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This 36 month project will focus on retaining and advancing 
female scientists and engineers currently working in the oil and 
gas sector across Alberta. It aims to engage key stakeholders 
including institutions, employers, sector and professional 
organizations and communities in sector-specific efforts to 
advance women in non-traditional occupations. In collaboration 
with industry partners, sector-wide initiatives will be examined 
and an Alberta industry action plan will be developed with 
recommendations for creating more inclusive and supportive 
employment environments. Specific interventions with a 
minimum of five oil and/or gas employers will be piloted and 
evaluated. Assessment tools will be developed to enable 
companies to measure employment outcomes of women over 
time. The project will work towards creating sustainable 
opportunities to support the advancement of women.

Advancing Women in 
Non-Traditional Occupations 

Final Report - January 2016

"Fuelling the Future" 

Project Description

Updated Project Description

This 36 month project focused on retaining and advancing female members of Scientists, Engineers, Trades and 
Technology (SETT) currently working in the oil and gas sector across Alberta. It aims to engage key stakeholders including 
institutions, employers, sector and professional organizations and communities in sector-specific efforts to advance 
women in non-traditional occupations. In collaboration with industry partners, sector-wide initiatives will be examined and 
an Alberta industry logic model will be developed with recommendations for creating more inclusive and supportive 
employment environments. Opportunities for women in SETT including sharing of strategies and interventions will be 
piloted and implemented. An Assessment tool will be developed to enable companies to measure employment outcomes 
of women over time. The project will work towards creating sustainable opportunities to support the advancement of 
women.  

“The mind-sets—and 
aspirations—of women 
themselves are as important as 
those of the companies that 
employ them.” 1

http://www.alberta.ca/curriculum-survey.aspx
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The following results were achieved :

• Over 400 women participated in events
sponsored thru this project

• A Gender Needs Assessment completed
Successful implementation of forums,
workshops and mini workshops

• Development of new mini workshops and a
new module for the WinSETT Leadership
Program

• Development of Logic Model and Assessment
Tool

• Contacts were made with over 100
companies, organizations, institutions
including APEGA, NCIA and WorleyParsons

• Incorporation of feedback, ideas and
suggestions into the redesign and design of
future modules

• Use of Social media and various technology
tools

1. Results Achieved

 "Women are 47.4% of the 
employed workforce but are 
only 10.5% of professional 
engineers and 4.0% of skilled 
construction trades.Thus, the 
full potential of women in 
these fields has not been 
realized." 3, 4

An employer who supports women in the
workplace will have a competitive advantage
in attracting and retaining other highly
qualified individuals from an increased pool 2012 of talent 
(Increasing Women in SETT: The Business Case, is available 
at www.winsett.ca )
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Gender Based Analysis
The results of the activities of this project; particularly the analysis of 
responses from women participating in the Forum, Surveys and 
Interviews, clearly delineate the continuing challenges for and needs 
of women engineers and geoscientists in the Alberta oil and gas 
sector. 

These findings align with the issues that have emerged from research 
studies on women in the petroleum sector internationally and from 
research on technical women in related industries, such as the mining 
sector. As summarized in the GBA/Needs Assessment:

The needs identified by women engineers andg eoscientists 
encompass a  large range of items that  can be    categorized into the
areas of:

• Workplace culture that is inclusive and respectful (e.g. training
for staff and leaders)

• Workplace policies (e.g. leaves, flexible work arrangements,
on-ramping)

• Workplace policies and practices that support career
progression (e.g. professional and leadership development)

• Internal and external access to role models, mentors,
networks, and sponsors

• Leadership and accountability for diversity at all levels in the
organization

Indeed, women emphasized the need for more advocates that 
allowed for family-friendly workplaces.  They noted the importance 
of involving men in the design and implementation of action 
strategies to increase the participation of women in SETT 
workplaces. The GBA/Needs Assessment Report provided a strong 
basis for developing the future initiatives and strategies not only in 
this project but as reflected in the WinSETT Centre Strategic Plan 
2013-2018. (http://
www.winsett.ca/new-strategic-plan.pdf)

2. Highlights of the Project

over 400 women 
participated in the 

various 
events 

sponsored by this 
initiative
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Forums, Workshops, Miniworkshops:

Since November, 2013 to November 2016 this project has held over 15 
forums, workshops and miniworks .   Over 400 women participated in these 
various events which were held in Edmonton, Calgary and Fort 
Saskatchewan.   APEGA and WorleyParsons hosted 5 WinSETT Becoming 
Leaders workshops in Edmonton and Calgary. Respectful Workplace 
Workshop has been delivered to iWorleyParsons.  The workshop 
evaluations were positive. Final reports summarized the challenges and 
strategies identified by participants and that information was incorporated 
into Needs Assessment. However with the change in Alberta's economy the 
project had many companies express an interest but were not able to 
commit to the program due to cutbacks. 

Instead of focussing on specific companies, the project held  8 events that 
allowed women from various organizations, companies and organizations 
to connect and learn.  For example a luncheon was held at TAQA (Calgary) 
September 9, 2014 inviting various senior management women leaders to 
hear about this project. Later that evening the first forum was held with 
over 70 women in attendance. Participants provided strategies to attract 
and retain women in the sector as well as information on challenges to and 
supports for career progression was summarized and used in the Needs 
Assessment. Evaluations  indicated a very successful event.  Feedback 
resulted in other forums being planned and implemented over the course 
of this project. 

Part of the success of these workshops was having role model from the oil 
and gas sector as a keynote speaker.  Some of the keynote speakers 
included: Suzanne West, Riddell Rose, and Dr. Margaret-Ann Armour. 
Miniworkshops were also planned and implemented.  With the change in 
the economy many women were not able to be away for a full day 
workshop.  As a result  new miniworkshops were developed and piloted.  
Topics that were presented include:  Negotiation Skills (May 24, 2016 - Fort 
Saskatchewan; Negotiating Skills for Women in SETT Workshop & Mixer 
(September 28, 2016 - Calgary), while 2 new mini workshops were 
developed and implemented in Edmonton: Leading Change for Women in 
SETT Workshop & Mixer  ( November 15, 2016) and Working with 
Challenging People  in the SETT Workplace: Workshop & Mixer (November 
16, 2016) .  These new mini workshops will be a legacy product from this 
project.  A Micro Aggression Workshop was held in Calgary on September 
28, 2016 for managers.  We had 17 managers (both male and female) 
attend this session.  Based on the evaluations; the outcomes of this 
workshop were achieved. Over 85% of the participants indicated that they 
now have a better understanding of Micro Aggression and had learned 
some strategies to deal with Micro Aggression.  

Some comments from participants in the various events include these:

"The workshop was excellent. Without a doubt it is a "must do" for young 
women in the early phase of their career. In fact for all women, regardless 
of what phase they are at. Thank you."

"The workshops are fabulous - I have enjoyed them all to date."

"I really appreciate all the information, insights and tools. I will use them!

"Very engaging, educational and empowering. Thank you."

"It's always interesting to hear

about their personal 

achievements and struggles in

their careers. It helps to make 

the workshops more personal."
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Use of Social Media, website, Leadership Network

Another highlight of the  project was the use of social media.   We able 
to use Twitter, LinkedIN, and the WinSETT Centre website to connect 
and share information. 

Another tool that allows women to stay connect is  the New Women in 
SETT Leadership Network  which was launched on Aug 27, 2015.  
Women in technical careers and those interested in their progress can 
join and be pointed to articles, tips and strategies, commentary, and a 
network of other women across the country. Women who join receive a 
weekly digest of new information. (http://womeninsett.ning.com/)

The project also used Eventrite to advertise and register women for the 
various events that occurred as part of this project.   

Development of Logic Model
Another highlight of the project was the development of logic 
model. Instead of an action plan as part of this project a logic 
model was developed which companies would use to meet their 
specific needs.   The purpose of this logic model is to retain and 
advance technical women in the petroleum sector in Alberta.  The 
logic model provides a model that focuses on creating a more 
gender-inclusive and supportive  work environment.  As companies 
work thru the various steps of the logic model they would develop 
the actions, processes and steps needed to meet the short, 
medium and long term outcomes.  

Development of Assessment Tool - electronic version of 
WinSETT Checklist of Strategies

The WinSETT Checklist of Strategies was developed as a compact and easily 
administered first step to raise awareness and initiate the process of effecting 
positive change.  Along with the hard copy of this checklist, this electronic version 
provides a simple way for stakeholders to access the information and survey, 
administer the survey, and gather data to assist in development of strategies for 
improvement. The prupose f the checklist is to assist workplace partners in 
identifying barriers that hinder women’s full participation in SETT and 
substituting progressive policies and procedures. It provides the basis for 
corrective action that can be taken in consultation with all stakeholders.Image

mailto:Ralph.Luedtke@gov.ab.ca
mailto:pbarron@clearview.ab.ca
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If I Knew Then, What I Know Now, I Would…

Some of the lessons learned as a result of this project include:

The need to be flexible.  
When this project began oil was selling at over $100 a barrel.  Revenues for oil and gas technology and services 
totaled about $33 billion in 2013. The industry nearly tripled in size between 2003 and 2013.  There were over 8,600 
equipment and service firms employing 110,000 Albertans in 2014.  However all of this changed by the end of 2016.  
The Survey of Employment, Payroll and Hours (SEPH), suggest that from December 2014 until April 2016, 3,853 jobs 
were lost in Alberta in oil and gas extraction and a further 29,196 in jobs that support energy and mining extraction.   
Therefore the project had to adapt from working directly with companies to working with various organizations and 
institutions. Initially we worked directly with APEGA and WorleyParsons as partners but as the economy changed 
other partners could not be secured. Therefore we had to change our strategy.   We organized our events to 
women from various companies.  At our last event in Calgary, over 85% of the women attending the session were 
looking for work.  

Importance of feedback
The feedback we received from the participants that attended the various workshops, forums, and sessions allowed 
us to meet the needs of a very diverse group of women.  We discovered that full day workshops would not meet 
the needs and were able to develop mini workshops.  We discovered that we need to accommodate when the 
events were scheduled.  For example in the Fort Saskatchewan area workshops as part of the lunch hour worked 
the best while in Calgary having events scheduled for four o'clock met the needs of these participants.

Time to network and share
Participants found that the time to share, connect, collaborate and network was invaluable.  This became even 
more crucial with the downturn in the economy.  Women needed to come together and share their stories.  

Importance of including men
Although the women participants appreciated the safe environment of all-women sessions, men were not excluded 
if they registered for any of the forums.  In fact the noted that it was important to include men in the design and 
implementation of action strategies. 

3.  Lessons  Learned

During this initiative the project worked with a number of partners including APEGA, WorleyParsons, Northeast 
Capital Industrial Association, WISEST, and NAIT_WITT.  As the economy of Alberta changed many companies 
were unable to make a commitment as a partner but remained interested.  Partners were key and support 
their senior management and employees to attend the various events that were held during working hours.  
WinSETT Centre made excellent contacts and held four lunch meetings for senior managers as well as a 
workshop on Micro Aggression.  These contacts are invaluable as WinSETT Centre moves forward with its 
strategic plan.  The employees and senior management acknowledge the importance of the work completed by 
this initiative and indicated that having a greater Women’s increased participation and advancement in the 
SETT workforce will bring significant economic benefits to women, organizations, communities, and the 
Canadian economy as a whole.  

4. Partnerships

https://www.youtube.com/user/HolySpiritSchools1?feature=mhee
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Recommendations from this project include:
• Continue providing leadership workshops to women in science, engineering, trades and technology

that empower women women at all levels in an organization to become leaders,
• Continue to find "champions" within organizations, companies and institutions that see the

importance of an diverse inclusive workforce
• Continue to add to the research, resources and tools.
• Leverage technology to increase participation and reach women working outside of urban centres.

This project has allowed the WinSETT Centre to engage key stakeholders in sector-specific efforts to advance women in 
non-traditional occupations. It has provided a number of legacy products that will be used by the WinSETT Centre as it 
works to meet its vision and mission.  The WinSETT Centre aims to increase this participation and advancement by 
continuing to promote effective practices and develop new approaches to create and sustain a positive place for women in 
the workforce. These include:
• Providing leadership workshops to women in science, engineering, trades and technologyoccupations in industry,
associations and academia, and offering inclusivity/diversity workshops for employers.
• Leveraging modern technology and developing infrastructure to create opportunities and to catalyze transformative
change. These include “Future Leaders” programs to continue conversations nationally.
• Develop resources and actions to support respectful and inclusive workplaces. These initiatives include connecting with
employers to create employment opportunities for Canadian women across the citizenship spectrum.

This project has added to the body of knowledge and resulted in new mini workshops and modules for the leadership 
program as well as tools and strategies that can be used in the future.  Materials from this project will be shared  online 
and feedback has already been incorporated into the Leadership Program. 

6. Next Steps - Moving Forward

“For organizations that foster gender diversity at all levels 
of the organization, the rewards are great - bottom-line 
results, lower turnover and employment branding that is 
attractive to talented, successful women – the kind of 
employees that all Canadian organizations seek.”5

5. Recommendations
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