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Project Background

• Increase the participation of women in engineering, geoscience, 

technologists, technicians and technical specialists occupations

• Support employers to implement diversity and inclusion strategies

• Increase recruitment, retention and career advancement for women in 

sector

• Support the beginnings of a cultural shift in engineering and technology

This project was designed to:



Strategies Implemented

• Regional action committees

• Recruit individual champions

• Recruit employer champions

• Recruit secondary school champions

• Recruit public post-secondary school 
champions

• Professional, industry, and other 
supporting organizations

• Training sessions 

• Lunch & Learns 

• Webinars/workshops 

• Career/job fairs (organize or participate in)

• Virtual career fairs

The activities included in the original Project Management Workplan Activities included:



Online Project Outcomes 



LEGACY COMPONENTS – I&D TOOLKITS

https://womeninengtech.ca/sector-resources/


LEGACY COMPONENTS –
SCHOLARSHIPS AND BURSARIES

https://womeninengtech.ca/sector-resources/


Research Summary and Possible 
Next Steps
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Research Questions 

What factors contribute to a successful diversity and inclusion 
initiative within this sector? What are some of the key indicators 
and measures of successful diversity and inclusion initiatives?

What are the major barriers to implementing diversity and 
inclusion initiatives within the sector? What evidence is there 
for strategies for addressing these?

What insights does a GBA+ lens provide to the understanding 
of diversity and inclusion for equity seeking groups within the 
sector? 

RQ 1

RQ 2

RQ 3
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• Inclusion - the environment where people feel involved, 
respected, valued, connected and where individuals bring 
their authentic selves to the team and business. Inclusion 
refers to the extent to which employees are encouraged 
and empowered to participate in the workplace.  It is 
about bringing your authentic self to work.

• Diversity - the variety of people and ideas within an 
organization and includes visible and/or invisible 
differences, such as: age, culture, gender, race, 
mental/physical status, religion, sexual orientation, 
language, education, socioeconomic status, life 
experiences, family status, perspectives, etc.

Key Definitions – Inclusion and Diversity
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The Importance of Inclusion  

Source: (LaunchVic & Change Catalyst)
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Key Findings of Literature Review for Women and Equity Seeking Groups in 
Engineering and Technology

We know women and equity seeking groups continue to be underrepresented

• Girls continue to hear messages STEM is not for them – negative stereotypes and bias, they maybe unaware 
of the options available early enough, may not know about the range of STEM careers 

Increase of girls choosing STEM subjects but there are still gaps

• Women more likely to switch from STEM to non-STEM courses during first 2 yrs.
• Women are the minority of graduates in STEM
• BUT not the same across all STEM domains 

Similar pattern for those entering post-secondary education

• Women are more likely to be unemployed
• More likely to be under-employed
• More likely to earn less than men
• More likely to leave the sector
• Less likely to be in leadership role

In work, men are more likely to work in STEM than women
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Reasons Women Leave STEM Careers

Organizational 
Culture
• Educational
• Workplaces

Negative 
Stereotypes and 

Biases

Lack of a career 
pathway and 
development 
opportunities

Lack of supportive 
policies and 

supports

Lack of a shared 
understanding 

within organizations 
that inequity exists
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• Women and those from equity seeking groups had different employment experiences than men
• Lower levels of satisfaction for women, foreign-born respondents and those with disabilities

• Three key influences for career satisfaction – inclusive and diverse workplace, flexible work policies 
and absence of discrimination

• Factors which limited advancement – lack of promotion opportunities, lack of negotiation skills 
and discrimination

• Work Environment – welcoming but only 76% reported an organizational commitment to inclusion 
and diversity initiatives

• A lower proportion of women reported a real commitment to equity and diversity (65% v 80%)
• Discrimination experienced by more women and equity seeking groups – skills under-utilized and 

treated as not competent. Bigger problem for those who had experienced it.
• The least important factor for both men and women were workplace diversity and inclusion 

initiatives. Only 30 per cent aware of these types of initiatives and only 15 per cent of men and 
17 per cent of women saw them as helping with their career advancement. 

Key Findings from AWET Survey
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• Recognition lack of diversity was problematic – potential employees and clients
• Historic issue -“unintentional” and lack of qualified women and equity seeking professionals

• Perception that there were not enough women in sector – not looking in the right places 
• Currently inclusion and diversity a priority issue – business drivers, need to be employer of choice, 

response from existing employees and it was the right thing to do
• Inclusion and diversity prioritized within last 5 years
• Inclusion and diversity – process and journey – not where they want to be yet

• Wanted employees to have a sense of belonging
• Bring their whole selves to work
• Employers identifying with equity seeking groups – were newcomers, had daughters

“It's a smart business decision. We have opportunities that we're losing because we don't have 
representation of women at the table and clients are expecting that we have a strong representation. 

So, this is actually impacting our business.”

Employers and Inclusion and Diversity
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• Focus on equity and creating an inclusive culture
• Recruitment – Similar process across organizations

• HR responsibility – managers identifying job specs
• Postings advertised in variety of media 
• Interview and selection – did not blind resumes, selection not always based on predefined 

competencies
• Want best person and good fit
• Onboarding important for setting tone in workplace
• Employers did not track equity composition of applicants, those interviewed and hired
• Employers knew they could do better

“So I think that we're well on our way. But again, we recognize that this is a journey and by no means 
has [name of organization] reached its end game.”

Employer Policies and Practices - Recruitment
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Retention and Advancement

• All had review processes 
• Employees and career plans
• Employee concerns and complaints taken 

seriously
• Attrition not problematic
• Did not track statistics by gender or ethnicity

Promoting Inclusion and Diversity

• Offered some degree of flexible working
• Most employers identified as progressive
• Sector had come along way, still work to do
• Leadership was key to setting tone
• Must be buy-in from leadership
• Authenticity and accountability key
• Employers welcomed GBA+ lens broaden the 

appeal to all employees

18
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• Inclusion and Diversity in sector – a work in progress
• Urgency for some because of the “tsunami of retirements” on the horizon
• All knew people who had left sector because of lack of inclusion and diversity

• Understanding inclusion and diversity in workplace
• Lack of impetus for change 

• Changing workplace culture
• Employers need to be the employer of choice
• Need others in the sector to speak up
• Change was going to take sustained effort

• Top down and bottom up

• GBA+
• Saw this as the way forward 
• Move away from particular groups focus on all employees

Key Informant - Findings
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Successful Features of Inclusion and Diversity

• Engage and listen to employees – do the 
ground work

• Set clear expectations – provide supports to 
meet these and accountability when not met

• Provide scenario based education, training 
and supports – raise awareness and identify 
the actions for all

• Set organizational and employee targets –
make inclusion & diversity important 

• Monitor and review – what gets measured, 
gets done and then report out to employees

Advice to Employers

• Align inclusion and diversity with other 
policies

• Inclusion and diversity should be proactive 
and intentional

• Be part of strategic planning
• Honest assessment of where they are in 

terms of inclusion and diversity and build 
from there

20

“… a balance between making sure that you are creating those safe spaces for minority 
populations so that they can tell you about their experience, but also, you know, 
minimizing difference in some respects so that we find those commonalities where 
people can engage in those types of conversations.”
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• Workplace culture determined if they felt welcomed, respected and safe
• Agreed tone set by managers

• Only those employed in provincial government said there were clear policies and practices that 
were implemented

• Skepticism around inclusion and diversity policies and concern that it was for publicity rather than 
improving workplace culture

• Inclusion and diversity initiatives perceived to lack authenticity
• Discrimination and bullying a current issue

• Effect could be traumatizing – loss of confidence, lack of respect from male colleagues, sense of 
isolation and these were not isolated events – “horrific”

• Examples of less overt discrimination 
• Some employers ignored issue

•Women stayed in sector because they loved their jobs – the problem solving and the challenge

•Not all male colleagues behaved negatively, some were active supporters 

Women’s Experience of Workplace Culture



FO
CU

S GRO
U

PS W
ITH W

O
M

EN
 IN

 SECTO
R

22

What the Women Said about Inclusion and Diversity

“what happens is that they create a committee and usually hire some people and they say, 
we're going to do this. And then about six months later, they say, look, we're amazing 
because we've done this. You're on the ground. You're saying, wait, we haven't done 

anything. But it's the cynical part, it is all just … for external use. It's a publicity stunt. Then 
they wrap themselves in a diversity cloak, but it doesn't mean anything for the people on 

the ground. So sorry, but that's been my experience.”

“… like a ton, a ton of implicit and explicit 
sexism. I mean, honestly, sometimes I 

thought I was like in an episode of like Mad 
Men or something like I just couldn't I just 
couldn't believe the things that were being 
said about like what women were wearing 
and, you know, how women shouldn't get 

paid as much as men. “

“I've been working here for twenty 
years and I've been hearing this 

for twenty years. And I'm going to 
tell you, like these will be 

documented, but nothing will 
probably change.”
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• Required commitment from leadership – authentic buy-in, transparency and accountability

“we all know, what gets measured, gets done” they added that “… the numbers will speak for 
themselves and then it's hard to ignore. But if you don't actually measure it, then it becomes easier to 

ignore.”

• Recognition of process – needed more than one-off interventions
• Ground work necessary to gain trust and employee buy-in
• Women supported women

Challenges
• Very static sector
• Not just a question of more women in sector
• Reluctance to measure and monitor

Creating an Inclusive and Diverse Workplace 
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• Recruitment – after 1st job, used networks to ‘check-out’ employers
• Differences between public and private sector

• Retention – stayed because they loved what they did despite lack of flexibility and recognition
• Career Advancement – lack of objective criteria

• Women did not know how to play the game
• Bias in how opportunities were allocated which influenced advancement
• Mentoring important but sponsorship necessary to combat bias

Recruitment, Retention and Career Advancement

“mentorship is I talk to you and I try and help you as an individual, but I don't 
necessarily do anything in the background to make sure that you're that you are 
given opportunities and that's what sponsorship is.”
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Essential features
• Buy-in from leadership
• Engaging staff authentically
• A warm and welcoming environment
• Development of a long term plans and short term targets with assigned actions
• Shared values statement 
• Sustained education around inclusion and diversity – scenario based training
• Transparency
• Targets
• Monitoring and review
• Flexible working
• Mentors and sponsors

What factors contribute to a successful inclusion and diversity initiative within this sector? What are some of the 
key indicators and measures of successful diversity and inclusion initiatives?
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Key components to initiatives 

1. Engage employees, listen 
2. Analyze organizational data
3. Design and tailor an authentic sustained program that reflects organizational reality
4. Implement initiative at all levels of organization
5. Monitor, review, adjust and report out on progress

Promising Practices for Inclusion and Diversity Initiatives
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1. Lack of focus as the inclusion and diversity strategy was not a priority for leaders and it was not 
embedded into organizations 

2. Limited understanding of the business benefits that come from a well implemented inclusion and 
diversity strategy

3. Lack of funds and resources within small to mid-sized companies to focus on inclusion and 
diversity 

4. Lack of monitoring, reviewing, and reporting on diversity and inclusion both at an organizational 
and sector level.

What are the major barriers to implementing diversity and inclusion initiatives within the sector? What evidence 
is there for strategies for addressing these? 

Need to find the Burning Bridge for Employers to Spur Change
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• Heterogeneity in the experiences of women and equity seeking groups
• Need a nuanced understanding of these experiences
• Policies and practices have to reflect this complexity
• GBA+ lens offers the possibility of a wider discussion on inclusion and diversity involving all 

employees

What insights does a GBA+ lens provide to the understanding of diversity and inclusion for equity seeking groups within the 
sector? 
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Programs and Initiatives Recommendations 

Commitment Consistency Authenticity 
and honesty Accountability

Transparency Time Resources Monitoring 

Data driven



Panel 
Discussion & 

Questions



THANK YOU!

ADVANCING WOMEN IN ENGINEERING 
AND TECHNOLOGY project

www.womeninengtech.ca

techinfo@asttbc.org

http://www.womeninengtech.ca/
mailto:info@womeninengtech.ca
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