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EXECUTIVE SUMMARY

Diversity is a hot topic.  As companies increase
their diversity efforts, new strategies are being test-
ed, employed, and proven.  At Catalyst, their pres-
tigious "Catalyst Award" is given to companies exe-
cuting programs that increase the visibility and
involvement of women in the workforce.  In 2007,
the award was given to Scotiabank, an internation-
al financial institution headquartered in Canada.
In 2006, the award recipient was Chubb Insurance,
a global insurance company with over 12,000
employees.  In this presentation, both companies
share the secrets behind their successful initiatives.

By understanding the foundation of the Catalyst
Award, and using Scotiabank and Chubb Insurance
as real-life examples, other companies will be able
to walk away with clear action items and goals that
will help increase their own women's and diversity
initiatives.

THE CATALYST AWARD

The Catalyst Award celebrates outstanding initia-
tives that address women's recruitment, develop-
ment, and advancement.  Within this definition,
there are four key components that the award gives
focus in identifying potential winners:

1) Efforts that eliminate systemic barriers to
women's advancement
2) Various, innovative efforts that drive orga-
nizational change
3) Mechanisms for educating organizations
about how to advance and develop women
4) Diversity and inclusion journeys

In addition, the Catalyst Award looks at organiza-

tions with efforts that are discreet or broad-based,
recognizing that companies will have varying levels
of success with many types of efforts.  Most impor-
tant is that award winner's organizational culture
embraces change when it comes to increasing its
women's initiatives.

CATALYST AWARD CRITERIA

With so many companies increasing diversity
efforts, there are numerous ways those efforts can
be measured for success.  The Catalyst Award,
focusing specifically on women's advancement
efforts, uses seven criteria.

1) Measurable results.  These results may come
in many different forms.  For example, what is the
attrition rate of women at the company?  What do
company performance survey results reveal?  How
many women are in leadership programs?
2) Senior Leadership Support.  In all efforts,
gaining the backing of senior leaders is critical to
success.
3) Business rationale.  Any time an effort, such
as women's development and advancement, is initi-
ated, it is always more successful if it can be tied to
a company's bottom-line.
4) Accountability.  Once objectives and goals
are set, accountability measures must be set up and
followed.  Companies should assess the tools they
are using to measure accountability to ensure they
are effective.
5) Communication.  Key leaders must be
involved in communication efforts so that employ-
ees know that the initiative is important.
6) Replicability.  One of the goals of the
Catalyst Award is to inspire other companies to
integrate similar efforts into their organizations,
thus, it is vital that award members offer a program
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that is clear and easy to duplicate or customize.
7) Originality.  Creativity always works!

THE 2007 AWARD WINNER: SCOTIABANK

In 2007, Scotiabank was presented with the
Catalyst Award for their Advancement of Women
(AoW) Initiative.  It is a leading international bank
based in Canada and currently boasts more than
57,000 employees.  Scotiabank, along with its' affil-
iates, serve over 12 million customers worldwide at
over 2,200 branch and office locations.

AOW INITIATIVE: HISTORY AND VISION

In fact, the AoW Initiative at Scotiabank had previ-
ously existed; however, there were several key issues
that prevented the effort from becoming successful.
First, the initiative was founded more on compli-
ance than a true passion for the cause.  In addition,
it lacked a formal support and structure system.
This time, as the AoW Initiative was once again
kicked off, clear values and tangible support struc-
tures were firmly formed.

A clear vision was the first step to establishing a
successful program.  The AoW Initiative had two
key goals as part of their vision:

1) To accelerate the advancement of women
globally across the Scotiabank Group in line with
being a global employer of choice
2) Be recognized as a leader in the advance-
ment of women - both from a customer perspective
and an employee perspective.

In order to launch this vision successfully, several
tangible forces were implemented:

1) A cross-functional, women-led AoW
Steering Committee was formed.  This achieved
passion, buy-in, and investment in women across
the company.
2) Rigorous internal and external research was
conducted.  As with many new company initiatives,
outside support must be gained - one of the best
ways to earn support is to present research that
backs the validity of the idea.
3) Developed business case.  Company leader-
ship must understand and be sold on why this ini-
tiative would make a difference to the bottom line.
4) Secured funding.
5) Communication Roadshows.  These road-
shows demonstrated to employees that the compa-
ny was committed to the AoW Initiative.  Together,
HR staff, communication team folks, and execu-
tives would come together to promote the advance-
ment of women.

THE BUSINESS CASE

One of the most critical steps that aided the success
of Scotiabank's AoW Initiative was developing the
business case build behind it.  The business case,
built on strong research, backed vital company
objectives.  First, AoW was designed to improve
business performance.  Second, it was designed to
help maintain Scotiabank's competitive position in
the war for talent.  And finally, it was created to
leverage the existing talent pool.  

Research showed that initiative like the advance-
ment of women did indeed add to the above-men-
tioned three objectives.  Repeatedly, research
proved that a more diverse workforce delivered bet-
ter business results.  Opportunities for women
increased work morale, leading to increased reten-
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tion.  Time and time again, investing in women,
minorities, and diversity as whole, pointed to better
bottom line results.

IMPLEMENTATION STRATEGY

With passion and clear business deliverables,
Scotiabank was ready to implement their AoW
Initiative.  The strategy had to be holistic and need-
ed to be replicable for offices around the world.

The Scotiabank AoW implementation strategy
consisted of three key things:

1) Transparency.  Communication and under-
standing was key.  Employees and leadership were
always informed about reasons behind the initia-
tive, activities during the initiative, and so forth.  At
Scotiabank, an HR tool called "HR Passport" was
employed to ensure transparency and communica-
tion.  Employees were able to access vital company
data, see business plans, read an overview of the
AoW Initiative, etc.  In addition, management held
quarterly discussions to provide updates and served
as mentors for the top 100 employees in the compa-
ny.
2) Accountability.  It had to make a difference
to people if this program was to be successful.  In
order to achieve accountability, the success of the
program was built into executive performance
scorecards, including specific hiring targets as part
of the AoW Initiative.
3) Actionable Programs.  The AoW Initiative
couldn't be all talk.  It had to consist of programs
that were constant and allowed employee invest-
ment and involvement.  There were seven key pur-
suits that allowed employees and managers to stay
involved and maintain enthusiasm:

o Accountability Framework - Scorecards
were used to ensure commitment from senior lead-
ers.
o Mentoring Programs - Both formal mentor-
ing programs and online training toolkits were
available to employees.
o Establish Networks - Studies show that
women don't typically network as much as men.
So, the AoW Initiative provided opportunities for
women to meet with and learn from each other.
For example, the "Women of Scotia" program
allowed managers to meet at various networking
events.
o Broaden and Deepen Talent Pool -
Providing opportunities to prepare aspiring lead-
ers, specifically, women.
o Clarify Career Advancement Process - To
help women understand their career path, opportu-
nities to meet with company leaders were provided.
o Leverage External Presence - Women learn
not only from each other within the company, but
also out in the community.  Women were given the
opportunity for external networking as well.
o Senior Management Commitment -
Knowing that the AoW Initiative had the backing
of senior management allowed for growing enthu-
siasm.

AOW RESULTS

The benefits of the AoW Initiative at Scotiabank are
numerous.  Not only did employee satisfaction and
morale improve around the company, return on
equity also increased.  Furthermore, the initiative
struck a chord around the company as a whole,
gaining global participation and support.  The ini-
tiative was successful in increasing the number of
women in senior management positions and con-
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tinues to provide new and increasing opportunities.
Figure 1 shows the progress reached through the
AoW Initiative.

In reviewing the successful results at Scotiabank, it
is also helpful to identify critical success factors.

1) The AoW Initiative engaged multiple
champions, encouraging varied and global support
around the company.
2) The AoW Initiative leveraged existing busi-
ness processes (such as their performance score-
card), programs, and platforms.
3) The AoW Initiative provided global leader-
ship by clearly communicating senior management
support and still supported local creativity as the
initiative expanded to offices around the world.

WHAT'S NEXT FOR SCOTIABANK?

With the success of Scotiabank's AoW Initiative,
one wonders what the next steps may be.  Certainly,
continuous improvement and innovation are part

of the plan and indeed, they are.

Scotiabank plans to continue their pursuit of
"Global Employer of Choice" - that potential talent
and current employees alike recognize the name
Scotiabank as a premium employer.  In addition, as
Scotiabank is based in Canada, it is especially
important to increase brand recognition as an
employer at home.  Initiatives like AoW show cur-
rent employees and the outside community the
company's commitment to diversity and often
attract new talent.  Finally, Scotiabank wants to
increase its AoW Initiative efforts across the globe.
There is already a strong momentum behind the
program, but now it's about using that momentum
to execute tangible programs, and to launch new
programs in offices that do no currently have AoW
efforts.

At Scotiabank, the advancement of women, and
other diversity groups, is not about numbers and
targets.  Instead, it is about integrating a real culture
change, a true passion and awareness for this cause,

Figure 1
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a change of heart.

THE 2006 AWARD WINNER: CHUBB GROUP

Started in 1882, the Chubb Group of Insurance
Companies has expanded into 29 countries with
over 12,000 employees, 9,000 of which are based in
the United States.  Its mission is simple: To be the
preeminent specialty global property and casualty
insurer by providing coverage and service that
exceed customer expectations.

REACH UP, REACH OUT, AND REACH
DOWN

In its pursuit of diversity and specifically, in the
advancement of women, Chubb employed the use
of the phrase, 'Reach Up, Reach Out, and Reach
Down."  In "reaching up", senior managers would
first be influenced - their crucial buy-in gained.  In
"reaching out", the support of peers would be
gained - the people with passion for the cause.  And
finally, in "reaching down", opportunities for
women would be passed on - doors would be
opened.

Within this outreach plan, there were three key
components, or three essential pieces in the frame-
work, that this philosophy should be applied with-
in.

1) Strategic Talent Management - Managing
employee performance
2) Learning and Development - Providing
training and opportunities for employees
3) Employee Resource Groups - Getting
employee support for women and diversity efforts

ACTIONABLE INITIATIVES

Within the "Reach up, Reach out, and Reach down"
program, several actionable, or tangible, programs
were created.  

1) Culture of Accountability.  It wasn't enough
for the company to simply talk about women and
diversity issues - it had to be integrated into the cul-
ture.  One way this was tangibly accomplished was
having diversity metrics incorporated into compa-
ny goals.
2) Formal Mentoring Program.  Introduced in
2002, the Women's Development Council at Chubb
has now had over 120 participants in this mentor-
ing program.
3) Formal Networking Events.  Several global
leadership conferences have been started including
one designed specifically for women.  In addition at
Chubb, there are also conferences for minorities,
the Asian American Business Network, and the
Gay/Lesbian/Straight Alliance.

Also at Chubb, and specifically catered to women,
there is the "Chubb Partnership of Women" where
women employees may gather to learn and
exchange career ideas.  Finally, there is a "Women of
Color Book Club."  All of these activities are
designed to encourage and promote new opportu-
nities for women.
4) Talent Management/Success Management.
This program identifies high potential women for
management positions, and also integrates them
into company succession planning.  As part of this
program, there is also a "diversity review" to ensure
that women and minorities are being fairly consid-
ered.
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5) External Influence.  This program takes
Chubb's commitment to women and diversity to
the community.  By extending itself into the com-
munity, through customers and vendors, Chubb
further enhances its commitment.  

MAKING IT WORK

While Chubb had a significant amount of action-
able programs, we go back to the question - but
what makes it really work?  What makes these pro-
grams sustainable?  The answer is the same.  Similar
to Scotiabank, the buy-in of senior leadership is
absolutely key.  At Chubb, six change drivers
addressing senior management influence and
accountability were used.

First, the Board of Directors was involved.
Annually, diversity updates were given so the Board
could remain invested in the diversity efforts.
Second, and an especially significant change driver
for Chubb, was the transition of CEOs.  Their cur-
rent CEO, who joined Chubb in 2003, highly val-
ued diversity efforts and, due to his influence, it has
remained at the top of the priority list.  Third, the
Chief Diversity Officer's position was elevated such
that it was reporting directly to the CEO.

In addition, senior management across the compa-
ny was given visibility to diversity efforts.  Again,
it's vital that senior leadership at a company is
bought into any diversity efforts.  Fifth, senior man-
agement was held accountable to corporate policies
and metrics when it came to diversity efforts.  In
fact, senior leaders at Chubb regularly attend con-
ferences to stay informed on diversity efforts.
Finally, Chubb created "diversity awards", monetary
awards given to company divisions who have made

extraordinary investments in company diversity
efforts.  What makes this award even more signifi-
cant, however, is that the money received by the
division is immediately re-invested in future diver-
sity initiatives.

"It's especially satisfying that we have received the
Catalyst Award, along with significant recognition
from DiversityInc., the Advocate and the Human
Rights Campaign, at the same time that we are
achieving outstanding financial results.  It's clear
that our diversity efforts contribute to Chubb's suc-
cess by helping us attract and retain valued employ-
ees, partners, customers and investors."  John D.
Finnegan, Chairman, CEO & President.

In reading the words of Chubb's CEO, John
Finnegan, it is clear that diversity efforts, including
the advancement of women, are a priority and a
worthwhile investment.

CONCLUSION

Both Scotiabank and Chubb Insurance Companies
are stellar examples of companies vigorously pursu-
ing advancement for women and diversity in gener-
al.  As a result, both companies received the covet-
ed "Catalyst Award", offering them the opportunity
to share their programs with other business at an
even higher level.

The hope is that, as businesses and the senior lead-
ership within them, recognize the increasing
importance of diversity and women in the work-
force, that companies such as Scotiabank and the
Chubb Group will be models to follow.  Clearly,
infusing the workforce with diversity is an asset to
bottom-line business results.
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Based on the Human Capital Institute webcast,
Unlocking Diversity Potential In Financial Services,
May 2, 2007.

PRESENTERS

Janan Youshia
Director of Workforce Strategies
Scotiabank
Janan Youshia was appointed Director of
Workforce Strategies at Scotiabank in December
2005 and is responsible for the development and
execution of strategies, tools, and programs to sup-
port the bank's effectiveness in attracting, develop-
ing, and advancing women. Prior to that, Ms.
Youshia worked as a human resources specialist
providing strategic human resource solutions to a
number of support functions within the bank. With
more than 23 years of experience in the financial
services industry, Ms. Youshia has played a key role
in providing human resources-related consultation
and execution services on several change initiatives.

Gail Soja
Senior Vice President of Field Operations
Chubb Insurance
Gail Soja is the Worldwide Field Operations
Manager for Chubb Commercial Insurance (CCI)
based in Whitehouse, New Jersey. CCI is a $5+ bil-
lion business unit at Chubb that operates branch
facilities in 29 countries. Gail began her career at
Chubb in Birmingham, AL in June of 1984 as an
excess umbrella underwriter. In her 23 years with
Chubb, she has held a variety of positions in EUD
and Casualty including Global Excess Casualty
Practice Leader in CCI Home Office. Prior to her
current position, Gail was responsible for CCI in
the Northern Zone as the Zone Underwriting
Officer. Gail has held her current position since

February 2004. 

Gail attended the Smith College Consortium pro-
gram in the summer of 2000. 

Gail joined the Women's Development Council in
1999, was the chair for the 2002 Women's
Leadership Conference and was the WDC
Chairperson in 2003. During her tenure on the
Women's Development Council, she has played a
vital role in developing the WDC Mentoring
Program, a highly successful initiative that has
assisted many high potential females with their
career advancement. 

Gail has her B.S. from Middle Tennessee State
University. 

Julie S. Nugent
Director, Research, and Chair of Catalyst Award
Evaluation Committee
Catalyst
As a Director in the Research department at
Catalyst, Julie Nugent examines organizational
diversity efforts, change models, and career experi-
ences and perceptions of women and men profes-
sionals across levels and industries. As Chair of the
Catalyst Award Evaluation Committee, Ms. Nugent
investigates organization-specific diversity pro-
grams and workplace environments. In this role,
she heads an interdepartmental team through a
year-long process of evaluating corporate and pro-
fessional strategies nominated for the Catalyst
Award, which honors innovative approaches with
proven results taken by organizations to address the
recruitment, development, and advancement of all
managerial women, including women of color. Ms.
Nugent frequently speaks to corporate and public
audiences on topics including women's leadership
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and advancement, mentoring, and diversity-and-
inclusion strategies. She recently directed the 2005
Catalyst Member Benchmarking Report, which
examined key diversity programs, policies, and
metrics across member companies and firms. In
addition, she leads Catalyst's Mentoring Issue
Specialty Team, specifically examining cutting-
edge mentoring programs, research trends, and
organizational practices. Ms. Nugent received her
B.A. in Psychology and English from Ohio
University. She received her M.A. in
Industrial/Organizational Psychology from New
York University.

MODERATOR

Joy Kosta
HCI
As Director of Talent Development and Leadership
Communities at The Human Capital Institute, Joy
brings twenty-five years of experience in multiple
facets of organizational development, human
resources and business management with an
emphasis in customer satisfaction, service quality,
process improvement, and applying the Malcolm
Baldrige Criteria for Performance Excellence.  As
founder and President of Performance Partners in
Health Care, a company dedicated to building bet-
ter patient experiences, she has authored several
curriculums in leadership and staff development,
and co-authored with Harold Bursztajn, MD Senior
Clinical Faculty member, Harvard Medical School,
Building a Treatment Alliance with Patients and
Families.
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ABOUT PREVISOR

PreVisor, the leader in employee selection solutions
and services, helps employers identify top perform-
ers by leveraging decades of applied organizational
psychology research to develop assessments that
accurately predict on-the-job performance. Serving
over 25,000 clients worldwide, PreVisor's solutions
help streamline and standardize hiring processes
and reduce recruiting and training costs to better
meet strategic HR objectives. To learn more about
PreVisor, visit www.previsor.com. or call 800-367-
2509.

ABOUT THE HUMAN CAPITAL INSTITUTE

The Human Capital Institute is a catalyst for inno-
vative new thinking in talent acquisition, develop-
ment and deployment. Through research and col-
laboration, our programs collect original, creative
ideas from a field of top executives and the bright-
est thought leaders in strategic HR and talent man-
agement. Those ideas are then transformed into
measurable, real-world strategies that help our
members attract and retain the best talent, build a
diverse, inclusive workplace, and leverage individ-
ual and team performance throughout the enter-
prise.

The Human Capital Institute gratefully acknowl-
edges the financial and volunteer contributions of
our Underwriters. They include:

- ADP: VIRTUAL EDGE
- AIRS
- AUTHORIA
- AXSIUM
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- BATRUS HOLLWEG INTERNATIONAL
- BERNARD HODES GROUP
- BEST SOFTWARE
- BROADBOOK TECHNOLOGIES
- BUCK CONSULTANTS
- CENTER FOR KNOWLEDGE MANAGEMENT
- CENTER FOR TALENT RETENTION
- DBM
- DNL GLOBAL, INC.
- DOUBLESTAR, INC. 
- HYPERION
- FIRST ADVANTAGE CO.
- HCR SOFTWARE
- HEWITT
- HR CONSULTING
- HUMAN CAPITAL MAGAZINE
- HRSMART, INC.
- IBM
- INSALA
- JOBSTER, INC.
- JWT EMPLOYMENT COMMUNICATIONS
- KELLY SERVICES
- KENEXA
- LOMINGER LIMITED INC.
- MONSTER CANADA
- MENTTIUM CORPORATION
- MONSTER GOVERNMENT SOLUTIONS
- MONSTER.COM
- MONSTERTRAK
- MONSTER JOBS
- MULTI-HEALTH SYSTEMS
- MYBIZOFFICE, INC.
- ORACLE
- PEOPLECLICK
- PLATEAU SYSTEMS LTD
- PREVISOR
- RECRUITMENT AGENCY ASSOCIATION
- SABA SOFTWARE, INC.
- SEQUENT, INC.

- SKILLSNET CORPORATION
- SKILLSURVEY
- SOFTSCAPE
- SUCCESSFACTORS.COM
- TALEO CORPORATION
- THE RIGHT THING
- THE NEWMAN GROUP
- TALENTTRACK
- TMP WORLDWIDE
- TOWERS PERRIN
- UNICRU
- VANGENT
- VELOCITY RESEARCH GROUP
- VURV TECHNOLOGY, INC.
- WEBHIRE
- WORKBRAIN
- WORKSTREAM, INC.


