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e Abstract 
This project attempts to identify the link between diversity, inclusiveness, productivity and innovation, 
especially in regard to the mandate of the Competition Bureau. Information was gathered by reviewing 

academic literature, consulting public and private sector organizations and conducting interviews with 

diversity leaders. The report concludes that by embracing diversity and inclusiveness, the Competition 

Bureau can better leverage its human capital, resulting in organizational efficiencies through greater 

productivity and innovation. 

• 

e 

Introduction 
The Competition Bureau's (the Bureau) legislated mandate is to help the Canadian marketplace be more 

competitive and innovative for the benefit of Canadian businesses and consumers. 1  

It delivers on this mandate in two primary ways: 

• Competition enforcement: As an independent law enforcement agency, the Bureau does not 
hesitate to take appropriate action when it uncovers evidence of contravention of the legislation 
it administers. 

• Competition promotion: The Bureau promotes competition-enhancing policies and practices by 
advocating before all levels of governments, promoting compliance in the private sector, 
engaging with domestic and international partners and conducting outreach with key 
stakeholders (i.e., consumer groups, the business community, the legal community and the 
Canadian public). 

The vision for the Bureau is to be among the leading competition agencies in the world; one that is 

open, transparent, collaborative and effective; one that vigorously enforces the law, promoting 

competition to support ongoing economic development and provide Canadians with the benefits of a 

competitive and innovative marketplace. In working to achieve this vision and to act on its commitments 

for 2015-2018 as laid out by the Commissioner of Competition in the Strategic Plan, the organization is 

focussing on achieving a culture of excellence founded on openness, collaboration and engagement, in 

order to secure tangible results. 2  

The Bureau's vision and strategic plan support and contribute to departmental and government-wide 

efforts to improve the management of government and the delivery of services. The Government of 

1 The Bureau administers and enforces the Competition Act, including provisions enacted by Canada's Anti-Spam 
Legislation (CASL), as well as the Consumer Packaging and Labelling Act (except as it relates to food), the Precious 
Metals Marking Act and the Textile Labelling Act. 
2 http://www.connpetitionbureau.gc.ca/eicisite/cb-bc.nsf/vwapj/cb-strategic-vison-2015-e.pdf/$FILE/cb-strategic -
vison-2015-e.pdf 
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• Canada has consistently emphasized the improvement of the public service as a national goal for the 

country. 

The introductory message for Destination 20203  from the Clerk of the Privy Council underlined this 

ambition, stating: 

"Public Service excellence, driven by constant improvement and innovation, helps fuel 

productivity. A professional, well-trained and well-managed Public Service provides a 
competitive advantage for Canada." 4  

However, in the face of fiscal restraint and greater demand on resources, public service organizations 

are recognizing the need to be more innovative and productive in order to successfully deliver on their 

mandates and achieve the goals set out in Destination 2020. 

The preamble to the Public Service Employment Act5  sets forth the principles regarding employment in 

the public service: 

Canada will continue to benefit from a public service that is based on merit and non-partisanship 
and in which these values are independently safeguarded; 

Canada will also continue to gain from a public service that strives for excellence, that is 

representative of Canada's diversity and that is able to serve the public with integrity and in their 
official language of choice; 

the public service, whose members are drawn from across the country, reflects a myriad of 
backgrounds, skills and professions that are a unique resource for Canada; 6  

With the expectation of providing better service to Canadians with fewer resources, government 
organizations are increasingly being asked to embrace change. The new government environment 
values innovation, agility,  and productivity, with the dual goals of improved service and greater resource 
efficiency. 

With this imperative in mind, organizations such as the Bureau, require a deeper understanding of 
organizational enhancements that will allow them to become a more efficient organization. In this 
paper, members of the research sub-committee of the Bureau's Diversity and Inclusiveness Working 
Group (the "D&.I Research Sub-Committee" or the "Sub-Committee") seek to further explore how 

3  For more information about Destination 2020 see the report at the following address: 
http://www.clerk.gc.ca/local_grfx/d2020/Destination2020-eng.pdf  
4 http://www.clerk.gc.ca/eng/feature.asp?pageld=378  
s  Public Service Employment Act (http://laws-lois.justice.gc.ca/endacts/P-33.01/FullText.html)  
6  lbid 



e improving diversity and inclusiveness ("D&I") can drive increased productivity and innovation. The goal 
of the Sub-Committee is to answer the following two questions: 

1. What is the link between D&I and an organization's innovation and productivity? 
2. Would embracing D&I help the Bureau more efficiently deliver on its priorities and obligations? 

The Sub-Committee found that when leaders foster D&I within their organization, they can tap into the 
full potential of their organization's human capital. By better leveraging the unique skills and viewpoints 
of employees, these leaders are creating more productive, innovative, and effective organizations. 
Specifically, D&I make organizations more productive and innovative by enhancing problem solving, 
reducing costs, increasing employee engagement and fostering creativity. For the Bureau, embracing 
D&I as an organizational priority will allow it to better utilize the talent it already has and attract new 
talent to more efficiently fulfil its enforcement and advocacy mandate. 

Concepts and Definitions 
In order to understand the link between innovation, productivity and D&I, it is important to know what 
these terms mean in the context of the Bureau's mandate and operations. 

Human Capital 
According to the World Bank,' human capital is "people's innate abilities and talents plus their 
knowledge, skills, and experience that make them economically productive". When managed properly, 
workforce diversity can enhance the human capital within an organization. As explained below, human 
capital constitutes one of the main channels through which organizations (including the Bureau) can 
influence innovation and productivity. 

Productivity 
At the macro level, productivity is a key source of economic growth and competitiveness, and a measure 
of how efficiently inputs, such as labour, are being used in an economy to produce a given level of 
output. According to Paul Krugman (1994), "productivity isn't everything, but in the long run it is almost 
everything. A country's ability to improve its standard of living over time depends almost entirely on its 
ability to raise its output per worker". 

At the micro level, improving output per worker is important for achieving organizational efficiency. This 
paper will show that managers can enhance labour productivity by implementing policies that foster 
D&I. For the Bureau, these productivity enhancements mean that employees can complete tasks faster, 
with fewer resources, greater accuracy, and higher quality. 

7  http://www.worldbank.org/depweb/english/beyond/global/glossary.html  
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• Innovation 
The OECD 8  defines innovation as "the implementation of a new or significantly improved product (good 

or service), or process, a new marketing method, or a new organisational method in business practices, 
workplace organisation or external relations". Innovation is spurred by the ideas and initiative of people 
(i.e. human capital). Since greater diversity of ideas and experiences enhances human capital, and 
human capital is the wellspring of innovation, by improving the level of diversity within the work force, 
management can spur innovation. For the Bureau, innovation means improving how tasks are 
performed as well as the creative application of knowledge to enhance organizational effectiveness and 

complex problem solving. 

Diversity  
The definition and conception of diversity in the workplace has evolved significantly over the past few 
decades. Modern workplace diversity practitioners now view diversity in a more holistic manner than in 
the past. The modern view of diversity is more useful for organizations because it provides the basis for 
organizations to better capitalize on the unique abilities of all individuals to drive innovation and 
productivity. 

Traditionally, organizations have thought of diversity as physical differences between individuals. The 

Treasury Board of Canada Secretariat distinguishes four Employment Equity designated groups which 
are based on the physical characteristics of individuals: women, aboriginal peoples, persons with 
disabilities and members of visible minorities. 9  The Sub-Committee has found through its research that 
relying solely on the traditional conception of diversity limits an organization's ability to innovate. 

Although the physical differences between individuals are ways to measure diversity, it misses the most 
important measure of a human being — how they think. The new diversity literature links "diversity of 
thought" in an organization to greater productivity and innovation. Diversity of thought is enhanced 
when an organization is made up of individuals with different life experiences. Therefore, a more 
diverse group, where diversity is understood as diversity of thought, is better positioned to "think 
outside of the box" and in doing so, tackle difficult problems with greater creativity due to the group's 
varied experiences. 

Sylvia Ann Hewlett and Melinda Marshall have developed the 2-D diversity model that is commonly used 
in diversity literature. The model describes diversity as having two aspects: inherent and acquired 
diversity. "Inherent diversity involves traits you are born with, such as gender, ethnicity, and sexual 
orientation. Acquired diversity involves traits you gain from experience such as working in another 

8 OECD Glossary of Statistical Terms; available at http://stats.oecd.org/glossary/detail.asp?ID=6865  
9  http://WWW.tbS -SCt.gC.CalChrO -dPrhiee -eng.aSP  
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country or working in another organization. When managed correctly, the overall workforce diversity is 
something to leverage with a view to enhancing organizational efficiency." 1°  

InclusIveness 
Inclusiveness is a quality of an organization's culture. Deloitte describes inclusiveness as "the extent to 
which individuals feel valued and included by an organisation". 11 In the same vein, CEB Corporate 

Leadership Council defines inclusiveness as "the achievement of a work environment, in which all 

individuals are treated fairly and respectfully, have equal access to opportunities and resources and can 

contribute fully to the organization's success". 12  

Inclusiveness is an essential ingredient for any effective diversity initiative. Deloitte l3  posits the 
relationship between diversity and inclusiveness in the following way: 

Diversity -I- Inclusiveness = Improved Business Outcomes 

Organizations cannot fully benefit from the productivity and innovation potential of a diverse workforce 

without having a culture that practices inclusiveness at all levels. In an inclusive environment, 
employees are more engaged and have more opportunities to contribute their skills and talents. 
Inclusiveness is also what fosters employee buy-in. 

Miller and Katz, leading scholars in the realm of workplace diversity explain that an inclusive 

environment allows "people [to] bring far more of themselves to their jobs because they are required to 

suppress far less"4. Deloitte also states that an inclusive workplace culture makes "individuals feel 
authentic and valued, and able to bring the full spectrum of their capabilities and energy to the table. 

This is achieved through inclusive leadership, namely by ensuring all employees have the opportunity to 

fulfil their individual and combined potential." 15  

1 0  https://hbr.org/2013/12/how-diversity-can-drive-innovation  
11 "Only skin deep? Re-examining the business case for diversity", Deloitte Human Capital Australia, September, 
2011 

CEB Corporate Leadership Counsel, "Creating Competitive Advantage Through Workforce Diversity" 
13  "Only skin deep? Re-examining the business case for diversity", Deloitte Human Capital Australia, September, 
2011 
14  Miller, F.A. & Katz, J.H. (2002) The Inclusion Breakthrough Berrett-Koehler Publishers, CA USA, cited in Only skin 
deep? Re-examining the business case for diversity", Deloitte Human Capital Australia, September, 201 
15  "Only skin deep? Re-examining the business case for diversity", Deloitte Human Capital Australia, September, 
2011 
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• Summary 
In the previous section, the Sub-Committee outlined the key elements of the D&I theory. Human capital 

is the potential within a workforce to be productive and innovative, and is the sum of the knowledge, 

skills, and the aptitude for creativity found within a workforce. Diversity is a characteristic of a 
workforce. All other things being equal, it is critical to have a workforce that is rich in both inherited and 

acquired diversity in order to drive productivity and innovation. Inclusiveness is a quality reflective of 

organizational culture. Without inclusiveness, an organization cannot fully use its human capital because 

employees are unable to productively engage with others in the organization. 

As discussed in more detail below, in order to contribute to the quality of human capital and over and 

above the principle of merits, D&I should mean more than just an accepted mosaic of differences based 

on skin color, ethnicity, gender, languages and other external or obvious considerations. 

Benefits of D&I 
Diversity & inclusiveness constitute two powerful forces to optimize human capital. By encouraging 

inclusiveness, the Bureau can best fulfill its broader mandate of ensuring that Canadian businesses and 

consumers prosper in a competitive and innovative marketplace. 

Macro Level - Explaining the Link between Human Capital, Innovation, and 
Economic Competitiveness 

Link between Human Capital and Innovation/Industrial Productivity 
The idea that human capital (diverse and inclusive) generates innovation and productivity, finds its 
theoretical foundation in the endogenous growth theories of economics (Crossman & Helpman, 1992; 16 

 Solow, 1956; Mankiw et al, 1992 17; and Romer, Aghion and Howitt, 1992 18). 

Theoretically, innovation is the key driver of the long term growth through improved productivity. 
Importantly, the continuous investment in human capital (Lucas, 1988) 19  is the inexhaustible source of 
innovation. 

'6 http://www.nber.org/papers/w4527.pdf  
17  Mankiw, N. Gregory, Romer, David, and Weil, David N., "A Contribution to the Empirics of Economic Growth," 
Quarterly Journal of Economics, May 1992, 107:2, 407-438. 
18  Romer, Paul M., 'Human Capital and Growth: Theory and Evidence," Working Paper No. 3173, NBER, 1989b. 
Romer, Paul M., "Endogenous Technological Change,' Journal of Political Economy, October 1990 (Part 2), 98:5, 
571-S102. 
18  Lucas, Robert E., Jr., "On the Mechanics of Economic Development," Journal of Monetary Economics, July 1988, 
.22:1, 3-42. 

• 

8 • 



• This explains why the quality of human capital and the effective management and promotion of diverse 
and inclusive workforces are now in the forefront of policy priorities for many leading firms, 
organizations and governments. Based on a survey of 321 executives at large global enterprises ($500 
million-plus in annual revenues), Forbes Insight (2011) found that: 

As innovation becomes more of a key differentiator for the world's largest companies, 

these organizations increasingly see having a diverse and inclusive workforce as critical to 

driving the creation and execution of new products, services, and business processes. For 
executives in charge of diversity and inclusion, this is paramount to building the business 
case for their efforts. z°  

Therefore, human capital, sourced from a diverse and inclusive workforce, is the main transmission belt 
linking competition, innovation and productivity in the broader global economy. 

Link between Innovation, Productivity and Competition 
It follows that organizations exposed to more competitive environments tend to be the most innovative. 

In the reverse sense, organizations need to innovate to remain competitive. Therefore, competition and 
innovation have bidirectional impact on each other. 

According to OECD21 , 

Competition is viewed as an important process by which firms are forced to become 
efficient and offer greater choice of products and services at lower prices. It gives rise to 

increased consumer welfare and allocative efficiency. It includes the concept of "dynamic 

efficiency" by which firms engage in innovation and foster technological change and 
progress. 

As discussed above, there is a multidirectional triangle formed by (i) competition; (ii) innovation; and (iii) 

productivity (economic growth). In fulfilling its mandate effectively and by optimizing the use and 
management of its workforce, the Bureau (and more broadly, Innovation, Science and Economic 

Development Canada ("ISED")) directly contributes to both competition and innovation in the Canadian 

economy. This, in turn, fulfills the Bureau's mandate to foster competition in Canadian marketplaces. 

In fulfilling its core mandate, the Bureau significantly contributes to creating and maintaining 
competitive marketplaces and industries, thereby ensuring that Canadian industries remain innovative 
and competitive. The intensity of market competition, to which the Bureau contributes, is a key driver of 

innovation. 

2°  http://images.forbes.com/forbesinsights/StudyPDFs/Innovation_Through_Diversity.pdf "Glossary of Statistical 
Terms; available at http://stats.oecd.org/glossary/detail.asp?ID=3163  

https://stats.oecd.org/glossary/detail.asp?ID=3163  
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• To Fulfill its Mandate, the Bureau must become more Productive by Investing in its Human 
Capital 
In order for the Bureau to become more productive, it should invest in human capital, just as the private 

sector has done to realize productivity gains. It is expected that the greater the level of D&I at the 

Bureau, the larger the increases in human capital. 

In the same vein, the Destination 2020 report emphasizes the strategic importance of public service 

excellence, driven by constant improvement and innovation to help to improve productivity. As the Sub-

Committee's model demonstrates, D&I are key to achieving the goals of Destination 2020. 
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Micro Level — Explaining the Link between MI, Human Capital and Organizational 
Productivity 
Much research has been done on how D&I enhance productivity and innovation at an organizational 

level. Classic case studies, such as those produced by NASA 22  show that in any organization, for-profit or 
otherwise, D&I are keys to being effective and relevant to stakeholders. D&I can enhance an 
organization's performance by improving performance of several key aspects of an organization. The 
Sub-Committee has outlined these aspects in the following sections. 

22  Human Resource Management, Summer 2008, Vol. 47, No. 2, Pp. 389-399 
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D&I Initiatives Decreases Costs 
Organizations that are not as successful at managing diverse and inclusive workforces will face increased 

costs as a result of absenteeism, turnover, grievances and a lack of employee engagement. 23  Research 

demonstrates that all employees benefit from a positive diversity climate as this was found to increase 

attachment and satisfaction and lower turnover amongst all demographic groups of employees. 24 A 

2012 Deloitte study found that an inclusive work environment experienced increased worker retention 

and fewer missed work days. 25  Research also indicates that gender inclusive leadership also leads to 

increased social responsibility and lower incidences of unethical behaviour within organizations. 26  

Organizations that fail to make appropriate changes to more successfully use and keep employees from different 
backgrounds can expect to suffer a significant competitive disadvantage compared to those that do. Alternatively, 
organizations quick to create an environment where all personnel can thrive should gain a competitive cost 
advantage over nonresponsive or slowly responding companies. 27  

D&I Improves Resource Allocation 
Attracting and retaining high performing employees is an innovation and productivity issue. Canada is 
facing significant demographic challenges in increasing the productivity of its human capital as 
significant portions of the workforce are set to retire soon and the birth rate is lower than other 

developed nations. According to the Conference Board of Canada, focus should be placed on targeting 

underrepresented and/or growing segments of the workforce including: immigrants, women, persons 

with disabilities, and the aboriginal population. 28  As a particular group's share of the labour market 

grows, organizations will compete in the labour market to hire and retain workers from these groups. 

The companies that can best attract these employees will experience a higher performing workforce. 29  

D&I Assists in Better Understanding Stakeholders' Viewpoints 
The Bureau's stakeholders are becoming as diverse as the workforce. Fulfilling the mandate of the 

Bureau demands that the organization keeps pace by matching the diversity of Bureau workforce with 

the diversity of the public. Failure to do so may result in an organization that does not understand its 

own stakeholders or how to achieve the administration and enforcement of the Competition Act, 

Consumer Packaging and Labelling Act (except as it relates to food), the Precious Metals Marking Act 
and the Textile Labelling Act. Agencies with regulatory and law enforcement mandates achieve greater 

23  Why Diversity Matters, Catalyst Information Center, July 2013, Pages 6-10 
24  lbid, Page 7 
25  http://www.deloitte.com/assets/Dcom-
Australianocal%20Assets/Documents/Services/Consulting/Deloitte_Diversity_Inclusion_Report_V4_Nov_2012.pdf  
26  lbid, Page 8 
27  Managing Cultural Diversity, Cox & Blake, Page 47 
28  Canada's Demographic Crunch  I  The Canadian Chamber of Commerce, 
http://www.chamber.ca/download.aspx?t=0&pid=7683c861-e7e7-e211-aaf9-000c29c04ade  
29  Hard Wiring Diversity into Your Business, Boston Consulting Group, June 2011, Page 4 
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compliance when they are able to properly understand and communicate with the stakeholders that 

they are tasked with engaging. 

D&I Enhances Creativity 
The administration and enforcement of the Competition Act, Consumer Packaging and Labelling Act 
(except as it relates to food), the Precious Metals Marking Act and the Textile Labelling Act is an 
increasingly more complex task requiring greater creativity when resolving problems and conducting 

investigations. 30  Research demonstrates that a group of people with diverse individual expertise is 

better than a homogeneous group at solving complex non-routine problems. 31  The reason for this is, in 

part, because the individuals in the group possess different information but also because interacting 
with others that have different perspectives forces others to prepare better, anticipate alternative 
viewpoints and to expect that reaching an alternative view point will take effort. 32  

The study of innovation in organizations has revealed that the most innovative companies deliberately 
establish heterogeneous teams to "create a marketplace of ideas, recognizing that a multiplicity of 

points of view needs to be brought to bear on a problem". 33  Breaking away from homogenous teams 

also allows organizations to break "group think" or the tendency for homogeneous teams to be more 

concerned with maintaining unanimity than with considering all of the courses of action. Group think is 
especially dangerous in the investigative field as highly skilled teams have been found to selectively 
gather information and at times fail to consider alternative viewpoints. 34  Encouraging diverse 

perspectives has been found to increase creativity and break down "group think". 

D&I Enhances Problem Solving 
Diverse groups have a broader and richer base of experience from which to approach a problem. Thus, 

managing diversity also has the potential to improve problem solving and decision making. Attitudes, 
cognitive functioning, and beliefs are not randomly distributed in the population but tend to vary 
systematically with demographic variables such as age, race, and gender. 35  Thus, an expected 
consequence of increased cultural diversity in organizations is the presence of different perspectives for 
problem solving, decision making and creative tasks. 

30 http://www.competitionbureau.gc.ca/eic/site/cb-bc.nsflywapj/cb-strategic-vison-2015-e.pdf/SFILE/cb-strategic-
vison-2015-e.pdf  

http://cursos.campusvirtualsp.org/pluginfile.php/17603/mod_page/content/2/Mod2/medicieffect-_2_.pdf  
32  How Diversity Makes Us Smarter, Scientific Annerican, September 16, 2014, Katherine W. Phillips 

Ibid 
34  Criminal Investigative Failures, D.Kim Rossmo, 
http://www.justice.gov.sk.ca/milgaard/pubdocs/04262006/kinn%20rossmo/337674.pdf  
35 	. Robinson, G., Dechant, K. 1997. Building A Business Case for Diversity. Academy of 
Management Executive, 11(3): 21-30. 
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• D&I and Language 
Languages are the ways individuals communicate in the workplace and are also the tools that allows the 

Bureau to deliver its mandate to Canadians. A multilingual organization is able to communicate 
efficiently with those inside and outside of the organization. The sheer number of languages spoken by 

Bureau employees is a strong reflection of the Bureau's diverse workforce. Research has shown that 

organizations that harness linguistic diversity lead in productivity and innovation. 36  Enhanced language 
training and a more linguistically diverse employee base increases innovation through the sharing of 
insights and best practices in the workplace. 37  

Another interesting thing I've teamed over the years is that the language dilemma never goes away, because 
language is about people. It dictates and influences identity and professional competence and communication on a 
moment-to-moment and day-to-day basis. For as long as you have these identity and communication ties, 

especially when mediated through communication channels like email, there are going to be challenges. However, 

if you have people who are intelligent about language, know how to manage, and know how to think about it at all 

levels in an organization, it can become an amazing asset. 38  

Tsedal Neely - Associate Professor of Business Administration, Harvard Business School 

The Bureau and Official Languages 
In the federal public service, English-speaking and French-speaking Canadians, irrespective of ethnic 
origin or first language learned, have equal opportunity to obtain jobs for which they are qualified and 

an equal right to advancement in employment. 39  In 2014, Industry Canada's workforce equitably 

represented the two language groups at the different levels in each occupational category, taking into 

account the department's mandate, characteristics and clients and the location of its offices. 49  

57% of Canadians list English as their first language and 21% as French. 41  At the Bureau, 59% of 

employees claim English as their first official language and 41% claim French as their first official 

language:42  

36  https://hbr.org/2014/09/whats-your-language-strategy/ar/1  
37  http://resources.rosettastone.com/CDN/us/pdfs/Language-Means-Business.pdf  
38  http://www.forbes.com/sites/hbsworkingknowledge/2014/10/06/why-global-businesses-need-a-language-
strategy/  
33  The Canadian Charter of Rights and Freedoms is entrenched in the Constitution Act, 1982, thus guaranteeing 
Canadians the rights and freedoms it sets forth. The Charter's many sections define the fundamental freedoms 
(such as freedom of expression) and rights of Canadians, including several relating to official languages. The 
Charter specifically makes the institutions of Parliament and of the Government of Canada bilingual and confirms 
minority language educational rights. 
40  http://icweb.ic.gc.ca/eic/site/hr-rh.nsf/vwapj/OL_Handbook-Eng.pdf/Sfile/OL_Handbook-Eng.pdf  
41  http://www12.statcan.gc.ca/census-recensement/2011/dp-pd/tbt-tt/Rp-
eng.cfm?LANG=E&APATH=3&DETAIL=0&DIM=O&FL=A&FREE=O&GC=O&GID=O&GK=O&GRP=1&PID=103001&PRID=  
O&PTYPE=101955&S=O&SHOWALL=O&SUB=O&Temporal=2011&THEME=90&VID=O&VNAMEE=&VNAMEF= 
42  IC, HRB Workforce Profiles effective March 31, 2015 
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Moving Beyond Official Languages 
In order to best fulfil its mandate to all Canadians, the Bureau should take into consideration the nearly 

20% of Canadians whose mother tongue is different than English or French. In fact, a recent survey of 

language proficiency, Bureau employees are able to communicate in 20 different languages. 

Implementation, Challenges, and Overcoming Challenges 
A diverse workforce and an inclusive environment that supports diversity is expected to increase 

organizational productivity and innovation. Prioritizing diversity is not simply a question of fairness, but 

it is also a method to optimize the deployment of human resources which are the cornerstone of a 

knowledge-based organization like the Bureau. 

While the benefits of D&I are known, from a practical perspective, the implementation and continuous 

promotion of D&I initiatives still faces some barriers. Accordingly, Forbes Insight (2011) noted that 

"believing the rhetoric about the positive effect of diversity and inclusiveness and doing something 

about it are two different things. Leaders are now getting creative in the ways that they tap into 

diversity within their organisations". 43  

Through its research and interviews with several D&I leaders in the U.S. and Canadian governments" 
the Sub-Committee found that sustainable organizational change with respect to D&I has to be led by 

management. The Chief Diversity and Engagement Officer of McCarthy Tétault LLP, told the Sub-

Committee change towards a more diverse and inclusive workforce should be leadership-led not only 
leadership-supported. Leaders need to strongly encourage 'new' behaviours and sanction unacceptable 

'old' behaviours through their performance management process and ongoing dialogues. 45 

 Furthermore, the behaviours of senior leaders and managers influence employees' perceptions about 
whether an organisation is authentically committed to, values and leads D&I changes. 

Communicating the organization's mandate on D&I in all levels of an organization can be a huge 
challenge. The Vancouver Police Department (VPD), Diversity & Aboriginal Policing Section (DAPS) 
explained that one of VPD's largest barriers is getting the message of D&I to their already overburdened 
front line officers. Another challenge identified by VPD for large organizations, is creating a 
comprehensive learning strategy for employees at all levels. The tasks require plans to ensure that 

43  http://innages.forbes.com/forbesinsights/StudyPDFs/Innovation  Through_Diversity.pdf 
44 . Richard Parker, Deputy Associate Attorney General for Diversity Management for the United States Department 
of Justice; Maribeth Petrizzi, Chief in Litigation at the U.S. DOJ's antitrust division, and leader of the antitrust 
division's diversity team, and Ray Edwards, Director General at Agriculture Canada. 
45 Culture change (ADECCO New Zealand. Based on research conducted in conjunction with MIT and Harvard 
universities 
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• 	employees have an opportunity to develop their career, which may include establishing mentoring 

• 

programs to support D&I knowledge management and professional development. 46  

Organizations have developed several methods to overcome these barriers. The most important method 
is to set measurable, tangible goals, and monitor and evaluate these goals annually. 47  McCarthy 
Tétrault, and the VPD have employees undergo mandatory diversity training on conscious and 
unconscious bias. 

The Diversity Committee at McCarthy's also revamped the firm's current recruitment and advancement 
practices to not only ensure that the firm hires a diverse group of people, but also that they were 
recruiting people who valued diversity and who would contribute to creating an inclusive workplace. 
Many organizations, such as the United States Department of Justice—Antitrust Division (US DOA host 
speaking engagements for thought leaders in D&I, with the aim of educating and fostering buy-in from 
employees at all levels. The US DOJ has also made available to its employees many video materials on 
the benefits on D&I. Hosting speakers can be a relatively simple way for the Bureau and ISED to foster 
inclusiveness and diversity. 

Criticisms of D8zi 
Research on organizational change and diversity has identified that without proper managerial or 
cultural understanding of diversity, heightened conflict and reduced productivity can occur. 48  As 
Deloitte's "Only skin deep?" 2011 report says, "it is not enough to create a corporate version of Noah's 
Ark bringing in 'two of each kind'. .. There is a clear argument for actively managing diversity rather than 
assuming we will naturally derive the benefits". 49  

The D&I Working Group 
In February, 2014 the Bureau's D&I working group refocused its strategy to promote D&I. Previously, the 
group took a "grass-roots" approach to enhancing diversity, by hosting events that would bring 
awareness to D&I to the front-line officers of the Bureau. In order to better reflect the best practices of 
organizations that are leading in the field of D&I, the Sub-Committee is now focussed on supporting the 
D&I directives set by management, and with helping management chart the course for the Bureau's D&I 
evolution. 

The working group is also focussed on working with the employment equity group representing all of 
ISED, Employment Equity and Diversity Advisory Committee (EEDAC). The Sub-Connmittee's work on this 

46  Interview with Jeremy Johnson of the Vancouver Police Department, Diversity & Aboriginal Policing Section 
(DAPS) 
47 Interview with Ms. Lisa Vogt, Partner - McCarthy Tétrault 
49  http:figovinfo.library.unt.edu/nprilibrary/workforce-diversity.pdf 
49  http://www.ft.com/cms/s/0/4f4b3c8e-d521-11e3-9187-00144feabdc0.html#axzz33WXXN4er  • 15 



project is following the extensive work the Deputy Minister is doing with its Respectful, Healthy and 
Inclusive Workplace initiative, led by the Conflict Prevention and Early Resolution unit at ISED. In future, 

the Sub-Committee wants the Bureau to continue as a leader in D&I by continuing to expand upon the 

Sub-Committee's work, in conjunction with the management team. 

Conclusion 
The Bureau must innovate and increase its productivity to best deliver on its mandate to Canadians. An 
agenda which values a meritorious, diverse and inclusive workforce is a match with the principles as laid 

out in the Public Service Employment Act. 5°  The review of literature and interviews with organizations 

across the private and public sector demonstrates a strong link between increased productivity and 

innovation and a strong and well integrated D&I profile. 

The findings of this research suggest that despite the existence of these links, there are several 

conscious and unconscious barriers to the promotion and establishment of a D&I workplace; based on 

the experience of other organizations, it appears that overcoming these barriers is possible through 
management-led effort and management-supported efforts. Organizations have overcome these 
barriers by focussing on training and the strategic prioritization of D&I. 

Given the links between D&I, productivity and innovation, this research found that promoting and 
establishing an inclusive environment is not only an equity or fairness objective, but fundamentally a 
workforce optimization question. As such, the implementation of a D&I workplace initiative will help the 

Bureau achieve its strategic vision of being an open, transparent, collaborative and effective 

organization. 

Making D&I an aspect of strength at the Bureau can also act as a model for the greater public service as 
it works to deliver excellence through improvement and innovation as laid out by the Clerk of the Privy 
Council in Destination 2020. 

" The preamble to the Public Service Employment Act recognizes that Canada gains from a public service that is 
based on merit and that is representative of Canada's diversity and is drawn from across the country, reflects a 
myriad of backgrounds, skills and professions. See http://laws-lois.justice.gc.ca/eng/acts/P-33.01/FullText.html  

• 

16 • 



Appendix 
The US DOJ antitrust division team shared the following videos with the Sub-Committee 

• The hyperlinks below lead to some of the videos that USDOJ has shared with the Sub-
Committee: 

o Workplace Diversity Awareness  (1 hour) 
o The Reason Why Diversity Matters  (1.5 hours) 
o Planning a Diversity Initiative  (2.5 hours) 
o Diversity on the Job: The Importance of Diversity and the Changing Workplace  (1 hour) 
o Scott Page on "Beyond Numbers: How diversity makes us better at what we do" 

(seminar at UC San Diego) : http://www.youtube.com/watch?v=bhVrNKGZ  Os  
o Scott Page on "Leveraging Diversity" (presentation at UVA) at 

http://www.youtube.com/watch?v=lt9UeknKwZw   
o Two Diversity Solutions by Franklin Covey : 

http://www.franklincovey.com/tc/solutions/diversity-solutions   

e 
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