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Dear Conference Participants
On behalf of the organizing committee, I am pleased to present you this report on the success of
the 16th Biennial Canadian Coalition of Women in Engineering, Science, Trades and
Technology (CCWESTT) Conference. For the first time, the conference welcomed the
participation of the Association de la Francophonie à Propos des Femmes en Sciences,
Technologies, Ingénierie et Mathématiques (AFFESTIM). It was a great occasion to share our
experiences and find common ground on joined actions we plan to collaborate on in the future.
The national CCWESTT Conference has always been recognized for its ability to bring together
top industry and academic leaders to address topics of women in engineering, science, trades,
and technology. The conference and associated workshops provided a forum for participants to
develop leadership skills, network with dynamic colleagues, and celebrate women’s
achievements in engineering, science, trades, and technology. Close to 200 delegates came from
across Canada to participate in the 70 presentations, panel discussions, and workshops held
during the four days of the conference.
This year’s conference themes were inspired by two major documents: “Seizing Canada’s
Moment: Moving Forward in Science, Technology and Innovation” and by our engagement with
the United Nations new sustainable development goals, documented in “Transforming Our
World: the 2030 Agenda for Sustainable Development.” These documents included topics such
as indigenous knowledge and science advancement, youth engagement, innovating in the
workplace to promote the inclusion of women and advancement of women’s leadership, and
preparing women for innovation.
This year’s event was important for CCWESTT, as we have started transitioning to a new era
where members will provide calls to action at regional, provincial, and national levels in order to
move forward the agenda of women in fields that are highly relevant for Canada and the world.
To this effect, we also held a policy forum where discussions were quite animated and gave us
the ingredients needed to move towards a national strategy that will recruit and retain women in
the job market.
I would sincerely like to thank our generous sponsors as well as the board of directors of
CCWESTT, who have also been supporting the organizing committee in these efforts.
I hope that you will enjoy this report.
Liette Vasseur
President of CCWESTT
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Thank you to our sponsors:
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Bringing Women to the Forefront
Conference Vision
CCWESTT held this year’s biennial conference from May 3-6, 2016, at the Shaw Centre located
in the beautiful downtown core of Ottawa, Ontario. The 2016 organizing committee chose to
focus on sustaining growth for innovation. Bringing women to the forefront was selected as the
theme to continue pursuing our goal and vision of CCWESTT in promoting women in all
aspects, from schooling to leadership roles. The theme was inspired by two major documents that
were approved in 2015-2016: “Transforming Our World: the 2030 Agenda for Sustainable
Development” and “Seizing Canada’s Moment: Moving Forward in Science, Technology and
Innovation.”
In both documents, it is clear that women in SETT have an important role to play. But it was also
very clear that many barriers still exist. The policy forum held during the conference was also
inspired by a barrier that was not always obvious: dangerous conditions for expecting women in
SETT. This report summarizes the various presentations and discussions that occurred during the
conference. Some lines of recommendations and actions were also drawn from the policy forum.

Achieving the CCWESTT Vision
As a national organization of groups, institutions and industries, the Canadian Coalition of
Women in Engineering, Science, Trades and Technology (CCWESTT) is proud to promote girls
and women studying and working in these fields. It celebrates the contributions of women in all
spheres of Engineering, Science, Trades and Technology, from education to retention and
leadership.
CCWESTT is a strong Canadian network of vibrant organizations that effectively promote the
attraction, inclusion, retention, and advancement of women in science, engineering, trades and
technology.
Thank you to all the
volunteers who
helped during the
conference!
And great diversity
for the future!
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Conference record

Day 1: Tuesday, May 3rd
8:00-17:00

WinSETT Workshop – University of Ottawa

12:30- 13:30

Lunch for AFFESTIM and CCWESTT members – University of Ottawa

13:30-17:00

AGM – AFFESTIM – University of Ottawa

13:30-17:00

AGM – CCWESTT – University of Ottawa

15:00

REGISTRATION starts at the Shaw Centre, second floor

17:00

Reception, Shaw Centre, second floor

Day 2: Wednesday, May 4th
Opening Remarks

Conference participants were welcomed with a few opening remarks delivered by CCWESTT
president Dr. Liette Vasseur. Vasseur spoke to the past goals and achievements of the
organization but also stressed the need for rebranding and moving forward with a fresh new
outlook on priorities for the future. Recognition was also given to the importance of
acknowledging our First Nations communities and the need for inclusion of all people if we are
to move forward in the strive to achieve equality and sustainable, innovative growth. After
giving thanks to conference sponsors and volunteers, the floor was handed over to Councillor
Mathieu Fleury, the ward 12 Rideau-Vanier representative.
Councillor Fleury started off by extending a warm welcome to all from the City of Ottawa while
simultaneously indicating his pleasure at having the opportunity to speak to the importance of
equality in the workforce. Beginning with the acknowledgement of the strides that have been
made by women since the early 1980’s, Councillor Fleury indicated that as a nation we still have
a long way to go. He stressed the need for women’s presence in the workforce, particularly in
SETT, in order to reach our full innovative potential as a society. He also expressed
dissatisfaction with what he described as the oftentimes too conservative hiring goals of large
10

companies, such as banks. An example of which was a local bank board being comprised of
17% women with a goal to increase this to 20%. Councillor Fleury questioned why boards such
as these would not be adopting 50% policies as a way to set an example and change the existing
culture surrounding women in positions of power. What is perhaps just as important is his call
for the adoption of a workplace concept that sees men as enablers of a more inclusive
environment, one where women and men do not look upon one another as competitors, but rather
as colleagues.
Maria Antonakos on behalf of Roslyn Bern, president of the Leacross Foundation, and one of the
major conference sponsors of the conference gave her remarks. She explained the importance of
women entrepreneurship and the roles of women in STEM. Leacross Foundation has been
supporting girls and women in education with bursaries, literacy programs and other initiatives
such as actions in health, environment and violence prevention sectors.
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Keynote Panel: Women leadership: Bringing women to the forefront
The key note panel aimed to prepare the tone of the conference in the aspect of leadership.
Facilitator: Ann Holmes

Panelists:
KATY WARREN
Katy Warren is a fourth-year electrical engineering student at
Memorial University of Newfoundland. In the category of
Re-engineering, her team placed first at the Atlantic Engineering
Competition this year, and went on to place second at the national
round. She is also the season two winner of Canada's Smartest
Person, a CBC program focused on the value of multiple
intelligences, and practices those multiple intelligences outside of
the engineering world as an improv performer and a member of
one of Newfoundland's two roller derby teams.

ANGELINA MEHTA
Angelina Mehta is an Investment Manager with The Sentient Group,
a private equity fund focused on natural resources, holds a degree in
Mining Engineering and an MBA from McGill University in
Montreal. She is a member of the Board of Directors for Pershimco
Resources, a publicly listed company focused on a gold project in
Panama and a member of the advisory board of McGill University's
mining engineering program. She is a founding member of Women
in Mining (WIM) Montreal, and recently joined the WIM Canada
Board. Angelina gained both mine site technical and corporate office
financial experience with Rio Tinto's subsidiary, Iron Ore Company of Canada. She worked in
financial roles with BMO Financial Group in Toronto, and Lafarge and CN Railway in Montreal.
She is also a member of CIM and a professional engineer registered in Quebec.
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WENDY CUKIER
Wendy Cukier is a respected academic leader who has helped
advance Canada’s innovation ecosystem promoting research,
commercialization and social and economic change working
with business, government and non-profits. She is a recognized
scholar with 30 years of experience as a Professor of
Information Technology Management. Wendy is coauthor of the
bestseller “Innovation Nation: From Java to Jurassic Park” and
has more than 20 years of experience working with the hi-tech
industry. In 1999, she founded the Diversity Institute, leading
action oriented projects aimed at advancing underrepresented
groups – women, racialized minorities and immigrants, Aboriginal people, people with
disabilities and LGBT people. She serves as vice chair of Women’s College Hospital and on the
Board of Directors of the Consortium for Aerospace Research and Innovation in Canada
(CARIC), NPower, the Canadian Science Policy Consortium and several hi-tech start-ups.

Brief summary of the speeches
Katy describes herself in a positive sense as being intelligent in multiple ways and stresses the
importance of reframing how we see ourselves as women. She referred to the 1980’s tendency
of others to view women choosing a path in engineering or the like as being “brave.”
Perceptions such as these can wreak havoc in self-perception and reinforce a woman’s sense of
not belonging in traditionally male-dominated career paths. Katy finished by sharing with us her
belief that the single greatest gift one can give to a little girl is a reinforced belief that they can do
anything, even play in the dirt with trucks!
Angelina began by presenting to us some of the current statistics pertaining to women in the
mining industry. Women make up only 1% of the industry and of this, only 12% are in senior
management. Similarly, in the top 100 mining companies, only 8% of board members are
women. She vividly recalls challenges that she found herself up against from the time of her first
job posting (e.g. lack of women’s change rooms on site) and shared with the audience survival
tips that she had picked up along the way. Not only was it very important for her to gain the
respect of those (i.e. men) around her, she discovered that humour provided a sort of armour to
many of the challenges that came her way. Angelina recommended finding that balance between
leadership and comradery in order to be successful in high ranking, traditionally maledominated positions. Her further words of advice stressed: the benefits of knowing oneself,
demonstrating that you know the business, while at the same time being aware of what you do
not know, and taking advantage of networking opportunities, as they can be invaluable sources
of support.
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For Wendy, one of the key messages she hoped to deliver was the difference between positional
power versus getting things done and that leadership is not necessarily tied to position. Wendy
found that in the face of adversity, the key ingredient for her was family support. She stressed
that in order to overcome some of the barriers women face (e.g. imposter syndrome, bullying,
etc.) we must develop a sense of urgency along with an understanding of the cost of doing
nothing. We must adopt a willingness to take risks, just because we have not done something
does not mean that we cannot. Wendy brought to our attention the gender notions of what a
leader is by reflecting on how women leaders are often viewed as “bossy.” She feels that very
little progress has been made in the past 25 years and that systematic and organizational changes
are long overdue. In order to accomplish this, Wendy emphasized the need for an intentional
strategy (i.e. goals) that can be achieved through our own resilience, tenacity, and confidence.

Questions for the Panelists
Ann: quoting Christine Lagard (thick skin, armour needed)... Can you comment on this?
Angelina: Believes this to be true, humour is her suit of armour, she is always very careful of
her reactions to potentially upsetting situations.
Katy: Also identifies with humour recalling an example where a co-worker posed the question:
“How do you turn a dishwasher into a snowblower?” followed up with the answer: “Hand her a
shovel.” Katie replied with a deadpan tone: “I don’t get it,” and did not ever experience this sort
of behaviour from the individual again. She went on to explain that while people often do not set
out to be offensive, it is still important to point out when they are being small-minded.
Ann: What can be done in order to transition into action?
Wendy: With power comes responsibility. For example, big banks recognize the issues, but can
absolutely do more (“diversity and gender as a lens for how we do business”) and need to be
leaders of change. This can be achieved by changing who we do business with (equality ethics),
advertising, etc.
Angelina: Commented that she has been given the impression that in some cases, big business
will take whomever in order to meet equality quotas regardless of quality.
Emily: How can we change the culture of the institution on a whole?
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Angelina: There is a need for more women in senior leadership positions as this will
facilitate change. We must fill the pipelines with women (beginning from a young age!)

Parallel sessions S1
Preparing women for innovation: Will the Real you please stand Up: Identity
and Confidence-Building
Lil Blume

Do you ever feel as though you don't deserve to be studying or working in your fields? If my
competent, achieving self is not the real me, then who is the real me? Do I feel undeserving
because I have a lack of confidence and not too much experience living in the world? Is my lack
of confidence heightened when it seems as though I am in an uncomfortable, unwelcoming
place? How can I build self-esteem and confidence?
This workshop addressed those questions through activities and discussion. Our lives are busy ̶
so busy. A reflective time with other women to discuss how we live in the world is precious. As
we advance our careers, particularly in non-traditional fields, we sometimes wonder if we are
entitled to be in those environments. While we often face our fears, self-doubts might linger and
weaken our resolve. A deepened sense of self and commitment can be part of every one of the
conference themes.

Youth Engagement: Comment pouvons-nous rendre les cours relatifs aux
STIM attrayants pour les filles et les femmes et équitables envers elles?
Audrey Groleau, Université du Québec à Trois-Rivières; Anne Roy, Université du Québec à
Trois-Rivières; Eve Langelier, Université de Sherbrooke; Anne-Marie Laroche, Université de
Moncton
Les animatrices de l'activité ont en commun d'être membres de l'AFFESTIM et de contribuer à la
communauté de pratique intitulée « Nouvelles pratiques enseignantes au secondaire pour
promouvoir les STIM (sciences, technologies, ingénierie et mathématiques) chez les filles »
L'activité
Cette activité se veut un moment de réflexion et d'échange entre des personnes intéressées par la
question suivante : « Comment pouvons-nous rendre les cours relatifs aux STIM attrayants pour
les filles et les femmes et équitables envers elle? » Si les personnes assurant la responsabilité de
cours relatifs aux STIM, du primaire au doctorat, pourraient être particulièrement intéressées par
cette question, toutes les personnes se sentant interpellées par la réflexion proposée sont les
bienvenues à notre activité.
L'activité prendra plus précisément la forme d'ateliers au cours desquels les personnes
participantes seront invitées à construire une liste de pistes de réponse à la question proposée
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dans le titre de l'activité. Cette liste sera ensuite mise en ligne sur le site Internet de
l'AFFESTIM (http://www.affestim.org/). À la suite d'une introduction présentant les animatrices
et la teneur de
l'activité, les participantes et les participants seront invités à prendre part à deux ateliers (25
minutes chacun), puis à un retour en plénière.
Atelier 1
Pendant le premier atelier, les personnes participantes seront scindées en petits groupes et seront
invitées à se pencher sur la question suivante :
Comment pouvons-nous rendre les cours relatifs aux STIM plus attrayants, plus intéressants,
pour les filles et les femmes...
• lorsque nous préparons les activités que nous proposons aux élèves, aux étudiants et aux
étudiantes en salle de classe?
• lorsque nous préparons les travaux et autres activités d'évaluation que nous leur soumettons?
• lorsque nous interagissons avec elles (individuellement ou collectivement; oralement ou par
écrit) et avec le groupe?
• lorsque nous rédigeons une description de cours, un plan de cours, un programme d'études?
• etc.?
Les participantes et les participants pourront consigner, sur des affiches, toutes les idées qui leur
semblent être pertinentes en leur apportant des justifications. Cet atelier consiste en quelque sorte
à un remue-méninges qui permettra de générer un grand nombre d'éléments de réponse à la
question proposée dans le titre de l'activité, en se concentrant sur l'un de ses aspects, l'attrait des
cours relatifs aux STIM pour les filles et les femmes.
Atelier 2
Chaque petit groupe sera ensuite amené à passer en revue les propositions ayant émergé lors de
l'atelier 1, puis à se poser les questions suivantes :
Les idées générées pendant le premier atelier susciteront probablement l'intérêt des filles et des
femmes pour les cours relatifs aux STIM, les rendront plus attrayants pour elles.
• Contribueront-elles, par la même occasion, à rendre les cours relatifs aux STIM plus équitables
envers les filles et les femmes? Au contraire, risquent-elles de contribuer à perpétuer des
stéréotypes envers elles? Contribueront-elles à soulever d’autres problématiques envers le genre
féminin?
En ce qui concerne les propositions qui contribueront à rendre les cours relatifs aux STIM plus
équitables envers les filles et les femmes :
• Comment ces propositions contribueront-elles à rendre les cours plus équitables?
En ce qui concerne les propositions qui pourraient contribuer à perpétuer des stéréotypes envers
les filles et les femmes :
• Comment ces propositions contribuent-elles à perpétuer des stéréotypes envers les filles et les
femmes? Quelles autres problématiques envers le genre féminin pourraient-elles soulever?
• Comment pourrait-on modifier ces propositions pour les rendre équitables envers les filles et
les femmes?
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Le retour en plénière
Pendant le retour en plénière, les membres de chaque petit groupe seront invités à partager les
propositions qui leur semblent à la fois favoriser l'intérêt des filles et des femmes pour les cours
relatifs aux STIM et l'équité envers elles, en justifiant leurs choix. Les animatrices de l'activité
prendront des notes, en vue de la publication de la liste de propositions sur le site Internet de
l'AFFESTIM.
Nous espérons, d'une part, que les personnes ayant participé à l'activité réinvestiront certaines de
ces propositions dans leur enseignement des STIM et, d'autre part, qu'elles poursuivront au
quotidien la réflexion amorcée pendant cette activité.
Quelques informations supplémentaires au sujet de l'AFFESTIM et de la communauté de
pratique
L'Association de la francophonie à propos des femmes en sciences, technologies, ingénierie et
mathématiques (AFFESTIM; www.affestim.org) a pour mission de regrouper des personnes de
la francophonie, intéressées à promouvoir la participation, la rétention et l’avancement des filles
et des femmes dans les champs liés aux STIM.
Les animatrices de l'activité contribuent au projet intitulé « Nouvelles pratiques enseignantes au
secondaire pour promouvoir les STIM (sciences, technologies, ingénierie et mathématiques) chez
les filles », en collaboration avec d'autres professeures et chercheuses en STIM et en éducation.
Ce projet est dirigé par Anne Roy (anne.roy@uqtr.ca). En un mot, il s'agit d'une communauté de
pratique virtuelle regroupant des enseignants et des enseignantes de mathématiques, de sciences
et de technologies du secondaire et du collégial. Ces personnes participent à des discussions
pédagogiques à visée philosophique au sujet de pratiques enseignantes plus attrayantes pour les
filles et les femmes et plus équitables envers elles. Autrement dit, les participantes et les
participants à la communauté de pratique explorent, sur une période de plusieurs mois, la
question dont il a été question dans cette activité.

Mentoring and Networking: Celebrating the Legacy of the Bold and the Brave:
Building the Archives of Women Scientists and Engineers in Canada
Lesley Shannon, Associate Professor, School of Engineering Science, Simon Fraser University;
NSERC Chair for Women in Science and Engineering for BC and Yukon; Ruby Heap, Professor,
Department of History; Associate Vice President, Research, University of Ottawa; Jennifer
Thivierge, Doctoral Student, Department of History, University of Ottawa
This session aimed to present and discuss with CCWESTT participants the project "Creating the
Memories and Celebrating the Legacy of the Bold and the Brave: Building the Archives of
Women Scientists and Engineers in Canada." It was formally launched in September 2014
during a two-day workshop held at the University of Ottawa with the support of several sponsors
such as the Social Sciences and Humanities Research Council of Canada, the National Sciences
and Engineering Research of Canada, the National Network of Regional Chairs for Women in
Science and Engineering, IBM and UNESCO Canada. The history of women scientists and
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engineers in Canada is still largely in its infancy. The creation of an archives is thus
significant and critical; at a time when the call for more women in science and engineering
careers resonates strongly within governmental, economic and academic circles, and when there
is a strong consensus regarding the benefits of gender equity and increased diversity in these
fields, there is a pressing need to provide current and future generations of women in Canadian
science and engineering with an accurate and inspiring knowledge of the lives and
accomplishments of those “who came before them.” Only then, will we be able to all celebrate
their still largely unknown contribution to innovation and to the development of scientific
knowledge.
The session was led by a multidisciplinary panel including several of the 2104 Workshop
organizers, and was chaired by Lesley Shannon, Professor of Engineering at Simon Fraser
University and the NSERC Chair for Women in Science and Engineering for BC and Yukon.
Ruby Heap, a University of Ottawa professor specializing in the history of women in Canadian
science and engineering, Jennifer Thivierge, a University of Ottawa doctoral student in history
researching the participation of women in Canadian computer science, Julie Roy, Chief Librarian
at the University of Ottawa’s Archives and Special Collections, and Monique Frize, Carleton
University Distinguished Research Professor in Systems and Computer Engineering, and
University of Ottawa Professor Emerita at the School of Electrical Engineering & Computer
Science in Engineering, and an internationally known advocate of women in science and
engineering, will each convey from their own perspectives the critical role of women scientists
and engineers in the building of an archives at the local, regional and national level. Indeed, a
major obstacle to the development of the History of women in Canadian science and engineering
has been these professional womens’ inclination to underestimate their own accomplishments.
As a result,most did not preserve their papersand neither did their family, friends and colleagues.
Panel members then provided some practical advice on how to collect and preserve the various
categories of archives related to women in Canadian science and engineering (personal files,
records of groups and associations, artefacts, etc.) and on how to create new archives through
oral history projects. Monique Frize will speak about her own experience in preserving,
organizing and classifying the records related to her work, a process which led to their donation
to the University of Ottawa and to the current writing of her memoirs.
This session will be interactive and will welcome questions, ideas and suggestions from the
participants. These will be recorded in a session summary that will feed the Action Plan of the
ongoing Archives Project. Panel members will also provide a list of contacts to help support
potential projects and initiatives.
Our hope for the session was to attract a wide range of CCWESTT participants both at the
individual and organizational levels. Indeed, the Archives project calls for the engagement of
women and men from all disciplines and from all sectors (academia, industry and government,
etc.) who are concerned with the recruitment and retention of women in science and engineering.
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Parallel sessions S2
Innovating in the Workplace for Women’s Leadership: Women Leaders
Engineering a Difference
Sandra Ausma, PhD, P.Eng., Chair, OSPE’s Women and Engineering Advocacy Committee
Interactions between young and experienced women engineers, engineering technicians, and
engineering technologists are hard to come by. In engineering, only 18% of graduates from
Canadian engineering programs are female.
We are excited to have the following speakers participating in this panel, each of whom took
different paths towards success:
• Sandra Ausma, PhD, P.Eng., Chair, OSPE's Women in Engineering Advocacy Committee
(panel moderator)
• Annette Bergeron, P.Eng., MBA, FEC, Director at Engineers Canada
• Sharon Reid, C.Tech., Lieutenant Governors Appointee to Professional Engineer Ontario’s
Council
• Clare Beckton, BA, LLB, MPA, Founding Executive Director of the Centre for Women in
Politics and Public Leadership
The four panelists demonstrated how, despite the barriers to advancement, more women can
reach leadership roles in male-dominated professions using innovative strategies and forwardthinking.
Panelists will share ideas for younger generations seeking to build their leadership toolkits and
raise their sights to higher targets. The panel included a question and answer period, resulting in
an interactive session.
Ontario Society of Professional Engineers (OSPE)
• OSPE is the advocacy organization with a responsibility to represent the entire engineering
community in Ontario
• OSPE serves engineers by ensuring that they are heard and respected
• OSPE serves the government and the public by connecting both entities with engineering
experts whose knowledge can make beneficial societal changes
• OSPE acts as the bridge between various stakeholders in the engineering world in Ontario
What does the Women in Engineering Advocacy Committee (WEAC) do?
• Works toward the creation of a more progressive and diverse engineering profession
• Encourages more Ontario women to study engineering, consider engineering as a career and
pursue licensure
19

• Encourages women engineers to take on leadership roles in the workplace and engineering
profession as a whole
Connect with OSPE
• Web: www.ospe.on.ca
• Email: advocacy@ospe.on.ca
• Phone: (416) 223 – 9961 or 1-866-763-1654
• Blog: http://blog.ospe.on.ca/
• Twitter: @O_S_P_E
• Facebook: Ontario Society of Professional Engineers

Preparing Women for Innovation: NSERC 2020: Supporting WISE Initiatives
Pierre Charest, NSERC; Claire Deschênes, Université Laval; Lesley Shannon, Simon Fraser
University; Catherine Mavriplis (moderator), University of Ottawa
This bilingual presentation looked back at 20 years of the NSERC Chairs for Women in Science
& Engineering (CWSE) program: accomplishments, impact and evolution of the program, as
well as methodologies for increasing the participation of women.
An overview of the origins, planning and evolution of the CWSE program from the funding
agency’s point of view was given by Pierre Charest, Vice-President, Research Grants and
Scholarships Directorate. The influence of the program on initiatives such as those included in
NSERC 2020, NSERC’s new strategic plan, was also be discussed.
Former (1997-2005) and first Quebec region Chairholder, Claire Deschênes, described the
environment in which the first Chairs were established and how they came to coordinate their
efforts across the country, paving the way for following cohorts to work more effectively
together, providing national impact.
New Chairholder for British Columbia & Yukon (2015-2020), Lesley Shannon, discussed the
influence the Chairs program has had on her own career path, as well as the strength of
continuity that developed in the BC & Yukon region since 1997. Brief overviews of the history
of the Chairs program in other regions was also be given.
Finally, a discussion with the panel of presenters and the audience is expected to add to this
retrospective, as former and current chairholders and participants from the various CWSE
activities over the years are likely to be present. We invite you to join in.
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Innovation in the Workplace for the Inclusion of Women: Diverse Women in
SETT: Challenges and Opportunities of Inclusive Workplaces
Donna Clark and Jo Ann Morris
Countries need strong Science, Technology, Engineering and Mathematics (STEM) workforces
with diverse perspectives and ideas to deal with complex global challenges. Women offer a
diversity of strengths and new thinking that can make a much needed contribution to these
problems. Despite efforts to increase the numbers of women in STEM, there has been little
difference in the gender balance in STEM in Canada between 2000 and 2011 (Council of
Canadian Academies (CCA), 2015). Kvasny, Trauth, & Morgan (2009) argue that “social
exclusion as a result of gender, race and class inequality is perhaps one of the most pressing
challenges associated with the development of a diverse information technology (IT) workforce”
(p. 96). Exclusion of diverse views from science and engineering faculties not only threatens
success of female minority students who need role models, but also limits the educational
experience for all students (Leggon, 2010). Intentional efforts to support diverse women in
STEM are essential for their success and for organizations to flourish. This session explores how
diverse gender identities, race, ethnicity, and sexuality impact women in STEM workplaces. We
invited participants to share their experiences to get a glimpse of the patterns that persist and
seek insights and hope for system transformations.
A Double Bind that Persists
The seminal report, “The Double Bind: The Problem of Being a Minority Woman in Science”
(Malcom, Hall & Brown, 1976), first brought the concerns of minority women to the attention of
scholars. The Board of Directors of the American Association for the Advancement of Science
(AAAS) invited 30 Black, Mexican-American, Native American, and Puerto Rican women in
science, engineering, medicine and dentistry to meet in December 1975. As they discussed:
…several instances were recalled which could have been brought about by race or gender bias or
both. When this situation arises it becomes difficult if not impossible to determine which "ism"
is in force. In such a case, it does not matter whether one is being hit with the club of sexism or
racism - they both hurt. And this is the nature and the essence of the double bind. (Malcolm et
al., 1976, p. 14)
They noted the pull that women experience between women’s groups and minority groups.“In
neither instance is she treated as a whole person with some of the same problems as her women
and minority male counterparts, as well as some unique ones” (Malcolm et al., 1976, p. 15).
Many studies have been published on women and/or minorities in STEM since this initial work.
Ong, Wright, Espinosa & Orfield (2011) found few addressed experiences of women of color in
STEM. CCA completed a major study of STEM in Canada (CCA, 2015). Disaggregated data
for women by visible minority or ethnicity were not provided. Published data that would paint a
picture of the intersection of gender, race and ethnicity broken down by STEM fields in Canada
is not usually featured in reports regarding women in STEM nor is the data easily accessible
from Statistics Canada or Universities Canada.
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The rates of participation and factors that influence the underrepresentation of women in STEM
differ by race and ethnicity. “[T]he results from the intersection of race, ethnicity, and gender
are not additive but synergistic: Race/ethnicity influences how gender is experienced, and gender
influences how race/ethnicity is experienced” (Leggon, 2010, p. 1020). We can begin to
understand these intersections by listening to the stories and experiences of diverse women.
These stories can reveal the biases in allegedly neutral practices and open possibilities for change
in our systems.
Systemic Barriers and Emancipatory Practices
A variety of factors have been identified that lead to fewer minority women entering and staying
in STEM careers. The environments and experiences at the intersection of gender, race and
ethnicity are complex. Minority women deal with systemic oppression at multiple levels.
Scholars have identified several factors that are important to the choices, experiences,
satisfaction, retention and career progression of these women. These include non-traditional
pathways, academic environment, identity formation, faculty, relationships, culture and family,
and personal characteristics. The transitions between academic stages and career stages are
critical. This is not just about the individual identities of diverse women in STEM. It is critical
to understand the intersectional systems of inequality.
Given the immunity of systems to change, efforts need to be intentional and tackle systemic
barriers. More exposure of women of color in science to meaningful science careers, faculty
models, culturally supportive and collaborative learning and workplace environments and well trained and culturally competent mentors are among the actions that can be taken to reduce
identity and stereotype threat and develop more women of color in STEM. Systemic
interventions by STEM organizations, the Academy, public policy organizations and the
business community will be essential to significantly enhance representation of diverse women
in STEM.
Collins (1993) reminds us that we must transcend the barriers created by race, class and gender
by moving toward them as “categories of connection, by building relationships and coalitions
that will bring about social change” (Collins, 1993, p.606). Committed leaders are needed to
build coalitions across disciplines and differences. Collins believes leaders need to understand
their own social location and the differences in power that create their identities and impact
relationships. This requires dialogue among diverse people and groups, and openness to new
perspectives. If we work with others around the common cause of enhancing the contribution of
diverse women to STEM, we can combine expertise and energy. These coalitions and dialogues
demand “fully human relationships” (Collins, 1993, p. 609), the willingness to take personal
responsibility and empathy for the experiences of others.
We hope our conversations in this session will focus much needed attention on the voices of
diverse women in STEM in Canada. What innovations in workplace inclusion are possible?
References
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Parallel sessions S3
Innovating in the Workplace for Women’s Leadership: Encouraging Women’s
Leadership in SETT Associations
Annette Bergeron
A panel of representatives from Canadian SETT associations shared best practices on how to
increase the leadership of women in their elected governing bodies."
"The audience could potentially be conference attendees who are interested in how their
Canadian SETT associations are run and who i) may have experience, ii) be seeking their own
leadership opportunities, iii) want representation and change!"
"I have attended several CCWESTT conferences in the past and understand the goals. I propose
that we can bring women to the forefront and encourage leadership in their SETT associations.
Our PM seized Canada’s moment with a 50% women cabinet. Representation in SETT
associations is less and varies across Canada. An example: I Chair PEO’s Election Committee
and despite pointed efforts could bring no women to the forefront of 20 Council candidates! "
"A panel of Canadian SETT women leaders can share how well women are represented
in the leadership of their associations. They can share best practices and suggest actions for
implementation long after the conference concludes. Such action would be encouraging
women’s leadership and succession planning for SETT associations. The audience can take these
suggestions back to their home associations and bring women to the forefront in the following
year, as early as 2017!"
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Mentoring and Networking: Promoting Women in Academia through Career
Development Workshops
Catherine Mavriplis, University of Ottawa; Tamara Franz-Odendaal, Mount Saint Vincent
University; Elizabeth Croft, University of British Columbia
The presentation will describe the workshops developed by the NSERC Chairs for Women in
Science and Engineering that have been developed and held across Canada in the last few years
to provide career development for women professors.
Based on a model developed by Mavriplis, Heller, Sorensen and Snyder in the US (Heller et al
2015), workshops for women aspiring to tenure-track assistant professor positions in Science and
Engineering and women associate professors looking to attain the rank of full professor were
held in Ottawa in 2013 (Take the Final Step) and 2015 (FORWARD to Professorship), Halifax in
2014 (Step Up), Vancouver in 2015 (Promotion to Professor) and Calgary in 2016 (Women in
Science and Engineering Advancement). The session provided details of the programs of each of
the workshops, common elements, distinguishing features and outcomes for the participants.
Because women still find themselves isolated in male-dominated Science and Engineering
faculties and work environments, workshops to gather and create a critical mass are extremely
effective in developing awareness, empowerment and strategic networking. These are
opportunities for women to meet other women in similar or different disciplines and benefit from
traditional as well as peer mentorship, building a network that will support them in their career
development. Research (Kemelgor & Etzkowitz, 2001) and mounting anecdotal evidence show
that women have less time to network with their work colleagues and are sometimes excluded
from valuable networking opportunities. These activities aim to address that challenge.
The workshops address the three important elements of academic achievement: research,
teaching and service. Tips on proposal writing and funding of research are offered to the
participants, as well how to manage graduate students. Service is discussed in the context of
limiting accommodation of requests in order to protect time for research. The workshops also
address soft skills such as negotiation, communications and politics in a male-dominated
environment, writing, and work-life balance. Promotion and tenure are the backdrop for the
different discussions.
Participants report great satisfaction with the workshops. A summary of results from a survey of
participants will be discussed. If you are interested in organizing such a workshop, come and
learn how to do so. The National Network of NSERC Chairs for Women in Science and
Engineering will sponsor several national or regional offerings of these workshops over the next
four years.
References
Heller, R.S., Mavriplis, C. and Sabila, P.S. (2015) FORWARD to Professorship in STEM:
Inclusive Faculty Development Strategies That Work, Boston: Elsevier.
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Innovating in the Workplace for Women’s Leadership: Women’s Courageous
Leadership in SETT Workplaces: Why it’s Important
Jo Ann Morris
The importance of gender in science was given prominence at the 1999 UNESCO World
Conference on Science in Budapest. Concerted efforts to increase women’s representation in
Science, Engineering, Technology, Trades and Math (SETT/STEM) have proliferated since.
Educational institutions, local and national government and innovative think tank program
development have had mixed and sometimes disappointing results. Chesler & Chesler (2002) of
the University of Vermont and Michigan respectively, describe study outcomes that explain the
scant representation of women engineering students and faculty across educational institutions.
Chesler & Chesler assert that gender-informed peer, multiple and collective mentoring of women
engineering students and more women engineering faculty are critical to undergraduate and
graduate program completion. The authors posit that the lack of women engineering faculty and
the gender roles and dynamics generated by and embedded in educational institutions hamper
mentoring of women students in SETT/STEM disciplines. Chesler & Chesler also raise women’s
prioritization of interpersonal satisfaction and integration. This session explores courage as a
missing component in the discussion of what women in STEM can use as an applied skill to
negotiate what has been and is still a male-dominated profession.
Courage: An Applied Skill for Women Entering STEM Careers?
STEM career environments that women perceive as offering less support for interpersonal
satisfaction and integration (Chesler & Chesler, 2009) can make STEM careers less attractive.
Ratna Ghosh of McGill University describes solutions to challenges faced by women working in
SETT/STEM careers. The first challenge Ghosh turns to is the lack of mentors for women.
Ghosh exhorts women to secure a mentor even if one must go outside her organization to find
her. Ghosh focuses remaining challenges and corresponding solutions on responses to work
environment policies and women’s experience of gender discrimination in hiring, pay and sexual
harassment as issues requiring what she calls female-friendly policies. But what more do women
in STEM careers need beyond policy level change to develop as valued contributors and leaders
(Beaton, Tougas, Rinfret & Monger, 2015)? In my book, Ignite, Inspiring Courageous Leaders:
A Book of Thought-Provoking Wisdom and a Manual for Action, I contend courage is a
necessary ingredient for living and I offer readers thought experiments to test my hypothesis. I
question how the relationship between truth, courage and risk makes courage more available as a
skill that can be applied in every sphere of life.
There is Good News
A plethora of studies on courage attest to a resurgence of interest in courage and its relation to
the execution of work. Two Recent studies examine the development of courageous mindset and
the impact of civil courage on discourse, decision-making and action. Hannah, Sweeney &
Lester (2007) differentiate between courage and general coping skills. Greitemeyer, Osswald,
Fischer & Frey (2007) examine civil courage; brave behavior sourced by anger and indignation.
Both studies examine the application of courage in the face of risk and the decision to act for
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good while experiencing fear. Non-traditional careers for women like those represented by
STEM careers provide ample opportunity to apply courage as a skill. My work experience
inengineering and information technology encourages my belief that applied courage can change
women’s perceptions of STEM careers if they develop courage as a tool to leverage their
success. Women’s awareness, understanding and exposure to different forms of courage can
mediate the effects of the intersection of gender, race, class and cultural boundaries women in
STEM will likely face. Four forms of courage 1 standout as applicable to STEM careers; the
courage to see and speak the truth, the courage to champion a vision, the courage to persevere
and the courage to collaborate and rely on others. Each form of courage provides support for
women’s full expression of talent and contribution to the global future of STEM innovation.
This experiential session will invite participants to identify how courage influences work
experiences and satisfaction. Courageous questions will be used to prompt session conversations
to provide an introduction to civil courage and other forms of courage.
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Parallel sessions S4
Youth Engagement: A Multi-Sectoral Approach to Inspiring Young Women
Innovators
Jennifer Flanagan
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Five women with diverse backgrounds will share their unique and valued perspectives on a
multi-sectoral approach to engaging girls as drivers of innovation in technology."
"This will appeal to corporate and government sector officials, educators, and non-government
agencies seeking insight from program practitioners, corporate professionals, and Indigenous
women in addressing this national challenge. "
"Panelists will share successful practices
that relate directly to preparing women for innovation. Our moderator will draw from panelists’
diverse experiences
and backgrounds through questions that touch on other key conference themes including
fostering an innovation culture, mentoring, and indigenous knowledge and science advancement
- all of which are also core to the theme of this proposed panel discussion.
Through the unique and profound insights of this diverse group of panelists, we hope to inspire
meaningful dialogue on the respective roles of parents and educators, and other influencers of
girls in shaping girls perspectives about technology and innovation. We will arrive at a collective
understanding of how innovation can be taught. We will also gain an understanding of the unique
challenges and opportunities in ensuring our approach is inclusive of indigenous perspectives.

Political Panel: Access to Leadership – Eliminating Barriers for Women
Engineers Canada
Join Engineers Canada for an interactive political panel discussion regarding the underrepresentation of women in science, engineering, trades, and technology, unequal access to
leadership opportunities and how these barriers can be eliminated. You will hear from a group of
dedicated, professional and distinguished women who will provide their own perspective on the
topic. Their experiences will be invaluable when discussing what is needed to better prepare
women to reach their full potential.
The panelists are:
•Sarah Devereaux, M.Eng., FEC, P.Eng., Partner at Dillon Consulting and Chair of Engineers
Canada’s Sustainable Profession Committee
•Sheila Malcolmson (Nanaimo – Ladysmith), NDP Critic for Status of Women
•Marilyn Gladu, P.Eng. (Sarnia – Lambton), Chair of the Standing Committee on the Status of
Women and Conservative Critic for Science.
The panel will be co-chaired by Katy Warren, Memorial University engineering student and
winner of CBC’s Canada’s Smartest Person, and Jeanette Southwood, M.A.Sc., FCAE, FEC,
P.Eng., Vice-President of Strategy and Partnerships at Engineers Canada.
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Indigenous Knowledge and Science Advancement: Engaging Young Girls in
STEM through Canada
Annemieke Farenhorst, Tamara Franz-Odendaal, Eve Langelier, Catherine Mavriplis, Lesley
Shannon
Introduction
The Natural Sciences and Engineering Research Council of Canada (NSERC) launched the
Chairs for Women in Science and Engineering Program (CWSE) to identify and implement
solutions to increase the representation of women in these fields. The reasons behind the
underrepresentation of women are complex and originate from many factors occurring at
different time points in women’s lives. This session will highlight actions taken by the NSERC
chairs to provide girls in elementary, middle and high school with opportunities to learn about
science and engineering in an environment in which they can be themselves and flourish.
Regional CWSE Program Descriptions
Atlantic Region
The Atlantic CWSE program aims to inspire girls to consider Science, Technology, Engineering,
and Math (STEM) careers and make them aware of the diversity of jobs that exist within these
fields. As such the Atlantic CWSE has developed a Girls Get WISE Science Summer Camp and
Girls Get WISE Science Retreat. The Science Summer Camp is a weeklong day-camp for 25
girls in grades 7 & 8. The girls also participate in various hands-on STEM activities as well as
meet female role models in STEM careers during the role model session. The one-day Girls Get
WISE Science Retreat sees 50-60 girls in grades 7-12 participate in two hands-on science
activities and meet female role models in STEM. Finally, the Atlantic CWSE has had a long
partnership with Techsploration and Firefly digital media to produce women in action videos for
You Tube. In total, we have developed 10 videos for the Women in Action video series. They
have also, more recently, created lesson plans for teachers that incorporate using these videos in
their classrooms.
Région du Québec
La Chaire pour les femmes en sciences et en génie au Québec vise à démystifier les sciences et le
génie, soutenir les enseignantes et les enseignants du primaire et du secondaire, faire connaître la
portée sociale des carrières en sciences et génie et contrer les stéréotypes de genre. À ce jour,
notre équipe a : 1) créé et validé une trousse pédagogique à l’intention des enseignantes et
enseignants de la 6e année primaire qui vise l’apprentissage des machines simples dans un
contexte authentique, la présentation de modèles féminins, la démystification du génie ainsi que
l’information des parents, le tout à travers une aventure jeunesse; 2) collaboré à l’activité Les
filles et les sciences, un duo électrisant! qui vise à présenter les carrières en SG, des ateliers et
des modèles féminins aux filles de 2e secondaire; 3) réalisé une série de vidéos intitulé Changer
le monde au féminin qui explique aux jeunes filles qu’il est possible d’améliorer notre monde
grâce aux SG.
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Région de l’Ontario
Au niveau de la Chaire CRSNG pour l'Ontario, les programmes de sensibilisation pour les jeunes
filles sont en pleine croissance: le programme 'GÉNIales les filles' a fêté son 10ème anniversaire
en 2015 et se répand à travers le pays par le biais de l'ONWiE et du réseau des chaires.
L'Université d'Ottawa a commencé un programme 'GÉNIales les filles – junior' en 2015 avec
succès, puis 'Allez Coder les filles' en 2013, adopté par 8 universités. Le 'Makerspace' de
l'Université d'Ottawa attire aussi depuis l'automne 2014 beaucoup de filles avec des projets
d'imprimantes 3D, d'Arduinos, de technologie portable (vêtements, bijoux) et des solutions
biomédicales à des fins d'aide humanitaire (par exemple design économique d'instruments
médicaux pour les imprimantes 3D). Un Makermobile visite des écoles élementaires à chaque
jour impliquant 2400 enfants en deux mois depuis l'automne 2015. De plus, la Chaire en
collaboration avec la Chaire de l'Atlantique a produit 3 vidéos avec Techsploration explorant des
métiers de femmes en sciences et génie, dont un en français.
Prairies Region
The CWSE Prairies is a collaborator in the Verna J. Kirkness Program that offers scholarships to
Indigenous youth for a weeklong, hands-on experience in a University setting, such as a Week in
the Life of a Soil Scientist! Students learn to conduct research and what it is like to be part of a
research team. They also learn about academic and support programs available at a University.
Other initiatives include Kamskénow (a Cree word meaning "to find or to learn"), which is a 13week program in Saskatchewan that provides inquiry-based science and mathematics activities to
grade 4-11 youth in schools with a high proportion of Indigenous students. As well, in both
Manitoba and Saskatchewan, Indigenous youth participate in science and engineering workshops
that are of short-duration (≤ 1 day). Examples of CWSE Prairies/WISE-Kid-Netic-Energy
programming for girls only include Girls Club, in which grade 2-8 girls explore every Saturday
throughout the school year, a wide range of science and engineering topics, meet industry
professionals, and go on field trips to see engineers and scientists applying their knowledge. As
an example of an event that is of shorter duration (≤ 1 day), the CWSE Prairies collaborated with
three universities and the Government of Manitoba to celebrate the 2016 International Day of the
Girl Child. This event enabled girls across Manitoba to meet their natural science and
engineering mentors at the Manitoba Legislature Building.
BC/Yukon Region
The 2015-2020 BC/Yukon CWSE program, Westcoast Women in Engineering, Science and
Technology (WWEST), is working to increase awareness of science and engineering careers in
parents, teachers, and K-12 students so more girls will consider pursuing degrees in these fields.
WWEST is working with the BC Science Teachers’ Association to run professional development
workshops at their annual Catalyst Conference to provide career opportunity information as well
as activities to support the computer science components of the K-12 curriculum. WWEST is
also developing visually appealing handouts that communicate about career opportunities in
science and engineering, with the first one being a comparison of computer science, computer
engineering, and software engineering. Through collaboration with existing outreach groups,
WWEST is also creating downloadable applications to create outreach programming that can be
used within established camps and workshops. The downloadable apps will mean that outreach
groups that reach communities with poor or no internet connection will be able to enjoy
computer-based outreach activities which they normally miss out on. The first module of this
“offline outreach” will be available Canada wide in January 2017.
29

Proposed session
The session will be divided into three parts. First, each chair holder will present her program to
engage young girls in STEM. Thereafter, 30 minute hands-on activities will be proposed to the
participants: Unplugged – Coding with Cups (Atlantic Region); Exploring simple machines in an
authentic context (Quebec Region); 3D Printing and TinkerCAD for Kids! (Ontario Region);
Food Group Medicine Wheel and a Manitoba Safari Tour (Prairies Regions); The Solvers: Case
of the Secret Message (BC/Yukon Region). Finally, the participants will be invited to share the
ideas that resonate well for them as well as activities they would like to implement themselves.

Parallel sessions S5
Innovating in the Workplace for the Inclusion of Women - Equity in
Apprenticeship Initiatives & Results -a living audit 1975-2015
Marcia Braundy

SSHRC-funded study examines efforts of governments, unions, employers, educators & NGOs
to increase women's success training & working in technical fields. Help put full-text initiatives
digitally on a timeline w/data showing its impact. WinSETT, governments, unions, employers,
educators & NGOs serving industry & women & other designated groups could contribute to
determining initiatives & characteristics of interventions &/or public policy innovations affecting
success or failure?
Innovations need to be tested for results. Many interventions for gender & diversity
representation in technical fields have been tried over the past 40 years, with little/no
examination of their impacts. This project will review those innovations & provide full-text
documents & interview excerpts on a timeline w/apprenticeship data; enabling industry, officials,
activists & researchers to analyze statistical and evaluation results: What worked? When? Why it
did or didn't increase the participation of women in Apprenticeship, addressing most thematic
areas of the conference.
1) Participants will contribute to early stages of a national research project, which has been long
needed to set a framework for successful innovations for increasing women, and members of all
designated equity groups, in apprenticeship training in Canada. 2) Lessons can apply across
technical/scientific fields. 3) Canada will benefit industrially, socially, and economically for their
contributions. 4) Connections will be made for further engagement with the project over the next
4 years.

Mentoring and Networking: Inspiring the Next Generation of Engineers
Rosalie Hanlon

Engaging youth in engineering-related activities? Meet others doing the same work across
Canada to share resources and ideas. Explore the role Engineers Canada can play in supporting
your efforts. Anyone involved with or interested in becoming involved in youth engagement in
STEM education, with a focus on girls and engineering. Engineers Canada is looking to support
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the fantastic work being done across the country with engaging girls in engineering-related
activities. This session is focused on linking those who are doing outreach to girls so they can
share resources, best practices and explore the role Engineers Canada can play in supporting
their efforts. The theme this relates to is Youth Engagement. This session will provide a crosssection of initiatives happening across the country, raise awareness of the 30 by 30 goal (to
increase the percentage of new female engineers to 30% by 2030) and reveal opportunities for
Engineers Canada to support those undertaking these initiatives. The contacts made in this
session will be followed up with, with permission, to further develop the support Engineers
Canada will provide.

Preparing Women for Innovation: Is it our Approach the Needs to Change?
Attracting Women in STEM and Skill
Teresa Weymouth and Nour Hachem Fawaz
Because its 2016 video showcasing women in underrepresented occupations- aimed at shifting
perception. Sometimes women have to eee it, to Be it. Our presentation will support and assist all
stakeholders; Education Institutions, Government, industry, Parents and Women's advocates.
Recently, we hosted a Build a Dream conference that attracted 600 parents and their daughters
along with over 100 mentors and employers in our region. Women are 52% of the workforce yet
underrepresented in STEM and ST occupations. An aging population will mean opportunity to
change these stats. Our collective approach will determine the future participation of women in
these high paying occupations. We share our “Youth Led, Youth Focused” approach aimed at
reaching beyond the status quo. We’ve partnered with industry, education and community Org.
to support women’s access to essential skills, resources and role models.
• Increased knowledge of initiatives to support the attraction and recruitment of women in
science, engineering, trades and technology
• Resource and tools to support initiatives in attracting, retaining and supporting women’s
professional advancement
• Opportunity to expand network of like-minded individuals

Parallel sessions S6
Preparing Women for Innovation: From Pioneers to Present: The History of
Canadian Women in Computer Science
Jennifer Thivierge, Ruby Heap, Catherine Mavriplis, University of Ottawa

This study will discuss the intersection of gender, science and technology, and how they have
historically shaped each other in dynamic and complex ways, and in various spaces such as
higher education. To this end, it will focus on computer science and more specifically on the
development of undergraduate and graduate computer science programs at selected Canadian
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universities. Using a gender perspective, it will consider these through a detailed study of
curriculum creation and development, evolving degree requirements and accreditation,
enrolment patterns, and student life. The time frame will start with the invention of the computer
in the 1940’s to assess the participation and contribution of women during this “pioneering age.”
This presentation will then explore the entrance, participation and experiences of women in these
programs, and discuss the issues and tensions that their presence might have generated. The
study will end by examining the sudden drop and subsequent plateau in female undergraduate
enrolment that began in 1984 and continued until 1994, which continues to generate considerable
interest and debate amongst scholars and practitioners.
Through a history of women’s participation in computer science education, we can gain a better
understanding of the women/ technology dichotomy and of women’s contributions to
technological advances and which have been largely ignored. Our project aims to fill a major
gap in the sparse Canadian literature by adding a rigorous research component that will address
the question: How can a gendered history of computer science education shed light on the entry
of women in the field during the 1960s and 1970s and then on the sharp decline in female
enrolments reported above and finally, on the persisting underrepresentation of women in this
field? This study will seek to provide answers to these questions and to provide, as a result,
useful insights for scholars, practitioners, educators and policy makers.
While there is now an extensive international scholarship devoted to the relationship between
gender and science and technology, Canada still falls behind in this field of research. The
existent literature discusses technological advancement of the machine, and the production and
marketing of computers. Not surprisingly, it includes narratives of the "founding fathers," who
pursued careers in Canadian computer science both in the business and academic world. The
study of women’s entry and participation in Canadian computer science education still
constitutes a major gap in the literature, which my project intends to fill. Considerable funds
have been made available in both the US and Canada to help researchers explain the decline in
female enrolment in computer science after 1984. Universities have proceeded to launch
outreach programs to garner interest in the career opportunities offered by computer science.
The continuing efforts aimed at securing equality between women and men in their field and
technology should be based on a better understanding of the complex historical process through
which the underrepresentation of women computer scientists become a gendered issue deserving
intervention. This will be the first study to contribute to such an understanding in Canada. This
presentation will highlight the preliminary findings about the foundations of computer science
education in Canadian universities.

Preparing Women for Innovation: De Mère en Fille: Mothers’ Influences on
Daughters’ Choices for STEM
Catherine Mavriplis and Donatille Mujawamariya, University of Ottawa

In this bilingual session we discuss the results of a study of 26 women in Science, Technology,
Engineering and Mathematics (STEM) that addressed maternal & other influences on the
participants’ career choices. The session will include an interactive element, where the audience
will be asked about the contributing factors in their decisions to study STEM disciplines.
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Previous research indicates that parental educational attainment and income affect children’s
and, in particular, daughters’ educational choices. However, students’ aptitudes, their social
environment, socializing agents such as teachers, guidance counsellors and friends of the family,
and their personal experiences also shape their perceptions of STEM careers and their selfperceptions within the canvas of possible careers. Using interviews with N=14 professional
women engaged in STEM careers and N=12 undergraduate and graduate women studying in the
STEM disciplines, we discuss the maternal and other family or socializing influences as well as
self-perception for young women within the STEM career context. While most mothers did not
represent direct STEM career role models for our study participants, they did appear to provide
strong guidance by encouraging their daughters to follow their passion. They also modelled for
their daughters how to integrate work or study and family responsibilities and this was found to
be significant for their daughters’ persistence. Other observations of this cohort include their
views on mentors, on the STEM environment for women, and on their future career aspirations.
Following a sharing of participants’ experiences with influences on their choices to study STEM
disciplines, we will work as a group to brainstorm ideas and develop recommendations for
stakeholders in the drive to increase participation of women in STEM.
Innovating in the Workplace: Insight into Impact: An Analysis of the Impact of the
WinSETT Leadership Workshops
Susan Hollett, Tamara Franz-Odendaal, Elizabeth Croft and Annemieke Farenhors
In this presentation we describe the WinSETT Leadership series of workshops as well as present
the data from the reports of several workshops recently sponsored by the NSERC Chairs for
Women in Science and Engineering for Prairies, BC & Yukon and Atlantic Region. These 14
workshops included:
• Becoming Leaders: Introduction to Leadership (offered 5 times);
• Effective Communications (offered 4 times)
• Negotiating for Success (offered 3 times)
• Navigating Politics @ Work (offered once)
• Networks, Mentors and Sponsors (offered once)
The workshops are aimed at early to mid career women in SETT and intended to provide the
tools to help them navigate their leadership in the SETT workplace.
The reasons why women attended the workshops and what they hoped to learn was both wideranging and focused. Typically, they were keenly interested in improving their skills, knowledge
and strategies about the workshop topic, because they had not had such opportunity, did not
realize they needed it, or felt they were not competent enough in it. Many of their aspirations
included the need and desire to meet and network with other women in SETT which spoke to the
isolation that can happen with Women in SETT.
The workshops have a great breadth of content and focus on developing very specific
competencies through a combination of the following strategies:
• interactive discussions with participants;
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•
•
•

learning from the research presented by the workshop facilitator;
learning from the experiences of other women in SETT through the guest speakers at each
workshop
self-reflection through a variety of tools, including self-assessment, role-play and feedback
from peers

The learning outcomes of the workshops show the variety of the content. Two are common to all
the workshops and the others are listed as unique.
Workshop Learning Outcomes – as a result of this workshop, participants will be able to:
Common to all
• Identify gender factors in leadership for women in SETT
• Recognize the importance of a peer network
Becoming Leaders
• Assess individual leadership competencies
• Describe strengths women bring and challenges they face as SETT Leaders
• Implement mechanisms to leverage those strengths and address those challenges
• Apply proven leadership tips and strategies for women in SETT
• Create their leadership action plan
• Compose their leadership values & behaviours
• Make career and leadership choices with enhanced confidence
Effective Communications
• Classify four different styles of communication
• Assess personal communication style, strengths and challenges
• Differentiate communication styles in others
• Adapt personal style to communicate effectively with other styles
• Demonstrate strategic self-promotion and constructive feedback
Negotiating for Success
• Assess personal negotiation style, strengths and challenges
• Classify negotiation opportunities
• Distinguish five negotiation styles
• Deploy the ‘win-win’ (collaborative) negotiation style, including identifying,
planning, conducting, documenting and learning from a negotiation
Navigating Politics @ Work
• Compare the positive and negative roles workplace politics can play in a career
• Assess personal competencies in navigating workplace politics
• Recognize the informal organizational structures and relationships in their
workplace
• Classify whether actions are political or personal
• Create a stakeholder priority map
• Build and leverage strategic relationships
• Determine their professional reputation
• Manage negative players
Networks, Mentors and Sponsors
• Illustrate commonalities and differences between sponsors in mentors including
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the importance of each to leadership
• Assess individual networking, mentoring and sponsorship competencies
• Appraise personal ability to recruit suitable mentors and sponsors
• Implement effective mentor and sponsor relationships
• Measure professional presence
• Demonstrate effective personal networking skills in common situations
Participants evaluated the workshops very highly. There were very few areas where the
workshop components were evaluated below a 4/5 over the span of the workshops offered and
there were many suggestions for other workshops.
The final part of the presentation will be an engaging discussion with participants on the future
of the workshops and the Chairs support of them, focusing on these questions:
• How to leverage and Deepen the Impact?
• How do we Sustain the Workshops?
• What Gaps are there? Are there other Topics?
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The Halfway Point

Day 3: Thursday, May 5th
Keynote

Rear-Admiral Jennifer J. Bennett, CMM, CD
Canadian Armed Forces
Rear-Admiral Jennifer Bennett has been able to successfully pursue two
concurrent careers, one with the Canadian Armed Forces as a member of
Canada's Reserve Force and the other as a teacher and school
administrator. She has risen through the ranks of the military to become
Canada's first female Rear-Admiral and senior ranking Reserve officer.
Rear-Admiral Jennifer Bennett, a native of Hamilton, Ontario, enrolled in the Naval Reserve in
1975 in HMCS STAR as a Naval Communicator. In 1977, Rear-Admiral Bennett transferred to
the Naval Reserve Officer Cadet program for training as a Logistics Officer and was
commissioned in August 1979. Since that time, she has served in a variety of training, staff,
leadership and command positions across Canada while also working as a teacher and
administrator at elementary and secondary schools in Ontario and British Columbia.
Rear-Admiral Bennett holds a Bachelor of Physical Education from McMaster University, a
Bachelor of Education from Queen's University, a Master of Arts in Leadership and Training
from Royal Roads University and an Honourary Doctorate from University of Alberta. She is
also a graduate of the Canadian Forces Staff School, Canadian Forces Staff College, NATO
School and NATO Defence College.
Rear-Admiral Bennett was promoted to the rank of Commodore on December 1st, 2007, upon
appointment as the Commander of Canada's Naval Reserve. Promoted to her current rank in
April 2011, Rear-Admiral Bennett was appointed as Canada's Chief of Reserves and Cadets in
National Defence Headquarters, Ottawa and served in this capacity for four years. In January,
2013 she was also appointed as the National Champion for Women in Defence. In September,
2015, Rear-Admiral Bennett was appointed Director General - Canadian Armed Forces Strategic
Response Team on Sexual Misconduct in support of Operation HONOUR.
Rear-Admiral Bennett has been recognized for her leadership and exemplary service in the
military and civilian communities. In 2011, she was named as one of Canada's Top 100 Most
Powerful Women as a Public Sector Leader and in 2013 she was promoted from Officer in the
Order of Military Merit (OMM) to Commander (CMM).
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Anne Marie Laroche, President of AAFESTIM and Rear-Admiral Jennifer J. Bennett

Parallel sessions S7
A Facilitated Discussion: Moving Beyond Gender – Diversity in Engineering
Engineers Canada
Increasing the number of women in the engineering profession is a key priority, but the
engineering profession needs to do more to understand and address barriers that might affect
other under-represented groups from joining and remaining in the profession. As engineering
moves towards being a profession that enables inclusivity by accepting skilled individuals from
any walk of life, this session aims to have a deeper discussion to explore the following:
Some organizations are adopting an umbrella approach to their inclusivity agenda by including
multiple groups: women, Indigenous peoples, immigrants, etc. within a single overarching
strategy.
Does moving from a women’s focus to a broader inclusivity agenda impact the advancement of
women? If so, are specific actions required to ensure the unique challenges faced by each group,
and specifically women, are addressed within this type of approach?
Join the conversation and hear the perspectives of the discussion leaders:
•
•
•

Sarah Devereaux, M.Eng., FEC, P.Eng., Partner at Dillon Consulting and Chair of
Engineers Canada’s Sustainable Profession Committee
Aarthi Vig, Program Development Manager, Ontario Society of Professional Engineers
(OSPE)
Marg Latham, CMC, P.Eng., President Aqua Libra Consulting Ltd., WinSett Board
Member
37

•

Gary Bosgoed, P.Eng., Vice-President, Bosgoed Projects , University of Regina Board
of Governors

This facilitated discussion will be moderated by Christina Comeau, OMM, CD, CPF, Practice
Lead Innovation and Collaboration at Engineers Canada.

Mentoring and Networking: Women and Apprenticeship in Canada
Sarah Watts Rynard
Women’s participation in the trades remains low. In 2012, females only accounted for 14.2 per
cent of all registrations in the trades.1 Women in the majority of provinces and territories
represent less than 15 per cent of the apprentice population.
Most women apprentices work in the hairstylist and cook trades, which tend to be lower paying
than other trades.2 While men’s earnings in the trades tend to be $40,000 or more, women
generally earn less than $40,000.3
Barriers for women interested in pursuing apprenticeships include a lack of information about
the pathway, limited awareness of existing preparation programs, discrimination when trying to
find employers and unwelcoming workplaces.
A number of programs and initiatives exist across the country to help combat these barriers
including career awareness activities, mentoring, pre-apprenticeship programs and employer
financial incentives. Apprenticeship authorities across the country have projects and resources
aimed at increasing women’s entry into apprenticeships and improving completion rates.
Business Case for a Welcoming Workplace
There are business benefits to creating welcoming workplaces. Turnover is costly to employers,
but women are often committed to staying in their communities, making them a loyal and stable
workforce. Employees who feel respected in the workplace are more likely to be committed to a
company’s goals and priorities.4 Policies and procedures on fairness and opportunity led to an
estimated 75% reduction in absenteeism for one horticultural company.5
Making appropriate accommodations will aid retention and enhance productivity often at no
additional cost. Companies in the mining and automotive sectors noted no effect on productivity
when adjustments were made to how much employees had to lift.6 Major cost savings result
when managers are focused on improving production and team performance, rather than dealing
with employee grievances.7
Best practices have been gathered from jurisdictional apprenticeship authorities and women’s
organizations. For example, an important first step is providing a thorough orientation and a
supportive mentor who is willing to teach. The apprentice needs the proper tools, uniform and
equipment, as well as a variety of work experiences so they can learn different aspects of the
trade. Scheduling regular check-ins can be helpful to sharing and dealing with concerns.
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Employers need to give appropriate notice to women with families so they can adjust their
schedules and make child-care arrangements when overtime or travel is required. Offering
gender-sensitivity training to all employees makes individuals more aware of their behaviour and
ensures a professional work environment. All employees should understand the company’s
antiharassment policies and know they will be enforced.8
The Business Case for Hiring and Retaining Women in the Skilled Trades can be downloaded at
www.caf-fca.org.
Skilled Trades Network
The Canadian Apprenticeship Forum has developed a centralized resource as a part of our
website to help employers and women access resources to support the hiring and retention of
women at skilled trades workplaces. http://caf-fca.org/skilled-trades-network/
The Skilled Trades Network includes video and podcasts where women and employers share
their stories. There is also a community discussion forum where women can share their
experiences and an “Ask an Expert” function where women can have their questions answered.
We are seeking feedback from women in the trades, emphasizing the importance of input from
Aboriginal, immigrant and rural women. What do they think about the website? What would
they like to see added? What further supports would help them advance their careers in the
skilled trades? We welcome comments at info@caf-fca.org or using the online evaluation survey
at http://caf.survey.esolutionsgroup.ca/TakeSurvey.aspx?SurveyID=86KJn56.
References
1 Statistics Canada, “Registered Apprenticeship Training Programs, 2012.” The Daily June 11,
2014. http://www.statcan.gc.ca/daily-quotidien/140611/dq140611b-eng.pdf.
2
Status
of
Women,
“Fact
Sheet:
Economic
Security,”
http://www.swccfc.gc.ca/initiatives/wesp-sepf/fs-fi/es-se-eng.html
3 S. Laryea and K. Medu, Canadian Council of Directors of Apprenticeship, National
Apprenticeship Survey 2007: Participation of Women, Immigrants and Aboriginal People in
Apprenticeship Programs. (Ottawa: Employment Social Development Canada, 2010), 28-29.
4 Centre for Workplace Skills, Promising Practices: Attracting and Retaining Women in Trades,
Technology
and
Science
Occupations.
See
http://www.workplaceskills.ca/promisingpractices/tab1/tab1_00_TOC.html.
5 International Finance Corporation, Investing in Women’s Employment: Good for Business,
Good for Development. (Washington: International Finance Corporation, 2013), 18.
6 Ibid., 40.
7 Ibid., 18, 79.
8 Kathryn Running, A Focus on Retention of Women in Trades, Technology, Operations, and
Blue Collar Work. (WITT, 1997).

39

Promoting Open Space and Collaboration: Nouvelles pratiques
enseignantes au secondaire pour promouvoir les STIM chez les filles
Audrey Groleau, Université du Québec à Trois-Rivières; Anne Roy, Université du Québec à
Trois-Rivières; Ève Langelier, Université de Sherbrooke; Anne-Marie Laroche, Université de
Moncton
Les animatrices de l'activité ont en commun d'être membres de l'AFFESTIM et de contribuer à la
communauté de pratique intitulée « Nouvelles pratiques enseignantes au secondaire pour
promouvoir les STIM (sciences, technologies, ingénierie et mathématiques) chez les filles »
L'activité
Cette activité se veut un moment de réflexion et d'échange entre des personnes intéressées par la
question suivante : « Comment pouvons-nous rendre les cours relatifs aux STIM attrayants pour
les filles et les femmes et équitables envers elle? » Si les personnes assurant la responsabilité de
cours relatifs aux STIM, du primaire au doctorat, pourraient être particulièrement intéressées par
cette question, toutes les personnes se sentant interpellées par la réflexion proposée sont les
bienvenues à notre activité.
L'activité prendra plus précisément la forme d'ateliers au cours desquels les personnes
participantes seront invitées à construire une liste de pistes de réponse à la question proposée
dans le titre de l'activité. Cette liste sera ensuite mise en ligne sur le site Internet de l'AFFESTIM
(http://www.affestim.org/). À la suite d'une introduction présentant les animatrices et la teneur de
l'activité, les participantes et les participants seront invités à prendre part à deux ateliers (25
minutes chacun), puis à un retour en plénière.
Atelier 1
Pendant le premier atelier, les personnes participantes seront scindées en petits groupes et seront
invitées à se pencher sur la question suivante :
Comment pouvons-nous rendre les cours relatifs aux STIM plus attrayants, plus intéressants,
pour les filles et les femmes...
• lorsque nous préparons les activités que nous proposons aux élèves, aux étudiants et aux
étudiantes en salle de classe?
• lorsque nous préparons les travaux et autres activités d'évaluation que nous leur
soumettons?
• lorsque nous interagissons avec elles (individuellement ou collectivement; oralement ou
par écrit) et avec le groupe?
• lorsque nous rédigeons une description de cours, un plan de cours, un programme
d'études?
• etc.?
Les participantes et les participants pourront consigner, sur des affiches, toutes les idées qui leur
semblent être pertinentes en leur apportant des justifications. Cet atelier consiste en quelque sorte
à un remue-méninges qui permettra de générer un grand nombre d'éléments de réponse à la
question proposée dans le titre de l'activité, en se concentrant sur l'un de ses aspects, l'attrait des
cours relatifs aux STIM pour les filles et les femmes.
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Atelier 2
Chaque petit groupe sera ensuite amené à passer en revue les propositions ayant émergé lors de
l'atelier 1, puis à se poser les questions suivantes :
Les idées générées pendant le premier atelier susciteront probablement l'intérêt des filles et des
femmes pour les cours relatifs aux STIM, les rendront plus attrayants pour elles.
• Contribueront-elles, par la même occasion, à rendre les cours relatifs aux STIM plus
équitables envers les filles et les femmes? Au contraire, risquent-elles de contribuer à
perpétuer des stéréotypes envers elles? Contribueront-elles à soulever d’autres
problématiques envers le genre féminin?
En ce qui concerne les propositions qui contribueront à rendre les cours relatifs aux STIM plus
équitables envers les filles et les femmes :
• Comment ces propositions contribueront-elles à rendre les cours plus équitables?
En ce qui concerne les propositions qui pourraient contribuer à perpétuer des stéréotypes envers
les filles et les femmes :
• Comment ces propositions contribuent-elles à perpétuer des stéréotypes envers les filles
et les femmes? Quelles autres problématiques envers le genre féminin pourraient-elles
soulever?
• Comment pourrait-on modifier ces propositions pour les rendre équitables envers les
filles et les femmes?
Le retour en plénière
Pendant le retour en plénière, les membres de chaque petit groupe seront invités à partager les
propositions qui leur semblent à la fois favoriser l'intérêt des filles et des femmes pour les cours
relatifs aux STIM et l'équité envers elles, en justifiant leurs choix. Les animatrices de l'activité
prendront des notes, en vue de la publication de la liste de propositions sur le site Internet de
l'AFFESTIM.
Nous espérons, d'une part, que les personnes ayant participé à l'activité réinvestiront certaines de
ces propositions dans leur enseignement des STIM et, d'autre part, qu'elles poursuivront au
quotidien la réflexion amorcée pendant cette activité.
Quelques informations supplémentaires au sujet de l'AFFESTIM et de la communauté de
pratique
L'Association de la francophonie à propos des femmes en sciences, technologies, ingénierie et
mathématiques (AFFESTIM; www.affestim.org) a pour mission de regrouper des personnes de
la francophonie, intéressées à promouvoir la participation, la rétention et l’avancement des filles
et des femmes dans les champs liés aux STIM.
Les animatrices de l'activité contribuent au projet intitulé « Nouvelles pratiques enseignantes au
secondaire pour promouvoir les STIM (sciences, technologies, ingénierie et mathématiques) chez
les filles », en collaboration avec d'autres professeures et chercheuses en STIM et en éducation.
Ce projet est dirigé par Anne Roy (anne.roy@uqtr.ca). En un mot, il s'agit d'une communauté de
pratique virtuelle regroupant des enseignants et des enseignantes de mathématiques, de sciences
et de technologies du secondaire et du collégial. Ces personnes participent à des discussions
pédagogiques à visée philosophique au sujet de pratiques enseignantes plus attrayantes pour les
filles et les femmes et plus équitables envers elles. Autrement dit, les participantes et les
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participants à la communauté de pratique explorent, sur une période de plusieurs mois, la
question dont il a été question dans cette activité.

Parallel sessions S8
Mentoring and Networking: The Importance of Mentoring and Networking for
Women in STEM Fields
Ashley Osmond and Clara Decan
The Women in Science and Engineering Undergraduate Society (WISEUS) at Memorial
University is a dedicated body whose mission is to support female Engineers and Scientists as
we embark on our journey to becoming professionals in a wide field of interests. We hold
various workshops, offer networking opportunities, mentoring activities and social events that
we hope will encourage the development of important skills needed to become a successful
woman in the workplace. The society consists of students who are currently working towards a
degree in Science, Engineering, or Mathematics. Currently sitting at 105 members, WISEUS
provides a network of support while helping students to develop valuable workplace skills.
Becoming a member of the undergraduate society provides many benefits including;; access to
industry workshops for professional development at a discounted rate, connections to both senior
and graduate students who are available to provide advice on navigating the undergraduate
experience, as well as direct contact with some of the best and the brightest women in industry.
Our society is especially proud of their Evening With Industry Event which was launched in
September of 2015 with great success. The event consisted of a formal dinner and networking
session in which students from Memorial University had the opportunity to connect with
industry professionals, both male and female, in their field of interest. Along with the benefit of
learning from these professionals, this event also allowed students to develop their networking
and communication skills as well as listen to some guest speakers from various industries whom
of which were all in different stages of their career. This event attracted more than 70 people and
due to its success it is expected to grow in the coming years. The society has a strong belief that
networking in this setting builds mutually beneficial professional relationships that will allow
students to envision their future, discover opportunities and advance in their
chosen field. In this presentation, we would like to highlight the importance of networking and
mentoring for young women. Currently, women have a developing role in engineering, which
was once male dominated. Women can influence the workplace by being leaders and changing
the way we communicate with each other. Having a mentor can prepare women for a demanding
work environment, and networking can serve many purposes. This includes sharing experiences
as well as building professional connections, both of which increase women's strength and value
in the workplace.
Some of the benefits of mentoring young women are the following:
● Strengthen women’s role in the workplace
● Increase professional independence
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● Mutual Support among women
● Retain practical information from senior women in the industry
● Learn how to network and how to think about your future
● Gain confidence when working in male-dominated places
“The number of women occupying senior management positions in Canada's biggest companies
has barely budged in the past decade. Only 17 percent of corporate officers and 13 percent of
directors at Canada's top 500 private and public sector companies are female. The slim showing
represents an anemic gain of 2.8 per cent since 2002, when Catalyst Inc., a business women's
lobbying group, first began tracking the numbers.” - The Globe and Mail
As young females pursuing a career in Engineering, the lack of females occupying senior
management positions can have a serious impact on the goals we set for our own careers. We are
working to change these numbers in the future and inspire young women to pursue career in
engineering and science and aim to attain senior management positions. It is important for young
women to have these role models and to know that it is realistic to aspire to these executive
positions in the future. Networking, as well as mentoring, are skills which have a vital impact on
a young woman’s career and will give them the steps to break that one last barrier into CEO or
director positions. The Women in Science and Engineering Undergraduate Society’s mission is
to assist young women in STEM fields to develop these skills and apply them actively through
the activities and workshops that we offer. Our hope is that one day this statistic will change, and
through our mission, we strongly believe that it can.

Mentoring and Networking: Bridging the Gap: WISE NL Mentorship Program
Ashley Turner, Co-Director WISE SSEP and Mentorship Program
Women in Science and Engineering Newfoundland and Labrador (WISE NL) and its award
winning Student Summer Employment Program (WISE SSEP) have laid the foundation for
promoting science and engineering opportunities to young women across the province for 26
years. In 2015, WISE NL developed a Mentorship Program to continue the support network
beyond its existing programs and undergraduate and graduate student societies (WISE US and
WISE GSS), with a focus on bridging the gap between post-secondary education choices and
professional career paths. This program engages WISE NL with the broader science and
engineering community, and fosters connections between students and professionals to guide
young women to advance and achieve their goals. The program was developed based on
professional mentoring models, with support from NSERC PromoScience.
The Mentorship Program is a rewarding opportunity to inspire students to pursue science or
engineering careers, by pairing them with professional female mentors who provide insightful
information through sharing experiences, challenges and achievements. Mentees benefit from
being connected to a network of professional women who can provide valuable advice on their
education and career choices. They learn about the current job markets, how to search for new
opportunities, how to build their resume and interview skills, and the importance of maintaining
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a work-life balance. Mentors also benefit by expanding their network and building upon their
coaching skills, as well as learning about the challenges facing young students and graduates as
they complete their degree program and enter the workforce.
The pilot offering began in September 2015 and concluded in December 2015, with 13 mentee
and 13 mentor participants. For the pilot, it was required that mentees be WISE SSEP alumnae,
or WISE US or WISE GSS members. The program began with an “Evening with Industry”
launch event hosted by WISE US, where mentors and mentees had an opportunity to become
acquainted with one another, as well as network with other students and industry professionals.
The mentors and mentees then held monthly meetings, with the mentees holding responsibility
for scheduling meetings and preparing agenda items, which places the onus on mentees to drive
the mentorship discussions based on their interests and needs. To conclude the pilot program,
prior to attending the annual WISE NL holiday social, participants completed a survey and
gathered for a final group debrief to informally share feedback about their experience. Feedback
obtained from participants showed that 100% of mentees had a mentor that was a positive role
model and 100% of mentors found that the opportunity to mentor a young woman was a
rewarding experience. It was recommended by participants that mentors and mentees have the
option to continue their mentorship pairing under the program beyond the four month academic
term for up to eight months if desired.
The second program offering took this recommendation into account and began in January 2016,
with 15 pairs (11 new and 4 returning). While this offering followed the same format, it was
extended to a broader audience, with no requirement of previous WISE NL affiliation. Feedback
obtained through the end of program survey revealed that 100% of mentors and mentees enjoyed
the program and would recommend it to a friend or colleague. Mentees cited that they learned
more about their fields and gained invaluable advice from experienced professionals, which will
help them advance in their careers.
WISE NL will continue to offer the Mentorship Program in the winter and falls terms, with the
continued support of NSERC PromoScience.

Innovation in the Workplace for Inclusion: Gendered Space within the STEM
Work Culture
Alicia Bjarnason, Co-President AWSN, University of Calgary Human Geography, Masters
Student
Feminist research approaches centre on and identify the problematic of women’s diverse
situations and the institutions that frame those situations (Creswell, 2013). Feminist geography is
an approach in human geography, which applies the theories, methods and critiques of feminism
to the study of the human environment, society and geographical space (Rose, 1993). Feminist
geography is one of the largest and quickest growing specialties within the greater discipline of
human geography (Staehli, Martic, 2000), proving itself time and again as a source for
innovative thought and practice across all human geography
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(Dixon, Jones III, 2015). Doing feminist geography means looking at the actions and meanings
of gendered people, at their histories, personalities and biographies, at the meaning of places to
them, at the different ways in which spaces are gendered and how this affects people's
understandings of themselves as women or men (McDowell, 2007). Feminist geographers pay
particular attention to the gendered ways people come to learn about and interpret places, the
access women as individuals and as members of social groups have to places, and their ability to
act in various ways within those places (Staehli, Martic, 2000).
Feminist geographers expose the power relations that have been naturalized in the past, and the
contemporary socio-spacial constructions of gender (England, 2015). This work fosters an
understanding of space as an evolving and dynamic social product, proposing that gender
transforms space and space transforms gender. When examining a topic like women’s economic
viability, researchers can investigate what social networks influence things like gender divisions
of labour, sex based occupational segregation and the construction of social, geography,
economic and symbolic boundaries in everyday life (Hanson, Pratt, 1995).
Work spaces that have been traditionally male dominated can exhibit traits that are masculine in
nature (Laplonge, 2014). The current strategy of numerous companies, that employ STEM
women in nontraditional work, when dealing with gender inequality is to assume it is a
‘women’s issue’. As such, policies direct attention to changing women’s behavior rather than
altering the spaces in which women are expected to work. When a space is gendered, it creates a
culture that is not welcome to all. Changing corporate culture in not an easy task. It requires
effort from all levels of corporate involvement. By taking a feminist geography lens, the work
space can be dissected to revel the gendering within the everyday culture where women work.
Through change and the neutralization of the work space, a more inviting and diverse work
environment can be created. With true diversity within the STEM work force, innovation can
thrive.
References:
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Innovation in the Workplace for Inclusion: 30 by 30: One Organization’s
Journey to The Goal
Andrea Watts
Do you know how achievable 30 by 30 is? Success stories and recommendations will be shared
on how to increase the number of women entering engineering education programs. Workplace
strategies that have been demonstrated to attract and retain women will be highlighted.
Applicable to four conference goals: innovating in the workplace for inclusion of women;
mentoring and networking; fostering innovation culture; and encouraging science, engineering,
trades and technology to industry.
• Show that 30 by 30 is achievable (Manitoba had 25% in 2014) and increase buy-in for the
goal!
• Strategies that employers, organizations, regulators, HR and managers can implement to
attract and retain female SETT employees.
• Show that many challenges are only perceived.
• Inspire engineers associations to identify gaps and see how to close the gaps to achieve 30 by
30.
• Demonstrate credibility and encouragement for Engineers Canada’s Reaching 30 by 30
Guide.

Preparing Women for Innovation: NSERC 2020: Embracing pluralism and
thriving through diversity
Pierre Charest, Vice President, Research Grants and Scholarships (NSERC)
The Natural Sciences and Engineering Research Council (NSERC) is Canada’s federal granting
agency for funding science and engineering research. NSERC plays an important role in
supporting students, funding discovery research, and promoting innovation. NSERC is also a key
player in influencing science policy and culture in Canada.
NSERC recently launched a new strategic plan, NSERC 2020, which will allow NSERC to
expand upon existing programs and create new activities that will contribute to positive change.
The plan outlines five key areas of focus: Foster a science and engineering culture in Canada;
launch the new generation; build a diversified and competitive research base; strengthen the
dynamic between discovery and innovation; and go global.
NSERC’s 2020 strategy is directly aligned with our commitments to excellence and equitable
practices. NSERC recognizes the importance of engaging women in science and engineering
careers across all sectors and is committed to strengthening diversity in the base of Canadian
researchers. NSERC continues to support and develop initiatives aimed at increasing women’s
participation in science and engineering fields and to provide role models for women in STEM
fields. NSERC is committed to increasing the number of women in STEM fields, facilitating the
accommodation of career and family, and nurturing mentorship. NSERC’s support of new and
ongoing activities will allow for the implementation of better initiatives to increase gender equity
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considerations in NSE fields at both national and international levels. This has become a
crucial component of both research and business excellence.

Preparing Women for Innovation: A Transformative Education in Sustainable
Design Engineering
Amy Hsiao, Haley Butler, School of Sustainable Design Engineering, University of Prince
Edward Island
The current body of engineering undergraduate students would have most likely been exposed to
science demonstrations and team-based competitions in their K-12 experience. Whether it was
with interlocking toy blocks, robot sets, or everyday materials such as popsicle sticks or straws,
students entering university will most likely have experienced the fun and playful aspects of
creativity and learning. This is a good thing that is built upon, through what the author calls a
transformative education, in Sustainable Design Engineering.
Engineering curriculum in North America is taking a timely and progressive step towards
evaluating our students' skills and attributes upon graduation. The emphasis is less on the
educators' inputs, but more on the effectiveness of the inputs. This is seen through new and
revised accreditation criteria for both Canadian and American engineering universities, in which
in addition to a strong technical base of engineering knowledge, a strong ability to use
engineering tools, and critical thinking skills (of investigation, problem solving, design, and
analysis), engineering graduates must now also have strong communication and professional
skills and an understanding of equity, equality, project management, and life-long learning, for
example, as measurable outcomes.
So the value of backyard play, basement tinkering, and "trial and error" experimentation now
must be transformed into the proficiency, use, and application of engineering concepts. This
presentation will discuss three aspects of transformation that have been observed in
upperclassmen students, through a year of working on projects with real clients, in a "start-up"
scenario at the School of Sustainable Design Engineering at the University of Prince Edward
Island. These three aspects are critical reflection, participative evaluation, and keen application
of professional engineering, engineering design, and sustainable engineering. The presentation
will be from the perspective of both faculty member and student.
Similar to the concept of Transformational Leadership, where a leader inspires and works with
her team to execute a vision for a marked change in the organization, a transformative education
includes interactive, goal-based, hands-on learning by which the students not only gain
knowledge from their professors, who share expertise and are effective educators, but the
students also gain professional growth through a sense of empowerment, identity, and self in
their individual pursuit of Engineering. The transformation occurs through motivation and a
learning culture that promotes ownership, high morale, quality work, and caliber
performance. Through transformative learning, the marked change is in how the scientific
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method, the design process, and the Professional Engineers Act are understood and espoused
by the engineering student and faculty.
Sustainable design engineering is transformative in itself in that it challenges how engineering
has been taught. It combines all the aspects of engineering that promote innovative,
technological design enabling both current societal needs without compromising the welfare of
future generations, i.e. effective implementation of mechatronics and automation, effective use
of bioresources, and the development of renewable or sustainable energy systems. The School of
Sustainable Design Engineering at UPEI focuses on these three themes, in the research expertise
of its faculty and the types of student design projects. This presentation will discuss how the
theme of sustainable design engineering has facilitated a transformative education for the
undergraduate engineering student's experience.

Parallel sessions S9
Innovation in the Workplace for the Inclusion of Women: Gendered Language
and Diversity: You Get What You Ask For
Dr. Lesley Shannon, Simon Fraser University
Introduction

Dr. Lesley Shannon, P.Eng. is an associate professor in the School of Engineering Science at
Simon Fraser University. She holds the Natural Sciences and Engineering Research Council
(NSERC) Chair for Women in Science and Engineering (CWSE) for the BC and Yukon Region,
which operates as Westcoast Women in Science, Engineering and Technology (WWEST). One
of the initiatives for the WWEST program is to work alongside individuals and organizations to
change the way we describe science and engineering.
Overview
There have been significant efforts to improve gender diversity in Science, Technology,
Engineering, and Math (STEM) programs through initiatives such as NSERC’s Chairs for
Women in Science and Engineering program. While these types of programs have achieved
some successes and changed the landscape of the problem, there is still much to be done. We
now recognize that the value of diversity is not about an organization’s public image, but in the
contributions women make to our society. As such, the conversation we are now having is very
different from the “war of the sexes” from decades earlier; herein, we will focus on the impact of
language on attracting, retaining, and promoting diversity.
While it may be obvious that people are strongly impacted by what we communicate, it should
not be surprising that how we communicate is also important. People have come to realize that
when visuals are exclusionary, such as images of scientists including only men, it is easy to
understand how people do not “see” themselves as part of the intended audience. However, the
words we use to convey our message can be equally alienating.
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The English language is gendered, with the obvious examples being “he” and “she”.
Experimental evidence suggests that using gender-exclusive language (such as the universal
“he”) can negatively impact the excluded gender [1]. Conversely, when information is conveyed
using gender neutral language (e.g. “they”) or gender inclusive language (e.g. “she or he”), it can
help a broader audience connect with the message.
However, language is also gendered in a subtler way, by the way that certain words are
associated with specific genders based on gender stereotypes. For example, “feminine” words
typically reflect the “communal” stereotype of women (e.g. committed, honest, interpersonal)
whereas “masculine” words highlight the “agentic” stereotype of men (e.g. analytical,
independent, logical) [1][2]. When our messaging comprises largely agentic language, it can
negatively impact how women relate to what is being said. This can lead to them to feel excluded
from academic programs and job opportunities. Often we discuss a woman’s qualifications using
largely communal language; this can lead others to perceive them as being less qualified for
employment in areas that require “agentic” skills like STEM. Recognizing these biases in
perception and working to create gender inclusive information will help change who is part of
the community. In short, if we change what we ask for – from purely agentic communications to
something more communal – we just might get it.
Proposed Session
This interactive workshop will first present some information and examples as to how language
can be both gendered and exclusionary. Participants will be asked to review sample documents
to identify issues with how information is being communicated to a diverse audience. This will
be followed by a discussion of techniques for writing more inclusively for a range of materials
including: job advertisements, post-secondary recruitment materials, and letters of
recommendation. Participants will be asked to apply these techniques to sample documents to
practically experience how to balance communications for a diverse audience. The session will
close with a discussion of how incorporating these practices institutionally can impact both
internal and external communications.
References
[1] Stout, J. G., & Dasgupta, N. (2011). When he doesn’t mean you: Gender-exclusive language
as ostracism. Personality and Social Psychology Bulletin, 37(6), 757-769.
[2] Rudman, L. & Glick, P. (2001). Prescriptive gender stereotypes and backlash toward agentic
women. Journal of Social Issues, 57(4), 743-762.

Mentoring and Networking: Building a Future for Women in Trades
Brenda Gilmore, Program Manager, Conestoga College Institute of Technology and Advanced
Learning
Women in Canada now represent more than 47 per cent of the labour force, and have the
opportunity to choose from a full spectrum of post-secondary education and training
opportunities as they prepare for rewarding careers and successful futures.
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Despite the array of options, the majority of young women continue to choose programs in
traditional areas such as the humanities, social sciences, business and health. While these studies
can – and often do – lead to successful and rewarding careers, creating a better understanding of
alternative pathways and the potential rewards of careers in the skilled trades can put young
women on the fast-track to high-paying careers and address growing skills gaps in Canada’s
workforce.
A changing economy
The growing shortage of skilled labour is widely recognized as one of the greatest threats to
Canada’s economic competitiveness. Young people who choose to pursue skilled trades careers
now have tremendous opportunities to carve out successful, high-paying, rewarding careers. At
the same time, many of our youth struggle with unemployment and underemployment, despite
high levels of educational attainment.
Women continue to be vastly underrepresented in skilled trades and technical professions,
accounting for only 14 per cent of registered apprentices in 2011, concentrated mostly in
traditional areas such as hairstylists and cooks. How can we attract more women to the booming
construction, technology, manufacturing and trades fields that will allow them to reap the
substantial benefits that such careers offer?
Dispelling the myths
Parents, students and even educators often have a limited understanding of the nature and
potential of skilled trades and technology careers. They offer above-average pay, job security,
flexibility, variety, rewarding work and unlimited opportunity. Many skilled tradespeople are
also entrepreneurs, running their own businesses and charting their own course for success. For
young women who enjoy hands-on learning, are passionate about their work, and enjoy seeing
the results of their efforts every day, a career in the trades may be an ideal fit.
Early exposure and encouragement
Conestoga College Institute of Technology and Advanced Learning is a leader in polytechnic
education, providing a comprehensive range of programming to prepare students for success and
promote economic prosperity throughout our region and across Ontario.
Ontario’s top provider of apprenticeship training, Conestoga has been a frontrunner in providing
trades training for women since 1977. With support provided through the Ontario Women’s
Directorate, Conestoga has helped hundreds of women in our community make a fresh career
start through the Women in Skilled Trades and Information Technology Training for Women
programs.
In conjunction with our partners, we also provide opportunities for young women across our
region to learn more about the potential of trades careers through a variety of fun, interactive
events.
Jill of All Trades is a full-day event held designed to inspire young women in Grades 9-12 to
pursue education and careers in trades and technology. Hosted in conjunction with the School
College Work Initiative – Grand Connection Regional Planning Team (SCWI), the annual event
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provides opportunities for 175 female students from eight local school boards to explore a
variety of trades through hands-on workshops in areas including carpentry, masonry, electrical,
plumbing and heavy equipment operation. Female mentors such as Danielle Bryk from HGTV’s
Bryk House are on-hand to provide support and encouragement\
TNT (Trades and Technology) Day workshops developed in partnership with SCWI provide
Grades 7 and 8 girls with the opportunity to participate in various hands-on activities related to
different careers in the construction, industrial and motive power sectors as well as engineering
and architecture. Students are introduced to pathways that will help them transition to
apprenticeship, engineering technology or related college programs.
Discover Your Future workshops developed in partnership with SCWI provide Grade 8 students
with opportunities to explore careers in the construction, industrial, service, motive power and
food processing trades and engineering technology. Students experience half-day, hands-on
workshops delivered by college faculty that provide an introduction to a variety of skilled trades
engineering and technology careers and enable students to make informed decisions for
secondary school course selection.
Day with a Difference, developed in partnership with the Elementary Teachers’ Federation of
Ontario, is a one-day conference for girls in Grades 7 and 8 in the Waterloo Region District
School Board. This conference focused on math, science and technology features a variety of
hands-on workshops led by female presenters in such diverse areas as architecture, engineering,
video game design, electronics, food science and welding.
In addition to these initiatives targeted at youth participants, Conestoga participates in a variety
of other initiatives to support women in pursuit of skilled trades careers, including the delivery of
Women in Skilled Trades training through the Ontario Women’s Directorate.
The road ahead
Helping young women expand their view of potential career paths to include trades and
technology is essential not only for their own success, but also for Canada’s economic future.
Providing more opportunities for hands-on activities beginning at the elementary school level,
creating all-girl technology classes where young women can gain confidence in their skills, and
providing more female mentors and role models can help address continued gender disparity in
this high-demand field and lead our girls to amazing and rewarding careers.
For
more
information
about
http://www.conestogac.on.ca/trades/women/

trades

training

for

women,

visit

Encouraging Science, Engineering, Trades and Technology to Industry: Une
action concertée pour comprendre la réalité des femmes dans les métiers et
professions traditionnellement masculins, particulièrement celle des
ingéniures
Claire Deschênes, Carol-Anne Gauthier, Sophie Brière de l’Université Laval et Anne-Marie
Laroche de l’Université de Moncton
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Force est de constater que le parcours des femmes dans certains métiers et professions
traditionnellement masculins est une réalité qui demeure complexe et que l’égalité de traitement
est loin d’être acquise. Peu d’études ont réalisé à date un véritable état des lieux des principaux
enjeux, défis et problèmes liés au cheminement de carrière des femmes et surtout, des
interventions porteuses et des pratiques émergeantes qui favorisent la progression et la rétention
des femmes dans ces métiers et professions.
La présentation portera sur un projet de recherche de type Action Concertée proposé par le
Secrétariat à la condition féminine, le Fonds de recherche du Québec – Nature et technologies
(FRQNT) et le Fonds de recherche du Québec - Société et culture (FRQSC) et qui est mené par
un groupe de chercheuses et chercheurs de l’Université Laval dirigé par Sophie Brière, titulaire
de la Chaire de leadership en enseignement − Femmes et organisations. Cette recherche vise à
dresser un portrait approfondi des facteurs liés à la progression et à la rétention des femmes dans
des métiers et professions traditionnellement réservés aux hommes au Québec. Elle permettra de
comparer la réalité de diverses professions, dont les STIM (sciences, technologie, ingénierie et
mathématiques), la Santé (médecins et dentistes), l’Éducation (directrices au collégial), Finance,
Droit et criminologie (avocates, policières, agentes correctionnelles), Santé et sécurité
(inspectrices). Claire Deschênes, professeure en génie mécanique, est responsable du volet
femmes en STIM de ce projet de recherche avec le soutien de collègues membres de l’Affestim.
On portera une attention particulière lors de cette activité sur la conception du programme de
recherche et sur la première partie du projet qui consiste en des rencontres avec des groupes
nominaux et des entrevues concernant les ingénieures. Cette présentation permettra en outre aux
congressistes de donner leur point de vue sur les éléments clés à recueillir lors des rencontres et
entrevues et de partager des avancées susceptibles d’apporter des pistes nouvelles sur le thème de
l’intégration et de la rétention des femmes en génie.

Parallel sessions S10
Promoting Open Space and Collaboration: Nonprofit Marketing – The Science
of Team Innovation and Resourcefulness
Monica Cordon

Today’s needs in non-profit marketing have evolved greatly from the days of strictly print media
and word of mouth. However, it has also created new innovative tools that are readily attainable
and simple to use. In addition to the new tools and methods, we have also evolved in the strategy
to take and the types of teams we build. To have a great start in non-profit marketing the right
chess pieces need to be in the right places.
Among the challenges of budgets, we also see challenges unique to different areas of non-profit
service. Critically we need to ensure that mission and vision are the key items on the list to
communicate fully and clearly to the public and key stake holders.
Before any marketing initiatives are developed and executed, we will need to understand why
your non-profit needs a dedicated team to Marketing, Communications and Public Relations. As
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grant funding becomes increasingly difficult and reduced in this economic environment, we
will need to innovate our approaches in how we will obtain the sufficient funding to provide our
target demographics the services and programs necessary to improve and further our causes.
Having a team passionate for their roles and being innovative will be important to enhance the
activities, awareness, sponsorship and membership bases within the organization. Who do we
need on the team, what do we look for in the talent that we put in those roles, volunteer versus
employed, what is the most important aspect of each role? These questions and more will be
answered in the initial parts of this presentation along with statistical knowledge.
Building a solid marketing team is great, but how about those teams that have not had years of
experience in Marketing? What if our non-profit members do not come from a background in
Marketing, Communications, or Public Relations? Your non-profit needs to be on the same page
on what Marketing really is. Marketing takes on various forms which include Strategy and Sales
(although we do not sell, but rather develop funds and garner awareness and support). The
greater objective of the team is to provide strategy and execution on effective plans, but what is
sets non-profit marketing apart from any other area of marketing? This part of the presentation
will focus on the key objectives and forms of Marketing for the non-profit realm. Very important
to understand a general format on how to conduct all plans, strategy sessions, formulation of
ideas, etc. Knowing how to communicate between internal and external stakeholders will also be
important in ensuring that support will be created and maintained in the long run. The strength of
resourcefulness and innovation will be the determining factor in success of all initiatives taken
by the organization.
Now that we understand the clarity of how to use processes in Marketing we will talk about the
major tools that are needed in the team. Marketing reviews/audits are one of the major aspects of
knowing whether your key messaging is in line with the image, message and reputation you want
to portray to all key demographics and stakeholders. Marketing Plans, Social Media schedules,
annual reports, analytics, media kits, and various other tools to get started. What about the online
tools at your disposal? What are the best key tools to use to start off with? Social media is greatly
impactful platform to use in all areas of the organizations activity. There are effective and
ineffective times and topics that can make or break your initiatives. The website is another key
tool that will be the face of the organization; building a fully functional and user friendly site
with key demographics in mind are sure to keep support increasing and awareness of the cause
more influential. There is a science to it all!
The final part of the presentation, we want to chat a bit about some successful tips and tools that
have propelled our peers’ non-profit programs. Have you obtained great information to succeed
in your next initiative, what are some new ideas?
This presentation will encompass the full aspects of what non-profit marketing is and how to
achieve great results at the start. Collaborating together will be a strongly encouraged focus of
the presentation as we are trying to achieve great social impact in our organizations. A main
objective of the presentation will be to learn about what is current and what is working in the
world now and what will be coming down the road to be ready for. Our organizations need the
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best communication and face forward, this will be a great way to ensure that smaller
organizations know where to start and where larger organizations can provide examples of
experience during specific times in the presentation.
Success is in the ability to collaborate with peers.

Encouraging Science, Engineering, Trades and Technology to Industry:
Zambian Women in the Mining Industry for a Better Future

Irene Barankariza, Donatille Mujawamariya and Catherine Mavriplis University of Ottawa
Notwithstanding the many claims about the advantages of extracting minerals and about the level
of demand for these commodities, the existing literature has shown that Zambian mines rarely
benefit their host communities. This study details the challenges and opportunities perceived by
women who work and live in Kalulushi and Kitwe mining communities of Zambia. Drawing on
contemporary Marxist feminist theory and on transnational feminist theory, a qualitative research
design was applied whereby in-depth interviews were conducted with 18 women from the
Kalulushi and Kitwe mine communities with the goal of assessing the challenges and
opportunities perceived by these women, whether as formal or informal mine workers, or as
homemakers. The findings show that, while some of the interviewed women have been
negatively affected by Structural Adjustment Programs, others state that they have not been
impacted at all.

Mentoring and Networking and Indigenous Knowledge and Science: WISEST:
Developing and Maintaining Diversity in STEM Fields: “Tales from the Science
Buffalo”, WISEST’s aboriginal outreach program
Ingrid Pederson, Madeleine Jensen-Fontaine, Sahar Banisoltan

This presentation is for a broad audience, including educators, other outreach organizations,
academics and working professionals within science, engineering and technology fields who
want to learn about WISEST’s and WISER’s successful programs. WISEST programs encourage
young people to consider science, engineering and technology at integral points in their
education and career paths. WISEST has developed a series of interactive classroom
presentations with engaging science activities that honour aboriginal ways of knowing and
introduce careers in the Sciences. WISEST networks for undergraduates, graduates and earlycareer female professionals in STEM, UA-WiSE, and WISER, focus on mentoring and
networking. This session will generate ideas for anyone interested in diversity programs.
WISEST has over 30 years of experience and dedication in developing successful programs to
both engage and encourage girls into STEM fields, and has recently expanded to include an
innovative program for young aboriginals in rural communities. For those focusing on retention
in STEM fields, WISER will highlight their development of successful mentoring and
networking programs
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Policy Forum (Day 1)
“Women in the Workplace: building an agenda to remove barriers”
Purpose (Liette Vasseur, President of CCWESTT):
The purpose of this policy forum was to create a discussion around the creation of an inclusive
workplace environment for woman that takes into consideration the current challenges within the
science, engineering, technology, and trades sectors. In order to facilitate discussion, four
objectives were put forward as follows:
•

•

•

•

Address physical infrastructure issues
-providing proper facilities (eg. washrooms, change rooms, etc.)
-providing proper services (eg. health and child care support)
-providing a safe, gender-neutral working environment
Address work conditions
-limiting exposure to harmful work environments
-create assessments that take gender and life stage into consideration (eg. pregnant,
breastfeeding, etc.)
Address workplace equipment attire
-consistent provision of personal protective equipment in all workplace environments as it
relates to women (eg. in particular pregnant and breastfeeding individuals)
Recognize and develop systems that support woman in the workplace that are experiencing
mental illness
-changing perceptions that currently exist towards women suffering from mental illness,
especially during times leading up to, during, and after pregnancies

Bill C-243 (Mr. Mark Gerretsen, MP Kingston and the Islands)
Since assuming office on November 12, 2015, Mark Gerretsen introduced Bill C-243, otherwise
known as the National Maternity Assistance Program Strategy Act. The bill was developed with
the intent to implement a maternity assistance program strategy while simultaneously amending
the Employment Insurance Act to recognize the importance of pregnancy accommodations for
pregnant women facing risk in the workplace. To find out more please visit
http://www.parl.gc.ca/HousePublications .
The Story Behind Bill C-243 (Melodie Ballard)
Melodie Ballard is a welder whose doctor advised to stop working upon the discovery that she
was 4 weeks pregnant. With current legislation only covering a 15 week prior to due date paid
leave, it was suggested to Melodie that she consider taking sick leave in order to provide a source
of income for herself. However, Melodie was not sick; she was pregnant and now faced a 2.5
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month gap between when she was forced to leave work and when maternity benefits would
kick in. Of additional concern was that sick leave benefits would not have provided as much
financial support as maternity would have. Melodie was lucky enough to have many friends, and
spent most of her pregnancy couch surfing due to her resulting inability to keep up with house
payments. Through her experience she found a frustrating lack of counsel at the government
level for women such as herself. No one (eg. employer, Service Canada, etc.) knew what to do
for her due to the inexistence of a policy reflective of this situation and not wanting to see
anyone else have to go through similar hurdles, Melodie made it her mission to create awareness
and change the way situations such as her own are handled.
The Goal of Bill C-243 (Mr. Mark Gerretsen, MP Kingston and the Islands)
After hearing Melodie’s story, Mark’s immediate concerns were:
1. The only option for a woman in Melodie’s situation was to go on sick benefits...but
pregnancy is not an illness!
2. There was no EI system reflective of high risk work environments such as Melodie’s for
women prior, during, and after pregnancy (eg. trades, mining, etc.). As Mark indicated,
employment benefits and policies tend to focus on certain woman sectors rather than all
sectors, especially those considered high risk.
According to Mark, Bill C-243 aims to:
1. Offer Short-term Solutions through improved flexibility of the EI system according to the
changing labour market as it relates to women.
2. Offer Long-term Solutions by understanding the long term needs of women in the
workplace and adjusting, creating, legislation accordingly.
With this in mind, Mark encourages all those interested and present on this day to:
1. Share information about Bill C-243 and this policy forum with your individual networks,
professional and otherwise (eg. social media, local community groups, etc.).
2. Contact your local MP and encourage them to support Bill C-243.
3. Write a letter to the editor to create awareness of Bill C-243.
4. Contact Mark Gerretsen’s office directly to obtain further information and suggestions
surrounding creating further awareness about Bill C-243.
Comments from the Floor
Audience (Current Engineer): Expressed a concern that Service Canada views pregnancy as a
disease, it is a binary system in need of change that embraces flexibility in order to facilitate
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women’s transitions in and out of the workplace due to circumstances surrounding pregnancy
and questions if Bill C-243 is a strong enough solution long-term?
Mark: Indicated that the concern is addressed in the second part of Bill C-243 as the bill and its
supporters recognize the reality of a constantly changing work environment.
Audience (anon): Stressed that maternity, rather “paternity”, should not be tied to
unemployment insurance in the first place as the leave taker is not technically unemployed.
Mark: Indicated that the second part of the bill’s intent is to address this problem by adopting a
system similar to that in Quebec, but first a step must be taken in order to review current policy
and officially acknowledge that a problem even exists to set the wheels in motion for a solution.
Sarah (Speaker): Suggested that EI is a mechanism into which many other items have been
placed due to the inexistence of a more appropriate procedure.
Women and Apprenticeship in Canada (Sarah Watts-Rynard, Executive Director at Canadian
Apprenticeship Forum)
Sarah Watts-Rynard is the current executive director for the Canadian Apprenticeship Forum
(CAF-FCA). CAF-FCA is a non-profit organization which seeks to create an information and
networking hub for those pursuing or involved with apprenticeship in Canada. To find out more
about CAF-FAC please visit http://caf-fca.org/about-caf-fca . Sarah spoke on Women &
Apprenticeship in Canada, with the following being some of the key points she made:
-in most provinces and territories less than 15% of apprentices are women
-many barriers exist for those women considering or currently in a career in the trades industry
(general awareness, lack of encouragement towards math and science in school, lack of
participation in pre-apprenticeship programs, work family balance challenges, difficulty finding
an employer sponsor, lack of facilities, lack of mentors, unwelcoming workplaces)
-trade selections typical for women (eg. hairstylist, early childhood educator, horticulturalist,
etc.)
-the benefits of hiring women for employers (new talent pool, improved business performance
and market reach, enhanced productivity, better health and safety, increase in retention)
-employers need to pay attention to the following in order to attract and retain women (inclusive
policies, orientation, encourage colleague support, provide mentors, listen, review performance,
support professional development, etc.)
-the following are a few good resources recommended by Sarah:
-CAF-FAC: “Employer Handbook” and “Employer Toolkit”
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-CCWESTT: “Respectful and Inclusive Workplace Module”
-CAF-FAC: Skilled Trades Network www.caf-fca.org/skilled-trades-network
**CAF-FAC is currently seeking feedback from women in trades about the network (website
setup, additions, further supports, etc.)
Breakout Session (Liette)
A. Besides issues already presented, what other barriers are not well understood and addressed?
B . Taking one barrier per table, what are the best practices and actions that can be either
promoted or worked on?
Group 1 (Donna Clark, Anne Webb, Ann Holmes):
Issues
“Excellence as defined in the research environment” OR “Criteria for
hiring/promotion/receiving grants”
- barriers that are based within a structure of meritocracy defined by a patriarchal structure
- a resistance to change by entrenched members of the profession/occupation.
Actions
“Individuals are finding ways around barriers.”
-implement gender-based analysis
-promotion of part-time workers (eg. job share)
-normalize alternative work-arrangements (eg. guaranteed annual income)
-awareness in not enough
-break the illusion that we have “done” women (evidence is not as good as we think it is)
-power structures have not changed
Group 2:
Issues
1. Unconscious bias
2. Learning to self-advocate (pay equity and promotion, also, corporate environment should not
want to create men out of women)
3. Corporate workplace culture (need for contracts to be granted only when gender equality
compliance exists within company, also, identify/recognize biases and what)
4. Family policies (flex hours, daycare, etc)
Actions
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-demand accountability (not just the boss, push this culture down into the lower levels of the
workplace structure)
-actively disrupt the status quo, find the quantum leaps and take them
Group 3:
Issue
Isolation in the workplace (how to confront and/or minimize)
Actions
-cluster hires (critical massing, women on hiring panels, shortlist with women, and the
importance of male champions)
-normalize cross-gender relations (encourage group mentoring, make this visible)
-codify in mentoring agreement (eg. of expectations...mentoring does not mean dating, celebrate
males who are inclusive)
-resource people that serve as connectors in companies (eg. the “buddy bench” concept used in
schools)
-inclusive social activities (volunteering rather than bar/golf)
Group 4:
Issue
Often success lies in who you know and who knows you
Actions
-raise awareness of this barrier and ways to be proactive in terms of policy (employers need to be
made aware)
-create and integrate networks (inclusive and diverse)
Group 5:
Issue
Workplace culture
Actions
-understanding the gendered culture of your workplace
-develop or find appropriate training programs
-management training
-restructure recruitment processes (removing potential gender biases)
-regular and ongoing training (thought/cultural maintenance)
-reporting or submission of statistical data on personnel demographics
-companies winning government contracts based on their equality/inclusivity policies
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-public and private organizations need to recognize the new family structure (family friendly
workplace policies)
-adjusting internal communication to incorporate gender neutral or supportive language
Group 6 (Edmonton, Alberta):
Issues
Social construct of school years, career beginning/building does not coincide with optimal child
bearing years (eg. 18-25)
We are not taught about options to traditional capitalist approach (other options besides
competing with the Jones’
Science employers do not allow for part-time work (even engineering employers sometimes
allow for 60-80% work weeks and discriminate against part-timers)
Actions
-need more men taking leave, working part-time to normalize the environment
-transition efforts (do not treat person taking leave like they are “fired”
-cultural change (make it socially acceptable/expected that leave is taken for births, etc)
-national flexible work policy (support, not just policy)
-parental leave, not maternity leave
-managing leaves
-work with industry (need informed policies)
Group 7:
Issue
Child Care (low income/high expenses, people creating on social media “me time”, insurance
industries, single families, immigrant families)
Actions
-public contributions (see women with families the same as men with families, change negative
cognitions, aligning work day with school schedules, liability changes)
-innovative solutions (child care centers combined with senior centers, university daycares taken
care of by students, “kid sharing” unlicensed day cares)
-anticipate unexpected barriers (mother’s or baby’s health)
-employers contributions (family time/child sick day time, parental leave/sharing leave, more
flexible employment policies such as working from home, telecommuting, proper re-integration
into the workplace after leave)
-retention importance
-job sharing
-daycare incorporated into workplace
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That’s a Wrap! Banquet and dance!
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Day 4: Friday, May 6th
Parallel sessions S11

Innovating in the Workplace for the Inclusion of Women: Managing Leaves –
It’s All About You
Katryn Atamanchuk, Lindsay Melvin, Danielle Magda Salem, Dawn Nedohim-Macek

Evidence has shown that women are more likely to take a leave of absence from work.
Regardless of the reason, a leave, and transition back to work, can be a stressful experience.
Personal stories and tips will be shared regarding how to successfully deal with leaves and
transitioning back into the workplace. Applicable to three conference goals: innovating in the
workplace for inclusion of women; mentoring and networking; and encouraging science,
engineering, trades and technology to industry.
• Highlight best practices to better manage various types of leaves and transitions from both an
employee and employer perspective
• Empower attendees with an opportunity to hear personal stories and share their experiences
• Prepare women in SETT for and increase awareness of unexpected leaves and the personal
nature of a leave
• Credibility for resources (e.g. Engineers Geoscientists Manitoba’s pamphlet and Engineers
Canada’s Guide) and connect attendees with these resources.

Encouraging Science Engineering, Trades and Technology to Industry: Coast to
Coast Update of the NSERC Chairs for Women in Science and Engineering
Catherine Mavriplis, Tamara Franz-Odendaal, Ève Langelier, Annemieke Farenhorst, Lesley
Shannon
Introduction

The Natural Sciences and Engineering Research Council of Canada supports the Chairs for
Women in Science and Engineering (CWSE) program through individual grants to the five
regional Chair programs as well as to a national network of these Chairs. The Chairs provide
regional and coordinated national efforts to work on the recruitment, retention and advancement
of girls and women in science and engineering (S&E) studies and professions. The Chairs also
conduct interdisciplinary research to study the factors affecting women’s full participation in
science and engineering. The Coast to Coast Update will provide a summary of each Chair’s
program in the last two years, since the last report at the 2014 CCWESTT Conference.
Regional CWSE Program Descriptions
Atlantic Region

The Atlantic Chair for Women in Science and Engineering launched the WISEatlantic program
in October 2011 with the aim of supporting women in Science, Engineering, Trades and
Technology. The primary goal of WISEatlantic is to give girls access to role models through
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webinars, workshops, camps and videos. Girls in junior high and high school are exposed to
fun, hands-on science in our Girls Get WISE Science Retreats and Summer Camps.
WISEatlantic also supports and connects Atlantic Canadian female professionals in S&E fields
through networking events and professional development workshops. The WISEatlantic program
is chaired by Dr. Tamara Franz-Odendaal, Professor of Biology at Mount Saint Vincent
University, Nova Scotia.
Région du Québec
La Chaire pour les femmes en sciences et en génie au Québec s’adresse aux filles et aux femmes
de tous les niveaux scolaires, soit du primaire à l’université, ainsi qu’aux femmes sur le marché
de l’emploi. Elle poursuit l’objectif général d’élaborer et de communiquer des stratégies
efficaces pour favoriser la participation féminine en sciences et en génie (SG). Pour ce faire,
nous nous investissons dans les activités suivantes : 1) création et validation d’une trousse
pédagogique à l’intention des enseignant(e)s du primaire qui vise l’apprentissage des machines
simples dans un contexte authentique, la présentation de modèles féminins 2) collaboration à
l’activité Les filles et les sciences, un duo électrisant! qui vise à présenter les carrières en SG et
des modèles féminins aux filles de 2e secondaire 3) réalisation de deux séries de vidéos, soit
Changer le monde au féminin qui explique aux jeunes filles qu’il est possible d’améliorer notre
monde grâce aux SG et D’une femme à une autre qui offre des outils et des pistes de réflexion
aux femmes déjà en SG; 4) analyse des données statistiques sur l’effectif féminin dans les
programmes de SG à l’université; 5) étude de l’influence des stages coopératifs sur l’engagement
des étudiant(e)s en génie au 1er cycle.
Ontario Region
The NSERC / Pratt & Whitney Canada Chair for Women in Science and Engineering for the
Ontario region has been promoting the participation and advancement of women in S&E
educational programs and professions for close to five years. The bilingual Chair program has
developed a strong following through a comprehensive communications campaign, meaningful
professional development programming, engaging interdisciplinary research projects and
strategic partnerships in the S&E community.
We seek to educate, celebrate, empower, support and connect. We accomplish these tasks
through: outreach and professional development programming, such as the new Go Code Girl
program for girls adopted by 8 Ontario universities; partnering with like-minded organizations
and grassroots groups in campaigns such as the #WISELegacy project, that aims to create
historical archives of Canadian women in S&E; a vigorous on-line communications campaign;
featuring accomplishments of current professional women in S&E in collections such as our
online #30in30 campaigns; researching factors influencing women’s participation through
interdisciplinary approaches, such as the “De mère en fille” project that investigated the
influence of mothers on their daughters’ choices to study S&E; and providing thought leadership.
Prairies Region
The Prairie NSERC Chair of Women in Science and Engineering (CWSE) established the
ICAN-WISE (Integrated Collaborative Academic Network for Women in Science and
Engineering) scholarship program to facilitate women mentee-mentor academic research
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collaborations in the natural sciences and engineering fields. Mentors-mentees from 10
universities across the Prairies applied in 2016. Faculty development has been a significant
component of the Prairie NSERC CWSE program, including delivering workshops for and about
women to academic staff and administrators and hosting or supporting a wide range of
networking events important to women in S&E fields. Our outreach programs are directed to
girls and Indigenous youth. The Prairie NSERC CWSE supports the importance of integrating
First Nations, Métis/Metis and Inuit cultures and traditions in curriculum and spaces at
universities. We established the first S&E research training program in Canada that combines
technical water and wastewater management training with Indigenous theory, law and
methodological skills training. The Chair program supports a range of outreach activities that
aim to provide Indigenous youth, particularly girls, with the support infrastructure needed to lead
science projects or to learn about the opportunities to get involved in science and engineering
careers.
British Columbia & Yukon Region
Westcoast Women in Engineering, Science and Technology (WWEST) is the operating name for
the 2015-2020 NSERC Chair for Women in Science and Engineering, BC/Yukon, which is
based at Simon Fraser University in BC. WWEST works locally and, in conjunction with the
other CWSE Chairs, nationally on policy, research, advocacy, facilitation, and pilot programs
that support women in S&E. Our mission is to engage industry, the community and students to
increase the awareness and participation of women and other under-represented groups in S&E
fields of study and careers.
WWEST has created three partner programs: community partners, research partners, and
industry partners. Each group of partners benefits from workshops, resources, and quarterly
publications to support their efforts to increase gender diversity in STEM fields. We also
facilitate collaboration between the partner programs to leverage further impact and
collaboration. WWEST is currently focused on producing publications and research relating to
how gendered language impacts gender diversity in STEM fields, both in academia and industry.
We are also developing materials to increase STEM career awareness in parents, teachers, and
K-12 students. These materials are meant to challenge stereotypes and communicate about
technical career opportunities using approachable language. WWEST works with the BC Science
Teachers' Association to support BC's teachers in adapting to the new curriculum, which
includes computer science at every grade level.

Parallel sessions S12
Fostering Innovation Culture: La Génie des Femmes au Service des Femmes

Donatille Mujawamariya, Catherine Mavriplis Université d’Ottawa
Nous voulons partager les résultats d'une étude menée auprès d'ingénieur(e)s (huit) et futur(e)s
ingénieur(e)s (quatorze) sur comment les ingénieures contribuent à l'avancement de la recherche
technologique en génie pour le bien-être des femmes et recueillir les points de vue de l'auditoire
sur cette question.
Nous souhaitons, à travers cette communication, favoriser une culture de l'innovation et à
promouvoir les innovations technologiques auprès des femmes ingénieures sur des questions
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d'intérêts féminins. Un des objectifs poursuivis dans notre étude est d'inciter et encourager les
femmes ingénieures à investiguer et innover sur des questions d'intérêts féminins. Ce qui leur
permettra de travailler sur des questions qui les intéressent et les passionnent favorisant ainsi une
forte participation des femmes en génie et de nouvelles perspectives dans le domaine du génie, à
la fois pour le bien-être des femmes et de la société en général.
Avant la brève présentation des résultats de notre étude, nous désirons nous entretenir avec
l’auditoire sur quelques questions telles : 1) Qu’est-ce que le génie d’après vous? 2) Connaissezvous quelques femmes ou filles ingénieures (chercheures, professeures ou professionnelles de
terrain)?- Si oui, dans quel domaine de génie ces femmes ingénieures œuvrent-elles? 3) Pensezvous qu’on devrait avoir plus de femmes en génie et dans quels domaines de génie? 4)
Comparativement aux hommes ingénieurs, quelles contributions apportent ou apporteraient les
femmes ingénieures au génie? Pourquoi? 5) Que pensez-vous du génie des femmes au service
des femmes? Autrement dit, que pensez-vous des recherches et innovations technologiques faites
par les femmes ingénieures sur des questions d’intérêt féminins? 6) D’après vous quels sont les
obstacles auxquels font face les femmes ingénieures à s’investir dans ces questions d’intérêt
typiquement féminins? 7) Avez-vous des suggestions, des solutions pour que des femmes (ou
plus de femmes) ingénieures s’investissent dans ces questions d’intérêts typiquement
féminins?
Cette activité est en soi une mise à jour sur la question de la sous représentativité des femmes en
génie dans la mesure où elle aborde une problématique jusque-là inexplorée, celle du génie des
femmes au service des femmes. L'étude aborde d'importantes questions telles la conception du
génie, l'importance accordée à la contribution des femmes au génie en tant qu'agentes de
changement dans l'avancement de la recherche scientifique et technologique sur des questions
d'intérêts féminins, les obstacles auxquels ces femmes font face pour s'investir dans ces
questions, des suggestions concrètes pour inciter et encourager les ingénieures dans cette voie.
Grâce à cette activité, l'auditoire aura contribué d'une part à repenser les politiques et pratiques,
suite à leurs suggestions de thèmes de recherche et d'innovations technologiques, pour
encourager les femmes en génie. D'autre part, l'auditoire sera mieux sensibilisé à cette
problématique ce qui lui permettra de cibler son rôle et ses responsabilités pour contribuer à la
promotion des femmes en génie pour le bien-être des femmes et de la société.
Innovation in the Workplace for the Inclusion of Women: Harnessing the Social
Sciences to Create a Culture of Inclusion in STEM
Elizabeth Croft, William Hall, Michelle Inness, Steve Spencer
Science, Technology, Engineering, and Math (STEM) fields are largely dominated by men.
Women make up only 12% of Canadian professional engineers and 40% leave the job in the first
5 years (Hill, Corbett, & St. Rose, 2010). Women’s participation in STEM fields is critical for
creating diverse workforces that foster innovation and for helping to curtail a looming Canadian
labour shortage in STEM sectors (Government of Canada, 2012). To address the
underrepresentation of women in STEM careers, an understanding of the subtle social
psychological barriers that contribute to women’s lower success and interest in STEM will
provide an important piece of this multifaceted puzzle. Three social scientists and one engineer
will provide an overview of how social psychological research can be leveraged to create gender
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inclusive workplaces in engineering and the sciences. The findings presented will point to
best practices for creating an inclusive workplace culture and improve women’s recruitment,
success, and retention in STEM.
Dr. Elizabeth Croft will provide an introduction to the Engendering Engineering Success Project
(2013-2016), a Social Sciences and Humanities Research Council of Canada Partnership
Development Grant that brings together non‐profits, academe from several disciplines, and
industry to identify which organizational practices best predict an inclusive and supportive
workplace culture that maximizes commitment and productivity for both men and women.
In Engendering Engineering Success (EES), researchers from the University of British
Columbia, the University of Alberta, and the University of Guelph are collaborating on a pair of
interdisciplinary research studies along with a knowledge translation component to communicate
our findings into a set of ‘best practice’ white papers and WinSETT workshops. In the first
study, HR employees completed a survey and an optional interview to provide information on
their company’s policies and practices. In the second study, engineers enrolled in mixed-sex
pairs or groups to complete a series of brief surveys on interactions with their group members
over 10 work days.
Michelle Inness from the University of Alberta will present research from the first study that
examined HR policies and practices. Her research focuses on encouraging the advancement of
women in engineering through the use of strategic human resources practices and policies that
focus specifically on the selection, retention, and promotion of women. Examples of such
policies include work-life balance policies, maternity leave benefits, family care benefits,
training and mentorship to name a few. Dr. Inness will present findings from the project that she
supervised in which Human Resources Professionals, working in Canadian firms’ that employ
engineers, were asked about their company’s policies and practices with a particular focus on
those that are thought to be supportive of women. Dr. Inness will examine the question of how
policies and practices relate to women’s success in engineering. Her works show that there is
variability between companies in the level of support for gender diversity, and will look at the
relationship between policies, practices, and attitudes towards gender diversity and the tenure
and advancement of female employees.
William Hall, M.A., from the University of British Columbia will provide an overview of the
second study that examined women’s interpersonal experiences in engineering workplaces. This
research attempts to answer the question of why women in engineering experience such high
levels of workplace burn-out, and how improving the tenor of workplace interactions between
men and women might increase women’s success in engineering. To examine these questions,
engineering employees from companies across Canada completed brief surveys assessing their
workplace interactions. The data showed that female engineers reported higher levels of burnout
on days that they had negative conversations with their male colleagues. But what was
happening in these conversations? Analyses revealed that negative conversations in which
women felt highly aware of their gender or judged on the basis on a negative stereotype when
talking with men were most likely to elicit workplace burnout. The question of how to improve
workplace conversations was also addressed in this study. Data collected as part of this study
suggested that women who reported working in a companies that had gender inclusive workplace
policies and practices also reported having better conversations with their male colleagues.
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In a fourth talk, Dr. Steve Spencer will describe some of his own research designed to
mitigate the effects of subtle gender bias on women’s outcomes in STEM. His research reveals
how theorizing from the behavioral sciences can be utilized to develop interventions to improve
women’s performance in university engineering programs. Dr. Spencer will present data from
two intervention studies. The first intervention provided women with strategies for coping with
bias against women in engineering that led to changes in their friendship networks and improved
their performance. Despite the success of this intervention, the researchers felt an important
piece of improving women’s performance was missing: reducing bias in the environment. The
first intervention allowed women to cope with bias but did not reduce it. In a second intervention
male engineers were educated about female engineer’s hidden strengths, and this was compared
to an intervention condition that promoted positive contact between male and female engineers
and two control conditions. Dr. Spencer found that both the intervention and the contact
condition promoted men’s respect for a female peer in their interaction group, but only in the
intervention that emphasized women’s hidden strengths in engineering did this respect generalize
to a TA that led the sessions and to a new female peer who interviewed the men.
Finally, Dr. Croft will conclude this symposium by giving a glimpse of future work including the
expansion of these prior projects within a nationwide research consortium on Engendering
STEM Success that brings together a broader network of social scientists, STEM experts, and
stakeholders in education and industry. Applying the science of unconscious bias and social
change, an expanded team will test a series of targeted interventions that seek to: 1) change the
Science = Male bias that often develops among elementary aged children, 2) make STEM an
attractive and welcoming option for adolescent girls, 3) equip young adults to recognize and
combat implicit bias they encounter upon entering the engineering profession, and 4) foster a
more gender inclusive culture in engineering organizations.
Overall, the research findings and future aims presented in this symposium promise to advance
our understanding of the role that the behavioral sciences can play in increasing women’s
success and participation in STEM. We believe that leveraging insights from behavioral science
is one of the key ways to address the shortage of women entering into and staying in STEM
workplaces and graduate programs. Increasing the demographic diversity of STEM will
engender a broader range of perspectives from which we can expect greater innovation and
productivity in a field that is a key driver of the Canadian economy.
Indigenous Knowledge and Science Advancement: Indigenous Peoples Access to
Postsecondary Engineering Education
Jamie Ricci
Faculties of engineering across Canada have been preparing their students and researchers to be
innovators and entrepreneurs—to make the next major technological advancement, to develop a
start-up that breaks records or to devise a solution to the world’s most persistent problems.
Investments in state-of-the-art lab space, new technologies and collaborative environments have
been cultivated on campuses across the country.
However, a critical driver of innovation is often overlooked: diversity. Including diverse peoples
fosters the capacity to solve problems, to be creative, to think critically and to embrace cognitive
complexity (D. G. Smith & Schonfeld, 2000). All are key assets in innovation.
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Also prevalent in the Canadian postsecondary landscape are the appeals to indigenize
education and to pay heed to the calls to action made by the Truth and Reconciliation
Commission (The Truth and Reconciliation Commission, 2015; The Truth and Reconciliation
Commission of Canada, 2015a). In light of the TRC’s report and recommendations, Universities
Canada, which represents 97 Canadian universities, stated that eliminating educational disparity
will “strengthen Indigenous communities, allow Indigenous peoples to continue to strive for selfrealization, enhance the informed citizenship of Canadians and contribute to Canada’s long-term
economic success and social inclusion (Universities Canada, 2015).”
When making a Canadian economy that is a global leader in innovation, we must not forget that
by investing in Indigenous peoples’ access to engineering, we invest in this future. Recognizing
this, Engineers Canada maintains that the sustainability of the engineering profession includes
the requirement that the membership of provincial and territorial regulators is representative of
society (End 3.1).
This presentation will outline seven practices that have been used to increase Indigenous
peoples’ entry to postsecondary engineering programs. It will then look at Engineers Canada’s
role in fostering the deployment of similar activities and ask attendees to consider their role in
promoting access in their sectors.
References
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Parallel sessions S13
Indigenous Knowledge and the Advancement of Science

Jamie Ricci
Culture is imbued in everything we do and know. This presentation will begin to unwrap the
influence of cultural on knowledge and how it relates to our fundamental understanding of time,
space and the systems around us. Equipped with the conception that what we know is culturally
bound, we will examine how science—including Western science, Indigenous science and
classroom science—benefits from the inclusion of different forms of knowing.

Innovating in the Workplace for Women’s Leadership: The Women Engineers’
Career Development: The Preliminary Findings
Victoria Osten, Catherine Mavriplis, Ann Denis University of Ottawa
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The purpose of the study is to provide a better understanding of how women engineers make
their career advancement decisions. The presentation is organized in the following way: First, the
study, its main goals and objectives, as well as the methods of data collection, are explained,
with some background on why the particular methodology has been selected. Second,
information about the number of women interviewed, the type of questions that they had been
asked, and the preliminary results, based on these interviews, are given. Third, a discussion of
the next steps that will be taken to complete the study concludes the presentation.
The study’s objectives
The organization where the study was conducted had expressed the concern that their talented
female workers are not moving to the upper-level technical and managerial positions fast
enough. The purpose of this study is not only to answer the question of why women engineers at
the organization are under-represented in the upper-level management positions but also to
contribute to the participants’ own knowledge about the organization, to provide some grounds
for the larger societal discussion on women’s and men’s professional inequality, and to enrich
the academic literature that is concerned with the women’s experiences in male-dominated
occupations, such as engineering.
The study’s goals have been achieved through a research design using formal one-to-one
interviews with women engineers and the human resources personnel. From the sociological
point of view, this is a case study utilizing grounded theory. This means that the study results
will be applicable only to the particular case – in this case the organization – which is studied.
There are limitations and advantages to the case study design. The main limitation is that the
results will be applicable to organizations with the same ratio of female/male employees and
other organizational similarities. The main advantage of the study design is that it is able to
answer the particular question applicable to the specific organization while taking into account
all specificities of the organization. This study design recognizes the diversity among individuals
who participate in the study and the diversity of settings. Finally, the study focuses on the
specific beliefs, actions and events that are observed and asked about, as well as their actual
social and organizational context. The same size was determined by saturation and not by the
principle of the more participants, the better the study. The point of saturation is achieved when
the researcher does not obtain any substantially new information from additional interviews.
The study’s participants
The participants in the study are female engineers who are working at the organization and
hold an engineering degree or diploma. To date, 20 women have been interviewed at various
locations; one woman was interviewed via phone and another via Skype. The women
interviewed hold positions with various levels of responsibility, some at the lower levels of the
organizational hierarchy, and others in management. The interviews were one-to-one; the
consent form, the goals of the study, what participation entailed and other relevant information
such as the voluntary nature of participation in the study were all discussed at the beginning of
the interview. All women participated in the study willingly.
The interview questions
Participants were asked to complete a demographic form containing 10 questions including their
age, ethnic-racial background, education, job title, family status, and immigration status.
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Between 20 and 22 interview questions were then asked, depending on the relevance of the
question to the particular situation. The questions were divided into three categories. Questions
regarding present employment situations were about the position the person occupies within the
organization, how many people she has under her supervision and what part of the organization
she works for – for example, engineering or customer support. The next set of questions related
to the participants' careers including their important career choices, barriers they have
encountered and the kind of position they would like to have in five years. There were also
questions about how the organization might facilitate the women’s career development. The final
set of questions addressed the participants' next career steps.
Preliminary results
Three main themes emerged from the interview with these dedicated women: visibility, the lack
of job opportunities, and the organization’s mentoring program. Each of these themes will be
elaborated on during the oral presentation of this study.
Next steps
At this point, all the planned interviews have been completed. Further information and analysis
will be necessary in order to ascertain to what extent the nature of the themes which were
identified are common across all of the organization’s locations. Additional interviews, in this
case with some managers, may be conducted in order to get their perspective on how women
engineers in the organization build their career. The reasons for these additional components of
data collection will be outlined during presentation.
Once this study is complete, there will be a more detailed report on how women engineers build
their careers and why they are still underrepresented in the upper level of the organizational
structure.
Innovating the Workplace for Inclusion of Women: A Ton of Feathers is Still a Ton:
Identifying, Understanding and Changing
Susan Hollett, WinSETT Centre
Microagressions are one of the reasons women in SETT are less satisfied and engaged at work.
Using innovative methods to disrupt the impact and acceptance of microaggressions at work will
have positive outcomes for women in SETT.
Microaggressions are the expression of implicit bias. The hard thing about microaggressions is
that, in many cases, they are entrenched in our culture and society. That means they sneak into
our minds and out our mouths without us being completely aware. Everyone has Implicit /
Unconscious bias. The need is to be able to understand how they are expressed
(microaggressions) and how they can be acknowledged and addressed (bias interrupters).
Impact of Gender-based Microagressions on Women in SETT
• Women lower their leadership aspirations
• Women leave SETT for other work
• Women earn less
• Women are less engaged overall
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Why Gender-based Microagressions are amplified in SETT workplaces:
• Male dominated professions and workplaces – a culture of exclusion
• Like to think they are a meritocracy more than other professions
• They can look at the women as the problem, not the system
• They have entrenched systems and cultures
• Women lose technical credibility as they move up the corporate ladder
Why SETT Workplaces are the perfect place to work on microaggressions:
• SETT workplaces often focus on innovation
• They should see the logic of the research
• They are evidence-based
• They work on the scientific method: hypothesize, test, analyse, improve, repeat
• They need all the talent they can find
Types of Microagressions for women in SETT include:
• Tone at the top: women not welcome
• Women don’t fit the “ideal worker” model
• Using gendered language when it doesn’t apply
• Only carrying company merchandise in men’s sizes
• Engaging in locker room talk at company/organization events
• Dismissing people who try to call out sexism and bias
Microagression: Presentation Summary
• Devaluing female-dominated job positions
• Failing to compensate for known implicit biases
• Being given “Work Housework”
• Making assumptions about danger levels and strength
How to deal with Microagression if you’re a woman in SETT:
• Present another way of viewing the situation
• Challenge the microagression
• Ask probing questions
• Express your disagreement
• Explain why you disagree
• Change or redirect the conversation
• Nothing
How to deal with Microaggressions if you employ/manage women in SETT
• Interrupt the bias
• Recognize the problem
• Implement system-wide changes
• Implement role-level changes
• Measure the change in behaviour and culture
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Throughout the presentation, the audience will be engaged to share their experiences, thought
and ideas on the topic.

Policy Forum (Day 2)
“Women in the Workplace: building an agenda to remove barriers”
Taking into consideration all of the responses in yesterday’s breakout session, with today’s
groups consider the following:
A.
B.
C.
D.
E.

What are the more concrete short term actions?
What policies could be important to work on?
How can we move as a Canadian Community from coast, to coast, to coast?
Looking at your own workplace, who can promote an agenda for action and how?
Identify the allies for promoting these actions.

Group 1:
Policies/coast to coast
-CCWESTT to collaborate with CAF, uniform, etc to develop ways to lobby for women in trades
to change workplace culture (eg. Canadian Labour Code)
Short term
-CCWESTT Edmonton to have more sessions on women in trades and collaborations with
unions
-lobbying skills workshop
-need to implement gender based analysis of workplace code
Group 2:
-encourage students to come together at CCWESTT from undergrad level (one from each group)
-leadership network to amplify all voices and form groups (indigenous groups)
-keep communication open
-conferences in between CCWESTT conferences within each province or region
-keep connected, leading into the next conference
-better understanding of policy, awareness (e.g. knowing role of federal government)
Group 3:
Short term actions
-CCWESTT conference to promote as a business case for employers (one-page summary) (e.g.
learning objectives, topics, etc)
-regional conferences linked to CCWESTT to promote and allow more to participate locally (eg.
funding, accessibility)
-building closer relationship with CAF and coordinate with apprenticeship programs
-partnering with technical collages, industry, etc.
Policies
-blind job application review
-2 step policy evaluation for hiring process
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-Bill C243C, promote awareness and communicate it, provide an email template to use and
forward to MP’s...paper mail is FREE to MPs! (re: “The Ezra Bill”)
-best practice policy template for managing leaves (available for companies to use who don’t
have an HR, gives them a starting point)
Community
-increase communication through social media
-webinar opportunities for those that cannot get funding or cannot attend to participate
-bringing all allies together under one umbrella to provide a “Canadian” (national) home that can
provide all resources
-quarterly conference calls to promote and share events and conferences
-accessibility for rural areas
-contact list from conference, according to legal requirements
Workplace
-leadership (people with leadership skills, positions, etc.), not just at the CEO level
-HR
-all genders can help promote
Group 4:
Short term
-managing transition document available by Engineering Canada (bring to organizations
attention that may not have created any of their own guidelines and policies as of yet)
-gender diversity 101 document from the WWEST.ca website can be brought to your workplace
-contact provincial government for anything related to women in field (leaves, gender equality,
etc.)
Policies
-force the provincial commission to adopt /incorporate/explain diversity
-more visibility with salary equality (names not necessary)
Group 5:
Short term
-reliable CCWESTT information systems (website, organize by topic/subject/data)
-contact SETT organizations regarding what they need
Policies/practices/procedures
-examine what is in place now (best practices, examples from industry unions) for the following
groups:
-employers/industry/industry sections
-professional associations/organizations
-unions
-recommend “top 10” (advise)
-suggest “quick questions” to ask of your organization regarding policies/practices/procedures
Canadian Community
-existing organizations work more closely together to support each other in order to avoid
duplication of efforts
-identify limited resources and gaps (eg. Web Alliance in BC)
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Workplace action
-create more NSERC chairs (1 per province??)
-reduce teaching load
Group 6:
General
-managing tools document
-take this to employer and let them know tools exist
Workplace
-at the university level, more visibility needed within salaries (especially at the Masters and PhD
level)
-reduced tuition
Group 7:
-concerning Bill C-243 (participating and building upon it once it is supported and passed)
-support for home/work balance
-focus on indigenization (weave it into all that CCWESTT stands for (workshops, conferences)
-AFFESTIM (reach out to those outside of Quebec, expand out west)

Concluding remarks of the policy forum

The Policy Forum gave the space for participants to express their points of view regarding the
challenges of women in the workplace and balancing between work and family or personal life.
It is clear that many actions items are possible and through many organizations it is possible to
continue advancing the agenda. The major priority actions discussed in this forum were as
follows:
-support of organizations for Private Member Bill C-243
-CCWESTT website should include further data and information about women in SETT
-encourage the linkages between provinces and territories and CCWESTT and AFFESTIM
-enhance information sharing among organizations
-pilot projects on various issues related to work-home balance
-increase students participations in CCWESTT activities and conferences
CCWESTT has been taking these suggestions seriously and aims to continue supporting these
ideas over the years.

Posters
Mentorship: Building Pathways to Professional Success for Female Graduates
Aarthi Vig, Janet Murray, Valerie Davidson
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Girls get WISE Retreats Engage Girls in STEM, Science, Technology and
Engineering
Dr. Tamara Franz-Odendaal, Sally Marchand

This poster highlighted the two major outreach activities of the NSERC Women in Science and
Engineering – Atlantic Region (WISEatlantic) program as well as their impact in the Atlantic Region.
Women account for only 39% of STEM graduates in Canada and only 24% of all STEM jobs in Canada
are occupied by women. WISEatlantic aims to change these statistics by encouraging more girls to
consider STEM subjects in school and later STEM careers.
The one-day outreach activity is the Girls Get WISE Science Retreat. This event, which is for 60 girls
in grades 7 to 12, begins with an ice breaker activity followed by two hands-on STEM activities. We
provide lunch, and then in the afternoon we organize a role model session during which the girls chat
informally with women in SETT. To-date we have hosted or sponsored 15 Girls Get WISE Science
Retreats, some of these include co-events with other groups such as Girl Guides of Nova Scotia, and
African Nova Scotian youth. These retreats have engaged 647 girls with 130 role models.
WISEatlantic’s other main outreach event is the Girls Get WISE Science Summer Camp. The summer
camp is a week-long day camp for girls going into grades 7 & 8 the following school year. The major
theme of this camp is zebrafish development, which the girls get to track throughout the week. When the
girls are not studying zebrafish development they participate in various hands-on STEM activities. As
with the retreat, the camp also features a role model session. On the last day of camp the participants host
an open house where they invite their families and the community to demonstrate their accomplishments
throughout the week. To-date WISEatlantic has held four summer camps since 2011, engaging 84 girls
with 26 role models.
Impacts:

“My daughter really enjoyed sitting down and speaking to the women who have science based
careers. This really got her thinking about her future and what courses to take as she heads to
high school – Parent”
“…probably one of the best camps I have ever been in. I learned so much.” – Camper
“The mix of fun while learning was so wonderfully blended that it made for a very impressive
experience.” – Parent
Career Intentions, Influencers, and STEM Career Awareness Amongst Grade 7s
Dr. Tamara Franz-Odendaal, Blotnicky K, Philip J, French F

Abstract & Objective:
Educators have long been concerned that fewer women than men pursue STEM (Science,
Technology, Engineering, Math) focussed programs at the post-secondary level. In addition, less
than 25% of the STEM workforce in Canada is women. Research has indicated that this reality
reflects a trend in high school that sees girls lose interest in STEM studies and careers.
The goals of this study were to understand how engaged students were in math and science,
their future intention for study, and the likelihood that they would consider a STEM career
down the road. Research also addressed students’ knowledge of how relevant science and math
were across various types of careers. Gender and grade differences, and influencers on science
and math study were also examined.
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Methodology:
Students in Grades 7 and 9 completed an online survey during school hours, supervised by
teachers and staff. The sample was collected in two iterations, with the first sample collected in
2012-13 and the second in 2014-15. Data was collected from students in all four Atlantic
Provinces. This research study was approved by the Research Ethics Board of Mount Saint
Vincent University.
The sample consisted of 58% girls and 42% boys. 52% of the respondents were in grade 9, the
rest in grade 7. Average age of the respondents was 13.5 years.
Selected Results:
Results showed that students enjoyed taking math and science classes, with most students rating
these subjects in their top two favourite classes. Over 65% of students had engaged in extracurricular STEM activities within the past year with more girls than boys reporting having
participated in high STEM engagement activities. The study found that students were mostly
influenced by their own interests and passions (34%) when thinking about their future careers.
Teachers (17%), family/friends (14%), and money (14%) were ranked next. It was also found
that students who engaged in high STEM activities were 2.3 times more likely to choose
STEM careers than those who did not do so. Boys were 1.5 times more likely to choose
STEM careers than girls were and students exposed to STEM role models were 3.4 times more
likely to choose STEM careers than those exposed to non-STEM careers.
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Concluding remarks
A last word from the President:

The 2016 CCWESTT conference was a marking point for CCWESTT. The discussions and
exchanges among participants were very rich and the policy forum gave ammunition for moving
forward over the following year, leading to the development of a strategic plan and the
refurbishing of the website. Much needs to be done but the support of the members is precious
and welcomed to help further the actions of the organization. With a renewed connection with
the AFFESTIM, it is also possible to increase exchanges and ensure both Anglophone and
francophone members can be connected.
I asked Heather VanVolkenburg to write her reflections on the conference and her experience as
a woman in science and who significantly volunteered for this conference and the writing of this
report. Here are her words…

Reflections from the Sidelines

Heather VanVolkenburg (student volunteer, thanks to Leacross Foundation)
Women and inequality. I must admit, prior to attending the CCWESTT 2016 conference this
concept could not have been further from my radar. Is there really a problem for women
pursuing professional careers? The short of it is yes, however, why women are still fighting to
realize and be recognized for their full potential is somewhat more elusive. When asked by Dr.
Vasseur to come on board and help to put together CCWESTT 2016 I did not hesitate to accept,
despite being unsure of what to expect. What I gained was an invaluable insight to the many
challenges that still plague us women in our professional lives as well as the seemingly
insurmountable barriers that are even now encountered along the way. From day one I was
impressed with the diversity of both men and women participating in the many workshops and
seminars offered over the course of the week. At many levels, there exists an acute awareness of
the barriers still faced by women and a valiant effort is being made to change the status quo.
From mentoring opportunities to the implementation of company accountability measures and
working with young school girls, CCWESTT 2016 has presented a plethora of strategies being
taken across Canada in order to advance the cause. For myself, perhaps the most memorable part
of the entire conference was that of Melodie Ballard and her story of the road to Bill C – 243.
Melodie’s resilience and determination during what may be considered one of the most trying
times of her life thus far is most admirable. Her willingness to come forward and bare all to
ensure others do not face the same hardships she endured is a sacrifice that must be
acknowledged. However, Melodie’s situation and ensuing story is not what struck me as most
memorable but rather the reactions of many of the conference participants to her plight. Many
people seemed surprised that Melodie was faced with such a tough situation in the first place.
Although I do not know Melodie’s personal story outside of Bill C- 243, the reality, and one that
I have grown up with, is that a great many of us are faced with barriers that overshadow that
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which present themselves specifically to women. From growing up in poverty to the
prevalence of mental illnesses in families to being stuck in a cycle of patriarchal values that are
so deeply ingrained from generation to generation that they go unnoticed. I was left wondering if
perhaps this is part of the problem of why such a disparity in women’s equality still exists today.
I am thankful for the opportunity to have participated in this conference as it not only opened my
eyes to a problem I was not fully aware of but caused me to reflect on some of the less than
obvious reasons why the problem of women inequality persists. It has forced me to evaluate my
own upbringing and understand a little better what makes me the woman I am today. I look
forward to seeing more of what CCWESTT can do for women in the future, and hope that
Melodie’s story has made the same impression on the group and its vision on a whole as it has
with me.
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Appendix A: The Program

Sustaining Growth for
Innovation: bringing women
to the forefront

16th CCWESTT Conference
Program

Day 1: May 3rd, 2016
8:00-17:00

WinSETT Workshop – University of Ottawa

13:30-17:00

AGM – AFFESTIM – University of Ottawa

12:30- 13:30
13:30-17:00
15:00

17:00

Lunch for AFFESTIM and CCWESTT members – University of Ottawa
AGM – CCWESTT – University of Ottawa

REGISTRATION starts at the Shaw Centre, second floor
Reception, Shaw Centre, second floor
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Day 2: May 4, 2016
8:00
8:30
9:45

10:15- 11:45

REGISTRATION – Shaw Centre, second floor
Recharge: Muffins, apples, tea and coffee

Opening Remarks and Keynote Panel
Wendy Cukier, Katy Warren & Angelina Mehta
BREAK with tea and coffee
Parallel sessions S1

A Preparing women for
innovation
Will the Real you Please
stand Up: Identity and
Confidence-Building
Lil Blume

B Youth Engagement

B1
Comment rendre les cours
relatifs aux STIM attrayants
pour les filles? Promouvoir
l’ouverture et la
collaboration
Audrey Groleau, Anne Roy,
Ève Langelier et Anne-Marie
Laroche

C Mentoring and Networking

C1
“Celebrating the Legacy of
the Bold and the Brave:
Building the Archives of
Women Scientists and
Engineers in Canada”
Panel participants:
Lesley Shannon,
Ruby Heap, Jennifer Thivierge,
Monique Frize, and Julie Roy

11:45

Lunch and video “Because it’s 2016”

12:45 – 14:00

Virtual Women on Call:
Anglophone: Anjum Mullick, M.Sc., P.Eng., Director Americas - Oil
Sands Closure and Reclamation

13:15-14:00

Session S2

A Innovating in the
Workplace for Women’s
Leadership
Women Leaders
Engineering a Difference
Sandra Ausma

B Preparing Women for
Innovation
NSERC 2020: Supporting
WISE Initiatives
Pierre Charest, Claire
Deschênes, Lesley Shannon,
Catherine Mavriplis
(moderator)

C Innovation in the
Workplace for the Inclusion
of Women
Diverse Women in SETT:
Challenges and
Opportunities of Inclusive
Workplaces
Donna Clark and Jo Ann
Morris
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14:00-14:45

Session S3

A Innovating in the Workplace
for Women’s Leadership
Encouraging Women’s
Leadership in SETT
Associations
Annette Bergeron
14:45

15:15-16:30

Promoting Women in
Academia through Career
Development Workshops
C. Mavriplis, T. FranzOdendaal and E. Croft

BREAK

C Innovating in the Workplace
for Women’s Leadership
Women’s Courageous
Leadership in SETT
Workplaces: Why it’s
Important
Jo Ann Morris

Session S4

A Youth Engagement

A Multi-Sectoral Approach
to Inspiring Young Women
Innovators
Jennifer Flanagan

16:30-17:30

B Mentoring and Networking

B Political Panel

Access to Leadership –
Eliminating Barriers for
Women
Engineers Canada

C Indigenous Knowledge and
Science Advancement
Engaging Young Girls in
STEM through Canada
Annemieke Farenhorst,
Tamara Franz-Odendaal, Eve
Langelier, Catherine Mavriplis,
Lesley Shannon

Session S5

A Innovating in the
Workplace for the Inclusion
of Women
Innovating in the
Workplace for the
Inclusion of Women
Marcia Braundy

B Mentoring and Networking

C Preparing Women for
Innovation

Inspiring the Next
Generation of Engineers
Rosalie Hanlon

Is it our Approach that
Needs to Change?
Attracting Women in STEM
and Skill
Teresa Weymouth & Nour
Hachem Fawaz
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17:30-18:30

Session S6

A Preparing Women for
Innovation

B Preparing Women for
Innovation

From Pioneers to Present:
The History of Canadian
Women in Computer
Science
Jennifer Thivierge, Ruby
Heap, Catherine Mavriplis

De Mère en Fille: Mothers’
Influences on Daughters’
Choices for STEM
Catherine Mavriplis and
Donatille Mujawamariya

8:00
8:30
9:45

10:15-11:30

C Innovating in the
Workplace for Women’s
Leadership
Insight into Impact: An
Analysis of the Impact of
the WinSETT Leadership
Workshops
Susan Hollett, Tamara
Franz-Odendaal, Elizabeth
Croft and Annemieke
Farenhors

Day 3: May 5, 2016

REGISTRATION – Shaw Centre, second floor
Recharge: Muffins, apples, tea and coffee
Keynote
BREAK

Session S7

A Facilitated Discussion

Moving beyond Gender –
Diversity in Engineering
Engineers Canada

B Mentoring and Networking
Women and
Apprenticeship in Canada
Sarah Watts Rynard

C Promoting Open Space and
Collaboration
Nouvelles pratiques
enseignantes au
secondaire pour
promouvoir les STIM chez
les filles
Anne Roy, Audrey Groleau,
Ève Langelier et Anne-Marie
Laroche
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11:30-12:10

Session S8

A Mentoring and
Networking
The Importance of
Mentoring and
Networking for
Women in STEM
Fields
Ashley Osmond and
Clara Decan

Bridging the Gap:
WISE NL Mentorship
Program
Ashley Turner
12:10- 13:15
13:15- 14:15

B Innovation in the
Workplace for the
Inclusion of Women
Gendered Space
within the STEM
Work Culture
Alicia Bjarnason

C Preparing Women for
Innovation

30 by 30: One
Organization’s
Journey to The Goal
Andrea Watts

A Transformative
Education in
Sustainable Design
Engineering
Amy Hsiao

NSERC 2020:
Embracing pluralism
and thriving through
diversity
Pierre Charest

LUNCH and video Cybermentor
Session S9

A Innovation in the
Workplace for the Inclusion
of Women
Gendered Language and
Diversity: You Get what
You Ask For
Dr. Lesley Shannon

B Mentoring and Networking
B2
Building a Future for
Women in Trades
Brenda Gilmore

C Encouraging Science,
Engineering, Trades and
Technology to Industry
Une action concertée pour
comprendre la réalité des
femmes dans les métiers et
professions
traditionnellement
masculins,
particulièrement celle des
ingénieures
Claire Deschênes, Carol-Anne
Gauthier, Sophie Brière et
Anne-Marie Laroche
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14:15-15:10

Session S10

A Promoting Open Space and
Collaboration
Nonprofit Marketing – The
Science of Team
Innovation and
Resourcefulness
Monica Cordon

15:10

15:30-17:30
barriers”

18:00- 21:30

B Encouraging Science,
Engineering, Trades and
Technology to Industry
Zambian Women in the
Mining Industry for a
Better Future
Donatille Mujawamariya and
Catherine Mavriplis

C Mentoring and Networking
and Indigenous Knowledge
and Science Advancement
WISEST: Developing and
Maintaining Diversity in
STEM Fields: “Tales from
the Science Buffalo",
WISEST's aboriginal
outreach program
Ingrid Pederson, Madeleine
Jensen-Fontaine, Sahar
Banisoltan

BREAK and SPECIAL ANNOUCEMENT

Policy Forum
“Women in the Workplace: building an agenda to remove
Reception and Banquet

Day 4: May 6, 2016
8:00
8:30-9:30

REGISTRATION – Shaw Centre, second floor
Recharge: Muffins, apples, tea and coffee
Session S11

A Preparing Women for
Innovation
State of DisUnion:
Marriage and Divorce for
Women in SETT and
Elsewhere
Lil Blume

B Innovating in the
Workplace for the Inclusion
of Women
Managing Leaves – It’s All
About You
Katryn Atamanchuk, Lindsay
Melvin, Danielle-Magda
Salem and Dawn NedohinMacek

C Encouraging Science,
Engineering, Trades and
Technology to Industry
Coast to Coast Update of
the NSERC Chairs for
Women in Science and
Engineering
C. Mavriplis, T. FranzOdendaal, E. Langelier, A.
Farenhorst, and L. Shannon
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9:30-10:20

Session S12

A Fostering Innovation
Culture
La Génie des Femmes au
Service des Femmes
Donatille Mujawamariya,
Catherine Mavriplis

10:20

10:40- 11:15

Indigenous Peoples Access
to Postsecondary
Engineering Education
Jamie Ricci

Session S13

Indigenous Knowledge
and the Advancement of
Science
Jamie Ricci

12:30

C Indigenous Knowledge and
Science Advancement

BREAK

A Indigenous Knowledge and
the Advancement of Science

11:15- 12:30

B Innovation in the
Workplace for the Inclusion
of Women
Harnessing the Social
Sciences to Create a
Culture of Inclusion in
STEM
Elizabeth Croft, William Hall,
Michelle Inness and Steve
Spencer

B Innovating in the
Workplace for Women’s
Leadership
The Women Engineers’
Career Development: The
Preliminary Findings
Victoria Osten

C
A Ton of Feathers is Still a
Ton: Identifying,
Understanding and
Changing…
Susan Hollett

Policy Forum: A Call for Action
Departure
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Posters
Posters will be available for viewing from the morning of May 4 until May 5
before the banquet. We encourage the participants to meet and discuss with the
authors on May 4 and 5 during the morning and afternoon breaks as well as during
the reception before the banquet.
Poster Presenter
Aarthi Vig, Janet Murray and Valerie
Davidson
Dr. Tamara Franz-Odendaal
Dr. Tamara Franz-Odendaal
Stephanie MacQuarrie
M.B.S Rohini Jayasinghe

Title
Mentorship: Building Pathways to Professional
Success for Female Graduates
Girls get WISE Retreats Engage Girls in
STEM, Science, Technology and Engineering
Career Intentions, Influencers, and STEM
Career Awareness Amongst Grade 7s
Women in Science Events in Rural Cape
Breton since 2009
From Third World to Middle Income Status;
Contribution of Females with Spec…
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