative. (2009). A code of good practice on funding. Retrieved May 10, 2009 from http://www.vsiisbc.org/eng/  

 funding/pdf/codes_funding.pdf 

Walkup, C. (2003). Nooyi speaks on diversity, innovation at WFF luncheon. Retrieved August 20, 2008, from  

 http://findarticles.com/p/articles/mi_m3190/is_23_37/ai_103382813 

Wiersema, M. F., & Bantel, K. A. (1992). Top management team demography and corporate strategic change. Academy of  
 Management Journal, 35(1), 91-121.

Zeleza, P. T. (2009, March 4). “Obama, Africa, and African Americans.” Fourth Annual African Studies Association Presidential   

 Lecture, Center for African Studies at Rutgers University and the African Studies Association. Rutgers University,  

 New Jersey.



38DiverseCity Counts | A Snapshot of Diversity in the Greater Toronto Area

APPENDIX 1: VISIBLE MINORITIES IN THE GTA, 2006
 

Visible Minority  
Population (2006)

Total Population (2006) % Visible Minority

City of Toronto (Total) 1,162,630 2,476,651 47

Peel (Total) 576,665 1,154,070 50

Mississauga 326,425 665,655 49

Brampton 246,150 431,575 57

Caledon 4,090 56,840 7.2

York (Total) 329,955 887,345 37

Georgina 1,655 41,930 4

East Gwillimbury 725 20,685 3.5

Whitchurch-Stouffville 1,775 24,100 7.4

Markham 170,535 260,760 65.4

Richmond Hill 73,885 161,695 45.7

Vaughan 63,200 238,005 26.6

Aurora 6,165 47,035 13.1

King City 895 19,425 4.6

Newmarket 11,120 73,370 15.2

Halton (Total) 57,360 435,400 13

Halton Hills 2,235 55,020 4.1

Milton 9,115 53,405 17.1

Oakville 30,315 164,485 18.4

Burlington 15,690 162,480 9.7

Durham (Total) 93,420 557,330 17

Pickering 26,685 87,360 30.6

Ajax 32,005 89,835 35.6

Whitby 18,730 110,455 17

Oshawa 11,370 140,240 8.1

Scugog 395 21,155 1.9

Brock 190 11,760 1.6

Uxbridge 445 19,075 2.3

Clarington 3,600 77,370 4.7

Total GTA 2,220,030 5,509,796 40

Source:  Statistics Canada. (2008b). Community Profiles. Retrieved on August 7, 2008, from: 

 http://www12.statcan.ca/english/census06/data/profiles/community/index.cfm?Lang=E 
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FIGURE 1: PERCENTAGE OF VISIBLE MINORITIES IS THE GREATER TORONTO AREA

Source:  City of Toronto. (2008). Release of the 2006 Census on Ethnic Origin and Visible Minorities. Retrieved 

 August 7, 2008, from: http://www.toronto.ca/demographics/pdf/2006_ethnic_origin_visible_minorities 

 backgrounder.pdf 
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APPENDIX 2: LARGEST FOR-PROFIT (NON-CROWN) CORPORATIONS IN THE 
GREATER TORONTO AREA

Name of Organization
2007  

Revenue ($) 
(‘000)

Boards of 
Directors 

Information

Senior 
Executive 

Information

Under 
50% 

collected  
**

1 Royal Bank of Canada, Toronto (Oc07) 41,307,000 X X

2 Manulife Financial Corp., Toronto 35,533,000 X X

3 George Weston Ltd., Toronto 32,815,000 X

4 General Motors of Canada Ltd., Oshawa 31,675,000 X

5 Magna International Inc., Aurora 27,995,958 X

6 The Toronto-Dominion Bank, Toronto (Oc07) 25,209,000 X X

7 Onex Corp., Toronto 23,433,000 X X

8 Canadian Imperial Bank of Commerce, Toronto (Oc07) 23,289,000 X X

9 Sun Life Financial Inc., Toronto 21,188,000 X

10 Walmart Canada Corp., Mississauga (Ja08) 15,500,000 X

11 Honda Canada Inc., Toronto (Mr07) 12,500,000 X

12 Nortel Networks Corp., Toronto 11,758,152 X X

13 Rogers Communications Inc., Toronto 10,123,000 X X

14 Ford Motor Co. of Canada Ltd., Oakville 10,055,862 X

15 Brookfield Asset Management Inc., Toronto 10,034,382 X X

16 Canadian Tire Corp. Ltd., Toronto 8,621,400 X X

17 Direct Energy Marketing Ltd., Toronto 8,620,625 X X

18 Shoppers Drug Mart Corp., Toronto 8,478,382 X

19 Fairfax Financial Holdings Ltd., Toronto 7,570,841 X

20 Barrick Gold Corp., Toronto 6,800,568 X X

21 Sears Canada Inc., Toronto (Fe08) 6,326,400 X X

22 Gerdau Ameristeel Corp., Whitby 6,236,281 X X

23 Home Depot Canada, Toronto (Ja07) 6,040,000 X

24 Toyota Canada Inc., Toronto 5,731,570 0%

25 Maple Leaf Foods Inc., Toronto 5,209,640 X X

26 IBM Canada Ltd., Markham 5,100,000 X

27 ING Canada Inc., Toronto 4,439,900 X X

28 Hewlett-Packard (Canada) Co., Mississauga (Oc07) 3,541,883 X

29 Aviva Canada Inc., Toronto 3,488,870 X

30 General Motors Acceptance Corp. of Canada Ltd., Toronto 3,131,384 X X

31 Sysco Food Services of Canada Inc., Toronto 3,114,289 0%

32 The Business Depot Ltd., Richmond Hill 2,655,368 0%

33 Russel Metals Inc., Mississauga 2,559,200 X X

34 Mitsui & Co. (Canada) Ltd., Toronto (Mr07) 2,430,626 0%

35 GlaxoSmithKline Inc., Mississauga 2,343,755 X X

36 Siemens (Canada), Mississauga (Se07) 2,300,000 X

37 Nissan Canada Inc., Mississauga (Mr07) 2,245,940 X

38 Kingsway Financial Services Inc., Mississauga 2,186,325 X

39 E-L Financial Corp. Ltd., Toronto 2,162,946 6%

40 Cinram International Income Fund, Toronto 2,149,169 X
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41 PepsiCo (Canada), Mississauga 2,106,114 X

42 Parmalat Canada Ltd., Toronto 2,100,000 0%

43 Molson Canada 2005, Toronto 2,054,750 0%

44 Martinrea International Inc., Vaughan 2,002,461 25%

45 Cott Corp., Mississauga 1,907,853 X

46 Tim Hortons Inc., Oakville 1,895,850 X X

47 Extendicare REIT, Markham 1,804,449 25%

48 State Farm Group, Aurora 1,684,359 0%

49 CI Financial Income Fund, Toronto 1,654,907 X

50 Royal & SunAlliance Canada, Toronto 1,615,986 X

51 Coca-Cola Bottling Co., Toronto 1,577,706 0%

52 FirstService Corp., Toronto (Mr07) 1,547,322 X X

53 Torstar Corp., Toronto 1,546,537 X

54 Energy Savings Income Fund, Toronto (Mr07) 1,532,317 X X

55 Unilever Canada Inc., Toronto 1,519,822 X

56 Microsoft Canada Co., Mississauga (Jn07) 1,515,449 X

57 Johnson Controls Ltd., Markham (Se06) 1,511,000 X X

58 Aecon Group Inc., Toronto 1,492,747 X X

59 Cadillac Fairview Corp., Toronto (Oc07) 1,447,000 X X

60 Dundee Corp., Toronto 1,404,345 X X

61 Oxford Properties Group Inc., Toronto 1,370,000 X

62 Mercedes-Benz Canada Inc., Toronto 1,362,872 0%

63 Wolseley Holdings Canada Inc., Burlington (Jl07) 1,356,892 X

64 Hyundai Auto Canada Corp., Markham (De06) 1,355,000 0%

65 Sherritt International Corp., Toronto 1,340,400 X

66 MDS Inc., Mississauga (Oc07) 1,331,000 X X

67 Deloitte & Touche LLP, Toronto (Jl07) 1,328,000 0%

68 IKEA Canada, Burlington (Au07) 1,300,000 0%

69 LionOre Mining International Ltd., Toronto (De06) 1,267,634 0%

70 AstraZeneca Canada Inc., Mississauga 1,229,730 0%

71 Sony of Canada Ltd., Toronto (Mr08) 1,228,000 0%

72 The Pepsi Bottling Group (Canada) Co., Mississauga 1,207,650 X

73 Wajax Income Fund, Mississauga 1,192,267 0%

74 Norbord Inc., Toronto 1,185,696 X X

75 ING Bank of Canada, Toronto 1,184,160 0%

76 Sony of Canada Ltd., Toronto (Mr08) 1,228,000 0%

77 The Pepsi Bottling Group (Canada) Co., Mississauga 1,207,650 X

78 Wajax Income Fund, Mississauga 1,192,267 0%

79 Norbord Inc., Toronto 1,185,696 X X

80 ING Bank of Canada, Toronto 1,184,160 0%

81 Alliance Atlantis Communications Inc., Toronto (De06) 1,175,400 0%

82 Kinross Gold Corp., Toronto 1,173,882 X X

83 Compass Group Canada Ltd., Mississauga (Au07) 1,153,000 45%

84 CCL Industries Inc., Willowdale 1,144,260

85 Apple Canada Inc., Markham (Se07) 1,130,100 0%

86 Inmet Mining Corp., Toronto 1,103,698 X X
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87 Hatch Ltd., Mississauga (Se07) 1,103,038 25%

88 Apotex Inc., Toronto 1,100,000 0%

89 Amex Bank of Canada, Markham 1,095,842 0%

90 Cisco Systems Canada Co., Toronto (Jl07) 1,080,981 0%

91 KPMG LLP, Toronto (Se07) 1,074,197 X

92 Gap Canada Inc., Toronto (Fe07) 1,067,840 0%

93 ShawCor Ltd., Toronto 1,048,099 0%

94 Bird Construction Income Fund, Toronto 1,036,288 X

95 E.I. du Pont Canada Co., Mississauga 1,034,262 X

96 PricewaterhouseCoopers LLP, Toronto 1,031,800 0%

97 Noranda Income Fund, Toronto 1,000,913

98 LG Electronics Canada, Mississauga 1,000,000 0%

99 BASF Canada, Mississauga 988,808 0%

100 Connors Bros. Income Fund, Markham 984,166 0%

101 Thompson Creek Metals Co. Inc., Toronto 982,067 5%

102 Oppenheimer Holdings Inc., Toronto 982,062 0%

103 Iamgold Corp. 953,800 X X

104 BFI Canada Income Fund, Toronto 917,357 X X

105 Bayer Inc., Toronto 916,921 0%

106 Electrolux Canada Corp., Mississauga 921,486 0%

107 Biovail Corp., Mississauga, Ont. 905,186 0%

108 Samuel Manu-Tech Inc., Toronto 899,866 X

109 Kia Canada Inc., Mississauga 897,461 0%

110 Golder Associates Corp., Mississauga 880,680 0%

111 Indigo Books & Music Inc., Toronto (Mr07) 875,043 17%

112 Coventree Inc., Toronto (Se07) 866,807 0%

113 The Boiler Inspection and Insurance Co. of Canada, Toronto 858,287 X

114 MI Developments Inc., Aurora 853,391 13%

115 Ernst & Young LLP, Toronto (Jn07) 839,000 X

116 Softchoice Corp., Toronto 834,586 X

117 Canon Canada Inc., Mississauga 828,384 0%

118 Toshiba of Canada Ltd., Markham (Mr07) 803,000 0%

119 Yamana Gold Inc., Toronto 802,375 X

120 HSBC Financial Corp. Ltd., Toronto 799,742 44%

121 AGF Management Ltd., Toronto (No07) 780,320 X X

122 The Independent Order of Foresters, Toronto 778,162 X

123 Vitrau Corp., Toronto 775,001 X X

124 Motorola Canada Ltd., Markham 774,180 0%

125 Fraser Papers Inc., Toronto 767,587 X

126 Sino-Forest Corp., Mississauga 766,692 X X

127 PPG Canada, Toronto (Dec07) 753,849 X

128 Patheon Inc., Mississauga 736,616 X X

Total Companies 55 54

Source:  Financial Post Magazine. (2009). Financial Post 500. Retrieved May 2, 2009, from: http://www.financialpost.com/

 magazine/fp500/list.html?page=1 

Note:  We excluded companies for which no information was available or for which there was information on less than 50% of 

 the senior executives or directors.
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APPENDIX 3: INFORMATION COLLECTED FROM 20 OF THE LARGEST VOLUNTARY 
SECTOR ORGANIZATIONS IN THE GREATER TORONTO AREA

Name
2007-2008 
Revenue ($)

Information 
on Boards of 

Directors

Information 
on Senior 
Executives

Under 50% 
Identified

1 World Vision Canada 381,831,725 X X

2 Children’s Aid Society of Toronto 166,819,000 44%

3 The Nature Conservancy of Canada 160,691,211 X X

4 The Salvation Army Territorial Headquarters 155,783,636 X

5 Hospital for Sick Children Foundation 155,170,091 X X

6 United Way of Greater Toronto 135,249,262 X X

7 Heart and Stroke Foundation of Ontario 135,018,528 X X

8 Princess Margaret Hospital Foundation 132,119,243 X X

9 YMCA of Greater Toronto 125,841,256 X

10 The Canadian National Institute for the Blind (Ontario) 119,378,994 X

11 Funds For Canada Foundation 109,232,477 0%

12 Escarpment Biosphere Foundation 104,629,722 0%

13 Plan International Canada 94,259,262 X

14 Rehabilitation Foundation for the Disabled 86,653,516 0%

15 Canadian Diabetes Association 78,003,511 X

16 National Cancer Institute of Canada 66,561,596 0%

17 United Jewish Welfare Fund of Toronto 66,132,473 Ethno-cultural

18 Canadian Cancer Society 59,630,228 X X

19 United Israel Appeal of Canada 59,288,552 Ethno-cultural

20 UNICEF Canada 59,267,950 X X

21 Community Living Toronto 58,450,292 X

22 United Jewish Appeal of Metropolitan Toronto 57,942,073 Ethno-cultural

23 Canadian Breast Cancer Foundation 52,973,959 36%

24 Toronto General & Western Hospital Foundation 46,620,598 X X

25 The ROM Foundation 41,370,504 0%

26 Sunnybrook Health Sciences Centre Foundation 38,170,595 X

27 Mount Sinai Hospital Foundation of Toronto 36,822,481 X X

28 St. Michael's Hospital Foundation 35,455,167 0%

29 Li Ka Shing (Canada) Foundation 34,823,985 0%

30 Strategic Charitable Giving Foundation 34,400,534 0%

31 Canadian Hearing Society 32,200,344 0%

32 Multiple Sclerosis Society of Canada 30,480,416 30%

33 MaRS Discovery District 29,365,234 X X

34 Goodwill Industries of Toronto 29,063,820 X

35 York University Foundation 28,078,077 X X

Source: Charitable organizations and foundations were selected based on revenue reported to the Canada Revenue Agency (http://www.cra-arc.
gc.ca/tx/chrts/menu-eng.html). Charities which were ethno-cultural were excluded as were religious organizations, hospitals, universities and other 
publicly funded institutions. To avoid double counting, institutions which are charities but do not have separate governance and structures, such 
as the University of Toronto Board of Governors and Ryerson University, are included as educational institutions rather than as foundations. The 
Ontario Trillium Foundation, which is a provincial agency, is included in the discussion of agencies, boards, and commissions. The list, however, 
does include foundations which are associated with, but are separate from, hospitals and educational institutions. For example, the York University 
Foundation has a separate structure and governance from the University and was thus included. We excluded charities and foundations for which 
no information was available or for which there was information on less than 50% of the senior executives or board of directors.
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APPENDIX 4: PROVINCIAL AGENCIES, BOARDS, AND COMMISSIONS

Ontario Agencies, Boards, and Commissions
2008 Revenue  

($ millions)

Under 50% 

Identified

1 Ontario Pension Board 16,315  

2 Ontario Lottery and Gaming Corp. (OLG) 6,219  

3 Ontario Power Generation Inc (2007) 5,660  

4 Hydro One 4,655  

5 Liquor Control Board of Ontario 4,133  

6 Ontario Electricity Financial Corporation 4,058  

7 Toronto Central Local Health Integration Network 3,907  

8 The Workplace Safety and Insurance Board 3,313  

9 Hamilton Niagara Haldimand Brant Local Health Integration Network 2,286 Non-GTA

10 Central Local Health Integration Network 1,497 0%

11 Mississauga Halton Local Health Integration Network 1,025  

12 Cancer Care Ontario 638  

13 Legal Aid Ontario 362  

14 Toronto Area Transit Operating Authority (2007) 361 0%

15 GoTransit 296.8  

16 The Public Guardian and Trustee 195 0%

17 Smart System for Health Agency 171 0%

18 Ontario Infrastructure Projects Corporation (Infrastructure Ontario) 163  

19 Ontario Northland Transportation Commission 140 Non-GTA

20 Independent Electricity System Operator (IESO)(2007) 133.7  

21 ORNGE 129 0%

22 Ontario Clean Water Agency (2007) 122  

23 Ontario Mortgage and Housing Corporation 117 0%

24 Ontario Trillium Foundation 112  

25 Ontario Securities Commission 78  

26 Ontario Tourism Marketing Partnership 77.8 0%

27 The Niagara Parks Commission (2007) 77.5 0%

28 Toronto Waterfront Revitalization Corporation 75.6  

29 Financial Services Commission of Ontario 75 0%

30 Northern Ontario Heritage Fund 72.7 Non-GTA

31 Royal Ontario Museum 70  

32 The Ontario Educational Communications Authority 64.2  

33 Ontario Realty Corporation 60  

34 Ontario Power Authority (2007) 56.6  

35 Metropolitan Toronto Convention Center Corporation 54  

36 Ontario Energy Board 32  

37 Education Quality and Accountability Office 31.7  

38 Deposit Insurance Corporation of Ontario (2007) 22.9  

Source:  Ontario Ministry of Finance. (2008). Public Accounts of Ontario 2007-2008: Financial Statements of Crown   
 Corporations Boards, and Commissions (Vol.2), Toronto, ON: Queen’s Printer for Ontario. 

Note:  Agencies, boards and commissions for which no information was available or for which there was information 

 on less than 50% of the senior executives or directors were excluded. 
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The Greater Toronto Area is the most ethnically and racially diverse region in Canada yet there 
is a striking lack of diversity at the top of our corporate, public and nonprofit organizations.  

This is a missed opportunity.

Over three years we will work to build a more prosperous region by changing the face of 
leadership through eight practical and measurable initiatives.

     We will:
STrenGThen Our 

inSTiTuTiOnS

expAnd Our 
neTWOrkS

AdvAnCe Our 
knOWledGe

TrACk Our  
prOGreSS

diverseCity onBoard matches highly qualified candidates from racially and ethnically 
diverse communities with governance positions in agencies, boards, commissions and 
nonprofit organizations across the GTA.

diverseCity School4Civics is a nine-month training and mentoring program that equips 
leaders to run for elected office or manage campaigns.

diverseCity voices is an online rolodex of diverse voices connecting qualified speakers 
and the media in an effort to enrich the content of our newspapers, magazines, radio 
and television.

diverseCity nexus is a salon-style speakers’ series designed to bridge leadership 
connections between established and rising corporate leaders.

diverseCity Fellows catalyzes the next generation of city builders through seminars, 
networking and action-based projects. 

diverseCity Advantage builds the body of knowledge on the economic and social 
benefits of diversity in leadership.

diverseCity perspectives delivers facilitated dialogues exploring what diversity means  
to us and how we can take full advantage of everything it has to offer.

diverseCity Counts is an annual report on the GTA’s progress toward building a more 
diverse leadership. It is produced by Ryerson University’s Diversity Institute.

For more on 
DiverseCity: 

The Greater Toronto 
Leadership Project go to: 
diversecitytoronto.ca

diverSeCiTy: The GreATer TOrOnTO leAderShip prOjeCT  
iS An iniTiATive OF MAyTree And The TOrOnTO CiTy SuMMiT AlliAnCe.

Maytree is a private foundation 
that promotes equity and 
prosperity through leadership 
building.

The Toronto City Summit Alliance 
is a multi-sector leadership 
coalition working to address the 
Toronto region’s challenges.

diverseCity: The Greater Toronto 
leadership project is funded in 
part by the government of 
Ontario.

Toronto City Summit Alliance


