
For professional use only – Not for Public distribution

Aberdeen Asset Management (“AAM”) is the marketing name in Canada for Aberdeen Asset Management Inc., Aberdeen Fund Distributors, 

LLC, and Aberdeen Asset Management Asia Ltd and Aberdeen Asset Management Canada Limited. Aberdeen Asset Management Inc. is 

registered as a Portfolio Manager in the Canadian provinces of Ontario, Nova Scotia and New Brunswick, and as an Investment Fund Manager 

in the Canadian provinces of Ontario, Quebec, and Newfoundland and Labrador.  Aberdeen Asset Management Asia Limited and Aberdeen 

Asset Management Canada Limited are registered as Portfolio Managers in Ontario. Aberdeen Fund Distributors, LLC operates as an Exempt 

Market Dealer in all provinces and territories of Canada. Aberdeen Fund Distributors, LLC and Aberdeen Asset Management Canada Limited 

are wholly owned subsidiaries of Aberdeen Asset Management Inc. Both Aberdeen Asset Management Inc. and Aberdeen Asset Management 

Asia Ltd. are wholly owned by Aberdeen Asset Management PLC.

Portfolio Diversification – why mixed teams make better decisions 

April 2015



1

Agenda

Welcome to my world

Setting the scene

Why do we care?

How do we address the issue?

Summary

Exploring our inherent similarities



2

Welcome to my world



3

Welcome to 
my world
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Setting the scene
Board seats at European Stock Index companies

Source: Catalyst. 2014 Catalyst Census: Women's Share of Board Seats at European Stock Index Companies. New York: Catalyst, January 13, 2015.

http://www.catalyst.org/knowledge/womens-share-board-seats-european-stock-index-companies

For illustrative purposes only

• The highest percentage of 

women on boards is in 

Norway and the lowest is in 

Portugal

• The UK is at 22.8%

• No country has yet 

reached parity

• Research shows that gender 

diversity on European 

boards varies dramatically

Women Men

United Kingdom 22.8%
Denmark 21.9%

Norway 35.5%

Finland 29.9%
France 29.7%

Sweden 28.8%

Belgium 23.4%

Netherlands 21.0%
Germany 18.5%

Spain 18.2%
Switzerland 17.0%

Austria 13.0%

Ireland 10.3%
Portugal 7.9%Portugal 7.9%

United Kingdom 22.8%
Denmark 21.9%

Norway 35.5%

Finland 29.9%
France 29.7%

Sweden 28.8%

Belgium 23.4%

Netherlands 21.0%
Germany 18.5%

Spain 18.2%
Switzerland 17.0%

Austria 13.0%

Ireland 10.3%
Portugal 7.9%Portugal 7.9%

PARITY
Norway 35.5%

Portugal 7.9%

United Kingdom 22.8%
Denmark 21.9%

0%

http://www.catalyst.org/knowledge/womens-share-board-seats-european-stock-index-companies
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Setting the scene

Unconscious bias in recruitment

Source: ‘Science faculty’s subtle gender biases favor male students’. PNAS. August, 2012. http://www.pnas.org/content/109/41/16474.full.pdf+html

For illustrative purposes only

• 4.0

• Seen 
favourably

• $30,328

Jennifer John

• 3.3

• Seen less 
favourably

• $26,508

Issues women face in the workplace

http://www.pnas.org/content/109/41/16474.full.pdf+html
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Exploring our inherent similarities
Addressing myths about women in the workplace
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Myth

Women don’t 

aspire to 

leadership roles

Myth

Women lack 

leadership

qualities

Myth

Women don’t get 

to the top 

because they 

lack confidence

Reality

Women are clear 

about their 

abilities and 

careful not to 

oversell 

themselves

Reality

Majority of men’s 

and women’s 

leadership 

qualities are the 

same

Reality

Women become 

more ambitious 

about senior 

leadership as 

their career 

progresses

Exploring our inherent similarities
Addressing myths about women in the workplace

Source: ‘Cracking the Code’ KPMG, YSC, 30% Club,  December 2014.  

http://www.kpmg.com/UK/en/IssuesAndInsights/ArticlesPublications/Documents/PDF/About/Cracking%20the%20code.pdf

For illustrative purposes only.  

http://www.kpmg.com/UK/en/IssuesAndInsights/ArticlesPublications/Documents/PDF/About/Cracking the code.pdf
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Why do we care?
Exploring the benefits of diversity and inclusion
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The social justice case

Everyone should have equal access to employment and 

development opportunities when employed

The business case

Research shows that mixed teams make better decisions in 

business. They help avoid group think and provide more varied 

opinions which lead to more reasoned conclusions

The economic case

Increasing the number of people who participate in an 

economy makes that economy more productive. Promoting a 

diverse workforce increases the amount an economy can 

produce

The three cases for D&I
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Why is investing in D&I important for business?

• 12%
higher discretionary effort

• 19%
greater retention rate

• 57%
better team collaboration

• 42% 
stronger team commitment

• 45%
more likely to improve 

market share

• 70% 
more likely to succeed in 

new markets

Organisations that rate 

highly for both diversity 

and inclusiveness 

report the following 

results:

Source: The Corporate Leadership Council and The Center for Talent Innovation joint report. Global Workplace Insights Report, December 2014. 

For illustrative purposes only. 
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Diverse, well-managed teams are more productive in the long run
Looking at the research on why diverse teams outperform homogenous teams in the long run

* Adapted by QED Consulting from “Unravelling the Diversity-Performance Link in Multicultural Team”, by Stahl, Maznevski, Voigt and Jonsen, INSEAD working paper 2007.”

P
ro
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u
c
ti
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y

Time

T1 T2

Diverse teams 

well-managed

Homogeneous 

teams 

well-managed

Diverse teams 

not

well-managed

• Research shows that 

diverse teams, when well-

managed, outperform 

homogenous teams in the 

long run

• Diverse teams that aren’t 

managed effectively, 

however, will underperform
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How do we address this issue?
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Obstacles in a women’s journey into business

• The issue of gender inequality in the 

workplace is an issue that extends beyond 

corporate walls

• From early childhood to being promoted to 

senior roles, women have to go through 

many stages in life that all contribute to the 

lack of women we see in senior positions in 

business

• We have to work collectively, not in silos, in 

order for our efforts to be truly effective. We 

can not achieve gender parity in senior roles 

if a link in this chain of events is broken

Early childhood

School

Recruitment

Inclusive workplace

Promotion
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Early childhood
We implant gender expectations at an early age

• From a very young age marketing targets 
boys and girls with different toys

• While boys are offered trains, cars, building 
blocks and astronaut costumes, girls are 
offered dolls, kitchens and princess-themed 
products

• Let Toys Be Toys is a campaign that is 
asking the toy and publishing industries to 
stop limiting children’s interests by promoting 
some toys and books as only suitable for 
girls, and others only for boys

Source: http://www.lettoysbetoys.org.uk/

For illustrative purposes only

http://www.lettoysbetoys.org.uk/
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Inclusive workplaces
Looking at how organizational culture and inclusion can influence a woman’s progression

For illustrative purposes only

Promoting inclusion through decorations

Room A Room B
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Being promoted into senior positions

Source: Heilman, M. E., & Haynes, M. C. (2005). No credit where credit is due: Attributional rationalization of women’s success in male/female teams. 

Journal of Applied Psychology, 90, 905-916

For illustrative purposes only

Gender bias in performance scores
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Being promoted into senior positions

Source: Heilman, M. E., & Haynes, M. C. (2005). No credit where credit is due: Attributional rationalization of women’s success in male-female teams. 

Journal of Applied Psychology, 90, 905-916

For illustrative purposes only

Gender bias in performance scores
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Being promoted into senior positions

Source: Heilman, M. E., & Haynes, M. C. (2005). No credit where credit is due: Attributional rationalization of women’s success in male-female teams. 

Journal of Applied Psychology, 90, 905-916

For illustrative purposes only

Gender bias in performance scores
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Being promoted into senior positions

Source: Heilman, M. E., & Haynes, M. C. (2005). No credit where credit is due: Attributional rationalization of women’s success in male-female teams. 

Journal of Applied Psychology, 90, 905-916

For illustrative purposes only
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Gender bias in performance scores
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The impact of unconscious bias
Looking at how unconscious biases affect our business decisions

6’2”+
6’+

<5’6”

3.9%
14.9%

30% 58% 4%

Takeaway:

In the year this study was 

conducted, you had a better 

chance of being a female 

CEO than a male CEO who 

is 5’6” or shorter!

There are tens 

of millions of 

us!

Unconscious bias in leadership

Source: Blink. “Why Do We Love Tall Men?”. Malcolm Gladwell, January 2015

For illustrative purposes only
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In conclusion
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In conclusion

Though initiatives are being implemented across the globe, there is still an issue 

of gender inequality in the workplace1

Many of the myths that are commonly used to hold women back in the 

workplace simply aren’t true2

There are strong social justice, business and economic cases for diversity in the 

workplace, making gender equality in the workplace an important issue to 

address
3

If we want to have a significant impact into the inequality that is currently found 

for women in the workplace, we must look at it holistically and realise that the 

issue extends all the way back to the way we as a society raise children
4

In order to create a more diverse and inclusive workplace, we must be able to 

adapt our approach to convince the different type of people we will face within 

our organisations
5
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