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About BMO Financial Group (BMO)
•In 1817, Bank of Montreal became Canada’s first chartered bank, and was the first 
financial institution to offer Canadians a sound domestic currency.

•BMO is one of the largest financial services providers in North America.

•BMO has assets of $265 billion at our last fiscal year end and over 34,000 
employees.

• We provide a comprehensive offering of retail banking, wealth management and 
investment banking products and solutions worldwide through BMO Bank of 
Montreal, BMO Nesbitt Burns, and Harris.
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Employment Equity Legislation

•1981 Census and definition of terminology
•425 federally regulated employers
•1986 Canadian EE legislation implemented to remove barriers to hiring and 
advancement for 4 groups historically disadvantaged in employment: 

• Women
• Visible Minorities
• People with Disabilities
• Aboriginal People

•1996 amendment; including federal Audit process
•2001 Parliamentary EE Review (every 5 years)
•2002 BMO has an EE Audit
•2003 CHRC Audit Report on BMO

• BMO was the first Canadian financial institution to be found in compliance with 
all 12 statutory requirements of the Employment Equity Act with no 
undertakings being ordered. 
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History of Diversity at BMO is about a long but necessary  
process of cultural change

•Phase #1 1990 – 1999: benchmarking, building a reputation, 
and implementing task forces’ action plans

•Task Force on the Advancement of Women (1991)
•Task Force on the Advancement of Aboriginal Employment (1992)
•Task Force on the Employment of People with Disabilities (1992)
•Task Force on the Advancement of Visible Minorities (1995)

•Phase #2 1999 – present: embedding Diversity and Workplace 
Equity into Lines of Business (LOBs) on the business case model
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BMO’s DWEB Model
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Catalyst Studies – Relevant Findings
On the Fortune 500 - The Bottom Line: Connecting Corporate Performance and Gender Diversity (‘04)
•Companies overall with the highest representation of women on their top management teams experienced 
better financial performance – in terms of Return on Equity (ROE) and Total Return to Shareholders (TRS) –
than companies with the lowest women’s representation.  ROE is 35.1% higher and TRS is 34.0% higher. 
•When examining financial performance by industry, in each of the five industries analyzed, companies with 
the highest representation of women on their top management teams experienced a higher ROE than 
companies with the lowest women’s representation.
•In four out of the five industries analyzed, companies with the highest representation of women on their top 
management teams experienced a higher TRS than the group of companies with the lowest women’s 
representation.

On Canadian Law Firms - Beyond a Reasonable Doubt: Building the Business Case for Flexibility 
(‘05)
•Women and men report the same top factors as important in choosing to work at another firm: environment 
more supportive of family and personal commitments and more control over work schedules
•A majority of women (66%) and more than one-half men associates (54%) indicate that the possibility of 
working fewer hours would be important in choosing to work at another firm.
•84% of women and 66% of men rate “an environment supportive of my family and personal commitments” as 
an important factor in choosing to work at another firm. 
•The average total cost of an associate’s departure is $315,000 approximately twice the average associates 
salary. *NB: These studies can be downloaded at www.catalystwomen.org
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Annual Employee Survey: Measuring the Employee Voice
Reinforcing our commitment to fact-based analysis, BMO measures its progress by surveying 
employees through its Annual Employee Survey and requires action plans to be developed in 
response to employees’ views.

Sample of Annual Employee Survey Questions:
• “My manager ensures his or her employees have an equal opportunity to advance regardless of 

gender, race, age, or disability.”
• “My manager is committed to creating an equitable, diverse and inclusive culture so that all 

employees can contribute fully.”
• “I am satisfied with the policies and programs available to help me balance my work and life 

commitments.” 
• “My manager supports me in balancing my work/life commitment.”
• “My manager has a sincere interest in my personal well-being.”
• “At BMO Financial Group, I am treated with honesty and respect.”
• “Have you seen any evidence that the previous year AES results were used to make positive 

changes?”

Results continue to trend upward in response levels to these AES questions.

Levels of satisfaction and use also continue to rise:
• In 1991, primary users of Flexible Work Arrangements were women, in 2005 66% of women and 

52% of men report that they use these arrangements. 
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Movement of the Dial
•In 1991, 9% of our executives were women.  That number has now more than tripled to 33.4%.
Groundbreaking Policies and Programs
Flexible Work Arrangements
These include employee-initiated, manager-approved arrangements which provide the opportunity for flexibility 
in determining when, where or how the work gets done:

• Flextime 
• Flexible Work Week
• Permanent Part-time 
• Job Sharing 
• Flexplace/Telecommuting

People Care Days 
These are usually short, paid leaves of absence intended to help employees balance multiple work and non-
work commitments.   Some examples are:

• Personal and family leave
• (Career) Possibilities Day
• Community Service Leave

Managerial Leadership Learning System

Our Successes


