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Over 20 years of research demonstrates
a correlation between organisations
with high gender diversity in leadership
and several measures of organisational
success.

Gender diversity is linked to employee
satisfaction,' improved governance and
innovation. It is also associated with
financial benefits, including a positive
impact on firm value.?

While some boards do currently have
female members, discrimination still
exists as women are more likely to be
b\oard members than chairs.?
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To benefit from gender diversity,
organisations should avoid tokenism and
ensure there is a “critical mass” of women
represented.”*" 2 This means having at
least 2-3 women, or at least 30% of the
board.

While correlation does not indicate
causation, there is a clear relationship
between an organisation’s gender
diversity and aspects of their success.
Longitudinal studies found a correlation
between promoting women to executive
positions and high profitability over 20+
years.t

In order for change to occur, a paradigm
shift is needed where organisations’
leadership values diversity, recognises the
challenge of expressing diverse opinions,
and aims to support the professional
development of all employees.®
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Improved Governance

Gender diverse boards are more
likely to allocate effort into corporate
monitoring, and increase participation
in decision-making."

Women directors:

improve a firm’s
ability to navigate
complex strategic
issues'?
positively
influence board
strategic direction
&tasks "™

Priorities
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women are more “prepared
to push the ‘tough issues’”"

reduce conflict

on boards'" &
negative corporate
social practices™*

Access to More Talent

2006 Canadian Census'®
2 47.4% of workforce

© 21.9% of engineering
& science workforce
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Diverse hiring increases the recruiting
pool”” and is a more effective use of talent
and leadership

More Innovation

If a group includes more women, the
collective intelligence rises™
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€ Gender diversity has a positive
g effect on team innovation in
radical research”®

Having a critical mass of 30% or at least

2 or 3 women on a board decreases
groupthink”
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About SCWIST and Make Possible

SCWIST is a non-profit association that promotes, encourages and empowers women and girls in science, engineering and technology. The MS Infinity Program introduces girls
to exciting career options and positive female role models in science and technology. The IWIS (Immigrating Women in Science and Technology) Program provides support to
immigrating professional women including resources, skill development workshops and networking opportunities. Program details at www.scwist.ca/

The Make Possible Mentoring Network is part of the Government of Canada’s Status of Women Initiative to help attract and retain women in technology and advance the digital
economy. Make Possible provides mentoring support, networking connections, professional development and leadership opportunities to help women reach their full potential in
the technology sector and all STEM (science, technology, engineering and math) fields. The Make Possible vision is a world where aspiration, opportunity and diversity intersect. The
Make Possible mission is to help women connect, collaborate and lead through a dedicated mentoring network in STEM. For more information: contact@makepossible.ca or visit
http://www.makepossible.ca/
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