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ABOUT WRDC
Introduction to WRDC
Women in Resource Development Corporation (WRDC) – established in 1997–
is a non-profit organization committed to advancing the economic equality of
women in Newfoundland and Labrador, by increasing their participation in the
high-paying trades, technologies and operations occupations.
Programs and Services:
•
•
•
•
•
•
•
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Employment and Career Services for Women
Gender-Based Analysis and Planning
Gender-Equity and Diversity Plans
Gender Awareness in the Workplace Training & "Train the Trainer" Manual
Best Practices for Industry - Barriers to Recruitment and Retention
Women's Employment Plan for Industry
Education and Orientation Programs for Girls and Women to Experience
trades, technologies and operations
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1. PREAMBLE

"Thinking Forward: A Practical
Guide" to Increasing Women's
Participation in the Industrial
Workplace, is designed to help
industrial employers and subcontractors
understand
the
challenges women face when
looking for work or working in natural
resource sectors. Issues and solutions
surrounding
recruitment
and
retention of female labour, as well as
ideas to help prepare the industrial
workplace for women's participation,
are presented as recommendations
and
practical
checklists
for
application.
The forecasted skilled-labour
shortage
related
to
trades,
technologies and operations in the
natural resource sector should be
considered as an opportunity for
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women and industry to move
forward together in a new direction.
Short-term, skilled-labour shortages
are linked to an increase in large,
resource-based
projects
in
Newfoundland and Labrador. Longterm skilled labour shortages are
anticipated from the retirement of
the baby-boomer generation and
decreasing birth rates.
Industrial employers have indicated
that transitions for the inclusion of
female labour are desirable but not
happening as quickly or to the
degree required for positive change.
Since approximately half the working
population is female, encouraging
more women to work in the natural
resource sector can be a solution to
the skilled-trades shortage.
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2. WOMEN IN NON-TRADITIONAL EMPLOYMENT

The work of women and men tends
to be divided along gender lines and
is assigned different values.
Stereotypes, gender bias and societal
organization prevent women from
entering careers in male-dominated
fields, including sciences, trades and
technologies.

The Conference Board of
Canada estimates that
Canada will be short
one million skilled workers
by 2020.1

Today, women make up about 47%
of the national labour force, yet
they represent only 7% of the
workplace in transportation, trades
and construction work. Women
represent a large, untapped human
resource to meet the needs of the
skills shortage.
Men currently hold the majority of
decision-making
roles
within
industry. So, male awareness and
participation is integral to creating
progressive employment transitions.
Although the natural resource
sector remains male-dominated, the
varied opportunities available in
Newfoundland and Labrador means
there is enough work for everyone.
Barriers to female employment,
however, still exist.

-2-
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3. EQUITY

Equity: fairness or impartiality;
something that is fair and equitable.
Gender: the socially-constructed
roles, attitudes, personality traits,
behaviours and values that society
ascribes to men and women.
Federal Government application of
Employment Equity encourages the
establishment of working conditions
that are free of barriers for designated
groups in Canada:
•
•
•
•

“Taking a strategic approach to
diversity and inclusion, and
sticking to it over time, yields
the greatest impact on gender
diversity in the workplace.”2
Strategy Matters

Women
Aboriginal Peoples
Persons with Disabilities
Members of Visible Minorities

The purpose of the Employment
Equity Act (1995) is to:
• Achieve equity in the workplace by
removing barriers to employment
• Give effect to the principle that
employment equity means more
than treating people in the same
way; it also requires special
measures and the accommodation
of differences.
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3. EQUITY

Women already work in the
Newfoundland and Labrador natural
resource sector. They are, however,
faced with challenges, such as
existing attitudes, policies and
facilities in workplaces. Changes are
required in order to welcome women
into traditionally male-dominated
occupations.
Diversity in the workplace – like
hiring women – creates a more
humane work environment, and
provides a broader range of skill sets,
viewpoints and ideas for all
employees. Many businesses and
organizations have found that having
a gender-diverse workforce leads to
greater productivity, creativity and
employee satisfaction overall.
Industry often discusses the Business
Case for Equity. Cost-benefit analysis
of training and employing women in
non-traditional
trades
and
technology reveals that while there
are costs associated with the
implementation
of
workplace
change, "…the benefits –
for
instance, a larger talent pool and
stronger financial performance – also
suggest that making gender-diversity
a significant goal is well worth the
investment." 3
-4-
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13.
4. STATISTICS

In 2006, 67% of employed women in Newfoundland and Labrador were in
traditionally female-dominated occupations (teaching, nursing,
clerical/administrative and service).4

Percentage in Trades,
Technologies, and
Operations Occupations in
Natural Resource Industry

Percentage of
Apprentices in
Non-Traditional Trades

Percentage of
Journeypersons in
Industrial Trades
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4. STATISTICS

Percentage of Men and Women in Low-Paying Traditional Occupations

Approximately 36% of all employed women in the province are working in low-paying traditional jobs

Percentage of Men and Women in High-Paying Non-Traditional Occupations

Approximately 2% of all employed women in the province are working in high-paying non-traditional jobs

-6-
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4. STATISTICS

Based on positive projections, the Newfoundland and Labrador Skills Task
Force Report forecasts the potential peak employment demand for major
projects at nearly 9000 workers between approximately 2014 and 2016.
Many of these projects will require workers with the same skilled trades, and
will compete with each other and with other projects across Canada, including
Alberta.

Potential Major Project Employment

Department of Finance,
Government of Newfoundland and Labrador
Current as of fall 2010
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5. RECRUITMENT

In attempting to raise female participation in natural resource fields, industry
consistently reports recruitment and retention challenges. These challenges
often stem from a lack of direct and active focus on creating and supporting
innovative gender-equity initiatives.5
Companies need to:
• Make the recruitment and
retention of tradeswomen a
strategic priority
• Establish an organizationwide team focused on
recruiting and integrating
women into the company
• Look for policies and
programs that support
women's entry, re-entry,
transitions and retention at
all career stages, such as:
o Flexible work hours
o Child-care information
o Accommodation of
women's travel for
remote locations
• Ample notice of
assignments, and
flexibility, to assist
with coordinating
home and work
responsibilities are
important6

-8-

WORKERS
WANTED!!!
JOURNEYPERSONS
Flexible work hours
APPLY WITHIN
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5. RECRUITMENT

Job Advertisement
Here is a practical checklist for the inclusion of women in your
organization.
In your Job Postings ensure:
• It is clear women are welcome to apply
• Women are represented positively in images on promotional materials
and websites
• Inclusive language is used (journeyperson rather than journeyman)
• Ads are posted where women will see them:
o Women's Trades Training Organizations
o Women's Community Organizations
o Trade Schools
o Community Bulletin Boards
o Fitness and Recreational Centres
o Supermarkets
o Day-care centers
PRACTICA
o On-line Job sites
L CHECKL
IST
o Employment Centres
o Industry and non-industry e-mail lists
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5. RECRUITMENT

Information Sessions
Information sessions have been identified as an effective tool for recruitment.
Provide detailed information about:
• Your internal policies and procedures that demonstrate you
are an organization inclusive of women
• How many jobs are projected and where those jobs will be
in the future
• How to get hired, change jobs and move up in the industry
• Information about opportunities within your organization
• Where to find occupation descriptions
• Occupational profiles, including comprehensive, factual
information on specific position duties, salary ranges, work
locations, learning and credentialing options
• What to expect on a work site7
o Isolation and physical demands of on-site work
o Living and working conditions in remote areas

Where to find career-focused organizations and websites, for example:
• Women in Resource Development Corporation - www.wrdc.nf.ca
• Mining Industry Human Resource Council MIHR -

http://www.acareerinmining.ca/en
• Petroleum Human Resources Council of Canada -

www.careersinoilandgas.com
• Council of Marine Professional Associates - www.compasscanada.info
Current websites as of fall 2010
- 10 -
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5. RECRUITMENT

Interviews
In preparation for effective and fair interviewing ensure:
• Women are on your interviewing
panel and hiring committee
• The hiring committee knows the
importance of recruiting and
retaining women
• Those in hiring positions have
received
gender-awareness
training prior to screening
resumes and selecting candidates
• When there is an equallyqualified male and female
candidate, give priority to the
female as a special measure until
gender equity targets have been
met
• Ask the same questions to all
candidates during an interview
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• Transferable skills and experience
gained in volunteer work are
acknowledged
• Intake tests have been checked
for bias against female candidates
– check language and images
• Those who interview and hire
have a positive attitude about
women
in
non-traditional
occupations
• To help with the interview
process, check the Newfoundland
and Labrador HR Manager Tools
for Employers at:
o www.nlhrmanager.ca
(Includes an interviewer's
"Evaluation of Candidates"
form and a grading system)
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5. RECRUITMENT

The Human Rights Act outlines the legalities of what interviewers can ask job
applicants; some questions are prohibited by law to ensure processes are
appropriate and fair.
Sample Questions
Sample questions could include:
• Are you available for shift work?
o A positive response dispels the stereotype that women are
unwilling to accept shift work
• Tell us about your background and experiences (with main
responsibility of the job)
o Consider transferable skills and experiences from any
personal and/or volunteer work
• What attracted you to this job/company/industry?
o A positive response reflects determination and awareness of
barriers, and often that the woman may be a great fit within
a male-dominated area

When screening applicants always take training potential into
consideration. It is crucial a woman not be penalized for a lack of
hands-on experience in her childhood. Remember, aptitude tests only
indicate if a person has experience in demonstrating a particular skill.
These tests do not necessarily reflect their ability to learn that skill.8

- 12 -
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5. RECRUITMENT

It is always preferable to phrase questions in a gender-neutral way.
For example:
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5. RECRUITMENT

Women in the Workplace Add Value!
Employers have stated that female
employees bring added value to the
workplace, above and beyond the skills
needed to do the jobs they were hired
for. Employers identified benefits, such
as productivity, creativity and
employee satisfaction with women in
the workplace. Other positive skills and
abilities women bring include
mediation,
organization
and
9
facilitation.

Hiring women is an important aspect of
meeting obligations under the Federal
Employment Equity Act and is a benefit
in securing federal government
contracting – see the Legislated
Employment Equity Program (LEEP)
and the Federal Contractors Program
(FCP) at: http://www.hrsdc.gc.ca

"It brings a different balance
to the table. Women, because
of their experiences in life,
really feel and think differently
and might have a piece of the
pie that hasn't traditionally
been talked about at a table of
electrician's."10
Industry Employer,
On the Level

- 14 -
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6. RETENTION

You have hired skilled women. Now, how do you retain them?
Just like their male co-workers, women are looking for job satisfaction and good
pay. To retain women within the natural resource sector, opportunities for
advancement and authority on the job must also be attainable.
Job satisfaction and retention are attainable only within a respectful
workplace. This means creating and implementing guidelines that ensure a
workplace free of sexual harassment and discrimination; a place where you are
respected regardless of gender, sexual orientation, race or religion.

"My first morning here,
I didn't have a clue
about a washroom;
didn't have a clue
about anything.
Nobody to show me.
Nobody to talk to."11
A Female Worker,
On the Level
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6. RETENTION

What motivates women and men in the workplace?
The motivators listed below for employment are not all gendered or genderspecific; meaning men and women can find common ground even within
traditionally-male work environments.

12

Human Resources within industry indicate that men and women, most often,
want the same things from their workplace.

- 16 -
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6. RETENTION

Overall Strategies
Once hired, many women encounter
discrimination and sexist treatment.
To ensure all workers have a safe and
respectful work environment:
• Analyze your policies and
procedures on promotion,
performance reviews and
recognition, to check for gender
equity
• Discourage societal attitudes
that do not support women in
non-traditional careers
• Upgrade inappropriate facilities
and equipment:
o Make sure clothing and
equipment fit
o Provide proper safety gear
o Provide separate
washrooms
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A study from the Mining
Industry showed that a "maledominated" environment was
recognized as one of the
foremost issues and barriers
for women at all phases of
their career.13
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6. RETENTION

Mentorship
Develop a Mentorship Program:
• Recruit positive leaders
• Provide women with role models and mentors within the
industry overall and on site, when possible
• Organize a monthly mentoring session where women
can meet informally over lunch or coffee
o Invite a woman at a more senior level to talk about
career progression
• Support women by actively seeking out a male or female
employee who is understanding and positive towards
women working in your company, to:
o Show her around the site and buildings
o Introduce her to other team members
o Answer any questions she may have
o Be a good listener and a friendly face14

A work environment where women are treated with
respect and as equals to their male co-workers is the
single biggest factor in retention.15
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6. RETENTION

Workplace Culture
There is a "culture" on industrial
worksites
that
has
been
predominately and historically maledominated. Culture is considered to
be the assumptions, attitudes, roles
and norms that shape an
environment; these are often
unwritten and unspoken, and most
often are not communicated to
women.
The goal is to create a work
environment that is supportive of
women; where they are welcomed
into non-traditional roles without
being seen as a threat. It is important
that women feel able to raise
concerns without being seen as
"complainers."16
Dominant values and attitudes
influence decision making and clearly
shape work culture. Since stereotypical
attitudes about women in nontraditional occupations still exist, both
men and women need to work
together to create a fair and respectful
work environment.
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In order to make the workplace open
to female inclusion:
• Ensure that female employees are
invited to company social
activities
• Establish and display your
respectful-workplace policy
• Display positive images and
publicity of women around the
workplace
• Remove any offensive posters,
pictures, computer screen savers,
etc.
• Gather feedback from women to
determine any challenges
• Include female employees on
advisory boards to increase
inclusivity
• Link up with other departments
or even organizations and offer:
o An annual networking
event for women – linked
with company training
o A formal or informal text,
on-line or e-mail network17

- 19 -

6. RETENTION

Health & Safety
Health and safety issues have become a major concern, and consequently a
major priority, for the natural resource sector. In terms of employment the
bottom line is that making workplaces and workers safe just makes sense.
• Make health-plan information
and safety materials visible,
applicable and accessible to all
• Create "back-to-work" plans with
female employees before they
take maternity leave
o You have taken the time to
train them, protect your
investment
• Ensure that company policies on
gender equity are clearly
communicated with all staff
o Encourage open discussion
so that any apprehensions
may be alleviated
o Include information
regarding policies and
procedures for:
• Respectful Workplace
• Gender Awareness
• Safety Policy
• Anti-discrimination
• Anti-harassment
• Anti-violence18
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"The best way for workers to
report inappropriate
behaviour in the workplace is
to be quick and decisive, in
order to send a clear message
to all that inappropriate
behaviour will not be
tolerated.
Men and women need to feel
secure that their concerns and
complaints will be taken
seriously; and, that they will
not suffer any form of
retaliation as a result of filing
a complaint."19
On the Level
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7. WORKPLACE READINESS

Orientation
Anyone in an unfamiliar environment can feel uneasy. Make the first day on site
a positive experience for all workers. Also, always consider that proper
orientation enhances safety measures.
Advise the new-hire of expectations:
•
•
•
•
•
•
•
•
•

Where to go
When to arrive
Who will meet her
Arrange a site tour and indicate where everything is
What she is expected to do that day
o Best to get working as soon as possible
Make sure she knows who to contact with any issues (not just
a phone number)
Follow up on any concerns
Be fair – give her the same treatment and opportunities as
everyone else
Be positive about her ability to do the job20

"Any time you are recruiting an under-represented population - there is
a reason why they are under-represented you need to identify. It may
not be industry wide but in certain jobs. Look at the working
environment and identify what might not be comfortable. Depending
on the job, is the workplace ready for them? What is it about the dayto-day workplace that may be uninviting?"21
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7. WORKPLACE READINESS

Readying the Site
People support what they help create. The input of male employees helps to
create and sustain a workplace environment that is respectful of all
employees.22
• Involve male employees
• Ensure the site or sector manager
is expecting the new female hire
• Make sure her work colleagues
are aware that a female co-worker
will be joining them and what she
will be doing; address any
reasonable concerns they may
have
• Arrange for a supportive
colleague – preferably from the
same trade – to make sure she
feels socially included
• Address any reasonable concerns
she may have23
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7. WORKPLACE READINESS

"Ideal Worksite"
According to women who attended the industrial conference entitled, "A
Winning Ticket: Women in Trades in BC and Yukon," the ideal worksite looks like
this:
• A full tool room with all equipment and machinery needed
to keep everything in working order
• A safe, clean, welcoming site
• A professional attitude among all workers and managers
• Good leadership from supervisors
• A good sense of teamwork
• A mentorship program
• Trust, respect and open-mindedness from everyone on the
crew
• Management takes responsibility to recruit more women
tradespersons
• Opportunities for employees to get together outside of
work
• Opportunities for skills upgrading and training
• Equal pay for equal work
• Separate washroom facilities or porta-potties for men and
women
• Equipment that fits women
• Another woman!

WRDC: WOMEN IN RESOURCE DEVELOPMENT CORPORATION

- 23 -

7. WORKPLACE READINESS

Transforming the Workplace
Transforming the Workplace is a process that requires changing attitudes, as
well as physical and policy changes in the work environment.
Here are four steps to make workplaces safe and welcoming for women:
1. Assess: Look at your work environment through their eyes and determine
whether this is a friendly setting for women who come into the workplace,
as well as for women who currently work there.
2. Reflect: Check your own thoughts and reactions. How do you react to
women in the workplace? Are you biased or do you do or say things that
make the workplace uncomfortable for women? Do you discriminate
against women?
3.

Educate: Get to know our provincial laws. Read and inform yourself about
employment equity practices. Be aware of the policies of your own union
and employer.

4. Act: Become aware of the role you can and do play in making your
workplace friendlier for women. Be proactive. Form committees and
working groups to implement employment equity programs.

"It's so rarely about the actual work. I love the work. You just
need a couple of those guys that don't think you belong there, to
start wrapping it up. And it's never been about the work, or heavy
lifting or anything. What people think it might be with women and
trades, the barriers? It's the culture. It's not physical, it's
sociology."24
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8. BARRIERS

The employment barriers listed on the following pages have
been identified as obstacles to women's participation in all
industries where there is a gender imbalance.

According to a recent study by the
Construction Sector Council, “The
State of Women in Construction in
Canada,” here is a list of barriers to
woman's participation, both from the
industry perspective and from
women's perspective. Awareness of
these issues and barriers can help to
eliminate them.
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8. BARRIERS

Industry Perspectives vs. Women's Perspectives
Canadian Construction Industry's Identified Barriers to Female Participation

"The fact that we are women is secondary to the
fact that we do a good job."25
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8. BARRIERS

Industry Perspectives vs. Women's Perspectives
Canadian Construction Industry's Identified Barriers to Female Participation

26
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8. BARRIERS
Other Identified Barriers
traditionally-male workplaces:27

in

• Lack of supportive workplace
policies and practices
• Unfair expectations such as
women having to work harder
than men to "prove" their
competence to employers and coworkers.
of
management
or
• Lack
supervisor leadership in setting
an appropriate tone of acceptance
of women in male-dominated
workplaces
• Lack of recourse or employer
commitment
to
address
harassment and inappropriate
behaviour
• Social isolation resulting from a
lack of acceptance or inclusion
from male co-workers
• Safety and security concerns,
particularly in remote areas, such
as:
o Fly-in / Fly-out worksites
o Irregular shifts
o Night work
o Inadequate security lighting
o Complete isolation
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"It doesn't matter how long
you've been doing it, when you
walk into a job [as a woman]
where there are different people
that you haven't met before, you
are instantly being tested. And
a guy comes on and it's just like
okay, do this, and nobody asks
him anything."28
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9. CONCLUSION
What's in it for Industry?
Workplaces that are respectful and healthy for women are respectful and
healthy for all employees.

Change takes time. Newfoundland and Labrador's natural resource industries
have time to make positive and inclusive change toward gender equity in this
province.
Let's move forward together to secure the future by breaking down barriers
and offering equal opportunities to the women of our province, including our
daughters, sisters, nieces and granddaughters.
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