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ABSTRACT

Thisarticlesharessomeoftheresultsofathesisinvestigatingtherelationshipbetweentheracial
diversityoftheboardofdirectorsinCanadiancompaniesthattradedontheTorontoStockExchange
(TSX).Thecentralquestionaddressedwashoworganizationalfactorsaffecttheracialdiversityof
boardmembership.Thethesisexpandedonapriorstudythatmodelledgenderdiversityonboards
ofdirectorsbyfocusingontherecommendedareaofracialdiversityintheCanadianenvironment.
Thoughmanycompaniesdonotsharetheirdiversitydetails,usingmultipleregressionanalysis,the
resultsshowedthattherewasmoreracialdiversityonlargerboards.Fromapopulationofabout3,000
companies,theresearchersidentifiedasampleof148companies,withalltherequiredparameters.This
samplecontained1,246boardmembers,where9.4%(117boardmembers)werevisibleminorities.The
ANOVAanalysisofthemodeldemonstratedthatitwasasuitabletooltoconducttheinvestigation.
However,thevariablesdidnotshowanystrongsignificance.
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INTRoDUCTIoN

Thisarticlereviewsoneofthetwomodelsusedinpriorresearchonthetopicofdiversityoncorporate
boards.TheresearchanalyzedthecorporateboardandexecutiveteamsofCanadiancompaniesand
evaluatedtheresultsusingaglobalcontext.Thetopicofdiversityisagrowingbodyofresearch
(Hassanetal.,2015).Priorresearchexaminedgeneraldiscrimination(Armache,2012;Ayalon,2014;
Collins,2012),agediscrimination(Axelradetal.,2013;Bertolinoetal.,2013;Kuliketal.,2016),
employmentequity(Edgleyetal.,2016;Ningetal.,2017;StatisticCanada,2018),racialdiversity
(Ellis&Keys,2015;Hiranandani,2012;Hideg&Ferris,2014),andgenderdiversity(Adams,2015;
Farag&Mallin,2017;OSC,2016)internationally.However,thereislittleresearchwhichaddresses
racialdiversityattheboardofdirectorandexecutivelevels.Theinspirationforthisarticleresultedfrom
twoprimarysources.Thefirstsourcewastherecommendationsforfutureareasofstudymentioned
byStrobletal.(2016),intheirarticleentitledGenderDiversityinCompensationCommittees.The
secondsourcewasarecentlycompletedresearchbyThompson(2019).Theresearchincludedinthe
earlierarticlesuggestedtheneedforresearchonracialdiversityattheboardofdirectorlevelandits
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effectoncompanyperformance.Theresearcherssharetheabilitytopredictthepresenceofracial
diversityontheboardofdirectorsusingamodel.Also,theyinvestigatedtherelationshipbetween
racialdiversityoncorporateboardsofCanadiancompaniesandfinancialperformance(Thompson,
2019).Inthequantitativestudy,theresearchersusedfinancialandcompany-specificvariablesto
predicttherepresentationofvisibleminoritiesontheboardofdirectors.Theauthorsforthiscurrent
articlecollecteddatafrommultiplesourcestoconducttheregressionanalysisusingamodifiedversion
ofStrobletal.‘s(2016)model.Thereismuchresearchongenderdiversityandlimitedinformation
availableregardingracialdiversity(Thompson,2019).TheModelcontainedorganizationalvariables
topredictthepresenceofvisibleminoritiesontheboardofdirectors.

BACKGRoUND

Internationally,therearenotmanystudiesrelatedtodiversityoncompanyboards.Therearemany
countries, such as the United States (US), United Kingdom (UK), and Europe, where authors
researchedtheareaofdiversity(Thompson,2019).Additionally,thelawmakersinthesecountries
enactedlegislationtoprotectvariousdisadvantagedgroupslikevisibleminorities(Thompson,2019).
Table1illustratestherepresentationofvisibleminoritiesontheboardofdirectors’relativetothe
percentageofthepopulation(Huntetal.,2018).Forexample,inmulticulturalToronto,monetary,
spatial,andsocialincongruitiesareimbuedwithracialimplications(Teelucksingh&Poland,2011).
ThisanalysisisessentialtounderstandwhereCanadastandsrelativetoothercountriesinthecaseof
visibleminoritiesrepresentationontheboardofdirectors’relativetoothercountrieslisted.

The general problem was that prejudice relative to someone’s race is unjust, unreasonable,
and destructive. Prejudice, oppression, and injurious behaviors conflict with the collaborative
relationshipthatshouldexistamidallindividuals(Lim,2017).Peoplehavegeneralinclinationsfor
selectingindividualswhoresembletheminsignificantregards,includingrace,ethnicity,andsex
(Rhode&Packel,2014).Thisarticlefocusesonthespecificproblemofbeingabletodetermine
whatorganizationalelementsaffecttherepresentationofVisibleMinoritiesontheboardofCanadian
companies.Thenextstepwastodevelopaconceptualframework.Theresearchersinvestigatedthe
abilitytopredictracialdiversityontheboardofdirectorsusingamodifiedmodel(Thompson,2019).
ThenewModelcontainedorganizationvariablestopredictthepresenceofvisibleminoritiesonthe
boardofdirectors.TheauthorsintendedtousethenewModeltoevaluatetherelationshipbetween
theboard’sdiversityanditsfinancialperformance.

Conceptual Framework
TheresearchersdevelopedtheconceptualframeworkforracialdiversitybymodifyingaModel’s
variablesfrompriorgenderdiversitystudy(Strobletal.,2016):

Model 

VM=α+β1×LGMV+β2×PREXT+β3×BDTOT+β4×LTPRF+β5×INVST+ε

Theexpectationwasthat theModeldevelopedtoanalyzegenderdiversitywouldberelevantfor
racialdiversity.TheorganizationalvariablesfortheModelareinTable2.Table2Variablesforthe
Model,providemoredetailsrelatedtothevariablesfortheModel,includingtheacronym,definition,
type,andlevelofmeasurementsforeach(Thompson,2019).ThevariablesfortheModelwere:Log
ofmarketvalues(LGMV),Independentdirectors(PREXT),Totalnumberofmembersontheboard
(BDTOT),Long-termstockreturnperformance,(LTPRF)andInstitutionalinvestors(INVST).
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Nature and Significance of the Study
Theresearchusedmultipleregressiontoexaminetherelationshipsbetweenorganizationalfactors
andminoritymembershipontheboard.Theauthorsacquireddatafrompubliclyavailablesources
tosupporttheanalysiswheremostofthefinancialdetailswereavailableonGurufocusandYahoo!
Financewebsites(Khan,2019;Maksy,2017;Rancoetal.,2016).FromtheYahoo!FinanceCanada
(Verizon,2019)website,theresearcherswereabletogainallthehistoricalsharepricestocalculate
theLong-termperformance(LTPRF)andtheReturnvolatility(RTNVOL)forallsamplecompanies.
TheGurufocuswebsiteprovidedthedataforallotherfinancialvariablesrequiredfortheCanadian
companies.FortheCanadianmarket,Gurufocushasfinancialdataforabout4,500companiestraining
ontheTSXVentureExchange(TSXV),TorontoStockExchange(TSX)andtheCanadianNational
StockExchange(XCNQ).Theauthorsobtainedtheorganizationaldataandinformationontheboard
ofdirectormembersandexecutiveteamsfrommultiplesources,includingannualreports,Systemfor
ElectronicDocumentAnalysisandRetrieval(SEDAR),andmultiplewebsites.Themultiplewebsites
included:Bloomberg(2019);Equilar(2019);Google(2019);LinkedIn(2019);Marketscreener(2019);
SEDAR(2019);ThomsonReutersCorporate(2019).Thefocuswasoninvestigatingtheabilityto
predictvisibleminorities’presenceontheboardusingorganizationalvariables(Thompson,2019).

Table 1. Visible minority on the board of directors relative to the population

Country
Visible Minority as Share of 

Population  
%

Visible Minority on board 
of directors 

%
Proportion

Canada 21.9 4.3 0.20

UnitedStates 39 15 0.38

UnitedKingdom 13 11 0.85

SouthAfrica 79 32 0.41

Singapore 13 10 0.77

Note. Table 1 outlines the comparison between the presence of visible minorities on the board relative to the share of the population. Source: Hunt et al. 
(2018). Delivering through diversity.

Table 2. Variables for the model

Variable Acronym Definition Type Levels of 
Measurement

Visibleminorities VM. Theproportionofvisibleminoritieson
theboardofdirectors dependent ratio

Logofmarket
values LGMV TheLogofmarketvaluesforthe

company independent ratio

Independent
directors PREXT Independentdirectorsontheboardof

directors independent interval

Totalnumberof
membersonthe

board
BDTOT Thetotalnumberofmembersonthe

board independent interval

Long-termstock
returnperformance LTPRF Thelong-termstockreturnperformance

forthecompany independent ratio

Institutional
investors INVST Theproportionofshareholdersequity

ownedbyinstitutionalinvestors independent ratio

Note. Table 2 provides more details related to the variables for the Model. Source: Thompson (2019). 
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Thestudy’ssignificancewastoprovideevidenceonhowequitabletheCanadianworkplaceis
primarilyattheboardlevelandontheexecutiveteam.TheresultsoftheCanadianCensusof2011
and2016indicatethattheCanadianpopulationhasover20%ofvisibleminorityindividuals.The
expectationisthatthereshouldbeproportionalrepresentationrelativetothepopulationwithinthe
company’sseniormanagementandgovernancelevels.Theresearchersnotedhowtransparentsome
companieswererelatedtotheavailabilityofdataontopexecutivesandboard-levelindividuals.There
isalsoevidenceofthelaws’effectivenessinprotectingdesignatedgroupsfromdiscriminationinthe
workplace(Thompson,2019).

Literature Review
Manyformsofdiscriminationexist inworkplacestoday.Theseformsofdiscriminationincluded
raceandagediscrimination.Companyleadersneedtoeffectivelyaddresstheseandotherformsof
discriminationtoassureshareholdervalueintheCanadianworkenvironment.IntheCanadiancontext,
leadersdonotaddressallformsofdiversityequally.Onewayofgainingbetteroutcomescouldbefor
leaderstobelinkingdiversitywithperformance.Anobstructiontodiversityisdiscriminationwhen
choosingcorporateboardmembersandintheseniorleadershipteampipeline(Rhode&Packel,2014).

Race Discrimination 
IntheUS,therepresentationofvisibleminoritiesandwomenoverallintheworkplaceisabouttwice
asmuchasCaucasianmen(Hekmanetal.,2017).Conversely,thelevelofrepresentationforwomen
andvisibleminoritiesisrelativelylowatthecompanyleadershiplevels(Hekmanetal.,2017).In
thecaseofFortune500companies,25(5.0%)haveVisibleminorityleaders,while21(4.2%)have
female leaders (Hekman et al., 2017). In terms of board membership, Caucasian men comprise
74.4%,whileCaucasianwomenofthecompaniesandwomenhave13.3%membership(Hekmanet
al.,2017).Visibleminoritieshave12.3%representationoncorporateboards(Hekmanetal.,2017).
Discriminationdependentonraceandorsocialgroundssignificantlyinfluencesworkfulfillment,
hierarchicalresponsibility,andanxiety(Hoonakkeretal.,2006).Whenfacedwithlessdiscrimination
in theworkplace,peoplewillbehappyin their roles, feelmorededicated to theircompany,and
experiencemuchlesstension(Hoonakkeretal.,2006).

Age Discrimination
Discriminationincludestreatingpeopleadverselyduetotheircharacteristics,suchastheirage(Sharma
&Mann,2018).Ageisoneoftheelementsofdiversity(E-Vahdatietal.,2018).Forinstance,people
becomevictimsofbiaswhentheyaredeniedworkbecauseoftheirage(Sharma&Mann,2018).
Interestingly,olderworkersseemedtobeappreciated lessat the lower levelsof theorganization
(Axelradetal.,2013;Bertolinoetal.,2013;Kuliketal.,2016).However,attheboardlevel,the
expectationisthatolderboardmembersprovidebetterexpertiseandsupportbettergovernanceto
maintainshareholdervalue(Xuetal.,2018).

Shareholder Value 
Thereisagapintheresearchdemonstratingtheconnectionbetweenboarddiversityandshareholder
value(Rhode&Packel,2014).Caucasianboardmembersandshareholderstendtobemoreappreciative
ofvisibleminoritiesandfemaleleaderswhodonotsupporttheincreasingdiversityintheworkplace
(Hekmanetal.,2017).Accordingly,visibleminorityandfemaleleaderswhopromotediversitywill
becontrarilystereotypedandwillreceiveadverseassessmentsontheirperformance(Hekmanetal.,
2017).Organizationscouldlikewiseinitiateage-cut-offpointsandtermlimitations,whichopenseats
forwomenandvisibleminorities(Rhode&Packel,2014).Canadianlawmakerssupporteddiversity
byenactingafewlawstosupportthosemorevulnerablegroupsinCanadiansociety.
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Canadian Work Environment 
InCanadianworkplaces,olderCaucasianmendominateleadershippositionsandotheropportunities
(Ayalon,2014;Hiranandani,2012).ThelawmakerswithintheCanadiangovernmentidentifiedfour
designatedgroupsforprotectionby theEmploymentEquityActandother laws(Governmentof
Canada,2019).Somecompanyleadersincludelegislationwithintheircorporatepolicies,especially
thefederallyregulatedcompanies(Ningetal.,2017).However,notmanynon-federallyregulated
companiesseemtohavethisapproach,whichmaybebecausetheyarenotmandatedtoreporton
diversityintheirworkforce(EmploymentCanada,2018).Therepresentationofvisibleminorities
intheCanadianpopulationislowerthanthatofotherdevelopedcountriesliketheUnitedKingdom
(UK)asperTable1:VisibleMinorityontheBoardofDirectorsRelativetothePopulation.The
CanadianCensusprovidesagoodindicationofthelevelofrepresentationexpectedincompanies,
and currently, the Census indicates a 22.3% presentation of visible minorities in the population
(StatisticsCanada,2017).

Not All Forms of Diversity Treated Equally 
Diversityhasanimmensenumberofmeasures,envelopingage,nationality,religionsandpractical
foundation,andworkforce(orsocial)abilities,politicalandsexual inclinations(E-Vahdatietal.,
2018).Genderdiversityissuesseemtoresultinmorepositivediscussions(E-Vahdatietal.,2018).
Inrecenttimes,Caucasianwomenaregainingmoreleadershipopportunities,andlegislationisin
placefortrackinggenderequitydata(OSC,2016;OSC,2017;OSC,2018).Thelegislationsmakeit
mandatorythatcompanyleadersreportongenderdiversityattheboardandseniorexecutivelevelof
organizations(OSC,2016;OSC,2017;OSC,2018).However,similarlegislationdoesnotexistfor
OSCtoreceivereportsfortheotherthreedesignatedgroupsmentionedintheEmploymentEquity
Act(GovernmentofCanada,2019).Oneopinionspeakstothebenefitofdiversitybasedondiffering
and thepotentialappeal to thediversecustomerbase(Podsiadlowskietal.,2013).However, the
otheropinionisthatdiversityattheboardlevelmayresultinconflictthatwillpreventprogresson
thecompany’sstrategicdirectionifdiversityismanagedincorrectly(Farag&Mallin,2017).Some
studies assert that diversity on the board of directors positively impacts corporate performance
(E-Vahdatietal.,2018).

Linking Diversity With Performance 
Theleadershipatsomecompaniesseemtobeinterestedinsupportingdiversitywhentheircustomer
basecontainsrepresentationfrommanydifferentethnicgroups(Podsiadlowskietal.,2013).From
priorstudies,someauthorshighlightedthebenefitstothefinancialperformanceandtheperception
ofcompanieswhereboardmembersfromdiversebackgroundsaremembersoftheboard(Armache,
2012;Collins, 2012;Ellis&Keys, 2015;Farag&Mallin, 2017).Boardofdirectors and senior
managementneededtounderstandhowthemanageroftheheterogeneityoftheirworkforceswiththe
endgoalthatthegainwillexceedtheexpenses(Riccò&Guerci,2014).Ingeneral,visibleminority
individualsseemtobemoreeducatedandgainmorecertificationsthattheirCaucasiancolleagues
(StatisticsCanada,2017).Similarly,Richardetal.(2013)alsonotedthatlargerorganizationshave
multiplelayersthattheyneedtoworkthrough,whichpreventthemfrommakingtherequiredchanges
tosupportdiversity.Largercompaniesmayhavemoreresourcestodedicatetosupportdiversity(Rhode
&Packel,2014).Thepublicandinstitutionalinvestorsmayinsistthattheselargercompanieshave
diversityontheboard(Rhode&Packel,2014).WhileRhodeandPackel(2014)concludedthatthe
relationshipbetweendiversityandfirmperformancerequiredclarity,E-Vahdatietal.(2018)found
thatboarddiversityhaddirecteffectsoncorporateperformance.

Research Questions and Hypothesis
Theresearchquestionandhypothesisderivedfromthepriorresearch(Thompson,2019)were:
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Research Question: Can a model using organizational factors (e.g. market value, number of 
independent directors, number of directors on the board, the long-term performance, and the 
institutional investors of a company) be used to predict the presence of Visible Minorities on 
the board of directors?

Hypothesis:The market value of the organization, the independent directors, the total number of 
directors on the board, the long-term performance, and the institutional investors of a company 
do not predict the presence of Visible Minorities on the board of directors.

Therehasbeenanobserveddisparitybetweentherepresentationofvisibleminoritiesarethe
lowerlevelsoftheorganizationthaninmanagement.Overall,thepresenceofvisibleminoritiesis
muchhigherinthelowerlevelsoforganizationsthaninthemanagement.Thepresenceofvisible
minorities tends toreduceasoneprogressesup thehierarchyofanorganizationwith the lowest
representationobservedattheboardlevel.

RESEARCH METHoD

Research Methodology and Design
In thequantitative study, the researchersextendedpriorworkdoneongenderdiversity to racial
diversity. Here the researchers used financial and company-specific variables to predict the
representation of visible minorities on the board of directors. The researchers gathered publicly
availabledataforanalysis,whichincludedfinancial,board,anddirectordetails.Theythendetermined
thedescriptivestatisticsforeachvariable,examinedthescatterplotsforlinearity,andusedmultiple
regressiontoanalyzetherelationshipsintheModel.

Population, Sample, and Instrumentation
ThepopulationofthecompaniescamefromtheTorontoStockExchange(TSX).Thesamplecontained
alistofcompanieshavingthepubliclyavailableboardandfinancialinformationrequiredforthe
Model.Thetypeofsamplingusedfortheresearchwasconvenientsamplingoncompaniesthathad
dataforalltherequiredboardandfinancialparametersneededfortheModel.Fromapopulationof
2,869companiesontheTSX,theresearchersfoundfinancialdetailsfor284companiesusingmultiple
sources.Fromthe284companies,theresearcherswereonlyabletogatherracialdiversityandboard
detailsfor148companies.Theresearchersthenanalyzedthe149companieswithalltherequired
boardandfinancialparameters.ThetoolsusedfordatacollectionandanalysisincludedG*Power,
MicrosoftExcel,andIBMSPSS.G*Powerisafreetoolthatprovidesagreatwaytoestimateadequate
samplesizetoconducttheanalysisappropriately.Inthiscase,G*Powercalculatedtheminimum
requiredsamplesizeas63companies.MicrosoftExcelwasausefultooltocollectthedata,conduct
calculations,andformatitintotablesandcharts.IBMSPSSwasusedtovalidatetheassumptionsof
regressionanalysisandtoperformtheadditionalanalysisofthecollecteddata(Thompson,2019).

Data Collection Procedure
Whileconductingtheresearch,theresearcherscontactedseveralpotentialsourcesforCanadianracial
diversityinformationoncorporationsandtheirboardofdirectors.Oneofthesourcescontactedwas
theOSC.However,theOSConlyrequireddisclosureforgenderdatafortheboardofdirectorsand
inexecutiveofficerpositionsinCanadiancorporations.Therewasnodisclosurerequiredforvisible
minoritydatafortheboardofdirectorsandinexecutiveofficerpositionsinCanadiancorporations
onnon-federallyregulatedcorporations.Basedonthisresponseandthelackofotherofficialsources,
theresearchersdevelopedtheapproachtocollectdatafrompubliclyavailablesources.
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Collecting Data From Public Sources
Theresearchersusedmultipledatasourcestocollecttherelevantdetailsrequiredtoanalyzewiththe
Model.Herearetheeightstepsdevelopedoutlinedbelow(Thompson,2019).

Step 1:UsedtheTMXGroupLimited(2019)orSEDAR(2019)websitestoconfirmthecorporate
year-endforeachcompany

Step 2:Examinedthe2017annualreporttoobtainfinancialdetailsanddataontheboardofdirectors’
membersandseniorexecutivessuchasfullnameandtenure

Step 3:Iftheresearchersdidnotfindtheinformationinthe2017annualreports,theythenperuse
othersources.Thesesourcesincluded:Annualinformationform-English,AnnualreportonForm
10-K-English,theboardofdirectors’electionresultsorAnnualreportonForm20-F-English
intheSEDAR(2019)websitefortheage,fullname,availablepicturesandtenuredetails.They
usedasimilarapproachfordatarelatedtotheseniorexecutives

Step 4:Used theexecutiveprofiledatabaseonEquilar (2019) togain informationon theboard
membersincludingthefullname,age,membershiponotherboards,andavailablepictures

Step 5:UsedBloomberg(2019)websitetoreviewtheExecutiveProfile&Biographytoconfirm
thedirector’sage,theirindependence,theirmembershiponmultipleboards,andtheirtenure

Step 6: Examined Reuters (Thomson Reuters Corporate, 2019) website as another source for
informationrelatedtoboardofdirectormemberssuchastheirage,theirindependence,their
membershiponmultipleboards,andtheirtenure

Step 7:ScannedGoogleImage(2019)orLinkedIn(2019)websitesfortheimagesoftheboardof
directorandexecutivemembersifthesepictureswerenotavailableontheotherwebsites

Step 8:Verifiedboardmemberage,affiliationstovariouscorporateboards,andboardtenureusing
Marketscreener(2019)website

FINDINGS

Fromapopulationof2,869companies,theresearchersfoundfinancialdetailsfor284companies
and racial diversity and board details for 148 companies. Table 3 Summary of Company Data
provideddetailedinformationonthecompanydatacollected.However,thesevalueswerehigher
thantheminimumsamplesizeof63companiescalculatedusingG*Power.SeetheAppendixfor
theparametersused inG*Powerand theassociatedgraph forbothAprioriandPosthoc.After
identifyingthecompanies,thenextstepwasidentifyingreliablesourcesoffinancialdatafor2016
andtheboardofdirectorsfor2017datafortheModeltoincreasetheconstructvalidityofthestudy
(Cozby&Bates,2015;Gerberetal.,2017).

Fromthe148samplecompanies,theresearchersidentified1,246boardmembers,where9.4%
(117boardmembers)werevisibleminoritiesconsistingof2.3%(29members)visibleminoritywomen
and7.1%(88boardmembers)visibleminoritymen.Withinthissampleboardmembers,71%(885
members)wereindependentboardmembers.Amongtheindependentboardmembers,therewere22
(1.8%)visibleminorityfemalepresenceandonly7(0.6%)visibleminoritynon-independentboard
members.Figure1Breakdownofboardmembersbasedongenderandraceprovidesapictorialview
(Thompson,2019).

From the sample companies, therewere883executives identifiedbasedonSEDAR (2019)
documents,11.3%(110executives)arevisibleminorities,with1.8%(16executives)beingvisible
minoritywomenand9.5%(84executives)beingvisibleminoritymen(Thompson,2019).Twenty-
onecompanies(14.4%)fromthesampledidnotsharediversity-relateddetailonalltheirexecutive
teammembers(Thompson,2019).
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Thedetails are on the executives from the sample companies are inTable5Breakdownof
ExecutivesfromtheSampleCompaniesandthepictorialdetailsinFigure2Breakdownofexecutives
basedongenderandrace.

Next, the researchers conductedamultiple regressionanalysisusing theModel.Oneof the
outputsof theanalysiswas thescatterplotsused toevaluate theassumptionof linearity.See the
linearityresultsinFigure3ScatterplotmatrixforallvariablesintheModel.Mostofthevariablesin
theModelhadsomelinearrelationshipwitheachother.However,theVisibleMinority(VM)variable
demonstratedweak linear relationship thevariables such as theLogofmarket values (LGMV),
Independentdirectors(PREXT),Totalnumberontheboard(BDTOT),andLong-termperformance
(LTPRF)variables(Thompson,2019).

Table6.ModelOne-Normality,Summary,andANOVAresultscontainedtheanalyticalresults
relatedtonormality,thesignificanceoftheModel,thepresenceofautocorrelation,andthesuitability
oftheModeltoconducttheanalysis.UsingtheCentrallimittheorem,observedthattherewouldnot
beanytheinfringementofthenormalitysincethesamplesizewasmoresignificantthan100(Mishra
etal.,2019).ThevalueoftheR-Squared(orthecoefficientofdetermination)was.096,asallthe
independentvariablesintheModelaccountedfor9.6%ofthevarianceinthedependentvariable
(LundResearchLtd,2018;Zhangetal.,2018).TheANOVAanalysisoftheModeldemonstrated

Table 3. Summary of company data

Companies Downloaded from 
TSX

Minimum 
Number 
Required 

(G*Power)

Federally Regulated 
Companies

Diversity and 
Inclusion 

Total
Financial
Details

Obtained

Racial
Diversity

Board
Details

Obtained

Total Inactive Trade
onTSX Total Trade

onTSX

Number
Companies 2,869 284 148 63 468 11 20 70 13

Percentage 9.9% 5.2% 2.4% 4.3% 18.6%

Note. Table 3 also noted the subset of companies that are federally regulated (must report on all four designated groups and those companies voted as 
the best companies to work for in Canada (Diversity and Inclusion list). Source: Thompson (2019). 

Table 4. Breakdown of board members by race and gender from the sample companies

Caucasian 
Female, C.F.

Caucasian Male, 
CM

Visible Minority 
Female, VMF

Visible Minority 
Male, VMM Grand Total

203 926 29 88 1,246

16.3% 74.3% 2.3% 7.1%

Total Caucasians Total Visible Minorities

1,129 117

90.6% 9.4%

Total Females Total Males

232 1,014

18.6% 81.4%

Note. Table 4 provides more details by gender and race for the board members. Source: Thompson (2019). 
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thattheModelwasasuitabletooltoconducttheanalysis.Thisfactalignswiththeobservationthat
R-Squaredhasasignificanceof.013(orp<.05)(Thompson,2019).

Table 7 SPSS correlations and coefficients details for model one contains the summary of
theSPSSanalysisrelatedtocorrelationsandcoefficients.NoneofthePearsonCorrelationswere
statisticallysignificant.TheStandardizedCoefficient(Beta)forthevariablesLogofmarketvalues
(LGMV),IndependentDirectors(PREXT),Totalnumberontheboard(BDTOT),andtheConstant
wasstatisticallysignificant.UsingSPSS,theresearchersanalyzedthelevelofintercorrelationor
overlapbetweenthevariablesintheModel(Li&Faff,2019;O’Brien,2017;Weavingetal.,2019).

Figure 1. Breakdown of board members based on gender and race. Source: Thompson (2019). 

Table 5. Breakdown of executives from the sample companies

Caucasian 
Female, C.F.

Caucasian Male, 
CM

Visible Minority 
Female, VMF

Visible Minority Male, 
VMM Grand Total

139 644 16 84 883

15.7% 72.9% 1.8% 9.5%

Total Caucasians Total Visible Minorities

783 100

88.7% 11.3%

Total Females Total Males

155 728

17.6% 82.4%

Note. Table 5 provides more details by gender and race for the executives from the sample companies. Source: Thompson (2019). 
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Figure 2. Breakdown of executives based on gender and race. Source: Thompson (2019). 

Figure 3. Scatterplot matrix for all variables in the Model. Source: Thompson (2019). 
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ThecollinearitystatisticsresultscalculatedastheVarianceInflationFactor(VIF),rangedbetween
1and5.Sincethevalueswerelessthan10,therewerenoconcernswithoverlap(SalmerónGómez
etal.,2016).

TheresultingequationfortheModelwas:

VM=2.802-.287×LGMV-̵.348×PREXT+.631×BDTOT+.016×LTPRF-.076×INVST
+ε

SincetherewerenostatisticallysignificantPearsonCorrelationvalues,theresearchersdecided
toconductadditionalanalysis.Furtheranalysisincludedconductingthefrequencydistributionon
thedataaspertheresultsinTable8.SPSSFrequencyDistributionforDependentVariableVisible
Minority(VM).Inthistable,86(58.1%)ofthe148companiesdidnothaveanyvisibleminorities
ontheirboardofdirectors.Theresearchersdecidedonusinglogisticregressionusingzeroesforthe

Table 6. Model one - normality, summary, and ANOVA results

Kolmogorov–Smirnov R-Squared Durbin-Watson ANOVA

Statistic df Sig. F Sig.

VisibleMinority
(VM) .318 148 .000 .096 1.956 2.990 .013

Note. a. Table 6 Kolmogorov–Smirnov is statistically significant 
b. Predictors (Independent Variables): (Constant), Log of market values (LGMV), Independent directors (PREXT), Total number on the board (BDTOT), 

Long-term performance (LTPRF), and Institutional investors (INVST) 
c. Dependent Variable: Visible Minority (VM)
Source: Thompson (2019). 

Table 7. SPSS correlations and coefficients details for model one

Model Pearson 
Correlation

Sig.  
(1-tailed) 

Unstandardized 
Coefficient

Standardized 
Coefficient Sig. Collinearity Statistics

B Beta Tolerance VIF

VisibleMinority
(VM) 1.000

Logofmarket
values(LGMV) -.069 .203 -.162 -.287 .018 .445 2.246

Independent
Directors
(PREXT)

.004 .480 -.140 -.348 .041 .227 4.408

Totalnumber
ontheboard

(BDTOT)
.116 .082 .254 .631 .001 .205 4.884

Long-term
performance

(LTPRF)
-.012 .443 0.743 .016 .851 .936 1.068

Institutional
investors(INVST) -.070 .199 -.054 -.076 .349 .990 1.010

Constant 2.802 .016

Source: Thompson (2019). 



International Journal of Sustainable Entrepreneurship and Corporate Social Responsibility
Volume 5 • Issue 2 • July-December 2020

77

absenceofvisibleminoritiesandtheonesforthepresencetovisibleminorities(i.e.‘NoMinorities’
versus‘1orMoreMinorities’)(Thompson,2019).

InconductinglogisticsanalysisusingSPSS,theresearchersselectedForward:Waldoptions,
whichappliedWaldstatisticstothedata(Verma,2016).Thisapproachusedastepwisedetermination
techniqueonthedatasummarizedinTable9SPSSVariablesforLogisticRegressionModel.The
analysisshowsthatonlytheConstantwasstatisticallysignificantwherep=.048(i.e.,p<.05),
whereastherenostatisticalsignificanceobservedwithalltheindependentvariables(Thompson,2019).

IMPLICATIoNS, RECoMMENDATIoNS, AND CoNCLUSIoNS

TheindependentvariablesintheModelaccountedfor9.6%ofthevariationinthedependentvariable,
VisibleMinority(VM).TheexpectationwastousethisModeltopredictthepresenceofvisible
minoritiesontheboardofdirectors.TheANOVAresultsfortheModelcausedtherejectionofthe
nullhypothesis.TheModelobservedalltheassumptionsofmultipleregression.However,notall
thevariableshadstatisticallysignificantresults(Thompson,2019).Theresearchcontainedresults
indicatingalowrepresentationontheboardofdirectorsandexecutiveteams,whichisquitelikethe
observationsmadebyEllisandKey(2015),whonoticedthatonlyafewfirmspromotediversity.Even
thoughtheANOVAresultwasstatisticallysignificant,eachvariableintheModelhaslesssignificant
behaviors.Inthecaseofthedependentvariable,VisibleMinorities(VM),9.4%(117boardmembers)
werevisibleminoritiesindividuals(Thompson,2019).Thisvalueislowsincethe2016Canadian
Censusshowsthat21.9%ofvisibleminoritiesarerepresentednationally(StatisticsCanada,2017).
Morencyetal.(2017)projectthatbyabout2036,thevisibleminoritypopulationbetweentheages
of15and64yearsoldwillrangebetween34.7%and39.9%oftheCanadianpopulation.Ifcompany
executivesareunabletotakeadvantageofthevisibleminoritypopulation,theymaybeplacingtheir
companiesatasignificantdisadvantage.Inpreviousstudies,Guillaumeetal.(2017)observedthat
negativecompanyperformancerelatedtodiversityresultedfrompoormanagementperformance.

TheLogofmarketvalues(LGMV)variableshowedthatthecoefficientwasstatisticallysignificant
andnegative.TheresultforLGMVwasoppositetothepositivecoefficientnotedforapriorgender
study(Strobletal.,2016).TheIndependentDirectors(PREXT)variablehadanegativecoefficient,
unlikeapriorgenderstudywithapositivecoefficient(Strobletal.,2016).However,thesample
contained65independentboardmembersand52non-independentboardmembers.FortheTotal
numberofmemberson theboard (BDTOT)variable, thestandardizedcoefficient (orBeta)was
statisticallysignificantandpositive.Thisresultmatchedtheresultforthepriorgenderstudy(Strobl

Table 8. SPSS frequency distribution for dependent variable visible minority (VM)

Frequency Percent Valid Percent Cumulative - Percent

Valid 0 86 58.1 58.1 58.1

1 33 22.3 22.3 80.4

2 18 12.2 12.2 92.6

3 3 2.0 2.0 94.6

4 5 3.4 3.4 98.0

5 2 1.4 1.4 99.3

6 0 0 0 99.3

7 1 .7 .7 100

Total 148 100

Source: Thompson (2019). 
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etal.,2016).TheLong-termstockreturnperformance(LTPRF)variablehasapositivecoefficient,
whichwasnotstatisticallysignificant.Theexpectationfrompriorstudieswasthatdiversitywould
resultinbetterboardgovernance(Hassanetal.,2015;Strobletal.,2016).TheInstitutionalinvestors
(INVST)variablehasapositivecoefficient,whichwasnotstatisticallysignificant.

Recommendations for Practice
OnesignificantareaofpracticeistoensurethatatleasttheotherthreedesignatedgroupsofAboriginal
peoples,PeoplewithDisabilitiesandVisibleMinorities,aretracked(GovernmentofCanada,2019;
HRSDC,2019;Kelly-Scott&Smith,2015;StatisticCanada,2019).Currently,genderistheonly
designatedgroupofthefourmentionedintheEmploymentEquityAct,whichistrackedbytheOSC
andothersimilarorganizationsinCanada.TheGovernmentofCanadashouldconsiderusingthe
existingtemplatesubmittedbyfederallyregulatedsothatthenon-regulatedcompaniesalsoreport
onthefourdesignatedgroupsprotectedbyCanada’sEmploymentEquityAct,2010(Edgleyetal.,
2016; Government of Canada, 2018). In contrast to many countries of the world, Canada lacks
raceandethnicitydata(Grant&Balkissoon,2019).TheUnitedStatescollectsracedatawithmore
frequency(Grant&Balkissoon,2019).InBritain,thegovernmentprovidesaccessibilitytoethnicity
inasingleaccessiblelocation.CountrieslikeNewZealandusethecollectionofraceandethnicity
datatodevelopbetterpoliciesandprotectcertaingroups(Grant&Balkissoon,2019).

Recommendations for Future Research
Therewereafewfutureinquiriesidentified(Thompson,2019).

1. Dovisibleminorityindividualshavemoresupportinsomeindustriesoverothers?
2. Whatpolicieswouldsupporttheinclusionoftheotherthreedesignatedgroups?
3. Caneducationandexperiencemoderatetheeffectsofdiversityonboardappointments?

Table 9. SPSS variables for logistic regression model

Variables in the Equation B SE. Wald Score df Sig. Exp(B)

Step0 Constant -.322 .168 3.909 1 .048 .718

Variablesnotintheequation

Step0 Logofmarketvalues
(LGMV) .685 1 .408

Independentdirectors
(PREXT) .504 1 .478

Totalnumberonthe
board(BDTOT) 1.657 1 .198

Long-termperformance
(LTPRF) .046 1 .830

Institutionalinvestors
(INVST) .779 1 .377

OverallStatistics 5 .085

Source: Thompson (2019). 
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InCanada,lawmakersareunabletoadequatelydeveloptrainingorsupportivepoliciesforvisible
minorityworkerswithoutthedata(Andrew-Gee&Grant,2019).

CoNCLUSIoN

Theauthorsofthisresearchattemptedtodemonstratearelationshipbetweenboarddiversityand
companyperformanceintheCanadianenvironment.Otherliteratureinternationallyhasshownthat
thereisapositiveassociationbetweendiversityandcompanyperformance.However,thepositive
associationbetweendiversityandcompanyperformancedoesnotseemtobeevident inCanada.
Why is this the case? The expectation was that the visible minority representation on the TSX
Corporation’sboardofdirectorswouldbeabout21%,asthepercentageofvisibleminoritiesinthe
Canadianpopulation.Usingthesampleof148companies,theresearchersidentified1,246board
members,where9.4%(117boardmembers)werevisibleminoritiesconsistingof2.3%(29members)
visibleminoritywomenand7.1%(88boardmembers)visibleminoritymen.Withinthissampleboard
members,71%(885members)wereindependentboardmembers.Amongtheindependentboard
members,therewere22(1.8%)visibleminorityfemalepresenceandonly7(0.6%)visibleminority
non-independentboardmembers.Therewere883executivesidentifiedinthesamplecompanies,
with11.3%(110executives)visibleminoritieswith1.8%(16executives)visibleminoritywomen
and9.5%(84executives)visibleminoritymen.Twenty-onecompanies(14.4%)didnotprovideany
detailsontheirexecutives.

Canadianlawmakershaveenactedseverallawstoprotectcertaingroups,namely,Aboriginal
Peoples,PersonswithDisabilities,VisibleMinoritiesandWomen.Interestingly,thelastgroupwas
theonlyonetracked.Thereareyearsofdataonthisgroup,andtheyhaveseensignificantprogress
growing from11% to17%over fiveyears (2015 to2019).However, basedon the findings, the
numberofvisibleminoritywomenislow.Whatwouldthepercentageslooklikeafterdisaggregating
thesenumbersbyatleasttheotherthreegroupsofAboriginalPeoples,PersonswithDisabilities,
andVisibleMinorities?BillC-25shouldbedoingjustthislevelofdisaggregationasof2020.Bill
C-25receivedRoyalAssentonMay1,2018.Itusuallytakesabouttwoyearsbeforeregulationsare
inplace.Evenwiththeregulationsinplace,theexpectationsarethatcompaniesreportsbasedona
complyorexplain-policy.Ifregulationswereslowtogaincompliancewhenthetopicwasgender,
itmightbeslowerwithVisibleMinoritydata.HowdoweimprovethepipelineforBlackandother
visibleminoritygroupstotheexecutiveandboardlevels?Onlytimewilltell.
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APPENDIX

G*Power Results Confirming the Sample Size

Figure 4. A prioiri graph Note. Determining the minimum sample size for the linear regression sample size for model. Source: 
Thompson (2019). 

Figure 5. Post hoc graph Note. Sample size-148 companie.
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