Final Report – May 2020
Improving Workplace Culture in Alberta Science,
Engineering, Trades and Technology Companies by
Decreasing Implicit Bias and Stereotype Threat

Title Improving Workplace Culture in Alberta Science, Engineering, Trades and Technology
Companies by Decreasing Implicit Bias and Stereotype Threat
Objectives
1. Change the workplace culture of three SETT companies so implicit bias and stereotype threat
are diminished and a more respectful and inclusive workplace for women in SETT is the
outcome.
2. Capture the process and impact of the change strategies so it can be replicated.
3. Share the results so more organizations can affect the same changes.
We will do this in collaboration with male and female employers and employees in a manner
that will make the changes sustainable within the organizations. Each workplace culture will be
assessed through the insights of male and female employers and employees, and review of
formal policies.
The research will identify specific elements of the workplace culture
(both formal and informal) that are unsupportive of female employees.
WinSETT will also look at other identities (race and sexual orientation
for example) that carry considerable implicit bias and stereotype threat.
The WinSETT project team will develop a sustainability plan to embed
these strategies into the workplace culture, including regular review,
updating and measurement of their impact.
Finally, we will share the knowledge we have gained on how to improve
SETT workplace culture through addressing implicit bias and stereotype
threat with other SETT employers, sector associations, human resource
manager associations, SETT professional associations and women in
SETT organizations.

During the implementation of this project, the following results were achieved:
•
•
•
•
•
•
•

Successful project approach that allowed for monthly teleconference and
two face-to-face meetings
More than 500 women participated
Successful implementation of workshops, special topics and focus groups
using WinSETT Centre – Women’s Leadership Program
Development of new Special Topic “Allyship”
Development of a Logic Model and/or Action Plan for each company
Sharing of strategies and future actions
Partnership with a variety of companies and incorporation of feedback,
ideas and suggestions into the design of interventions

The value of being with women and sharing experiences in a safe
space underpins the WinSETT leadership series and exemplifies the
concepts of networking – Focus Group.
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Project Steering Committee
This project had a very strong project steering committee made up of the following members:
Dr. Margaret-Ann Armour
Dr. Lori Campbell
Zohra Halani
Rose Dolabella
Poonam Madan/Marianne
Quimpere
Dr. Toni Schmader
Dr. Dianna Dempsey
Dr. Annemieke Farenhorst
Joy Brown
Marg Latham
Susan Hollett
Edna Dach

Chair (until May 2019)
Member
Woman Leader, Husky
Woman Leader, Enbridge
Woman Leader, Sherritt
Metals
Subject matter expert
Subject matter expert
Subject matter expert
WinSETT Centre
WinSETT Centre (Chair 2019)
WinSETT Centre
Project Co-ordinator

The project steering committee met monthly via conference call. Monthly project status
reports were provided to the committee and an agenda was sent out to all members before
each meeting. Some of the members were able to meet at the CCWEST conference in May 2018
in Edmonton. Marg Latham assumed the chair due to the passing of Dr. Margaret-Ann Armour
in May 2019. Special thanks to Jane Robinson, Administrative Consultant and Ginny Nickolson,
Treasurer from the WinSETT Centre for all of their efforts and expertise regarding this project.
Working with Three Distinct and Different Companies
It was exciting to be able to work with three very distinct and different companies - Enbridge,
Husky and Sherritt Metals. All of the companies involved approached the issue, Improving
Workplace Culture in Alberta Science, Engineering, Trades and Technology Companies by
Decreasing Implicit Bias and Stereotype Threat, using different strategies. All three companies
were at different phases of implementation when this project began. Sherritt Metals was just
beginning the process whereas Enbridge and Husky had started earlier. Each company
experienced the effects of the economic downturn during the project.
Development of Logic Models and Strategic Plan
Another highlight of the project was the development of logic models by Husky and Enbridge,
and a strategic plan developed by Sherritt Metals. Examples of these are in the appendix.
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Example of a Logic Model by Husky

Strategies, Actions and Future Actions
A final document outlining the strategies, actions and future actions of each company was
developed and is included in the appendix of this document.
Each company identified future actions:
Enbridge
• Enbridge scheduled three more workshops for senior leadership, through the Men
Advocating Real Change (MARC) initiative.
• Enbridge is looking at a 3-year project regarding gender inclusion and is working with
WinSETT Centre and Catalyst. They are including the Women’s Leadership Program as
part of the curriculum.
Husky
• Future events for Alberta High School students include job shadowing and inviting
students to internal Husky networking events in 2020.
• In 2020, there will be an increase from three to five STEM scholarships.
Sherritt Metals
• Sherritt Metals has approved and funded WinSETT leadership sessions at Norquest for
interested employees.
• Seven women will be attending the Women’s Leadership Program in Edmonton.
• Revision of HR processes and procedures to better support the attraction, retention and
promotion of women in the organization is ongoing.
• Work is continuing toward achieving Level 3 with respect to all Global Diversity &
Inclusion Benchmark (GDIB) categories.
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Face-to-Face Meeting
Two face-to-face meetings were held over the course
of this project. One meeting was held in February
2019 and the other face-to-face was held in
December 2019. A majority of the Project Steering
Committee members were able to attend. The
meetings allowed members to share ideas, strategize
and advance action items related to the project.

Development of Special Topic Allyship
As we progressed through this project, feedback
indicated that involving men in workshops was an
essential step to impacting workplace culture. This
message was also identified by other participants in
the workshops that WinSETT Centre provided. As a
result, it was decided to develop a Special Topic on
“Allyship”. The topic was developed and piloted in
Edmonton and Calgary, December 2019. Feedback
indicated that the workshops both in Calgary and
Edmonton met the learning objectives.

Feedback
Assessment of Attributes of the Special Topic - Calgary
The facilitator(s) was effective
Having women and men take this session together was helpful
The session interactive activity(ies) enhanced the learning experience
The session materials (handouts, PowerPoint presentation, etc.) enhanced
the learning experience
Overall, the session met expectations
Time allocated was adequate

Mean
4.6
4.6
4.4
4.3
4.2
3.7
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Assessment of Attributes of the Special Topic - Edmonton
The facilitator(s) was effective
Having women and men take this session together was helpful
Overall, the session met expectations
The session interactive activity(ies) enhanced the learning experience
The session materials (handouts, PowerPoint presentation, etc.) enhanced
the learning experience
Time allocated was adequate

Mean
4.9
4.8
4.7
4.7
4.4
3.7

Knowledge Sharing
Information from this project was widely shared throughout the three years.
• Information shared with the Project Advisory and the Project Steering Committees
• Presentation to the WinSETT Centre Board of Directors in Edmonton, May 2018
• A session, provided by Edna, to the WinSETT Centre facilitators at the CCWESTT
Conference, in Edmonton in May 2018
• Face-to-face meetings of the Project Steering Committee, in Edmonton, February 2019
and December 2019
• Information shared with the following organizations
o APEGA
o CCWESTT Conference in Edmonton
o CCWESTT Status of Women Project Team
o Women Building Futures
o AWSN
o SCWIST
o WISEST
o Women of Enbridge
o WinSETT Centre
o NorQuest College
Results will be shared at the upcoming CCWESTT
conference in Winnipeg. The WinSETT Centre will share
the knowledge gained from this project through information posted on its website and social
media tools. Note: due to the coronavirus, this event has been postponed.
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Lessons Learned
•
•

•

•

•

•
•

Leadership engagement and commitment: It is essential to have senior management
involved in the project.
Importance of Communication: Monthly meetings and face-to-face meetings allowed
participants the opportunity to share and strategize. Communication within the
companies via SharePoint sites or dashboards demonstrated the commitment by the
companies to make a difference.
Women’s Leadership Program: All three companies found workshops and sessions
developed and presented by WinSETT and their partners to be valuable to the
participants. The majority of the participants in these sessions rated them as highly
valuable and were interested in following up with other sessions on similar topics.
Need for flexibility: Over the course of three years, economic, political and global
conditions changed. Jobs were lost in Alberta in oil and gas extraction and revenues
from oil and gas decreased dramatically. This caused changes in the lead person and
others who were involved at the company level.
Importance of feedback: The feedback we received from the participants that attended
the various workshops, focus groups and sessions allowed companies to adapt and
change strategies as the project proceeded.
Importance of including men: Although the women participants appreciated the safe
environment of all-women sessions, feedback indicated the importance of including
men. As a result of this feedback the project developed the Special Topic - Allyship.
Time to network and share: Participants and project steering committee members
found that the time to share, connect, collaborate and network were invaluable. This
became even more crucial with the downturn in the economy. Women needed to come
together and share their stories. We held two face-to-face meetings of the project
steering committee over the course of this project.

Consider opportunities to involve men in the workshops through participation or
parallel workshops. Consider how the objectives and outcomes of the MARC
workshop intersect with WinSETT objectives. The learning will be more sustainable
if it is knit into processes such as performance objectives.” Women of Enbridge
Focus Group
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What Would We Do Differently
•

When setting up company partnerships, it is important to have a team from the
company rather than just one person. As we proceeded with the project, some people
were transferred to different positions and others moved to new companies. This can
cause issues with continuity and time spent helping the new person to understand the
project.

•

A memorandum of understanding (MOU) should be signed by the companies. Change
is a common element in all companies. By having a signed MOU, it would make it
easier when people change positions or new people are assigned to the project to
have a clearer expectation of what is involved.

•

Begin the project with a team meeting to increase common understanding and build
rapport to enable better collaboration.
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During this initiative, the project worked with a number of partners including APEGA, CCWESTT
Conference in Edmonton, CCWESTT Status of Women Project Team, Women Building Futures,
Alberta Women’s Science Network, SCWIST, WISEST, Women of Enbridge, WinSETT Centre,
University of Manitoba, MacEwen University. NorQuest College and Project Rise. All of these
partnerships provided a great opportunity to share research, data and information.
WinSETT Centre made excellent contacts and as a result of this project. 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 improving workforce culture will bring significant economic benefits to women,
organizations, communities, and the Canadian economy as a whole.
As the economy of Alberta changed, many companies were unable to make a commitment as a
partner but remained interested. Companies, even through these challenging times, remain
committed to improving workplace culture. Sherritt International recently announced that they
wanted to have 30% of their workforce be female. Companies also remain supportive of the
Women’s Leadership Program. Husky has been a sponsor of WinSETT nationally and Enbridge
has added the WinSETT Leadership Program to their leadership curriculum for women.

Slide from presentation provided by Dr. Toni
Schmader; Face to Face December 2019
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At the end of the project, the following recommendations were developed:
•
•
•
•
•

Continue providing leadership workshops to women in science, engineering, trades and
technology that empower women at all levels in an organization to become leaders
Continue to find "champions" within organizations, companies and institutions that see
the importance of a diverse, inclusive workforce
Leverage technology to increase participation and reach women working outside of
urban centres
Continue to add the research, resources and tools to our toolkit
Continue to find opportunities to move forward regarding workplace culture as change
is a process not an event

Following Allyship session in Edmonton, December 2019
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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
technology occupations in industry, associations and academia, and offering
inclusivity/diversity workshops for employers.
Leveraging modern technology and developing infrastructure to create opportunities
and catalyze transformative change. These include “Future Leaders” programs to
continue conversations nationally.
Developing 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 women in SETT as well as tools and strategies that can be used in the future.
Materials from this project will be shared online and feedback will continue to be incorporated
into the Women in SETT Leadership Program.
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Appendix A: Sample Project Status Agenda
Appendix B: Sample Project Status Notes
Appendix C: Sample Project Status Update
Appendix D: Enbridge Logic Model
Appendix E: Husky Logic Model
Appendix F: Sherritt Metals Action Plan Status
Appendix G: Literature Review
Appendix H: Strategies and Actions Report
Appendix I: Allyship Report Edmonton
Appendix J: Allyship Report Calgary

Note: Some of the appendices have links to outside documents. They may not work, depending
on the format the document was in and how it was converted for this report. Original versions
of these documents can accessed by contacting the WinSETT Centre at info@WinSETT.ca.
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Appendix A: Sample Project Status Agenda

Agenda
IMPROVING WORKPLACE CULTURE IN ALBERTA SCIENCE,
ENGINEERING, TRADES AND
TECHNOLOGY COMPANIES BY DECREASING IMPLICIT BIAS AND
STEREOTYPE THREAT
Date:
Thursday –February 27, 2020
Location: Conference Call

Time: 4:00 pm to 5:00 pm MST

4:00 p.m. Opening Remarks – Marg Latham
Welcome, and Review of Agenda.
4:10 p.m. Sharing time - All
Sharing what has been happening from participants (new resources, happenings)
4:30 p.m. Project Updates – All
•

Sharing latest developments since last meeting

Please use the following number to dial in and the conference id # to connect to our conference
call.
Bell Conference call dial-in information for participants
Toll-free dial-in number (Canada/US): 1 855-343-6177
Local dial-in number: 416-933-3854
International dial-in numbers: www.confsolutions.ca
Conference ID: 7320255
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Appendix B: Sample Project Status Notes

Notes
IMPROVING WORKPLACE CULTURE IN ALBERTA SCIENCE,
ENGINEERING, TRADES AND
TECHNOLOGY COMPANIES BY DECREASING IMPLICIT BIAS AND
STEREOTYPE THREAT
Date:
Thursday, February
Location: Conference Call

Time: 4:00 pm to 5:00 pm MST

Attendees:, Marg Latham , Annemieke Farenhorst, Susan Hollett Dr. Lori Campbell, , Rose
Dolabella, Dr. Toni Schmader, Dr. Dianna Dempsey, Wendy Nero, Marianne Quimpere
Edna Dach
Regrets:, Joy Brown, , Zohra Halani,
Notes recorded by Edna Dach

Opening Remarks – Marg Latham
Marg welcomed everyone to the meeting and asked for any additions to the agenda.
Sharing Information:
Edna asked each participant to share recent happenings:
Marianne (Sherritt): Marianne indicated that interesting time at Sherritt. They have just
completed Strategic Plan and action items related to Diversity are included. They are holding
International Women’s Day at the plant and Edna is the Guest speaker. She indicated that she
had been a guest speaker at the Women’s Leadership Program . (Susan noted that Marianne
was a “rock star”.) They have started a Employee Relations Group and will be launching their
internal sharepoint site (DNI). 7 women are attending the Women’s Leadership Program in
Edmonton
Rose (Enbridge) – Women’s dashboard changed to make it more inclusive and is now called
Diversity Inclusive Dashboard. Asking people to self identify regarding the dashboard. Enbridge
14

is looking at a 3 year project regarding Gender Inclusion and is working with WinSETT Centre
and Catalyst. Enbridge is including the Women’s Leadership Program as part of the curriculum.
Dianna (MacEwen ) – Due to budget, there are layoffs occurring. Business is continuing.
Waiting to see what the spring budget in Alberta will bring.
Lori (Norquest) – Norquest also working on budgets. Norquest is happy to host the Women’s
Leadership Program. Norquest is also partnering with Enbridge on some of their initiatives.
Toni (Project Rise) – They have 156 women enrolled. Hoping to get 140 more. They are holding
an event in Vancouver with over 300 people involved. Session in Calgary went every well.
Audrey attended from Project Rise. Feedback was very positive.
Annemieke – (NSRC/U of Manitoba) – Completing her term as Chair of Western Prairies. A new
chair has been chosen but it has not been announced. Scheduled some workshops in Regina
for end of March.
Susan (WinSETT Centre Leadership Workshops) – completed reports regarding Allyship which
Edna will send out to everyone. Working on eLearning project. Using logic model. Have
structured a project steering committee similar to this committee regarding that project.
Workshops are being held across Canada.
Marg (WinSETT Centre) – Things moving forward. Putting forward a speaker proposal to a
Engineers, Geologist Conference in Victoria regarding this project. Edna and I would present.
Project Status
Edna noted that since our last meeting work has been proceeding on the final reports and
business cases for each company. Wendy shared that she has been in contact with all
companies. The project official ends March 31 but all reports are due May 31/2020. Edna
noted that it is hard to believe three years have passed by so quickly. She thanked all members
of the Project Steering Committee for all of their support and work. There will
Video Honoring Margaret-Ann Armour
Annemieke Farenhorst provided an update regarding the video.
•
•
•
•

The video is to honor Margaret-Ann’s mentorship work
The primary audience for the video is other academics and possibly teachers.
-The video will be shown at the CCWEST 2020 conference in Winnipeg
-She has seen the video and is very impressed

15

Conference – CCWEST Winnipeg
Remember to register is going as the deadline for early bird is coming up. Edna noted that she
will be attending and will be doing a joint session with Bonnie Douglas regarding Workplace
Culture.
Action Items from Meeting:

Item

Lead Role

Due Date

Notes sent out to all
Send out reports from Susan regarding Allyship

Edna Dach
Edna Dach

Develop case studies, web articles, final report

Edna
March 20
Dach/writer
Edna
Dec 31

Continue work on final documents
Attend Sherritt International Women’s Day
Work with others regarding presentation at
CCWEST – hold conference call

Edna
Edna

March 20
March 20

Oct 31
Nov 10

Status

Completed
In
progress
In
progress
In
progress
complete
In
Progress

Next meeting:
•
•

No further meetings are scheduled.
Thanks to everyone involved.
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Appendix C: Sample Project Status Update
Improving Workplace Culture in Alberta Science, Engineering, Trades and Technology
Companies by Decreasing Implicit Bias and Stereotype Threat
Status Update as of August 2019

Scope

Schedule

Resources

Project Summary
The WinSETT Centre received $354,128 in funding for a three-year project to challenge gender biases and
stereotypes impeding women from joining the science, engineering, trades and technology sectors. The
organization will work with industry partners to develop strategies to address these stereotypes and implicit
biases. These will then be shared with stakeholders, including potential employers.
Project Status – Key Activities for Year One as per Work Plan
These are the key activities for this project:
Main Key Activity A:
Active participation and contribution to the
development of a pan-Canadian network of key
women leaders (as specified).
Main Key Activity B:
Advisory Committee and Partners engagement to
guide the project
Main Key Activity C:
Conduct Needs Assessment and Gender based
analysis
Main Key Activity D:
Strategies Implementation
Main Key Activity E:
Develop sustainability plan
Main Key Activity F:
Knowledge Sharing
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Key Activity A: Active participation and contribution to the development of a pan-Canadian
network of key women leaders (as specified). Work in Progress
Rose and Zhora attended the last meeting in Saskatoon in April. A draft report has been submitted and the final
recommendations will be made at the next meeting which will be held in Montreal; November 2019.

Key Activity B: Advisory Committee and Partners engagement to guide the project - Completed
Marg Latham has assumed the Chair for this project with the passing of Dr. Margaret-Ann Armour in May. Project
Steering Committee meeting monthly.

Key Activity C: Conduct Needs Assessment and Gender based analysis - Completed
A Needs Assessment was not done with Husky or Enbridge. Enbridge and Husky had previously conducted a needs
assessment before starting this project. A Literature Review was completed in 2018.
Dr. Lori Campbell worked with Sherritt Metals regarding a Needs Assessment and Gender based analysis. Dr.
Campbell used four approaches to the Needs Assessment:
•
•
•
•

Global Diversity and Inclusion Benchmark ( GDIB) The leaders and employees on April 2018
Online Culture Survey August 2018
Focus Groups with Women March 2019
Policy Review June 2019

Key Activity D: Strategies Implementation (Strategies and best practices are tested, adapted
and implemented with employers.)
D1. Develop Logic Model for Each Company – Work in Progress
Working with each company regarding their strategies and the progress being made. Dr. Lori Campbell is working
with Sherritt Metals.

D2. Implement of Stategies - Work in Progress
Enbridge:
Actions Taken
• Over 30 Enbridge female employees in STEM/SETT fields participated in the WinSETT Series hosted in
Edmonton, Calgary and Toronto.
• A cohost will be offered to 30 Enbridge employees in the Fall in Houston.
• Enbridge launched an interactive Gender Dashboard to be transparent and encourage thoughtful
discussion and action around women’s representation across the company.
o The Dashboard is a consolidation of data related to male and female metrics across the
enterprise.
o It was shared with everyone at the company and posted on a quarterly basis.
o It launched in Q1 2017 in Excel combining data for both legacy companies.
o It was relaunched in Q1 2018 in Power BI to allow users to sort data that best reflects their
needs.
o The Dashboard data can be filtered by Business Unit, Salary Grade and Gender.
o The Dashboard shows the representation of females by age group, years of service, salary grade,
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•

•

•
•

•

•

•

•

new hire transactions, promotions and voluntary turnover.
Enbridge determined a gender target to be accomplished in the next few years.
o The target is to increase female representation to 32% overall with 30% at leader levels by 2022,
and to 40% overall by 2028.
o These targets were determined through an evaluation of employee demographics and an
external benchmarking study comparing Enbridge to other similar industries and communities.
o The evaluation and study data was used to assess how Enbridge compares to industry labor
availability and determine where increases in representation can be made across multiple
dimensions of diversity.
The following strategies were employed throughout the campaign to raise awareness of Diversity Targets:
o An email from the CEO to the whole company announcing the new Diversity Targets
o Dialogue Kits and Q&As sent to all leaders, as well as posted for all employees on our Intranet
(Elink)
o Leadership Coaching webinars made available to all Leaders – over four hundred attended the
sessions
o Diversity Targets orientation for all members of HR
o Detailed Metrics presentations and planning recommendations sent to all Senior Leaders (VP and
above) and HR
In May, 2019, Enbridge submitted five awards applications for five senior female executive leaders for the
WXN Awards (Top 100 Canada’s Most Powerful Women).
Enbridge, in partnership with Catalyst, had over 30 senior leaders from across the company attend a fullday workshop through an initiative called Men Advocating Real Change (MARC). This global initiative
enables emerging and senior leaders to develop critical inclusive leadership strategies, sharpen awareness
of inequalities, unconscious biases, and privilege, and hone skills to make lasting impact on an inclusive
workplace.
Women@Enbridge committees hold annual planning sessions and now include male colleagues in all
chapters. These committees offer a range of developmental and networking activities beyond the
quarterly events. They have developed strong, local strategic plans that acknowledge and integrate the
issues women face in male dominated organizations, from networking and
authentic leadership styles to the need to have enhanced access to
development in areas such as business and financial acumen.
Increase in Percentage of
Each year, Women@Enbridge committees across the company hold events to
Women in Leadership Since
celebrate International Women's Day. This year, many employees either
2017
attended in person or listened via a live feed to the HERWorld2019 Energy
Director
and
above – 7%
Forum in Houston – a global think-tank providing thoughtful insights on
Manager and above – 3%
business, workforce development, diversity, innovation, technology and policy.
Manager – 2%
Enbridge's SVP & Chief Information Officer participated in the event and on a
Employees
overall no change
panel to discuss the topic of "Energy Shift."
Feminen, a group representing FEMales IN ENgineering at Enbridge, has the
goal to increase the engagement and retention of female engineering and
technologist professionals by providing opportunities to network, develop and learn from each other.
Feminen, Diversity & Inclusion and Edmonton Catholic Schools’ Braided Journeys completed the
successful fifth year of the “Engineering Futures” Program, in which Indigenous junior high school girls are
matched to female engineering mentors. The program holds monthly gatherings during the school year,
and provides an opportunity for cultural exchange in an environment that promotes learning about
science.

Future Actions
•

In August, Enbridge is launching a new Diversity & Inclusion Learning Program.
o Employees and leaders will have access to tools, resources and courses developed for Individual
Contributors and People Leaders at all levels.
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o

•
•

The new program is built around key inclusive behaviors and tailored to specific groups and
leadership levels across our company.
o Many ways of learning have been incorporated, such as self-guided, online and in-person.
o The program will include tip sheets, courses, articles, books and webinars on topics such as
unconscious bias, gender equality and inclusive leadership.
During the Fall Enbridge is going to conduct focus groups with WinSETT past participants to determine
next steps towards gender inclusion in our organization.
Enbridge has three more workshops scheduled for senior leadership, through the Men Advocating Real
Change initiative.

Husky
Actions Taken:
•

. STEM Scholarship -Mar 2019,
o Husky is offering 3 scholarships for female engineers for $5000/year. Winner are required to
work a co-op or summer term which includes a mentorship program.

•

Alberta High Schools - Networking, Empowering Women
o Event was held in March 2019. Husky is providing sponsorship of $8000 for this event which
includes access to 100 STEM students.
o Event included Husky sponsored career fair, café style session, and panel with Sr female leaders
from Husky.
EITs Program for 2019 has a 36% to 64% gender split
Partnership with WinSETT -Centre
o June sessions on Becoming a Leader and Effective Communication sessions were held in
Calgary.
Partnership WXN - Husky female leaders continue to attend monthly sessions
Catalyst - Sponsorship session as part succession planning discussion
o Male leaders attending MARC sessions in August

•
•

•
•

Future Actions
•
•

•
•

•

STEM Scholarships - This program will continue and will increase from three to five scholarships.
Alberta High Schools - Networking, Empowering Women
o Future events include job shadowing and inviting students to internal Husky networking events
in 2020
Continue EIT Program for 2020
Partnership with WinSETT Centre
o Micro Aggression Special Topic from WinSETT Leadership Program has been scheduled for Nov
2019.
Succession Planning Discussion scheduled for September 30th

Sherritt Metals
Actions Taken:
•

In person focus groups conducted with 30 women on-site to explore and provide feedback on five themes:
• Isolation in roles
• Inflexible workplaces
• Hostile work environments
• Lack of leadership models
• Mysterious career paths

20

•

•

•

•

The women made recommendations on what policy, programs and practices Sherritt Metals should either
continue to support or develop, as well as recommendations on what Sherritt Metals should “stop” doing. A
report was complied and shared senior leadership.
Recommendations arising from the focus groups was further shared with the Diversity Steering committee
(August, 2019). Key recommendations included:
o Offering training in D&I essentials and unconscious bias
o Opportunities for bridging dialogue between male and female employees
o Setting up a female ERG (in progress)
o Clarifying career paths
o Continuing to refine policies
o Addressing pay equity
o Developing a “speak up” culture and foregrounding psychological safety (in progress)
Development of an Employee Resource Group for women at Sherritt Metals – This group’s development is
being encouraged and supported by both male and female leaders at Sherritt Metals. WinSETT will offer ERG
expertise in standing up the committee and establishing structure.
Policy review – utilizing the WinSETT guide, a policy discussion was held and policies shared and reviewed. A
report on policy recommendations is being developed.

Future Actions
Sherritt Metals will be undergoing a transition in the liaison role with this project. The external consultant will be
supporting this transition and implementation of future actions. These include:
•
•
•

Supporting the set-up of the Employee Resource Group
Assist in the development of a communications plan to share results of the project
Confirm 3-5 recommendations from the data gathered to date which includes, and develop
implementation plan. Data sources to date include:
o Global Diversity and Inclusion Benchmark sessions with leaders and employees (June, 2018)
o On-line workplace survey results (August, 2018)
o Focus groups (March, 2019)

Key Activity E: Develop sustainability plan project - Work in Progress
•

Work is progressing on the Special Topic “Allyship”. This will be piloted in October/November.

Key Activity F: Knowledge Sharing Work in Progress
Also since the last meeting I have completed the following tasks:
•
•
•

Meeting with various organizations such as APEGA regarding their projects.
Beginning Preparations for the Face to Face meeting in October/November
Working with writer regarding development of report for each company that can be used by WinSETT
Centre.
Issues & risks
•

Companies working on their strategies and monitoring these

•
•
•

Report provided to Status of Women submitted by August 31
Plan for our Face to Face meeting which will be held in Edmonton, November/December.
Continue to work on Key Activities D, E and F

Next steps

21

Appendix D: Enbridge Logic Model
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Appendix E: Husky Logic Model
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Appendix F: Sherritt Metals Action Plan Status
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Appendix G: Literature Review
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Appendix H: Strategies and Actions Report

Improving Workplace Culture in Alberta Science,
Engineering, Trades and Technology Companies
by Decreasing Implicit Bias and Stereotype
Threat
Strategies and Actions
MARCH 2020
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Overview

A three-year project was developed by the Women in Science, Engineering, Trades and Technology
(WinSETT) Centre to address the issue of unsupportive workplace cultures contributing to low levels of
retention and advancement of women in science, engineering, trades and technology careers. Three
companies, Enbridge, Husky and Sherritt Metals, partnered with WinSETT to pilot, measure, adapt and
re-implement a variety of strategies. Each workplace culture was assessed through the insights of
female and male employers and employees, and review of formal policies.
Strategies for each company were identified with the use of the Checklist of Strategies, developed by
WinSETT Centre. The Project Advisory Committee also added ideas and suggestions. Formal and
informal elements of workplace culture were identified during this process.
The companies are all committed to continue with the process to put their strategies into play and
gather data on the outcomes following the completion of this project. The valuable information
obtained from the three companies, leading to improvements in workplace culture and a decrease in
implicit bias and stereotypical threat towards women, will be shared with other organizations.
This project is funded by Women and Gender Equality (WAGE) Canada, Western Region, with in-kind
contributions from participating companies and not-for-profit organizations.
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Enbridge
Company Information
Contact person: Rose Dolabella
Enbridge Inc. is headquartered in Calgary, Alberta. The company has three core businesses: liquid
pipelines, natural gas pipelines and utilities and power. They have approximately 13,000 employees,
primarily in Canada and the United States. Enbridge was selected to Bloomberg’s 2019 and 2020 Gender
Equality Index. Rose Dolabella, the contact person for this project, is a Diversity and Inclusion Advisor at
Enbridge Pipelines.
Enbridge was focused on the project goals prior to joining this project. They developed a dashboard that
consolidates the data related to male and female metrics across the enterprise. The dashboard example
shown below indicates the percentage of female representation from 2017 to 2019.
Category

Q1 2017

Q1 2018

Q1 2019

Change

Director and Above

22%

25%

29%

+ 7%

Manager and Above

26%

26%

29%

+ 3%

VP

Not Available

24%

23%

Not Available

Director

Not Available

26%

30%

Not Available

Manager

27%

27%

29%

+ 2%

Employees Overall

30%

30%

30%

No change

Note: When the Dashboard first launched, Director and VP levels were grouped together.

Actions Taken
•
•
•

Over 30 Enbridge female employees in STEM/SETT fields participated in the WinSETT Series
hosted in Edmonton, Calgary and Toronto.
A cohost was offered to 30 Enbridge employees in the fall in Houston.
Enbridge launched an interactive Gender Dashboard to be transparent and encourage
thoughtful discussion and action around women’s representation across the company.
o The dashboard is a consolidation of data related to male and female metrics across the
enterprise.
o It was shared with everyone at the company and posted on a quarterly basis.
o It launched in Q1 2017, in Excel combining data for both legacy companies.
o It was relaunched in Q1 2018, in Power BI, a business analytics tool, to allow users to
sort data that best reflects their needs.
o The dashboard data can be filtered by business unit, salary grade and gender.
o The dashboard shows the representation of females by age group, years of service,
salary grade, new hire transactions, promotions and voluntary turnover.
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•

•

•

•
•

•

•

Enbridge determined a gender target to be accomplished in the next few years.
o The target is to increase female representation to 32% overall with 30% at leader levels
by 2022, and to 40% overall by 2028.
▪ As of February 2020, Enbridge has increased female representation to 35%.
o These targets were determined through an evaluation of employee demographics and
an external benchmarking study comparing Enbridge to other similar industries and
communities.
o The evaluation and study data were used to assess how Enbridge compares to industry
labor availability and determine where increases in representation can be made across
multiple dimensions of diversity.
The following strategies were employed to raise awareness of Diversity Targets.
o An email from the CEO to the whole company announcing the new Diversity Targets
o Dialogue kits and Q&As sent to all leaders, as well as posted for all employees on their
Intranet (Elink)
o Leadership coaching webinars made available to all leaders – over four hundred
attended the sessions
o Orientation on diversity targets for all members of HR
o Detailed Metrics presentations and planning recommendations sent to all Senior
Leaders (VP and above) and HR
In August 2019, Enbridge launched a new Diversity & Inclusion Learning Program.
o Employees and leaders have access to tools, resources and courses developed for
individual contributors and people leaders at all levels.
o The new program was built around key inclusive behaviors and tailored to specific
groups and leadership levels across the company.
o Many ways of learning have been incorporated, such as self-guided, online and inperson.
o The program includes tip sheets, courses, articles, books and webinars on topics such as
unconscious bias, gender equality and inclusive leadership.
In May 2019, Enbridge submitted five awards applications for five senior female executive
leaders for the WXN Awards (Top 100 Canada’s Most Powerful Women).
Enbridge, in partnership with Catalyst, had over 30 senior leaders from across the company
attend a full-day workshop through an initiative called Men Advocating Real Change (MARC).
This global initiative enables emerging and senior leaders to develop critical inclusive leadership
strategies, sharpen awareness of inequalities, unconscious biases, and privilege, and hone skills
to make a lasting impact on an inclusive workplace.
More workshops and sessions with Catalyst are occurring monthly. Participants are discussing
how they can move the needle forward, make the change including processes and practices to
be more inclusive.
Rose Dolabella, the project contact, works as a volunteer on WinSETT projects helping to move
the work forward with e-learning. She is using e-learning to expand available sessions for those
who are unable to attend in person.
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•

•

•

•

•

Women@Enbridge committees hold annual planning sessions and now include male colleagues
in all chapters. These committees offer a range of developmental and networking activities
beyond the quarterly events. They have developed strong, local strategic plans that
acknowledge and integrate the issues women face in male dominated organizations, from
networking and authentic leadership styles to the need to have enhanced access to
development in areas such as business and financial acumen.
Each year, Women@Enbridge committees across the company hold events to celebrate
International Women's Day. In 2019, many employees either attended in person or listened via
a live feed to the HERWorld2019 Energy Forum in Houston – a global think-tank providing
thoughtful insights on business, workforce development, diversity, innovation, technology and
policy. Enbridge's SVP & Chief Information Officer participated in the event and on a panel to
discuss the topic of "Energy Shift."
FEMINEN, a group representing FEMales IN ENgineering at Enbridge, has the goal to increase
the engagement and retention of female engineering and technologist professionals by
providing opportunities to network, develop and learn from each other.
FEMINEN, Diversity & Inclusion and Edmonton Catholic Schools’ Braided Journeys completed
the successful fifth year of the Engineering Futures Program, in which Indigenous junior high
school girls are matched to female engineering mentors. The program holds monthly gatherings
during the school year and provides an opportunity for cultural exchange in an environment that
promotes learning about science.
During the Fall of 2019, Enbridge conducted focus groups with past participants of WinSETT
sessions to determine next steps towards gender inclusion in the organization.

Future Actions
•
•

Enbridge scheduled three more workshops for senior leadership, through the Men Advocating
Real Change initiative.
Enbridge is looking at a 3-year project regarding gender inclusion and is working with WinSETT
Centre and Catalyst. Enbridge is including the Women’s Leadership Program as part of the
curriculum.
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Husky
Company Information
Contact person: Zohra Halani
Husky is a Canadian-based integrated energy company headquartered in Calgary, Alberta. It operates in
Western and Atlantic Canada, the United States and the Asia Pacific region. The contact person for this
project, Zohra Halani, is a Senior HR Business Partner, WCP & Human & Corporate Resources.
On the Diversity and Inclusion section of the Husky website it addresses the company’s approach to
diversity in the workplace. They set up a council of employees to support creation of a respectful and
inclusive work environment, developed an employment equity plan to ensure appropriate
representation of women and other minority groups and provided a web-based training program that
addresses diversity, respect and inclusion, along with other initiatives.

Actions Taken
•
•

•
•
•

STEM scholarships were offered in March 2019 for three female engineers for $5000 per year.
Winners were required to work a co-op or summer term which included a mentorship program.
A sponsorship of $8000 gave access to 100 STEM students to attend the Network of Empowered
Women Event, March 2019, which included a Husky sponsored career fair, café style sessions,
and a panel with senior female leaders from Husky.
The Engineer-in-Training (EIT) Program for 2019 had a 36% to 64% gender (female to male) split.
Husky partnered with WinSETT for the 2019 sessions on Becoming a Leader, Effective
Communication and Micro Aggression in Calgary and Lloydminster.
Husky female leaders continue to attend monthly sessions through a partnership with the
Women’s Executive Network (WXN).

Future Actions
•
•

Future events for Alberta High School students include job shadowing and inviting students to
internal Husky networking events in 2020.
In 2020, there will be an increase to five STEM scholarships. The requirements will be similar to
the 2019 scholarships mentioned above.
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Sherritt metals
Company Information
Contact person: Marianne Quimpere
Sherritt is one of the world’s largest producers of nickel from lateritic sources with operations and
investments in Canada, Cuba and Madagascar. The refinery in Fort Saskatchewan produces high-purity
nickel and cobalt products for export. It also generates a fertilizer by-product and was the first fertilizer
producer in Alberta. Marianne Quimpere, the contact person for this project, is a Senior Advisor,
Environment, at the Fort Saskatchewan site.
Demographics (March 2020)

Stratum
S1H
S1
S2
S3
S4
TOTAL

Roles
Hourly (Union)
Entry Level
Manager, Professional
Director
General Manager

Male Female TOTAL
334
13
347
139
68
207
115
33
148
21
2
23
4
4
613
116
729

In Sherritt Metals’ 2017 Sustainability Report, it states that the company “signed the Catalyst Accord,
which calls on companies to increase the average percentage of women on boards and women in
executive positions in corporate Canada to 30% or more by 2022”.

Actions Taken
•
•
•

•

The company has established Diversity & Inclusion Steering Committees at both the divisional
and global levels.
Successful respectful workplace training has occurred at two sites with a variety of levels of
participants.
An Employee Resource Group (ERG) introductory session was held at the end of November at
the Fort Saskatchewan location. Over 60% of the female employees attended and almost half of
these women were interested in attending more workshops.
o The 1st meeting of the women’s group was not as successful as expected. There was
some reluctance to speak up and uncertainty on how the ERG fit in with Sherritt as a
whole.
o After this meeting, a leadership team was elected to develop the mission and values of
the ERG and help continue to move it forward.
The company has recently completed a Strategic Plan.
o The plan includes Diversity and Inclusion (D&I) goals
o People will be held accountable for what they have learned, beginning at the Director
level then filtering down. The company is looking into measurement and performance
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o
o

•
•

assessment tools.
An internal SharePoint website has been developed to highlight diversity and inclusion
work.
The company is looking at numbers of women in each area and putting the numbers up
on management boards to increase awareness.

The company has announced its intent the double the number of women in its workforce by
2030.
Edna Dach was a guest speaker for the International Women’s Day held at the plant.

Future Actions
•
•
•
•

Sherritt Metals has approved and funded WinSETT leadership sessions at Norquest for
interested employees.
Seven women will be attending the Women’s Leadership Program in Edmonton.
Revision of HR processes and procedures to better support the attraction, retention and
promotion of women in the organization is ongoing.
Work is continuing toward achieving Level 3 with respect to all Global Diversity & Inclusion
Benchmark (GDIB) categories.
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Summary
Effective Strategies
The following strategies were deemed to be effective by one or more of the companies involved:
•
•

•
•
•
•
•

Leadership engagement and commitment is essential.
All three companies found workshops and sessions developed and presented by WinSETT and
their partners to be valuable to the participants. The majority of the participants in these
sessions rated them as highly valuable and were interested in following up with other sessions
on similar topics.
Having a budget to pursue activities, such as workshops, in-house sessions, celebrations, etc. is
important.
Internal ambassadors are essential.
Internal women’s groups are a great tool. The networking, communication, learning and support
is invaluable.
Dashboards and benchmarks are motivating and inspiring tools.
Embedding D&I into corporate operations, strategic plans, missions and values makes it more
permanent.
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Appendix I: Allyship Report Edmonton

AllyShip
Special Topic Report

Edmonton, AB
December 12, 2019
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1

Introduction

This report follows the delivery of the Allyship Special Topic delivered by the Canadian Centre for
Women in Science, Engineering, Trades and Technology (WinSETT Centre1). The workshop took place on
December 12, 2019 and Susan Hollett, WinSETT National Leadership Program Coordinator, was the
facilitator.
Special Topics are part of the WinSETT Leadership Program for women in SETT. They examine an aspect
of the workshops in a shorter amount of time than the full day workshop. Note they do not replace the
workshops, nor do they cover all aspects of the workshop. Special topics are:
•
•
•
•
•

60-120 minute interactive sessions
Led by a WinSETT Facilitator
Intended for a SETT audience.
Audience can be single or a mixed gender
No maximum number of participants.

Approximately seventeen (17) men and women participated in the Allyship Session in Edmonton AB. The
objectives for the workshop included:
•
•
•
•
•

Learn what Allyship is
Learn how Allyship contributes to more inclusive workplaces
Learn how to be an effective Ally
Learn the potential benefits and challenges
Learn the next step for you

In addition, participants were invited to participate in a post-workshop evaluation. Each participant
received the PowerPoint slides.

2 Evaluation
The Special Topic was evaluated at the workshop after the Special Topic was delivered. Seventeen (17)
responses were received. The following are the aggregated responses.

2.1 Learning Outcomes – Allyship
When asked whether the Special Topic achieved its goals, participants were asked to indicate on a
Likert 1-5 scale for each goal with 1 being “Did not meet expectations” and 5 being “Met expectations”.
While all of the Special Topic objectives were deemed to have been met (all were scored at least 4.9/5),
“Understand the term Allyship” was rated highest (4.9/5) while “Consider the benefits and potential
challenges of being an ally and seeking to create a culture of Allyship” was rated lowest (4.5/5).
Special Topic Objectives

1

Mean

Understand the term Allyship

4.9

Learn how Allyship works

4.7

http://www.winsett.ca
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Special Topic Objectives

Mean

Appreciate how Allyship can contribute to more inclusive workplaces
Consider the benefits and potential challenges of being an ally and seeking to create a
culture of Allyship

4.7
4.5

2.2 Special Topic Attributes – Allyship
When asked about specific attributes of the Special Topic, participants were asked to indicate on a
Likert 1-5 scale for each goal with 1 being “Strongly disagree” and 5 being “Strongly agree”. “The
facilitator(s) was effective” were scored highest (4.9/5) and the lowest was “Time allocated was
adequate” (3.7/5).
Assessment of Attributes of the Special Topic
The facilitator(s) was effective

Mean
4.9

Having women and men take this session together was helpful

4.8

Overall, the session met expectations
The session interactive activity(ies) enhanced the learning experience
The session materials (handouts, PowerPoint presentation, etc.) enhanced the
learning experience
Time allocated was adequate

4.7
4.7
4.4
3.7

2.3 Most Useful Aspects – Allyship
The most useful aspects of the special topic for participants were (open-ended question; if no number
indicated, item was mentioned once).
o
o

o
o
o
o

If/then (n=6)
Sharing with others (n=6)
• sharing experiences
• discussions
• meet women. sharing together
• interactive activities
• getting feedback on my action plan
giving me a new view
bringing together so many concepts
the group and Susan as facilitator
understanding allyship

2.4 Least Useful Aspects - Allyship
The least useful aspects of the Special Topic for participants were (open-ended question; if no number
indicated, item was mentioned once).
o
o
o

All were useful (n=6)
Slides could be better
The power all women have and sometimes (often) we forget
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o

Rehashing our sad memories

2.5 What Participants Will Do Differently as a Result of the Session When asked “What is one thing you will do differently as a result of this session?” Participants shared
the following:
o

o

o

o

o
o

Be/Encourage Allies (n=5)
• encourage allyship in others
• see more men as allies
• teach students about allyship
• maybe more confidence to be an ally when opportunity arises
• look for opportunities to be an ally
If/then (n=3)
• if/then. next steps- action
• write if/then and discuss it with my teams
• start conversations and do the if/then
Reactive ally (n=3)
• be more aware of what allyship can look like proactive vs reactive
• think more proactively about reactive situations
• think more about how to be effective as a reactive ally
Use the tools (n=2)
• having tools available to me
• apply the allyship tools
Look at our hiring practices (n=2)
o Send job descriptions to underrepresented group individuals
Pay more attention to what is being said

2.6 Closing Comments
Several respondents added closing comments to their evaluation:
o

o

Positive Feedback (n=6)
• excellent!
• excellent first step in my journey very helpful and great
• thank you for all you do
• great session! thank you
• good job. really appreciated the topic.
• thank you
More time (n=3)
• I hope next time is longer or more time
• wish it was a bit longer
• would be nice if the session was longer
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o
o
o
o

o

Took awhile to get going and some points were somewhat rushed. Regardless this was an
excellent session
first time I've heard of allyship
It would be valuable to have content from the slides available at the start so that more time can
be spent taking it all in earlier?
this was a good intro to allyship but I wanted to dive deeper. I would have appreciated a deeper
look at what rescuing looks like. I also would have liked to see a suggestion or exercise on how
language can be microaggressions and can be inadvertently exclusive
do you have a YouTube video we can share?

Facilitator Bio

Susan Hollett, CPF, CMC, CE
National Program Coordinator &
Facilitator
WinSETT Leadership Program
Since 2010, Susan has assisted with the development
and implementation of the ground-breaking/ceilingsmashing Leadership Program for Women in Science,
Engineering, Trades and Technology (WinSETT). The program offers workshops for employers and
women to improve the retention, support and promotion of early career SETT women. Currently Susan
is the National Program Coordinator and one of the seven Facilitators across the country. Susan holds
certifications as Professional Facilitator, a Management Consultant and an Evaluator and she is the
President of Hollett and Sons Inc., a consulting firm specializing in planning, facilitation and evaluation.
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3

Introduction

This report follows the delivery of the Allyship Special Topic delivered by the Canadian Centre for
Women in Science, Engineering, Trades and Technology (WinSETT Centre2). The workshop took place on
December 10, 2019 and Susan Hollett, WinSETT National Leadership Program Coordinator, was the
facilitator.
Special Topics are part of the WinSETT Leadership Program for women in SETT. They examine an aspect
of the workshops in a shorter amount of time than the full day workshop. Note they do not replace the
workshops, nor do they cover all aspects of the workshop. Special topics are:
•
•
•
•
•

60-120 minute interactive sessions
Led by a WinSETT Facilitator
Intended for a SETT audience.
Audience can be single or a mixed gender
No maximum number of participants.

Approximately thirty-two (32) men and women participated in the Allyship Session in Calgary, AB. The
objectives for the workshop included:
•
•
•
•
•

Learn what Allyship is
Learn how Allyship contributes to more inclusive workplaces
Learn how to be an effective Ally
Learn the potential benefits and challenges
Learn the next step for you

In addition, participants were invited to participate in a post-workshop evaluation. Each participant
received the PowerPoint slides.

4 Evaluation
The Special Topic was evaluated at the workshop after the Special Topic was delivered. Thirty -two (32)
responses were received. The following are the aggregated responses.

4.1 Learning Outcomes – Allyship
When asked whether the Special Topic achieved its goals, participants were asked to indicate on a
Likert 1-5 scale for each goal with 1 being “Did not meet expectations” and 5 being “Met expectations”.
While all the Special Topic objectives were deemed to have been met (all were scored at least 4.5/5),
“Learn how Allyship works” was rated highest (4.8/5) while “Understand the term Allyship” was rated
lowest (4.5/5).

2

Special Topic Objectives

Mean

Learn how Allyship works

4.8

Appreciate how Allyship can contribute to more inclusive workplaces
Consider the benefits and potential challenges of being an ally and seeking to create a
culture of Allyship

4.7

http://www.winsett.ca
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4.6

Special Topic Objectives

Mean

Understand the term Allyship

4.5

4.2 Special Topic Attributes – Allyship
When asked about specific attributes of the Special Topic, participants were asked to indicate on a
Likert 1-5 scale for each goal with 1 being “Strongly disagree” and 5 being “Strongly agree”. “Having
women and men take this session together was helpful” and “The facilitator(s) was effective” were
scored highest (4.6/5) and the lowest was “Time allocated was adequate”(3.7/5).
Assessment of Attributes of the Special Topic
The facilitator(s) was effective

Mean
4.6

Having women and men take this session together was helpful

4.6

The session interactive activity(ies) enhanced the learning experience
The session materials (handouts, PowerPoint presentation, etc.) enhanced the
learning experience
Overall, the session met expectations
Time allocated was adequate

4.4
4.3
4.2
3.7

4.3 Most Useful Aspects – Allyship
The most useful aspects of the special topic for participants were (open-ended question; if no number
indicated, item was mentioned once).
o

o
o

o

o

o

If/Then (n=8)
• the concept of creativity in the “If/ Then” scenarios
• if/then is a practical way to be a true ally
• learning the if and then
• if/then statements. Thinking ahead - a good tool
Discussions (n=7)
• Discussion and coaching from my table
Working with others (n=7)
• group work
• sharing with other participants
• having conversations with different views
• hearing the comments of other participants
• break out sessions
• interaction
Learning about Allyship (n=4)
• introduction to allyship
• learning what it means to be an ally
• learning what allyship was not
• looking at the psychology behind allyship
Workplace bias (n=2)
• learning to recognize bias in workplace
• factual based statistics on behaviours and workplace bias
Self-reflection component
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o
o
o

Examples
The handouts/exercises
Empowering

4.4 Least Useful Aspects - Allyship
The least useful aspects of the Special Topic for participants were (open-ended question; if no number
indicated, item was mentioned once).
o
o

o

o
o

All were useful (n=8)
Introduction (n=6)
• general info about the group
• spending time writing my workshop expectations
• supplying a strength for session
• setting my intentions at the beginning. Would prefer normal table introduction
• writing about strengths we bring to session - didn't see how that fit in
Stats/Data (n=3)
• assessment of stats
• data background - spent a lot of time on the research
• didn't fully understand the stats
Me arriving late and missing some of it
Discussion on unconscious bias

4.5 What Participants Will Do Differently as a Result of the Session When asked “What is one thing you will do differently as a result of this session?” Participants shared
the following:
o

o

o

o

Be more aware (n=6)
• think more broadly
• be more mindful. Sometimes I can be biased towards men
• be more conscious of non-inclusive behavior
• keep an open mind towards unconscious biases and encourage allyship
• be more aware
Be more attentive of others (n=5)
• analyze representation and participation in teams/groups I am a part of
• really try to see who is missing from the table
• I will seek out underrepresented groups outside my function to meet and greet
• be more attentive of people that are being excluded to include them
• watch more closely
If/Then (n=4)
• prepare my self with if/then scenarios
• I will create if/then scenarios that relate to me and be ready to use them
• use the if /then- example on being a better ally
• use the if / then - statements more in my day
Talk about the subject with others (n=30
• present this program to leadership
• incorporate some of the concepts into conversations
• talk about this subject more with coworkers
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o

o
o
o
o
o
o

Promote women (n=2)
• internally promoting women
• speak up for more women
Help others understand their role
Develop speak individual strategies as an ally
Not try to take over from who I am with
Engage and stand up for others
Step back, assess situation, be brave and do the right thing
Practice - use my voice

4.6 Closing Comments
Several respondents added closing comments to their evaluation:
o

o

o

o
o
o

Positive Feedback (n=10)
• thank you, I enjoyed it
• thank you for having this and your work in developing the course
• thanks for doing what you do
• great session. I’m glad I attended it.
• very impressed with the session. If/then is a practical and easy to implement strategy.
Thank you
• thank you for the clarification on an important topic
• thanks for the proactive and reactive tips on how to use if - and then – thinking
• great job Susan this topic is a perfect workshop topic
Real life examples (n=2)
• real life examples of how allyship made a positive change in their workplace
• I would like to hear more stories you have experienced instead of having you read the
text on the screens
More Time (n=2)
• I would've liked it to be longer and learn more and allyship and inclusion
• as always, more time to discuss the challenges and best practices would be great!
However, for the time had, it was a good discussion
Feel like it should be less female, male and more gender and cultural inclusive
Always surprised how my actions can be so impact in these situations, energizes to be more
proactive to be inclusive in my workplace
I attended towards the end of the session; I missed most of the presentation. However, the onepage hand out on allyship outlined the most important information about what is allyship, how
to bring it about in a very sufficient useful way. Thank you for that
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Facilitator Bio

Susan Hollett, CPF, CMC, CE
National Program Coordinator &
Facilitator
WinSETT Leadership Program
Since 2010, Susan has assisted with the development
and implementation of the ground-breaking/ceilingsmashing Leadership Program for Women in Science,
Engineering, Trades and Technology (WinSETT). The program offers workshops for employers and
women to improve the retention, support and promotion of early career SETT women. Currently Susan
is the National Program Coordinator and one of the seven Facilitators across the country. Susan holds
certifications as Professional Facilitator, a Management Consultant and an Evaluator and she is the
President of Hollett and Sons Inc., a consulting firm specializing in planning, facilitation and evaluation.
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