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Introduction
Why are there so few women employed in trades and technology occupations in
Nova Scotia? Why do so few Aboriginal or African Nova Scotians seek training and
employment in these occupations? To find answers to these questions, the Hypatia
Association launched New Traditions: Diversity in Science, Trades and Technology in
2004 with funding from Human Resource and Skills Development Canada. In the
Picture...a future with diversity in trades, science and technology is the
product of New Traditions.
The goal of New Traditions was to produce a resource to assist employers identify the
extent to which their trades, science and technology workplaces support diversity, and
then design and implement a course of action to make the changes necessary to
increase their workforce diversity.
New Traditions followed the very successful Changing Lanes project funded by Status
of Women Canada and sponsored by a partnership between the Hypatia Association
and the Women for Economic Equality (WEE) Society. Changing Lanes produced two
resource guides. In the Picture ... a future with women in science, trades
and technology Volume 1 is directed to Nova Scotia’s public school system. In
the Picture...Volume 2 is directed to the Nova Scotia Community College. In the
Picture ...Volume 3, the product of New Traditions, is directed to employers in
Nova Scotia. Each resource guide
• summarizes research from a range of sources,
• describes the findings of focus groups and interviews,
• provides action-oriented strategies for change.
What’s the issue?
The issue at the centre of New Traditions was the lack of diversity in trades, science
and technology workplaces in Nova Scotia. Women, visible minorities, Aboriginal
Nova Scotians and persons with disabilities are significantly under-represented in
these occupations. Yet contradictions abound. Many employers in Nova Scotia are
struggling to meet current skills shortages and will face even more shortages in the
near future, while at the same time a large pool of potential employees remains
virtually untapped: women, Aboriginal Nova Scotians, African Nova Scotians and
persons with disabilities are largely absent from science, trades and technology
workplaces. At the Nova Scotia Community College, the training institution for most
trades and technology occupations in the province, enrollment of women in trades
and technology programs was only 10% in 2002.
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Statistics Canada data for 2001 indicate that only 17% of Nova Scotians employed
in technical occupations in natural and applied sciences were women. In that same
year, only 4.6% of trades people in Nova Scotia and only 5% of apprentices were
women. Data from Human Resources and Skills Development Canada reveal that
while Aboriginal Peoples comprise 2.6% of the labour force, Aboriginal employment
in trades and technology does not correspond: Technicians: 0.8% male, 1.0% female;
Skilled Trades Workers: 1.7% male, 0.1% female; and Semi-skilled Manual Workers:
1.4% male, 0.4% female. Visible minorities make up 3.3% of the labour force but
have a significantly lower participation rate in trades and technology: Technicians
1.4% male, 1.5% female; Skilled Trades Workers: 1.3% male, 0.1% female; and
Semi-skilled Manual Workers: 1.6% male, 0.4% female. The lack of reliable data on
the employment of persons with disabilities in these occupations makes it very difficult
to analyze their participation.
This pattern of under-representation of equity groups in science, trades and
technology workplaces is repeated across the country. Under-representation of
women in particular is well documented in data collected by the Canadian Coalition
of Women in Science, Engineering, Trades and Technology (CCWESTT). Their
database confirms that the employment profile in other regions of Canada is not
dissimilar from that in Nova Scotia. In a recent study, CCWESTT reported that
Canadian women accounted for 20.4% of employment in technical occupations,
11.1% in engineering and 7.0% in trades.
Without comprehensive interventions, this employment profile in trades, science and
technology will not change significantly in the near future.
Does it Matter?
The consequences of the lack of diversity are great, not just for employers but for our
economy, for our communities and for Nova Scotians. By increasing diversity in their
workplaces, employers will be better able to meet current and projected skills
shortages. Workplace diversity has been linked to increased productivity and
competitiveness in industry, but because of low participation rates, many employers in
science, trades and technology in Nova Scotia are unable to benefit from the
advantages of a diverse workforce. Our provincial economy would benefit from an
increase in the number of people employed at higher wages. The resulting impact on
families and communities would be significant.

2
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Methodology
In 2004, the Hypatia Association received funding from Human Resources and Skills
Development Canada (HRSDC) for New Traditions: Diversity in Technology. The goal
was to conduct research on the issues and then develop a resource book of strategies
for employers aimed at building a diverse workforce in science, trades and
technology in Nova Scotia. In the Picture...a future with diversity in
science, trades and technology Volume 3 is the result of our research and
collaboration and is designed for use by employers, managers, human resource
specialists and employees.
Analyzing Documents and Research Reports
In recent years, many reports on workplace diversity have been written by business
leaders, industry associations and councils, unions and government agencies. They
document the lack of diversity in science, trades and technology workplaces and
identify many factors which have led us to this point. Although numerous initiatives
have been implemented over the last two decades and improvements have been
made, many of the issues and challenges remain unchanged. To better understand
the challenges faced by employers, we reviewed numerous research reports,
documents and industry publications analyzing workplace diversity.
Conducting Focus Groups and Interviews
In was important for us to hear directly from employers, managers and employees
about their workplace experiences and insights into diversity. We chose to work with
employers who are governed by Canada’s Employment Equity Act, either through the
Legislated Employment Equity Program or the Federal Contractors’ Program. They are
required by law to implement employment equity strategies. We sent letters of
invitation to senior executives and conducted interviews primarily with human
resources managers. The main focus of the interviews and focus groups was on
identifying challenges faced by employers and employees in achieving diversity in
science, trade and technology workplaces.
We conducted focus groups with technical, technological and trades employees to
hear their experiences in non-traditional workplaces. The participants were identified
through employers and employee associations. Due in part to the low numbers of
representatives from other equity groups in trades and technology workplaces, our
focus groups were comprised entirely of women. Therefore, we are not able to report
directly on the way racism has had an impact on workplace experiences. We found
references in other documents we reviewed and have included those where
appropriate.
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Presenting the Findings
In January 2005, 25 people representing industry, educational institutions, federal,
provincial and municipal government departments and employment equity groups
met to review the findings of the New Traditions research. The results of that meeting
and the feedback from the participants has been incorporated into the strategies
found in this report.
Preparing the Strategies
Based on a review of documents, interviews and focus groups, we identified the
challenges faced by employers and employees in achieving greater diversity in
science, trades and technology workplaces. We then began the process of designing
action items to meet those challenges. During this phase, we identified priorities,
prepared draft strategies and worked closely with two employers who provided very
useful feedback and insights as we prepared the final document.

4
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SECTION A
Achieving Diversity: what we learned from
documents and reports
Why do we not see more diversity in science, trades and technology workplaces? Why
do employers receive so few applications from women, visible minorities, Aboriginal
peoples, and from persons with disabilities? We live in the 21st century and many
activities have been proposed and initiated over the past few decades to create a
more diverse workforce. Why does the labour market availability of these groups
continue to be so low?
These are a few of the questions that guided us as we reviewed reports and documents
prepared by business leaders, diversity specialists, management consultants, educators
and government officials.
Our research findings to these questions are woven throughout four sub-sections—the
concept of diversity, the value placed on workforce diversity, the challenges and
barriers to the creation of diverse workplaces, and suggestions and recommendations
from the reports.

Workplace Diversity—The Concept
What do we mean when we use the terms
“equality”, “equity”, “diversity”? Although
related, these concepts differ sufficiently to
warrant further examination. As we reviewed a
large number of documents and reports, it
became clear that there is no universally
accepted definition of these terms. Rather, we
found a variety of definitions and interpretations
expressed in different ways and in different
contexts. In general, regardless of the context,
most tended to view equality as the same
treatment for all, equity as the way to achieve equality and workplace diversity as the
accommodation of differences.
In the past, equity was used to describe programs and initiatives focusing on equity of
access. In that context, proponents of equity maintained that members of a community’s
subgroups (determined by race/ethnicity, sex, social class, and socioeconomic,
language minority and disability status) should have the same, or equal, access to the
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resources and opportunities as do members of the more dominant community groups—
usually white, male, middle class and abled. Equity meant equality of access.
(Clewell 2002)
To suggest that equity of access is a route to equality assumes all groups
operate from a ‘level playing field’. However, as the Mentorlink project in
Ireland points out, “One of the first steps in understanding equality is to
recognize that there is no ‘level playing field”. Achieving equality is more
about recognizing the diversity of groups of people and making changes
that welcome and incorporate this diversity. Equality means treating
everyone exactly the same regardless of their differences. In the absence of
a ‘level playing field’, equality of treatment results in unequal results.
(Metorlink.ie)
In recent years, the view of equity as equality of access has been replaced
by the view of equity as equality of outcomes. In the development of
Canada’s Employment Equity Act, Judge Rosalie Silberman Abella (1985)
noted that sometimes equality means treating people the same, despite their differences
and sometimes it means treating them as equals by accommodating their differences.
For Judge Abella, equity means recognizing that people are different culturally,
physically, emotionally, and racially, and that people have different lifestyles,
educational opportunities, work and life experiences, and come from different
economic and social backgrounds. Equity means accommodating differences to create
equality of results. Equity leads to equitable results.
“It is not that individuals in the designated groups are inherently unable to achieve
equality on their own, it is that the obstacles in their way are so formidable and selfperpetuating that they cannot be overcome without intervention. It is both intolerable
and insensitive if we simply wait and hope that the barriers will disappear with time.
Equality in employment will not happen unless we make it happen.” (Abella 1985)

6

Trevor Wilson (1997) divides Canada’s history of human resource strategies into three
ages: the Age of Inequality, the Age of Equality, and the Age of Equity. In Canada,
the 1950s were the inequality years, characterized by the importance of “fitting” the
norm, knowing the right people and knowing the rules. The man was the sole
breadwinner in the family and the woman stayed at home with the children. The 1960s
through the 1980s experienced the civil rights movement, the sexual revolution, and the
feminist revolution resulting in policies aimed at treating everyone equally. Differences
in gender, race, sexual orientation, physical or mental abilities were ignored. Human
rights legislation stressed that all employees be treated the same. As we arrived in the
21st century, Wilson argues we also arrived at the age of equity, acknowledging the
differences between people instead of ignoring the differences. An equitable
employment system is one dominated by merit and fairness, one in which the best
person gets hired and the best person gets promoted. “This is the goal of a diversity
strategy—to recognize and acknowledge difference. This means acknowledging
In the Picture…a future with diversity in trades, science and technology Volume THREE

individual employee needs and then accommodating these needs to achieve a more
equitable employment system.” (Wilson 1997:18)
Studies conducted by the European Commission (EC) reveal a difficulty in defining
what is meant by workforce diversity and report there is no widely accepted way to
distinguish between workplaces that are diverse and those that are not. “ A diverse
workplace is an outcome of major changes in the internal culture of a company and it
is extremely difficult to measure the shifts in values that accompany changes in
internal cultures.” (EC 2003:9)
In Workplace Diversity: Leveraging the Power of Difference for Competitive
Advantage, Nancy Lockwood (2005) notes the concept of workplace diversity is
evolving from compliance to inclusion. Today the traditional view of diversity as
focusing on gender and race has expanded to reflect a much broader view of
workplace diversity.
“A broad definition of diversity ranges from personality and work style to all of the
visible dimensions such as race, age, ethnicity or gender, to secondary influences such
as religion, socioeconomics and education, to work diversities such as management
and union, functional level and classification or proximity/distance to headquarters.”
(Lockwood 2005:2)
Lockwood incorporates the concept of inclusion in her discussion of workplace
diversity. In her study, she reports many Americans hold the belief all people should
be treated with dignity and respect. “The values of equality, respect and opportunity
for all represent the cornerstone of workplace diversity. Inclusiveness is thus a win-win
dynamic: it generates opportunities for growth, flexibility and adaptation in the
marketplace for both the employee and the organization.” (Lockwood 2005:3)
Employment Equity In Canada
Employment Equity is a distinctly Canadian process designed to achieve
equality in all aspects of employment. The term was developed by
Judge Rosalie Silberman Abella of the Royal Commission on Equality
in Employment in 1984, and distinguishes the Canadian process
from the primarily American “Affirmative Action” model.
Employment Equity is
Employment Equity moves beyond the concept of equity as
what we have to do,
equality of access which was prevalent at that time. The
diversity is what we
Commission found inequality in employment was primarily the
want to do.
result of systemic discrimination, which it concluded was the
New Traditions human
outcome of what was considered to be equal treatment. The term
resources
specialist interviewee
“Employment Equity” was introduced to describe the process
designed to eliminate the discrimination. Originally proclaimed in
1986, the Employment Equity Act was amended in 1996 and
establishes the obligations, frameworks, and processes to implement
employment equity and identifies the requirements for compliance with the Act.

“

”

In the Picture…a future with diversity in trades, science and technology Volume THREE

7

In a presentation on equity and diversity, Rick Sider, HRSDC Equity
Officer, stated the purpose of Employment Equity is to eliminate
MYTH
under-representation within occupational groupings by
Employment Equity means
identifying and removing systemic discriminatory
treating everyone the same.
disadvantages, barrier by barrier. Sider (2004) went on to
say that Employment Equity is a process that seeks to
REALITY
implement positive employment programs to correct the
Employment Equity means
disadvantages experienced by any individual or group of
treating everyone with fairness,
individuals. Employment equity means more than treating
taking into account people’s
people the same way. It recognizes and legitimizes
differences.
differences among workers, accommodates differences, and
institutes special measures if necessary.
HRSDC undated
Programs designed to achieve diversity in the workplace are often
criticized as examples of “reverse discrimination”. Legally, reverse
discrimination does not exist. If an analysis shows that identified groups are
disadvantaged and programs are developed to correct those disadvantages, no
discrimination is present. Sider notes the Canadian Human Rights Act is very clear on
this point. The Act states:
It is a discriminatory practice for an employer, employee organization or organization
of employers
(a) to establish or pursue a policy or practice, or
(b) to enter into an agreement affecting recruitment, referral, hiring, promotion,
training, apprenticeship, transfer or any other matter relating to employment or
prospective employment that deprives or tends to deprive an individual or class of
individuals of any employment opportunities on a prohibited ground of discrimination.
(Section 10)
The Act goes on to state:
It is not a discriminatory practice for a person to adopt or carry out a special
program, plan or arrangement designed to prevent disadvantages that are likely to
be suffered by, or to eliminate or reduce disadvantages that are suffered by any
group of individuals when those disadvantages would be based on or related to the
prohibited grounds of discrimination . . .
(Section 16)
In summary, there are no universally held, hard and fast definitions for equity,
equality and diversity. Nor do there have to be. We have referenced only a few of
the many interpretations. Equity can be viewed as a means to achieve a diverse
workforce; alternatively, the principles of equity and diversity can be viewed as a
means to achieve equality in the workplace. The Federal Energy Regulatory
Commission (FERC-USA) presents a succinct interpretation:

8
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“The concept of diversity in the workforce goes beyond simply recognizing Equal
Employment Opportunity (EEO) requirements. It encompasses acceptance and
respect. Diversity acknowledges peoples’ differences and works with these differences
to create a fairer and more productive workplace by drawing on the cultures, talents,
and ideas of a broader group of people. It recognizes that none of us is smarter than
all of us. Diversity allows the exploration of our differences in a safe, positive, and
nurturing environment.” (FERC 2005)
The Value of Diversity
In our research, we found many references to the value workplace diversity brings to
workplaces and to our communities. The benefits of the employment of women, visible
minorities, persons with disabilities and Aboriginal peoples are well documented. In
almost all the studies we reviewed, the benefits to employers were linked to the
company’s bottom line, making a strong business case for a diverse workforce. In this
section we present the findings of a small number of these studies.
In Diversity Works, Kamil Dib (2004) reports that approximately 60 percent of
Canada’s potential workforce is made up of the four designated groups under the
federal Employment Equity Act; women, Aboriginal peoples, persons with disabilities
and members of visible minorities. He goes on to state that the underemployment of
these groups costs the Canadian economy approximately $50 billion annually.
“These groups face artificial barriers to employment and upward mobility in the
labour market and represent a disproportionately wasted human resource. Removing
barriers would help reclaim some of this wasted output and would more than offset
the small cost of implementing employment equity.” (Dib 2004)
In his report, Dib suggests the proper implementation of employment equity would
provide employers within our growing knowledge-based economy access to a much
larger pool of human talent. Members of the four designated groups represent a
strategic resource in a market increasingly based on knowledge, and forecasts show
we will need more than one million skilled workers in Canada over the next few
years. Employment equity would place employers in better positions
to attract and retain talent from the pool of skilled Canadians
MYTH
thus confronting the “double whammy of brain drain and
Employment
Equity
brain waste”. (Dib 2004)
results in
‘reverse
discrimination’
Dib contends that employment equity will also improve
Canada’s competitiveness. In the labour intensive
REALITY
service industries, for example, an insufficiently diverse
Employment Equity means everyone
employee base will lead customers to look elsewhere
has equal employment opportunities for service. Over the past 15 years, emerging
not just a select group.
technologies, converging international markets and
trading arrangements have made employment equity more
HRSDC undated
relevant to the 21st century. A country that does not use its
human resources to the fullest will suffer declines. Many
In the Picture…a future with diversity in trades, science and technology Volume THREE
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MYTH
Employment Equity
means hiring
unqualified people

employers report that implementing employment equity practices has
led to an overall improvement in human resources management
and a modern corporate culture that speaks a universal
language useful in a global economy.

Dib concludes by supporting the new thinking that equity and
REALITY
efficiency go together. “The social impact of employment
Employment Equity means providing
equity is that it encourages the redistribution of opportunities
all qualified and qualifiable
and ultimately of wealth to all skilled members of society.
individuals with equal employment
Twentieth-century tradition maintained that you could focus on
opportunities efficiency, and thus produce greater wealth, or focus on equity,
not just a select few.
and thus less wealth but better distribution of income. But you
HRSDC undated
cannot have both. Researchers are now reviewing this dogma and
are discovering that achieving equity leads to higher standards of living
for everybody.” (Dib 0024)
In Business Case for Diversity and Equality, the UK Department of Trades and Industry
(DTI) recognizes that failure to reach full human potential will have a negative impact
as labour markets become more competitive. “It stands to reason that businesses with
a diverse workforce are likely to attract a wider customer base, have the ability to
recognize new potential markets and to provide a better, more tailored service to meet
individual needs.” (DTI 2003)
According to the DTI report, there are clear benefits for employers in the UK who
recruit from the widest possible talent pool. Meeting employee needs to balance work
and home reduces costs associated both with absenteeism and retraining as people
move to more favourable employment situations. Enhanced staff morale and
performance are cited as additional benefits, while the reduction in discrimination and
unfair treatment have led to a reduction in the number of grievances within the
workplace. The DTI report also cites benefits of workplace diversity to shareholders. “A
diverse team will also bring different talents to the workplace—these enhance the
ability of a business to innovate and thus maintain a competitive edge.” (DTI 2003)
The Centre for Strategy and Evaluation Service, on behalf of the European
Commission, conducted a study in 2003 on the costs and benefits of workforce
diversity policies, thus providing a glimpse into diversity issues in the EU. In their study,
they found that companies which implement workforce diversity policies identify
important benefits that strengthen long-term competitiveness and, in certain instances,
also produce short and medium-term improvements in performance. Some of these
benefits include strengthened cultural values within the organization, enhanced
corporate reputation, improved motivation and efficiency of existing staff, improved
innovation and creativity amongst employees, increased opportunity to attract and
retain highly talented people, and reduced absenteeism and turnover.
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Effective, systematic measurement of the costs and benefits of workforce diversity
policies is essential to sustain existing programs and to build the business case for
In the Picture…a future with diversity in trades, science and technology Volume THREE

greater investment. Companies in the EU study identified a number of reasons to
measure costs and benefits, including the argument that “what gets measured gets
done”, that measurement provides a justification for the continuing use of resources
directed at diversity and that measurement enables managers to learn lessons for the
future. (EU 2003)
The EU report also refers to long-term “value-drivers”. These include the tangible and
intangible assets that enable companies to be competitive and to satisfy their
shareholders. Value is created when investment is made in human, organizational and
knowledge-based assets. Although companies recognize there is no simple “cause
and effect” relationship between competitiveness and value, it is believed that value
does have “a powerful indirect impact on their competitiveness over the long-term.”
(EU 2003:10)
The EU report, while recognizing the business case for investment in workforce
diversity is still “embryonic and fragmented”, concludes by stating that “a potentially
powerful case for investment in workforce diversity policies is beginning to emerge. ”
(EU 2003:15)
The literature suggests that demographic changes directly affecting the labour pool
and available talent is one of the major drivers behind the business case for creating
a diverse workforce. Lockwood (2005) identifies six key reasons to tie workplace
diversity to strategic goals and objectives:
1. greater adaptability and flexibility in a rapidly changing marketplace
2. attracting and retaining the best talent
3. reducing costs associated with turnover, absenteeism and low productivity
4. return on investment (ROI) from various initiatives, policies and practices
5. gaining and keeping greater/new market share (locally and globally) with an
expanded diverse customer base
6. increased sales and profits.
Lockwood notes however, that workplace diversity is a complex
phenomenon and that the linkage of diversity to financial
MYTH
success is not always immediately apparent or linear. She
Employment Equity means
lowering job standards
defines a direct link as one in which companies expand
their customer base with a workforce that is reflective of
REALITY
their clients. An indirect linkage occurs when a company
Employment Equity examines
gains a competitive edge because it is able to retain a
job
standards to ensure that job
diverse labour pool. She also notes that measuring the
criteria are both realistic
return on investment in diversity makes good business
and job related.
sense. The organization that best utilizes the full potential of
all employees aligns workplace diversity, intentionally and
HRSDC undated
thoughtfully, with strategic business goals.
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Lockwood refers to a study conducted by John Y. Cole in
2004 in which visible commitment, reflected in the
establishment by senior management of clear
implementation and reporting mechanisms on diversity,
was noted as important to the creation and sustainability
of a diverse workforce. Accountability, passion for
diversity and sustained involvement of leaders within the
organization were cited as equally critical to the success
of diversity initiatives. Simply placing women and/or
minorities in high profile positions is not enough.
The Aboriginal Workforce Participation Initiative (AWPI) has the mandate to increase
the participation of Aboriginal Canadians in the labour market. In 2003, the AWPI
Employer Toolkit was developed, outlining seven specific benefits to the employment
of Aboriginal peoples.
• Aboriginal employees will help reach and service the large, growing
Aboriginal market.
• Aboriginal peoples represent an important source of new entrants and new
skills for the workforce.
• Aboriginal employment opportunities contribute to local community support for
new resource development projects.
• Providing employment opportunities facilitates successful business joint ventures
with Aboriginal communities.
• Aboriginal employees bring knowledge and values that can assist corporate
change and growth.
• Aboriginal employment helps companies meet their legal obligations and
improves their access to federal contracts.
• Aboriginal employment opens international opportunities, especially in the
resources areas.
(AWPI 2003)
The Conference Board of Canada has produced numerous reports and guidelines for
businesses in Canada including Maximizing the Talents of Visible Minorities: An
Employer’s Guide. The Guide notes it takes work to capitalize on diversity, but the
outcomes are worth it. Outcomes are the bottom line results measured by profits,
shareholder value, customer satisfaction, new products and effective delivery. By
focusing on diversity and on visible minorities, the Conference Board claims
organizations can:

12

• Expand global business opportunities. The Conference Board reported
a real advantage to businesses represented by leaders with a knowledge of
different cultures, languages and ways of doing business. Survey participants
reported being able to “avail themselves of a broader spectrum of global
business opportunities” when they tapped into the diversity of their workforces.
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• Strengthen relationships with customers, suppliers and the public.
Businesses with a workforce reflective of their customer base can both better
understand their clients’ current and future needs, and translate the needs into
business opportunities.
• Enhance creativity and decision-making. Creativity and innovation are
important byproducts of diversity. People from different backgrounds bring
different ideas, perspectives and solutions to problems—they can devise new
products and services, challenge accepted views and generate a dynamic
synergy that may yield new niches for business growth and opportunity.
• Improve its reputation with investors and consumers. The
Conference Board study reports that organizations’ management practices and
human rights records are increasingly being scrutinized by customers and
investors before purchasing goods or services.
• Attract and retain top talent. Visible minorities represent a substantial pool
of much needed talent as Canadian employers face skills shortages due to
pending retirements. Turnover will be reduced and retention of visible minority
employees will be increased in a work environment that supports and respects
diversity.
(Conference Board of Canada 2005)
In Workplaces That Work, Denise McLean (2003) states all employees benefit “from
workplaces that are known for inclusiveness, physical safety and good management
practices. Importantly, in today’s competitive economy, research shows that engaged
and fully committed employees make a big difference to an organization’s success.
And the right workplace culture makes a big difference to employee engagement and
commitment.” (McLean 2003:4)

“

Success in the
new economy
depends on new
styles of
management—
those same styles
that create
workplace
cultures attractive
to women. And,
many of the
behaviours in the
new styles are
traditionally
associated with
women.

”

Denise McLean
2003:8

By welcoming women into the workplace, employers can compete more effectively
for the best people, resources, customers and market share. They can become an
“employer of choice”, not just for women but for all segments of the workforce,
increasing their ability to attract and retain the most capable workers from the labour
pool. Investors are attracted to companies with good HR management practices—the
linkage to better financial performance is known to investors. Businesses that thrive
and prosper are those that compete effectively for customers and market share.
Targeting female consumers or clients is becoming increasingly important as women’s
spending power grows and successful employers will want women employees to be a
critical component of their organization. “If you don’t have women in senior
management, basically you really don’t represent the communities in which you do
your business.” (McLean 2003:7)
McLean makes the additional point that, if diversity is valued and properly leveraged,
there will be better decision-making in the workforce. “Women and men, working
In the Picture…a future with diversity in trades, science and technology Volume THREE
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together, will have a wider range of perspectives than either group working alone.”
(McLean 2003:8) However, the mere presence of women in the workplace will not
guarantee positive outcomes—a variety of workplace changes are needed to ensure
a work culture in which diversity is valued.

“

To garner the
cultural benefits
of diversity we
have to want
them badly
enough to not just
tolerate diversity
but to embrace it,
to demand it as
part of our
culture as part of
our competitive
advantage. And
once we do, we
have to adopt the
policies, practices
and personal
discipline it takes
to get the most
from it.

”

David Pottruck, CEO of
the Fortune 500 US
company Charles
Schwab, as cited by
Krautil 2001

Fiona Krautil, director of the Equal Opportunity for Women in the Workplace Agency
in Australia asks the question: “If the valuing of diversity is so good for business, why
is it so difficult to achieve?” She refers to four stages of workplace culture in
Australian businesses:
Stage 1: Denial—no problem. These employers do not believe the absence of
women from senior management is a problem.
Stage 2: The problem is women. Women’s differences are seen as the problem
and these organizations believe that the solution lies in women learning to adapt.
Stage 3: Incremental Adjustment. The organization recognizes something is
wrong when senior women keep leaving, but they go out and recruit more women
without changing anything inside the organization.
Stage 4: Commitment to a New Culture. The exclusion of women is
recognized as a symptom of deeper cultural problems and senior executives take
personal action for change. (Krautil 2001)
In a report to the Hamilton Training Advisory Board, Linda Munro (2004) clusters the
business arguments in favour of creating supportive workplaces for women into two
categories—external factors and internal factors. In the competitive labour market (an
external factor), workplaces that are welcoming of women are able to expand the
talent pool from which they can hire, and subsequently, employers will have more
applicants to draw upon. Another external factor identified by Munro is the
investment and consumer markets. “A company’s track record in people management
practices, including women’s participation rates and advancement, can affect both
buyer’s and investor’s decisions.” (Munro 2004:3)
According to Munro, the workplace culture (an internal factor) can be directly linked
to the retention of female employees. She refers to an article by Barbara Moses in
The Globe and Mail in which Moses asserts the “full-throttle, work-as-an-extremesport, only-results-matter” culture of many organizations are contributing to the
alienation of women. Women are leaving these workplace cultures and seeking more
life-friendly employers or setting up their own businesses. (Munro 2004:4)
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Catalyst is a leading research and advisory organization working with businesses to
build inclusive environments and expand opportunities for women in the workplace. It
is an independent, nonprofit organization, conducting research on all aspects of
women’s career advancement. In studying the linkages between gender and
corporate performance, Catalyst closely examined the basic arguments supporting
In the Picture…a future with diversity in trades, science and technology Volume THREE

the business case for diversity—the assertion that companies which recruit, retain and
advance women will be better positioned to tap into an educated and skilled labour
market, will be better able to develop products and services that could appeal to a
wider range of customers and will make more innovative decisions than non-diverse
workforces.
In making the business case for women in management, Catalyst contends companies
which achieve diversity, and manage it well, attain better financial results than other
companies. From this starting point, Catalyst compared the gender diversity and
financial performance of a sample of 353 Fortune 500 corporations between 1996
and 2000, and again in 2004, resulting in a landmark document The Bottom Line:
Connecting Corporate Performance and Gender Identity. Specifically, their research
found:
• The group of companies with the highest representation of women on their top
management teams experienced better financial performance than the group of
companies with the lowest women’s representations;
• In each of the five industries analyzed, the group of companies with the highest
women’s representation on their top management teams experienced a higher
return on investment that the group of companies with the lowest women’s
representation;
• In four out of the five industries analyzed, the group of companies with the
highest women’s representation on their top management teams experienced a
higher total return to shareholders than the group of companies with the lowest
women’s representation.
Catalyst makes the point that, although their research does not demonstrate direct
causation between gender diversity and financial performance, their findings re-affirm
Catalyst’s long-standing belief that “the relationship to the bottom line is remarkable.”
(Catalyst 2004: 2)
In Diversity at Work: The Business Case for Equity Trevor Wilson
(1997) stresses the importance of linking a company’s
diversity strategy to its business strategy. He presents a
model of the business case, showing how employee
satisfaction is linked to a higher level of employee
productivity which in turn is linked to superior customer
service, improved customer satisfaction and ultimately
customer loyalty. Whether selling pizzas, airplanes or
corporate services, establishing “lifetime customers” is a
crucial step in maximizing revenue and profit. Through his
model, Wilson links revenue and profit back to an equitable
employment system.
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Barriers and Challenges to Workplace
Diversity
Many industry sector councils, business
leaders and diversity specialists have
reported on the challenges facing employers
in their attempts to create diverse workforces.
Equity groups and government agencies have
contributed research and compiled reports on
the barriers faced by women, Aboriginal
peoples, visible minorities, persons with
disabilities and new Canadians. In addition to
the identification of barriers, these reports
contain conclusions, recommendations and
proposed strategies to address the barriers and challenges. In this section, we present
highlights from some of these studies and their conclusions. The full documents are
listed in the bibliography if a more comprehensive review is desired.
In 2004, the Canadian Apprenticeship Forum released their extensive study on the
barriers to apprenticeship training in Canada. Their research is documented in
Accessing and Completing Apprenticeship in Canada: Perceptions of Barriers
identifying a number of generic barriers affecting individual apprentices and
employers. The research is also presented in secondary documents, recognizing that
women, Aboriginal peoples, persons with disabilities, visible minorities and
immigrants experience these barriers in different ways. Nine barriers were noted:
1. negative attitudes to apprenticeship and a poor image of trades
2. a lack of information and awareness of apprenticeship, reinforced by a lack of
support for trades within school systems
3. unwelcoming workplaces or training environments
4. costs of apprenticeship to individuals, employers and unions
5. the impacts of economic factors on the lack of work hours and potential
interruptions or terminations of apprenticeship
6. the lack of resources to support apprenticeship
7. concerns of employers about apprentices’ basic and essential skills
8. shortcomings of workplace-based and technical training
9. issues regarding regulations governing apprenticeship.
(Canadian Apprenticeship Forum 2004)
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Evidence collected in the Apprenticeship Forum (2004) study indicate these barriers,
separately and collectively, have a negative impact most particularly on groups of
individuals traditionally under-represented in apprenticeships and trades. Women,
Aboriginal peoples, visible minorities, recent immigrants, and persons with disabilities
are known to face unwelcoming behaviours such as negative perceptions of their
abilities based on stereotypes, discrimination in hiring processes, and discrimination,
isolation and harassment in workplaces, apprenticeship classrooms and training sites.
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In a study for the Society for Human Resource Management in the US, Lockwood
(2005) identifies three categories of challenges to workplace diversity.
Attracting and retaining talent. Competition for talent combined with the
retirement of the baby boom generation is resulting in a skills shortage. Industries
need to re-evaluate recruitment, mentoring, career development and succession
planning strategies.
Greater diversity among employees. Employers now recognize that diversity
extends beyond women and visible minorities. This means that employers need to
understand and meet different needs to order to yield greater employee satisfaction.
Training. Diversity training plays a key role in retaining talent by promoting
workplace harmony, improving cross-cultural communication and developing
leadership skills. Awareness training raises understanding of diversity concerns by
uncovering hidden assumptions and biases, heightening sensitivity to diversity in the
workplace and fostering individual and group sharing.
Consistent with Lockwood’s point about the importance of diversity training, our
research identified the content of training programs for human resources personnel as
a barrier to workforce diversity. We found that, for the most part, human resources
specialists are unfamiliar with the criteria for employment equity as set out in the
Employment Equity Act and the Federal Contractors Program, nor are they familiar
with diversity or equity research. Most HR personnel would say they are open and
transparent in their hiring practices, but many fail to appreciate the concept of
systemic discrimination and how it impacts on their organization’s nine key
employment systems: recruitment, selection, training and development, upward
mobility, job evaluation, compensation, benefits, conditions of employment, and layoffs, recall, disciplinary action and termination.
For each of these areas, an Employment Systems Review (ESR) examines each policy
and practice and asks the question, “Does this policy or practice promote or hinder
equality?” A thorough ESR will identify an organization’s discriminatory practices,
both formal and informal and may include the formalization of equitable policies
where previous policies may have been informal or non-existent. Depending on the
findings, a second phase of the ESR may include the development of special
measures to redress the effects of discrimination. These are critical steps in the
creation of workplace diversity and equity.
To test our assumption the ESR process is not well understood among HR graduates,
we approached business and management schools at three post-secondary
institutions in Halifax. We found that diversity and employment equity are not
mandatory components of human resources management programs. While diversity is
often a topic included in most textbooks, the courses do not place an emphasis on
diversity issues and challenges, or on legal requirements of the Employment Equity
In the Picture…a future with diversity in trades, science and technology Volume THREE
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legislation. Employment equity appears to be
among the least popular of topics selected for
seminar discussion or student reports and essays.
We also learned Business and Commerce students
do not tend to consider issues of equity from an
ethical perspective. We heard a story of one
graduate contacting a faculty member for advice
on legal ways to avoid hiring a disabled and wellqualified job applicant. We also heard of plans to
build an ethics course into the curricula but it will
not be a mandatory course for students.
The lack of attention paid to equity issues combined with the lack of interest
expressed by human resources students is of special concern, since our research
revealed most corporate employment systems embed employment equity as a
responsibility of human resources staff. Lockwood (2006) noted only about one-third
of companies in her survey think their HR staff have the skills to serve a diverse
workforce and only 22 percent believe HR staff has the skills to prepare a company
for global competitiveness.
The Construction Sector Council (2004) released Future Labour Supplies for
Canada’s Construction Industry providing an overview of the perceptions, challenges
and opportunities for employment in construction industries in Canada. Several
themes emerged from the study as a guide for the future of the industry: awareness
and education aimed at young people and promoting the industry in general; the
need to develop a diverse network of good role models and programs that build
close mentoring relationships; and changing the workplace environment to make it
more amenable to women, new immigrants and Aboriginal peoples. The study
suggests Canada’s construction industry should take additional steps to encourage
Aboriginal peoples, women and new immigrants to join its workforce, thereby
tapping into a largely under-used source of future labour for the industry.
The study concludes that changing the workplace environment, as well as the
attitudes and perceptions of the industry and the public itself, is a long-term process.
This is despite the fact a number of successful efforts have been made by industry,
governments, labour groups and training providers to create a more diverse
workforce.
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“The challenges faced by women, new immigrants and Aboriginal people in entering
and integrating into the construction workforce are complex and varied. There
continues to be a need for a diverse range of programs with specific mandates and
for processes of continual review within the programs. Review and revision lead to
improvements and subsequent program success. Understanding and orchestrating the
changes that will be needed to alter the attitudes and perceptions of both the industry
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and the public at large is a long-term process that requires effort, close collaboration
and coordination between interested groups if it is to be successful.” (Construction
Sector Council 2004: 28)
The Canadian Aviation Maintenance Council (2003) led a large research project
resulting in the publication of A Human Resources Study of the Canadian Aviation
Manufacturing and Maintenance Industry, a comprehensive document presenting the
findings of their research and proposing courses of action for the aviation industry in
Canada. Although extensive employment data is presented, along with a complex
probability-based model of labour supply calculating hiring, exit, and retirement rates
based on historical information, there is no disaggregation of the data on the basis of
gender, ethnicity or ability. An analysis of current diversity of the aviation industry is
not possible through their report although it is noted skills shortages are anticipated
as a result of industry growth and pending retirements. The report does not indicate
that diversification of the workforce is seen as a means to address skills shortages or
that workplace diversity could provide significant benefits to the industry. Although the
report does suggest employment is skewed towards males, there are very few
references to non-traditional employees and no indication that workforce diversity is a
goal for the industry.
Aboriginal Peoples
The Aboriginal Workplace Participation Initiative (AWPI 2004) has identified barriers
to the recruitment, retention and advancement of Aboriginal peoples in Canada. In its
Employer Toolkit, AWPI identifies behaviours and responses symptomatic of the
barriers faced by Aboriginal peoples and then links the symptoms to underlying,
systemic problems. This linkage is very useful, taking us below the surface to a deeper
level of analysis of the issues. For example, symptomatic of employers’ recruitment
problems are responses such as
• we can’t find qualified employees;
• aboriginal peoples won’t apply;
• aboriginal candidates perform poorly in job interviews.
AWPI points out that underlying these symptoms are several systemic issues including
• job qualifications do not reflect real job requirements;
• no targeted recruitment practices are in place;
• assessment tools/selection processes are biased;
• weak relationships exist with Aboriginal organizations;
• no pre-employment programs are in place.
The AWPI Toolkit goes on to identify the symptoms of retention problems (high
turnover, negative exit interviews, high absenteeism, a move to other employers and a
return to employees’ home communities) and advancement problems (no Aboriginal
employees in senior management and a low rate of promotion among Aboriginal
employees). These symptoms are then linked to underlying systemic issues such as an
unwelcoming corporate culture, harassment in the workplace, lack of orientation,
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mentoring or support for Aboriginal employees, lack of succession
planning involving Aboriginal representation and lack of
monitoring of Aboriginal participation in training and
development programs.
In proposing strategies to overcome the barriers,
AWPI focuses on the underlying causes rather than
simply a “band-aid” fix for the symptoms. The
commitment from senior management to Aboriginal
employment is identified as crucial. AWPI proposes
employers rethink their overall approach to the
employment of Aboriginal peoples including the
establishment of an Aboriginal employment policy along
with its integration into all aspects of human resources
management. AWPI also suggests the development of
recruitment, retention and advancement strategies specifically
designed to address Aboriginal issues and the implementation of employment
partnership agreements with Aboriginal agencies and businesses.
The Canadian Apprenticeship Forum reported that Aboriginal apprentices received
more menial tasks and low-end jobs leading to the belief that employers and
educators held lower expectations for Aboriginal people. It was more difficult for
Aboriginal peoples to find apprenticeship opportunities, and a lack of cross-cultural
training for employers and non-Aboriginal workers was also reported. This was
especially problematic for Aboriginal women. “Aboriginal women in the trades face
a double barrier combining cultural and gender-specific challenges.” (Apprenticeship
Forum 2004: 28)
A clear opportunity and numerous benefits for the integration of more Aboriginal
peoples into Canada’s construction workforce was recognized in a study by the
Construction Sector Council (2004). The Aboriginal population is growing very
rapidly, three times faster than the non-Aboriginal population. However, Aboriginal
peoples in Canada account for only approximately 3% of the construction labour
force. Although a number of programs have succeeded in bringing more Aboriginal
peoples into the construction workforce, problems still remain including inconsistent
funding and a lack of coordination. The study identified underlying systemic issues,
such as lack of self-esteem, cycles of poverty, and dependence on social assistance
as barriers for some Aboriginal peoples. (Construction Sector Council Ottawa
2004: 7)
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Visible Minorities
The Conference Board of Canada’s (2005) recent publication Business Critical:
Maximizing the Talents of Visible Minorities—An Employer’s Guide identifies a number
of barriers to the workplace participation of visible minorities. The Conference Board
noted “...the majority of organizations surveyed identified an aging population and
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skills shortages as two of their top human capital challenges. At the same time, many
have not yet embraced the attitudinal and organizational changes needed to fully
develop, support and integrate the talents of visible minorities. We continue to create
and maintain barriers that limit visible minorities–both immigrant and Canadian-born–in
their quest for full and valued participation. In the process, we unwittingly place limits
on our own growth and potential.” (Conference Board of Canada 2005: 83)

“

These barriers are further compounded if the visible minorities are immigrants. The lack
of recognition of foreign work experiences and credentials, the lack of familiarity with
the Canadian ‘way’, and speaking with an accent unfamiliar to ‘mainstream’
Canadians were cited in the Conference Board’s study as additional barriers to
employment for immigrants.

A major barrier to
full social and
economic
participation by
persons with
disabilities is
attributable to the
attitudes and
beliefs of society.
The language
used to describe
persons with
disabilities and the
image that these
descriptions
portray, whether
in media releases,
speeches,
brochures, or
other forms of
communications,
has a significant
impact on
establishing and
reinforcing societal
attitudes towards
person with
disabilities.

Barriers for immigrants were also identified by the Construction Sector Council (2004)
report. Their potential as a source of future labour for the construction industry is
limited, that report notes, by language barriers, concerns surrounding the recognition of
credentials, safety issues, and a shortage of training in Canadian construction
techniques and skills upgrading.

The Nova Scotia
Disabled Persons
Commission Words and
Expressions for Equality
November 2004

The Conference Board cites a study conducted in 2003 by Statistics Canada in which
visible minorities in Canada were reported to be four times more likely to experience
some form of discrimination than individuals who do not belong to a visible minority
group, and that visible minorities are more likely to report having faced discrimination
in the workplace. Following a series of focus groups, the Conference Board identified
several barriers to the employment and advancement of visible minorities.
Hiring Practices. Managers hire in their own image and use a biased selection
process in which few visible minorities were present.
“Fit” and “Personal Suitability” Criteria. Suitability for the job is determined by
the rapport established between the hiring manager and the candidate, a rapport
influenced by differences in ethnicity and backgrounds.
Different Standards of Performance. Visible minorities are pressured to work
harder and for more hours, perhaps in an attempt by management to justify their hiring.
Visible minorities often carry the added burden of representing their ethnic group and
their success in the workplace will influence future hirings.
“Non-White” Names. The ethnic background or immigrant status of the applicant is
used as an excuse by an employer not to respond to an application.

”

Discrimination in hiring practices and workplaces was also noted by the Apprenticeship
Forum (2004) as a barrier faced by members of visible-minority groups.
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“Preconceived notions about the racially- or culturally-based capabilities, competencies
and disposition of visible minorities can have a highly stressful impact on apprentices
from visible-minority groups, and may put pressure on such individuals to leave their
employment or training. To the extent that these preconceived notions fuel discriminatory
behaviour, they are important causes of barriers to access to apprenticeship for members
of visible-minority groups.” (Apprenticeship Forum 2004: 28)

“

When it comes to
equality in the
workplace, many
of us would
probably say
we’ve come a
long way toward
eliminating
sex-based
discrimination
from our work
environments. But
evidence suggests
that the issue still
warrants
attention.

”

Albert Mills, Sobey
School of Business, in
Halifax Chronicle
Herald February 3
2005

People with disabilities
Special Needs Opportunity Windows (SNOW), an advocacy group in Toronto, refers
to three main barriers to the employment of people with disabilities in Canada.
Attitudinal barriers include negative stereotypes signaled by beliefs that “people with
disabilities do not want to work” or “people with disabilities won’t contribute the quality
of work my company needs.” Systemic barriers are buried within the policies and
practices of an organization. These barriers are not necessarily intentional acts of
discrimination, but nevertheless, are actions that can mean a person with a disability will
not have a fair opportunity for employment. For example, a person with a visual
disability is effectively cut off from a job opportunity if the job ad is not produced in
alternative formats. Another barrier is the unavailability of workplace accommodations.
Investment in modified workstations, assistive devices or wider hallways is not believed
by many employers to be cost effective. (SNOW 2004)
In Employment Strategy for Persons with Disabilities, the British Columbia Employment
and Assistance Ministry makes a strong case for employers to look to well-trained
adaptable workers to meet skill shortages. The report argues that from a human capital
perspective, there is a significant cost attached to excluding a sizeable portion of
potentially productive individuals from the labour force. There is also an enormous social
cost attached to not supporting the full potential of individuals. (BC Government 2002)
Women
The perception that trades are gender-based has a major impact of the participation of
women. “Deeply entrenched attitudes in families, schools and society at large about
what constitutes “man’s work” and “woman’s work” have a pervasively negative
influence on women who might otherwise form an interest in the skilled trades and
actively pursue this interest. The notion that trades are gender-based—particularly for
trades in which women have been traditionally under-represented—affects the attitudes of
not only women who may be good apprenticeship candidates, but also individuals who
have significant influence on the career and training decisions of young women.”
(Apprenticeship Forum 2004: 14)
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The Apprenticeship Forum (2004) study notes a considerable proportion of
tradeswomen reported having experienced discrimination or sexist treatment on job
sites. Some employers view the hiring of women as a risk rather than an opportunity and
some employers make assumptions about future candidates on the basis of their limited
experience with past female employees. Some improvements are being noted. For
example, it was perceived by one interviewee that the current generation of boys and
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men are far more likely to be raised with a greater sense of tolerance and openmindedness toward women, enabling these men to view women in trades classrooms
as less of a threat.
Women continue to be severely under-represented in the construction industry despite
decades of attempts to encourage the entry of women into construction. The
participation of women in the transportation, trades and construction occupations in
Canada was only 7 per cent in 2002, although women represented 46 per cent of
the paid labour force. (Apprenticeship Forum 2004) Two of the barriers for women in
the construction industry are continuity of employment and the difficulty some women
have in getting work placements. It was often reported as being difficult for women to
find an appropriate “fit” with an employer. Another barrier identified by women in
construction is meeting the needs of work and family. Some employers perceived
women as “not being strong enough, or not sticking with the trade, or that there would
be problems with men and women working together on job sites. Despite this, most
were unable to think of any negative consequences to involving more women in the
industry and most thought that having more women in construction would have
positive impacts.” (Apprenticeship Forum 2004: 28)
The apprenticeship study concludes both the workplace environment and the culture of
the industry need to change to attract and retain more women. “There is no need for
industry to lower standards in order to encourage and facilitate the entry and
integration of women on the worksite. Rather, there is a need to recognize and
actively pursue solutions to the barriers that women may face on a construction
worksite that may prevent them from entering and integrating into the industry.”
(Construction Sector Council Ottawa 2004: 30)
Given the significant under-representation of women in science, engineering,
technology and trades workplaces, researchers have repeatedly asked the question:
“Why are girls and women rejecting science, technology and trades as a focus for
post-secondary education and career opportunities?” In a report prepared for the
Bedford Institute of Oceanography, Armour and Associates (2002) summarized the
findings of researchers in Canada, the United States and Britain. Several factors
affecting the choices made by girls and women were identified.

“

The real challenge
is to assist male
employees to
challenge their
attitudes and
values about
gender, to unlearn
some deeply
ingrained but
outmoded ways
of thinking, and to
look for creative
approaches to
attaining truly
equal
partnerships
between women
and men in the
workplace.

”

Madeline Comeau
1994

Attitudes and expectations
Parents and teachers are powerful role models, and their approval of choices of
non traditional careers is critical. In this respect, if parents and teachers subscribe
to stereotypical ideas of appropriate behaviour, this may lead to sex differentiated
expectations about career choices. Other common attitudes hold that women are
technically incompetent; males are better than females in spatial and quantitative
ability; and women’s analytical abilities are weaker than men’s. Other issues relate
to firmly held cultural beliefs among educators and parents about the
appropriateness of science and engineering careers for girls. Attitudes about what
jobs are appropriate for males and females are linked to attitudes about which
jobs make it difficult to combine work and family.
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Learning environments, teaching strategies
and instructional materials
There has been much research on the differences in
the learning environments experienced by males and
females, in both schools and post-secondary
classrooms. Something as simple as whether
instructors are male or female can affect girls’ and
women’s sense of belonging in science, trades and
technological programs and workplaces; when the
vast majority of the faculty are white males, students
have little experience of diversity. At secondary and
post-secondary levels, unwelcome verbal or physical
contact of a sexual nature may discourage girls and
young women from entering male dominated
professions. There have been studies on the impact of
the “chilly climate” toward women in science and
technology education institutions, citing: absences of
women in texts, sexism and misogyny in campus
newspapers, harassment, failure on the part of faculty
to understand campus safety issues involved in
women working late at night in labs, lack of flexible
scholarship and program arrangements to allow for
child-care needs of students, attitudes of supervisors
towards female students, and difficulties of entering
into a close mentoring relationship with male
supervisors. Interesting studies exist on the reactions of female students to these
climate issues: “That’s just the way it is, you learn to ignore it, you just don’t pay
attention, you laugh along with them.” These sorts of responses suggest that
indeed female students do see the culture problems, but have judged that their
role is to adapt to it. The culture remains intact.
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Images of science and technology
How girls and women perceive science, trades and technology influences their
decision to choose an educational path leading to employment in these areas.
Their images are shaped by prevailing public images. Research suggests that
science and technology careers are not seen to be consistent with girls’ and
women’s interest in a more holistic view of the world, nor as being careers which
are people-oriented. Girls see computer science as isolating, or related to games
with a violent theme, and science and technology workplaces are seen to be
dominated by men. Whether or not young women choose science, trades or
technology in part is shaped by the extent to which these fields are seen as
“something men do.” This is not simply an issue- of changing the girls’
stereotypical images of science and technology. It is the case that images based
in reality do shape the young women’s thinking, and it is misleading to claim those
images are wrong. What is needed is evidence of real change within workplaces
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where science, engineering, trades and technology are carried out. Thus, changes
in reality are required before we can hope for shifts in images about reality.
Self concept and role models
Research suggests that girls in school continue to see themselves as less capable in
science and math than boys, they doubt their own abilities and therefore are less
likely to consider a career in science or technology. This is part of what has been
called the “learned helplessness” of girls which may lead to stereotypical career
choices. Another aspect of self-concept is constructed as how people imagine
themselves into the future. Women and men shape their behaviour regarding
career decisions in part on the future they imagine possible for themselves. For
women, there is a concern about whether being a scientist or technologist will
have negative consequences in their relationships with family and others. Evidence
suggests that young women are making choices about careers using knowledge
based in the reality of current social relations, not simply in stereotypes about
science and scientists.
Experiences of female students
The Changing Lanes project, a precursor to New Traditions, conducted focus groups
with girls in six high schools in Nova Scotia and with women enrolled in trades and
technology programs at the Nova Scotia Community College (NSCC). Brief
summaries of the findings are presented here. Full reports can be found in In the
Picture...a future with women in trades, science and technology Volume 1 (public
schools) and In the Picture...a future with women in trades, science and technology
Volume 2 (NSCC).
From the young women in high school we learned they
• feel “women can do the same things as men” yet their current careers
aspirations fall with a limited range
• have a minimal knowledge of community college as a viable post-secondary
option
• express a lack of knowledge about actual jobs and career possibilities
• learn about career possibilities from parents, community, television and school,
and are critical of what schools offer in terms of career awareness
• associate technology with computers, and computers with word processing and
web pages
• spend time thinking about how as women they will have o balance family and
career

“

Women do not
need a hand up or
a hand out to
succeed. Women
demonstrate on a
daily basis
incredible
strength,
intelligence and
ingenuity while
playing on an
uneven field. We
need to work to
level the field and
make it more
inviting for all of
the players. And
all player will
benefit from
increasing the
number and
diversity of
women working in
the fields of
science and
technology.

”

Women’s CED Network
2003

Through conversations and group interviews with women at NSCC we learned
• in choosing to pursue non-traditional occupations, most women were influenced
by individuals and by community role models
• they held traditional stereotypes about science, trades and technology when
they were teenagers in school
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“

Organizational
culture includes
the written and
unwritten rules
that both shape
and reflect how
an organization
operates. It is the
way in which
decisions are
made, conflicts
are resolved and
goals are
achieved.
Organizational
culture is, in
short. “The way
things are done
around here.

”

Conference Board of
Canada 2005
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• most felt awkward if they were singled out as women in the male-dominated
programs and felt isolated by being one of only a few women (or perhaps the
only woman) in these programs
• there was discomfort and frustration in the ways gender inequities surfaced in
the hallways, classrooms and labs
• they experienced derogatory or stereotyping behaviours and comments and
had to develop strategies to deal with these
• women in non-traditional male dominated programs are often assumed to be
lesbians
• they had concerns about moving to employment in non-traditional occupations
and the sense of having to do things better than men in order to prove
themselves
Although many initiatives have been designed to increase the participation of women
in apprenticeship and trades, most have not had the desired impact. A notable
exception is the work of Women in Trades and Technology (WITT) in Canada, initially
through national level and provincial chapters. Unfortunately, funding for WITT’s
efforts in many locations—including at the national level—has been either eliminated or
substantially reduced.
Evidence from the many studies we examined indicates barriers to the employment of
women, visible minorities, Aboriginal peoples, persons with disabilities and immigrants
are predominantly systemic. These barriers take a variety of forms and have
difference impacts on different groups. Conclusions arising from the research suggest
that, until the systemic barriers are addressed and eliminated, there will be few
changes in the diversity of science, trades or technology workforce in Canada and
employers will continue to miss out on the financial benefits of a diverse workforce.
Beyond Words to Action
Many reports we reviewed included recommendations aimed at employers who want
to achieve a diverse workforce, or “walk the talk” of diversity. What needs to be done
to remove the barriers and challenges faced by employers and members of
underrepresented groups? What are the critical components of a successful diversity
strategy? We present a summary of recommendations and conclusions from several
reports and articles.
An inclusive workplace culture is identified by the Conference Board of Canada
(2005) as being key to achieving and maintaining workforce diversity. It is also the
most challenging and demanding fundamental change in people’s mindsets and in
organizational structures.
The Conference Board identified three factors characterizing the success of the
organizations they included in their study of visible minorities. Based on their research,
successful organizations:
• have committed leaders who understand that it is business critical to tap into the
visible minority workforce;
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• ensure a sustained and strategic focus on developing and nurturing visible
minority talent; and
• listen closely to the needs and opinions of their employees and take action to
continuously improve the work environment for visible minorities and other
employees creating a culture of inclusion.
Senior leaders create inclusive workplace cultures. The first step is to conduct a
cultural audit to understand the company’s culture and how diversity fits in, and to
identify where changes need to be made. Through ongoing and sustained
commitment, leaders drive the change initiatives necessary to ensure the workforce is
diverse and the diverse workforce brings business results. Strategies to do this include:
• ensuring adequate human and financial resources to support diversity efforts;
• holding executive, managers and employees accountable for change by
building diversity measures into standard accountability and performance
agreements;
• leading by example by promoting and participating in diversity-related activities
and events;
• speaking about diversity at external events such as recruitment drives, business
forums and visible minority community functions.
(Conference Board of Canada 2005)

“

All employees will
benefit from
workplaces that
are know for
inclusiveness,
physical safety
and good
management
practices.

”

Denise McLean 2003 in
Workplaces that Work

The Conference Board acknowledges the importance of training for all staff and
managers in creating a climate that is welcoming to visible minorities. Training can
generate many benefits including reducing cultural biases and stereotypes, promoting
a positive attitude towards workplace diversity, building and supporting diverse work
teams, and improving financial performance, employee satisfaction and retention
rates.
Although arguing that legislated employment equity programs “clouded the issue of
fairness in the workplace by designating certain groups”, Wilson (1997) identifies
four important lessons about diversity strategies learned from legislated equity in
Canada.
1. A diversity strategy must be linked to a business objective, not for the social and
moral purpose of correcting past injustices.
2. A diversity strategy cannot result in preferential treatment for some groups. It
must be inclusive of all employees.
3. A diversity strategy must protect the merit principle to avoid tokenism and
reverse discrimination.
4. A diversity strategy is not simply based on the numerical representation of an
internal work force reflecting the external available work force.
In The Decade Ahead: Strategic Human Resource Study of Upstream Petroleum
Industry, the Petroleum Human Resources Council of Canada (2003) identifies access
to the non-traditional workforce as a key issue for their industry. Potential sources of
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labour including women, Aboriginal peoples and immigrants are
being under-utilized. They recommend establishing industry standards
and resources that foster a respectful work environment to attract and
retain a non-traditional workforce. The report also recommends the
development of targeted programming to address recruitment and
retention barriers for non-traditional workforces, and to develop
mentorship and role modeling programs.
Linda Munro (2004) presents a series of actions to make workplaces
better for women and therefore better for a diversity of workers. She
notes the importance of setting appropriate organizational priorities
and then managing and marketing the company accordingly. For
example, she identifies several priorities of “female-friendly”
workplaces including a demonstrated commitment to life-work
balance, a demonstrated management commitment to gender
diversity and organizational audits to assess systemic barriers to
women’s advancement.
To create a diverse workforce, Munro encourages managers gain a better
understanding of the gender barriers faced by women, develop programs that foster
workplace diversity, establish policies and practices that make employees aware of and
accountable for inappropriate behavious, and “walk the talk” to model and measure
diversity commitments.
Munro also recommends that employers include information on what she calls ‘soft’
issues—commitment, respect, communication—in their recruitment strategies, and that
employers include female employees in both planning and policy development
processes.
The organization that best utilizes the full potential of all employees intentionally and
thoughtfully aligns workplace diversity with strategic business goals. Lockwood (2005)
makes a strong case for aligning workforce diversity with strategic business goals. She
proposes three steps to achieve this alignment:
Define Diversity. Clarify the role of workplace diversity in the organization,
including leadership roles and highlight the importance of diversity in vision and
mission statements.
Establish Accountability. Develop challenging yet realistic goals for diversity
interventions and demonstrate commitment to workplace diversity.
Develop a Diversity Score Card. Include measures aligned with the
organization’s strategic business goals and include financial and non-financial
recognition of diversity initiatives.
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In her presentation at the Queensland University of Technology, Fiona Krautil (2001)
noted creating an inclusive culture for all employees required more than just HR
policies and practices. Again we hear that CEOs and senior management need to
“walk the talk”, and provide effective leadership and action. Leadership is the driving
force behind the re-alignment of the workplace culture, involving both the individual’s
outcomes as well as the organizational outcomes. Krautil identified a number of
actions that any one manager can do to promote workplace diversity including
demonstrating zero tolerance for discrimination, holding regular gender issue
meetings, participating in diversity workshops, discussing gender diversity with
external executives, and creating social events at work that female employees can
comfortably attend. Krautil also recommends senior managers join a committee or
organization in which they will be a minority, to get a small sense of the experiences
of some of their employees.
Noting the construction industry in Canada is competing with other industries facing
future labour force shortages, the Construction Sector Council’s (2004) report
contains recommendations to the industry to raise its profile and become an industry
and a career path of choice for an increasing number and variety of people. The
Sector Council report suggests that construction workplaces have to change to make
them more amenable and desirable to women, Aboriginal peoples and new
immigrants. The report recommends close collaboration with Aboriginal communities,
women’s organizations and immigrant serving organizations. The importance of role
models and mentoring programs is noted, as is increasing the awareness of youth
about the construction industry.

“

Diversity is
becoming too
confusing. How
can you spend two
days talking about
something that is
so simple. We
have got to stop
having
conferences,
writing policies
and holding
training
programmes: just
get on with it.

”

Allan Leighton, chairman,
Royal Mail Group in
Personnel Today March
22 2005 issue

To address the barriers facing non-traditional apprentices in Canada, the
Apprenticeship Forum (2004) recommended all apprenticeship stakeholders consider
measures to:
• develop cultures within workplaces that are more tolerant and welcoming of
women, Aboriginal people and other equity groups;
• change attitudes and perceptions of apprenticeship and trades;
• increase efforts within secondary schools to support and promote the trades;
• address the costs encountered in initiating and pursuing apprenticeship
programs;
• mitigate the impact of economic factors that can lead to a lack of work and
interruption or termination of apprenticeships;
• reassess the adequacy of resources devoted to apprenticeship.
In Diversity is a Journey, Jeanetta Garmon (2005) questions the extent to which
corporate culture embraces individuals who don’t resemble the senior management
team. Do companies reject anyone who does not appear to “fit” the corporate image
or speak the corporate language? Many organizations philosophically embrace
diversity, yet have difficulty discussing, measuring, and openly sharing objectives.
When an organization lacks clarity around the business case and objectives for
accomplishing diversity, it becomes ambiguous and lacks the support necessary to
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achieve diversity. Garmon equates this situation to that of a “gerbil on
a wheel.” To achieve diversity, she recommends a number of
steps to senior managers and human resource specialists. She
stresses the importance of developing the business case and
integrating diversity into the corporate strategy. Identifying
diversity leaders and champions is crucial, as is
determining the action items and necessary resources.
Garmon stresses the importance of weaving diversity and
inclusion throughout the company and celebrating
successes. According to Garmon, “Diversity is about
equality not quotas, special treatment or compromising
quality. Diversity is about providing the same opportunity
without bias while creating an inclusive and flexible work
environment where all people can succeed.” (Garmon 2005)
According to Tina Hallett, partner at PricewaterhouseCoopers in the UK, too
many companies pay lip-service to diversity. The challenge is to turn diversity policies
into action and create the momentum necessary to drive change. Allan Leighton,
chair of the Royal Mail Group in England agrees, suggesting so much effort is put
into the development of a diversity policy that execution of the policy is often
forgotten. It takes leadership to create a culture where diversity is practiced in the
workplace. His recommendations to “do” diversity include driving it as a business
case, leading from the top, keeping it on the corporate agenda, recognizing
progress, stamping out regressive behaviours and measuring diversity as a key
performance indicator. (Personnel Today 2005: March 22)
The Aboriginal Workforce Participation Initiative acknowledges that increasing the
participation of Aboriginal peoples in the workforce takes “commitment, planning
and effort.” AWPI (2003) identified three key steps to get employers started on a
process to increase the participation of Aboriginal peoples in their workplaces.
1. Make aboriginal employment part of your business
To achieve this first step, employers need to establish how Aboriginal employment
can help their business; make a formal commitment to increasing Aboriginal
employment by setting and communicating specific goals; have senior management
on side by preparing a business case for Aboriginal employment; assess and address
the corporate culture and take steps to identify and remove systemic and attitudinal
barriers to Aboriginal employment and communicate with Aboriginal peoples,
employees, union members and shareholders.
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2. Develop relationships with Aboriginal communities and
organizations
Employers need to institute Aboriginal awareness training, network with Aboriginal
organizations and communities, seek opportunities for partnerships by identifying
opportunities for mutual benefit and sponsor and promote community events.
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3. Start employing Aboriginal peoples
Employers first need to prepare an action plan for Aboriginal employment by setting
realistic goals and involving Aboriginal peoples in the process and then encourage
Aboriginal job applicants by contracting Aboriginal recruitment and training services.
Participation of Aboriginal peoples in pre-employment initiatives such as co-op
programs and summer employment is important as is the creation of opportunities for
indirect employment through purchasing and contracting with Aboriginal businesses.
Catalyst (2005) conducted a large study of the impact of gender stereotyping on
women in the workplace. Their study concludes there is a difference between the
perceptions and realities of women’s abilities and performances in the workplace,
and that gender stereotypes were being used as “a shorthand for fact” by senior
managers. In its conclusions, Catalyst noted that instituting more gender diversity
programs is not enough. Unless organizations take active steps to eradicate the
stereotypes, women will be undermined and misjudged, regardless of their talents and
aptitudes. To combat the influence of stereotyping, companies need to implement a
series of checks and balances to safeguard against stereotyping, institute more
rigorous and transparent performance assessments, educate managers and executives
about the influence of stereotyping and ways to combat it and showcase the
achievement of women, particularly those in traditionally male-dominated fields.
The role and importance of unions is clearly demonstrated in a successful project on
the Halifax waterfront to attract tradeswomen. Local 269 of the International
Longshoremen’s Association has embarked on a project to hire women as checkers,
longshore women, and heavy-duty mechanics. Their goal is for women to make up 25
percent of workers dispatched to waterfront employers. “Despite the obstacles that at
present seem insurmountable, management and union are determined to forge
ahead.” (Comeau 1994)

The Equity Continuum of Organizations
Zeros
Ones

Think they are Fives- they have no equity problems
Develop equity plans because they have to comply with government
legislation
Twos Are ‘do-gooders’, approaching equity to be good corporate citizens
Threes Have business reasons for equity but having have not yet taken
action yetFours Acknowledge the business case and have started to ‘level the
playing field’
Fives Have equitable employment systems dominated by the merit
principle
(Wilson 1997)
Wilson contents that Fives are “purely mythical” but becoming a Five should
be the goal of diversity strategies.
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Wilson (1997) developed “the seven
steps to a five” where a “five” is the
highest rating in his continuum of equity
in the workplace. At the far end of the
continuum, “fives” are organizations
which have achieved equitable
employment systems. In Diversity at
Work: The Business Case for Equity,
Wilson provides details about the
process needed to develop a diversity
initiative designed to move an employer
along the equity continuum towards
becoming a “five”. In summary, the
steps are:
1. A comprehensive needs analysis and development of a preliminary
work plan
This research stage will identify all elements involved in the development of a diversity
initiative and determine timelines and resources.
2. Communication and education
Communication components include information about a diversity advisory
committee, a clearly stated diversity policy statement, means for data collection and
analysis, and the establishment of goals, timelines and an equity plan.
3. Quantitative and qualitative data gathering
Employment statistics alone cannot indicate the presence of equity. The collection of
qualitative data through properly designed attitude surveys will identify informal
systemic procedures which cause inequity.
4. Data analysis
Analyzing the quantitative and qualitative data will determine how fair the
organization’s employment system is compared to external measures.
5. Planning
During this stage, the organization sets realistic equity goals and timelines, with the
most important goals being the qualitative ones.
6. System change
An equity plan is developed to indicate how the goals will be achieved, identifying
timelines and the individuals responsible for implementing the change initiatives.
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7. Implementation
The equity plan is implemented, including an ongoing monitoring and analysis and
identification of areas where adjustments have to be made.
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Success Stories
We resisted the urge to include a ‘best practices’ section because we do not want to
imply there is a template which can be easily applied to a particular company. There
is no ‘cookie cutter’ solution to inequity in the workplace. What are the criteria to
determine ‘best’? Who decides? Is what is best for one company best for another?
The needs of each organization are different. Those needs must be identified, data
collected and analyzed and a diversity strategy, customized for each organization
developed.
That is not to say you cannot benefit from the experiences of others. You can learn
what has worked and what has not worked in other organizations and determine if
they are indeed the best model for matching your needs, and then adapt, adjust and
tweak. Alternatively, you can create your own diversity strategy based on the
research and writings of industry and business leaders, diversity specialists and equity
organizations some of which have been presented in this document.
Delyte D. Frost (2001) suggests those charged with the challenging task of
developing a corporate diversity program should “consider and learn from the painful
failures of others.” She offers a large number of examples of worst practices. For
example, she cites senior leadership delegating the formation of a diversity
philosophy and approach to those in junior staff positions as a “worst practice.”
Believing continued research and restating of the business case for diversity will
convince the dominant group of white men that diversity is the right thing to do is
another example of a worst practice according to Frost. She also suggests the
creation of a series of activities that have no strategic link to business success gives
only the appearance of commitment and that diversity efforts focusing change
strategies on the excluded groups while ignoring organizational culture, will fall short
of the goals.
Wilson (1997) refers to several examples of what he calls the Fairest in the Land in
his chapter on best practices in Diversity at Work. In Workplaces that Work, McLean
(2003) uses Success Stories to describe the work of companies that have made
major advancements in achieving workplace diversity. The Aboriginal Workforce
Participation Initiative (2004) provides examples of Corporate Practices supporting
Aboriginal employment. In the UK, the Department of Trade and Industry provides
examples of a number of Case Studies and web links to many more in their document
Business Case for Diversity and Equality (DTI 2003). There are many others.
Summary
The documents and reports we reviewed expressed the concept of diversity in a
variety of ways. Nevertheless, we found a common thread emerging from our
review—the creation of a diverse workforce is a route to achieving an equitable and
fair workplace.
The value of diversity is often linked to corporate objectives, the benefits diversity
brings to a company’s “bottom line”. The challenges are seen to be complex, most
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frequently described as factors external to the workplace—low labour market
availability, low numbers in training institutions, lack of knowledge about careers—or
internal workplace policies and practices noting culture and environment issues
affecting recruitment, retention and advancement. Recommendations and suggestions
for action focus on initiatives to “walk the talk,” to move from a commitment to
diversity in theory or by legislation to the reality of an inclusive, respectful workplace.
The commitment of senior management and an honest examination of current
policies, practices and attitudes are cited as crucial.
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SECTION B
The Experiences of Workers
In addition to undertaking a literature review for this project, we felt it was important
for us to talk with non-traditional workers in trades and technology. Accordingly we
built a second phase into the methodology, using focus groups to collect the first hand
experiences and perceptions of tradeswomen—plumbers, pipe fitters, welders,
labourers—and women employed as technicians, IT specialists and technologists.
Although only women attended these sessions, their experience and insights were an
important component of our research. They talked about getting started in trades and
technology, fitting in at the work site, balancing work and life, and finding support.
They also talked about the benefits they see to having more women in trades and
technology occupations and the changes they think would help make that happen.
Getting started in trades and technology
We asked the women to talk about how they got started in trades or technology, to
describe their experiences in the hiring process and their first days on the job. In their
responses they spoke of the influence of family members, friends and previous work
experiences.
The tradeswomen came to their current employment by a variety of routes. One
woman described her work in health care as a nursing assistant. After downsizing,
she had the opportunity to return to school. She indicated she preferred the physical
nature of her present work, describing nursing as being “harder on the head and on
the heart.” Another woman came to the trades from a business background and
another described herself as having been a “housewife”. Two women had been
working in trades for many years and came to their current worksite from others
employers.
One woman spoke about how hard it was for her to find a job in trades. She did not
want to say it was because she was a woman but remembered feeling at the time
“...they’re gonna hire the next man that calls.” Another woman agreed women have a
hard time getting a job in trades—“There is still prejudice out there, yes there is. You
can’t tell me there isn’t.” Another spoke about being willing to work for a week with
no pay just to show she could do the work.
Some women noticed a difference in how they were treated in the hiring process.
One woman described an interviewer who tried to discourage her by talking about
how the job involved a lot of heavy lifting. She felt he wouldn’t have said that to a
male applicant. Another woman described how she had to fill in an application form,
have an interview and then submit a resume. But, she said “They were hiring guys
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right off the street—never even filled out an application.” Another spoke about
applying for several labourer jobs and never being called “and I know it’s because
I’m female.” Some, on the other hand, felt that being a woman had no impact on the
hiring process.

Voices of Workers
“I can remember going for a job interview, now that I think about it, it
was just purely to entertain me. We go through the whole interview
process. First thing he says to me ‘I have to call my boss but I don’t think
he’s gonna hire a woman.’”
“I know a few guys from my class had jobs right after school...boom,
boom, boom.”
“One of the two people who interviewed me was a woman. Our division
didn’t have a lot of women, and neither does the entire company, but at
the same time I felt like I wasn’t discriminated against.”
“I’ve no challenges as a woman. There are a lot of challenges but
nothing related to my being a woman, a little bit of the old boys network
but nothing to do with my job.”
“In the interview...I just thought as a woman it was a question that a man
wouldn’t have got. [The interviewer] said part of your job is you’re gonna
have to lift up manhole covers and you’re gonna have to go down there
and have to lift rocks and stuff like that. I just looked at him and I said ‘Do
you want me to do push-ups?’ He was kinda taken aback by that, and he
phoned back and hired me. It was just an awkward kind of thing...he
wouldn’t have asked me if I was a guy.”
“When they heard they had been hired for their current job, they spoke of
having mixed feelings, of being simultaneously very excited and very
scared. One woman said “I can remember dancing in my living room
(when I got hired). I think I did the jig—woo-hoo!”
On the job
When the tradeswomen described their first days on the job, they spoke of the
absence of any orientation to the work site. This was problematic for them, especially
when they needed to find a washroom. One woman described how frightened she
felt as she walked into a shop where there had never been a woman before.
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Several technicians commented there was no specific acknowledgement by their
employers that they were going into a workplace where there were very few women.
Only one woman spoke about being assigned a female mentor—for six months.
When asked if they felt they were expected to fit into the existing workplace culture,
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they all said “yes”. They talked about always being in classes with men or working
with men so they didn’t think much about it. Some of the women felt they were being
‘tested’.

Voices of Workers
“When I came in here that Monday morning, oh, I was scared to death.
Scared to death. Man, I was terrified. They put me with one of the guys
there and he was just one of the meanest, roughest-looking people you’d
ever wanna meet...but he’s a real teddy bear now, so it was great.”
“It’s really scary when you come in here because you don’t know these
men and some of these men, they are tough-looking characters.”
“There are some mean characters in here, but there’s a lot of nice men
too.”
“So my first morning in here was like, I didn’t have a clue about a
washroom, didn’t have a clue about nothing, nobody to show me. Like
nobody to talk to, where do I eat my dinner?”
“I remember walking into the shop and there had never been a woman in
there before. I almost turned and walked away—I was petrified. I said ‘I
don’t need this. I’m too old for this. What am I doin’?’ But I settled in and
a couple of the guys took me under their wing and showed me around.”
The women talked about how important it was to “fit in” to the workplace. They told
us about the advice they were given by their co-workers when they first arrived on the
job. Some felt pressured to become “one of the guys.”

Voices of Workers
“Keep your mouth shut. Bite your tongue for certain things.”
“Just keep your nose clean and do you job and you know, don’t make
any waves.”
“You have to be able to take a joke. You just couldn’t come in here and
turn your nose up because some guy stood there and told a joke that
might have been not to your liking. You had to be able to take a joke.”
“And give it, oh yeah. I really gave a lot.”
“Oh my God, the abuse I took. But the abuse I gave was just as bad,
so...”

In the Picture…a future with diversity in trades, science and technology Volume THREE

37

They spoke of ways they felt they were being treated differently from men, how
different standards were applied to them as women and how they were given certain
tasks because they were women. But they also spoke about ways they felt they were
treated the same as men.

Voices of Workers
“I thought it was the worst thing ever. I was put in one of the shops for the
longest time just cleaning and I hated it. I was so mad. Why am I stuck
with the broom?”
“One day we were doing a job, my work partner and I, and the way he
explained the job it seemed really difficult to me, so I gave him my way
which was a lot easier. No, he didn’t want to do that. His way didn’t work
out, so we ended up going my way and all I could say was why didn’t
you listen to me? It surprises them when you came up with a better idea
than theirs.”
Without being able to specifically describe it, some women said it would be different
in a workplace with more women. One woman said she was very used to working
with men but felt men were not used to working with women. Another felt men didn’t
know what to say in front of her. They spoke about changing behaviours to meet
expectations of others and of themselves.

Voices of Workers
“I’ve always worked in a male-dominated profession, so I’m one of the
guys in there just like I always was.”
“I don’t know how I’d walk into an office with a majority of women.”
“I don’t know either. I think it would be different, though. I don’t know
how, I just have a feeling it would be different.”
“There’s different talk. There’s guy talk and girl talk and I got very used to
guy talk all through school. When I first started at this job, I was good
friends with all the guys but I didn’t socialize with women in administration.
Since the last couple years, I’ve befriended them and it’s nice because it is
different. It is nice to have both kinds of conversations. After a while,
actually, I got kind of tired of guy talk all the time.”
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“I feel that I probably take on a more manly demeanour. I do a lot of onsite work and I find that I certainly take on some demeanour that I don’t
normally carry. I swear more on the site than I normally do. I wear my
work boots to a site. I don’t ever wear other shoes and change there
because I don’t want the perception that I’m coming in ‘girlie’ mode. I’m
probably more reluctant to show feminine qualities than I would be in any
other situation.”
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Several female technicians felt they were expected to do clerical work in addition to
their technical responsibilities. They felt their male colleagues were not expected to do
the same, that men were not expected to use office equipment. One woman said she
intentionally didn’t learn how to use the photocopier so she wouldn’t be asked.
One woman spoke about her transition to management and how she is now preparing
proposals for her company. At first she had to deal with a male manager who asked
here to do his filing for him as well as prepare a proposal. When she said “no,” they
“laughed and moved on”. She said it bothered her.
“I think I would definitely agree that they expect that the woman will be able to put out
their reports, proposals, whatever, from start to finish...where the man typically can’t put it
out, they’ll give it to their secretaries.”
“When I first started working here, I’d take my field notes and transcribe them and type
them and present them in a report. All the guys would just pass them off. I’m writing it as
I’m reading it and typing it in. You know, I think we’re better workers.”
One focus group participant described how she felt she was treated differently because
she was a woman in IT. “Sometimes it’s a computer problem and the men will come in and
if my office mate isn’t there they won’t bother asking me. That annoys me.” There was
some uncertainty about whether issues with male co-workers were due to gender,
personality differences or work style.

Voices of Workers
“I don’t feel I’m treated any different as a woman. One guy thinks that I
have a shorter fuse, or whatever, and I don’t think it’s in relation to being a
woman. The other day he made the comment about me being very cranky
when I was pregnant. I found with him there’s a bit of an issue because he
finds that I’m getting cranky or bitchy when I don’t get the answer I want. I
find him unprofessional to work with at times and so I think it’s more of a
work issue.”
There was an interesting discussion about the behaviour of other women in their
workplaces. Several women referred to “girlie” behaviour and how it made them angry.
They felt they worked hard to gain the respect of their male colleagues and “girlie”
behaviour made women look bad. They made reference to an internal struggle to find a
balance between being women and being respected for their work.

Voices of Workers
“I definitely get irritated when women act very girlie in a workplace.
Probably more so than men. I think it’s because on the technical side of
things, you fight to get the same recognition as the men who you work with
and you fight not to be treated differently because you act in a certain
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way. I think when people in your workplace kind of act typically in those
role, it feels like it’s kind of taking a step backward from what you try so
hard not to be perceived as.”
“I find that’s actually a struggle. There’s one female manager in the office
and she doesn’t display feminine qualities whatsoever. She doesn’t act
girlie whatsoever and it’s great. There have been quite a few times where
I’ve thought I should be more like that because in order to succeed it
seems like if you act a little feminine you are seen as not authoritative. You
are seen as if you can’t be taken seriously. On the other hand, that is part
of who you are and you do miss it.”
“You try to walk that line between being overly, overtly masculine when you
really don’t feel necessarily like it and not wanting to be perceived
as...being a real bitch.”
“Yeah, because if you come off too feminine sometimes you’re seen as
being a little bit weak.”
“I think one of the things I admire about my district manager is that she
seems to be able to walk the line. She’s feminine, she looks feminine, she
still exhibits her feminine characteristics, yet she’s very knowledgeable and
very easy to talk in an authoritative manner. She seems to have found that
niche for herself in the workplace where she can do both.”
Special issues for women
The tradeswomen felt strongly that they couldn’t talk to their supervisors or employers
about work issues related to pregnancy or menstruation. One woman spoke about
hiding her pregnancy while she was on the job. Even though in the end she knew she
didn’t need to be secretive about it –“They can’t fire you because you’re pregnant”—
she didn’t want the men to know she was pregnant. She knows she may not have
had to, and, “it was my choice to do it. I was just a little nervous...” The other women
thought she should not have had to feel afraid. She should have been able to feel
safe in saying she was pregnant.
A particularly shocking story was told about the experience of one woman when she
needed to go to the washroom while she was menstruating. The woman had a hard
time talking about her experience, but the story came out through the voices of
several of the women in the focus group.

Voices of Workers
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“I’ve seen me have to run from one end of [worksite] to the other because
of a woman thing and the foreman got pissed off because I’m going and
I had to tell him, look I’m sorry. We’re not allowed to leave the job site a
few minutes before the horn blows for break time. We’re not supposed to
leave. We’re supposed to stay there until the horn blows. Well, there are
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particular times that you might need the bathroom and there was one
particular time that [another woman in the group] really needed to go to
the bathroom and the foreman wasn’t gonna let her go, so she just...”
“I went anyway. And then one of the head managers said something
about me leaving early so I just put it to him. I said I’m going through my
coveralls, there were 500 men standing there, what do you want me to
do, stand there and have people stare at me?”
“But they stopped her. They actually stopped her and she had to tell him.”
“Then, I had, deliberately, had a hysterectomy. I’m 34 years old. I had
really bad menstrual cycles. But I don’t have that problem anymore.”
“You don’t talk about something like that with [the employer]. These are
all men. You’re not gonna talk about something like that with the men.”

Balancing work and family
Several women described experiences in which they felt they were treated differently
because they are women and because they have children. For some, it was difficult to
say exactly what the differences were but they felt there was a difference. Others felt
there was no difference. One woman spoke about feeling guilty if she had to take a
day off if one of her children was sick.

Voices of Workers
“Another thing I notice is that men with children in our office get special
treatment that the women with children don’t. I find the women in our
office are expected to have their family life and do their job just as
capably. I think there’s more expected of women.”
“My immediate boss [male] will take a day off if his daughter has a little
bit of a cold. I have to admit I actually feel a little bit guilty when my kids
are sick. I don’t call in to take a day off because my son has a cough. I
don’t take a day off unless he has to go to Emergency or something
because I feel that would look bad if I did that. I got pregnant probably a
month after I got hired. I was actually only allowed to take two months
maternity leave. They told me to come back very quickly in order to get
my permanent position. That might have been part of where my guilt
comes from.”
Finding support
The women spoke of the support they received from family members, particularly
husbands and children. They also spoke about finding support among their male co-
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workers. For some women, support was immediate, for others it grew over time.
“I talked a lot to my mother and I talked a lot to my sister and they both just told me
don’t give up, just keep pursuing what you want to do.”
“My husband thought I was nuts. He didn’t want me to come here at all. He said
you’ll never work there. You’ll never survive. I guess he was just thinking about the
amount of men that would be in here that I’m working with. And I said well, please let
me try it and if I don’t like it I can always quit. But after I got the paycheque,
he...[laughter]”
“My husband was all for it.”
Some felt they were constantly being tested on the job by supervisors or foremen and
gave examples of workplace situations in which this was happening. They had a
certain level of comfort in talking to co-workers about their concerns but didn’t feel
they could speak to their employers about their experiences. They were afraid of
potential consequences. They talked about the importance of the support they
received from their male peers.

Voices of Workers
“There was one day, one particular incident—it was really hot and [the
foreman] put me outside [to work]. I’m very fair and I could feel the heat
and he turned around and told me that I was workin’ in a man’s world, I
had to learn how to do a man’s job. Where the hell did that come from?
I didn’t say nothing, I was kind of biting my tongue and all the guys that
work with me said if you don’t say something about it, we’re going to.
That’s not right. My co-workers in my department, all the guys, they stuck
with me. They went to the shop steward and somebody spoke to
[foreman]. I thought I should bite my tongue because tomorrow I could
have the worst job ever.”
“When I came in here, there was another lady here but she left. Then I
was on my own and it was one bad job after another...it’s[weeping]...it
was to the point that come September I quit. I got all my gear out of the
locker. I met the foreman coming across on the catwalk and I told him he
could take his gear and shove it. I didn’t need a job that bad. He told me
to calm down, take my gear back to the locker, he’d come in and he’d
see how bad the job was that I was doing. So he came in and he said I
guarantee you tomorrow night when you come in, you’ll have a better
job. I came in the next night and the men that were on [the site] with me,
they said if he doesn’t give you a better job, we’re walking out. So I felt
really good then. They were gonna stand behind me.”

42

In the Picture…a future with diversity in trades, science and technology Volume THREE

“I have a little fear of heights, but I’m conquering it slowly and I make
sure I do it. One day, one pipe fitter noticed it and told me off, said I was
in the wrong industry. My work partner [male] spoke up...at least she’s
tryin’...leave her alone.”
“I’ve had a lot of the guys tell me I’m just one of the guys, I blend right in.
Most guys make you feel pretty comfortable and don’t mind helping you
with anything.”
“[The guys] really did, they really take care of you. You get some good
friendships in there.”
“[My children] are so proud. It’s like they tell everybody. They think it’s
great because Mom’s a welder.”
“My kids love it. They think it’s awesome.”
We were told that until a women’s committee formed, the tradeswomen at one
worksite had been given no information about harassment policies. The committee
developed a policy and the women placed it on the bulletin board. “It [the
harassment policy] would get torn down and we would put it right back up again.”
The process of dealing with harassment complaints was not very clear to the women
and it was difficult for the women to talk about. They didn’t appear to have much faith
in the process.

Voices of Workers
“I think probably what they would do is work with the person that was
harassed and the person that did the harassing. They would give their
opinions and the company would do their best to follow up on that. I
know of one case but I don’t really want to get into it, but in the end the
person that was harassed ended up leaving the job, quitting the job.”
“I don’t think they’ve ever had [sensitivity training] here, although I did
bring it up at one time and it was never, I don’t think we ever heard any
more on it.”
One woman described an experience she had when working late one evening. She
was instructed by her supervisor to go to a particularly dark area of the work site to
do a specific task. “I wouldn’t do it because I was scared. It was so dark and it was
such a remote area but he didn’t see that point.”
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Benefits of more women in the workplace
We asked the women if they felt there would be advantages to having more women
in their workplaces. One woman said she was the only woman on her site when she
started to work there. When another woman was hired “It made all the difference.”
They spoke about the importance of having more women for moral support on
frustrating days and although they received other kinds of support from their male
colleagues, there was a difference in the kind of conversations they had with other
women.

Voices of Workers
“I’ve seen days that I’ve been stressed and in the locker room with tears
coming down my face and I would just sit and talk to [another woman]. I
had just had enough. It was good to have another woman there. Just to
say to take a breath, you’ll be all right.”
“For me it would be having another woman to talk to. Just your normal,
everyday conversations that you didn’t talk to men about. Your
conversations are different from theirs. I think that’s the greatest thing, just
having somebody to talk to.”
We also asked about the difference it would make to the workplace to have more
women on site. One woman responded it would help the company. When asked why
she replied, “You’re gonna have a whole lot of smart people around here then.”
Others in the group applauded. They commented that having more women would be
better for their male co-workers too.

Voices of Workers
“It’s definitely gonna be an advantage for the company. We’re not only
smart, we’re strong and we can see ahead.”
“A guy mentioned this not long ago—he said he liked women being in
here because he thinks it helps morale because it’s somebody else that
they can talk to.”
Suggestions for change
We asked the women about the changes they think are needed to get more women
into trades and technology occupations. Several suggested the need for more
advertising about women working in industry; they also felt it was important to
encourage girls in Grades 8 and 9. They said it was important to get more women
into the training programs and “...you gotta get willing employers to hire those
women.”

44

In the Picture…a future with diversity in trades, science and technology Volume THREE

They talked about the need to change attitudes and mindsets. They felt the only
reason they were hired was because their employer was required by law to hire them
and the employer had a better chance of getting a contract.
“The only reason we’re here is because the government told [employer] they had to
hire us. That’s the only reason. There wouldn’t be women here.”
We asked about the attitudes of the male co-workers. Several of the tradeswomen felt
the attitudes of the men would be different now.
“They work side by side with us. I think their attitudes would have changed.”
“There’s a lot of foremen who would say they would rather have ten women than ten
men because they know the women do the job.”
With all of the challenges women face in the non-traditional occupations, we asked
them why they stayed on the job. The tradeswomen’s first response was “because of
the paycheque”. They not only made more money than in their previous jobs, they
also have opportunities for overtime. On further discussion, other reasons emerged.
Many women said they liked the physical nature of the work and that it’s good
exercise. A couple women spoke of the feeling of accomplishment at the end of the
day. One woman said it was important that at least once a day you can have a good
laugh. Several others agreed with her.
Summary
The women we spoke with shared one common trait—they love their work. At first they
told us they had no issues or concerns about being a woman in a non-traditional
workplace, but as our discussion went on, they began to open up and share their
experiences with harassment, discrimination and barriers to advancement. They
expressed internal conflicts about wanting to fit in with their male colleagues and not
stand out as being different, while at the same time resenting some of the male
behaviour. This was at times problematic. To solve this dilemma, the women had to
find ways to avoid the men involved, become blind to the sexism, or pursue a solution
through supervisors or the company’s anti-harassment procedures. The later options
drew attention. Most women expressed concerns about the perception they were
hired or promoted as part of ‘affirmative action’, a system they saw mostly as
negative. None of the women mentioned the value they brought to the workplace as
women—providing a diversity of ideas, perspectives and approaches to problem
solving.
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SECTION C
The Concerns of Employers
A third focus of our research included capturing the
concerns of employers. We mailed requests for
interviews to CEOs and senior managers of 15
companies, all of whom were subject to regulations
under Canada’s Employment Equity legislation. In most
cases we were passed on to human resources
specialists. In the end, we interviewed three senior
managers and 11 human resource specialists.
Collectively, the companies they represented had
significant technology, trades and engineering
workforces. Approximately 60 percent of the people we
interviewed were women. All were white.
We asked about their current employment demographics
regarding the groups designated under the Employment Equity Act—women,
Aboriginal peoples, visible minorities and persons with disabilities. We also asked
about their views on the benefits of workplace diversity, the diversity challenges they
faced, current initiatives and future plans to increase their workforce diversity.
Without exception, the interviewees said their current workforce did not achieve the
diversity they desired. In fact, with only one exception, they told us their employment
rates of designated groups in trades and technology were consistent with or even
lower than the rates across the province as reported by Statistics Canada. Not all
were willing to share their employment data with us.
Benefits and value of diversity
Most of the employers were well aware of the importance of diversity to their
company. They referred to the many benefits of increased workplace diversity
including success, productivity, creativity and employee satisfaction.
For example, one senior manager spoke about how the differing perspectives,
opinions and backgrounds of the employees provide a rich base for increasing
creativity and productivity and expanding the potential of the company to be
competitive.
“We’d like to see a much broader spectrum of faces in the audience, but from a
strictly statistical point of view we don’t have many yet. It’s about creating that work
environment where, whether it’s a female electrician or somebody who was born in the
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Middle East, if they’re walking through the office that
people don’t even notice it”.
“The more diversity we have, the richer the environment
will be—the more we’re able to give to our customers.”
“Our vision would be that we have processes and
procedures and a culture that embraces all forms of
diversity. I know that by having that diversity and the
different ways of thinking and working, I know we’d be
more successful.”
Many people spoke about the benefits specific to the
employment of women.
“(Having more women) has helped the workforce kind of
clean up its act a little bit, because it used to be more, a
lot more of a kind of 1950’s type mentality in the
workforce than we have now, and I think introducing more
women into the workforce just kind of helped bring people
more along and start thinking outside of the box a bit
more as well.”
“I think the ultimate goal is to have a workforce existing here which is essentially
representative of our community. Unless we get a significantly improved interest in
working in these kinds of non-traditional occupations for women, I don’t see that
there’s any way for that to actually happen.”
“It brings a different balance to the table. Women, because of their experiences in
life, really feel and think differently and might have a piece of the pie that hasn’t
traditionally been talked about at a table of electricians”.
“I think women are not afraid to talk about the work-life balance, and even if they
don’t have kids there seems to be more of a focus or a different side that’s brought to
the table.”
“When we had women involved there was a real wonderful dynamic—they bring more
diverse personalities and they have more interest in the project management side of
things.”
One manager expressed the belief that it is more about the benefits of diversity than
about the benefits of having women. She believes if you want someone to sit down
and understand how a product or a system is going be used, how to implement it,
how to make it user-friendly, then you need to have a mix of people.
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Another manager agreed, noting that differing perspectives, opinions, and
backgrounds provide a rich base for creativity and productivity as well as an
expanded potential for the company to be competitive. There was not agreement,
however, that having a more diverse group would get you a better end-product.
“I’m not convinced if I had more women on my team I’d get better design ideas. I am
convinced that I might have a little more, possibly more openness to the business part
of the project: why it’s important to please the customer; why it’s important to always
do continuous improvement, find better ways to do things. My experience is women are
a little more open to change, to let’s try this, let’s improve the way our team works, let’s
team build.”
We also heard some contradictions. For example, one person told us the company
president truly believes in employment equity:
“Deep, deep down he believes anybody can do anything, and he believes that. He
reimburses employees to improve themselves to advance their career no matter who
you are. He walks the talk. He believes that this is a stepping stone for most people,
and while they’re here, he’s very focused on giving them those tools to get where they
want to get, because he realizes people aren’t gonna stay here forever.”
But then this same person indicated there have been no conversations at senior levels
about the low number of women employed at the work place, no priority placed on
increasing the participation of women, nor do they have any special measures to
support retention of women. There appears to be a contradiction here.
Challenges
When referring to the employment of underrepresented groups in trades, technology
and engineering, the employers’ most commonly mentioned challenge was: “They’re
not there to be hired.” While they mostly focused on the difficulties faced in recruiting
women, they also noted that their attempts to attract Aboriginal and visible minority
applicants also met with little success. Finding applicants who are women and who fit
in other employment equity groups was mentioned as the biggest challenge by most
employers.
“It’s always good to have a good mix, but we’re not a very diverse company, period.
We’re pretty white male and that has a lot to do with the pool we’re drawing from.”
“It’s very difficult to hire women into positions because they just don’t exist in the first
place—there’s very few of them in the college programs.”
“…if we were to receive 100 applicants, we might get five female applicants if we
were lucky.”
“I can’t remember the last time I saw a female applicant (in electronics).”
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One human resources specialist claimed most
people in Nova Scotia do not understand the
value of having a diverse work force and do
not understand how to work in a diverse work
force. He believes his workplace is 20 years
out-of-date on diversity issues.
Others expressed the challenges to increased
employment of women in terms of the differences
in the way men and women see and experience
the workplace, in particular hours of work. It was
felt male managers would respond negatively to
women indicating they are unable to work late or
socialize after work because of family
responsibilities or babysitting costs. Most men, on the other hand, would not see a
problem with scheduling work late in the day and/or socializing (often in bars) after
work.
It seemed to be assumed by the people we interviewed that many women are not
attracted to trades and technology jobs, particularly electronics, because they lack
confidence in their math abilities. There is often a “geek” image attached to this field,
although there was a sense that the women who stay with electronics are usually
much better at the work than men. The impact of image was also raised, along with
the suggestion that many girls are encouraged do find work that is more “glamorous”
or “good”, not the image most people have of trades, technology or engineering.
Other factors affecting diversity
Several other factors were suggested as challenges limiting the capacity of employers
to achieve a diverse workforce. Age was mentioned, for example, as a contributing
factor to how management may view work-life balance. It was thought that older
managers may have a negative attitude towards work-life balance issues but that the
younger workers—both male and female—won’t tolerate old ways of working, and are
demanding that the culture change to suit their needs. This work-life balance issue is
not just of importance for women. Younger men in their mid-twenties who have
children at home are very clear about needing to leave work to pick up children at
day care and tend to other childcare responsibilities.
“A lot of the guys I work with are definitely very new age, new generation type
people, and they are as involved with their kids’ lives as any mother ever could be.”
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Another interviewee agreed, believing strongly that age is the issue, not equity. While
women do well in their younger years, they tend not to advance at the same rate as
the men when they have children and are unable to put the amount of additional time
into working and socializing in the evenings. Promotions are all about how much
business is brought in. In some situations, becoming a mother affects promotional
ability.
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“...you gotta travel, it’s your spare time, your weekends and I think women are more
guarded about that.”
Several references were made to the importance of hiring based on merit, and hiring
the “best” candidate. Because the pool of potential candidates commonly has very
little diversity, “best” often becomes “white able-bodied male.” Many of these same
interviewees indicated their companies place a high value on the creation of a
diverse team of employees but felt they were limited by the lack of diverse “best”
candidates. A diversity of ethnic backgrounds, gender, abilities or perspectives did not
appear to be included in the criteria for “best”. Applicants were scored or rated on
the basis of their individual merits, their skills, aptitudes and experiences, not the
contribution they would make to workplace diversity. It is not believed this was an
intentional contradiction, rather the result of a lack of reflection about the impact of
hiring policies and practices on diversity. In keeping with the principle of hiring on the
basis of merit, a strong argument can be made that the measure of merit should be
expanded to include contribution to workforce diversity. This is not an argument to
hire on a basis other than merit, but rather to include contribution to workforce
diversity in the measure of merit.
“If you pick the right people you can get a team together that can accomplish
anything. If you have a team with a really compressed demographic of any sort,
you’re limiting how you can handle that in the future.”
One person spoke about including “attitude” in an assessment of the best candidate,
based on the belief they can train and educate within their system and give people
the skills and knowledge from within. Years of experience was another factor believed
to have an impact on workplace diversity, as was union seniority. One interviewee felt
there was little they could do to initiate special incentives because the terms of the
collective agreements with the unions would not allow it.
“Lots of times we’re not looking for apprentices. We’re looking for the next level up,
licensed mechanics. We never get females applying for those positions.”
The time required to change attitudes toward diversity and employment equity was
another challenge raised in the interviews. One interviewee said she would be “toast”
in the company if, as manager, she spent time on things such as diversity. It’s not
billable time.
Several human resource specialists indicated that senior management pay little
attention to employment equity. Most felt that senior managers would support diversity
if they thought it would enhance what the company can supply to customers. They
also indicated that the pending shortage of skilled workers could be a potential
driving force for management to pay attention to diversity.
“What we flagged in the Employment Systems Review is a lack of understanding at the
In the Picture…a future with diversity in trades, science and technology Volume THREE

51

senior management level as to the purpose of
employment equity, so that’s why they don’t
quite understand. They understand legislatively
why we’re doing it, but they don’t understand
the business purpose for doing it. And I think
that’s what we have to drive home, and we’ll
drive that home once we offer diversity training,
and that has been flagged as a
recommendation in our ESR to make it
company-wide, a company-wide drive or
initiative.”
“Beyond making sure that we’re compliant with the Federal Contractor’s Program,
which is a significant thing, I can’t think of any real discussions that we’ve had.”
During the interviews, several people spoke about the nature of science, trades and
technology work and the conditions in the workplace. Most comments reflected
beliefs and attitudes and were at times indicative of firmly held stereotypes. The
workplace environment was cited as being “tough” and “rough” for women in trades
and technology. Some employers assume the education system will weed out the
women who can’t put up with the “attitude.”
“You have to be able to truly stand up…you have to be thick-skinned because there’s
a working environment there that is not, you know, they tease…”.
“When someone straight out of Community College who is 19 to 21 starts working
on the maintenance floor, there are challenges with keeping them. Generally they
come with a passion for the job…they’ve had to go through schooling, and the culture
that’s there and they’ve had to be accepted and that sort of thing. By the time they’ve
finished school, we know they’re good mechanics.”
“I know of a couple of female mechanics that we have, some of the guys are
frightened to death because one, in particular, she’s a joker, she’s a teaser, she has a
tremendous sense of humour, but you don’t wanna get caught in the fire, if you know,
if that’s where she is going. Doesn’t matter whether you’re a boy or girl.”
In the 21st century, it is perhaps hard to believe the availability of adequate
washrooms for women is an issue, but it is for one human resources specialist to
whom we spoke. He told us facilities aren’t clean, lockers are all taken up and it’s all
too far from the work site.
The impact of the attitudes of family members and teachers was also mentioned. A
manager told a story about a family member who said, “Just never understood why a
woman would want to be an engineer—it’s such a dirty job.” Our interviewee (a
woman) followed with, “Her daughter’s a nurse! Like give me a break—what would
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be a dirtier job! I sit at a desk all day in front of a computer and she cleans bedpans
and gives people meals and things. But yeah, this perception…it (engineering) is
unfeminine somehow.”
Another woman we interviewed remembered having an epiphany when she found out
she could do something with math other than teach. “Nobody had ever made the
connection for me that there was an applied science here.”
We heard about the impact of the perception of wives of male co-workers. Sometimes
wives think the women who work for the company are after their husbands. This
perception can cause tension and friction. We also heard a story about a male
employer who had hired one or two female electricians. As good as these women
were, the employer couldn’t retain them because he couldn’t deal with the grief from
the male employees.
The future of diversity in the workplace rests with senior management. Their impact on
workplace atmosphere cannot be overemphasized and is aptly reflected in the
example of one female CEO who made it clear her children came first. This CEO, we
were told, keeps her cell phone on constantly because she wants her children to know
they can contact her. “…if the President of the company can stop a meeting because
her son needed to know if he could have a cookie, it’s not the end of the world if you
have to pick up your kid.”
Strategies
All those interviewed offered their insights and suggestions about what should or
could be done or what their companies are currently doing to address the lack of
diversity in their workplaces. Many suggestions, unfortunately, placed the responsibility
on the shoulders of those who are underrepresented. Rarely was reference made to
the need to change workplace culture. No one we interviewed made any reference to
current research on diversity or to recommendations presented in the many studies and
reports we found.
Although some efforts and initiatives are being implemented, they tend to be isolated
activities, unconnected to each other or to corporate business objectives and lacked a
framework of a diversity vision. For example, there was mention of attempts to form
partnerships with equity groups and agencies but these efforts tended to be
embryonic and without clearly stated goals.
Diversity training was commonly mentioned as a strategy but in every case it was seen
as an event rather than an on-going strategy to address equity issues. We heard of
numerous diversity training programs, ranging from one hour to one day, enabling the
item to be checked off a diversity “to do” list. Human resources personnel who were
commonly made responsible for the training programs often lacked adequate training
on diversity issues themselves and did not appear to have the necessary resources or
more importantly the senior management commitment to do more.
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References were made to several programs having a positive impact on
current and future recruitment. Techsploration was cited as important
in encouraging young girls to consider trades and technology
training and employment as was talking to students “in Grade 8
or 9...or even younger” and to students at NSCC. Although no
longer active as a provincial initiative, Women in Trades and
Technology (WITT) was raised as an important program that
encouraged women in these non-traditional areas. The value
of Co-op programs was also mentioned.
Developing different approaches to advertising for recruitment
was identified as an important strategy to increase diversity, but
no concrete examples of those differences were suggested.
With only one or two exceptions, there were no direct or concrete
references to strategies to identify and address workplace culture policies or practices
that limit workforce diversity. We feel this was not because those people we
interviewed did not support diversity, but rather they did not have a full understanding
of the depth and breadth of diversity issues or a knowledge of how to lead change in
the workplace.
Summary
The lack of attention given to the recruitment and retention of equity groups is a clear
barrier to workplace diversity. There were very few examples provided of special
hiring measures in trades and technology. The requirement for an Employment Systems
Review (ESR) seems to have brought attention to the issue but the impacts on diversity
from the ESR process have been limited.
Most employers acknowledged more effort is needed to create a diverse workforce in
Nova Scotia. At the same time, most felt the responsibility for building a diverse
workforce falls outside their influence, falling instead to educational institutions or to
the equity applicants themselves. Their own role in creating an inclusive workplace
culture was not generally understood as an essential element of a diverse workforce.
To assist employers in Nova Scotia better understand their role in creating a diverse
workforce, we have compiled and consolidated the many suggestions and
recommendations emerging from our research into a set of action strategies. These are
set out in Section D as follows.
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1.
2.
3.
4.
5.
6.

Set the Stage for Diversity
Develop a Diversity Vision
Assess Current Workplace Culture
Develop a Diversity Strategy
Do it! Implement the Diversity Strategy
Monitor, Evaluate and Adapt
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SECTION D
Action Strategies to Achieve Diversity
It’s time to give diversity the profile it deserves. As the research earlier in this report
points out, for too long diversity has been considered an issue to be delegated to
Human Resources (and often forgotten about) rather than a business issue. We
believe there is a compelling business case for diversity, a business purpose to be
served by investing time, energy and resources into making your trades, science and
technology workplaces welcoming of diversity.
Ultimately diversity needs to become the overall responsibility of senior management
or the executive team. Senior management must not only hold overall responsibility
for building workforce diversity, senior management must be seen to breathe life into
workforce diversity. If you are a CEO or senior manager, you are well positioned to
build a solid understanding of the business case for diversity in corporate decisionmaking. If you are member of an employment equity committee, a human resources
specialist or staff member, you too can start from where you are to get the executive
involved. You will need to get the support of other colleagues as well as senior
managers to get started. Your commitment and excitement for the work may be the
very thing the executive team needs to inspire their own actions.
Over the past few years, there have been a host of innovative discoveries on how to
involve individual company executives, managers and employees in embracing and
leading change, including engaging issues such as diversity. New thinking on the
facilitation of group processes also provides much needed expertise for moving
forward with diversity.
If you haven’t already done so, you may wish to engage an external
consultant to support utilization and learning of these new
processes. Alternatively, you could ensure someone in your
organization becomes trained in the use of such processes,
many of which are referred to in the following strategies or in
the Appendices to this report.
Start wherever you find energy in your company to build
understanding about the benefits of diversity for your
workplace. Get others involved.

Be honest!
Ensure you are not
in denial about the
degree of commitment to
diversity and equity in
your workplace.
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1. Senior Management: Set the Stage for
Diversity
a. Get executive team commitment
Call a meeting of your executive team with a single agenda item, “Diversity: Why is it
an important business issue for us?” Consider working with an outside facilitator to
plan, host and document this meeting. During the meeting the executive team should
• reflect individually and collectively about what equity, equality and diversity
means to them and document their shared meaning of diversity;
• clarify for your company how they see diversity as being important to their
bottom line;
• decide who within the team will be responsible for developing the business
case for diversity, and for ensuring diversity is actually implemented throughout
your organization. This champion is ideally someone who believes passionately
in diversity and clearly understands the value of the business case. Designate
that person as a Director of Diversity—give them a profile;
• develop a communication plan to let everyone in the organization know the
value the executive team places on diversity; ensure there is a clear
communications message developed around diversity;
• create an company-wide, diversity committee or group to work with the senior
leadership champion(s) to plan and implement a diversity strategy. Ensure this
executive-led team has the resources and authority they need to
create
and implement concrete actions around diversity;
• set a time frame for the first report back to the executive team and ongoing
performance reporting.
There are several suggestions for personal and team practices in the Appendices that
will help you in working with your executive team and others within the company.

“

Where once the boardrooms and workplaces of many Fortune 500
companies were dominated by white men, they are now seeing an increase
in white and black women and black men, Hispanic men and women, Asian
men and women, gay men, lesbian women, as well as many others from
different cultures and worldviews. This change in demographics will affect
your business decisions, particularly as those board members and workers
begin to consciously make different choices, one of which may be to seek
details about the diversity composition of your workplace.

New Traditions Interviewee
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”

b. Link diversity to the bottom line
It’s important to know the depth and breadth of the executive team’s understanding of
the benefits of diversity. Why bother with diversity? That question is answered by
making the business case for diversity, linking diversity to your company’s bottom line.
Assess understanding of benefits of diversity
Before you can begin to create a more diverse workforce, you will have to determine
the level of knowledge and understanding of managers about the many benefits of
diversity. To what extent are your managers knowledgeable about current and recent
research on workplace diversity? You will need to know how fluent your managers
are in understanding the cultural aspects of the countries or regions to which you are
selling, or hope to sell products and services. The diversity of your marketing or sales
forces is a consideration as is the diversity of your work teams. Do your managers
take these issues into consideration when forming teams?
Learn from others
Once you have a better understanding of the attitudes and beliefs of executive
members about diversity and the potential it has to improve your bottom line, find out
what’s going on outside your company. Find out about those companies in the
Atlantic Region, across Canada and in other parts of the world which are using
workplace diversity as a key driver for enhanced productivity, competitiveness and
improved bottom lines. Talk to those who are leaders in creating a diverse workplace.
Ask them about their experience and why they are clearly committed to diversity. Find
out how they have specifically implemented diversity within their workplaces.
Seek out specific information about the changing demographics within your sector
that will affect you, your competitors, contractors and suppliers. How will changing
demographics affect the availability of employees and the demands for your
products?
c. Build the business case for diversity
Take what you’ve learned and identify the ways in which greater diversity would
support each one of your business objectives. Consider how increasing the diversity
of your products, increasing the level of awareness and sensitivity of your sales team
to the diverse needs of new marketplaces, and an increase in the diversity of the sales
team itself would support meeting your objectives. Create a flow chart linking
customer satisfaction, customer loyalty and increased revenue to the diversity of your
workforce. What needs to change within your company to use diversity as a way to
better meet your business objectives? Be prepared to translate the business case for
diversity into a reality. Can you afford not to?

“

I know from my
experience that
people need to
feel comfortable
around
challenging
authority. I am
constantly
encouraging
people to stand
up for what they
believe in.
Diversity comes in
allowing people to
express what
they are really
passionate about,
believe in and
want to contribute
without feeling
like they have to
say what the boss
wants to hear.
The creativity,
innovation and
diversity that
ensues is like a
brilliant rainbow
of light and color
all blended
together.

”

Dorothy Spence, CEO
FocalTRACK Inc.
Fredericton, N.B.

Many resources are listed in the bibliography providing details on building a business
case for diversity.
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“

The paradox is
that in order for
leaders to get
what they want …
they must let go of
the belief that they
alone have the
answer. Indeed
they must involve
more people in the
change process
than they ever
thought prudent or
possible.

”

Richard H. Axelrod in
Terms of Engagement

d. Identify and develop leadership
After the executive team has clarified the business purpose for promoting diversity,
they will need to turn their attention to finding and developing appropriate leadership
to extend this work throughout the company. Effective and sustainable diversity efforts
must have the authentic support of key decision makers in the company. But first, the
executive team needs to clearly name diversity as a strategic business priority. People
leading this effort need to be personally involved in ways that are meaningful to
them, and they need to widen the circle of involvement so the people who will
ultimately make it a reality are the ones who are creating the inclusive workplace
culture. They need to know they have the support of senior management.
Identify diversity leadership issues
Assess your current leadership challenges by examining practices such as the support
being given by executive team members to diversity, the level of comfort in discussing
diversity issues, integration of leadership into training initiatives and opportunities for
people at all levels in your company to show leadership. Based on this assessment,
acknowledge the aspects of your current leadership approach that are supportive of
diversity. Are women encouraged to demonstrate leadership? Are visible minorities
involved in leadership development training?
Name and prioritize the key leadership challenges that emerge from your
assessment. Deepen your understanding of the issues by engaging formal and
informal leaders in conversations about the hopes and fears they have about working
with a diverse workforce and leading diversity initiatives. Broaden your definition of
leadership to include new and different perspectives.
Identify and support diversity champions
The diversity initiative needs to be led by a champion on the senior executive team.
Other formal and informal leaders from a variety of functions and levels within the
company also need to be identified. These leaders need to understand the purpose
and business case for diversity and be truly committed. They are crucial to the success
of the initiative. Provide encouragement and support where leadership is being
demonstrated. Provide opportunities for these champions to come together to share
experiences and continue to create opportunities for leadership to emerge.
e. Create a working group to lead the diversity initiative
The diversity champions, including an executive team member, form the foundation of a
working group to lead the diversity initiative within your company. Women, visible
minorities, Aboriginal peoples and persons with disabilities should be active participants.
The tasks of the working group are to continue the diversity process and
develop a diversity vision; assess current workplace culture; develop a diversity strategy;
implement the strategy; monitor, evaluate and adapt.
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2. Develop a Diversity Vision
The first task for the working group is to create a diversity vision for the company. The
vision should be an integral part of the overall corporate vision and be integrated into
the business plan. The vision should be clear about the characteristics of a diverse
workforce, how it would be evident in the services and products offered by your
company. Would your customers notice a difference?
Communicate the vision broadly within the company and create opportunities for
feedback. Employees need time to talk about the vision and make meaning of it for
themselves and for their work units.

3. Assess Current Workplace Culture
In the simplest sense, an organizational culture is “how we do things around here.”
To change aspects of a culture you need to work on both systemic and attitudinal
challenges. Developing a culture that welcomes and supports diversity requires
working with formal aspects of the systems and processes, and with the assumptions
and attitudes that are the drivers for organizational systems, structures, policies and
procedures. Involving the people who create and make these systems work—both top
down and bottom up—is critical to a successful culture change effort. This section
includes strategies for working with the people in your company to explore the
problems and to identify what to do about them.

“

We are likely to
modify our own
behavior when
we participate in
problem analysis
and solutions and
likely to carry out
decisions we have
helped make.

”

Richard H Axelrod in
Terms of Engagement

If your company has already completed an Employment Systems Review(ESR) as part
of Employment Equity legislation, review the material to see what was discovered
about how your workplace culture is perceived. What workplace culture issues were
identified? What aspects of the culture support diversity? Don’t stop at the ESR. Ask
further questions to deepen your understanding of the complexity of the workplace
culture and how it affects recruitment, retention and advancement of employees. What
did the ESR reveal about the beliefs, values and attitudes that are the drivers of
organizational culture?

“

Employees perceive inequity in employment systems for two reasons:
employees perceive that the system treats them unfairly because of their
difference. We call this systemic discrimination. Employees feel people in the
system treat them unfairly because of their difference. We call this attitudinal
discrimination. In other words if the fairest people in the world run an unfair
system, employees will perceive the system to be inequitable. If the most
unfair people in the world run a fair system, the employees will still perceive
that the system is inequitable.
(Wilson 1997)

”
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If you have not conducted a formal ESR, sources of models and templates can be
found in the Appendices.
a. What workplace practices support diversity?
In our research, we identified a number of workplace practices
that support diversity initiatives and a number that do not. You
will need to assess your employment systems to identify those
practices that will contribute to increased diversity and those
practices that will need to be eliminated or changed. Examine
issues such as: employee perceptions of fairness and equity in the
workplace; flexible work arrangements to meet child- and eldercare needs; employee knowledge about harassment and
discrimination policies and procedures for filing a complaint;
formal and informal procedures to learn about employees
perceptions of diversity; and employee response to diversity
training.
You should also examine relationships and expectations within
the company and how they support diversity. For example, what
expectations do executive members have of managers and staff
regarding diversity? What expectations do staff have of
managers and executives regarding diversity? It’s important to
provide opportunities to clarify mutual expectations around diversity issues. It’s also
important to examine the relationships among managers and staff on one hand and
clients, suppliers, training institutions and equity groups on the other. Do the
relationships support the diversity vision?
In our research, we learned the challenges faced by women in trades and
technology workplaces are often different from those faced by visible minorities, by
Aboriginal peoples, and by persons with disabilities. Don’t assume “one size fits all”
when examining practices that support diversity. Each set of challenges must be
examined separately. Research also shows that creating a workplace which values
diversity will have a positive impact on all equity groups.
b. Learn from employee experiences and insights
Some of the best sources of information about employment systems are employees,
especially those who are under-represented in the workplace. They have first hand
knowledge of the systems on a daily basis and know what’s working and what isn’t.
Provide an environment in which employees can speak freely and safely without fear
of repercussions and then ask them to talk about their observations and experiences.
A series of focus groups using an outside facilitator could accomplish this. What do
they say about fairness in the workplace? Are their perspectives heard and
respected? Do they have an opportunity and company support to contribute to
diversity policies, strategies or projects?
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Listening to employees can provide insights into attitudes about equity, equality and
diversity. It’s an effective way to learn what people understand about diversity, what is
important to them and whether there will be backlash to the diversity vision. What
concerns do employees and managers express about working with visible minorities
or Aboriginal peoples or new immigrants? What assumptions do people make about
female employees in trades or technology? By listening to the insights of employees,
managers can better understand what is needed to create a fair and equitable
employment system in the workplace.
c. What’s working?
Based on the cultural assessment, acknowledge the aspects of your current
organizational culture that support diversity. Document and share the successes in
integrating diverse employees into your workforce and make the links to the strategic
business priorities, helping people to see the business case for diversity. Communicate
to employees the policies, processes and systems that are supportive of a diverse and
fair workplace. Encourage employees to make use of these.
d. What needs to change?
The process of changing your culture will have already begun through the process of
conducting a workplace culture assessment. Based on your assessment, what barriers
to diversity need to be removed? What needs to be done to make it a better
workplace for women, for Aboriginal peopless? What workplace conditions are of
most concern to persons with disabilities? In developing and choosing the strategies
for your company, do more of what is working, and build on existing initiatives that
already support a diverse working environment—diversity training, workplace policies
for harassment and discrimination, flexible work arrangements, performance
management systems. Several suggestions for strategies regarding culture change are
included in the Appendices.
The more broadly people in the company are involved, the more impact you will see.
Once individuals in the workplace begin to see more of the benefits of diversity, they
will begin to act differently.

4. Develop a Diversity Strategy
To ensure your diversity vision becomes a reality, a diversity strategy needs to be
developed and implemented. Clear goals, accountabilities and time frames need to
be set. Just as with any other business initiative, your diversity strategy requires a
commitment of time and resources from senior management. Be transparent about
what needs to change and be clear about your intentions to do so.
Involve many people at all levels of your company—people support what they create.
Aim to have employees join in, making diversity a reality rather than seek a “buy in”
after the fact. Don’t wait for the perfect plan—identify the initiatives for which people
have energy and quickly go there. Remember this is a learning process and include
In the Picture…a future with diversity in trades, science and technology Volume THREE

61

opportunities for feedback, especially from the
groups you are trying to encourage be they
women, Aboriginal peoples, visible minorities,
persons with disabilities or new immigrants.
Measure progress and record what you‘ve
learned.
In developing a diversity strategy you will need
to address recruitment and retention issues.
Some suggestions are provided here. This
ongoing inquiry creates opportunities for the
organizational system to adapt and learn. Pay
attention to new issues and opportunities that
may emerge and take action.
a. Assess current recruitment and selection practices
An assessment of your current recruitment practices will reveal where you need to put
your emphasis in recruiting and selecting for diversity. Analyze your company’s
employment trends in trades and technology in recent years. Are women and other
equity groups under-represented? What has been done to encourage change?
Our research revealed that internal, informal, word-of-mouth referral systems often
limit the application of qualified candidates from equity groups and that legitimate
job-related requirements are often ignored in the selection process. These issues tend
to have a greater impact on representatives of equity groups than on traditional white
male applicants. Do your recruitment policies and practices encourage applications
from a wide pool of qualified candidates? Are job requirements well known? Are jobrelated criteria used to select the best applicants?
An assessment tool for Recruitment and Selection to support your efforts can be found
in the Appendices.
b. Recruit differently
Develop a detailed recruitment plan addressing the issues identified in the
assessment. To recruit for diversity, you are going to recruit differently. As many
philosophers, educators, politicians and scientists have noted, “If you always do
what you’ve always done, you’ll always get what you‘ve always got.” Based on our
research and conversations with employers and employees, we’ve provided a few
suggestions.
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As a starting point, select one of the employment equity groups as a focus for
recruitment, one that will make a visible difference to your workforce. Your
experiences will help inform you as you proceed with other groups. Be sure your
recruitment is clearly linked to your business case and is consistent with the
company’s diversity vision.
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Develop your recruiting instruments with diversity in mind. For example, state in large
print at the top of your advertisement (rather than in small print at the bottom) that you
are an employer who values and welcomes diversity. The language and graphics
should clearly demonstrate how the company promotes diversity. Ensure screening
questions are related to job skills and not biased against any employment equity
candidates. Include contribution to workforce diversity in the measurement of “merit.”
Don’t fall into the trap of “just-in-time” recruiting. Many firms believe that due to low
turn over, they are locked into the present complement of staff. They believe their
hands are tied in terms of hiring diversity candidates. This is a false belief. Now’s the
time to prepare for the future by looking for creative ways to prepare women, visible
minorities and other equity groups for future job openings in your company. For
example, you can work with the Nova Scotia Community College by hiring women,
Aboriginal peoples and visible minorities as summer students. You can provide
mentoring, work experience or co-op programs for equity candidates.
Build relationships with community based equity organizations. Nova Scotia has
many organizations helping women, Mi’kmaq, African Nova Scotians, persons with
disabilities and new Canadians find employment. These groups would support you in
recruiting and selecting a more diverse workplace. It could become a relationship in
which much can be gained by both sides.
c. Assess current practices affecting retention
The earlier assessment of workplace culture will reveal a lot about the workplace
experiences of employees from equity groups. Their experiences in turn will have an
impact on their retention in the workplace.
Have a good look at your traditional orientation programs. Are they designed for
women, Aboriginal people, visible minorities and persons with disabilities? Are you
being honest about the challenges members of employment equity groups may face?
Are you clear you welcome wider input, fresh ideas and innovative questions?
Don’t assume the orientation programs are working. What do
employees say? Is your orientation meeting the needs of nontraditional employees?
What types of mentorship programs are available within your
organization? Are women mentors available? Aboriginal? For
example, would a female technician have access to a female
mentor?

Achieving diversity is not
about changing people but
evolving organizational
systems to support their
inclusion.

Review the results of the workplace culture assessment. What
did you learn about the impact of workplace culture that can be
applied to the retention of equity employees?
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d. Create a workplace culture that supports retention
The findings of your workplace culture assessment and examination of current
practices affecting retention will guide your development of initiatives designed to
support retention of equity groups in trades and technology positions. It is important
you not wait until you have hired employees from diverse backgrounds to do this
work. You need to prepare the workplace to be welcoming and accepting of women,
visible minorities and other equity groups.
Develop new standards, processes and systems that create and support an
environment of inclusiveness and the ongoing evolution of respectful workplaces. Your
strategies to prepare your culture for diversity will go a long way to support retention.
Design initiatives in response to your workplace culture assessment. Support the
people and change the systems as needed.
Create opportunities for women, visible minorities, Aboriginal peopless and persons
with disabilities to gather as separate groups from time to time. Encourage them to
talk about their experiences in the workplace and provide a safe environment for
them to communicate their concerns to management.
e. Putting it all together...the diversity strategy
You have a diversity vision for the company, an assessment of the changes needed in
the workplace to support recruitment and retention, and you have the support of
senior management. Now is the time to put it all together into a comprehensive
diversity strategy. Include goals, activities, timelines, accountabilities, roles and
responsibilities, monitoring, evaluation, communication and reporting mechanisms,
resources...all the items contained in a high quality business strategy. Share drafts of
the strategy with people at all levels of the company and encourage feedback. Get
commitment from senior management and the executive team to implement the
strategy.

5. Do it! Implement the Diversity
Strategy

“

We aren’t
lacking solutions.
What we lack
is the will to
implement them.

Margaret Wheatley in
Turning to One Another:
Simple Conversations to
Restore Hope to the Future
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”

The diversity working group, including the executive team
member, will play a major role in the implementation of the
diversity strategy. Remember the needs of the equity
groups—women, persons with disabilities, Aboriginal
peoples and visible minorities—are different and need to be
acknowledged as such.

Communicate...communicate...communicate. Keep the
information flowing, providing multiple opportunities to inform
people about what you are doing and enabling them to challenge
and ask questions.
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6. Monitor, Evaluate and Adapt
Formally track and assess your progress. Envision the desired changes and then
establish short term, intermediate and long term outcomes. What will the desired
change look like at the end of six months, at the end of a year and at the end of five
years?
How will you know you have affected the desired change? Indicators are the hard
evidence or proof; they are concrete measures. What indicates you have met your
outcomes? For example, a short-term outcome may be the establishment of strong
linkages with organizations mandated to assist equity groups seek employment; an
intermediate outcome might be having successfully recruited a certain number of
women; a long-term outcome may be that women make up 30% of the technical
workforce.
Notice and acknowledge any evidence demonstrating that diversity is being valued in
your company. For example, have sexist or racist jokes been eliminated? Have the
number of harassment complaints been reduced?
Make sure progress of the diversity strategy is being documented in the formal
performance management and accountability processes of your company. Maintain
the linkage to the corporate business objectives.
Share your accomplishments and
challenges with other companies,
with NSCC, with equity groups,
chambers of commerce and other
organizations in your community.
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APPENDICES
1. Setting the Stage: Senior Management
2. Developing the Strategy
3. Creating a Supportive Workplace Culture
4. Recruiting Differently
5. Diversity Recruitment and Selection:
A Framework for Assessing Current Practices
6. Working with Diversity: A Framework for
Assessing Current Workplace Culture

These Appendices present a number of tools, exercises, and processes intended to
support the Action Strategies. It’s not often easy to begin a process of
organizational or institutional change especially when attitudes and beliefs are
central to the process. These suggestions may help.
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APPENDIX 1
Setting the Stage: senior management
If you are going to be leading the diversity process in your company, it’s important to
be aware of your own attitudes and beliefs about diversity and about your role in the
process. Individual reflection is needed. Are you prepared to listen to others and
accept their beliefs and attitudes about diversity might challenge your own? Are you
prepared to learn from others? Do you believe that employees can make important
contributions to a diversity strategy and to the future success of your company?

Personal Processes
Personal Reflection
Consider how open you are—individually and as a company—to employees giving
their honest opinions about the direction and operations of the company. How
tolerant and open are you to having your views challenged?
Are you involved in diversity only because of a need to comply with federal
regulations? Do you understand the benefits to your organization of having a more
diverse workplace?
What concerns and fears do you have about fully embracing diversity? What is it
about the concept of diversity that attracts you? What does diversity mean to you at a
personal level? Are you open to further exploration?
Personal Experiences
Think back on your own work experience to a time when you first worked with a
colleague of a different gender, race, culture, religion or sexual orientation.
Can you remember times when these differences created tension in your workplace?
Were there times when they triggered obvious or serious conflict? How might you or
others in your company have handled gender or cultural differences in a more
constructive way? What can you learn from past experiences to be more aware of
and attentive to these differences at work?
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Have you had an experience in which you were involved with a group of people
very different from yourself when the outcome was significant and positive? What
made it significant? What skills or personal qualities did you contribute to the
outcome? What did you learn from that experience that you can apply to your
leadership in creating a diverse workforce? If you were to imagine your company as
a model for a diverse workplace, what would it look like? What two or three things
can you do as a leader to get there?
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A useful resource on the importance of self-awareness for leaders is Synchronicity: The
Inner Path of Leadership (Joseph Jaworski, Berrett Koehler Publishers, San Francisco,
1996).
Difficult Conversations: How To Discuss What Matters Most (Douglas Stone, Bruce
Patton and Sheila Heen) is a wonderful resource for preparing and having
conversations that lead to learning and problem solving. Based on work from the
Harvard Negotiation Project, this book includes a very practical way of helping
people begin to see the perspectives of others. The framework helps readers
understand how self-awareness is important ground for learning to talk about difficult
subjects with more skill and productive results.

Participatory Processes
It’s important that employees in your company are able to talk about difficult topics in
ways that communicate respect for different ideas and different perspectives. There
are a number of well-researched approaches designed to encourage the
participation of others in the process of change and with some adaptation, are
applicable to the creation of a diverse workforce.
Facilitating Conversational Learning/Dialogue
One such approach is to facilitate conversational learning, conversations in which
people listen very carefully to others and learn together from the experiences they
share.
Here are some simple guidelines for such a conversation. Bring a spirit of inquiry to
the conversation and listen reflectively and respectfully to others. Begin to notice the
assumptions you make—particularly the ones about which you feel strongly. Be
respectful of different views and don’t assume that each person has had the same
experience as you. Acknowledge both the cognitive and emotional components of
what is said. Understand that differences are important and challenge yourself to be
open to new ways of seeing things. Welcome diverse perspectives at the same time
as acknowledging shared perspectives. Ask others for feedback on your own
behavior.
Throughout the discussion, look for areas of shared beliefs, and pay particular
attention to areas where there are divergent beliefs. Identify those areas in which
there is agreement on key issues related to diversity. Once you and the team are
satisfied that you’re on the same page, turn your attention to engaging others in
discussion and conversation.
A very useful reference is The Fifth Discipline Fieldbook: Strategies and Tools for
Building a Learning Organization (Peter M. Senge, Art Kleiner, Charlotte Roberts,
Richard B Ross and Bryan J. Smith Currency Doubleday, New York, 1994).
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There is also a useful article on Dialogue and Organizational Transformation at
http://www.vision-nest.com/cbw/Dialogue.html
Looking at Diversity in New Ways
Meet with your executive team and employment equity committee to begin to look at
diversity in new ways. Instead of thinking about your employment equity committee as
a team to ensure compliance with legislation, begin to think of yourselves as leaders
in creating a fair workplace for all employees. Have diversity and employment equity
processes and activities become ends in themselves? What is the purpose in doing
this work? What are your equity group employees and customers telling you about
their experiences? What can you do differently?
Appreciative Inquiry: Finding the Best in People
Appreciative Inquiry is way of approaching change in a company based on learning
from the positive experiences of people who work there. Questions are asked inviting
people to share stories of positive experiences and to use these stories as a way to
discover the potential within management and employees to create the transformation
you are seeking. Working with an appreciative approach can be very useful in
finding a way to access the energy and commitment for change.
For example, you might meet with your executive team, employment equity committee
or other formal and informal leaders in your company. Provide time for individuals to
think about experiences where they have worked with others of different gender,
cultures, religions or ethnic origins. Have them share these stories with one other
person and discover what they can learn from these experiences. What qualities
enabled people to work successfully across differences? Invite everyone in the
meeting to share what they learned from their stories. How can you apply what
you’ve learned from these experiences to the creation of a diverse workforce in your
company?
Further information on Appreciative Inquiry including useful tools for applying this
methodology can be found at http://appreciativeinquiry.cwru.edu/
Participatory Action Research
Through discussions and conversations with employees, the diversity team or
employment equity committee may identify questions or issues that need to be
explored further. A participatory research approach can be used to gather and
analyze data and based on the findings, design and implement a set of action
strategies. Include people from the local community. Often a cycle of new questions
and new actions emerges from the research. Participatory action research produces
knowledge that is directly useful by the company, creates a powerful learning process
and can also lead to the development of important partnerships within the community.
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For further information and action research resources see
http://www.goshen.edu/soan/soan96p.htm
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Engaging the Whole System in Discovering Common Futures
How can you work with management and employees in your company to create a
diverse workplace that is meaningful for them? There are a number of whole system
processes that your company can use to engage people in the diversity process. Two
of the most widely utilized are Open Space Technology and World Café. Open
Space Technology is a powerful self-organizing process that invites individuals to bring
their wisdom, passion and responsibility to a collective gathering where each
individual has the opportunity to identify what they are passionate about and that
which they are willing to take responsibility for moving forward. You can find more
about Open Space at www.openspaceworld.org.
World Café is also a group process that offers opportunities for individuals to have a
multitude of conversations and discussions about issues of common interest in a way
that builds on each conversation providing opportunities for collective learning. For
more information on World Café, go to www.theworldcafe.com
Terms of Engagement: Changing The Way We Change Organizations (Richard H.
Axelrod, Berrrett-Koehler Publishers Inc., 2002) is another good practical reference for
involving the entire company in the change effort.
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APPENDIX 2
Developing the Strategy
Our research identified a number of challenges in the development of a diversity
strategy. We present the challenges below and provide some suggestions for dealing
with each of them. You can determine which of these, if any, are useful for your
situation and further develop those strategies.
Challenge: Lack of knowledge and understanding of diversity issues
Prepare an executive briefing presenting the business case for diversity. Develop an
educational plan to inform and engage executive members and managers going
beyond a basic diversity awareness program. Ensure that leaders identify what they
need in an education plan for their team. Start where they are and work from there.
Invite leaders from the local business community to share their business successes in
working with a diverse employee group and diverse customers.
Encourage diversity leaders in your company to create diverse teams for projects. If
diverse representation is lacking within the company, include customer representatives
or suppliers to add diversity to the team. Actively learn from these experiences by
tracking progress and debriefing the experience.
Challenge: Lack of comfort in discussing diversity or other sensitive
issues.
Seek first to understand people’s attitudes and experiences with diversity. Encourage
leaders to explore diverse experiences. For example participate in community groups
and business organizations with diverse representation. Exchange views. Do
volunteer work with a group in which you are in the minority.
Have individuals assess their own comfort level when dealing with differences and
handling sensitive issues and then create a plan to develop their individual skills.
Encourage individuals to ask for feedback about their behaviors. Have various
members of the executive team lead conversations or discussions about diversity at
team meetings to gain comfort in dealing with difficult issues.
Offer training in how we perceive others. Include modules that incorporate diversity
themes and case studies in leadership training, customer service, performance
management, and handling conflicts—include examples where gender or cultural
differences are the issue.
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Challenge: Diversity leadership is delegated to Human Resources
specialists or an Employment Equity committee and not owned at all
levels in the organization.
Start where there is energy—find people who care about the issues and engage them
in projects and activities that will make a difference. Engage key opinion leaders and
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informal leaders in creating and maintaining a diverse workplace. Find union leaders,
senior professionals, senior technicians, senior operational managers who are
passionate about creating an inclusive workplace.
Find a diversity champion from a line operation unit within your company. Provide
resources including time and financial resources to enable implementation of priority
projects.
Challenge: Diversity is not clearly linked to the business objectives of
managers and executives.
Invite formal leaders within your company to be creative about linking their strategic
business priorities with diversity. Ensure managers understand the business case for
diversity and that they are accountable for diversity in their daily business operations.
Create opportunities for representatives of diverse customer and supplier groups
within the local community to meet with the diversity leaders to develop strategies for
including diversity in key strategic business priorities.
Challenge: Diversity leaders do not walk the talk. They are not seen as
being authentically committed to diversity—diversity is seen as the
‘flavour of the day.’
Don’t assume that leaders aren’t committed to diversity—they may not know what
action to take. Create opportunities for leaders to explore their understanding and
commitment to diversity. What fears do they have and what barriers need to be
removed for them to take action?
Set clear priorities. Be sure leaders and managers understand creating a diverse
workplace is an important priority for your company. This will encourage committed
and coordinated actions over both the short- and long-term.
Create conditions for success. Encourage leaders to take risks and to be innovative in
their thinking. Make sure the vision for diversity is clear and there is room for leaders
to see themselves bringing it into being. Find ways to coordinate actions within the
organization.
Encourage leaders to design their strategy as a learning process rather than a
traditional action plan. Leaders commonly base future plans on past experience. If
they have not had past experience with creating an inclusive workplace culture or
recruiting from diverse groups, they may be stuck. Encourage them to take risks, try
something new and learn from their experience to inform their next actions.
Start now. Be sure you have a picture of what you want to create, even if you don’t
have all the details. Quickly take some first steps. Try something, evaluate it and
establish practices to ensure lessons are learned from your experiences. Document
and share successes and learn from all the experiences people encounter in
implementing the diversity strategy.
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APPENDIX 3
Creating a Supportive Workplace
Culture
We’ve provided below a simple framework for assessing your culture—the formal and
informal system experienced within your company. Be aware that in working with
people in your organization to do this assessment, you will be changing the culture.
Not all the suggestions are appropriate for your company—choose wisely, adapt and
further develop those strategies that will work for you.
Purpose
Clarify the intention and desires of your executive in creating a diverse workforce.
Why are you doing this? Starting with this clarity frees people to contribute in creative
and diverse ways and make links to their own personal reasons for putting energy
into this effort.
Focus on contribution to a shared purpose rather than compliance with legislation.
While there are legal requirements for employment equity in many companies, there
is likely to be more action if there is commitment flowing from clearly shared interests
and linkages to the business case. How will workplace diversity contribute to the
success of your company?
Create opportunities for people to talk at a personal level about why it is important to
have a diverse workplace. It is the opportunity for the conversation that engages
people not the written statement of purpose.
Leadership
Determine the type of leadership needed to create and sustain a diverse workplace
culture and what conditions are needed for this type of leadership to thrive. What
leadership approach supports the approach you are taking to diversity? What tasks
must be accomplished? How might people act in new and different ways to fulfill
these leadership tasks and responsibilities?
Take action based on your new understanding of what is required of leadership.
Identify the barriers and provide the resources necessary for leadership to be
effective. The task of creating a diverse workforce may be a complex one requiring a
variety of leaders with a variety of leadership approaches.
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Vision
Create a Diversity Vision for your organization. While it is important the executive
team undertakes this process, create opportunities for others to join in and enliven the
vision throughout the organization.
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Bring employees together to hear from the executive team or diversity champion
about the vision and then encourage discussion and conversation. What’s important
to employees in this new future for your company? How do they see moving forward?
Workplace Community
Be clear about what it’s like to work for your company. Develop systems, processes
and standards that ensure your workplace is ready for the diversity you want. Ask
current employees—women, visible minorities, persons with disabilities—what it is like to
work in your company. Pay close attention to what they tell you about the working
conditions, and how they feel about the workplace culture, how they are treated,
consulted and respected. If they have concerns, do something about it. Deal with the
current concerns before you begin recruiting additional people from equity groups.
Start the diversity work where and when you find interest and energy. Work in one
area of the company, identify specific actions that are meaningful in that area and
then follow the interest and ideas that are generated. Involve everybody who cares
and anybody who might be affected by changes in the systems or processes. People
support what they create. You also need the wisdom that exists throughout your
company to work on an issue as complex as diversity. Use the natural capacity of the
informal communication network in the organization to share information.
Continue to broaden the circle of involvement. Let people know their voice counts by
inviting them into the process as it unfolds in your company. People will want to have
input into any procedure or policy change that affects them. Perhaps they don’t see
the impact of diversity on their work at first but may become interested as it affects
their work unit. Keep inviting and developing relationships with staff around issues
they care about and seek their feedback on diversity actions.
Welcome the unique perspectives of the people in your company as you engage
them in creating a diverse workplace. No two people are alike and no two people
interpret situations in the same way. Even with our differences we can agree on what
needs to be done when we see that it is an important area for our attention and is
significant for our future.

Charla Williams, Coordinator of Diversity Programs with Halifax Regional
Municipality (HRM) has been training people in cultural competencies for five
years. The program provides an opportunity for people to assess the
assumptions and biases that affect their personal ability to work effectively in
the presence of cultural differences. They learn skills to be able to work with
difference and maximize the benefits of working in a diverse team. Charla
says that as more people become culturally competent the organization just
functions better. HRM uses the national Multicultural Institute training material
which can be found at www.nmci.org.
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Learn as you go. You can’t replicate another company’s process and there is no best
way to create an inclusive workplace. Your process needs to include lots of
experimentation, feedback, reflective learning and readjustment. Each workforce will
build on its own strengths and unique situation in designing an approach that works
for them.
Management
Align systems, processes and standards to support changes in organizational culture.
Follow up on any recommendations from your Employment Systems Review. Develop
new standards, processes, and systems that support the creation of an inclusive
workplace. Be sure they meet legal and ethical commitments to diversity. Ensure that
performance management systems within your company include diversity measures
and employee perceptions of the workplace.
Develop mentorship and support programs for new employees. Consider working
with equity organizations if you do not have mentors with diverse backgrounds. For
example, a female technical employee in one company could have a mentor from a
technical association, educational organization or another company.
Develop and implement retention strategies that are designed to remove the barriers
by employees. Provide diversity-training programs to all employees throughout the
company. This training should include an invitation for participants to explore their
attitudes and beliefs and begin to explore experiences from multiple perspectives and
voices. Explore training in cultural competencies and other innovative programs to
create insight into personal challenges of working with cultural differences and build
skills in working more effectively with differences in workplaces.
Develop advertising, marketing and training materials that are reflective of the diverse
populations you serve and want to attract into your workplace. Provide physical
space and working environments that accommodate the needs of diverse employees
and look for ways to have diversity reflected in the physical environment such as art
work in your offices and meeting rooms.
Relationships
Strengthen connections and relationships within your company and with unions,
clients and suppliers. Solutions to problems within the corporate system will emerge
as people begin to connect with each other. Connections occur before commitment.
People will become better informed about diversity and they will have new and richer
information from which to create new processes and solutions that will create a better
system within your company.
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Facilitate connections and create formal partnerships with cultural organizations,
equity group organizations and service providers. Name these as important sources
for learning and working together and then nourish these connections in numerous
ways. Be sure that the relationship develops and serves the interests of your company
and the organization with whom you are working. Invite them in to help create
projects that are uniquely suited to your partnership. Talk about these relationships,
and share your projects and learnings. Provide training in practices that build
capacity for strengthening understanding and connectivity within the organization.
Beliefs Values and Attitudes
Values clarification helps to define the attitudes in your company. Structures, policies,
procedures and the acceptability of behaviors of people who work in the company
are all determined by the values held as being important. The leaders need to
identify the values necessary to achieve their diversity vision and to know if those
values were being demonstrated. Values are important indicators to determine if
people are living up to what they say is important.
Invite leaders to explore and clarify their personal values and collectively identify the
values they choose to hold together as they seek to make the company’s diversity
vision a reality. Explore how these values can support the diversity vision by
specifically naming the types of behaviors that would be expected in dealing
effectively with difference. Create opportunities for people to connect their personal
values to the corporate values. Why is diversity meaningful and important for them
personally? It is only when people can make this personal connection that they will
commit to working with difference.
This framework is drawn from the Genuine Contact™ Program Achieving and
Regenerating Organizational Health and Balance and was adapted by us for the
Hypatia Association. Further information is available at www.genuinecontact.net
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APPENDIX 4
Recruiting Differently
Make a special effort to recruit a representative number of new employees to expand
your workplace diversity. Many CEOs will tell you that if you plan to hire a woman
or a person from a different race or culture, one of the first questions you will be
asked is if you employ other women or persons from different cultures. If you cannot
answer yes, you may lose an opportunity.
Offer tours of your facilities, not only to give potential employees an opportunity to
learn more about your company, but also to give them an opportunity to hear from
existing employees about working there. Do not rush people through the tour—
provide space and time available for two-way conversations to take place. Meet with
people who represent those groups from whom you wish to recruit. Learn from them,
listen and ask lots of questions. Share with them the efforts your company has made
to make your workplace culture one that is respectful of diversity. Seek feedback from
your new contacts—notice and pay attention to their ideas.
Inform your traditional recruitment agencies and outlets you want to interview
qualified candidates from diverse backgrounds and that your company is looking at
diversity from a new perspective. Advertise in ethno-cultural newspapers and ensure
that text and pictures do not reinforce negative stereotypes.
Minimize the influence of word-of-mouth referrals which reinforce a ‘who you know’
systemic barrier or nepotism as an attitudinal barrier. Maximize the use of electronic
bulletin boards. Look beyond initial recruitment and include educational incentives to
attract candidates.
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APPENDIX 5
Diversity Recruitment and Selection:
A Framework for Assessing Current
Practices
A. The Data
Why Ask? To identify the science, trades and technology occupations where women
and other equity groups are under-represented in your company and analyze the
employment trends in recent years.
1. What is the current employment profile of your company?
• Calculate employment ratios, disaggregated by gender, ethnicity, and
abilities, and by occupation categories.
• Compute ratios separately for senior positions.
• Is diversity in your company’s trades and technology workplaces approaching
critical mass (30%)?
• Have there been changes in these ratios over the past 10 years or so?

B. Recruitment from Within
Why Ask? To determine if internal, informal, word-of-mouth referral systems are
limiting the application of qualified candidates within your company.
1. In what ways are employees notified of job openings?
• Are job postings and bulletin boards accessible to all employees, including
those who work in other locations or are physically challenged?
2. To what extent is recruitment based on word-of-mouth referrals?
• To what extent is recruitment based on seniority? On merit?
3. Is a comprehensive skills inventory of employees available?
• If not, why not?
4. What is an example of an internal recruitment practice that supports your
company’s diversity goals?
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C. External Recruitment
Why Ask? To determine if your company’s recruitment policies and practices
encourage applications from a wide pool of qualified candidates.
1. Do recruitment strategies include outreach to qualified prospective employees
from a variety of diverse groups?
• Are members of various equity groups involved in identifying appropriate
recruitment materials?
• Is gender- and culture-neutral language used in the job postings and
advertisements?
• Would new technologies make accommodate a greater diversity of
candidates?
• Are competency profiles checked for gender and cultural biases?
2. Has personnel staff received training on human rights and other employmentrelated legislation?
• Have up-to-date human rights and other relevant legislation and information
been used in preparing the job application form?
3. Are the qualifications and duties most central to the job accurately emphasized?
• Are skills components broken down to reflect actual job requirements?
• Is someone who is familiar with the day-to-day functions of the job available
to provide prospective applicants with information?
4. Is the personnel department accessible to people with physical disabilities?
• Do job descriptions/ advertisements specify the physical requirement of the
job based on a physical-demands analysis? Examples?
5. What is an example of an external recruitment practice that supports your
company’s diversity goals?
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D. The Selection Process
Why Ask? To determine if bona-fide job requirements are known and if job-related
criteria are used to select the best applicants.
1. Are managers and the selection committee aware and supportive of your
company’s diversity goals?
• Is the selection committee aware of and sensitive to cultural differences in
communications?
• Have members of the selection committee received training in cultural
diversity?
• Has diversity training resulted in a commitment to diversity goals?
• Does the selection committee look for characteristics they themselves exhibit?
2. Is the selection process, including interviews, standardized and fully documented?
• What procedures are used for reference checks? Are they standardized?
3. Is favour given to university graduates even when the job does not require it?
4. What is an example of a selection practice that supports your company’s diversity
goals?

E. Impacts and analysis
Why Ask? To determine the impacts of recruitment and selection practices on your
company’s diversity goals.
1. In which occupations is your company’s current employment profile consistent with
its diversity goals? Where are the discrepancies?
2. In what ways has workplace diversity contributed positively to your company and
its employees?
3. Which current recruitment and selection practices support your company’s
diversity goals?
4. What improvements could be made in recruitment and selection practices to
better support your company’s diversity goals?
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APPENDIX 6
Working with Diversity: A Framework
for Assessing Current Workplace
Culture
A. Purpose
Why ask? To determine why diversity is important to your company
1. Is there a clearly articulated diversity goal or strategy?
2. How is your diversity strategy linked to your business strategy?
3. Based on corporate documents what is the rationale for the diversity strategy?

B. Leadership
Why Ask? To determine what type of leadership is being provided and what
leadership is needed to create and sustain a diverse workplace culture
1. How does the executive team support your diversity strategy?
2. Is there a champion for diversity on the executive team?
3. Is there a formal communication plan for your diversity strategy? What are the
key messages in the communication plan?
4. What comments do you hear in work units about the executive team’s
commitment to diversity?
5. How do key opinion leaders in the company demonstrate their commitment to
your diversity goals?

C. Vision
Why ask? To determine if the vision for diversity is clear, future oriented, inclusive and
inspiring for all employees
1. What is the vision for diversity in the organization?
2. What will be achieved in 3 to 7 years?
3. Are there any individuals or groups that are excluded from the diversity vision of
the organization?
4. How have employees contributed to your company’s vision for diversity?
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D. Community
Why ask? To identify how individuals experience their workplace and contribute to
the diversity strategy
1. What stories do people tell about how their differences have been welcomed in
this organization? Not welcomed?
2. What are some examples of how employees and managers challenge
unacceptable behavior?
3. Are there different turnover rates based on gender, ethnicity, or ability?
4. Are diversity issues regularly on the agenda of staff/management meetings? How
openly are diversity issues discussed?
5. How is time spent on diversity/employment equity committee issues viewed by
supervisors and managers?
6. What is your company’s reputation with clients, unions, contractors, suppliers,
external stakeholders or partners regarding diversity? (Examples: client surveys,
newspaper articles, issues raised in union- management meetings)

E. Management
Why ask? To identify how management systems and working conditions support the
individuals in a diverse workforce
1. Have you completed an employment systems review that includes the recruitment,
selection, training and development, promotion, job evaluation, compensation and
benefits and performance systems? What workplace cultural issues were identified
in this process?
2. Are there any regular formal measures of employee perceptions of fairness or
satisfaction with the workplace?
3. Is fairness established as a formal performance measure for executives, mangers
and employees in implementing diversity?
4. How is diversity incorporated into the day-to-day activities within the
organization?
• Are formal and informal dress codes in accordance with human rights
legislation and are they job related?
• Does the organization offer flexible work arrangements, such as part-time
work, flexible hours or alternative workplace locations?
• Does the organization recognize child- and elder-care needs in its leave
policies?
• Does your organization have a workplace harassment/discrimination policy
that is understood by all employees?
• Do employees understand what is acceptable and unacceptable behaviour?
• When formal harassement/discrimination complaints are filed are they
followed up quickly and confidentially?
• Have management and supervisory team had training to identify and deal
with harassment issues in the workplace?
• Have all staff received diversity training? What type of evaluation of the
impact of the training is included?
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F. Beliefs and Values
Why ask? To determine attitudes about diversity in your workplace
1. What is important to people in your company about workplace diversity?
2. Is there any backlash to your diversity goals? What concerns do employees and
managers express about working with people who are different from them?
3. What do managers and employees need to see and experience to know that
they have a fair employment system and workplace?

G. Choices for Action
Why ask? To acknowledge how your company supports diversity and determine
what needs to be done differently
1. What systems, beliefs, values and attitudes within your company support your
diversity goals?
2. Do you need to collect more information about your company’s employment
systems?
3. Do you need to collect more information about the beliefs, values and attitudes of
people who work in your company?
4. What are the most important areas to work on?
5. What is your plan of action for each area?
• What must be done and how will it be done?
• Who will lead this work?
• Who will help?
• When will this be completed?
• What resources are needed?

84

In the Picture…a future with diversity in trades, science and technology Volume THREE

Bibliography
Abella, Rosalie Silberman. 1984. Report of the Royal Commission on Equality in
Employment. Ottawa: Ministry of Supply and Services
Aboriginal Workforce Participation Initiative. 2003. Employer Toolkit. Indian and
Northern Affairs Canada. Accessed June 2005
www.ainc-inac.gc.ca/ai/awpi/index_e.html
Arrien, Angeles. 1998. Working Together: Producing Synergy by Honouring Diversity.
Pleasanton: New Leaders Press
Armour and Associates. 2002. Factors Affecting the Recruitment of Women to Science
and Technology Positions at the Bedford Institute of Oceanography. Report prepared
for the Bedford Institute of Oceanography, Halifax, NS.
Axelrod, Richard H. 2002. Terms of Engagement: Changing the Way We Change
Organizations. San Francisco: Berrett Koehler Publications Inc.
Baklid, Bente. Cowan, Allison P., MacBride-King, Judith L. and Mallett, Aretha. 2005.
Business Critical: Maximizing the Talents of Visible Minorities: An Employer’s Guide.
Ottawa: Conference Board of Canada.
Braundy, M. 1994. What needs to change to get more women into apprenticeship?
In J. Scane, P. Staton & M. Shneider (eds) 1994. Strategies that Work: Women in
Trades, Technology and Applied Science. Toronto: Green Dragon Press.
Braundy, M. 1997. Orientation to Trades and Technology: A Curriculum guide and
resource book with special emphasis on the needs of women. Victoria: Province of
British Columbia Ministry of Education, Skills and Training.
British Columbia Employment and Assistance. 2002. Employment Strategy for Persons
with Disabilities. Accessed October, 2005 mhr.gov.bc.ca/pwd/employ.htm
Canadian Apprenticeship Forum. 2004. Accessing and Completing Apprenticeship
Training in Canada: Perceptions of Barriers. Accessed June 22, 2005
www.fca.org
Canadian Aviation Maintenance Council. 2003. A Human Resources Study of the
Canadian Aviation Manufacturing and Maintenance Industry. Ottawa.
Catalyst. 2004. The Bottom Line: Connecting Corporate Performance and Gender
Identity. Accessed May 2005 catalyst.org

In the Picture…a future with diversity in trades, science and technology Volume THREE

85

Catalyst. 2005. Women “Take Care,” Men “Take Charge”. Accessed October 2005
catalyst.org
Clewell, Beatriz Chu. 2002. Using concepts of equity to achieve diversity by
increasing the retention of women and underrepresented minorities in the science and
engineering pipeline. In National Science Foundation Learning and Education.
Accessed September 12, 2006 prospectassoc.com/NSF/clewell.htm
Conference Board of Canada. 2005. Business Critical: Maximizing the Talents of
Visible Minorities – An Employer’s Guide. Ottawa: Conference Board of Canada.
Construction Sector Council. 2004. Future Labour Supplies for Canada’s
Construction Industry. Ottawa: Construction Sector Council.
Dib, Kamal. Diversity Works. 2004. Human Resources and Skills Development
Canada. Accessed August 2005
hrsdc.gc.ca/en/lp/lo/lswe/we/special_projects/RacismFreelnitiative/
Diversity_works.doc
European Commission Centre for Strategy and Evaluation Service. 2003. The Costs
and Benefits of Diversity: A Study of Methods and Indicators to Measure the CostEffectiveness of Diversity Policies in Enterprises. Accessed May 2005
europa.eu.int/comm/employment_social/fundamental_rights/prog/st
udies_en/htm
Ernst, Chris. 2005. Identity: A New View for leading in a Diverse World. Centre for
Creative Leadership. Accessed September 2005 ccl.org/leadership
Federal Energy Regulatory Commission. 2005. Diversity: A Definition of Diversity in
the Workplace. Accessed September 2005
ferc.gov/careers/diversity/definition.asp
Frost, Delyte D. 2001. Diversity Worst Practices. American Corporate Counsel
Association. Washington. Accessed October 2005 www.acca.com.
Garmon, Jeanetta. 2005. Diversity is a Journey. In Link and Learn. Accessed
September 2005 www.linkageinc.com.
Hassan, Zaid. 2005. Connecting to Source. Generon Consulting. Accessed
September 2005
www.generonconsulting.com/publications/papers/pdfs/
Connecting.pdf
Hughes, Rich. 2005. Strategic Reframing. Centre for Creative Leadership. Accessed
September 2005 ccl.org/leadership

86

In the Picture…a future with diversity in trades, science and technology Volume THREE

Jacobs, Merle (ed) 2002. Is Anyone Listening? Women, Work, and Society. Toronto:
Women’s Press
Krautil, Fiona. 2001. Advancing Women and Business: Why it’s Good for the BottomLine. Presentation at Queensland University of Technology. Accessed September
2005 www.eowa.gov.au
LeBaron, Michelle. 2003. Bridging Cultural Conflicts: A New Approach for a
Changing World. San Francisco: Jossey-Bass.
Leighton, Allan. 2005. Diversity: All talk, no action? In Personnel Today. March 22
2005 issue. Accessed September, 2005 www.personneltoday.com
Livers, Ancella. 2004. Inclusion: What You Don’t Know is Hurting You. Centre for
Creative Leadership. Accessed September 2005 ccl.org/leadership
Lockwood, Nancy R. 2005. Workplace Diversity: Leveraging the Power of Difference
for Competitive Advantage. The Society for Human Resource Management. Accessed
September 2005 www.shrm.org/research
Lombardo, Michael M. and Eichinger, Robert W. 2000. For Your Improvement: A
Development and Coaching Guide. 3rd edition. Minneapolis: Lominger Limited Inc.
Lowe, Graham. 2004. Healthy Workplace Strategies: Creating Change and
Achieving Results. Ottawa: Canadian Policy Research Network.
Mentorlink Project. 2002. Advancing Women in Engineering. Accessed May 2005
mentorlink.ie/equality/equality_equity.php
McLean, Denise. 2003. Workplaces That Work. Ottawa:
Federal/Provincial/Territorial Ministers Responsible for the Status of Women.
Munro, Linda. 2004. The Recruitment and Retention of Women: What Do Women
Want? Hamilton: Training Advisory Board.
Petroleum Human Resources Council. 2005. The Strategic Human Resources Study of
the Upstream Petroleum Industry: The Decade Ahead. Accessed October 2005.
www.petrohrsc.ca/english/projects_hr_study.html
Sider, Richard. 2004. Employment Equity. Presentation to St. Mary’s University.
Special Needs Opportunity Windows (SNOW). Advocacy and You. Accessed
September, 2005 www.snow.utoronto.ca
Thiederman, Sondra. 2003. Making Diversity Work: 7 Steps for Defeating Bias in the
Workplace. Chicago: Dearborn Trade Publishing.

In the Picture…a future with diversity in trades, science and technology Volume THREE

87

UK Department of Trades and Industry Women and Equality Unit. 2003. Business
Case for Diversity and Equality. Accessed September 2005 www.dti.gov.uk
WEE Society. 2004. In the Picture ... a future with women in trades, science and
technology Volume 1. Hubbards: WEE Society
WEE Society. 2004. In the Picture ... a future with women in trades, science and
technology Volume 2. Hubbards: WEE Society
Wheatley, Margaret J. 2002. Turning to One Another: Simple Conversations To
Restore Hope To The Future. San Francisco: Berrett-Koehler Publishers Inc.
Wheatley, Margaret J. 2005. Finding Our Way: Leadership for An Uncertain Time.
San Francisco: Berrett-Koehler Publishers Inc.
Williams, Birgitt and Williams, Ward. 2004. Achieving and Regenerating
Organizational Health and Balance Workbook. Raleigh: Dalar International
Consultancy
Williams, Birgitt. 2003. Conscious Open Space Organization - a holistic approach for
the Whole Person Paradigm. Accessed August 2005. dalarinternational.com
Wilson, Trevor. 1997. Diversity at Work: The Business Case for Equity. Toronto: John
Wiley and Sons.
Women’s CED Network. 2003. The Digital Divide: A Framework for Action.
Hubbards: The WEE Society

88

In the Picture…a future with diversity in trades, science and technology Volume THREE

