Building Effective Boards

THE GENDER &
DIVERSITY FACTOR

Women make up 51% of the Island population’
but are underrepresented in most decision-making bodies in PEI.

HOW MANY ARE IN 20187

Prince Edward Islanders - 51%

PEI MPs - 0%

PEI MLAs - 18.5%

Municipal Councillors - 38%

Lennox Island Band Councillors - 75%
Abegweit First Nation Councillors - 0%
PEI Provincial ABC Appointees - 48%
PEI Private Board Members - 20%

What are the benefits?
BOARDS WITH MORE WOMEN DIRECTORS...

LEVERAGE MORE TALENT
Women have high rates of post-secondary

SHOW STRONG FINANCIAL PERFORMANCE

Companies with the most women directors outperform education and Island women have a higher

\ those with the least. participation in the labour force than the

16% higher return on sales* Canadian average.
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Fared better during the recession’
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When boards achieve gender parity,
women and men tend to work more
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How do we increase gender & diversity on our board?
WHAT YOU AND YOUR BOARD CAN DO NOW!

en BOARD POLICIES
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o Abcsl MEASURABLE TARGETS Arlene Dickinson'

RECRUITMENT

Board recruitment processes may show unconscious bias. Reviewing recruiting
practices allows boards to identify opportunities to improve and go beyond tradi-
tional methods to reach more diverse audiences.

CHAMPIONS

Boards with leaders who champion women's participation and create diversity are more likely to increase the
number of women on boards.

How else can we increase gender and diversity?
MORE IDEAS FOR YOUR BOARD...
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regulators!

| What you can lobby
g for from
government!

Regulatory models use incentives or
disincentives to increase gender parity
and diversity; for example — “comply
or explain” models ask boards to

Legislated quotas are internationally
proven as one of the most effective
and efficient ways to increase the

number of women on boards.
comply with rules or meet targets, but
allow for an explanation if they fail.

“Diversity doesn'’t just help the bottom line, it drives it
The formula is simple—a diverse and inclusive workforce and
board makes a company successful... Embracing diversity and
inclusion in our everyday practices has enabled FedEx to connect
people with possibilities across Canada and around the world.”

Lisa Lisson, President of FedEx Express Canada
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