
Industry Action Plan

March 31, 2017



2

CAWIC Level Best Women’s Advancement Project

Industry Action Plan

TABLE OF CONTENTS

Message from the Chair ..........................................................................................................................3

How to Use the Level Best Industry Action Plan .................................................................................. 7

Glossary ....................................................................................................................................................9

Action Items ............................................................................................................................................10

1.   Securing or Becoming a Mentor .................................................................................................10

2.   Work Life Balance ....................................................................................................................... 11

3.   Participating in Local, Provincial and/or National Initiatives .....................................................12

4.    Career Planning ...........................................................................................................................13

5.    Developing a Mentorship Program .............................................................................................14

6.    Developing a Diversity Plan ....................................................................................................... 15

7.    Developing Anti-Harassment/Discrimination Policies ...............................................................16

8.    Gathering Female Employment Statistics ................................................................................... 17

9.    Gender/Diversity Training ..........................................................................................................18

10.  Marketing and Promotion ............................................................................................................19

11.  Outreach to Other Industry Stakeholders ....................................................................................20

12.  Developing Diversity/ Inclusion Requirements .......................................................................... 21

13.  Gathering Gender Specific Statistics of Construction Industry Workforce   ..............................22

14.  Encouraging Development of Local, Provincial and National Programs to Support Women in

       the Construction Industry ............................................................................................................23

15.  Supporting Research Projects to Monitor Developments re: Hiring, Retention and Advancement 

      of Women in the Industry ............................................................................................................24

16.  Evaluating Action Item Implementation ..................................................................................... 25

Apendix A  ............................................................................................................................................... 27

Appendices B-M .....................................................................................................................................55



3

MESSAGE FROM THE CHAIR

In January 2014, the Canadian Association of Women in Construction (CAWIC) submitted a successful 
proposal to Status of Women Canada to fund a 36 month project aimed at addressing the historical and 
pervasive inequity of women’s participation in the Canadian construction industry. The main objective 
of the CAWIC Level Best Women’s Advancement Project was to develop, in collaboration with industry 
stakeholders, an industry action plan with the goal of active industry participation to increase women’s 
entry, retention and advancement into leadership roles within the Canadian construction industry. 

The first phase of the Level Best Project involved extensive documentary and direct industry stakeholder 
research and analysis. The Needs Assessment Report, issued November 2015, delivered the results of the 
Needs Assessment phase and served as the foundation for this phase of the Project to develop the Action Plan. 

The Level Best Project was led by the Project’s Operations Committee guided by the Project Advisory 
Committee.  The Operations Committee consisted of the following individuals, without whose significant 
efforts, dedication and passion, the Level Best Women’s Advancement Project would not have been 
possible:

Tammy Evans, Chair

Trudy Peterson, Treasurer

Julie Lassonde, Gender Research Consultant

Julia Hemphill, Project Administrator

Guidance through the past three years from the Project Advisory Committee has been instrumental to 
sustaining participation and formalizing the Action Plan, raising awareness of and securing industry 
employer/workforce participation for the success of the Project. CAWIC acknowledges the outstanding 
support and guidance of the Project Advisory Committee:

Project Advisory Committee

A. Abraham, Ontario College of Trades 

B. Tuckey, Building Industry and Land Development Association (BILD) 

C. Thurston, Ontario General Contractors’ Association (OGCA) 

G. Smyth, Skills Ontario 

J. Drader, Steel Toe Stiletto Ltd. 

J. Mollenhauer, Toronto Construction Association (TCA) 

J. Peterson, Ontario Sheet Metal Workers’ & Roofers’ Conference (OSMWRC) 

J. Vlahos, General Contractors Section - Toronto 

K. Walsh, Office to Advance Women Apprentices (OAWA) 



4

L. Amundsen, Canadian Building Trades Union (CBTU) 

L. Murphy, Ryan Murphy Construction Inc. 

M. Atkinson, Canadian Construction Association

M. Paradis (policy)

M. Yorke, Carpenters Union Local 27 

R. Sparks, BuildForce Canada 

S. Barney, Women's Workforce Issues

T. Clyde (transient workers) 

T. Weymouth, Unifor 

Following the Needs Assessment phase, CAWIC continued its efforts to collaborate with construction 
industry stakeholders, producing the Level Best Industry Action Plan.

In 2016, the final year of the Level Best Project, CAWIC focused on testing the Level Best Industry 
Action Plan through industry stakeholders’ implementation, monitoring and evaluating the results of the 
testing phase. Our process followed the SMART model, setting specific, measurable, attainable, realistic 
and timely goals. 

The Level Best Industry Action Plan has been designed for the following stakeholders: 

♦   Women working or intending to work in the construction industry

♦   Employers

♦   Unions

♦   Industry associations

♦   Educational institutions

♦   All levels of government/government agencies 

Throughout 2016, Female Participants, Employer Partners and Project Advisory Committee members 
implemented selected components of the Level Best Industry Action Plan within their respective work 
environment. CAWIC monitored and evaluated results throughout the same period. In December 2016, 
based on evaluation of the testing phase, CAWIC produced the final version of the Level Best Industry 
Action Plan.

CAWIC would like to sincerely thank all Female Participants (names withheld for privacy) who gener-
ously and frankly gave of their time and contributions to both the Needs Assessment and the Action Plan  
development phases.
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CAWIC would like to publicly recognize those industry employers who, without hesitation, agreed to 
participate in the Needs Assessment and Action Plan development stages.  These employers are without a 
doubt leaders in the Canadian construction industry and we congratulate them for their sincere efforts to 
implement sustainable improvements for women in our industry:

Employer Partners

Alberici Constructors Lafarge Canada Inc.

BlueHouse Energy Maple Reinders Group Ltd.

Cowgirl Construction Nalcor Energy

EllisDon PCL Builders Inc.

Equinox Development Inc. PCL Constructors Canada Inc.

Fitz’s Mobile Welding Pennecon Limited

GEC Architecture Power Vac-Belfor

H.J. Bartlett Electric Renovations Ruth

H.J. O’Connell Construction Limited Scott Builders

Iron Ore Company of Canada The Matcom Group

Jasper Construction Trisect Construction Corporation

JV Driver Group United Rentals, Inc.

Kenaidan Contracting Ltd.
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CAWIC was honoured to undertake this important project for Status of Women Canada and sincerely 
thanks Status of Women Canada for the opportunity to provide what we hope to be a valuable resource 
to construction industry stakeholders that can be immediately adopted to assist in promoting sustainable 
improvement for women’s advancement in the Canadian construction industry.

Yours in construction,

Tammy A. Evans

Chair, CAWIC Level Best Women’s Advancement Project



7

HOW TO USE THE LEVEL BEST INDUSTRY ACTION PLAN

Industry stakeholders are invited to first review the Action Plan to gain a full and complete 
understanding of the project objectives, targeted goals and results analysis, all of which are supported 
by extensive research, as set out in the Needs Assessment Report.  The Action Plan includes 16 Action 
Items. Each Action Item applies to one or more stakeholder groups and includes specific guidelines for 
each applicable stakeholder group. Stakeholders should refer to the table on page 6 to identify Action 
Items that are relevant to the particular group, then consult relevant sections of the Action Plan to choose 
Action Items for implementation over a specific period of time.

Stakeholders are encouraged to collaborate to implement the Action Plan. Templates have been provided 
at Appendices L & M to monitor Action Item implementation.

Specific Considerations for Women Working or Intending to Work in the Industry

Women working or intending to work in the industry may find that parts of the Level Best Action Plan 
are more immediately applicable than others. For example, employment transition may hinder securing 
a mentor from time to time, but may support career growth. The Action Plan provides options to 
source a mentor outside of the workplace (e.g. a union or association, or career planning with a career 
counsellor). 

Where there is a higher or lower proportion of female workers to the overall workforce for any 
stakeholder, challenges may arise in implementing the Level Best Action Plan.  For example, certain 
Action Items may require more resources than others. The Action Plan should be adapted to each 
stakeholder’s experience and work environment to establish priorities and to establish strategies to 
ensure the Action Plan is relevant to the stakeholder’s circumstances.

Specific Considerations for Employers

Environmental factors may affect or influence implementation of the Level Best Action Plan, including 
the following:

1. The size of the organization (sole proprietor, micro, small, medium and large organizations)

2. Sector of the construction industry

3. Level of activity at time of adoption or implementation 

4. Number of female employees 

5. Union  restraints/contract limitations

Employers should tailor the Action Plan to suit the organization’s work environment.
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The table below illustrates Action Items that may be relevant to each stakeholder group. Stakeholders 
are encouraged to consult the entire Action Plan to adapt it to the organization’s needs.

Action Items Construction Industry Stakeholder Groups
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1. Securing or becoming a mentor X X

2. Work life balance X X X

3. Participating in local, provincial and/or national 
initiatives

X X X X X X

4. Career planning X X X X X X

5. Developing a mentorship program X X X X

6. Developing a diversity plan X X X X

7. Developing an anti-harassment/discrimination 
policy, complaints and investigation process

X X X X

8. Collecting female employment statistics X X X X

9. Gender and diversity training X X X X X X

10. Marketing and promotion X X X X X X X
11. Collaboration with other industry stakeholders X X X X X X X
12. Developing diversity policies for employers X

13. Collection and analysis of gender specific 
statistics of construction industry workforce

X

14. Developing local, provincial and national 
programs to support women in the construction 
industry

X

15. Supporting other initiatives to monitor/
encourage opportunities for hiring, retention and 
advancement of women in the industry

X

16. Evaluating Action Item(s) Implementation X X X X X X X

Stakeholders should set timelines for Action Item implementation. Stakeholders may be at a different 
stage of implementation with existing or new initiatives and programs, therefore the Action Plan must 
be tailored to suit each stakeholder. Priorities will vary across stakeholders. Implementation templates at 
Appendices L and M may be helpful to establish priorities and develop appropriate timelines.
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GLOSSARY

Construction: For purpose of the Level Best Project, CAWIC adopts a broad definition of the 
construction industry, based on the North American Classification System used 
by Statistics Canada, which includes the construction of buildings (residential 
and non-residential), heavy and civil engineering construction (including 
utilities and physical infrastructure), and specialty trade contractors.  

Educational 
institution:

Any institutions, agencies or organizations involved in training or education in 
the construction industry, including all levels of schools, colleges, universities, 
unions and community-based organizations, whether private or public.

Employer: Construction industry employer, including union and government ministry/
agency.

Government: Any levels of government, whether municipal, provincial or federal, as well as 
government agencies.

Industry 
association:

Any not for profit association or organization whose mission is to serve or 
support the construction industry excluding unions and government agencies.

Mentor: A trusted and experienced person in a specific sector of the construction 
industry or other areas (career advancement, work life balance, etc.), who 
provides advice to another person, the mentee, who is starting in the same 
sector or interested in similar issues.

Protégée: A female in the industry who is interested in learning, seeking support or 
guidance from a mentor in the industry on personal career or industry related 
issues.
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ACTION ITEMS

1. SECURING OR BECOMING A MENTOR

Action Plan includes recommendations on sourcing and securing a mentor, or becoming a mentor, 
with resources on existing mentorship programs for women in the industry.

GOAL: 1:1 female to mentor ratio.

ACTION BY Stakeholder:

 ♦ CAWIC conducted research on existing mentorship programs. A list of existing programs and 
materials for mentors and mentees is included in sections 2 and 3 of the Materials List at Ap-
pendix A. Guidelines on how to secure a mentor can be found at Appendix B. Guidelines on 
how to become a mentor can be found at Appendix C.

 ♦ Participant should consult Appendices A, B and C, take steps to secure or become a mentor 
and track progress using Templates at Appendix L.

BENEFITS: Breaking isolation, participant should receive or provide support to address needs 
and challenges related to work life balance, searching employment, addressing workplace 
challenges, retention and advancement opportunities and strategy.
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2. WORK LIFE BALANCE

Action Plan includes tools for industry women to identify potential supports to help them succeed 
in their career path. It also includes tools for industry stakeholders to provide work life balance 
supports.

GOAL: Stakeholder identifies appropriate supports to promote success and balance in work/
personal life.

ACTION BY Stakeholder:

 ♦ CAWIC developed a work life balance self-assessment (see Appendix E). Work life balance 
resources can be found at section 4 of the Materials List at Appendix A. 

 ♦ Participant completes self-assessment to help identify relevant work life balance supports.

 ♦ CAWIC developed guidelines for employers who are willing to provide employees with work 
life balance supports (see Appendix F).

 ♦ Employer consults Appendix F, identifies measures to implement within the organization, and 
tracks progress using template at Appendix M.

BENEFITS: Provide tools to address women’s specific needs/challenges to support career path 
growth.
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3. PARTICIPATING IN LOCAL, PROVINCIAL AND/OR NATIONAL 
INITIATIVES

Action Plan disseminates information regarding available support resources to women in the 
construction industry through local, provincial or national initiatives supporting women in the 
industry.

GOAL: The stakeholder is provided with, and has access to a local, provincial or national program 
to support internal change.

ACTION BY Stakeholder:

 ♦ CAWIC developed a list of available programs. These lists are included at sections 2, 5, 6 and 
17 of the Materials List at Appendix A.

 ♦ Participant chooses program in which to participate and tracks progress using templates at 
Appendices L and M.

BENEFITS: Addressing isolation, promoting networking and access to support systems to encourage 
success and support growth in the industry.
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4. CAREER PLANNING

Action Plan provides resources regarding career planning to industry women and employers.

GOAL: Individual participant develops a personal career plan. Stakeholder supports and assists 
female employees in developing career plan.

ACTION BY Stakeholder:

 ♦ CAWIC provided examples of career planning resources (see section 8 of the Materials List at 
Appendix A). CAWIC developed career planning guidelines for employers, unions and educa-
tional institutions (see Appendix G).

 ♦ Individual participant reflects on her career goals, seeks out support from mentor/career coun-
sellor/employer to develop career plan, and track progress using template at Appendix L.

 ♦ Participating employer/agency/educational institute reviews Appendices A and G to develop a 
career development program for employees/members/students (or evaluate/improve existing 
program), meet with employee/member/student to discuss career goals and develop a career 
plan. Organization and general participants tracks progress using template at Appendix M.

BENEFITS: Effective and regular communication increases between female and their employer and/or 
career advisor. Targeted focus on securing employment, retention and career advancement strategies. 
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5. DEVELOPING A MENTORSHIP PROGRAM

Action Plan includes recommendations to develop mentorship programs, with resources on 
existing mentorship programs targeted for women in the industry.

GOAL: 1:1 female to mentor ratio.

ACTION by Stakeholder:

 ♦ CAWIC reviewed and prepared a list of existing programs and materials,  included at sections 
2 and 3 of the Materials List at Appendix A. Guidelines regarding developing a mentorship 
program can be found at Appendix D.

 ♦ Stakeholder consults Appendices A & D, take steps to develop a mentorship program at work-
place and tracks progress using template at Appendix M.

BENEFITS: Breaking isolation, participant receives support to address needs and challenges in 
workplace, securing employment, retention and career advancement.
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6. DEVELOPING A DIVERSITY PLAN

Action Plan provides a strategy for employers, unions, educational institutions and industry 
associations to develop a diversity plan tailored to the organization’s identified needs and 
challenges.

GOAL: Industry employer, union, educational institution or association has implemented a 
formalized diversity plan.

ACTION BY Stakeholder:

 ♦ CAWIC prepared a list of existing diversity plans included in section 9 of the Materials List at 
Appendix A. CAWIC developed Guidelines to create buy-in within the organization, included 
at Appendix K.

 ♦ Stakeholder reviews existing diversity plans at Appendix A and identifies the aspects that may 
be adaptable to its organization, considering the number of employees addressing all aspects 
of diversity (including gender, race, age, sexual orientation, etc.) and the benefit of integrating 
an existing, expanding or developing a new initiative diversity plan. Track of progress using 
Appendix M.

BENEFITS: Employers, unions, educational institutions and industry associations’ independent 
formalized structure to increase hiring, retention and advancement of women into leadership 
roles.
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7. DEVELOPING ANTI-HARASSMENT/DISCRIMINATION POLICIES

Action Plan provides a strategy for employers, unions and industry associations to develop an 
anti-harassment/discrimination policy and investigation process, which can be adapted to the 
organization’s specific needs and challenges.

GOAL: Industry employer, union, educational institution and association implements a 
transparent and supportive anti-harassment and discrimination policy and investigations process.

ACTION BY Stakeholder:

 ♦ CAWIC conducted research of existing policies, complaints and investigation protocols and 
shares examples. Examples can be found in section 12 of the Materials List at Appendix A.

 ♦ Stakeholder reviews policy models and develops, expands or improves internal policies and 
processes and tracks progress using template at Appendix M.

BENEFITS: Employers, unions, educational institutions and industry associations communicate 
clearly to their workforce or membership that harassment and discrimination is unacceptable 
at their organization and implement an appropriate and meaningful investigation protocol and 
resolution.
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8. GATHERING FEMALE EMPLOYMENT STATISTICS

Action Plan provides a strategy for employers, unions, educational institutions and industry 
associations to gather demographic statistics.

GOAL: Each employer, union, educational institution and industry association gathers their 
own demographic statistics, in particular on the number of women employed by position, wage, 
length of employment and career advancement.

ACTION BY Stakeholder:

 ♦ CAWIC developed guidelines for gathering meaningful statistics. Guidelines are included at 
Appendix I.

 ♦ Stakeholder reviews statistical models and guidelines at section 13 of the Materials List at Ap-
pendix A and Appendix H, develops a statistics gathering template or adopts sample, gathers 
statistics, reports on methodology and results within organization and potentially externally/
internally. Tracks progress using Appendix M.

BENEFITS: With these baseline statistics, employers, unions, educational institutions and 
industry associations will be able to accurately monitor implementation and progress for 
women’s entry, retention and advancement strategies.
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9. GENDER/DIVERSITY TRAINING

Action Plan includes resources regarding existing gender and diversity training covering a range 
of topics including the following:

 ♦ Discrimination on the basis of ethnicity, race, sexual orientation or self-identification

 ♦ Challenges faced by single parents

 ♦ Policies and procedures regarding workplace harassment

GOAL: Stakeholder engages in self-training and/or implements a gender/diversity program for 
their employees, staff or membership.

ACTION BY Stakeholder:

 ♦ CAWIC created a list of existing training programs, included at section 10 of the Materials 
List at Appendix A, and drafted guidelines for developing gender/diversity training included 
at Appendix J.

 ♦ Stakeholder reviews existing programs and guidelines at Appendices A & J, develops and 
conducts a gender/diversity training program within the organization. Individual women or 
self-employed females may review training materials on their own. Tracks progress using 
templates at Appendices L and M.

BENEFITS: Stakeholder increase awareness of gender/diversity issues resulting in challenges 
and opportunities, leaving to initiatives to promote more inclusive and tolerant willing 
permanent employees/members.
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10. MARKETING AND PROMOTION

Action Plan develops marketing strategies and materials aimed at improving the image of the 
industry as a viable lucrative, safe and satisfying career choice for women, deconstructing 
existing stereotypes and communicating the equity and business cases for women’s entry.

GOAL: Stakeholder adopts marketing strategies, conducts presentations, participates in trade 
shows, educational tours and promotes/distributes materials aimed at improving the perception 
of the industry.

ACTION BY Stakeholder:

 ♦ CAWIC shares existing marketing and promotional programs and materials at sections 16, 
17 and 18 of the Materials List at Appendix A. CAWIC conducted roundtable discussions, to 
identify whether industry stakeholders preferred to undertake marketing activities on their 
own, or through collaborative initiatives with other stakeholders. A majority of stakeholders 
favoured a collaborative approach.

 ♦ Stakeholder reviews Appendix A and organizes industry discussions/workshops/strategic ses-
sions to develop a collaborative marketing strategy, targeted promotional materials and indus-
try awareness pieces. Tracks progress using templates at Appendices L and M.

BENEFITS: Stakeholder agrees on the importance of breaking down existing stereotypes, 
promoting the industry as a viable and satisfying career choice; increased promotion and 
awareness of benefits of construction as a viable and satisfying career choice for females; 
increased hiring, retention and advancement of females; increased economic benefit to 
organization.
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11. OUTREACH TO OTHER INDUSTRY STAKEHOLDERS

Action Plan provides target recommendations to industry stakeholders to raise awareness and 
share best practices on gender biased challenges in the industry.

GOAL: Stakeholders agree to work collaboratively across the construction industry, and/or with 
other industries toward a common goal to address gender biases and discriminatory policies.

ACTION BY Stakeholder:

 ♦ CAWIC’s Level Best Needs Assessment recommends that stakeholders develop a collabora-
tive outreach plan to raise awareness on gender challenges within the industry. The Materials 
List at Appendix A includes stakeholder initiatives to hire, retain and promote women in the 
non-traditional occupations.

 ♦ CAWIC developed guidelines to create buy-in within the organization, included at Appendix K.

ACTION BY Stakeholder:

 ♦ Stakeholder reviews Appendices A & K and explores potential collaboration and outreach, 
organize discussions and events that promote collaboration within the industry.

 ♦ Stakeholders share best practices and program models for implementation across Canada.

BENEFITS: Increased visible buy-in to hire, retain and promote women within the industry; 
reduced duplication of efforts to develop best practices and programs related to gender diversity; 
increased awareness and action to implementation of best practices and programs related to 
gender parity.

http://www.cawic.ca/Summary-of-Level-Bests-Needs-Assessment
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12. DEVELOPING DIVERSITY/ INCLUSION REQUIREMENTS

Action Plan encourages all levels of government to develop appropriate models within 
government and implement mandatory diversity/inclusion strategies for procurement. This 
Action Item applies to federal, provincial and municipal governments, as well as administrative 
agencies. Possible models include (1) workforce diversity requirements as part of government 
contract bidding process, and (2) mandatory disclosure and reporting requirements regarding 
workforce diversity, diversity policies, and statistical employment data of bidder organization.

GOAL: Each government ministry and/or agency agrees to develop specific diversity/inclusion 
requirements for procurement activities. Industry stakeholders see measurable economic return 
in compliance with inclusion/diversity requirements.

ACTION BY Stakeholder:

 ♦ CAWIC’s existing government diversity requirements and strategies included examples of 
section 20 of the Materials List at Appendix A.

 ♦ Stakeholder review models found at Appendix A and tracks progress using templates at Ap-
pendices L and M.

BENEFITS: Economic incentives to employers to improve hiring, retention and advancement 
of women in the industry because of government requirements regarding workforce diversity 
will trigger improvements in women’s participation and advancement as well as increased 
benefit and competitive advantage for organizations that can brand and market as leading 
diversity organizations.
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13. GATHERING GENDER SPECIFIC STATISTICS OF CONSTRUCTION 
INDUSTRY WORKFORCE

Action Plan recommends implementation of mandatory or voluntary incentive based disclosure 
of bidder gender statistics through tender process and regular reporting throughout life of 
contract awareness of government and their agencies.

GOAL: Each government ministry agrees to policy to gather gender specific statistics on 
procurement for all construction projects put out to tender.

ACTION BY Stakeholder:

 ♦ Level Best Needs Assessment Report highlights the importance of collecting statistics related 
to gender and diversity in the construction industry.

 ♦ Stakeholder reflects on how government statistics can be used in increasing.

 ♦ Government uses procurement statistics to develop policies to increase entry, retention and 
promotion of women in the industry.

BENEFITS: Government monitors progress in terms of hiring, retention and advancement of 
women in the construction industry through its procurement process. Industry stakeholders can 
evaluate their performance leverage statistics to increase competitive edge in the marketplace 
and adjust goals based on data.
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14. ENCOURAGING DEVELOPMENT OF LOCAL, PROVINCIAL 
AND NATIONAL PROGRAMS TO SUPPORT WOMEN IN THE 
CONSTRUCTION INDUSTRY

Action Plan provides information on existing local, provincial and national programs that support 
women in the construction industry.

GOAL: Each government ministry or agency agrees to develop, implement or increase targeted 
initiatives to support women in the construction industry.

ACTION BY Stakeholder:

 ♦ CAWIC discussed programs in the Level Best Needs Assessment and included examples in 
the Action Plan at sections 2, 5, 6, 7, 17, 19, 20 and 21 of the Materials List at Appendix A.

 ♦ Government ministry or agency reviews Appendix A and develops programs inspired by ex-
isting models. Tracks progress using template at Appendix M.

BENEFITS: Government increase in financial/other support for programs that help women 
secure employment and advance in the construction industry; decrease in duplicate or fractioned 
efforts across government; increase in sharing best practices and pooling of resources.
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15. SUPPORTING RESEARCH PROJECTS TO MONITOR 
DEVELOPMENTS RE: HIRING, RETENTION AND ADVANCEMENT OF 
WOMEN IN THE INDUSTRY

Action Plan encourages the various government ministries and agencies to support targeted 
research aimed at monitoring hiring, retention and advancement of women into leadership roles 
within the industry.

GOAL: Each government ministry or agency supports ongoing strategic research to monitor 
progress to hire, retain and advance women in the industry.

ACTION BY Stakeholder:

 ♦ Level Best Needs Assessment Report highlights the importance of ongoing research on hiring, 
retaining and advancing women in the construction industry.

 ♦ Each government ministry or agency consults s. 21 of Materials List at Appendix A for exam-
ples of government programs that fund projects such as Level Best. Ministry/Agency develops 
funding programs inspired by or improving on existing models, to monitor progress in hiring, 
retention and advancement of women in the industry.

BENEFITS: Government taking leadership role to develop programs, monitor and evaluate 
progress with respect to hiring, retaining and advancing women in the industry. Industry 
stakeholders respond with compliance and are able to evaluate performance and advantage in 
the market and set future goals using the resources produced by these programs.
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16. EVALUATING ACTION ITEM IMPLEMENTATION

Action Plan encourages evaluation of all initiatives to hire, retain and advance women in 
the industry to build on experience, develops best practices, avoid duplication and potential 
fractured efforts and pool resources.

GOAL: Each stakeholder conducts an evaluation of its respective implementation of Action 
Items or other initiatives related to hiring, retention and advancement of women in the industry.

ACTION BY Stakeholder:

 ♦ Level Best Action Plan provides Action Items and templates at Appendices L and M for imple-
mentation. Guidelines for evaluating implementation are included at Appendix N.

 ♦ Stakeholders evaluate Action Items implementation on a yearly basis, using Appendix N.

BENEFITS: Increased stakeholder awareness for effective implementation; increased 
development and sharing of best practices related to hiring, retention and advancement of 
women within the industry, avoiding duplication, fragmented efforts, promotes collaborate 
industry wide strategic approach and pools resources.
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Introduction
The Level Best Industry Action Plan Reference Materials List is not an exhaustive list but rather 
a starting point for an ever evolving and growing list of resources. It seeks to provide examples of 
available resources to support implementation of Action Items. The Industry Action Plan refers to 
specific numbered sections of the Materials List. The List is organized by topic and region. The table 
below also indicates sections that may be particularly relevant by stakeholder group.

Relevant Sections Stakeholder Groups
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1- Action Plan Models X X X X X X X
2- Mentorship Programs X X X X X X

3- Mentorship Resources X X X X X X

4- Work Life Balance X X X X X X

5- Networking Groups X X

6- Programs Supporting 
Women

X X

7- Financial Support for 
Apprentices

X X

8- Career Planning X X X X X X

9- Diversity Plans X X X X

10- Diversity Training X X X X X X

11- Recruitment X X X X X

12- Anti-Harassment & 
Discrimination

X X X X X

13- Pregnancy/parental 
Leaves

X X

14- Flexible Work X X

15- Statistics Gathering X X X X

16- Promotional Tools X X X X

17- Collective Promotional 
Strategies

X X X X X X X

18- Media Coverage X X X X X X X
19- Anti-Harassment 
Campaigns

X X X X X X X

20- Diversity Strategies X

21- Government Funding X

Please note that, unless otherwise indicated, materials are available online. For access, click on the link or right click to copy and paste the link into your browser. If you have trouble accessing materials, you 
can also conduct a Google search for the title of the document or contact CAWIC at levelbest@cawic.ca for assistance.

mailto:levelbest@cawic.ca
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Reference Materials

1. Action Plan Models

(a) Construction Industry (Canada)

Construction Sector Council, Women in Construction: Engagement Strategy, June 2010. 

Engineers Canada, Women in Engineering Committee 2014-2015, Charge Report and Action Plan, 
May 2015.

(b) Other Industries

i. Ontario

The Law Society of Upper Canada, The Justicia Project, 2014. 

Fact Sheet

Terms of Agreement for Use of Justicia Resources

Justicia Commitment Pledge Template

Justicia Self-Assessment Checklist

ii. Quebec

Barreau du Québec, Projet Justicia, 2014.

http://www.lsuc.on.ca/justicia_project/
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Justicia/Justicia14-factsheet-web-Eng-FINAL.pdf
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Justicia/Licensing_Agreement_Revised_July_2015.pdf
http://www.lsuc.on.ca/media/committment_pledge.pdf
http://www.lsuc.on.ca/media/self_assessment_checklist.pdf
http://www.barreau.qc.ca/fr/avocats/equite/justicia/


34

2. Mentorship Program Examples

(a) Canada

Canada’s Building Trades Unions (CBTU), Build Together 

CAWIC, CAWIC Mentorship Program

Women’s Enterprise Organizations of Canada, Mentoring Program 

(b) Alberta

Alberta Women’s Science Network, Mentors 

InterVivos: From One Person to Another, Mentorship Program  

The Alberta Association of Landscape Architects, Internship/ Mentor Program 

The Association of Science and Engineering Technology Professionals of Alberta, Mentoring 
Partnerships 

The Edmonton Region Immigrant Employment Council, The Career Mentorship Program

Women in Science Engineering and Research (WISER) and University of Alberta – Women in 
Science and Engineering (UA-WISE), Mentorship Program 

(c) Newfoundland and Labrador

Office to Advance Women Apprenticeship, Newfoundland and Labrador, Mentorship 

Women in Resource Development, Newfoundland and Labrador, Mentors Network

Women in Science and Engineering Newfoundland and Labrador, Mentorship Program 

(d) Nova Scotia

Halifax Partnership, Nova Scotia, Connector Program, Connector Program 

Techsploration

(e) Ontario 

Ontario Society of Professional Engineers, Engineering Success Pilot Mentorship Program 

Ontario Women’s Directorate, Women in Engineering Mentor Initiative 

http://buildtogether.ca/resources/mentoring
http://www.cawic.ca/page-494149
http://weoc.ca/
https://www.awsn.org/mentors
http://www.intervivos.ca/index.php?option=com_content&view=article&id=62&Itemid=54
https://www.aala.ab.ca/becoming-a-landscape-architect
http://www.aset.ab.ca/Member-Toolkit/Knowledge-Sharing/Mentoring.aspx
http://www.aset.ab.ca/Member-Toolkit/Knowledge-Sharing/Mentoring.aspx
http://eriec.ca/career-mentorship-program/
https://wiseredmonton.ca/mentorship-program/
http://www.womenapprentices.ca/#mentorship
http://wrdc.nf.ca/wrdc/mentorsnetwork.htm
http://wisenl.ca/mentorship
http://www.halifaxpartnership.com/en/home/get-connected/connector-program/default.aspx
http://techsploration.ca/
http://www.ospe.on.ca/?page=mentorship_about
http://www.women.gov.on.ca/owd/english/economic/mentoring.shtml
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(f) Quebec

Association patronale des entreprises en construction du Québec (APECQ), Programme de mentorat 
de l’APECQ : la construction de demain !

3. Mentorship Materials, Training & Other Resources

(a) Canada

BuildForce Canada, Mentorship Program, 2009 (materials for employers).

At a Glance Card

Certificates

Facilitator’s Training Slides

Implementation Guide and Backgrounds Materials

Learner’s Handbook

Mentor’s Handbook

Orientation Slides

Quick Reference Card

Stickers

Video 

Canadian Apprenticeship Forum, Skilled Trades Network, Employer Resources - Mentoring

(b) British Columbia

SkillPlan, Mentorship Matters (training program for mentees and mentors).

Westcoast Women in Engineering, Science and Technology (WWEST), Mentoring Works, 2013.

(c) Ontario

YMCA Hamilton, Workforce Planning Hamilton and Status of Women Canada, Advancing Women 
in the Skilled Trades, 2016.

Establish a Mentorship Program

Mentorship Agreement Form

Mentor/Mentee Guidelines

http://www.apecq.org/00APECQ/mentorat
http://www.apecq.org/00APECQ/mentorat
http://www.buildforce.ca/en/products/mentorship-program
http://www.buildforce.ca/en/products/mentorship-program
http://www.buildforce.ca/en/products/mentorship-program
http://www.buildforce.ca/en/products/mentorship-program
http://www.buildforce.ca/en/products/mentorship-program
http://www.buildforce.ca/en/products/mentorship-program
http://www.buildforce.ca/en/products/mentorship-program
http://www.buildforce.ca/en/products/mentorship-program
http://www.buildforce.ca/en/products/mentorship-program
http://www.buildforce.ca/en/products/mentorship-program
http://www.buildforce.ca/en/products/mentorship-program
http://caf-fca.org/skilled-trades-network/employer-resources/mentoring/
http://www.skillplan.ca/construction/mentorship-program
http://wwest.mech.ubc.ca/diversity/mentoring-works/
http://www.advancewomenintrades.com/
http://www.advancewomenintrades.com/
http://www.advancewomenintrades.com/advance/
http://www.advancewomenintrades.com/advance/
http://www.advancewomenintrades.com/advance/
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(d) International

River, River for Mentoring (and other tools available for a fee). 

4. Work Life Balance Resources

Canadian Mental Health Association, Work-Life Balance Quiz

Lingard, Helen and Valerie Francis, Managing Work-Life Balance in Construction, Abingdon, Oxon, 
Spon Press, 2009. (book available for purchase)

5. Networking Group Examples

(a) Canada

Build Together: Women of the Building Trades

Canadian Association of Women in Construction (CAWIC)

Canadian Centre for Women in Science, Engineering, Trades and Technology (WinSett), Women in 
SETT Leadership Network

Canadian Coalition of Women in Engineering Science, Trades and Technology (CCWESTT)

Canadian Construction Women

Kick Ass Careers

United Brotherhood of Carpenters, Canadian Sisters in the Brotherhood

Women in Leadership and Business Conference

Women in Mining Canada

Women in Trades Training

(b) Alberta

Calgary Construction Association, Women in Construction committee

Calgary Women in Energy

(c) British Columbia

British Columbia Women in Energy Network

Women in Mining British Columbia

http://www.riversoftware.com/solutions/mentoring-software
http://www.cmha.ca/mental_health/work-life-balance-quiz/
http://www.buildtogether.ca/about/build-together
http://cawic.ca/
http://womeninsett.ning.com/main/authorization/signUp?target=http%3A%2F%2Fwomeninsett.ning.com%2Fmain%2Finvitation%2Fnew
http://womeninsett.ning.com/main/authorization/signUp?target=http%3A%2F%2Fwomeninsett.ning.com%2Fmain%2Finvitation%2Fnew
http://www.ccwestt.org/
https://www.constructionwomen.org/
http://www.kickasscareers.org/
https://www.carpenters.org/Canada_GROUP/Canada_TOC/canadasib.aspx
http://wilbconference.com/
http://wimcanada.org/
https://www.facebook.com/womenintrades
https://www.cca.cc/education-careers/women-in-construction/
http://www.cwie.org/
http://bcwen.ca/
http://www.wimbc.ca/
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(d) Manitoba

Women in Mining Manitoba Branch

(e) Ontario

Blister Sisters

Sisters in the Trades

Women in Construction @ George Brown

Women in Mining Northern Ontario

Women in Mining Toronto Branch

(f) Quebec

Femmes regroupées en options non-traditionnelles (FRONT)

(g) International

Organization of Women Architects and Design Professionals

6. Programs Supporting Women in Construction

(a) Canada

Canadian Centre for Women in Science, Engineering, Trades and Technology (WinSett) Women in 
Sett Leadership Program, April 2015. 

CAWIC Bursaries

Engineers Canada, Women in Engineering 

(b) Alberta

Alberta Women Entrepreneurs (AWE) 

Women Building Futures (WBF)

(c) British Columbia

British Columbia Construction Association, Skilled Trades Employment Program (STEP)

British Columbia Institute of Technology (BCIT), Trades Discovery Program for Women 

Camosun College, Women in Trades Training (WITT)

http://www.wim-manitoba.ca/AboutUs.html
https://www.facebook.com/steeltoedblistersisters/?fref=ts
http://sisterinthetrades.weebly.com/
https://www.facebook.com/groups/304275946302590/
http://www.wimnorthernontario.com/
http://www.women-in-mining.com/
https://www.facebook.com/FRONT-Femmes-Regroup%C3%A9es-en-Options-Non-Traditionnelles-186898398016771/
http://owa-usa.org/
http://www.winsett.ca/programs/leadership-program/leadership-program-promo-apr-2015-gen.pdf
http://www.winsett.ca/programs/leadership-program/leadership-program-promo-apr-2015-gen.pdf
http://www.cawic.ca/page-494148#.WUqCV2jythF
https://engineerscanada.ca/diversity/women-in-engineering
http://www.awebusiness.com/
http://www.womenbuildingfutures.com/
http://www.stepbc.ca/
http://www.bcit.ca/study/programs/1190acert
http://camosun.ca/learn/school/trades-technology/community-partnerships/women-in-trades.html
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Canadian Construction Women  

Industry Training Authority (ITA), Women in Trades Training (WITT) 

Northwest Community College, women-only trades programs 

Okanagan College, Women in Trades Training

Thomson Rivers University, Women in Trades

Tradesworks, Women in the Trades

UA Piping Industry College of B.C., Piping Opportunities for Women

(d) New Brunswick

New Brunswick Mentor Apprentice Program, Women in Trades

(e) Newfoundland and Labrador

Office to Advance Women Apprenticeship, Newfoundland and Labrador

Women in Resource Development Corporation (WRDC), Tools of her Trade: Women who dare to be 
Different, February 2015.

Women in Science and Engineering Newfoundland and Labrador

(f) Northwest Territories

Status of Women Council of the N.W.T., Northern Women in Mining, Oil & Gas Project

(g) Nova Scotia

Women Unlimited

(h) Ontario

Algonquin College, Women into Electrical Engineering Technology

Canadore College, Aboriginal Women in Trades

Community Microskills Development Centre, Women in Trades

Conestoga College, Women in Skilled Trades (WIST) General Carpenter Pre-Apprenticeship

Fanshawe, Construction Carpentry Techniques and Construction Engineering Technician programs, 
which include women only lab sections

https://www.constructionwomen.org/
http://www.itabc.ca/women-trades/overview
https://nwcc.bc.ca/news/newest-nwcc-trades-programs-women-only
http://www.okanagan.bc.ca/Page19415.aspx
http://www.tru.ca/trades/programs/women-in-trades.html
http://tradeworks.bc.ca/
http://www.uapicbc.ca/dbin/brochures/POW-optimised.pdf
http://www.nb-map.ca/wit.html
http://www.womenapprentices.ca/
http://www.wrdc.nf.ca/
http://wrdc.nf.ca/pdfs/Tools%20of%20Her%20Trade%20Magazine%202015.pdf
http://wrdc.nf.ca/pdfs/Tools%20of%20Her%20Trade%20Magazine%202015.pdf
http://wisenl.ca/
http://www.statusofwomen.nt.ca/women_in_industry.htm
http://www.womenunlimitedns.ca/
http://www.algonquincollege.com/acce/women-into-electrical-engineering-technology/
https://www.canadorecollege.ca/about/the-canadore-story/preparing-aboriginal-women-for-employment-in-skilled-trades
http://www.microskills.ca/trades-and-technology-awareness-access/
https://www.conestogac.on.ca/fulltime/1123.jsp
https://www.fanshawec.ca/programs-and-courses/program/ccq3-construction-carpentry-techniques/next-year
https://www.fanshawec.ca/programs-and-courses/program/csn3-construction-engineering-technician/next-year
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Fanshawe, Woodworking Basics for Women

George Brown College, Carpentry for Women

Mohawk College, Women in Trades

Ontario Women’s Directorate, Women in Skilled Trades and Information Technology Training 
program 

The Centre for Skills Development and Training in Ontario, Enhanced General Carpentry for 
Women program

Women’s Enterprise Skills Training of Windsor Inc., Women in Skilled Trades

(i) Prince Edward Island

Women’s Network PEI, Trade HERizons

(j) Quebec 

Comité d’action pour la mixité en emploi de l’Outaouais (CAMEO)

CCQ, Programme pour la formation des femmes en entreprise

Centre d’intégration au marché de l’emploi (CIME)

Comité de défense des droits des travailleuses de la construction

Conseil d’intervention pour l’accès des femmes au travail (CIAFT)

Dimension Travail

Femmes regroupées en options non traditionnelles (FRONT)

Le réseau des femmes de la CSN-Construction

Les elles de la construction

Ministère de l’Éducation, de l’Enseignement supérieur et de la Recherche (Quebec), Hats Off to You! 
Contest 

Option Femmes Emploi, Non-traditionnel

(k) Saskatchewan

Saskatchewan Indian Institute of Technologies, Women in Trades

Saskatchewan Polytechnic, Women in Trades and Technology (WITT)

YWCA Saskatoon, Trade Journey

https://www.fanshawec.ca/cts/courses/wood-9022-woodworking-basics-women
https://coned.georgebrown.ca/courses-and-certificates/carpentry-for-women-i/
https://www.mohawkcollege.ca/programs/skilled-trades-apprenticeship
http://www.women.gov.on.ca/owd/english/economic/skilled-trades.shtml
http://www.women.gov.on.ca/owd/english/economic/skilled-trades.shtml
http://thecentre.on.ca/skilledtrades/women-in-skilled-trades-wist/
http://thecentre.on.ca/skilledtrades/women-in-skilled-trades-wist/
http://www.westofwindsor.com/ecom.asp?pg=our-programs-women-in-skilled-trades
http://www.wnpei.org/trade-herizons
http://cameo-outaouais.ca/
http://www.fiersetcompetents.com/employeur/mixite.html
http://cime-emploi.com/
http://www.metierspourelles.qc.ca/archives/automne-2013/item/la-defense-des-droits-des-travailleuses-de-la-construction-petit-historique-d-une-grande-bataille.html
http://www.ciaft.qc.ca/
http://www.dimensiontravail.com/
https://www.facebook.com/FRONT-Femmes-Regroup%25C3%25A9es-en-Options-Non-Traditionnelles-186898398016771/
https://www.csnconstruction.qc.ca/condition-f%C3%A9minine
http://www.ellesdelaconstruction.com/fr
http://www.education.gouv.qc.ca/en/colleges/etudiants-au-collegial/concours/hats-off-to-you/
http://www.education.gouv.qc.ca/en/colleges/etudiants-au-collegial/concours/hats-off-to-you/
http://www.optionfemmesemploi.qc.ca/programmes-et-services/non-traditionnel/
http://www.siit.ca/programs/details/women-in-trades-wit.html
http://saskpolytech.ca/programs-and-courses/resources/women-in-trades-and-technology/
http://ywcasaskatoon.com/trade-journey/
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(l) Yukon

Yukon Women in Mining

Yukon Women in Trades and Technology 

(m) International

ArcVision, arcVision Prize – Women and Architecture

7. Financial Support for Apprentices in the Trades

(a) Canada

Canada Revenue Agency: 
Tradesperson’s Tools Deduction
Tuition Tax Credit for Certification Examination Fees
Canadian Association of Women in Construction (CAWIC), CAWIC Bursaries
Government of Canada, Canada Apprentice Loan

Service Canada: 
Apprenticeship Incentive Grant 
Apprenticeship Completion Grant

(b) Alberta

Government of Alberta, Alberta Apprenticeship and Industry Training Board Scholarships

(c) British Columbia

Employment Program of British Columbia (EPBC), Apprentice Financial Supports

Government of British Columbia, Training Tax Credit for Apprentices

Student Aid BC, Access Grant for Labour Market Priorities

(d) Manitoba

Apprenticeship Manitoba:

High School Apprenticeship Program (HSAP)

Supports and Services

Entrepreneurship Manitoba, Journeyperson Business Start Program

http://www.yukonwim.ca/
http://www.yukonwitt.org/
http://www.arcvision.org/?lang=en
http://www.cra-arc.gc.ca/tx/ndvdls/tpcs/ncm-tx/rtrn/cmpltng/ddctns/lns206-236/229/trds/menu-eng.html
http://www.cra-arc.gc.ca/gncy/bdgt/2011/qa05-eng.html
http://www.esdc.gc.ca/en/support_apprentices/loans.page
http://www.servicecanada.gc.ca/eng/goc/apprenticeship/incentivegrant/program.shtml
http://www.servicecanada.gc.ca/eng/goc/apprenticeship/completiongrant/program.shtml
http://tradesecrets.alberta.ca/financial-assistance/scholarships/
https://www.workbc.ca/Employment-Services/Apprenticeship-Training-Supports/Apprentice-Financial-Supports.aspx
http://www2.gov.bc.ca/gov/content/taxes/income-taxes/corporate/credits/training/apprentice
https://studentaidbc.ca/explore/grants-scholarships/bc-access-grant-labour-market-priorities
http://www.gov.mb.ca/tce/apprent/forms/pdf/hsap_brochure.pdf
http://www.gov.mb.ca/wdis/apprenticeship/manage/supports.html
http://www.entrepreneurshipmanitoba.ca/programs-services/357/journeyperson-business-start-programindex.html
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Manitoba Public Insurance, Tool Allowance and Apprenticeship Grant Program

(e) New Brunswick

Government of New Brunswick: 

Apprenticeship Tuition Rebate

Gender Equality Scholarship

(f) Newfoundland and Labrador

Department of Advanced Education and Skills, Financial Supports

(g) Nova Scotia

Government of Nova Scotia, Apprenticeship Grants

(h) Nunavut

Department of Family Services, Adult Learning and Training Supports (ALTS)

(i) Ontario

Employment Ontario: 

Apprenticeship Completion Bonus in Non-Red Seal Trades

Apprenticeship Scholarship

Loans for Tools

Support to Non-Employment Insurance Eligible Apprentices During In-School Training

(j) Prince Edward Island

Department of Workforce and Advanced Learning, Award

(k) Saskatchewan

Government of Saskatchewan:

Employees’ Tool Tax Credit

Graduate Retention Program

Saskatchewan Advantage Scholarship

http://www.mpipartners.ca/documents/Forms/ToolAllowance_ApprenticeshipGrantApplication.pdf
http://www2.gnb.ca/content/gnb/en/services/services_renderer.201332.Apprenticeship_Incentive_Program_-_Apprenticeship_Tuition_Rebate.html
http://www2.gnb.ca/content/gnb/en/services/services_renderer.201243.Gender_Equality_Scholarship.html
http://www.aesl.gov.nl.ca/app/assistance.html#23subsidy
https://nsapprenticeship.ca/about/financial-assistance#accordionc
http://www.gov.nu.ca/family-services/information/adult-learning-and-training-supports-alts
http://www.tcu.gov.on.ca/eng/employmentontario/employers/apprenticeship_bonus.html
http://www.tcu.gov.on.ca/eng/apprentices/app_schol.html
http://www.tcu.gov.on.ca/eng/training/apprenticeship/loantool.html
http://www.tcu.gov.on.ca/eng/apprentices/nonEI.html
http://www.gov.pe.ca/ial/index.php3?number=1027823&lang=E
http://www.finance.gov.sk.ca/Default.aspx?DN=7855fad1-2332-4db2-b0dd-907be4e9baf4
http://www.saskatchewan.ca/residents/education-and-learning/graduate-retention-program/about-the-graduate-retention-program
http://www.saskatchewan.ca/residents/education-and-learning/scholarships-bursaries-grants/scholarships/saskatchewan-advantage-scholarship
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Saskatchewan Apprenticeship and Trade Certification Commission, Saskatchewan Youth 
Apprenticeship Industry Scholarship

(l) Yukon

Yukon Women in Trades & Technology, Penny Raven Memorial Bursary

8. Career Planning Resources Examples

(a) Canada

BuildForce Canada, Careers in Construction

Canadian Apprenticeship Forum, Skilled Trades Network 

Apprentice Resources

Ask an Expert

Community Support and Discussion Forum

Videos & Podcasts

Canadian Apprenticeship Forum and Skills Canada, Careers in Trades

Skills Canada, Construction Skills Profiles

(b) British Columbia

Westcoast Women in Engineering, Science and Technology (WWEST), What is Engineering?, 2014.

Westcoast Women in Engineering, Science and Technology (WWEST), Why Stem? For Parents and 
Guardians, 2015.

(c) Ontario

The Law Society of Upper Canada, The Justicia Project, 2014: 

Career Advancement Into Partnership

Career Advancement Into Partnership – Law Firm Guide

Career Advancement Into Partnership – Associate Guide

Guide to Business Development

A Guide to Business Development for Women Lawyers 

Guide to Leadership

Justicia Guide to Women’s Leadership in Law Firms 

http://saskapprenticeship.ca/sya-industry-scholarships/
http://saskapprenticeship.ca/sya-industry-scholarships/
http://www.yukonwitt.org/index.php/pages
http://www.careersinconstruction.ca/en
http://caf-fca.org/skilled-trades-network/apprentice-resources/gaining-experience/
http://caf-fca.org/skilled-trades-network/employer-resources/ask-an-expert/
http://caf-fca.org/community-support/
http://caf-fca.org/skilled-trades-network/videos-podcasts/
http://www.careersintrades.ca/
https://skillscompetencescanada.com/en/skills/construction/
http://wwest.mech.ubc.ca/diversity/
http://wwest.mech.ubc.ca/diversity/
http://wwest.mech.ubc.ca/diversity/
http://www.lsuc.on.ca/justicia_project/
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Justicia/Law_firm_guide_2012.pdf
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Justicia/career_advancement_lawyer_August_2012(1).pdf
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Justicia/Business_Development_2013.pdf
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Justicia/Leadership_Skills_2013(1).pdf
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Continuing Professional Development Program Templates

Advancing into Partnership - Template Agenda for Regional Firms Program

Advancing into Partnership - Template Agenda for Law Firm In-House Program

Business Development for Women Lawyers - Agenda

Women’s Leadership in Law Firms - Agenda

Skills Ontario, Young Women’s Initiatives

(d) Quebec

Barreau du Québec, Projet Justicia, 2014: 

Career Advancement Into Partnership

Vision et audace : Stratégies gagnantes pour l’avancement des femmes dans les cabinets 
d’avocats – Guide à l’intention des cabinets d’avocats

Vision et audace : L’accès au statut d’associée – Guide à l’intention des avocates salariées

Guide to Business Development

Guide du développement des affaires à l’intention des avocates

Blais, Carolyne, À la découverte des métiers de la construction, 2e édition : revue et augmentée, 
Commission de la construction du Québec, 2011. 

Centre d’intégration au marché de l’emploi, L’intégration des femmes dans les métiers de la 
construction : une responsabilité partagée, 2012.

Pour les travailleuses, Faire sa place

(e) International

Cannavan, Carol, A Career in Plumbing, 2015. (book available for purchase)

Careers in Construction Contracting, Institute For Career Research, 2014. (book available for 
purchase)

Jackson, Barbara J., Construction Management JumpStart: The Best First Step Toward a Career in 
Construction Management, Sybex, 2010. (book available for purchase)

Niver, Heather Moore, Essential Careers - Careers in Construction, New York, The Rosen Publishing 
Group, Inc., 2014. (book available for purchase) 

http://www.lsuc.on.ca/uploadedFiles/Justicia/Developed_Resources/Agenda%20CPD%20career%20advancement%20March%202013%20regional.pdf
http://www.lsuc.on.ca/uploadedFiles/Justicia/Developed_Resources/Agenda%20CPD%20Career%20Advancement%20March%202013%20for%20firms.pdf
http://www.lsuc.on.ca/uploadedFiles/Justicia/Developed_Resources/Agenda_CPD_Business_Development_for_firms(1).pdf
http://www.lsuc.on.ca/uploadedFiles/Justicia/Developed_Resources/Agenda_Leadership_CPD_for_firms%20.pdf
http://www.skillsontario.com/young-womens-initiatives
http://www.barreau.qc.ca/fr/avocats/equite/justicia/
http://www.barreau.qc.ca/fr/publications/avocats/justicia-guide-cabinets-avancement/index.html
http://www.barreau.qc.ca/fr/publications/avocats/justicia-guide-cabinets-avancement/index.html
http://www.barreau.qc.ca/fr/publications/avocats/justicia-guide-avocates-salariees/index.html
http://www.barreau.qc.ca/fr/publications/avocats/justicia-guide-developpement-affaires/index.html
http://www.ccq.org/html/trousse.pdf
http://cime-emploi.com/publications/lintegration-des-femmes-dans-les-metiers-de-la-construction-une-responsabilite-partagee/
http://cime-emploi.com/publications/lintegration-des-femmes-dans-les-metiers-de-la-construction-une-responsabilite-partagee/
http://cime-emploi.com/wp-content/uploads/2012/10/cahier-femme.pdf
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9. Diversity Plan Models

(a) Canada

Catalyst, Gender Diversity on Boards in Canada: Recommendations for Accelerating Progress, 
2016.

Engineers Canada, 30 X 30

The Conference Board of Canada, The Business Case for Women on Boards 

(b) British Columbia

Industry Training Authority, Best Practices Guides

Westcoast Women in Engineering, Science and Technology (WWEST), The Business Case for 
Gender Diversity, 2014.

(c) New Brunswick

New Brunswick Mentor Apprentice Program (NB-MAP), Hiring and Retaining Women in the 
Skilled Trades: The Business Case for Employers

(d) Newfoundland and Labrador

Husky Energy (with Suncor Energy and Nalcor Energy), White Rose Extension Project Diversity 
Plan, June 2013. 

Nalcor Energy, Muskrat Falls Projects Gender Equity and Diversity Program, July 2014. 

Nalcor Energy. Muskrat Falls Project Quarterly Report: April 1-June 30, 2015, August 19, 2015. 

Stantec Consulting Limited, Scan of Gender Equity Policies and Practices. Prepared for 
Newfoundland and Labrador Department of Natural Resources, May 2011.  

(e) Newfoundland and Labrador/Nova Scotia

Emera Newfoundland and Labrador (ENL), The Maritime Link, Newfoundland and Labrador 
Diversity Plan, December 2013. 

(f) Ontario

The Law Society of Upper Canada, The Justicia Project, 2014: 

Fact Sheet

Terms of Agreement for Use of Justicia Resources

http://www.catalyst.org/knowledge/gender-diversity-boards-canada-recommendations-accelerating-progress
https://engineerscanada.ca/sites/default/files/30by30-en.pdf
http://www.conferenceboard.ca/documents/womenonboards_en.pdf
http://www.itabc.ca/managing-apprentices/best-practices-guides
http://wwest.mech.ubc.ca/diversity/business-case/
http://wwest.mech.ubc.ca/diversity/business-case/
http://s3-ap-southeast-2.amazonaws.com/wh1.thewebconsole.com/wh/6683/images/Hiring-and-Retaining-Women-in-the-Skilled-Trades.pdf
http://s3-ap-southeast-2.amazonaws.com/wh1.thewebconsole.com/wh/6683/images/Hiring-and-Retaining-Women-in-the-Skilled-Trades.pdf
http://www.cnlopb.ca/pdfs/whiterose/wrepaa1.pdf
http://www.cnlopb.ca/pdfs/whiterose/wrepaa1.pdf
http://www.env.gov.nl.ca/env/env_assessment/projects/Y2010/1305/1305_ged_program_2014.pdf
http://muskratfalls.nalcorenergy.com/wp-content/uploads/2015/08/Quarterly-Report_Q22015-Final.pdf
http://www.nr.gov.nl.ca/nr/careers/Scan_of_Gender_Equity_Policies_and_Practices.pdf
http://www.emeranl.com/site/media/emeranl/Documents/ENL%20Diversity%20Plan.pdf
http://www.emeranl.com/site/media/emeranl/Documents/ENL%20Diversity%20Plan.pdf
http://www.lsuc.on.ca/justicia_project/
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Justicia/Justicia14-factsheet-web-Eng-FINAL.pdf
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Justicia/Licensing_Agreement_Revised_July_2015.pdf
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Justicia Commitment Pledge Template

Justicia Self-Assessment Checklist

YMCA Hamilton, Workforce Planning Hamilton and Status of Women Canada, Advancing Women 
in the Skilled Trades, 2016:

Why include women in the skilled trades workforce?

Recruitment Resources 

Retention Resources

Advancement Resources

(g) Quebec

Barreau du Québec, Projet Justicia, 2014:

Centre d’intégration au marché de l’emploi, L’intégration des femmes dans les métiers de la 
construction : une responsabilité partagée, 2012.

Présentation des cahiers

Le contexte : L’industrie de la construction à l’heure de la mixité

Des bonnes pratiques de mixité

Des outils pour vous aider

Pour les entrepreneurs, Faire partie des solutions

Pour les associations syndicales, Des syndiquées à part entière

Pour les travailleuses, Faire sa place 

(h) International

Royal Academy of Engineering (United Kingdom), Diversity Leadership Group, Increasing 
Diversity and Inclusion in Engineering: Interactive Diversity and Inclusion Tool Kit, November 
2015.

Royal Academy of Engineering (United Kingdom), Diversity Leadership Group, Diversity and 
Inclusion in Engineering Survey Report: Including Trends, Similarities and Differences with the 
Highways and Transportation Sector, November 2015.

http://www.lsuc.on.ca/media/committment_pledge.pdf
http://www.lsuc.on.ca/media/self_assessment_checklist.pdf
http://www.advancewomenintrades.com/
http://www.advancewomenintrades.com/
http://www.advancewomenintrades.com/why/
http://www.advancewomenintrades.com/recruit/
http://www.advancewomenintrades.com/retain/
http://www.advancewomenintrades.com/advance/
http://www.barreau.qc.ca/fr/avocats/equite/justicia/
http://cime-emploi.com/publications/lintegration-des-femmes-dans-les-metiers-de-la-construction-une-responsabilite-partagee/
http://cime-emploi.com/publications/lintegration-des-femmes-dans-les-metiers-de-la-construction-une-responsabilite-partagee/
https://www.ccq.org/~/media/PDF/DossierFemmes/pochette_cime.pdf.pdf
http://cime-emploi.com/wp-content/uploads/2012/09/cahier_general_2.pdf
http://cime-emploi.com/wp-content/uploads/2012/09/affiche_bonnepratique.pdf
http://cime-emploi.com/wp-content/uploads/2012/09/affiche_outils.pdf
http://cime-emploi.com/wp-content/uploads/2012/10/cahier_entrepreneur.pdf
http://cime-emploi.com/wp-content/uploads/2012/10/cahiersyndicat.pdf
http://cime-emploi.com/wp-content/uploads/2012/10/cahier-femme.pdf
http://www.raeng.org.uk/policy/diversity-in-engineering/diversity-and-inclusion-toolkit
http://www.raeng.org.uk/policy/diversity-in-engineering/diversity-and-inclusion-toolkit
http://www.raeng.org.uk/policy/diversity-in-engineering/diversity-and-inclusion-toolkit/documents/diversity-and-inclusion-in-engineering-survey-repo
http://www.raeng.org.uk/policy/diversity-in-engineering/diversity-and-inclusion-toolkit/documents/diversity-and-inclusion-in-engineering-survey-repo
http://www.raeng.org.uk/policy/diversity-in-engineering/diversity-and-inclusion-toolkit/documents/diversity-and-inclusion-in-engineering-survey-repo
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10. Gender and Diversity Training Materials

(a) Canada

Engineers Canada, Welcoming Workplaces: Diversity in the Engineering Profession 

(b) Alberta

Construction Owners Association of Alberta, Workplace Respect Toolkit: A Best Practice of the 
Construction Owners Association of Alberta, May 2011.

(c) British Columbia

Westcoast Women in Engineering, Science and Technology (WWEST), Understanding Workplace 
Diversity for Managers, 2014.

Westcoast Women in Engineering, Science and Technology (WWEST), Gender diversity in Stem 
Executive Summary, 2014-2015.

(d) New Brunswick

New Brunswick Mentor Apprentice Program (NB-MAP), Tips

New Brunswick Mentor Apprentice Program (NB-MAP), Workforce Balance

(e) Newfoundland and Labrador/ Nova Scotia

The Hypatia Association and Women Unlimited, In the Picture Volume 3: A Future with Diversity in 
Trades, Science and Technology, January, 2006. 

The Hypatia Association and Women Unlimited, On the Level, January 2009. 

Women in Resource Development (WRDC), Thinking Forward: A Practical Guide Increasing 
Women’s Participation in the Industrial Workplace, 2015.

(f) Ontario

YMCA Hamilton, Workforce Planning Hamilton and Status of Women Canada, Advancing Women 
in the Skilled Trades, 2016.

Retention Resources: Workplace Equality Training

(g) Quebec

Confédération des syndicats nationaux, Ciel, un hippopotame dans mon milieu de travail ! – Guide de 
sensibilisation aux impacts sur la santé au travail des rapports hommes-femmes difficiles, May 2005. 

http://www.engineerscanada.ca/sites/default/files/Diversity%20Vision%E2%80%94English.pdf
http://www.coaa.ab.ca/workforce/About/WorkplaceRespect.aspx
http://www.coaa.ab.ca/workforce/About/WorkplaceRespect.aspx
http://wwest.mech.ubc.ca/diversity/workplace-diversity/
http://wwest.mech.ubc.ca/diversity/workplace-diversity/
http://wwest.mech.ubc.ca/
http://wwest.mech.ubc.ca/
http://www.nb-map.ca/wit.html
http://www.nb-map.ca/balance.html
http://womenunlimitedns.ca/images/uploads/In-the-PictureVol3.pdf
http://womenunlimitedns.ca/images/uploads/In-the-PictureVol3.pdf
http://womenunlimitedns.ca/images/uploads/OnTheLevel.pdf
http://www.wrdc.nf.ca/pdfs/Thinking%20Forward%20Guide.pdf
http://www.wrdc.nf.ca/pdfs/Thinking%20Forward%20Guide.pdf
http://www.advancewomenintrades.com/
http://www.advancewomenintrades.com/
http://www.advancewomenintrades.com/retain/
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(Contact Condition féminine to obtain a copy.)

11. Recruitment Tools

(a) Canada

Canadian Apprenticeship Forum, Skilled Trades Network, Employer Resources

(b) British Columbia

Westcoast Women in Engineering, Science and Technology (WWEST), Gendered Language and 
Stereotype Awareness for Hiring Committees, 2014.

Westcoast Women in Engineering, Science and Technology (WWEST), Gendered Words in Job 
Advertisements, 2015.

Westcoast Women in Engineering, Science and Technology (WWEST), Unconscious Bias, 2013.

(c) Ontario

YMCA Hamilton, Workforce Planning Hamilton and Status of Women Canada, Advancing Women 
in the Skilled Trades, 2016.

Recruitment Resources

12. Anti-Harassment and Discrimination Policies & Processes

(a) Canada

Canadian Human Rights Commission 

Anti-harassment Policy Template 

Developing an Internal Process for Resolving Complaints

Improving the Workplace

Government of Canada, Prevention and Resolution of Harassment, 2015. 

Government of Canada, Treasury Board of Canada Secretariat, Policy on Harassment Prevention 
and Resolution, 2013. 

(b) Alberta

Alberta Human Rights Commission, Sample Harassment Policy, 2012.

https://www.csn.qc.ca/dossiers/condition-feminine/
http://caf-fca.org/skilled-trades-network/employer-resources/why-hire-apprentices/
http://wwest.mech.ubc.ca/diversity/
http://wwest.mech.ubc.ca/diversity/
http://wwest.mech.ubc.ca/diversity/
http://wwest.mech.ubc.ca/diversity/
http://wwest.mech.ubc.ca/diversity/
http://www.advancewomenintrades.com/
http://www.advancewomenintrades.com/
http://www.advancewomenintrades.com/recruit/
http://www.chrc-ccdp.ca/eng/content/template-developing-anti-harassment-policy
http://www.chrc-ccdp.ca/eng/content/i-want-develop-internal-process-resolving-complaints
http://www.chrc-ccdp.ca/eng/content/i-want-improve-my-workplace
http://www.tbs-sct.gc.ca/psm-fpfm/healthy-sain/prh/index-eng.asp
http://www.tbs-sct.gc.ca/pol/doc-eng.aspx?id=26041
http://www.tbs-sct.gc.ca/pol/doc-eng.aspx?id=26041
https://www.albertahumanrights.ab.ca/publications/bulletins_sheets_booklets/sheets/hr_and_employment/Pages/harassment_policy_sample.aspx
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(c) British Columbia

Westcoast Women in Engineering, Science and Technology (WWEST), Microaggressions, 2015.

Westcoast Women in Engineering, Science and Technology (WWEST), Social Identity Threat in the 
Workplace, 2015.

Westcoast Women in Engineering, Science and Technology (WWEST), Stereotype Threat, 2014.

WorkSafe BC, Bullying and Harassment 

(d) New Brunswick

New Brunswick, Human Resources, Workplace Harassment Policy

(e) Newfoundland and Labrador

Newfoundland and Labrador government, Public Service Secretariat, Maintaining a Harassment & 
Discrimination-Free Workplace: A Guide for Managers & Employees

(f) Ontario

Ontario Human Rights Commission, Anti-harassment and anti-discrimination policies 

Ontario Ministry of Labour, Developing Workplace Violence and Harassment Policies and 
Programs: A Toolbox, 2010. 

Ontario Ministry of Labour, Workplace Violence and Harassment: Understanding the Law, 2010. 

Trisect Construction Company, Health and Safety Manual - Section 8: Workplace Violence and Ha-
rassment, not dated. (Note that this document is not available online. To obtain a copy in PDF, please 
write to CAWIC at levelbest@cawic.ca)

YMCA Hamilton, Workforce Planning Hamilton and Status of Women Canada, Advancing Women 
in the Skilled Trades, 2016.

Retention Resources: Welcome Package, Policies, Assessments and Anti-Harassment Tools

(g) International

Navex Global, Toolkit: Top Ten Resources for Building a Workplace Harassment Prevention Program 
That Works, 2015. 

http://wwest.mech.ubc.ca/diversity/
http://wwest.mech.ubc.ca/diversity/
http://wwest.mech.ubc.ca/diversity/
http://wwest.mech.ubc.ca/diversity/
http://www2.worksafebc.com/Topics/BullyingAndHarassment/home.asp
http://www2.gnb.ca/content/gnb/en/departments/treasury_board/human_resources/content/about_us/policies_and_guidelines/harassment_policy.html
http://www.exec.gov.nl.ca/exec/hrs/working_with_us/harassment.html
http://www.exec.gov.nl.ca/exec/hrs/working_with_us/harassment.html
http://www.ohrc.on.ca/en/policy-primer-guide-developing-human-rights-policies-and-procedures/5-anti-harassment-and-anti-discrimination-policies
https://www.labour.gov.on.ca/english/hs/topics/workplaceviolence.php
https://www.labour.gov.on.ca/english/hs/topics/workplaceviolence.php
http://www.labour.gov.on.ca/english/hs/pubs/wpvh/
mailto:levelbest@cawic.ca
http://www.advancewomenintrades.com/
http://www.advancewomenintrades.com/
http://www.advancewomenintrades.com/retain/
http://trust.navexglobal.com/Postback_Top-Ten-Resources-for-Building-a-Workplace-Harassment-Prevention-Program-That-Works.html?aliId=39301324
http://trust.navexglobal.com/Postback_Top-Ten-Resources-for-Building-a-Workplace-Harassment-Prevention-Program-That-Works.html?aliId=39301324
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13. Pregnancy and Parental Leaves Policy Models

(a) Ontario

The Law Society of Upper Canada, The Justicia Project, 2014: 

Preparing for a Lawyer’s Pregnancy or Parental Leave - Guide for Law Firms

Parent Tool Kit 

Guide to Assist Law Firms in Developing Pregnancy and Parental Leave Policies for Partners

Guide to Assist Law Firms in Developing Pregnancy and Parental Leave Policies for Associates

Parent Tool Kit

YMCA Hamilton, Workforce Planning Hamilton and Status of Women Canada, Advancing Women 
in the Skilled Trades, 2016:

Retention Resources: Maternity Leave Policy and Template

(b) Quebec

Barreau du Québec, Projet Justicia, 2014. 

Guide pratique de gestion des congés parentaux dans les cabinets d’avocats (destiné aux 
gestionnaires de cabinets)

Guide sur les politiques de congé de maternité, de paternité et de congé parental pour les associés 
dans les cabinets d’avocats (outil destiné aux cabinets pour l’élaboration d’une politique)

Guide sur les politiques de congé de maternité, de paternité et de congé parental pour les associés 
dans les cabinets d’avocats (outil destiné aux cabinets pour l’élaboration d’une politique)

Modèle de trousse de ressources pour les nouveaux parents

http://www.lsuc.on.ca/justicia_project/
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Justicia/preparing-for-parental-leave-guide-for-law-firms.pdf
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Justicia/new-parent-tool-kit.pdf
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Justicia/guide-to-assist-law-firms-partners.pdf
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Justicia/guide-assist-law-firms-associates.pdf
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Justicia/new-parent-tool-kit.pdf
http://www.advancewomenintrades.com/
http://www.advancewomenintrades.com/
http://www.advancewomenintrades.com/retain/
http://www.barreau.qc.ca/fr/avocats/equite/justicia/
http://www.barreau.qc.ca/fr/publications/avocats/justicia-guide-conges-parentaux-cabinets/index.html
http://www.barreau.qc.ca/fr/publications/avocats/justicia-guide-conges-parentaux-cabinets/index.html
http://www.barreau.qc.ca/fr/publications/avocats/justicia-guide-politique-conges-associes/index.html
http://www.barreau.qc.ca/fr/publications/avocats/justicia-guide-politique-conges-associes/index.html
http://www.barreau.qc.ca/fr/publications/avocats/justicia-guide-politique-conges-associes/index.html
http://www.barreau.qc.ca/fr/publications/avocats/justicia-guide-politique-conges-associes/index.html
http://www.barreau.qc.ca/fr/publications/avocats/justicia-modele-ressources-nouveaux-parents/index.html
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14. Flexible Work Arrangement Models

(a) Ontario

The Law Society of Upper Canada, The Justicia Project, 2014: 

Guide to developing a flexible work arrangement - May 2011

Deloitte Flexible Work Arrangements Profitability Model - March 2011

(b) Quebec

Barreau du Québec, Projet Justicia, 2014: 

Guide d’élaboration d’une politique sur les horaires de travail flexibles

Modèle de calcul de rentabilité d’un horaire réduit 

15. Statistics Gathering Models

(a) Ontario

The Law Society of Upper Canada, The Justicia Project, 2014: 

Gender Data Collection Guide

Gender Data Collection Template

(b) Quebec

Barreau du Québec, Projet Justicia, 2014: 

Guide pour la collecte et la diffusion des données démographiques dans les cabinets d’avocats

http://www.lsuc.on.ca/justicia_project/
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Justicia/Guide_developing_Flexible_Work_Arrangements_2012(1).pdf
http://www.lsuc.on.ca/media/deloitteflexibleworkarrangements.xls
http://www.barreau.qc.ca/fr/avocats/equite/justicia/
http://www.barreau.qc.ca/fr/publications/avocats/justicia-guide-horaires-flexibles/index.html
http://www.barreau.qc.ca/fr/publications/avocats/justicia-modele-calcul-horaire-reduit/index.html
http://www.lsuc.on.ca/justicia_project/
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Justicia/gender-data-collection-guide.pdf
http://www.lsuc.on.ca/media/gender_demo_data.pdf
http://www.barreau.qc.ca/fr/avocats/equite/justicia/
http://www.barreau.qc.ca/fr/publications/avocats/justicia-guide-collecte-diffusion-donnees/index.html
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16. Marketing and Promotional Tools Examples

(a) Canada

#Whatcouldyoube Hear From Canadian Business Leaders, Advice From Canada’s Top Business 
Executives, DNA of a VP of Construction 

BuildForce Canada, Careers in Construction

Building Together: Women of the Building Trades, video

Construction Sector Council, They’re Smart They’re Savvy They’re Strong

Engineers Canada, Good for Business: Diversity in the Engineering Profession

Hard As Nails Productions, Hard Hatted Women (documentary film in the making) 

Office to Advance Women Apprenticeship, YouTube Channel

Sister in the Brotherhood: A Film About Women Carpenters

The Weldability Foundation, Searching for your ideal job? Discover a rewarding career in welding

(b) Alberta

Government of Alberta, Human Services, Women in Non-Traditional Occupations: Stories to Inspire

(c) British Columbia

BC Mining HR Task Force and the Diversity Women Sub Committee, Living the Mining Dream 
(video).

Electrical Joint Training Committee, Women in Electrical Trades (video)

Industry Training Authority, Success Stories (videos)

(d) Quebec

Commission de la construction du Québec, La mixité en chantier.

(e) International

Royal Academy of Engineering, Diversity Programme.

http://www.hays.ca/dnaVIDEOS/index.htm
http://www.careersinconstruction.ca/en/why-construction/opportunities-women
http://www.buildtogether.ca/community/videos
http://www.buildforce.ca/en/products/brochure-theyre-smart-theyre-savvy-theyre-strong
http://www.engineerscanada.ca/sites/default/files/DiversityBC%E2%80%94English.pdf
http://www.hardhattedwoman.com/findthefilm/
https://www.youtube.com/channel/UCLJpqDenzVtkKuyKH-iDUoQ
https://www.youtube.com/watch?v=LG1Jxxwrzn4&feature=youtu.be
http://www.weldability-sif.com/foundation/assets/ulimate-guide-to-welding-new.pdf
https://alis.alberta.ca/pdf/cshop/winto.pdf
https://www.youtube.com/watch?v=h2SJCu7yPz8&feature=youtu.be
https://www.youtube.com/watch?v=P2OlgEI9_iU
http://www.itabc.ca/women-trades/success-stories
http://www.ccq.org/fr-CA/Nouvelles/2016/1213_MixiteLancement?profil=GrandPublic
http://www.raeng.org.uk/publications/other/academy-diversity-leaflet
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17. Cross-Sector, National or Other Collective Promotional Strategy Examples

(a) Canada

Skills Canada, Competitions and Programs (chapters in Canadian provinces and territories host 
similar events and programs)

(b) Quebec 

Commission des partenaires du marché du travail, Emploi-Québec and Ministère de l’Éducation, du 
Loisir et du Sport (Quebec), Heading for Success.

18. Media Coverage Promoting Women in the Industry

(a) Ontario

Cole, Lindsey, Is the construction ‘boys club’ real?, Daily Commercial News, Sept. 8, 2015.

Ravary, Lise, Une femme qui impose le respect, Le Journal de Montréal, March 20, 2016.

Switzer, Jane, Reconstructing the Gender Gap, Toronto Star, Feb. 20, 2014.

(b) International 

The Associated Press, Building Ranks of Women in Construction, Finance & Commerce, September 
3, 2014.

19. Government Anti-Harassment and Discrimination Campaigns

(a) Ontario

Government of Ontario, Ontario Launches Next Phase of Campaign to Stop Sexual Violence and 
Harassment, 2015.

https://skillscompetencescanada.com/en/
http://www.headingforsuccess.com/eng
http://dailycommercialnews.com/Associations/News/2015/9/Is-the-construction-boys-club-real-1009962W/
http://www.journaldemontreal.com/2016/03/20/une-femme-qui-impose-le-respect
https://www.thestar.com/life/post_secondary_education/2014/02/20/reconstructing_the_gender_gap.html
http://finance-commerce.com/2014/09/building-ranks-of-women-in-construction/?utm_content=buffere4e5a&utm_medium=social&utm_source=twitter.com&utm_campaign=buffer
http://www.news.ontario.ca/owd/en/2015/11/ontario-launches-next-phase-of-campaign-to-stop-sexual-violence-and-harassment.html
http://www.news.ontario.ca/owd/en/2015/11/ontario-launches-next-phase-of-campaign-to-stop-sexual-violence-and-harassment.html
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20. Government Diversity-Related Strategies and Requirements Examples

(a) Canada

Canadian Securities Administrators, Multilateral CSA Notice of Amendments to National 
Instrument 58-101 Disclosure of Corporate Governance Practices, October 15, 2014.

Employment Equity Act, 1995 S.C., ch. 44. (See also equivalent legislation at provincial & 
territorial levels.)

(b) Newfoundland and Labrador

Government of Newfoundland and Labrador, Focusing our Energy (see p. 66-67).

Government of Newfoundland and Labrador, provincial regulation requiring women’s employment 
plans or gender equity and diversity programs for major project:

Vale Inco Long Harbour Processing Plant, Special Project Order, NLR 26/09

Lower Churchill Hydroelectric Generation Project Undertaking Order, NLR 18/12

Lower Churchill Hydroelectric Generation Project Special Project Order, NLR 67/13

Lower Churchill Project Transmission Construction Special Project Order, MLR 68/13

Lower Churchill Reservoir Clearing Special Project Order, NLR 69/13

Voisey’s Bay Nickel Company Limited Mine and Mill Undertaking Order, MLR 74/99

(c) Quebec

Commission de la construction du Québec, Agir pour une mixité réelle en chantier : une 
responsabilité partagée, Programme d’accès à l’égalité des femmes dans l’industrie de la 
construction 2015-2024

Gouvernement du Québec, 2016 regulation regarding women in construction (for more details, click 
here).

https://www.osc.gov.on.ca/documents/en/Securities-Category5/csa_20141014_58-101_noa-national-instrument.pdf
https://www.osc.gov.on.ca/documents/en/Securities-Category5/csa_20141014_58-101_noa-national-instrument.pdf
http://laws.justice.gc.ca/eng/acts/e-5.401/
http://www.nr.gov.nl.ca/energyplan/EnergyReport.pdf
http://www.assembly.nl.ca/Legislation/sr/regulations/rc090026.htm
http://www.assembly.nl.ca/legislation/sr/regulations/rc120018.htm
http://www.assembly.nl.ca/legislation/sr/regulations/rc130067.htm
http://www.assembly.nl.ca/legislation/sr/regulations/rc130068.htm
http://www.assembly.nl.ca/legislation/sr/regulations/rc130069.htm
http://www.assembly.nl.ca/legislation/sr/annualregs/1999/Nr990074.htm
http://www.ccq.org/~/media/PDF/DossierFemmes/PAEF_2015_2024.ashx
http://www.ccq.org/~/media/PDF/DossierFemmes/PAEF_2015_2024.ashx
http://www.ccq.org/~/media/PDF/DossierFemmes/PAEF_2015_2024.ashx
http://www.ccq.org/fr-CA/Nouvelles/2016/1122_PAEF
http://www.ccq.org/fr-CA/H_AccederIndustrie/H08_Femmes/H08_1_Mesures
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21. Government Funding Programs

(a) Canada

Government of Canada, Status of Women Canada, Opening Doors: Economic Opportunities for 
Women - Advancing Women in Non-Traditional Occupations

(b) Alberta

Alberta Government, Status of Women Grant Program

(c) Newfoundland and Labrador

Government of Newfoundland and Labrador, Department of Advanced Education, Skills and 
Labour, Community Partnership Program (Employment)

Government of Newfoundland and Labrador, Department of Advanced Education, Skills and 
Labour, Wage subsidy Programs

(d) Ontario

Government of Ontario, Ontario Women’s Directorate, Women in Skilled Trades and Information 
Technology Training

(e) Quebec

Governement du Québec, Secrétariat à la condition féminine, Appel de projets, Volet 1 « Égalité 
entre les femmes et les hommes ».

http://www.swc-cfc.gc.ca/fun-fin/cfp-adp/2013-1/t1-eng.html
http://www.swc-cfc.gc.ca/fun-fin/cfp-adp/2013-1/t1-eng.html
https://www.alberta.ca/status-of-women-grant.aspx
http://www.aesl.gov.nl.ca/forcommunitypartners/cpp.html
http://www.aesl.gov.nl.ca/foremployers/wagesubsidy.html
http://www.grants.gov.on.ca/GrantsPortal/en/OntarioGrants/GrantOpportunities/OSAPQA005168
http://www.grants.gov.on.ca/GrantsPortal/en/OntarioGrants/GrantOpportunities/OSAPQA005168
http://www.scf.gouv.qc.ca/index.php?id=944
http://www.scf.gouv.qc.ca/index.php?id=944
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Introduction

Appendices B-N found in this document form part of the CAWIC Level Best Industry Action Plan 
as referenced therein. The table below indicates sections that may be particularly relevant per each 
stakeholder group.

Appendix Construction Industry Stakeholder Groups
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B: Guideline - How to Secure a Mentor X X

C: Guideline - How to Become a Mentor X X

D: Guideline -Mentorship Program Development X X X X

E: Self-Assessment - Work Life Balance X X

F: Guideline for Employers - Work Life Balance 
Supports

X

G: Guideline for Employers, Unions and 
Educational Institutions and Institutions - Career 
Planning

X X X X

H: Guideline for Employers - Developing Anti-
Harassment/Discrimination Policies and Procedures

X X X X

I: Guideline - Gathering Statistics X X X X X

J: Guideline - Developing Gender and Diversity 
Training Program

X X X X

K: Guideline for Employers - Creating Internal Buy-
in

X X X X X X

L: Template for Individuals - Action Plan 
Implementation 

X X

M: Template for organizations -Action Plan 
Implementation 

X X X X X

N: Guideline to Evaluate Action Plan 
Implementation

X X X X X X X
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Appendix B: Guideline - How to Secure a Mentor

These guidelines are designed to support the individual to secure a mentor at her educational institution, 
workplace or within her community. Specifically, these guidelines will assist in defining the attributes of 
the desired mentor.

1. Review the definition of mentor and protégée in the Industry Action Plan glossary (see page 7 of 
the Level Best Industry Action Plan).

2. Describe the profile of your ideal mentor e.g. occupation, experience level, personality traits, 
identity characteristics such as gender, ethno-cultural background, age, etc.).

3. What are your expectations for the mentoring relationship?

4. Do you prefer a one-on-one relationship or to be part of a mentoring circle or group involving more 
than one protégée?

5. Do you have any time/transportation/other constraints that may impact facilitating a mentorship 
relationship?

6. Are you currently studying, employed or in transition?

7. If a student, does your educational institution have a mentorship program that you can access?

8. If employed, does your workplace have a mentorship program that you can access?

9. If you are in transition, have you considered a career development service, union, construction 
industry association, community-based association or other networking organization that may 
assist in your search? Research appropriate organizations and prepare a list. Do any of these 
organizations have a mentorship program that you can access?

10. If you cannot locate a mentorship program within your area, refer to section 2 of the Materials 
List at Appendix A of the Level Best Industry Action Plan for examples of existing programs, and 
contact local, provincial or national organizations.

11. If you cannot locate a mentorship program that suits your needs, is there an individual or group 
that you may be able to approach at or through your educational institution, workplace, industry 
association or other community-based organization who may be willing to mentor you or assist 
you in securing a mentor? (See sections 3, 5, 6 and 17 of the Materials List at Appendix A for 
organizations.)                                                                                                                                                                                              

12. Review your research against your desired mentor profile in questions 1-3. Do not be discouraged 
if your target potential mentor does not meet your desired mentor profile.  The relationship may 
still be valuable to support some of your identified mentorship needs. 
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 If you prefer a female mentor but have been unable to secure one, discuss any gender and diversity 
concerns you may have with potential male mentors. Consider whether the gender difference 
represents obstacles to a satisfactory mentorship relationship.  Be candid. 

13. If you already have a mentor or have only recently secured one, evaluate whether this relationship 
works for you based on your identified needs and criteria in questions 1-3, and the following 
questions: 

(a) Does this mentorship relationship meet your expectations? 

(b) If not, how can you improve this mentorship relationship? 

It is important to regularly evaluate and assess your expectations and needs during the mentorship 
period, keeping an open mind and adjusting expectations as needed.
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Appendix C: Guideline - How to Become a Mentor

These guidelines are designed to support individuals who wish to become a mentor for a female working 
or intending to work in the industry. The questions below will assist to understand the role of a successful 
mentor. 

1. Review the definition of mentor and protégée in the Action Plan glossary, (see page 7 of the Action 
Plan).

2. How would you describe yourself (occupation, work/personal experience, gender, age, ethnocultural 
background, etc.)?  This is your mentor profile.

3. What do you expect as a mentor from a mentoring relationship?

4. Would you prefer a one-on-one relationship with your protégée or to develop a mentoring circle 
which would include more than one protégée?

5. Do you have enough time to dedicate to mentorship activity? 

6. Do you have any time/location/other constraints that should be considered in planning your 
mentorship relationship?

7. Are you currently employed, in transition or retired?

8. If you are employed, does your workplace have a mentorship program?

9. Are you a member of a union, construction industry association, educational institution, community-
based association or other networking organization that can assist a protégée? List all relevant 
organizations that you are a member of or in which you participate. Do any of these organizations 
have a mentorship program?

10. If you cannot locate a mentorship program in your search area, consult section 2 of the Materials List 
at Appendix A. There are also local, provincial or national organizations that may have mentorship 
programs (see sections 3, 5, 6 and 17 of the Materials List at Appendix A for examples).

11. Review your answers to questions 1-3. Are you comfortable mentoring an individual who has 
different attributes than you? 

If your mentor profile is different from your potential protégée, discuss gender and diversity issues 
with her. Consider whether she is comfortable with you and whether you can support her beyond 
gender or other differences. 

Note that to develop a good mentorship relationship, the mentor does not have to meet all of her potential 
protégée’s criteria, expectations or time flexibility/constraints. However, you should review with the 
potential protégée to determine if you meet at least some of her expectations/needs.

12. If you already have a protégée or have recently secured one, evaluate whether this relationship has 
value for you. Consider the following questions over a period of three months: 
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(a) Does this mentorship relationship meet your expectations? 

(b) How could you improve this mentorship relationship? 

It is important to regularly evaluate and assess your expectations and needs during the mentorship period, 
keeping an open mind and adjusting expectations as needed.
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Guideline - Appendix D: Development of Mentorship Program  

If your organization is considering developing a mentorship program or supporting employees/members/
students in securing mentors, review the following guidelines and answer each question to evaluate the 
approach best suited for your organization.

1. If your organization does not have the resources to develop an in-house mentorship program, 
you may want to provide students/employees/members with a list of existing local, provincial or 
national mentorship programs that may be of interest. You may also assist students/employees/
members in finding a mentor informally, for example by participating in networking events.

(a) Are there similar organizations to yours that may be willing to share insights, provide best 
practices on the mentorship program?

(b) What is most appropriate format for your organization: informal or formalized mentorship?

(c) Does your organization have the resources (time, space, budget, knowledge, decision 
making support) to develop an in-house program?

(d) Are there external mentorship programs that your employees/members/students could 
leverage? Consult section 2 of the Materials List at Appendix A and list any relevant 
mentorship programs in your area.

(e) Can your organization provide formalized networking opportunities/sessions to staff/
members/students? See examples of networking groups at section 5 of the Materials List 
at Appendix A.

2. To foster and support meaningful mentoring relationships, develop a process by which mentors and 
protégées can respectfully express their expectations, as well as their availabilities and preferred 
modes of communication. Matching mentors and protégées can often require encouragement and 
follow up. Once the mentoring relationship has been confirmed, follow up with both parties to 
assess participation/satisfaction and, if not satisfactory, provide parties with alternatives.

(a) How can your organization support/enhance existing mentoring relationships?

(b) Does your organization provide evaluation methods and/or follow up for established 
mentorship relationships?

(c) If an employee/member/student is facing challenges as a mentor or protégée, how will your 
organization support this employee/member/student in addressing these challenges?

3. Provide training or reference materials regarding gender and diversity issues at the workplace and 
elsewhere to your potential mentors, to ensure that they understand the specific challenges faced 
by women in the industry, and how identity characteristics (such as gender, ethnicity or sexual 
orientation) may impact mentorship relationships. 

(a) Provide access to and use training or reference materials regarding gender and diversity 
issues at the workplace. See section 10 of the Materials List at Appendix A.
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(b) Identify most effective methods for your organization to train potential mentors on gender 
and diversity to ensure they are aware of challenges that may be faced by female protégées, 
and they interact with the protégée in a respectful manner.

(c) Provide (anonymous or otherwise) forums for mentors to share experiences and ask 
questions about any challenges encountered.
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Appendix E: Self-Assessment - Work Life Balance 

Improving work life balance requires examination of opportunities and constraints in both our personal life 
and our study or work environment. Answer the following questions to reflect on your current experience. 
It is recommended to do this self-assessment questionnaire annually.

Personal Life

1. What obligations do you have in your personal life (e.g., childcare, eldercare that require priority 
attention? What activities are most important for you in your personal life?

2. Is there any flexibility in terms of where, when and how you engage in/address these obligations?

3. Are you solely responsible for these obligations? If not, do you have support from others - e.g. family 
members, friends, community-based services or private services? Describe all options and associated 
costs.

4. Do you take time for yourself? What do you do for your personal wellbeing? Describe your personal 
hobbies/interests.

5. Do you enjoy socializing or participating in group activities? What group activities do you participate 
in?

6. In what areas of your personal life do you feel you require more support to achieve work life balance?  
What changes do you feel would help? 

Study Environment (for Students)

7. Describe your study requirements, e.g. hours, travel to educational institution location, program 
length and weekly schedule.

8. Does your program of study or the environment/condition in which you undertake your studies offer 
any flexibility?

9. What changes in your study environment would be most helpful to achieve increased work/life 
balance?

10. Does your program of study or educational institution offer any accommodation/suggestions for work 
life balance?

11. Is there a designated person at your educational institution with whom you can discuss any challenges 
you may have with work life balance? Identify this person and consider having a discussion regarding 
potential or actual challenges to achieving work life balance particular to your experience and program 
study. Also consider discussing work life balance concerns with your mentor or other trusted person.
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Work Environment (for Employees)

12. Describe your working conditions, e.g. hours, days, location, type/length of employment contract, 
compensation, including benefits.

13. Does your employer offer any flexibility?

14. What changes in your work environment would be most helpful to achieving increased work life 
balance?

15. Does your employer offer any accommodation/suggestions for work life balance?

16. Is there a designated person at your workplace with whom you can discuss any challenges you may 
have or accommodations you may need to achieve better work life balance? Identify this person and 
consider having a discussion regarding potential or actual challenges to achieving work life balance 
particular to your experience. Also consider discussing work life balance concerns with your mentor 
or other trusted person.
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Appendix F: Guideline for Employers - Work Life Balance Supports 

Employees are increasingly seeking working environments that allow for improved work life balance. 
Employers should review the following to determine how to support employees’ improved work life 
balance which will in turn increase job satisfaction and employee retention. Note that employees’ needs 
fluctuate over time, necessitating reassessing what is appropriate for them on a regular basis.

Maternity and Parental Leaves

1. What are your legal obligations to provide maternity/parental leave to employees? Consult section 
13 of the Materials List at Appendix A. Review your province, territory or applicable legislation 
regarding maternity and parental leaves (consult the labour and employment sections of relevant 
government websites). 

2. Does your organization have formal maternity/parental leave policies in place that are in addition 
to government requirements? If not, what has been your historical practice regarding maternity/
parental leave?

3. As an employer, what challenges do you or have you encountered regarding maternity/parental 
leave?

4. What measures, policies or guidelines would your organization consider to further support 
employees in both planning for maternity/parental leave, and for the eventual return to work?

5. Consider supporting employees to source appropriate childcare for return to work. Consider the 
following:

a. Childcare facilities in the surrounding area of the workplace. 
b. Providing on-site childcare facilities.
c. Distributing information about childcare facilities to employees.
d. Providing flexible working schedules to support employees in managing childcare 

arrangements.

Flexible Working Arrangements

1. Does your organization offer or encourage flexible working arrangements to employees? Describe 
these arrangements.

2. Are all employees eligible for flexible working arrangements? If no, identify which group of 
employees have/does not have access to this initiative (e.g. management, office, field staff, etc.)? 

3. What challenges do you foresee in offering flexible working arrangements?

4. What additional resources would your organization need to offer flexible working arrangements?
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Appendix G: Guideline for Employers, Unions and Educational Institutions - Career 
Planning

Research has demonstrated that female employees face obstacles regarding employment, retention and 
career advancement in the Canadian construction industry. The following guidelines may assist you to 
reflect on how your organization can (1) support women who work or intend to work in the construction 
industry and (2) improve existing career planning services.

1. Does your organization offer career planning to employees/members/students?

a. If yes, is there a formal or informal process? Describe.
b. If no, how might your organization offer this benefit (services, events, programs, mentorship, 

performance reviews, etc.)? 

2. Are those responsible for career planning in your organization trained in gender and diversity 
sensitivity? 

a. If yes, how frequently is such training offered/required?
b. If no, would your organization consider offering this training? See section 4 (e) of the Materials 

List at Appendix A.

3. Are your career planning policies/initiatives designed for women at all stages of their careers? How 
do you adapt these activities to the following groups?

a. Girls in elementary and secondary schools, who have not yet considered construction as a 
potential career;

b. Women any age who have not yet considered construction as a career choice;
c. Women any age studying in a program relating to the construction industry;
d. Female apprentices;
e. Women working in the construction industry who may be interested in career advancement 

opportunities;
f. Women in transition (second/new career)
g. Women who work in the industry but who are considering leaving the industry;

4. Do your career planning activities address pay equity issues and the impact on women’s retention and 
advancement?

5. Are your career planning activities, if any, gender specific all inclusive?

a. Has a different approach been indicated/suggested as needed for your organization?
b. Have your organization’s career planning activities ever triggered a negative reaction directed 

toward female employees/members/students? If so, how did you respond/address?
c. Do your career planning activities provide opportunities to discuss specific needs and challenges 

of individual employees/members/students, which may include issues related to identity, gender, 
race, age or any other factors?
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Appendix H: Guideline for Employers - Developing Anti-Harassment/Discrimination 
Policies and Procedures

Developing effective anti-harassment and discrimination policies and procedures is crucial to ensuring 
workplace safety. Review the following guidelines and consider the related questions to reflect on your 
existing or new policies and procedures.

1. What are your legal obligations regarding protecting employees from workplace harassment and 
discrimination? 

(a) Identify your province or territory’s legal requirements (employment, labour and human 
rights legislation), as well as legal requirements at the federal level if applicable.

(b) Review your province’s, territory’s or any applicable legislation regarding workplace 
harassment and discrimination by consulting the labour and employment sections of 
relevant government websites. 

(c) See section 12 of the Materials List at Appendix A for additional resources. 

2. Does your organization have anti-harassment and discrimination policies and procedures? 

(a) If you do not have written policies and procedures, what has been your practice in this 
respect? 

(b) Who is responsible for harassment and discrimination complaints?

(c) Have any complaints been made and, if so, how were these processed and what was the 
outcome?

(d) How does your organization handle situations where harassing or discriminatory behavior 
is allegedly perpetuated by sub-contractors or other third party on the job site with your 
employees? 

3. In collaboration with the person responsible for harassment and discrimination complaints at 
your organization, evaluate whether your policies and procedures comply with applicable legal 
requirements.

4. Does your organization provide training to management and staff about harassment and 
discrimination prevention, as well as any existing policies and procedures? 

(a) Is so, when was the last training offered?

(b) If not, is it possible to provide such training in the future?
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5. What challenges did/does your organization face regarding anti-harassment and discrimination 
prevention, training and policy implementation?

6. What measures would your organization need to put in place to protect employees from 
harassment and discrimination?

7. How might you support employees in reporting harassment and discrimination incidents and find 
appropriate solutions?
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Appendix I: Guideline - Gathering Statistics

Gathering statistics will help your organization keep track of underrepresented groups amongst staff/
members/students, and develop effective recruitment, retention and advancement strategies to have a more 
diverse workforce. Review the following guidelines and answer the related questions to start developing 
a statistics-gathering template:

 Does your organization currently gather statistics about employee/member/student demographics?

(a) If so, can you obtain a copy of the statistics-gathering template?

(b) If data gathering happens at different levels of your organization (national, provincial, 
chapters, etc.), determine whether you may be able to harmonize data gathering methods, 
coordinate efforts or share information.

(c) If not, review statistics-gathering models at section 15 of the Materials List at Appendix A 
and determine if you can develop your own template.

1. Does your data-gathering template meet relevant human rights standards? 

(a) For a discussion of Ontario standards, see p. 14 of the Justicia Gender Data Collection 
Guide for Law Firms, at section 15 of the Materials List at Appendix A.

(b) Conduct research on applicable legislation to your organization.

(c) Ensure that your data-gathering template and process meet human rights requirements.

2. Demographics vary from position to position at an organization. It is therefore helpful to identify 
key staff/member/student categories within your organization, as follows:

(a) What are the main categories of staff/members/students at your organization (students, 
instructors, members, board members, management, office staff at various levels, trades, 
etc.)?

(b) Are there different levels of experience per category?

(c) Develop a template that allows tracking of gender specific and other demographics, 
depending on your goals, by worker category and level of experience.

3. If your organization is in the education sector or offers training, do you keep statistics on your 
students’ career paths? Discuss how you might gather helpful relevant statistics.
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Appendix J: Guideline - Developing Gender and Diversity Training Program

Gender and diversity training programs help to create inclusive work environments and to reduce 
workplace harassment and discrimination. Review the following guidelines and answer the related 
questions to reflect on your organization’s existing or future programs.

1. Does your organization offer gender and diversity training?
(a) If so, when was the last training offered? Who offered it and who participated? What topics 

did this past training cover?

(b) If not, who can you talk to at your organization to discuss the possibility of developing this 
training?

2. What should be the content of this training?
(a) Review examples of gender and diversity training programs at section 10 of the Materials 

List at Appendix A.

(b) Does the training program review your organization’s workplace harassment and 
discrimination policies, complaints and investigation processes in detail?

(c) Does the training program provide examples of challenges faced by women in the 
construction industry, such as their colleagues and clients doubting their skills?

(d) Does the training program discuss discrimination based on gender, ethnicity, race, sexual 
orientation or self-identification?

(e) Does the training program discuss challenges faced by single parents?

3. To produce a meaningful impact on the workplace, gender and diversity training should be 
offered at all levels of the organization.
(a) List all categories of people involved at your organization (students, instructors, members, 

board members, management, office staff at various levels, trades, etc.). Ensure that training 
materials are adapted to each person’s role at your organization.

(b) Research demonstrates that clients sometimes question female workers’ skills. Consider 
organizing training for your clientele, to build trust in all of your workers’ skills, regardless 
of gender or other identity characteristics.

4. Research demonstrates that diversity is often not discussed at length during orientations at 
workplaces, unions or other organizations.
(a) What would be the appropriate opportunity/time to offer gender and diversity training to all 

employees/members/students?

5. Research, including the Level Best Needs Assessment demonstrates that employees/members/
students often do not take gender and diversity training seriously.
(a) Are you able to exercise leadership by having board/management/senior member/student 

representatives involved in promoting and providing such training?

(b) Are you able to develop strategies or incentives for employees/members/students to partic-
ipate meaningfully in gender and diversity training?
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6. Research demonstrates that women often experience backlash (e.g. - in form of negative/
sarcastic commentary or reaction) from males in their organization following gender and 
diversity training.
(a) Have you experienced this at your organization? How did your organization respond to it?

(b) Can you develop strategies to discuss women and men’s reactions to gender and diversity 
training to prevent any negative reaction?

(c) Would gender-segregated training be suitable at your organization?

7. Is there need to create buy-in for this type of training at your organization?
(a) Review Guidelines on creating buy-in within an organization at Appendix K and develop a 

strategy for your organization.
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Appendix K: Guideline for Employers - Creating Internal Buy-in

To be fully effective, a diversity plan or other initiative seeking to increase hiring, retention and advancement 
of women in the Canadian construction industry requires internal buy-in at all levels of the organization. 
Consider the following in developing an internal buy-in strategy for your organization:

1. Why are gender and diversity initiatives important for your organization? Why is it important 
to increase hiring, retention and advancement of women in your organization, specifically and 
generally, within the industry?

2. Identify the support for increasing women’s entry, retention, advancement within your organization?

3. Consider establishing ad hoc or permanent committee to develop and discuss the organization’s 
initiative on a regular basis.  This committee should include participation from management and 
all service areas of the organization.

4. Identify person or parties who must support the initiative to make it successful.

5. Identify the strategies required to encourage support to buy-in.

6. Identify key decision makers and other personnel by category that you will approach to discuss 
gender and diversity initiatives.

7. Factors that may require further consideration:

(a) How many employees would be affected by gender and diversity initiatives (whether po-
sitively or negatively)?

(c) The scale of strategies will be impacted by the size of the organization, e.g. sole proprie-
tors, micro, small, medium or large organizations.

8. Explain the advantages of having women on a team.

(a) Review diversity plan models at section 9 of the Materials List at Appendix A, for both 
internal business economics, job satisfaction, retention, improved efficiencies and service 
delivery and external examples of buy-in strategies.

9. What are the anticipated benefits of gender and diversity initiatives within your organization?

(a) List the gender and diversity initiatives that are of interest. 

(b) Articulate the benefits of gender and diversity initiatives, e.g. improved retention.

(c) Assess time, costs and personnel required for each initiative.

10. What are the biggest obstacles to developing gender and diversity initiatives at your organization?

(a) Identify areas of resistance. Identify strategies to reduce resistance.
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Appendix L: Template for Individuals - Action Plan Implementation 

1. Selecting Your Stakeholder Category

For Action Plan implementation, in which of the following construction industry stakeholder categories 
do you belong? (Choose only one answer)

Woman working or intending to work in the industry
Self-Employed

2. Choosing Elements of the Action Plan for Implementation

Review the Action Plan sections that apply to your stakeholder category and choose the elements that 
you have to implement. Indicate your choices below. For example, if you are a woman working or 
intending to work in the industry, you may indicate “Secure a Mentor” as an Action Item. If you are 
an employer, you may indicate “Develop a Diversity Plan” as an Action Item. Use the following list to 
establish priorities, listing Action Items from most to least important. Please include as many Action 
Items as possible that you will commit to implement. 

Action Item #1: __________________________________________________________

Action Item #2: __________________________________________________________

Action Item #3: __________________________________________________________

Action Item #4: __________________________________________________________

Action Item #5: __________________________________________________________

Action Item #6: __________________________________________________________

Action Item #7: __________________________________________________________

Action Item #8: __________________________________________________________

Action Item #9: __________________________________________________________
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3. Planning Action Item Implementation

Print as many copies of this page as needed.

Action Item Relevant 
Contacts

Relevant 
Resources

Specific Target(s) Timeline
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4. Monitoring Progress

Print as many copies of this page as needed.

Action Item Date Reported Progress Next Steps
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5. Compiling Results

Print as many copies of this page as needed.

Action Item Stated Goal(s) Result(s) Comments
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Appendix M: Template for Organizations - Action Plan Implementation 

1. Selecting Your Stakeholder Category

For Action Plan implementation, in which of the following construction industry stakeholder categories 
do you belong? (Choose only one answer)

Employer
Union
Educational institution
Industry association
Government Agency(identify level)

2. Choosing Elements of the Action Plan for Implementation

Review the Action Plan sections that apply to your stakeholder category and choose the elements that 
you have agreed to implement. Indicate your choices below. For example, if you are an employer, 
you may indicate “Developing a Diversity Plan” as an Action Item. Use the following list to establish 
priorities, listing Action Items from most to least important. Include as many Action Items as possible 
that you will commit to implement.

Action Item #1: __________________________________________________________

Action Item #2: __________________________________________________________

Action Item #3: __________________________________________________________

Action Item #4: __________________________________________________________

Action Item #5: __________________________________________________________

Action Item #6: __________________________________________________________

Action Item #7: __________________________________________________________

Action Item #8: __________________________________________________________

Action Item #9: __________________________________________________________
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3. Planning Action Item Implementation

Print as many copies of this page as needed.

Action Item Leader Team 
Members

Required 
Resources

Specific 
Target(s)

Timeline
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4. Monitoring Progress

Print as many copies of this page as needed.

Action Item Meeting Date Attendees Reported 
Progress

Next Steps
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5. Compiling Results

Print as many copies of this page as needed.

Action Item Stated Goal(s) Result(s) Comments
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Appendix N: Guideline to Evaluate Action Plan Implementation

Stakeholders may be at different stages of implementation of the Level Best Action Plan. Some may 
have developed extensive initiatives. Others may only be considering implementation of certain 
initiatives. Once implementation has begun, it is important to set an appropriate timeline to evaluate the 
success and impact of implementation efforts. Stakeholders may decide to evaluate implementation more 
or less frequently, depending on number of individuals or size of organization. The following steps are 
designed to support stakeholders in evaluating implementation.

1. Which Action Item(s) or initiative(s) have you implemented?

2. Which Action Item(s) or initiative(s) would you prefer to evaluate?

3. Identify individuals involved in implementing each Action Item(s) or initiative(s)?

4. When did implementation start and what is the timeline to completion of implementation?

5. Identify the appropriate individual to lead the evaluation?

a. You (for individuals)
b. Staff (for organizations)
c. External evaluator (for organizations)

6. What resources are required for the evaluation?

a. Time
b. Budget
c. Physical space
d. Technology

7. What information are you hoping to extract from the evaluation?

a. Degree of success
b. Challenges
c. Areas for improvement
d. Overall cost
e. Impact

8. How will you gather this information?

a. Personal reflection
b. Informal discussions
c. Surveys
d. Interviews
e. Focus groups
f. Mandatory participation/evaluation
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Once the evaluation strategy has been developed, you will want to develop targeted evaluation 
questionnaires related specifically to the Action Item or initiative being evaluated. 

Evaluation method may involve individual reflection/survey as well as group discussion.

Smaller organizations may want to organize debriefing meetings with those involved while larger 
organizations may consider more indepth evaluation analysis (with or without external assistance) of 
programs and initiatives.
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