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Aspirations, Biases and Change -
exploring some ABCs of social 
inclusion



Consider 
applying…

The CHATHAM HOUSE RULES 

… Because the subject matter is intensely 
SUBJECTIVE and very much informed by 
our personal histories, identities, 
empathies and values…



Aspirations,	Biases	
and	Change

Individual	vs.	institutional	vs.	Movement

3 Takeaways from International Development experience



1. Ambition = an enlightened agenda

• broaden and deepen directors’ commitment to 
diversity, social inclusion and gender equality 
through best governance practices 
• introduce directors to the language, concepts and 

frameworks in the D.E.I.R arena and the context the 
organization finds itself in
• foster dialogue and discussion on the competencies 

directors think they might need so as to guide action 
into the future – how ambitious are they?



2. Biases = self-reflection starts with Me

To advance equity locally and globally, we must 
build a future that embraces the complexity of our 
varied histories and experiences—our own personal 
histories and experiences, our organizations’ 
collective histories and experiences, and the stories, 
both past and present, of our partner organizations. 

To do this we need to acknowledge and address our 
own unconscious biases and racism.



3. Change  = look 
beyond the 
organization

• Collective impact

• Collaborations

• Multi-disciplinary

• Inter-disciplinary

• Sustainable Development Goals



3 parts to the (facilitated) conversation

CULTURE & 
comfort zones

CURRENCY & 
social contract 
&  norms today

COMPASS & 
competencies



From	Intention	to	
ACTION

Participatory	social	audits



Culture and the 
Board’s role
Recent  PwC survey of nearly 900 
directors found that a majority of 
them—73%—recognize that diversity is 
beneficial. Of that segment, 94% said 
gender and racial diversity brings 
unique perspectives to the boardroom, 
82% agreed that it enhances board 
performance, and 59% tied it to better 
company performance.
Yet a small but startling share—16%—
said that gender and racial diversity 
has no benefits at all. 



ORGANIZATIONAL CULTURE DEFINED

Organizational culture can be defined as the shared and 
experienced values, beliefs, and behaviors. Pragmatically, 
it can be understood as the organization’s operating 
environment. It is what people say and what people do 
day-in and day-out and is revealed in individual actions that 
deliver business outcomes and also in an organization’s 
norms, working language, systems, and symbols. From a 
business context, culture should align with the strategy of 
the organization as well as market and regulatory factors. 
From an organizational context, culture is reflected in 
policy and procedures, and every level of the governance 
structure should buy into and live the culture. From a 
people context, the culture enables people to do their jobs, 
supporting talent acquisition and team effectiveness.

ORGANIZATIONAL CULTURE: 
THE VALUE, RISKS, AND 
ESCALATION OF ITS IMPACT

Culture is central to an organization’s performance. 
Successful businesses show time and again that 
possessing the right culture can prove to be a 
source of competitive advantage, but culture can 
also cripple success. For example, a study revealed 
that 43 percent of M&A transactions worldwide 
were delayed, terminated, or negatively impacted 
because of culture-related issues and 30 percent of 
deals fail to achieve financial targets due to culture-
related matters.1  

There are often also sub-cultures across 
organizations, its geographic footprint, and within 
departments. Across the spectrum, an organization 
can have the “right” culture for its goals and 
strategies, a misaligned culture, or a dysfunctional 
or even toxic culture.  

There is no single right or effective culture or an 
individual recipe for developing or maintaining 
such. Every organization is unique, and the 
effective culture for an organization should match 
its strategic intent,2 such as aggressive targets, high 
standards, or a highly competitive and demanding 
environment, particularly at times of rapid growth 
in a company’s lifecycle. 

A misaligned culture can be understood as one 
that is not supportive of the organization’s desired 
goals and strategies. For example, if the strategy is 
geared to social engagement in the community, but 
the culture is highly-focused on the bottom-line, 
there may be a disconnect. 

As part of this study, many directors noted the 
important distinction between a misaligned 
culture and a dysfunctional culture. Dysfunctional 
cultures enable a permeation of uncivil or offensive 
behavior, unethical and/or even illegal behavior 
and can also be described as toxic. Ultimately, 
Davia Temin said, “No matter what else the 
corporate culture is, it bifurcates into functional 
and dysfunctional.” Molly Coye also noted, “A 
dysfunctional culture impedes the organization 
from reaching its goals.”

1  Is Your Organization Ready to Mitigate Culture Risk in M&A Deals? Jeff 
Cox, Mercer, www.Brinknews.com, October 25, 2018

2  Achieving Culture Change: How to Seize the Moments that Matter 
Each and Every Day, Oliver Wyman, 2018
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2019 Global Board Culture and Director Behaviors Study

• Directors on boards with a strong positive culture are more likely to report 
that their fellow directors broadly engage in all aspects of board 
responsibilities, that they have participated in a self-evaluation exercise, 
that they discuss corporate culture at more than half of all board 
meetings, and that they are confident the company culture reflects the 
desire of the board – an interesting correlation at a time when there is 
increasing pressure for directors to oversee corporate culture, including 
diversity and inclusion.

• Source: 2019 Global Board Culture and Director Behaviors Study Russell Reynolds



What factors drive today’s focus on 
leadership culture?

• Increased focus on ESG: Environmental, social and 
governance factors
•Acceleration of the ‘Me-too’ and Black Lives 
Matters movements
•The amplifying effects of social media
•Discerning shareholders / stakeholders



Higher Standards to align to: example -
FPIC
“Ontario Nature is supporting FPIC in a number of ways, including 
advocating for Forest Stewardship Council (FSC) certification. 
There are over 52 million hectares of FSC certified forests in Canada. 
More than 80% of Indigenous communities in Canada are located in or 
near forests that they depend on for cultural and economic livelihoods. 
A commitment to FPIC is one of the many distinguishing features of the 
FSC system – it’s the only system that has formally established the right 
to consent. 



Examples	of	Standards	
&	Certifications



And	some	language	and	
concepts…



Agency

The capacity to make decisions 
about one’s own life and act on 
them to achieve a desired 
outcome, free of violence, 
retribution, or fear



Empowerment

• The	sum	total	of	changes	needed	for	a	woman,	man,	boy	
or	girl	to	realize	their	full	human	rights.	

• The	power	to	be	able	to	apply	a	skill,	capacity	or	piece	of	
knowledge;	the	ability	to	use	reserves	of	inner	strength	
to	claim	a	right	or	make	a	choice	(power	within);	the	
ability	to	work	with	others	to	claim	a	right	or	meet	an	
aspiration	(power	with).	

• Empowerment	is	a	process,	and	is	driven	by	the	
individual	who	is	becoming	empowered.	(CARE)	



Equality

Gender Equality 
• The norms, values, attitudes and perceptions 

required to attain equal status among men, women 
and transgendered people without neutralizing the 
biological differences between us. Equal enjoyment 
by women and men of socially valued goods, 
opportunities, resources and rewards. A situation in 
which both men and women are able to claim and 
enjoy their human rights. (CARE) 

Gender Equity
• Refers to the process of being fair to women and 

men. To ensure equity, measures often need to be 
taken to compensate (or reduce) disparity for 
historical and social disadvantages that prevent 
women and men from otherwise operating on an 
equitable basis. Equity leads to equality. (UNDP 
2017)





Intersectionality
Intersectionality	is	defined	as	the	understanding	that	
people’s	identities	and	social	positions	are	uniquely	
shaped	by	several	factors	at	the	same	time,	creating	
unique	experiences	and	perspectives.	These	factors	
include,	among	others	race,	sexuality,	gender	identity,	
disability,	age,	class,	nationality,	and	faith



Intersectionality	|	the	multi-dimensions	of	
human	identity	in	a	globalized	world



Sustainability	
Network

• Environment	&	Diversity	Project	
(https://sustainabilitynetwork.ca/environment-
and-diversity-project/

• Everybody's	Business	
(https://sustainabilitynetwork.ca/diversity-
equity-inclusion/)



https://beinitiative.com

• An emerging coalition the Black Environmental Initiative

• Included are ENGOs like Environmental Defence, DSF, Ecology 
Action Centre, West Coast Environmental Law, Climate Action 
Network as well as CUPE, ENRICH Project (Ingrid Waldron of 
What's in the Water fame), Coalition of Black Trade Unionists, Black 
Planners Group, Canadian Association of Black Lawyers, Ontario 
NDP Caucus, Halifax Community Climate Hub, and Toronto 
Community Benefits Network. 



https://conservation-reconciliation.ca

Sustainability Network is an original signatory along with 
CPAWS, DSF, Ducks, NCC, Ontario Nature, Nature United, 
makewat, WCS and WWF.
CRP represents a seven-year program of work hosted by the 
Isaac Olam Foundation, the Indigenous Leadership 
Initiative, and the University of Guelph that weaves together 
a wide range of partners united in the goal of supporting 
Indigenous-led conservation in Canada.





REFLECTIONS	

Turning	crisis	into	opportunity


