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Abstract
Throughout the life cycle of a geoscience career gender inequalities still exist, even in the face of
legislative change. One response in Alberta is the formation of professional women’s groups.
Drawing on feminist geography, the objective of this research was to explore the social relations
and power structures involved within the work environment that categorized where women’s
groups are created, why they are created, and the strategies used in addressing gender disparities
and inequality. This mixed methods study included an inventory of current groups that exist in
Alberta, an online survey to reach professional STEM women within the geoscience community
who have been members of one or more professional women’s groups, and in-depth semistructured interviews with three key actors from one Alberta based group. The intended
outcomes are to create evidence-based solutions, which in turn will help contribute to concrete
solutions to better support professional female geoscientists in Alberta.
Keywords: Gender Inequality, Geoscientists, Feminist Geography
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CHAPTER ONE: INTRODUCTION

On February 11, 2016, the United Nations announced the first International Day of Women and
Girls in Science. Recruiting and retaining girls and women in Science, Technology, Engineering
and Math (STEM) has been a growing movement nationally and globally, as the gender gap can
be found in the STEM professions worldwide (Engineers Canada, 2015; Leaper, 2014; Del
Giudice, 2014; Castillo et.al., 2014; Marasco, 2013; Williams et. al., 2012, Long, 2011). The
current low numbers of women in STEM professions has been compared with a ‘leaky pipeline’
(Weisgram and Deikman, 2014): although girls and women are increasingly interested in STEM
careers, they are also leaving at critical points along the way including elementary school, high
school, university and the workplace. Despite closing gender gaps in educational attainment and
workplace entry, evidence shows that STEM women continue to lag behind men in terms of pay
and authority (Nash, 2002; Williams et.al., 2012). The struggles that STEM women face in their
careers and their responses to these struggles warrant attention and remain theoretically
underdeveloped in the academic literature. Recruiting more women into scientific disciplines
will not change the masculine nature of the academy, it is the underlying structures that must be
understood and changed (Ginorio, 2001; Salmun, 2001).

Research Questions and Objectives

Drawing on feminist geography and particularly the insights of Doreen Massey, this thesis
explores the ways in which women respond to gender inequality through their involvement with
professional women’s groups. Formed across a range of institutional structures, these groups
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establish problems associated with gender inequality and propose solutions. The following
questions structure this research:
•

What factors motivate the formation of professional women’s groups and what are the
key challenges faced by organizers and participants?

•

What differences and similarities exist among various professional women’s groups
in developing strategies and policies for gender equality?

•

What role do spatial and contextual factors – including the gendering of labour,
norms and, knowledge - play in the experiences of STEM women in Professional
Women’s Groups in Alberta’s resource sector?

Professional women’s groups in Alberta’s resource sector serves as a test case. Data was
gathered through an online survey and in-depth semi-structured interviews with three organizers.
Professional women’s groups in Alberta’s resource sector warrant examination for the
following reasons. First, while women’s groups have been a part of STEM work environments
for some time, the ‘professional’ designation has only been in play mainstream for the past
decade. In my experience both inside and outside of the companies I have worked, women’s
groups were considered to be ‘no-go zones’ by technically trained women because these groups
were dominated by non-STEM employees or the wives of male workers. As a university trained
geologist who was a minority amongst my male peers, joining these groups was seen as
detrimental to my career. This was presented to me, not only by the few female senior peers I
had met but also by male supervisors. I was advised early in my career to try to break and fit into
male dominant spaces as this is where those of influence could be found. The ‘professional’
designation, however, changed my understanding of and approach to the legitimacy of women’s
groups. The second reason for studying professional women’s groups is their growing popularity
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and numbers at local, provincial and national levels. As professional women’s groups are
becoming a more common feature of the institutional landscape for women in STEM careers,
understanding their genesis and development is both timely and necessary for addressing and
potentially changing persistent workplace gender inequities.

My personal experience as a professional geologist, who has worked for 15 years in the
resource sector, has shaped how I formulated the research problem and motivated me to do this
inquiry. In keeping with feminist methodologies, my personal journey before and during this
project is part of this story. When I started my career in the late 1990’s, I had high hopes for my
ability to advance alongside my male colleagues. Though I was aware of the gender-related
challenges in the resource sector, I felt that these challenges were in the past and I believed
myself to be equipped to tackle them head-on. Throughout my career, however, I faced more
barriers then I had anticipated, barriers that I thought were long resolved. I often blamed myself
for my shortcomings rather than examine the broader social structure into which I was immersed.
Part of the issue has been within my own gendered identity, both internally and externally. This
was not fully apparent to me until about four years ago when I attended the CCWESTT
(Canadian Coalition of Women In Engineering Science Trade and Technology) conference
where we were discussing gender-related issues within the resource sector. A fellow participant
mentioned that along the way she had gone from being perceived as an engineer to a female
engineer. She did not know when this shift happened, as she did not refer to herself as a female
engineer, but was positioned as such by others. She wondered: when did her professional status
start having a gender, and how has this gendering affected her career? Was I likewise positioned
as a female geologist within my working environment versus simply a geologist? Could this
gendering explain what I perceived to be an increase of barriers as my career progressed?
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A key contribution of this thesis is that efforts to achieve gender equality in STEM
workplaces – particularly those that constitute non-traditional work environments for women need to account for the spatial and contextual factors that contribute to existing power
imbalances. The gendering of STEM workplaces - across the domains of labour practices,
cultural norms, and knowledge - contribute to environments in which women continue to feel out
of place. Addressing these dynamics through interpersonal support systems and policy changes is
essential for creating equitable work environments for women particularly in the traditionally
male-dominated resource sector.

Research Context

It is recognized across a range of institutional contexts that a critical need exists for greater
participation of women in STEM professions, such as the geosciences, to ensure a diverse future
workforce with varied perspectives, questions, approaches, practices, and interpretations
(Steinke, 2013). Greater workplace diversity is linked to innovative capabilities as it is argued
that firms with more balanced gender composition are more likely to be creative (Østergaard et
al, 2011) and profitable (Williams et. al., 2014).
Alberta’s economic prosperity is tied to the resource sector, specifically oil and gas
exploration, contributing as Alberta’s largest industry (Alberta Government, 2017). Due to this, a
large portion of the geoscience workforce resides in Alberta. This is why professional
organizations such as the Canadian Society of Petroleum Geologists (CSPG) and the Canadian
Society of Exploration Geoscientists (CSEG) have their headquarters in Calgary, Alberta. In the
province, geoscientists and engineers are registered professional members of the provincial
governing group called the Association of Professional Engineers and Geoscientists of Alberta
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(APEGA). Since 2011, a committee called Women in APEGA was created to make
recommendations to APEGA’s CEO about increasing the representation of women in the
professions, to achieve sustainability of the profession in the future (APEGA, 2016). Women in
APEGA works closely with national groups such as Engineers Canada. I have been a volunteer
for Women in APEGA since 2013. One early direction presented by Women in APEGA was the
initiative ’30 by 30’, an effort to increase the near stagnant population of female membership
from around 15% to 30% by 2030. This mantra was picked up by other groups such as Engineers
Canada. As time went on, Engineers Canada feared that this lofty goal would not be attainable,
and has since changed what ‘30 by 30’ means at a national level. The focus has moved from
increasing the overall population, to only focusing on newly licensed engineers. As the
Engineers Canada website describes, “Thirty percent is universally held as the tipping point for
sustainable change-reaching ‘30 by 30’ will help drive the shift in the overall membership of the
engineering profession as more and more women continue to enter the profession.” (Engineers
Canada, 2018). APEGA was asked to join this new ‘more attainable goal’. In July 2016, at a
quarterly Women in APEGA meeting, APEGA asked the committee their opinion on if APEGA
should change their mandate to align with Engineers Canada. It was advised by the committee
that APEGA should do so (as otherwise, they would be the only jurisdiction to not align), but the
committee warned that this direction would take the focus away from a more encompassing
examination of the struggles professional STEM women face in the workplace (APEGA, 2016).
The committee pointed out how female geoscientists in Canada have reached the ‘30% tipping
point for sustainable change’, wherein 2011 women made up 34% of the geoscience population
(Statistics Canada, 2011). Despite reaching this tipping point, Women in APEGA reminded the
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CEO of APEGA that female geoscientists still faced the same gender inequalities as their female
engineering counterparts (APEGA, 2016).

These inequalities have been documented historically by researchers such as Cynthia
O’Donnel. In an examination of the experiences of female geoscientists from 1914 – 1999,
O’Donnel (2000) identified how the industry had improved in its acceptance of professional
women, but there was still room for improvement in terms of addressing existing social attitudes.
O’Donnel identified barriers such as an ‘old boys’ club’ or ‘buddy system’ that had caused
barriers for women to advancement and equal pay. This was even more evident for those who
accessed flexible work arrangements, such as working as a part-time employee/consultant or
working from home. The participants in these working arrangements experienced disadvantages
such as lack of health benefits, bonuses and long-term pension plans. Participants also mentioned
being denied access to professional male-dominated spaces (e.g. networking during male only
sporting events) and expressed concerns about isolation and lack of time and opportunity to
network. The study identified that the success many of the participants obtained was highly
dependent on the women’s individual circumstances, and solutions (such as access to child care
or elderly care) were being made on a situation-by-situation basis, due to factors that they
themselves could control.
A high level of professional commitment, high energy levels, increasingly flexible
employers, active participation in professional associations, strong commitment to
ongoing educational and professional activities, highly supportive partners, and good
support networks and mentors are the main factors that contribute to the success of the
married participants in this study and to their ability to integrate families and careers.
(2000, 279)
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The women also found solutions to personal and professional barriers through volunteer
opportunities within their communities, and within their professional organizations, regardless of
whether they were working or not.
A majority (of the participants) indicated that their personal professional images and
self-confidence increased significantly as a result of their professional employment
and their participation in volunteer work and professional associations. (1999, 288)
These individual solutions were in part a result of a lack of collective solutions towards gender
discrimination with the Alberta resource sector in the late 1990s. Two participants expressed
how they felt the future would be brighter for the female geoscientists who were just starting out:
Sarah Honifels indicated that more recent graduates are less tolerant of the old boys' club
and are unwilling to put up with derogatory terms relating to women professionals. In
addition, Homfels stated that the current generation of young men is more sensitive to
gender issues and less likely to have negative stereotypes about women. Other
participants such as Laurel Coquina agreed that there has been a "sea of change” for
women in terms of acceptance. (2000, 300)
O’Donnel’s research provides preliminary indications that volunteerism within
professional women’s groups could improve the experiences for women and that cultural change
was happening in Alberta’s resource sector. While women face barriers across all STEM careers,
the resource industry is particularly significant due to a long-standing assumption that mining
and resource development are gendered male and hence are proper work for ‘men’ and not
women (Perry-Sizemore and Maclaughlin, 2016; Smith Rolston, 2014). To say that an industry
or organization is gendered means that the advantage and disadvantage, exploitation and control,
action and emotion, meaning and identity, are all patterned through and in terms of a distinction
between male and female, masculine and feminine, therefore disproportionately favouring men
over women (Acker, 1990). Laplonge (2014, 2013) examined the masculinized image of the
mining industry, specifically focusing on Australia and Canada. Laplonge explained how in these
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industries it is only women who are seen to have gender, and gender is only ever discussed as a
problem for women (Laplonge, 2014, 2013). He argues that the strategy of ‘throwing more
women’ at the problem through recruitment initiatives and quotas will not fix things. Laplonge
challenges those in these industries to stop looking at what women lack in order to fit into the
current culture, instead focus on greater discussions of diversity of gender practices, and identify
what workplaces might be doing to suppress or oppose a greater diverse population (Laplonge,
2014, 2013) Similarly, Miller (2004) compares the resource industry in Alberta with the rugged
individualism of the cowboy which is expressed in Alberta’s corporate conceptualization as
entrepreneurialism. This attitude celebrates a hard-nosed, highly competitive approach to
business and beyond; with this comes self-interest, competitiveness, and power. Success in the
harsh frontier environment required toughness and tenacity, and these qualities, which were
originally required of ranchers and hired hands are still admired, have left cultural imprints and
expectations that are gendered male and not female (Miller, 2014). Diversity within this
unwelcoming resource sector then becomes a topic of equity and justice. For when the working
environment is inhospitable for women, this in turn can affect the long term social and financial
security of women and their families. This must be addressed as employeers in Alberta are
subject to human rights legislation in which discrimination and harassment are unlawful
(Province of Alberta, 2018).

Thesis Outline

In the chapters that follow, I explore the gendering of space within the geoscience work
environment in Alberta and how this shapes the decision and construction of professional
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women’s groups, as an attempt to combat gender inequality. This mixed method three-phase
study will be presented through five chapters.

Chapter two provides an overview of the theoretical literature that informs this study,
including current approaches for STEM women to ‘fit in’ to the current culture, with emphasis
on the strategies found within professional women’s groups. Chapter three focuses on the
research design and context finding of this the phases of the study. The chapter presents the
methodology and research methods, data collection, and analysis process. Chapter four discusses
why professional women’s groups have been a dominating strategy within Alberta for
geoscientists tackling the topic of gender inequality. Chapter five presents the key findings and
themes from the survey and interviews. This includes an investigation into the current geoscience
working environment within Alberta, as well as the information on the professional women’s
groups the participants are/have been members. Chapter six summarizes the key conclusions and
provides recommendations for addressing gender inequality in professional geoscience working
environments, through the professional women’s group setting.
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CHAPTER TWO: LITERATURE REVIEW

Women in STEM: Early insights and limitations in practice

Much of the attention of early academic work on women in STEM focused on the ways in which
gender norms influence how girls and women experience science. For instance, Schiebinger
(1999) explained that traditionally in North American culture girls are raised to be modest, while
boys learn to exaggerate their intelligence, their success, their life prospects, and even their
height. Girls do not fare well when they have been trained to underestimate their talents, and then
encounter boys who overestimate their own (Schiebinger, 1999). When girls take this
overestimation at face value, they downplay their own talents even more. These factors can
contribute to a cycle of low self-esteem that plays into discouraging girls from entering science,
and why women give up science along the way (Schiebinger, 1999).

In turn, others argue that the very nature of how science is depicted in our schools and by
society can also be a deterrent. Many girls and women do not enter the sciences or leave the
sciences because they cannot relate to the material presented. A simple example of this can be
found in almost any physic textbook, where concepts are taught through the use of war
metaphors. If the students cannot relate to the theory behind catapult construction or the
projected trajectories of missile launchers, they may not find the value of the subject in their day
to day lives. Science draws on or develops culturally relevant metaphors, models, and narratives
to conceptualize teaching patterns and to direct research projects (Harding, 2001). Harding
(2001) emphasizes that this is an integral part of scientific inquiry, directing scientists to examine
certain kinds of phenomena instead of others, and guiding how science will expand or correct its
hypothesis in the course of research. The constructing of a scientific discourse that rests on

10

gendered metaphors of sexuality to represent science helps reproduce systems of power that put
women at a disadvantage (Phillips and Hausbeck, 2001). This is compiled with the hierarchical
division of the scientific fields, in which the 'hard' sciences such as physics and chemistry (where
men are found in their greatest numbers) are higher status than the 'soft' sciences, such as
biology, where there are more women (Bowling and Martin, 1985).

While these early insights were important for establishing the ways in which science is
gendered, they contributed to efforts to make science more appealing to girls and women in ways
that were symbolic and reflect individualistic and deficit notions of women. For example, in
1984 the Women in Science and Engineering (WISE) campaign launched to get more
girls/women interested in science. Since then, the campaign has had hundreds of small to large
scale initiatives launched under this banner, with poster campaigns, guidance booklets for
teachers and parents, a directory of initiatives for girls and women, and the WISE vehicle
program where buses have been taken into secondary schools to give girls experience of
technology away from boys (Henwood, 2010). Despite these efforts, the overall numbers of
Women in STEM world-wide have moved little. Henwood (2010) expressed that the limited
success of the WISE movement was due to the narrow focus on women’s ‘choices’ and the
assumption that women have been restricted from information, such as scientific and
technological work options. In turn, the WISE movement assumed that cultural change could be
achieved through changing the dominant male image of science through promotional materials
that depict more women in scientific careers.
The WISE discourse relies heavily on the assumption that change can come about
through targeting women and girls with more information so they can make more
informed choices. In particular, it seeks to attract more women by replacing masculine
with more feminine images of science, technology and engineering. (2010, pg. 211)
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Henwood (2010) pointed to the ‘all-male environment’ within the sciences as a potential
problem. Rather than arguing for an inquiry into the difficulties such environments present for
women, which hence could call for an investigation for change in that environment, WISE style
strategies debate that women should be helped to ‘cope’ with that environment (Henwood,
2010). As such, the movement focused on ‘changing women and girls’.
The only hint at providing an explanation for women’s slow participation rate in
engineering emerges in a form that places the responsibility squarely on women’s
shoulders: they are ‘ignoring opportunities’ and need to ‘give themselves a chance’.
(2010, pg. 201)
This WISE discourse structures and limits the space women have to speak to the conflicts and
contradictions they experience while making decisions about their futures within STEM. In
short, equity campaigns that fail to identify and address the underlying systemic problems faced
by women will inevitably fall short.

In general, the research discussions on women in STEM and gender equity have focused
on general themes. Blackburn (2017) illuminated this well in her paper that reviewed the
academic literature on the status of women in STEM from 2007 to 2017. The review exemplified
how most discussion followed ‘the leaky pipeline’ metaphor, with themes concentrated on how
to make STEM appealing to girls and women and stressed the importance of a ‘gender-neutral’
working environment. Though the literature mentioned how institutions can support women,
such as through the creation of mentorship and internship opportunities, there was still a focus on
what it was the women can do to assist in their own success. This included a theme on the need
for internal persistence with a current sexist environment, and the necessity to overcome barriers
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of stereotypes and biases through strategies such as conforming to masculine norms (2017, pg.
248).

This literature review paints an accurate picture of the current challenges faced by
women through the recruitment and retention process of a STEM career, but the dialogue has
limited depth on the underlying structures, such as gender and gender relations, that have long
shaped the STEM working environment. An example of this is the emphasis on a ‘genderneutral’ working environment. The literature suggests that by promoting such an environment,
women will be more inclined to enter the STEM fields. What is missing from this discussion is a
spatial lens. A spatial lens can demonstrate how a strategy such as this is not only incorrect but
harmful to working professional women.

Feminist Geography: The spatial dimensions of gender inequity

A core argument of this thesis is that gender inequality needs to be read through a spatial lens in
order to better understand existing structural inequalities that women face in non-traditional
STEM work environments, this will be explored through feminist geography. Feminist
geography applies the theories, methods and critiques of feminism to the study of the human
environment, society and geographical space (Rose, 1993), highlighting the spatial dimensions of
gendered inequalities. Doing feminist geography research means looking at how people and
spaces are gendered, at their histories, personalities and biographies, at the meaning of places to
them, and how this affects people's understandings of themselves as women or men (McDowell,
2007). Feminist methodologies often seek to establish collaborative and non-exploitative
relationships, in part by accounting for the subjectivity and experiences of the researcher
(Creswell, 2013). This differs from positivist approaches in which the objective of the research is
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to attain objective knowledge about the world, knowledge that is independent of the researcher
(Johnston, 1986). Feminist geographers pay particular attention to the gendered ways in which
people come to learn about and interpret places, the access women as individuals and as
members of social groups have to places, and their ability to act in various ways within those
places (Staeheli and Martin, 2000). Gender is an important interpretive lens that influences
human relationships to, and perceptions of, both the built and natural world. Gender refers to
socially constructed relations that define and shape social interactions. Gender is not fixed but is
fluid and dynamic and gendered relations are lived in and through spatial contexts. Once this is
understood, the focus can move to how these social relations are connected with power relations.

Relational Space: Gender and Power

As discussed above, the assumption that gender equity in the workplace could be achieved
through changing the image of science, in order to make it more appealing to girls and women,
has fallen short. Also, the current academic literature is missing from view an attention to the
ways in which gender and space are intimately interconnected. The work of Doreen Massey is
central to examining how power operates at this intersection of gender and space. A British
geographer who played a key role in the broader understanding of the intersections of gender and
space, Massey began her career in 1970’s as an economic geographer. Throughout her career,
Massey challenged dominant Cartesian notions of space as fixed and inert, as outside of human
interactions, by arguing that space is relational and shaped by power. As Massey described:
The geography of social structure is a geography of class relations not just a map of
social classes; just as the geography of the economy should be a map of economic
relations stretch over space, and not just, for instance, a map of different types of jobs.
Most generally, ‘the spatial’ is constituted by the interlocking of ‘stretched-out’ social
relations. Moreover, since it is those relations which constitute the social phenomena
themselves (job, economic functions, social classes), the nature and development of the
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phenomena and their spatial form are necessarily intimately related. And since social
relations are bearers of power what is at issue is a geography of power relations in which
spatial form is an important element in the constitution of power itself. (1994, pg. 22)
Massey stressed that the way in which space is conceptualized and constructed is of fundamental
importance.
It is about the full recognition of space as the dimension of the social (space as
multiplicity). It is about the challenge of our ongoing, ordinary, constitutive
interrelatedness, and thus our collective implication in the outcomes of that
interrelatedness (spaces as relational). And it is about the possibility for a more
configurational and outward looking stance (a recognition of space as continually being
made) and therefore our responsibility for it. (2006, pg. 94)
Massey built three propositions concerning the conceptualization of space (Massey, 2006). First,
space is a product of interrelations built out of practices, relations, connections, and
disconnections. Spaces are made through the process of everyday life – across scales, from the
intimate to the global. Second, space is the sphere of coexisting heterogeneity and multiplicity.
Society is lived throughout the world simultaneity across this multiplicity of space; all crosscutting, intersecting and aligning with one another. As such, we are beings of intersection.
Finally, space is never closed. It is always in process and under construction, it is never finished,
and never complete. “There are, in more practical terms, always connections, relations, yet to be
made, or not made…In consequence, and of central significance to the arguments here, it is
always open to the future and, in further consequence, always open to responsibility and to
politics.” (2006, pg. 90, italics added)

Massey (2006) argued that as researchers it is our political responsibility to question
‘normal’ conditions, not just for us but for those around us. Past actions by others are part of who
we are, but this social space is fluid and mobile, shaped by many underlying structures (some
physical, some abstract). The spaces in which we live are not fixed and, in many ways, not
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natural (see also Massey, 1994). Over time, spaces can and do change. When change is
witnessed, this dynamic can cause a ripple effect across a multitude of lived spaces, provoking
long turn social effects. But change is not easy. Spaces are made through the day to day practice
of which we live our lives, as such, the making of such spaces is thoroughly ‘political’. In short,
space is the geography of power. Power is more than just economic, it is also political and
cultural.
The boundaries which we draw in space, the ‘places’ we define (indeed all spatial
definitions), the decisions about which motilities to allow and which not, and about how
open, or how closed, our places are to be…all these things, rather than being based on
some eternal principles, are in fact expressions of, and exercises in, social power. (1996,
pg. 117)
Massey warns of what she calls ‘Evasive Imaginations’; where space is turned into time and
geography into history (2006, pg. 90). She provides two examples. First, this can be seen
globally when countries or regions are described as developed versus developing, as such,
describing the West as socially ‘ahead’ of other nations. The assumption is that over time other
countries will ‘catch up’ to the West, or that these ‘other’ countries are still ‘developing’.
Secondly, this way of thinking can happen nationally or locally in locations such as federal
politics to even office settings, where certain cultural viewpoints are thought of as ‘old fashioned
ways of thinking’ in one place but not others.
To take a simple example, when questions are raised concerning the poverty and in
equality that exists within today's form of globalisation (in Mali, perhaps, or Nicaragua,
or Mozambique), the reply is frequently constructed around notions such as 'they are
behind', 'give us time', 'they will catch up'. Likewise, it is common practice to categorise
countries or regions as developed or developing. Or again, in both high politics and social
sciences, discourses frequently proceed by deploying (implicitly or explicitly) one of the
modernist grand narratives, such as that of Progress, or that of Modes of Production. In
all of these formulations, a particular operation is being performed upon the underlying
conceptualisation of space and time. In all of them, the whole uneven geography of the
world is effectively reorganised (imaginatively) into a historical queue. (2006, pg. 90)
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This approach neglects or ignores the relations that contribute to producing these positions and
deprives those who hold such stances of any political purchase. In Massey’s view, space rather
than time is the dimension in which events happen one after the other - as a dimension of
succession, and space is the element of things being and existing at the same time - a dimension
of simultaneity and multiplicity.
The second ‘evasive’ conceptualization of space that Massey (2006) warns of is to think
of space as a surface or surrounding environment. Here space can be categorized as the
landscape of ‘out there’, witnessed and presented from only one perspective (e.g. colonialism),
when instead we must see space from the multitude of potential perspectives. Massey describes
this misconception through the eyes of a traveller (the observer), travelling ‘across space’ on a
train. The brief moments the observer witnesses are not frozen, they are part of an ongoing story.
Lived lives are not just a surface of moments, but a “constellation of ongoing trajectories” (2006,
p. 91), human and nonhuman. The simultaneousness of social relations within space are
experienced differently, and interpreted variously by those who hold different positions within a
particular place: “It is that multiplicity of trajectories that it is important to capture - not
travelling across space conceived of as a continuous surface, but travelling across stories.”
(2006, pg. 91-92). This is to say that people will have different experiences within any given
space (such as a workspace) due to the intersection of variables that make us who we are
(gender, race, class, able bodiness etc). Since social relations are imbued with power and
meaning, the view of the spatial is an ever-shifting social geometry of power and significance,
and it forces into view the multiplicities of space-time. This happens over spatial scales,
geological locations, and governance structures. Within this simultaneity and multiplicity space
crosses a myriad of stories, in which we are all experiencing in at any given moment, and where
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space, place and time become intimately connected: “Space is therefore the dimension of the
social. It poses that most basic of social, political, ethical, questions: how are we going to live
together.” (2006, pg. 92)
Massey’s notion of relational space provides a foundation for examining the ways in
which power operates to structure social relations in particular locales and at particular times.
Space is not inert or outside of social interactions but is constituted by and helps constitute
interactions. While other geographers, such as David Harvey, have examined relational space
(Harvey, 2006), Massey provides a gendered lens, where Harvey’s analysis purports to be
gender-neutral. Massey explained:
Gender has been deeply implicated in the construction of geography – geography as
uneven development or regional variation and local specificity (and in the construction of
these, not merely the fact of them), geography as an academic/intellectual discourse and
as set of social institutions, and geography in term of its founding concepts and systems
of knowledge. In particular – the concern here – gender is of significance to geographical
constructions of space and place. (1994, pg. 180)
Through her work, Massey tackled topics such as gendered identities within space and place,
how spaces themselves can be gendered, and how this gendering effects the day to day lives of
women and men.
Space and place, spaces and places, and our senses of them are gendered through and
through. Moreover, they are gendered in a myriad different ways, which vary between
cultures and over time. And this gendering of space and place both reflects and has effect
back on the ways in which gender is constructed and understood in the societies in which
we live. (1994, pg. 186)
Gender is an important interpretive lens that influences human relationships to, and perceptions
of, both the built and natural world.

Domosh and Seager (2001) explain that gender is a cultural assumption about the
differences between men and women, characterized by the roles men and women play within
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society. As such, women are positioned differently based on their intersection of social class,
age, and family status, by their sexual inclination, and by whether or not they are able-bodied
(McDowell, 1997). A spatial lens can assist to illustrate that gender is not a principle but a
relation that is established in practice and place. Difference must not be seen simply as plurality
and diversity but as sites of power relations where mechanisms of exclusion are continually
being reproduced and reinforced. For women, any notion of ‘shared oppressions’ or ‘shared
resistances’ must be recognized as complex as women have multiple identities. At times women
can share experiences or they can have a group identity (for example as ‘mothers’ or ‘elderly
women’), but women still develop or experience very individual responses to special historical,
localized contexts and within individual subjectivities (Scraton and Watson, 1998).

For Massey (1996), workplaces are simultaneously imaginatively and materially
constructed. ‘Politicising’ an organization of these social spaces would include addressing their
embeddedness in all these distinct, yet interlocking, maps of power. One avenue Massey
investigated was the role neoliberalism played within women’s economic security. Neoliberalism
can be explained as a political rationality that moves to and from the management of the state to
the opening of a free market, normatively constructing individuals as entrepreneurial actors.
Massey (2015) expressed that this privileging of self-interest, market relations, and choice within
the spheres of economic and social life leads inexplicitly to increased inequality. These factors
can influence the access women have to the working environment, as well as shape the gendered
assumptions of women within society, the workplace, and within family units.

One axis of gendered space is the division between the public and the private (or
domestic). Throughout modern history, sexual divisions of labour have always been apparent but
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the Industrial Revolution further codified the gendered classification of work. This was then
repeated around the world with the spread of industrial capitalism (Domosh and Seager, 2001).
Within this capitalistic model, work was categorized as an exclusively waged activity that was to
be complemented by a non-waged household support system. These two ‘separate spheres’ were
gendered: private ‘home’ for women and public ‘work’ for men (Domosh and Seager 2001;
Hanson, 1999). Domosh and Seager (2001) explain that together capitalism and patriarchy
created a situation in which women become economically dependent on men, enhancing the
power and privilege of men. When work is codified this way, women may then be excluded from
other spaces, such as academic institutions.

Massey (1994) explained that this banishment of women from the male world of work is
then compounded by further exclusion from the dominant forms of local political and social life,
and this unequal economic and social relationships increase the subordinate position of women.
This separation of work / domestic spheres also puts limitations on women’s mobility, in terms
of both identity and space, and has also been in some contexts a crucial means of subordination
(Massey 1994). When women are limited in their ability to leave their ‘local’ lives, they are then
limited in their potential economically activity. The normal assumption is that economic activity
will respond to the geographic inequalities of production, in order to maximize profits. Massey
(1994) explained that what this assumption ignores is the multiple ways different forms of
economic activity incorporate or use the fact of spatial inequality in order to maximize profits. In
other words, economies function based on the assumption of unpaid, supportive labour. Many
corporations still work under this model, which assumes that an employee has a ‘helper mate’ at
home, and traditionally women have been positioned as the helper mate (Friedman, 2013).
Through this principle corporations get a ‘two for one’; for the payment of one wage, the
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employer has a wage earner and an entire support system within the wage earner’s home
(Domosh and Seager, 2001). For those who are outside of this norm (for example dual-career
families, single parents, and caregivers), this inflexible organizational work structure causes
constraints for many employees. This division includes assumptions that are both financial and
geographical. Traditionally men are to be the paid workers and to be the ‘natural’ heads of the
household, while confining women to homes in residential locations, isolated from work
opportunities. These assumptions encourage women’s economic and social dependence on
individual men and are compounded with the design of the single-family, suburban dwelling that
discourages extended families and communities from sharing housework/caring (Domosh and
Seager, 2001). Domosh and Seager, (2001) explain that women’s work within this set up is
defined as either less serious than men’s or is classified simply as non-work. Placing home and
work in opposition has thus served to fuel this myth that has shaped the behaviour of employers
and workers, as well as government policy (Hanson, 1992).

In Canada when women do find employment out of the home, regardless if it is full-time
or part-time, their wages are usually lower than their male counterparts, making their
contribution to economic growth good for companies and the economy. But the fact that women
are good for economic growth does not necessarily mean that economic growth is always good
for women (Lambert and McInturff, 2016). In fact, women’s contributions to economic growth
and recovery are often made possible because of their marginalized position in the economy
(Lambert and McInturff, 2016). This leads us to the second topic within gendered labour:
production and reproduction.
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A second axis of gendered space is production and reproduction where production refers
to the act of producing, making and creating something while reproduction is the act of
reproducing new individuals biologically and other ‘care’ related tasks (Paltasingh and Lingam,
2014; Benería, 2008). The exact nature of women’s reproductive work varies from culture to
culture. Regardless, women around the world contribute more to the reproductive components of
society. The nature of women’s unpaid reproductive work has a powerful impact on their access
to paid work and worsens inequality by limiting the time women can participate in economic,
political and social activities (Lambert and McInturff, 2016). For women who do participate in
the workforce, their positions are often associated with societal reproductive needs (Paltasingh
and Lingam, 2014). Part of this discussion must be on how ‘work’ is defined.
The gendered ways in which ‘work’ is defined, ties to the barriers women face when
trying to gain access/mobility to the workforce. Work is ambiguously defined as only being a
paid economic activity linked to the market (Paltasingh and Lingam, 2014; Benería, 1999).
Simultaneously working in the home is defined as an act of loyalty, duty, ‘love’, or in general –
non-work (Domosh and Seager, 2001). These definitions consider domestic contributions,
volunteer time and other forms of unpaid labour within society - areas dominated by women - as
unproductive and economically inactive. As such, ‘non-work’ forms of labour are not
remunerated as work in national accounting systems around the world. This is evident even in
advanced capitalist economy (such as North America). Lambert and McInturff (2016) explain
that in North America the household sector consumes roughly the same number of labour hours
as the market sector, which produces an income estimated somewhere between 25 percent and
50 percent of the gross national product (GNP), yet it does not count. In the Canadian
documentary “Who’s Counting?” (2005), the feminist economist Marilyn Waring explains that
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the ‘visible’ contributors to the nation’s economy are also the visible recipients when
government policies are made. Individuals who are not earning a salary/wage cannot contribute
to programs such as government pensions, and these ‘invisible’ people will then be invisible in
the distribution of benefits. After a lifetime of unpaid labour, government policies categorize
these invisible/non-contributors as dependents on the state rather than as contributors in their
own right. In other words, in the domestic sphere, labour is framed as a problem, an obligation
(Nash, 1995).
Women’s domestic situations take on many forms, and for those who choose to work
outside of the home, their mobility can be restricted based on societal structural restraints
(Hanson, 1992). These restraints cause women to face complex time-space budgeting problems
that must be resolved within a finite period of time. An example is household chores. In Canada,
household chores are shared by working couples now more than ever, yet women still perform
nearly twice as many hours of the unpaid care work each day as men do (Lambert and McInturff,
2016). Lambert and McInturff (2016) explain that this is despite the fact that Canadian women’s
hours of paid work has increased significantly. Today Canadian women do 3.9 hours of unpaid
care work every day, down from 4.2 hours 20 years ago, while men perform an average of 2.4
hours per day (Lambert and McInturff, 2016). Women often also carry the burden or ‘mental
load’ of responsibilities for care, where they plan, organize, delegate, supervise and schedule the
ins and out of the care for both children and other family members (Guy and Newman, 2004;
Fagani, 1993; England, 1996). This physical and mental load of unpaid work is combined with
spatial separations found within the current North American urban set up, where families often
live within a commuting distance from workplaces and childcare / elderly care (England, 1996)
and current public school systems are still structured on a basis of a stay at home parent.
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With these socio-spatial constraints, many women generate their own solutions (Massey,
1994; Christensen, 1993). England (1996) found that women more often than men create coping
strategies and attempt to alter their socio-spatial systems to better negotiate their multiple roles,
for example by combining commuting with trips to child care and running errands, adding
responsibilities on top of paid work in order to fulfil all family and work commitments. One
study found that to secure transportation for children to attend school, parents may decide
whether to change their residence or workplace or to juggle their employment schedules in
complicated ways to fit their children’s’ lives (Rose, 1993). Often these decisions are based on
the mother’s situation. For those who work in a dual income family, research by Prashker et al.
(2008) and Fagani (1993) identified a trend where couples decided on home locations based on
where the women worked. This decision was based on gendered expectations, even if both
partners divided the domestic and educational responsibilities equally. Another solution is to
bring workers into the home setting (this option includes using extended family, or hiring local
or migrant women to fill the role), continuing to make the home a space for reproductive care
(Benería, 2008). This approach privatizes and individualizes social reproduction needs within the
home (Benería, 2008). Other families opt to bring the two spheres together by having a parent,
or both parents, work within the home.
Massey (1994) identified that when women’s workspace is within the domestic setting, or
with an extended family business, this assists with a women’s traditional daily time constraints
of work and family expectations. For women with care responsibilities, this allows them to work
at home while attending to young ones or elderly family members. This can also be an option for
workers who have been out of the work environment for an extended period of time, such as
mature women. Re-entry into the workforce can be daunting, and working from home can be a
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solution. Others work from home due to a lack of physical workspace. Workers here can include
those who work as contractors and those who work for small companies or even voluntary
organizations that do not have office space. Massey (1994) warns that this structure can restrict
other forms of independence that comes with a job outside of the family/home setting, as the
working women are still restricted to the sphere of the family. This can limit the existences of
separate spheres of spatiality, and restricts the independent networks women can make (Massey,
1994). Other challenges can include the setting up of the home to be suitable for working, selfemployment may prevent adequate health and dental coverage, there are fewer options to
contribute to pensions, and additional time is needed to organize topics such as business
registration, bookkeeping and business marketing/promotions (Christensen, 1993). Domosh and
Seager (2001) warn that these self-solutions can be detrimental to women and their careers, as
they can limit the perception of professional development, and can restrict access to health and
financial security benefits that many male peers receive in more traditional roles. Though these
private solutions can benefit individual families, Beneria (2008) cautions that they can also delay
the collective efforts to design and implement appropriate public policies that can benefit all.

Regardless of where and when women work, studies show a discrepancy in the types of
jobs that women work in versus men, wages earned, and responsibilities given. This is referred to
as occupational segregation. Relatively few jobs are gender neutral, with most work being
categorized as either men’s work or women’s work (Acker, 2012; Domosh and Seager, 2001).
Domosh and Seager (2001) stress that the ‘gendering’ of particular jobs can reveal some of the
complexities and constraints built into the social construction of work. Many of the jobs
traditionally occupied by women are deemed ‘naturally feminized’. These jobs include caring or
jobs associated with the home; from teaching, to nursing, to organizing, to child care. Massey
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(1994) expressed that almost by definition, if a job is labelled as ‘female’, it is categorized as
‘not a real job’, or ‘undesirable for men’. Once a skill or job is defined as ‘women’s work’, these
jobs are often classified as semi- or unskilled, and hence lower paid. This can be seen even with
jobs that were once held predominantly by men. If a job morphs to be labelled as ‘women’s
work’ it often becomes deemed as less valuable (Domosh and Seager, 2001). Pratt and Hanson
(1993) caution against a tendency to overgeneralize the links between gender and occupational
segregation. Women’s time spent out of the labour force to care for children has shrunk, and the
concept of the ‘nuclear family’ and women’s dependency on male wage earners has decreased,
yet job options presented to women can treat all women as if they are caught indefinitely within
the child-bearing years. In short, not all women have care responsibilities.
Jobs labelled ‘male’ can reinforce certain assumptions about masculinity, particularly in
regions and employment types that have been traditionally dominated by men (such as the
energy sector - with shift work, partner travel, and long hours). Positions within this setting are
combined with heightened status, and enormous demand of accompanying domestic
(traditionally female) labour (Massey, 1994). This entrenched division of gendered lines within
these settings can make change difficult and unwelcoming, especially towards women who
would like to work within this workspace.

Women can experience occupational segregation not just horizontally, as mentioned
above, but vertically as well. The ‘glass ceiling’ refers to situations in which women struggle to
advance their careers and men occupy the best paying, highest ranking, and most prestigious
jobs, even within workplaces that have traditionally labelled female (Guy and Newman, 2004:
Domosh and Seager, 2001). To understand the relations within the working environment, it is
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important to understand the underlying cultures and norms within such space, as well as how this
affects the works tie to their identity and the identities of others.

Culture, norms, and identity

Gendered spaces are not only constructed through economic activity but also through culture, the
social norms and meanings that designate spaces based on guiding principles within various
settings and scales, chosen as ‘appropriate, suitable, proper, or morally right’ (Goffman, 1971).
Particular spaces are shaped by ‘normative’ landscapes – the ways in which ideas about what is
right, just, and appropriate here but not there (Creswell, 1996). Cultural norms work in several
ways: through drills and training of the body, through standardization of human action over time,
also through the control of space (Rabinow, 1984). For women, there are still spatial constraints
within space, where women do not have the same freedom as men to move in space, or organize
it, and have limited power to change the various structures on their lives (Peet, 1998).

Part of the gendering of space is how women see themselves and how others see them.
Women can feel like they simply do not ‘fit’ into mainstream society. Societies’
consignment/confinement of women to particular places, and the limitation of women’s
individual and collective identities are crucially related. The social construction of spaces is
centrally linked to gender ideologies and the practices of women and men (Staeheli and Martin,
2000). For Staeheli and Martin (2000), these ideologies are constantly re-created and re-formed,
even as the spaces they construct are changed and transformed. This social production of space
reinforces status differences between men and women, where gendered spaces reduce women’s
access to knowledge and are used by men to reproduce power (Spain, 1992).
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As discussed in the previous section, demands on women at work and at home create
multiple tensions, within women’s lives and in the labour market in general. These tensions are
often resolved by the women on an individual basis versus through societal solutions (such as
universal child or elderly care), emphasising that socially women’s career trajectories are not as
highly valued. Feminist geographers Ramos and Bosch state:
Heavy demands on women at work and in the home create multiple tensions in their lives
and in the labour market more generally. The fact that those tensions tend to be resolved
by women and their families on an individualized basis rather than collectively within
society suggests that these tensions are not sufficiently socially visible. This invisibility,
in turn, serves to reinforce social assumptions that masculine career trajectories are the
norm. (2013, pg. 629, italics added)
This can be compounded by changes in professional women’s life’s that can affect how a
women’s identity is perceived within a workplace.
In their analysis of professional and managerial mothers’ departure from paid work,
sociologists Cahusac and Kanji (2014) found that for some women their experiences after
becoming mothers led them to believe that women’s presence served organizations well if they
were not mothers, but following motherhood, there was no place for them. As they describe,
We link facets of organizational culture that have been less commonly identiﬁed as
leading to mothers’ exit, namely, the need to suppress one’s identity as a mother, to be
constantly available beyond contracted hours and the disheartening experience of moving
to downgraded work. Beyond categorizing such factors, we consider that the challenges
are to link them and uncover how professional and managerial mothers experience these
aspects of culture. Thus our focus is how particular sets of circumstances and experiences
lead to mothers’ departure from the workplace. We characterize work cultures as being of
a hegemonic masculine type because they perpetuate mothers’ inferior status and uphold
men’s dominance, notwithstanding the increased educational and labour market
participation of women. Thus our ﬁndings illuminate how the conditions of mothers’
subordination have been redeﬁned in relation to their participation in contemporary
organizations. (2014, pg. 67-68)
In particular, motherhood was preserved as an assumption of split loyalties, rather than a
preferred single-minded devotion to the organization. At the same time, at the societal and
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organizational level, fatherhood translates into being a better worker, elevating men’s status at
work, and financially rewarding their now-proven heterosexual potency (Cahusac and
Kanji2014).

In their examination of women geoscientists in the resource sector, sociologists Williams,
Muller, and Kilanski (2012) investigated how gender inequality persists in the present day
workplace and identified that the corporate career structure within this sector places more
emphasis on modernization strategies such as career maps, teamwork, self-promotion, and
networking. They found that no longer do workers expect a lifelong career spent in a loyal
service to a single employer. Job insecurity is both a constant and a ‘very scary’ feature, where
workers must use networking skills and self-promotion to stay employed (Williams et al., 2012).
Their study found that this new structure has an unintended gendered consequence for women
who work within this male-dominated environment. The effects of this organizational change on
women’s careers can be seen through research that shows how STEM-related disciplines tend to
have a masculine culture, where men have a smoother career progression than women (Leslie
et.al., 2015: Mott and Roberts, 2014; Crang, 2003). Men in these cultures tend to be able to
establish stronger and wider networks, mentorships and sponsorship than women, which then
enables them to secure placements within their careers (Moss-Racusin et al., 2012; Sâdl, 2009;
Hanson, 2000).
Through her study on women’s gendered experiences within organizational politics,
psychologist Davey (2008) explained how ambitious women can behave in ways that they
claimed are unnatural to them due to gendered identities.
The participants resisted political approaches as being unfeminine, alien, immoral and
irrational. They positioned themselves as extremely competent at their jobs, rational and
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supportive of others but not politically skilled. To get on, ambitious women had to
behave in ways that they claimed were unnatural to them and that they described as
immoral and useless to the organization. Constructing politics and success in this way put
them in a difﬁcult position when accounting for their own ambition or achievement. The
gendering of organizational politics as masculine reinforces theories of competitive
masculinity by presenting political behaviour as instrumental. These accounts emphasize
political activity as a form of sociability based in masculine, not feminine identity and
interaction style. (2008, pg. 663)
Organizational politics designed in this way were presented as irrational, aggressive, competitive
and instrumental, which lead to individual, not organizational, success. Women who behave
outside of this ‘cultural norm’, risk sabotaging their own position within the organization
(Davey, 2008).
This ties into the concept of an “ideal worker”. Researchers Banihani, Lewis, Syed
(2013) explain that the “ideal worker” is an engaged one, one who has positive emotions and will
“go the extra mile” to help improve the organization’s performance. The view that work
engagement is the cure to most organizational problems is problematic and gendered; because of
organizational structure, culture, and ideology, it is easier for men to demonstrate work
engagement than for women (Banihani et al., 2013). This makes it easier for male workers to
experience psychological meaningfulness compared to female workers. This happens when
organizations place more value on men’s characteristics and believe that these characteristics
should be emulated by all workers, as a result, women feel less valued and less useful to
organizations (Banihani et al., 2013). Individuals who do not comply with the “ideal worker”
image may have to put in extra efforts to demonstrate engagement in the workplace (Banihani et
al., 2013). As a result, Banihani et al. (2013) found that highly engaged women with young
children experience high levels of burnout. Banihani et al. state:
Managers may need to be aware that the notion of work engagement is not gender
neutral, on the contrary, it is masculine-biased and the level of employees’ work
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engagement should not be blindly used to evaluate employees. Furthermore, managers
may consider the long-term consequences of work engagement and encourage engaged
employees to take time off work to regain their energy when necessary. Managers may
also modify the work environment and culture to take into considerations employees’
other responsibilities outside organisations, e.g. by developing and implementing worklife balance policies. (2013, pg. 417)
Meanwhile, Acker (2012) describes how these gender-neutral assumptions can be used to design
a workplace where jobs are assigned for an ‘abstract worker’, with the intent that the description
and expectations can be expected of any worker. These ‘abstract workers’ carry with them an
abstract body with no obligations outside of the workplaces, in essence, the worker is
unencumbered:
Men are more likely than women to be able to conform to the ideal of the abstract
worker. This is part of the gendered subtext of organizations as well as organizational
logic. It implicitly differentiates women from men, with men more likely to be seen as
real workers, because traditionally women have done the unpaid work that allows men to
be unencumbered. Employers may be reluctant to hire women for jobs, usually male
dominated and defined, in which the worker is expected to be unencumbered. (2012, pg.
218)
Culture and atmosphere in a workplace can substantially contribute to a workplace’s appeal, by
deliberately managing corporate culture, organizations can attract and retain highly skilled
employees.

The same cultural norms and social expectations that lead to a gendered distribution of
responsibilities within the home, reinforce gender biases in the workplace (Trubswetter et.al.,
2015). Historically inequality was secured through particular forms of differentiation and
segregation being read as ‘natural’ or ‘normal’ (Valentine et.al., 2014). Feminist geographers
Dixon and Jones III (2015) explain that in these spaces where ‘maleness’ has been granted the
status of ‘normal’, the social relations that supervene (e.g. patriarchy) may also be regarded as
natural and therefore enduring. Within this culture, members may development habitual or
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socially embedded ways of seeing. Here some dimensions of difference become salient and
others less visible or invisible, and within this environment, gender inequalities are lived and
considered as habit and are then enacted as embodied everyday practices (Valentine et. al.,
2014). As such, it is then through underlying power structures that gender inequalities are
systematically accepted and often (re)produced. Feminist geographers Valentine, Jackson, and
Mayblin (2014) use the gradual entry of women into non-traditional occupations as an example,
where their entry is not part of the dominant gendered norm. Through patterns of repetition,
these workspaces produce and stabilize as continuous masculinist space. Here gendered attitudes
are institutionalized, a pattern that is established through use, so much so that it can be
reproduced almost independently of individual will. Though overt forms of discretionary actions,
such as sexism, may no longer be acceptable, these habitual cultures can structure more subtle
forms of discrimination in forms of micro-aggressions. Micro-aggressions are brief and
commonplace daily verbal, behavioural, or environmental indignities, whether intentional or
unintentional, that communicate hostile, derogatory, or negative slights and insults toward those
in a marginalized position (Sue, 2010; Sue et.al, 2007).

A group may have to experience some geographical transgression before realizing that
boundaries exist. The act of transgression is important because it breaks from ‘normality’ and
puts in question what was previously considered ‘natural,’ ‘assumed’ and ‘take for granted’
(Creswell, 1996). Creswell (1996) explained that when we become aware of one’s position, one
can become aware of others in different positions. Change often cannot happen until agents can
put a name to the action. Sarah Ahmed’s experience is instructive in this regard. A highly
regarded feminist scholar, Ahmed recently resigned from her academic position due to her
frustration with the continued sexism in university settings. Ahmed (2015) found that even in
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institutions where diversity and inclusion are top of mind, prominent uninviting cultures can still
be present. Ahmed argues that, in order to change institutional cultures, sexism needs to be
named and feminists need to be more forceful in this regard. Naming not only changes how we
register an event but influences if the event is registered at all. As she explains:
Something might not come about not because we have been prevented from doing
something (we might even have been officially encouraged to do something) but when
the effort to make that thing come about is too much to sustain. What I am implying is
that sexism might drop out of the feminist vocabulary not because of our success in
transforming disciplines but because of the exhaustion of having to keep struggling to
transform disciplines. It might be because of sexism that we do not attend to sexism. We
lose the word; keep the thing (Ahmed, 2015, pg. 6)
Naming sexism makes it a tangible thing. When women are unable to identify subtle sexism,
they often deny experiencing gender prejudice instead blaming negative experiences on their
own personal shortcoming (e.g. lack of confidence or insecurities); denying sexism in this way
serves to protect women who experience sexism by enabling them to maintain a sense of
personal control and a feeling of being accepted within the workplace community (see also
Valentine et.al., 2014). Often individuals are encouraged and rewarded for participating in sexist
culture at a variety of scales. This can be identified at a peer level through acceptance, but also
institutionally as it may be costly for an individual’s long-time security within the organization to
not participate (Ahmed, 2015).

Gendering knowledge

The sexist nature of the STEM environment can cause other forms of gendered relations,
including restriction for women to the creation and access of knowledge. For women, the journey
to a long science career can be riddled with gender-related barriers. These barriers are more than
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gendered expectations and assumptions, the very nature of how science is constructed and
practised can also be gendered.

Feminist philosophers have long argued that science is a socially embedded activity and
is socially constructed (Harding, 1991). Feminist theory can assist in solidifying an
understanding that the structures of science, and the scientific research conducted, is unavoidably
interbedded with politics and other social activities that are influenced by cultural biases
(Whitaker, 2001). To understand the culture of science, one must understand the structures upon
which these rules are built (Schiebinger, 1999). Once rules are articulated, new expectations can
then be formed, and it is within this framework that the cultural effects can be questioned
(towards scientific epistemology, language, and values) that hamper the ability of women to
successfully pursue scientific careers (Salmun, 2001). Patterns and expectations regarding
appropriate gender roles and identity are political and have ramifications for the lives,
experiences, and expectations of both women and men (Phillip and Hausbeck, 2001). Patriarchy
– as a social structure – is key in this regard as it assumes male control of dominant social
structures, giving women limited participation in public life, and excludes women from positions
of power through means such as direct discrimination, socialization and the gendered divisions
of labour (Kourany, 2010; Spain, 1992; Bowling and Martin, 1985). Patriarchy, in short,
prevents women from fully contributing to or accessing certain forms of knowledge production
(Spain, 1992).

Since scientists work within particular contexts of knowledge/space/power, these
structures are important in shaping the construction of identities as scientists (both individually
and collectively). Historically it has been men who have done scientific research or directed
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research, putting emphasis on a male perspective, and therefore prioritizing what will be studied
and how. As Bowling and Martin describe, “not only do dominant social structures influence
scientific research in terms of what subjects are worth studying and what questions are worth
asking, they also influence the preconceptions of scientists as they engage in examining the
natural world.” (1985, pg. 311)

Feminist scholars have critically examined traditional scientific inquiry as having a
tendency to privilege the masculine. This privilege is produced through hegemonic systems that
reinforce existing power structures, and promote so-called objectivity while obscuring the
interactional and interdependent relations among natural and social phenomena (Nunn, 2016;
Mayberry, 2001). As such, the creation of scientific knowledge is highly gendered (Haraway,
1991; Harding, 1991), where science has neglected women, women's bodies and women’s
experience (Nunn, 2016; Bowling and Martin, 1985). Nunn explains:
From a basic level, masculine knowledge refers to particular systems that serve to
legitimize and privilege knowledge created by men and is discursively constructed
through processes that iteratively inscribe masculine practices, rituals, and performances
as normative. (2016, pg. 3)
This is not to suggest that masculine knowledge is essential to men, but rather a pervasiveness of
masculine knowledge exists through historical linkages. Part of this is due to assumptions that
science is gender neutral.

Harding (1991) cautioned that within scientific practice a critical examination of
historical values and interests may be so shared, so invested by the very constitution with each
field of study, that they will show up as a cultural bias between experiments or between the
research community. If left unquestioned, these biases are inherited by current researchers
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(Elekonich, 2001). By examining the assumptions underlying previous researchers’ hypotheses,
this may expose biases inherent in current models of reality.
In turn, challenging what she calls the ‘god trick’ of science, Haraway (1991) argued that
all knowledge is situated rather than universal. The search for a ‘full’ and total position is a ‘godtrick’; there is no way to be simultaneously all things (Haraway, 1991). She explained that the
knower must be accountable to their position, thus recognizing the politics of position within the
research process. Drawing on Haraway’s work, feminist geographers, in turn, challenge
positivist notions of objectivity which implies that knowledge claims are independent of the
knower (England, 2015). Feminist researchers use location as a metaphor for immersion in a
particular form of everyday life, and as a way of conveying how inevitably partial all knowledge
is a result of that immersion, where the knowledge produced is contingent on these beliefs and
values (Hanson, 1992). The knowledge created is then situated historically, politically,
economically and socially, and cannot claim a universal applicability to all women’s (or men’s)
oppressions (Rose, 1993).

Sexual divisions continue in both the physical and intellectual labour structures of
intuitions, technology, and everyday objects in science (Schiebinger, 1999). The institutions
themselves (public building, field locations) can be uninviting places for women. Women can
face challenges from the design of the office building and day to day equipment (such as airconditioning temperatures, oversized safety clothing etc.), lack of field accommodations,
bathroom facilities, and feminine supplies, lack of childcare support, to sexual harassment at
work. Bowling and Martin (1985) explain that the male domination in the scientific community
is also closely tied to the male domination of large-scale social structures which shape science,
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notably the state and the economic system. Most of the elite decision-makers in these fields are
men, who work together (at time unconsciously and at other time consciously) in ways which
maintain male-oriented scientific priorities. Women in STEM are disproportionately
concentrated at all levels; with less access to advancement and are denied entry to decisionmaking processes in both scientific thought and institutional direction.

Due to the general masculine culture within the STEM disciplines, often men have a
smoother career progression than women (Leslie et.al., 2015: Mott and Roberts, 2014; Crang,
2003). Scientific research is designed on an apprenticeship style system (Bowling and Martin,
1985). Men tend to be able to establish stronger and wider networks, mentorships and
sponsorship than women, which then enables them to secure placements within their careers
(Moss-Racusin et al., 2012; Sâdl, 2009; Hanson, 2000). For some women in science, they may
never get the chance to work with, work for or be mentored by another women scientist. As such,
women scientists can experience a feeling of isolation and may have to take on what seems like
male values in order to participate in the science community. Bowling and Martin explain:
Those women who do enter the scientific community often adapt by taking over male
values. Such women have often had to adopt, at either a conscious or subconscious level,
a 'masculine rationality' in order to participate in what is a male defined area. Young
women scientists usually have male models to follow, since scientific research is an
apprenticeship system based on 'homosocial reproduction'. Men in research positions tend
to choose like-minded people to follow in their footsteps. This system ensures not only
that like-minded people continue to practise science, but also that what constitutes
science is defined by people working with a similar world view. (1985, pg. 318)
These gendered relations can cause some female scientists to leave their identities as ‘a woman’
behind (Manorama and Walters, 2001) in fear of being ‘pushed out’ if they do not ‘fit’ the
current social norms. To ‘fit in’ to the scientific culture that exists, women may have to play a
‘role’ or assimilate.
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Assimilation for the sake of professional development has meant the silencing and even
complete annihilation of certain voices (Manorama, Walters, 2001). Meanwhile, men can ‘do’
science with little or no role conflict, with limited need to examine or change basic assumptions
about the world (Clarke, 2001). When faced with such harsh isolating decisions, women may
seek alternative ways to navigate these issues.
A Space of One’s Own? Assimilate versus Separate
The decision to ‘play a role’ and/or assimilate ties into the topic of professional women’s groups
and the way these groups handle the topic of gender inequality. One explanation is that the
problem and solution lie with changing women’s behaviour and attitudes. There is a push
directed at women to find ways to fix their behaviour to fit into the current work cultures. This
approach was popularized by a popular TED talk given by Sheryl Sandburg, that was later
published into her bestselling 2013 book Lean In. Drawing on her career at Facebook,
Sandberg’s dominant narrative is to challenge professional women to literally ‘lean in’ to their
careers by transforming themselves in order to fit into and succeed in a male-dominated
environment. One strategy presented is for women to join a professional women’s group.
Sandberg encouraged the creation of what she calls Lean In Circles. According to the Lean In
Circle website, “Lean In Circles are small groups who meet regularly to learn and grow together,
and they're changing lives. Women are asking for more, stepping outside their comfort zones,
and leaning in.” (Lean In, 2018) Through her book and website, Sandburg began a global
movement among professional women that aims to “empower women to achieve their
ambitions” by creating supportive peer groups, challenging gender stereotypes and providing
educational resources to assist women and their male allies in overcoming gender inequities.
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Sandberg and the Lean In movement she created have come under numerous criticisms.
In general, the book is geared towards women in the corporate sector who live in developed
countries and have support systems within the home setting, leaving little recognition to women
who live in poverty, those who have no access to education, or those with little to no support
system (Broadley, 2013). Broadley (2013) points out the lack of acknowledgement to the added
barriers for women in underrepresented fields, such as STEM, where women incur additional
barriers due to the masculinized nature within STEM culture. Sandberg herself addressed some
of the tensions after the death of her husband within a second book written in 2017 called Option
B – Facing Adversity, Building Resilience and Finding Joy. Sandberg admits that when she
wrote Lean In, she didn’t know how hard it could be at work when you are overwhelmed at
home (Sandberg, 2017).
Others, such as Rottenberg (2013), criticize the book’s emphasis on individual actions.
Rottenberg (2013) argues that the success of Sandberg’s Lean In approach is tied to neoliberal
feminism, where the feminist subject accepts full responsibility for her own wellbeing and selfcare. This neoliberal direction of individualistic action is consequentially displacing what liberal
feminism has fought for in social or collective justice.
Unlike classic liberal feminism whose raison d’être was to pose an immanent critique of
liberalism, revealing the gendered exclusions within liberal democracy’s proclamation of
universal equality, particularly with respect to the law, institutional access, and the full
incorporation of women into the public sphere, this new feminism seems perfectly in
sync with the evolving neoliberal order. Neoliberal feminism, in other words, offers no
critique – immanent or otherwise – of neoliberalism. (2013, 2)
As such, the neoliberal feminist subject is thus mobilized to convert continued gender
inequalities from a structural problem into an individual affair (Rottenberg, 2013, pg. 3).
Rottenberg identifies that in the setting, women are presented as both the problem and the
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solution: “No longer concerned with issues, such as the gendered wage gap, sexual harassment,
rape or domestic violence, ambitious individual middle-class women themselves become both
the problem and the solution in the neoliberal feminist age.” (2013, 15)

Whereas (neo) Liberal feminisms assumptions about equality lead to strategies of
assimilation where the integration of women into private and public spheres is considered to be
an inherent good, separatist strategies might also be productive. In an analysis of the conditions
that supported the rise of liberal feminism, Freedman (1979) found that women’s only groups
and spaces played a key role.
Where female political leaders have power over their own jurisdiction (women), they also
gain leverage in tribal policy. Such a separate sexual political hierarchy would
presumably offer women more status and power than the extreme male-public/female
domestic split, but it would not require the entrance of each sex into the sphere dominated
by the other sex. (1979. pg 513)
Freedman points to the importance of "female institution building" as a way of integrating
feminist strategies into existing cultural patterns. (1979, 513) Freedman explains her motivation
for studying this subject:
My desire to restore historical consciousness about female separatism has both a personal
and an intellectual motivation. As a feminist working within male-dominated academic
institutions, I have realized that I could not survive without access to the feminist culture
and politics that flourish outside of mixed institutions. How, I have wondered, could
women in the past work for change within a men's world without having this alternative
culture? This thought led me to the more academic questions. Perhaps they could not
survive when those supports were not available; and perhaps this insight can help explain
one of the most intriguing questions in American women's history: What happened to
feminism after the suffrage victory in 1920? (1979, pg. 514)
Freedman found two explanations for the decline of women’s political strength within this time
frame; inherent weakness in the suffragist ideology or the external pressures from a pervasively
sexist society. But Freedman disagrees with both, instead suggesting that the women of this time
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abandoned their women-only spaces because they thought that with their successes, they could
now penetrate the male-dominated public sphere.
The achievements of feminism at the turn of the century came less through gaining access
to the male domains of politics and the professions than in the tangible form of building
separate female institutions. The self-consciously female community began to
disintegrate in the 1920s just as "new women" were attempting to assimilate into maledominated institutions. At work, in social life, and in politics, I will argue, middle-class
women hoped to become equals by adopting men's values and integrating into their
institutions. A younger generation of women learned to smoke, drink, and value
heterosexual relationships over female friendships in their personal lives. At the same
time, women's political activity epitomized the process of rejecting women's culture in
favor of men's promises of equality. (1979, pg 514)
Freedman (1979) argues that the gradual decline of female separatism in social and political life
prohibited the emergence of a strong women's political block. The potential protection and
expansion of the gains made by the earlier women's movement were halted. This erosion of
women's culture may help account for the decline of public feminism in the decades after 1920.
Freedman warns that without a constituency, a movement cannot survive: “The old feminist
leaders lost their following when a new generation opted for assimilation in the naive hope of
becoming men's equals overnight.” (1979, pg. 514)
Echoing Virginia Wolf’s assertion that women need a ‘room of their own’, Freedman
identified lessons that can be learned from separation as a political strategy. She suggests that
when women tried to assimilate into male-dominated institutions, without securing feminist
social, economic, or political bases, the movement lost the networks which had made the
suffrage movement possible: “Women gave up many of the strengths of the female sphere
without gaining equally from the man's world they entered.” (1979, pg. 254) Freedman saw that
this historical record held important implications for the women’s movements within her time:
It becomes clearer, I think, why the separate, small women's group, organized either for
consciousness raising or political study and action, has been effective in building a grass-
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roots movement over the past ten years. The groups helped to reestablish common bonds
long veiled by the retreat from women's institutions into privatized families or sexually
integrated, but male-dominated, institutions. The groups encouraged the reemergence
of female networks and a new women's culture which in turn have given rise to female
institution building - women's centers, health collectives, political unions, even new
women's buildings. (1979, pg. 524)
Freedman (1979) advocated that it was still crucial to press for feminist presence both outside
and within the strongholds of male dominance; such as politics, the universities, the professions,
and unions. But she stressed that it is still equally important for the women within these mixed
institutions to create female interest groups and support systems:
Otherwise, token women may be co-opted into either traditionally deferential roles, or
they will assimilate through identification with the powers that be. In the process, these
women will lose touch with their feminist values and constituencies, as well as suffer the
personal costs of tokenism. (1979, pg. 252)
Freedman encouraged the creation of women’s groups within both the university and work
setting. But unlike that past, Freedman emphasized that women need to take on the enormous
task of building coalitions of women's groups from all classes, races, and cultures. She
encouraged women to work together to overcome the pitfalls of the past. Her words then can ring
true once again today:
Our common identities and heritage as women can provide enormous personal and
political strength as long as we claim the power to define what women can be and what
female institutions can achieve. I argue for renewed female institution building at this
point in the contemporary women's movement because I fear that many feminists-faced
with the isolation of personal success or dismayed by political backlash-may turn away
from the separate women's politics that have achieved most of our gains in the past
decade. (1979, pg. 525)
Individual success for some and not others does not bring the full movement forward. This
individuality can just as easily be a target, weakening the greater movement towards gender
equality. Women are stronger together, and the act of institution building can be a strength that
can assist women to an ultimate goal of gender parity.
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Summary of Key Points

There is a long history of campaigns to increase the numbers of women within the STEM
professions. These campaigns often focus on what women lack, versus how the culture can
change to fit women. Missing from view has been attention to the ways in which gender and
space are intimately interconnected. The work of Doreen Massey is central to examining how
power operates at the intersection of gender and space, as the way in which space is
conceptualized and constructed is of fundamental importance.

Through this lens, the underlying social structures can be examined that prevent
professional women from full success within the STEM working environment, with special
attention to gendered spaces; such as gendered divisions of labour, gendered cultures, norms and
identities, and the gendering of knowledge. This lack of attention to gendered relations has
resulted in a push directed at women to find ways to fix their behaviour to fit into the current
work cultures. Many women are doing this through the creation of professional women’s groups.
This approach is associated with the neoliberal phenomena Lean In started by Sheryl Sandberg in
2013, where the neoliberal direction of individualistic action is consequentially displacing what
liberal feminism has fought for in social or collective justice. But, assimilation for the sake of
professional development has meant the silencing and even complete annihilation of certain
voices within science. Freedman warns that when women try to assimilate into male-dominated
institutions, without securing feminist social, economic, or political bases, that any gains that
have been made will be lost. Echoing Virginia Wolf’s assertion that women need a ‘room of
their own’, Freedman instead identified that lessons can be learned from separation as a political
strategy.
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The remainder of this thesis will investigate the social relations and power structures
involved within the work environment that categorized where professional women’s groups
within the geoscience work environment are formed, why they are formed, and the strategies
used in addressing gender disparities and inequality.

44

CHAPTER THREE: RESEARCH DESIGN AND FINDINGS

This mixed-methods study was conducted in three phases that included compiling a database of
professional groups in Alberta, administering an online survey, and conducting interviews with
select participants. Overall, survey and interview participants were predominantly white,
cisgender, able-bodied, mid-career women in Alberta. All were university educated, and had
worked or were working within the geoscience work environment. These STEM professionals
were either currently or had been a member of a professional women’s group.
Inventory of Professional Women’s Groups
The first phase involved the creation of an inventory of current professional women’s groups
with a presence in Alberta that might impact professional female geoscientists at some point in
their careers. The purpose of this inventory was to find contacts within the groups to help
distribute the online survey and to identify interview participants. This inventory was compiled
with a variety of settings in mind, including corporations of various sizes, professional
organizations, and within the greater public domain. The inventory included groups from my
own personal knowledge as a STEM professional. Many more groups were located through an
extensive internet search. The remaining groups, especially those in the private setting, such as
corporations or professional organization, were challenging to locate. These groups were limited
within the public’s knowledge and often had a minimal online presence. The remaining groups
were located through snowball sampling. Snowball sampling identifies incidents of interest
through others (Stratford and Bradshaw, 2016). I contacted professional women’s groups with a
large community presence in Alberta, such as Alberta Women’s Science Network (AWSN) and
Business and Professional Women’s Club of Calgary (BPW Calgary), to identify the remaining
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women’s groups found on in the list. In total 89 groups were identified. The full inventory can be
found in Appendix A.
The inventory was categorized based on institutional and community-based groups.
Institutional groups included those housed within federal and provincial governments,
universities/colleges, professional organizations, and corporations that work within Alberta
where geoscientists may be employed. Community-based groups refer to those created through
not-for-profits, charities, or community-based initiatives. A list of the Alberta based groups can
be found in Table 1.

Institutional Style Groups

Community Based Groups

Alberta Based

Alberta Based

Provincial Government
Alberta Status of Women
University Of Alberta
University of Alberta Women in Science & Engineering
Women in Scholarship, Engineering, Science & Technology
Women in Technology
University of Calgary
Academic Women's Association
Faculty Women's Club
Women's Advancement Office
Women's Leadership Conference
Women's Resource Centre
Women in Science and Engineering
Southern Alberta Institute for Technology
SAIT Women in Science and Engineering
Professional Organizations
Women in APEGA
Women of SPE - Calgary
Employee Resource Group
Encana's Women's Network
Feminin - Enbridge
Husky Women's Leadership Network

100 Women Who Care Calgary
100 Women Who Care Edmonton
Alberta Council of Women's Shelters
Alberta Network for Immigrant Women
Alberta Women Entrepreneurs
Alberta Women's Institute
Ask Her
AVE Network
AWSN - Alberta Women's Science Network
Calgary Catholic Immigrant Society
Canadian Federation for University Women Calgary
Canadian Federation for University Women Calgary North
Canadian Federation for University Women Edmonton
Calgary Federation of Business and Professional Women
Calgary Immigrant Women's Association
Calgary United Way: Women's Leadership Council
Calgary Women in Energy
Chic Geek
Famous 5 Calgary
GeoWomen
Ladies Learning Code Calgary
MentorUP Alberta
The Women associated with Professional Engineers and
Geoscientists
Women Working in Calgary
Women's Centre Calgary
Women's Leadership Council

Women at Cenovus Network
Women in AMEC ERG
Women in Golder ERG
Women in Jacobs ERG
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Institutional Style Groups
Women in Shell ERG
Women in Syncrude ERG
Women in Worley Parsons ERG
Women of Klohn
Women's Network in GE
Women@Enbridge

Community Based Groups
Work Re-engagement Program
Women's Workplace Improvement Network
Young Women in Energy
Young Women's Christian Association Calgary
Young Women's Christian Association Edmonton

Women@Stantec

Table 1. List of Alberta Based Women’s Groups.
Some women’s groups (such as the Youth Women’s Christen Association or YWCA)
have been established for over a century. Others were newly established, such as AVE Network,
as this group had only been around for two years. Some groups had both a national and a local
division, such as BPW Canada and BPW Calgary, each providing different resources and/or
services.

The groups ranged from offering information, resources, and/or services that can be
access by the greater pubic, to being completely private. Groups such as the Status of Women
Canada (SWC), Alberta Status of Women (ASW), and the Women’s Centre of Calgary (WCC)
fell fully under that first public setting. Some groups were public, but a woman within the public
must be associated with a certain constituency to be a member or to receive resources and/or
services. These groups include: Association of Women Geoscientists (AWG) where the members
are geoscientists, the BPW groups who included women from the business community, and the
Calgary Immigrant Women’s Association (CIWA) which serves women who are immigrants to
Alberta.

The more established groups (such as SWC, ASW, CIWA and the University of
Alberta’s WISEST – Women in Scholarship, Engineering, Science and Technology) had
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consistent sources of funding, resided in a physical space, and often had the support of paid
employees. Examples of funding sources included being a for-profit group, having a parent
group that provides funding, and a membership fee base. Other groups, for example the AWSN
supported Work Re-engagement Program, did not have the funding base to have a physical
space. Instead, groups like these provided resources and services through an online source.

Public groups were more likely to have an online presence. Fully private groups were
harder to locate online. These groups usually resided within a larger corporation or professional
association. Often membership was only for members or employees of the larger entity. As such,
the groups may not have a public online presence. Recruitment for groups in this setting occurred
within the corporation or membership base. An external online presence was not needed as the
groups were not recruiting or providing resources/services to the greater public. Usually,
membership/services/resources provided by these group was only available to the women within
this private setting, such as professional organizations or corporations. Examples here included
Women in APEGA, Women in SPE (Society of Petroleum Engineers), and the ERG groups.
ERGs (employee resource groups) are groups of employees who come together for a common
business mission and reflect a common characteristic or characteristics (for example, ethnicity,
race, age sexual orientation, life situation, organizational level, and religion) within the company
setting (Alexander, 2011). The group inventory includes the names of the ERG’s that the
researcher could verify were in existence. There may be more within Alberta, but the researcher
could not verify their existence through an online search or snowball sampling.
In summary, the inventory of groups identified that professional women’s groups can
come from a variety of locations, including both a private and public setting, as well as within
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virtual and physical space. Female professional geoscientist can be members of or receive
information/resources/services from an assortment of groups at one time, but not all groups are
available to all female professional geoscientists.

Online Survey

The second phase of this study was an online survey for professional STEM women within the
geoscience community, who had been impacted by one or more professional women’s groups.
The University of Calgary Conjoint Faculties Research Ethics Board (CFREB) required that the
online survey be set up on a Canadian server. The company chosen, that met this requirement,
was Hosted in Canada Surveys https://www.hostedincanadasurveys.ca. The survey was
designed using both quantitative and qualitative questions, and in total, had 80 questions. A
printout of the online survey can be found in Appendix B.

The survey was organized into three sections. The first section consisted of questions on
gendered attitudes and was designed based on an existing gender perception survey template and
edited to suit my research questions. This section was written to better understand the gender
inequality the participating professional women had experienced within the workplace
throughout their career to date. The section consisted of 10 gendered attitude questions,
followed by 18 structured statements. The second section concentrated on the structure,
execution, and location of the women’s groups in Alberta that the participants were associated
with. The goal was to better understand the relationship the women had with the groups of which
they are/were members. The final section of the survey focused on the participants' work and
family life and their own personal experiences within the geoscience work environment in
Alberta. This section also included demographic questions such as year of birth, ethnic
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background (based on Statistics Canada categories), Canadian citizenship, and education. These
questions helped to understand the general background of the participants.

The survey used purposive sampling and recruited specifically for professional STEM
women within the Alberta geoscience working environment who have been or are a member of a
professional women’s groups(s). Recruitment consisted of the following. First, I contacted
groups I found while compiling the online resources for the group inventory. The groups chose
for contact were based on the availability of online contact information. Three groups replied to
my inquiry, and the survey was circulated to the groups’ members. The second strategy was to
attend group meetings of various professional women’s groups. I attended the meetings of two
different groups. The first group was larger in size, with a provincial reach and whose
membership included both individual members and the membership of other women’s groups. I
attended their annual general meeting which was open to the public. The attendees included
members from a variety of other professional women’s groups from across Alberta. The second
group meeting I attended (after being granted permission) was with a local community-based
group in Calgary. At both meetings, I had the opportunity to introduce myself as a researcher. I
explained my project to the members, and I distributed a sheet of paper with the survey’s online
address. The third strategy used to distribute the online link to the survey was through direct
email to my own network of over 200 female STEM professionals in Alberta using blind copy.
This process allowed the recipients to not see each other’s names. The final strategy employed
was the use of social media, specifically Linkedin, Facebook, and Twitter. On Linkedin, I used
my own network of over 500 professional connections to distribute the link through personal
postings. I posted information to the link twice a week for the months of May and June, 2017. I
also used the Linkedin resources of three professional women’s groups that I am a member of.
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Each group allows its members to post on a group board. Here I posted the link once a month
over the two months. On Facebook, I used my own personal posts, and I posted on one group’s
member page. Here I posted once a week over the months of May and June 2017. Finally, I used
my own personal postings on Twitter, as well as posting on one women’s group’s twitter feed.
Once again, this was done once a week over this two month period.

In total, 73 participants started the survey; 66 agreed to participate after reading the
concept form. Fifteen of the participants had not been a member of a professional women’s
group and did not qualify to participate. Seven more chose not to continue. Forty-four
participants completed section 1 and started the second part of the survey, but 14 did not finish.
These 14 participants left the survey without providing any personal information (such as
education, the groups they had been a member of, or their work and family experiences). As
such, the researcher has no way to know if the 14 participants were STEM professionals or if the
women’s groups they were members of were groups that service the geoscience community in
Alberta. Their information is not included in the results. In total, 30 participants finished the
survey in full; the analysis will be based on these fully completed surveys. The complete
summary of results can be found in Appendix C.
All of the women who completed the survey had post-secondary education: two PhD’s,
14 MSc, MBA or MA following a BSc., and 14 with a BSc., including four with multiple BSc.
degrees or additional certification (Figure 1).

51

E D U C AT I O N
PhD

MSc, MBA or MA

BSc.

Figure 1. Education of survey participants (n = 30).

All but one participant received their degree(s) from a Canadian University, with the remaining
participant having a degree from the United Kingdom. Geoscience can intersect with a variety of
different disciplines. As such, the participants came from a multitude of educational
backgrounds, some having degrees in more than one discipline. In total 70% (21 out of 30)
identified to have studied science, 30% (9 participants) had a background in engineering, 10% (3
participants) from math, and one participant identifying as having a background in technology
(Figure 2).

STEM BACKGROUND
Science

Engineering

Math

Technology

Figure 2. STEM background of survey participants (n = 30).
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All participants identified as Canadian citizens but one, who identified as a Naturalized
Canadian. Based on Statistic Canada categories, the majority of the participants (24 out of 30 or
80%) identified as white, 10% (three participants) as South Asian, 10% as Southeast Asian, and
6.67% (2 participants) as Aboriginal. Results can be found in Figure 3.

ETHNIC BACKGROUND
White

South Asian

Southeast Asian

Aboriginal

Figure 3. Ethic background of survey participants (n = 30).

The majority of the participants were at least mid-career, with 21 out of 30 (70%) of the
respondents indicating that they were born in the 1960-1970’s. Also, 11 (37%) of the
participants specified that they had 10-19 years of experiences, while nine (33%) had 20 or more
years of experience in their profession. Full pie graphs for year born, and years of experience
can be found below (Figure 4 and 5).
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YEAR BORN
1950's

1960's

1970's

1980's

WORK EXPERIENCE
No answer

Figure 4. Year survey participants were born (n = 30).

0-4 yrs.

5-9 yrs.

10-19 yrs.

20+ years

Figure 5. Work experience for survey participants (n = 30).

The majority of the participants (27 out of 30 or 90%) indicated that their work
experience had been in Alberta. At the time of the survey, only 11 (37%) of the respondents were
working in their field of study, while six (20%) were self-employed within their field. Around
one third ( 37%) replied that they were unemployed. A full chart can be found in Figure 6.

E M P L O Y M E N T S TAT U S
Employed in my field

Employed unrelated field

Self-employeed in my field

Unemployeed

Other

Figure 6. Survey participant’s employment status (n = 30).

The majority of the participants (18 out of 30 or 60%) were married or in a common-law
relationship. At the time of the survey, 12 (40%) of the participants had children under the age of
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18, with two indicated that they were single parents. Five of the respondents answered that the
care of children is shared with a spouse, while others had used or are using day home/daycare
setups. Meanwhile, nine (30%) of the participants replied that they had extended family that
could give support of some kind within the home. In total, 11 respondents (or 37% of the
women) identified that they had taken maternity/parental leave, while only three indicated that
their spouse had taken parental leave. For the women who did take leave, four indicated that their
experiences had not been positive. Child care was not the only care responsibility. In total, eight
respondents (27%) indicated that they had extended family members that have needed or need
care. Of this group, six responded that the support they gave was for elder care, one participant
specified that they were supporting a single mom, and another indicated that they provide
financial support to an extended family member. Three respondents identified that they were the
primary caregiver for their extended family member, while three replied that they support a
primary caregiver.

Interviews

The third phase of the study was in-depth semi-structured interviews with three key actors from
one professional women’s group in Alberta. The strength of a semi-structured interview is that
they have some degree of pre-determined order, yet maintain flexibility in how issues are
addressed during the interview process (Dunn, 2016). The group chosen for further study was a
community-based group whose leadership and membership are predominantly female
geoscientists within the resource sector in Alberta. Furthermore, the group was chosen for its
diverse leadership team, allowing for a breath of backgrounds and standpoints. For the protection
of the identity of the group and its members, the name of the group will remain anonymous
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throughout this thesis. The interview questions were designed using an interview script, see
Appendix D. The script was useful to keep the interviews on track within the three themes of the
study, but allowed flexibility if the conversation turned towards a valuable theme set outside of
the script.

The leadership team had three key actors, all of whom accepted my email invitation to
take part in an interview. The interviews took place over a one month period. The interview
location was chosen by the interviewees, in order to make them feel more comfortable. The day
before each interview, each participant was contacted to confirm the location and time. Each
participant was also emailed the consent form to review, and a list of topics that may be touched
on during the interview. All three interviews were recorded using an Olympus WS-853 Digital
Voice Recorder. Transcribing was done by the researcher through playback of a recording of
each interview. The coding of the date was done using an excel spreadsheet. The interviews were
presented in the form of a story narrative, and can be found in Appendix E. This method was
chosen for two reasons: the format is only possible if the researcher is fully engaged and
reflexive in the data gathered and this style of presentation provides the reader audience with a
richer experience in the data, both intellectually and emotionally (Sprague, 2016).

All three interviewees were geoscientists. Sarah was a Canadian born and educated,
white, mid-thirties, senior geoscientist, with 13 years of experience in the resource sector. She
had graduated with the distinction of Honours and held dual degrees in Geology and
Paleontology. At the time she was working for a small private Oil and Gas company as a fulltime employee. June was a second generation professional in the resource sector. Her father had
also been in the industry. At the time, June was an independent consultant working part-time at
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an Oil and Gas company, as this set up allows her more flexibility to help her elderly mother.
June had been working in the resource sector since the 1980's. Even though she had been
discouraged to enter the sciences, June chose to return to school after working for a short time in
a different role within the industry, and she obtained a degree in geology. Ardi was an
Indonesian-born Canadian citizen who had been in Calgary since 2004. Ardi was highly
educated and held two master degrees in Geology. She received her undergraduate degree from
her home country and her first master’s degree from New Zealand. She later received a second
master’s degree from the University of Calgary. Even though Ardi moved to Canada with her
first master’s degree, geological experience and geological publications under her name, finding
work in Alberta had not been easy. At the time of the interview, Ardi was under-employed
working in a full-time consulting role as a data analyst in the engineering department of a large
Canadian based resource company.

All three women were married in dual career families. Both Sara and Ardi had children
within the elementary school setting, while June had a now-grown son. Both Sara and Ardi took
maternity leaves when their children were born. In 2000 June adopted her husband’s nine year
old son when he moved from Ghana to live with them in Canada. The company she worked for
at the time did not have a policy for a newly adopting parent. Though June and her husband no
longer had their son to care for, they now had elderly care responsibilities, as her mother (in her
late 90’s) had moved in with them in the last year. All three women described strong
partnerships with their spouses, and each family worked together to sort out care responsibilities.

Data Analysis

57

The qualitative data collected in the survey and interviews was coded based on the following
themes drawn from literature review (gendered divisions of labour, gendered norms and
identities, and gendered knowledge). The quotes were first organized into two spreadsheets
within Microsoft Excel. The first spreadsheet contained quotes pertaining to professional
women’s working and home environments. The second spreadsheet contained quotes about
professional women’s groups. The themes identified within this final process are explored in
Chapters five.

Ethical Considerations

As this project involved research with human subjects, approval was first obtained from the
CFREB. The approval number for this study was REB17-0211. When working within a feminist
framework, researchers must be cognitive of the vulnerabilities within populations. This
demographic of informants fell under minimal risk, but there were still aspects that needed to be
addressed. The research design took into consideration that topics such as gender inequality
within the work environment might be sensitive to discuss with some people. The research
process had the possibility of bringing up unhappy memories, and psychological or emotional
stress. In addition, the participants might have recalled demeaning situations, or feelings of
embarrassment, worry, anxiety, fear or distress. There was also a high probability that the
researcher would know those being recruited since the geoscience STEM network in Alberta is
small. The consent forms informed participants who the researcher was, and emphasized that the
participant could freely decide to participate or not. Groups or company names associated with
the participants were omitted to protect anonymity, and participant names were changed upon
request. Research data, including the audio recordings and transcriptions, were saved on an
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external hard drive. Field notes and the external hard drive were kept in a secure location when
not in use. Files with identifiers were password protected. All information containing personal
identifiers will be destroyed once the thesis is accepted.

In feminist methodologies, reflexivity extends to the considerations of power and its
consequences within research relationships (England, 2015). As a researcher, I was cognitive of
power relations that could exist between the researcher and the participants. During the process
of this study, at times I was both an insider and an outsider to the participants and the subject
matter. An insider is someone similar to the informants (Doweling, 2010). As a STEM
professional, I was an insider, but as an academic studying gendered space, I was also an
outsider. There were advantages to this situation. My past allowed me to have access to the
groups and the participants. Secondly, the information gathered was rich in detail, as many of the
participants felt comfortable telling their stories in both the long answer portion of the survey
and in the interviews, versus their responses to a researcher they might not be familiar with. I
also had an understanding of the language/terminology used and the general workplace
environment these women work in. The situation also created disadvantages. The Alberta STEM
resource network has multiple interconnecting circles, and there was a high possibility that
participants would know me or know of me. This relationship may have deterred others from
participating. During the analysis, I must be cognitive of my potential biases and be reflexive in
my process.

Study Design Limitations

This research design has certain limitations. With the survey residing online, there was no way of
knowing for certain why the some women who became aware of the survey chose not to take
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part, or why some women chose not to finish the survey once they started. One reason could
have been the lack of time many of these busy women experience. Another factor could have
been timing. The research happened over the summer months, which can be a busy time for
families. Many professional women take time off over the summer while children are out of
school, so much so that many groups do not meet over the summer months. Moving forward, if
this topic is to be investigated further, the researcher suggests that the research be conducted in
the fall/winter months. A second suggestion would be to include time for the researcher to attend
one or more professional women’s groups’ meetings as an observer. This step would allow the
researcher to identify the dynamics of the groups’ first hand. It would be useful to observe at
least one group within the public sphere and one group within the private sphere.

Some perspectives were not available, or limited in detail, within the survey responses
due to situations in which women have been asked to sign confidentiality clauses in advance of
filing workplace grievances. I was contacted directly ‘off the record’ by two separate
professional women who explain their situation.
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CHAPTER FOUR: CONTEXT

This chapter will discuss how professional women’s groups have been a dominating strategy for
female geoscientists tackling the topic of gender inequality in Alberta. As part of the discussion,
a spatial lens will play a central role in this analysis. The chapter will first examine how key
professional women’s groups present themselves to the public through their online presence, and
will include a discussion on how these groups approach the topic of gender inequality. The
second section will discuss the role relational space played within the Alberta geoscience work
environment that lead female geoscientists to join or create professional women’s groups. In the
third and final section, the chapter will discuss unique social dynamics within Alberta,
specifically neoliberalism, that have influenced the direction towards professional women’s
groups being a prominent choice.
Strategies - Professional Women’s Groups in Alberta

As indicated in Chapter three, the research identified 89 groups with a presence in Alberta that
professional geoscience women could be a member of, or receive services from. The groups
were broken into two categories; institutional and community-based groups. Regardless of style
or size, there are two prominent approaches these groups take to tackle gender inequality: fix the
women or fix the problem. The participants identified that they had experienced both
approaches, in both styles of group settings. A web-based search can assist in identifying the
strategy styles groups take when approaching this topic.

The participants indicated that the institutionalized ERG style groups have a tendency to
be more focused on supporting women to fit into current corporate cultures, versus using the

61

information provided by the members of the groups to find ways to change the working
environment. Two companies’ online presence can illustrate this, Husky Energy and Enbridge
Incorporated. I chose these companies for two reasons. Firstly, I have first-hand knowledge on
the general background of each set of groups. Secondly, though the on-line presence is limited, I
could find information on each company’s website about the groups. The Husky ERG groups are
only a few years old. To date, these groups have had a limited presence amongst the greater
geoscience community. The only online indication that the ERG groups exist was through the
Husky recruitment page. The ERG groups were mentioned as part of their recruitment strategy:
Did you know? Husky’s women and Aboriginal employee networks focus on
empowering members to achieve professional and personal goals by helping them
connect and build relationships. (Husky, 2018)
This quote presents the Husky ERG groups to the public as only focusing on employee
professional/personal relationships versus investigating gender inequality within the
organization. In contrast, the Enbridge ERG style groups have been in existence for quite some
time. Information about these groups can be found alongside a variety of initiatives Enbridge is
using in their quest to provide a working environment where discrimination and harassment will
not be tolerated. The webpage is called ‘Topics of Importance, Employee Relations’.
Employee Resource Groups: Employee-led Employee Resource Groups (ERGs) create
opportunities for engagement, development and networking, and support enriched
diversity strategies, particularly for groups who may have historically experienced
barriers to equitable participation in the workforce. Our ERGs include:
•
•
•
•
•
•
•

Women@Enbridge,
ENBRACE, for internationally educated professionals,
Prism Energy, for members of the LGBTQ community,
FEMINEN, for female engineers,
PERG, for parents and caregivers,
Connect, for young professionals, and
AERG, a new ERG created in 2015 for Aboriginal, First Nations and Métis
employees and contractors.
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ERG members include individuals who identify as one of the demographic groups as well
as individuals who identify as allies. Membership is growing and is inclusive. It is open
to all employees and contractors, regardless of regional location. (Enbridge, 2018)
The Enbridge Feminen group, in particular, has participated outside of the corporation on
initiatives intended to influence greater cultural change in Alberta’s STEM working
environment. Members of this group were part of the Women in APEGA committee that wrote
the Managing Transitions document, and I have attended presentations given by members of this
group at CCWESTT conferences. This contrast of online presentation towards gender inequality
is an example of the two strategies presented in the literature review of assimilation versus
separation. Husky’s online presentation of the ERG groups has them publicly presenting that
they are following a Lean In Circle model. Meanwhile, Enbridge presents online as following a
model more expressed by Freedman, where participation within an internal separatist style group
setting can include engagement with other women’s groups to further push the topic of gender
inequality. Regardless, both groups are still situated within an institutionalized setting. The
participants indicated that the community-based groups were better located to be action-oriented
to influence greater systemic change.

Community-style groups have implemented a variety of strategies towards the topic of
gender inequality. The interview participants explained how their geoscience group was
purposely formed within the public setting, with the intent to give women a space away from
their working environment. The group has implemented a variety of strategies, including
providing Lean In style soft-skill training to help women fit/cope within the current working
environment. They have also brought speakers in who could provide knowledge that the women
were otherwise not receiving (such as legal advice around maternity/parental leaves), they have
brought women together from across the generational gaps (an act that can be hard to accomplish
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through a single institutions due to how few women work in each organization), and they have
participated in larger initiatives that have advocated for greater change.
Publicly located community-based groups have a much stronger online presence. An
internet search can provide a depth of knowledge on the types of strategies used within this
setting. Groups such as Chic Geek and AVE Network focus on a more singular approach to
support STEM women. Chic Geek, for example, specifically provides supportive technical
training to broaden professional women’s potential employment opportunities within STEM.
Chic Geek is a Calgary-based non-profit building a welcoming, supportive community
for women at the intersection of technology and entrepreneurship.
We want to see more women as makers, builders and creators, leveraging technology to
change the world! (Chic Geek, 2018)
Meanwhile, AVE Network emphasises on multi-disciplinary and cross-generational relationships
within the working environment to tackle topics that others are not discussing.
Mission: A network that provides opportunities for multi-disciplinary & crossgenerational connection and education in Engineering, Geoscience & Technology
Vision: A cohesive Engineering, Geoscience, and Technology community that supports
each other in their career development by utilizing the power of multi-disciplinary &
cross-generational collaboration to create unique solutions for our energy challenges.
(AVE Network, 2018)
A topic example can be demonstrated through attention to the group’s last panel discussion event
in March 2018. The topic was how global challenges, such as climate, inclusion, and technology,
are affecting us all. Discussions such as these allow the participants to explore underlying factors
that influence their working environment.
AVE Network's third annual Speaker Panel Series will feature expert panelists who will
be discussing Climate Change, Inclusion and Technology in business.
The panelists are outstanding leaders in science with vastly different backgrounds and
successes as researchers, leaders and innovators.
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Together with a dynamic moderator and questions by attendees, the evening is
guaranteed to generate meaningful discussions. (AVE Network, 2018)
Other groups, such as a community-based group called the WinSETT Centre, use a singular
approach with focus specifically on the Lean In model of changing women’s behaviours to
fit/cope within their working environments. The group is best known for their workshops that
provide professional STEM women with women-specific skillsets, with an emphasis on
leadership skills. The workshops were initially designed through a Status Women Canada grant
in 2009, and have been presented across Canada ever since. Currently, the group’s Lead Sponsor
is Husky Energy, once again proposing how this particular company’s online presence towards
gender inequality is focused on changing women versus changing their internal culture.
The WinSETT Centre advances women’s leadership in the technically skilled workforce
by: Delivering workshops to advance the retention and leadership of women in SETT
fields and to create a positive culture for women in the workplace; Partnering on specific
projects with like-minded organizations; and Promoting and celebrating the leadership of
women in SETT organizations and as role models and mentors. (WinSETT, 2018)
Though this particular group has strategically specialized in their approach, it is important to
mention that most of the group leaders and volunteers have been active members of other groups
(both institutional and community-based) that employ a variety of other strategies, including the
long-time provincial groups WISEST and AWSN.

WISEST is an institutionalized group in Edmonton hosted under the University of
Alberta, that has been around for over 35 years. The group supports programs and initiatives that
focus on the STEM environment where girls, female university students, and early female career
professionals reside. Historically the group’s focus would have been similar to the WISE style
equity campaign strategies presented in the literature review, but more recently the group has
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changed their focus to collaboration. This approach has broadened the voices being heard within
STEM.
Our Beginnings: While attending a seminar on microprocessors in early 1982, Dr.
Gordin Kaplan, the first University of Alberta Vice-President (Research), noted that there
was only one woman among the 150 participants present. This triggered the formation of
WISEST — with a mandate to investigate the reasons why few young women were
choosing careers in science and engineering, to take action to alter the situation, and to
work to increase the percentage of women in decision-making roles in all fields of
scholarship.
Where We Are Now: WISEST collaborates with industry, government, academia, and
over 600 volunteers a year to deliver programs and networks that increase the diversity of
voices represented in science, engineering and technology, thus strengthening the
workplace and society. We have also expanded our programming to pay specific
attention to encouraging Aboriginal students to pursue their gifts in the sciences.
(WISEST, 2018)
AWSN is a community-based umbrella organization that has been around for 25 years. The
organization provides support to programming for the recruitment, retention and recognition of
girls/women and other underrepresented groups in STEM in Alberta. AWSN’s original strategies
mirrored WISEST’s with attention on WISE style equity campaigns, especially through youth
programming. But over the past five years, the group has seen a large expansion into the
retention topics, with specific attention to the STEM cultures found within workplaces. The
group has also broadened the demographic they support from originally focusing on girls/women
in STEM to now supporting all underrepresented populations in STEM in Alberta. From the
AWSN website:
Our Mission: Enabling a culture of diversity and inclusivity through STEM
Programs. AWSN is acting as the platform that initiates or supports programs, partners
and stakeholders who amplify, magnify, or accelerate systemic and social change within
the greater community, allowing all to participate to their full capacity in STEM.
Our Vision: A transformed future with equal opportunity for all in STEM. With strong
STEM literacy at a public level, and where all can contribute to and have access to
STEM.
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We have passion for STEM and the STEM community. We aim to transform the STEM
landscape. We are champions through Leadership and Advocacy. We use guiding
principles of integrity, collaboration, and empowerment. (AWSN, 2018)
As a member and a volunteer, I can contest that lately AWSN has been moving towards
advocacy. The group has been working with both levels of government to lobby for better
policies for women and families within the working environment, and has assisted in the creation
of equity, diversity, and inclusion documents to be used by corporations where STEM women
work. In March 2018, the group presented a Speaker Series through a hosted program, the
AWSN Work Re-engagement Program, that partnered with Alberta Status of Women to award
companies that were working on changing their corporate culture to be more equitable, diverse
and inclusive (Work Re-engagement Program, 2018).
Professional women’s groups in Alberta are thriving. What can be noted is that the
strategies and approaches presented by the groups have and can change over time, based on their
current knowledge of gendered relations. The recruitment of girls/women in STEM has long
been a strategy in Alberta, but as you can see, many are re-focusing and shifting to the
investigation of gender inequality through two dominating strategies: assimilations and
separation. This shift may be due to the longevity of women’s groups within the province.
Groups such as WISEST and AWSN have been around for a long time. It can be assumed that
these groups have identified that the strategies of the past have not been long term viable options
to support systemic change.
In the past five years there has been an increase of professional women’s groups. Groups
today are creating spaces and forming strategies based on a variety of factors. These factors have
included popular influences, such as Lean In, but may also include influences from the long-time
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groups. Groups such as AVE Network and the Work Re-engagement Program are associated
with umbrella organizations such as AWSN and WISEST. They are forming their strategies
based on the learning that have come before them. Members from groups are also spreading their
volunteer time over a variety of groups in a variety of spaces, bring with them knowledge and
experience. Groups are finding niches that have not yet been explored or specializing in their
approaches, knowing others are attacking the topic of gender inequality from other angles. It will
be interesting to see how these groups change over time, and if they work together or apart on
the topic of gender inequality. We will next investigate the working environment that has
influenced women to join or create women’s only spaces.

Alberta Work Environment

Work cultures are spaces that carry with them underlying structures that shape them. These
spaces are not static, they are dynamic and can change over time. Different people can
experience space contrarily, and spaces can be influenced by a variety of factors on a variety of
scales. This is an ever shifting process. When factors change, so too does space, and how
individuals experience these spaces. Space is the geography of power. Gendered relations can
create power structures that are hard to identify and maneuver. Through the gendering of space,
professional STEM women experience their working environment differently than their male
colleagues. This in turn can affect the long term career and financial stability of these women
workers.

The Alberta geoscience working environment is a good example to exemplify this
phenomenon. Factors contributing to Alberta STEM culture have included global or national
equity initiatives, changes in political climate, popular culture, and traditional societal gendered
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expectations. Due to the masculinized nature of the resource industry, it is only women who are
seen to have gender, and gender is only ever discussed as a problem for women (Laplone 2014,
2013). This next section will focus on the participant’s experiences within their working
environments, and how these experiences have lead them to either joining or developing
women’s only spaces. This section will include a few of my own experiences within this working
environment.

Cultural change is slow

The participants identified that the Alberta working environment for women geoscientists has
improved. The fact that I could conduct an interview in the Petroleum Club, a space where one
generation ago women were not allowed, illustrated how spaces and mindsets can change. This
being said, the participants expressed many of the same barriers and challenges within a sexist
working environment as described almost 20 years earlier by geoscience participants in
O’Donnel’s study (2000). Change does not always come evenly, and women can have different
experiences within different companies, or even in different groups within a company. An
overwhelming majority (22 out of 30 or 73%) of the participants and all of the interviewees
identified barriers to advancement within their working environment, and over half of the
participants within the study have left STEM or are thinking of leaving. Yet some of the
participants had issues identifying exactly what it was that was preventing the needed change.
Here we can use a relational lens to look deeper into gendered space.

A perceived gender-neutral work environment
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The participants in this study indicated similar barriers found within the Williams, Mullwer and
Kilanski (2012) report on female geoscientists within the resource sector, where modernized
corporate structures can have the appearance of being ‘gender-neutral’, especially with an
emphasis on networking for promotions. Due to gendered structures within the working
environment, the participants described how these gendered networks would not only affect their
access to sponsors and mentors for promotion, but can also restrict their access to/creation of
knowledge. The women described isolation, and at times, invisibility. This can be seen through a
story described by Sara of how meetings would happen without her knowledge, structured on the
gendered relationships her male colleagues had with each other inside and outside of the office
setting. Gendered structures can also physically restrict professional women’s access to
knowledge, such as the restrictions to training or the use of tools/technology.

The straddling of domestic/public spheres, as described by the participants, can also
decrease potential networking opportunities and face to face time with fellow colleagues. This is
tied to Acker’s (2012) ‘gender-neutral abstract workers’ which carry with them an abstract body
with no obligations outside of the workplaces, in essence, the worker is unencumbered, and
traditionally male. These gender division assumptions can subsequently put women in what
seems like a ‘perpetual state of care responsibilities’. This was evident when Sara mentioned
how her child was considered ‘sick’ long after she had taken time off to be with a sick child.
Survey participants expressed their concerns about lack of access to potential training or
promotions due to the assumptions that they may soon have children. These gendered
assumptions can work the other way as well when combined with other factors such as ageism.
June expressed her frustrations on this topic when she described a story of being laid. The
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company made an assumption that, do to her age, she no longer had care commitments and they
were only keeping employees at the time with dependents.

In total 20 (67%) of the survey participants and all of the interview participants had care
responsibilities. Yet 18 out of the 30 participants (60%) and all three of the interviewees
described working environments that did not have adequate policies in place to support workers
in these gendered situations. The findings identified two gendered examples where women were
not protected within their working environment through company policies, and how they were
forced to write their own. For the companies that did have policies in place, such as FWA,
participating in such programs could be detrimental to a professional women’s career. I have
experience with FWA. After the birth of my second child, I returned to work in a 60% capacity.
This had me working three days a week. Due to the nature of the projects I was given, I often
found myself working in someone else’s office on collaborative tasks. There was an assumption
that if I was not at my desk, that I must be at home. After a harsh performance review, I decided
to put a work schedule on my door to protect myself from further gender related criticism. None
of my male co-workers (full-time or part-time) ever had to do this to prove that they were
working.

Alberta has over 600,000 caregivers, and until recently with changes to the Labour Code,
has offered some of Canada’s weakest supports and job protection for this group (Edmonton
Metro, 2015). When women with family care or caregiving responsibilities do seek paid
employment, they are more likely to try to find positions that will fit within their day to day
schedules. This ties to a national study which shows that women in Canada are three times more
likely than men to work part-time, and 19 times more likely to cite “caring” as the reason they
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part-time work (Lambert and McInturff, 2016). This results in a high proportion of Alberta
women seeking and engaging in part-time work, as such, it is not surprising that may female
geoscientists find themselves in this position.

All of these examples provide evidence of a working environment that does not take
gendered relations into account. In addition, gendered expectation (inside and outside of the
office) can put women at a disadvantage when trying to participate (internally and externally)
with what seems like ‘gender-neutral’ activities. These battles can affect how women perceive
themselves, and how other perceive them.

Expected roles of women within the workplace, and the consequences

The participants described working relations where professional women are expected to take on
gendered tasks; such as setting up all the work-related lunch plans, taking the office minute
notes, or that it is their responsibility to keep the office kitchen clean. This can be compiled when
professional women find themselves as the only women within their group or within their
company. Sara expressed a few examples towards this topic. In a company I worked, my
supervisor had a tendency to give male geoscientists technical tasks that would assist them in
their long term career path (such as experimenting with new technical software, or running a
specialized drilling program). Women, such as myself, were expected to plan all offsite meeting
for the greater team: included transportation, accommodations, food, and all group activities.
This was seen as an equal distribution of work within the group. Acts such as these can place a
female worker in a marginalized position amongst her peers, and this gendering of worker can
then make it harder for women to do their professional work. This was apparent in a story June
told about how her male manager expected a female employee to be in the office after working
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all night on rig calls, yet the same expectations were not put on her male colleagues (once again
an experience I can personally relate to). This was also apparent in replies the survey participants
gave about the lack of field access or safety equipment that fit. When companies do not take into
consideration gendered bodies, woman can be made to feel that they do not belong.

Ardi has been on a long journey trying to get back into geology, her story is an example
of other conflicts women can have within their gendered identities. Ardi found that in Alberta
certain geoscience-related positions can be predominantly staffed by not just women, but a
certain type of women. Ardi’s interview touched on this topic when she described how some of
the positions she has held in Alberta have been dominated by professional immigrant women or
newly graduated women. There are other instances when participants expressed how they had to
‘play a role’, or supress who they are. This was evident when Sara explained how she
consciously does not speak about her children at work, she does not have pictures of then in her
office, and how she fears she will be preserved if she leaving work early to take them to events.
Yet her male colleagues did not participate in the same gender related restrictions.

When faced with gender inequality within their working environment, the participants
illuminated that they can blame themselves. With a lack of collective solutions, the participants
expressed their tendency to find self-solutions.

Personal choice versus structural inequality

Underlying gender related structures can create an environment where micro-aggressions are
commonplace, and in essence become ‘the norm’. As such, these transgressions can be difficult
to name. Sexism, for example, was described by the participants in a variety of ways. Some felt

73

it was more a ‘thing of the past’, while other outright denied that it existed. Participants, such as
Sara, were happy when sexism was not as bad as it could be. This variation of attitudes was
described by Ahmed (2015) as institutionalized; a pattern that is established through use, so
much so that it can be reproduced almost independently of individual will. Without addressing
the underlying structures that create these relational tensions, Valentine et al. (2014) suggested
that subordinate agents may deny experiencing gender prejudice, instead blaming negative
experiences on their own personal shortcoming. This denial can be a way to try to maintain a
sense of personal control, and a feeling of being accepted within the workplace community. This
personalized approach to gendered space can have large consequences.

June described a story where she became physically ill due to her treatment within her
workplace. This story in particular illustrated the extremes that women can experience within a
sexist environment. The underlying gendered structures not only prevented June from having
proper relationships with her male co-workers, she described how her fellow female co-workers
would not back her in fear of their own careers. The company was so invested in this sexist
culture, that the HR department did not support women when they were harassed. I can state that
this particular working environment did not change after she left, as the environment continued
to be extremely toxic. I too worked there about one year after June left. One female colleague of
mine was bullied and treated very similar to what June described in her story. When my
colleague brought up her issues with the same HR women, her concerns were ignored. The HR
department backed the bully instead of the female employee. She eventually left (just as June
did) in a ‘constructive dismissal’ set up, meaning that as an employee you resign due to the
employer creating a hostile work environment.
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While at this same company, I witnessed my male colleagues engaging in sexual
harassment in and out of the office setting. The one occurrence that sticks out in my mind
happened at an after work gathering associated with a work event, when most of the company
was at a local bar. Four to five professional men (most were married, some had children) were
discussing how us females ‘ranked’ within the company in terms of appearance. Some of the
women mentioned in their ranking system were young females who were new to the company,
most in low ranking positions with little power to stop actions like this and other advances.
When I called these male colleagues out on this, they laughed at me and proceeded to tell me
where I ranked. At the time, it felt like a lost cause. Other barriers I personally encountered while
at this company include being underpaid versus my male peers and being made to prove it, and
being denied valuable technical training yet witnessed others being allowed to go. During the
interview, I told June “I thought it was just me, that something was wrong with me.” I too did not
recognize the underlying relational components to space that were contributing to my
experiences.

When presented with such hostile working conditions, it is not surprising that women
would turn to self-solutions to tackle gender inequality– as suggested by the Lean In movement.
O’Donnel’s 2000 dissertation demonstrated the long history professional geoscientists have to
self-solutions, in both their personal and professional life, due to a lack of collective solutions.
Just as in the past, the participants within this study expressed their concern for collective
solutions and have turned to self-solutions to tackle gender inequality: such as controlling their
working environment through consulting, writing their own company policies, finding their own
childcare options, and using holiday time/self-funding their own training.
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One constant theme of the O’Donnel study was how the women participants use
volunteering to overcome barriers:
A majority (of the participants) indicated that their personal professional images and
self-confidence increased significantly as a result of their professional employment
and their participation in volunteer work and professional associations. (2000, 288)
In addition to volunteer options within the greater community, today’s female professional
geoscientists can add joining or volunteering for a professional women’s group. The women in
this study showed in large numbers how they have embraced this option, as the women have
been involved with 21 different groups. A majority of the participants also indicated that they
have played active roles in the formation or governing of these groups. From here I would like to
move to my third theme, neoliberalism, and how this long-standing tradition in Alberta may have
led to the prevalence of professional women’s groups within the province.

Political context: Neoliberalism
To understand why the option of joining or volunteering with professional women’s groups is
such a prevalent choice, one must first understand the long history of volunteerism in Alberta.
This can be tied to the neoliberal history of the province.

In Canada and other high-income countries, cuts to public services implemented in the
name of austerity have worsened gender imbalance, as often women fill the gaps left by federal
and provincial governments (Lambert and McInturff, 2016). This style of neoliberal governance
was linked to an ideological shift in thinking in Alberta during the 1990’s. Alberta’s historical
insistence on maintaining a low tax, royalty regimes, and the resulting low government revenues,
instigated the Alberta Government to explore alternative ways to fund and provide government
services in the areas of health, education, and social welfare (Harrison and Weber, 2015). This
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has been paired with rapid population growth and Alberta’s nature as a ‘boom-and-bust’ oilfueled economy, resulting in the not-for-profit sector playing a more central role in directly
meeting the everyday social needs of Albertans (Harrison and Weber, 2015; Roach, 2006). In
2015, Alberta had 24,800 registered not-for-profits (Harrison and Weber, 2015), which was the
most not-for-profit per-capita in the world (Grogan, 2016).

Harrison and Weber (2015) explained that there are benefits to changing to this model,
including the efficiency not-for-profits have in responding to specific and local needs. The sector
is also a major employer within the province, with the majority of the staff hired to manage
volunteer labour (Roach, 2006). In 2006, over 2.5 million Albertans were volunteers in Alberta
and they contributed 448.7 million hours to not-for-profit organization. At the time this was
about 20% of the national total of 2.3 billion volunteer hours (Roach, 2006). Many of the notfor-profits are small with only four in ten organizations having paid staff, yet in 2006 the sector
still employed over 175,000 Albertans (~57% at full- time, ~43% at part-time) and generating
9.6 billion dollars. With the lack of staff, volunteers perform actions such as governance,
fundraising, and service delivery (Roach, 2006). With volunteer opportunities, options for parttime work, leadership experiences, and exposure to governance skill-sets, the not-for-profit
sector has become a valid option for professional women.

Despite these advantages, women still face barriers and gender inequality within this
sector. Historically the not-for-profit sector in Alberta has received the least amount of
government funding within Canada and is predominantly staffed by women (Roach, 2006). Yet
gendered divisions of labour are preventing women within the not-for-profit sector from reaching
their full potential. A 2011 study of not-for-profits in Canada revealed that in general the
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proportion of male employees increases with seniority of position, with the average
compensations higher for men at all levels within not-for-profits except support staff, where
women make 4% more (CharityVillage, 2011). Despite this, Martin (2013) suggested that data
gathered on gender within not-for-profit organizations presents a link between the empowerment
of women to the strength of a not-for-profit within its sector. As such, not-for-profits would
benefit from allowing women to succeed as leaders, employees, volunteers and clients. With this
long history of neoliberalism within Alberta, and with professional geoscience women’s
tendency in the province to find self-solutions, it is then not surprising that joining or starting
professional women’s groups is such a strong option.
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CHAPTER FIVE: ANALYSIS

This chapter will present the findings from both the survey and interviews, and will expand on
the information provided in Chapter four. The data will be presented through thematic analysis,
broken into two sections. The first section paints a picture of the work environments in which the
study participants find themselves. These findings are presented in terms of the following three
over-arching themes: Sexism and the recognition of gender inequality; Care responsibilities,
Gendered assumptions and identities, and A leadership problem. The second section will
describe participant’s experiences with professional women’s groups. Key themes here are: Why
women join professional women’s groups, Assimilation vs. separation, Challenges facing
professional women’s groups, and Glimmer of hope.

Work Environment

In total, 73% (22 out of 30) of the survey participants indicated that they had experienced
barriers within their working environment while trying to advance their careers. This topic was
the only long answer question that every participant took the time to answer. A recap of the
barrier themes are below, including the number of incidents for each theme:
•

Had to work harder than my male colleagues to prove myself or to advance (5)

•

No opportunities given to advance (5)

•

Not offered training my male peers are offered (specifically leadership training) (4)

•

Paid less than my male colleagues (3)

•

Lack of sponsorship/mentorship within my workplace (3)

•

Sexual harassment - when I declined a supervisor's advances, my career suffered (3)

•

Assumption I will have children and will not be engaged in my career (3)
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•

Not granted access to tools, locations or information required for success in my role e.g.
field facilities not set up for female employees (2)

•

Maternity leave/pregnancy used as an excuse for lack of promotion (2)

•

Not acknowledged for the successes that I generated for the company (2)

•

Promoted but then demoted in order for a male colleague to have the role (2)

•

Career directions decided for me (2)

•

Discrimination due to my gender, culture and religion (2)

•

Perception that I am bossy (2)

•

Only female STEM employee at my company, no female mentorship (1)

•

Preconceived ideas about my abilities (1)

•

Told I am too young to advance (1)

•

Setting up for failure (1)

•

Stealing my work (1)

•

Bullying – mentally/physically (1)

All three of the interviewees mentioned barriers, including micro-aggressive behaviours such as
sexism and ageism, as well as harassment. All three mentioned feelings of isolation and lack of
advancement/opportunities. The next section will take these themes and round them into three
over-arching themes.

Sexism and the recognition of gender inequality

The first over-arching theme throughout the research was the prevalence of a sexist culture
within the geoscience working environment in Alberta. Sexism can be demonstrated in overt and
subtle ways, both affecting how professional women can do their jobs. In the survey, 63% (19
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out of 30) of the participants indicated that the geoscience work environment was sexist, yet 90%
(27 out of 30) answered agree or strongly agree to ‘Gender stereotypes and discrimination occurs
within the geoscience community’. This acknowledged that women themselves do not always
know how to answer to the topic of sexism. For some, it could be hard to articulate the existence
of sexism, as these types of micro-aggressions can be part of the longstanding, underlying culture
within an organization. Meanwhile, others are fully aware of its existence. Sara reflected on the
topic of sexism in her environment:
It (sexism) may not be as overt as in the past, but those past practices are still
perpetuated. There used to be golf tournaments that were industry-sponsored,
professional organization sponsored, where there would be strippers at the golf
tournament. This was not long ago. Where we are meeting today (Petroleum Club),
women were not allowed in this club in the 80s. It's not as obvious, but it is still there. I
had lunch with a senior woman the other day, she mentioned that the person doing the
hiring at her company only hires women with big boobs that he thinks he can sleep with.
This is something that is still happening.
In some instances, the sexist work culture was acknowledged but was framed as part of the past.
One survey participant reflected on how sexism had changed throughout her career:
By my vintage (age 51 now), overt sexism had become less common, thankfully. But
more subtle things still happen.
Denying sexism can be a way to protect one’s self, or as a way to be accepted within the working
culture.
My career in STEM has been a struggle and I persist in denying that gender has anything
to do with it, however, if I am being honest, it clearly is an issue. It takes a lot of focus
away from the actual job when you deal with gender issues and my strategy is to ignore it
completely.
This form of denial does not address the relational consequences within the working
environment sexism can bring, such as lack of access to training, promotions, and equal pay. The
survey indicated that the majority of the participants had experienced barriers to all three, with
73% (22 out of 30) answering that they did not believe men and women geoscientists with
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equivalent levels of training and experience have equal opportunities for promotion, and 60% (18
out of 30) responded that they did not believe that men and women geoscientists with equivalent
levels of training and experience receive equal pay.
Current barriers to career advancement can be described in terms of personal choice and
not structural inequality. As one survey participant noted:
We need to let the past be the past. Understand the issues and move forward. Blaming
men and organizations or asking to be treated differently or special will not help women
in general advance their careers. If a woman decides to prioritized her family, that is her
decision, her decision to slow her career.
Other survey responses indicated an awareness of the need for a community response to address
gender inequalities:
The "old boys club" has been a perpetual barrier to battle. I remain hopeful that the
minor changes that have taken place over the years (such as allowing women into the
Petroleum Club and changing the name of the Oilmen's Association to the Canadian
Energy Executives Association) are harbingers of a flood of changes to come. It will take
the concerted efforts of the geosciences community as a whole to see this change take
place.
In her interview, Sara also acknowledged that things are getting better, although slowly:
It is a sexist environment. You feel lucky when you are with guys who aren’t as sexist, as
if they have done you a favour when they have hired another woman. I think they pat
themselves on the back sometimes for that. Yet sometimes I will take it because I am
appreciative when they are supporters of these things. We females are just thankful that
is not as bad as it used to be.

For certain women they must navigate more than sexism, they also experience ageism.
As women progress through their careers, they can find themselves in situations where they lose
their employment opportunities due to their age. This topic of ageism came up in both the
interviews and the survey. One survey participant answered:
Twenty-seven years of combined employment and consulting experience ending in a
position as Senior Geologist. I was 'dismissed without cause' and replaced by a young
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male geologist. That was at the beginning of the current downturn and I have only found
a brief contract position in the energy industry since then.
June had experienced ageism on more than one occasion. In one instance she was dismissed
when her company was purchased by a new company. These forms of discrimination are not just
bad for women, they can be bad for the organization too. When women are forced to exit due to
discrimination, they take with them knowledge:
The new company considered me to be ‘too old’, so they let me go. Being a female was
not the issue that time. The average age was 32, and I was not 32 anymore. I was not
good for them. And how did that work out? It ran them into the ground. They were too
young and did not have the geological knowledge.
June also experienced the effects of ageism due to gendered assumptions:
The Vice President of Exploration told me it (my layoff) was because I did not have
small children at home. Many of the guys with small children at home were let go a year
later, but that was what I was told at the time.
Women can experience other forms of discrimination within their working environment. Some
are more aggressive in nature, such as harassment and sexual harassment. Regardless of the type
of discrimination used, these acts can restrict women to assessing the knowledge they need to
advance their careers.

Harassment and discrimination

When women experience hostility within their working environments due to gendered relations,
this can affect how women do their day to day work. Almost half (14 out of 30 or 47%) of the
survey participants indicated that they have experienced sexual harassment, yet only four survey
participants specified that they had reported the behaviour. This identifies how difficult it can be
for women to report this topic within their work setting. Meanwhile, 50% of the survey
participants indicated that they have witnessed sexual harassment of someone other than
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themselves within the work environment. The harassment the participants reported included
verbal and physical abuse. These experiences are not only traumatizing but refusing the advances
of male superiors can halt or restrict advancement within the working environment. The
following quotes from the survey are illustrative of the problems women face with sexual
harassment:
Men indicating they are interested sexually, and then when I didn't respond, their work
friendship and mentoring disappeared, making work relationships difficult.
(I) have been sexually propositioned by a supervisor, then told I wasn't good at my job
once I had turned him down.
The discrimination and harassment took different forms. One survey participant described the
challenges she faced when she wanted to start a family.
I chose to step away to have a family as when I needed support to engage in fertility
treatment, my employer tried to demote, discourage, add pressure on performance - on
purpose and replace me with a man.
Others were discriminated against due to medical issues.
Demotion after returning from stress leave. Stress leave caused by lack of support,
mentorship, training, team support and lack of inclusion within the management team.
Participants expressed that they have experienced harassment from both men and women:
In my career, I have been bullied by both men and women. When I've come up with a
solution to a problem, I have been told what I proposed (although very simple) would be
impossible to do. I've been publicly told I could not learn something even though I
specialize in a particular topic. I have been physically pushed by a male Sr. geologist in a
meeting where the majority of participants felt it was funny, although some of us were
upset by it, nothing was to be done. I have caught the same male Sr. geologist searching
my computer when I was not in my office.
Experiences such as these can leave a professional to question themselves, as did this last
participant. She followed-up with:
This information does make me sound like I'm a difficult person to work with, however,
when I am given freedom to approach my work in my way due to my varied career, the
result is engaging and simplified answers and results to very complex problems. I engage
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my peers and the result is a collaborative, calm and safe community where we all speak
our minds and we function like a hive getting work done and sharing knowledge. Many
people tend to come to me for answers to many questions because I make an effort to
meet their needs.
The interviews provided more nuanced accounts of harassment. June described how one
engineering colleague had to write a policy herself when the company they both worked for had
nothing in place. The quote also identified how women react differently when dealing with this
topic:
At one company, they would always hire summer students. There was this one young girl
from Borneo. She was fabulous. Brilliant. They sent her out to the field. It was horrible.
We had this horrible field hand. Racist, sexist, homophobe - he was it. She came back in
tears. It was horrendous. She had spoken to the women engineer she reported to. That
woman gave the student her coping skills which were much different than mine. I said
‘Sexual harassment, not flying, not good. Do we have a policy?’ She said ‘No, but I will
write it’. I said ‘Good!’. She asked me why I had such different advice from the female
engineer. Why was I supportive of her and the other female professional employee was
not? I told her that ‘the suggestions she gave you, they are her coping skills and I have
chosen different ones.’ I feel I am a human being, and I should be treated as an equal,
period! The other lady had used different methods to get her through her career to this
point. This young girl wrote the policy and had the company lawyer help her out. Then, it
became the company's policy on sexual harassment. I figure sometimes, you just have to
do this stuff yourself!
Although June presented an image of control, the harassment she experienced led her to become
physically ill. When she told me the name of the company, I knew it well, as I too had worked
there. Before the interview, June and I did not realize we had this connection. I would have
started about a year after June had quit. Over the years, many women have left this place with
stories of being treated poorly. Here are June’s comments about her experience:
It was a horrible, horrible experience. People, there were very self-protective. That place
has always been bad. The HR person, what a nightmare from hell! That woman! There
was this internal group (of men) that looked out for themselves. They had a connection
with the HR lady. In general, it was a group of people who were not quality. Bottom
basement of everything, this group. My direct boss was ok, but the rest of the group… the
rest of us at the company were screwed. This drilling guy I worked with, young guy.
Useless as tits on a bull. I could not work with him. He did not know anything. They (the
internal group) would just dump on him. His degree was on nothing he was doing in the
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company. A very odd place, but especially for women. I was put in a room one day with
a few of these guys for a performance review, including a new boss who was above mine.
He was the new COO. This new guy just started screaming at me!!! I had no words. I
finally said ‘I cannot think right now, excuse me. I am leaving, I will be back…maybe'. I
had never been screamed at inside a performance review. The other companies I had
worked for had been professional. But this place, this place. Just wow! I had no idea you
could be this bad. I went home, got sick and started puking. My husband was terrified. He
called an ambulance. I went to the hospital. It took four days to stop me puking. I thought
I had some horrible disease. The president, he loved me. He was a nice man, bad
company but he was a nice man. When I came back from the illness, the President was
terrified for me. He said that he wanted to send me to his Internist (his personal Doctor).
So, I went to this guy, I guess he was the best in the city/country. This Doc was like $450
a pop! I did not know there was this third/fourth tier of health care in this city! No idea! I
talked to this doctor and he said, ‘You have to leave this company, it is stress!!’ I said
‘What?’ It never occurred to me. You think you can take the treatment. You have no idea
it is physically affecting you!! So now if I get to this emotional place, I have to back off. I
know where it goes! When I was leaving the company, I was trying to get a few people to
back me up on my experiences. I asked a few women. One was the HR lady, the other
was a long-time employee in the Land Department. But they would not back me up. I had
these insulated experiences working with external work partners while at the company.
Brilliant people, awesome times working with them. It was the internal crap, these
company idiots that were doing me in! But it was through these external connections that
I got out. At that time, there were jobs. Luckily, I had that ‘out’. People wanted what I
could do. I tried to put a committee together in the company before I left. I asked these
two women from HR and Land, who both had thrown me under the bus, and a few of the
men that had treated me poorly, especially that COO who yelled at me, and the
president….I wanted them all there to talk to them and explain how this was not good. I
put them all in a room and I told them the issues that I had seen at that company. I am not
sure if it made a difference, but my conscience was clear. I figured that if I was going to
spend a week in hospital due to an illness brought on by their actions, they should hear
about it.
Restrictions to knowledge

Another form of gender discrimination is the restrictions to knowledge. Participants in the survey
and the interview both presented examples of when their gender has caused them restrictions to
knowledge. This restriction can start long before the women enter the workforce. For some
women, such as June, their own personal story may include being discouraged to enter the
sciences, or being outright told you are not smart enough to try due to your gender:
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I did not think I was smart enough to go to University. I had always been told that I
wasn't smart enough. When I went back to school, I could not jump in. I did not have
high school physics. In high school, it was a bit of 'Dear - you don't have to do physics pat on the head' kind of thing. I hired a tutor and got help with physics and math. I got
through it. As long as I had a tutor, I was getting A's! At the University of Calgary, we
had to do the second year calculus course. Well, most had to do it over, not me. I got a C
my first time through!
Others described how their gender prevented them from acquiring knowledge that could advance
their career opportunities, while watching male colleagues be awarded such accommodations
through time and financial support. In this situation, multiple participants described how they
had to find a way to acquire their own education, even if it caused professional sacrifices. As
described by one survey participant:
When I was in my third year of Geology and I was working at as Geological
Technologist, I was in a career development meeting with my Team Lead and Chief
Geologist and I asked if I could start taking on Student Geology work. The Sr. Chief
Geologist told me that being a Geologist was too hard for me and that I should simply
focus on being a good Technologist. When explained I was in third-year geology and
received an A- in Calculus II after not doing calculus over the last 10 years, he said that if
I was serious I needed to map the Rocky Mountains over the summer to prove I should be
a geologist. At this same time, a male Geological Technologist down the hall (with less
experience than me) was having his University paid for and was given geological work. I
left that company.

Another obstacle women face is the gendered language used in the creation and
distribution of knowledge, or as June pointed out, the perceived gender-neutral language. June
described her recent experience during a project management course:
When discussing topics such as leadership, even though the guy who taught it was
incredibly sexist, the material was considered gender-neutral. But then again, all the
examples of the leadership parts were of men. I have always taken information like that
and look at it as, how can I take the gender out of it and use it.
Mentorship and sponsorship
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Women can face additional barriers to knowledge due to the very nature of how gendered
relationships are formed within an office setting, such as mentorship and sponsorship. When
sponsorship and mentorship are not formal agreements set through company policies,
professional women are dependent on gendered relationships. In response to the question,
‘During my time as a geoscientist, I have received sufficient mentoring from my superiors’, 18
out of 30 (60%) answered disagree or strongly disagree. Sara explained that, as she has often
been the only female professional in a group or at a company, mentorship opportunities have
often been with male superiors.

It is different for my male counterparts. They could socialize with them without it being
seen strangely. They could go golfing one on one, they could go for drinks just the two of
them. But if I were to go for lunch say every Thursday with the same guy, people's heads
will start turning. Yes, there are limitations on how far that relationship can go.
As Sara indicates, her gender is never separate from assumptions about sexual relations.
Sponsorship has also been a challenge for Sara. With the lack of female superiors within the
STEM working environment, women must rely on their networking relationships with male
colleagues. Sara explained the implications of not fostering these relations at work:
I think we all take responsibility for our own career and our own career development,
how hard you work, how you conduct yourself. But of course, there is a huge component
of sponsorship and support from your colleagues. Often careers are not advanced without
these relationships and the cultivation that comes from these relationships.
Promotions can be difficult for women in this male-dominated field. Especially if you are
not usually involved in the same activities as the guys are. Sometimes it is because you
are not invited, or maybe it is because you do not want to be. As women, we do not have
the same network as men. That is one of the biggest barriers we have to overcome.
Sara has encountered this first hand at her current company. She is not in the same social
networks as her male colleagues, this has led to limitations on how she can do her work. Despite
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taking initiative and setting up formal meetings on work topics, she will arrive at the meeting
only to find out that decisions have already been made through informal channels.
Since the guys I work with are more social with each other - playing hockey at lunch,
they are in and out of each other’s offices playing practical jokes, and all the kinds of
things that go on in an office space - meetings take place at an ad-hoc basis you are
therefore excluded just by nature of how the conversations happen. Yes, there are lots of
instances where I'm not included.
Sara expressed how her gender has excluded her from other privileges that her male colleagues
enjoy:
I have noticed that someone (a woman I am guessing?) will come in and clear dishes at
the end of the day from the offices, but yet my dishes do not get cleared. I'm guessing
someone takes it upon themselves to clean up after the men but not me. I'm not sure who
this is. I guess they expect that as a woman I should do that myself? There is definitely a
sense of looking after the guys where I work. I have to laugh at it. I know they appreciate
it, but I do not fall into that category.
In some cases, women seek mentorship from outside of their working environment. June
explained how she would rely on her relationship with her father to receive the mentorship she
needed technically.
At that first company I worked at, they had just retired all the ‘grey hairs’. I took a
(geologic) area over from this guy who could not figure it out. I knew I had to take it to
the next step, but you always start at the beginning. You always look at the rocks. No one
was there to help me. I was lucky I had a father who could teach me. He mentored me. If
I had not had that connection, I would not have had, chance to learn from anyone when I
was starting out.
Sponsorship struggles can limit more than promotions. Ardi has worked for the same company in
a non-geoscience contract position for over three years. She tried and tried to find a way into the
geoscience groups within the company, but struggled to find someone to support her efforts. She
had not only been unsuccessful in finding an ‘in’ into geology, but a full-time position, in
general, has eluded her. This has been in spite of the value the company has had in her work
ethic and ability.
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Oh did I try! (I still do). I talked with many people in the Geology group. There had been
internal postings. I was trying to get in, trying to talk to the hiring manager. In 2014 it
was the start of the downtown. They had like 300 applicants. They said I do not have
enough solid experience. It is hard to believe that this is the reality, and now I am just
getting a bigger and bigger (geological work) gap. I cannot find anything to help me fill
this gap. The work I do is not geology. I am on a different path.
This lack of professional relationships within the geoscience working environment may be due to
the ‘token’ nature women find themselves in within groups or companies. Creating a feeling of
isolation or invisibility.

Invisibility and isolation

The participants within this study mentioned time and time again how they have experienced
being the only women in a group or a company. This position is not only isolating, it can put the
professional in a situation where they are near invisible. Sara remembers one incident in
particular when she was working on a drilling rig:
I was often the only woman. No one would talk to me except the drilling superintendent.
I know that my male counterparts had a completely different experience while on the rig.
They would hang out, go fishing, they would get to know the guys on the rig very well.
It was very isolating.
If women are not seen or listened to, they cannot influence the working environment. This
invisibility can then impact promotions, pay equations, and long-term job security.

Gendered structures can also influence physical exclusions, where women are restricted
from access to the tools they need to do their job. One survey participant wrote:
I was not granted access to tools and information required for me to be successful in my
role. I was not acknowledged for the successes that I generated for the company.
Others can be denied admission to experiences, such as working in the field, even though these
experiences are highly valuable when a STEM employee would like to advance in their career. A
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women’s restricted access can be highly gendered, such as the company not having field/safety
equipment that fits them, or because field location cannot accommodate co-ed sleeping
arrangements. As one survey participant wrote:
Having no female facilities at field location - being unable to go to field location because
only dorm rooms were available.

Another challenge is the traditional competitive nature of the industry, even within
individual workplaces. Workers can be protective of information or reluctant to collaborate. I
refer to this as ‘the silo effect’. As a minority, women can find themselves on the outside. As
June explained:
Over and over, I am working with only guys. It seemed like I always had to do extra
work to get them to share and collaborate. Always. Knowledge was very controlled and
gendered. I found other times it would be easier. But often, in these cases, the guys were
younger than me. I have had fewer issues with the younger guys.
June would have to find ways to convince her male colleagues to trust and include her.
Often I have found people can be protective. I would not say, charm them, but I found
ways to get them to share what they know. I would communicate with them. I found
ways to communicate with the most orneriest, stubborn individuals. They would come
around in the end and we would share.
The underlying sexist culture within the resource industry can create additions complications for
women who have care responsibilities. From here we will move to our second over-arching
theme within the working environment.

Care responsibilities, gendered assumptions and identities

The second over-arching theme within working environment resides around the topic of care
responsibilities, and how this can create gendered assumptions and identities. All three
interviewees and 67% (20 out of 30) of the survey participants indicated that they had care
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responsibilities. The care varied from physical to financial and included children, the elderly, and
extended family members. For those in a non-traditional family (as single parents or individuals,
and dual careers), care responsibilities can become challenging within current corporate
assumptions that workers have a ‘helper-mate at home’. From one survey participant:
In an environment where you work with a lot of men, many of whom have spouses who
stay home. Or (when you) work fewer hours than they do, the perception of women as
primary caregivers will be a long time coming and won't happen in my lifetime.
These gendered structures can cause families to face complex time-space budgeting problems
that must be resolved within a finite period of time. June expressed how her relationships within
the office changed when she adopted her husband’s son.
Those first 10 years of my geology career, I could go to the field, work late. It was
different. I could not do that anymore. I had to be home. I was not socializing with the
group anymore, that all ended.
With a lack of collective solutions, many families find their own solutions. At times these
solutions can be made out of necessity versus a personal choice. As Sarah mentioned:
We figure it out (women and men) in our own way. For some women, they find they
need to take a career break. Or, they may find something else to be their focus. If so, that
is great, if that is the choice that you make. But sometimes, I think it is a choice made out
of necessity. Maybe because their husband's career has taken over, or maybe their
husband’s job is too many hours. Then, both may not be able to work and have a family,
for example. This is something we can do better as an industry as a whole.
Other times employees have to give up something either on the home front or the work front.
Ardi mentioned the struggle of working late:
Other families, if they need to work extra hours, they can do it because they have the wife
at home.

For families straddling the two spheres, the lack of policies within work environments
can create additional barriers for women. Two participants expressed their frustrations to find
employment that would accommodate their caring responsibilities of aging parents.
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It is a big unknown taking care of adults and I would really like the help to really become
more aware of options. As I cannot find a job or something that earns money worth my
capabilities ( ie. I would rather involuntarily retire before working at Safeway) then I feel
that my job is to take care of my mother - which means I abandon any STEM unless it is
a hobby. And why should any of my worth be free? Why should I have to retire at 54?
Not only is my current challenge to find work, but to find work that will allow me some
flexibility to provide care for ageing parents. Right now, that is specifically getting them
to medical appointments which, of course, almost exclusively occur during the traditional
work day.

In total 18 out of 30 (60%) of the participants indicated that companies they had worked
for did not provide adequate assistance for families with preschool-aged children. Often it is the
women who will slow or leave their profession in order to navigate these barriers. From one
survey participant:
I chose to quit and be home with young kids to not have to deal with workplace juggling
and possible discrimination or scheduling conflicts. I hope to go back to my career in the
next one-two years.
Yet when companies do offer collective solutions on the topics of childcare/elderly care,
families/women benefit from the increase in options. Participants, such as Sara, expressed this as
a positive when she described how at one company she worked with they offered outsourced
child care within the building. This way parents could bring their children to work with them.
This options decreased the stress of finding care and allowed parents to quickly access their
children when a problem arises. Another option is a flexible working arrangement (FWA).

Flexible work arrangements

Some companies offer FWA for their workers, this solution can come with advantages and
disadvantages. FWA can come in two main styles; the first is within a consulting capacity where
the workers are hired without a tie to the company, the other is a set up within the corporate
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setting between an employee and an employer. The need for FWA can vary, but for many
women, it is due to care responsibilities. This is exactly where June finds herself now, as she
must work contract on a part-time basis, mostly from home, in order to watch over her elderly
mother. This solution is working for her family, but it comes with a price.
If you are not there, regardless if it is a big or small company, the face to face is
important. You are not at work to go for coffee, walk by the offices of the drilling guys.
If I am not there, I miss everything.

All three interviewees and 47% (14 out of 30) of the survey participants have worked as a
consultant at one time or another. Consulting can act as a flexible way to find employment, it can
also be a stepping stone to full-time work. This has been the case for both Sara and June during
their careers. Consulting can have negative components as well, as the worker can have no
benefits or holiday allowances, and the work can be contentious. Ardi expressed concerns with
her current consulting set up, as she has been experiencing all three. Unfortunately for Ardi, this
set up has never materialized into a permanent position, and she has been highly underpaid
compared to her full-time husband at the same company.

Though all three of the interviewees have never had the opportunity to have an FWA set
up with an employer, 27% (8 out of 30) of the survey participants had. The arrangements ranged
from compressed work weeks, part-time employment, to working from home. Four of the
responses were positive, but five were not. The five participants expressed concerns with lack of
work or lack of interesting work, the perception that they were not serious about their career,
lack of raises/vacation time/health benefit, and harassment or bullying by full-time staff. One
responded:
It is mostly women who look for and take advantage of flexible work arrangements.
Participating in such programs generally means you are away from the office more. This
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immediately decreases your chances of being considered for roles of increasing
responsibility. I also wonder how often women are overlooked for such roles simply
because of the assumption that they won't want them if it comes with longer hours,
without them even being consulted. This may often be the case, but I see men I work
with take on such roles and still leave early to pick up the kids. Hopefully, with more
men taking on these roles, this will change the expectations around being in the office for
everyone, but hope is a poor strategy.
June expressed how she had witnessed women being taken advantage of when they used these
program. She described how one of her past co-worker had taken an 80% position, but worked
just as much over time as her male colleagues. She also expressed how taking these positions can
present that you are not serious about your career, taking you out of the advancement track.
Flexible work meaning, you get paid less but you do more work. Then if you take that
flexible work arrangement, it can take you out of the advancement track.
When faced with gendered divisions inside and outside of the working environment, women can
question their identities as workers and as societal members.

Multiple identities

The journey to become a STEM professional is both physically and emotionally demanding.
Most scientists remain in their field of study due to their passion for the subject. As such, it is not
surprising that one’s identity can be tied to the professional environment. Adri has struggled with
this within the Alberta work environment. Her story can be used to understand the consequences
professional women face when they are forced to leave their profession, as regardless if it is a
conscious decision, they may feel like they have lost part of their identity.

Despite being highly educated and having experience in geology, Ardi has been limited
in the geological work she has found in Alberta. Currently, she is working with many other
highly educated immigrants in positions that would be considered under-employment, and at
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times can be under-stimulating as a professional. Though she and her colleagues take these
positions because they need work, Ardi makes sure other’s know what her background is.
Based on the conversations I have had, they take these type of jobs because they need
work. They do not talk about their old professions too much. I always tell everyone, I am
a geologist! I let them know! Haha.
Ardi still identified with her geology background, and you could tell that she missed working as
a geologist. To stay connected to her geology roots, she made sure to expose her children to
geology and nature.
Oh yes. I miss it sometimes. I take the kids hiking all the time to be in nature. Then I am
connected with it. This is in general, but it seems we (immigrants) need something to
help us have the energy to try to push to stay in our field.
Ardi knows that the longer she is away from geology, the harder it will be to get back in.
I cannot move, I am stuck. There was a contract position for a mat leave, even that I did
not get a chance. The immigrants, in general, seem to have a tough time in Geology here
(in Canada). First, you must compete with those with experience, then new graduates.
Even the graduates have summer experience. Yes, it has been tough in the geosciences.
But the engineering seems to be better. My husband and others have had a better time,
but women geologists seem to be having issues regardless. So being a woman,
immigrant, and having a gap, that is all very hard and combined, harder.
Ardi’s journey to get back into geology has presented other gendered identities. Ardi
found that in Alberta certain geoscience-related positions can be predominantly staffed by not
just women, but a certain type of women. Ardi’s interview touched on this topic when she
described how some of the positions she has held in Alberta have been dominated by
professional immigrant women or newly graduated women. The positions were all contract,
precarious in nature as either seasonal or contingent on funding, and often supervised by men
who hold the full-time/permanent positions:
We were new graduates or immigrant women. Mostly it was women. Not many men. The
employees were mostly men, the contractors were women. In the company, there were
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other women coordinators. But the core loggers, we were all women. Maybe because we
were detail oriented. Or because it was entry level?
When workers are placed in roles that are based on specific personal intersections, it can be hard
for both the individual and others to see them in any other position. For women, this can leave
them in positions that undervalues their work skills and leaves them highly underemployed. The
longer women are in these positions, the harder it is for advancement or even lateral moves to
other positions. One survey participant had an ‘Ah Ha’ moment when she found out that she was
being highly undervalued:
When I finally became a Geologist, after working a few years, I learned that two of my
male colleagues, with similar work experience than myself, that graduated from
University AFTER me were being paid $30,000 MORE than I was. When I asked for a
raise, I was laughed at by my leader. It's no wonder women can't reach the upper
echelons of companies as we are consistently treated like non-contributors.

The heavy demands on women at work and at home can create multiple tensions and
identities on top of being a professional. Part of the gendering of space is how women see
themselves and how others see them. In June’s words:
When our son came, I realized that I had become my mom. I would do everything. But I
was also my dad because I was working full time.
Within a masculinized culture, men have an easier time emulating gendered characteristics the
organization desires. June explains:
The men, they would come in and be great and then off they go (promoted etc.). They
were team members just by being themselves.
Sarah mentioned how she was aware of her gender more than her male coworkers:
You put more thought into it (your gender). I work with senior men who can wear dirty
clothes to work, but as a woman, you are very conscious of your appearance within
society. That factor can have an impact. Yes, there are instances where you wouldn't wear
certain outfit - say to the field or to a meeting, because it would not be appropriate for the
situation. You are aware of it. I don't know if that is a societal thing or an industry thing.
But definitely a gender thing.
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These gender division assumptions can subsequently put women in what seems like a
‘perpetual state of care responsibilities’. This was evident when Sara mentioned how her child
was considered ‘sick’ long after she had taken time off to be with a sick child.
This manager never forgot that one sick day I took for my kid. That's what taught me
that it is more visible if you do it (take a sick day due to your kids) as a woman.
For others the topic of children can bring with it the gendered assumption that they are not
serious about their profession, even before children are on the radar as a possibility, as
mentioned by a survey participant:
As a very young geologist, I approached my manager and asked for his input for my
professional development. His reply was ‘Don't worry about it. You’re getting married
soon and all you will be thinking about is having babies.’
Women may go to extreme measures to try to keep their external family sphere out of sight from
her work sphere, as a means to show that they are serious about their career. This was especially
apparent in a response Sara gave explaining how she did not have pictures of her children in the
office. I asked her if her male co-workers did, she replied:
They do. If I worked in a totally different role (maybe not as a geologist), I might. I
don't know because I'm not there. But you feel like if you were in an environment where
it was all women, you would probably have pictures of your kids at work. But I make an
effort to subdue and not talk as much, it may come up in conversation.
Sara feared that having the pictures would equate to not being serious about her job. She also
does not talk about her kids at work and was conscious to not leave early. Meanwhile, her male
coworkers could freely leave early to attend sporting or school events for their children without
any gendered consequences.
I am very conscious of how it is perceived if I leave early. A lot of the guys that I work
with, even now, will leave early to go to a function at a kid's school or to a sporting thing.
They will do that at 4 – 4:30 pm. I am very conscious of how that looks. I will make an
effort to stay as long and late as I can. I don't take those leeways as much as I probably
could. I think, when it's guys, the comments are ‘Oh that's so great that you are helping
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with the kids.’ It is more supported. People around them say things like, 'that's so quaint
that you are helping, you're going to your kids' dance recital'. When a woman does it, is
like 'Oh not another baseball game.’ I think that is another challenge that we face.
It's not that I'm hiding that I have kids. But I am definitely not one of those people that
talk about my kids all the time at work, because I do see that as a woman that this can
work against you. I hear women talk about their kids a lot and I find that as soon as
they're leaving work, the perception is that they must be going to pick up their kids. It is
not that they are probably going to a talk or something important. Yes, I guess there are
things that you change about yourself, but it's hard to say. I do not know what I would be
like in a different environment.

This can be compiled for women in non-traditional roles, as the work being done may fall
outside the traditional hours' women have worked within the office setting. Geoscientists know
this first hand, as the work we do can include days/weeks of being ‘on-call’. Phone calls within
this time can come at any hour of the day, from field locations. Despite staying up for good
portions of the night on the phone, women geoscientists can be more harshly criticized for not
being in the office the next day. June spoke to this with a story about supporting a female coworker at work:
The President had an issue with one female because sometimes she would come in late.
But I had to remind him that this girl takes rig calls and stays up working late for the
company. I told him ‘I did not care! She will always be there for the company in the
middle of the night when we need her, who cares if she arrives late sometimes!’
For women, these hostile work environments can be simply too much to endure, as such, many
women may simply walk away.

Quitting or leaving careers

Half of the women in the survey indicated that they had stepped away from their STEM career.
A follow-up question indicated that they left for a multitude of reasons, some conscious, some
forced. A recap of the themes are below, including the number of incidents for each theme:

99

•

I am currently out of work, this is not my choice (2)

•

I was laid-off (4)

•

I was replaced by a male peer (3)

•

I was laid-off despite being a top performer (1)

•

I left due to Union issues at my job (1)

•

I left when I repeatedly saw male peers advance over me (1)

•

I left due to lack of opportunities (1).

One survey participant expressed how she left after witnessing her male peers advance:
I was seven years at one position - saw three males advance ahead of me as well as
sidelined from important projects.
Two survey participants left due to family commitments. One expressed the difficulty of being in
a dual career family:
I was seven years into my career. I left when I had my third child. Having three children
and both parents as working professionals is very difficult and consumes a lot of effort.
In the interest of my own happiness and the happiness of my family, I chose not to work
for several years.
Five other survey participants indicated that they were considering leaving, due to the barriers
that they face. A survey participant explained:
I haven't left but am considering it. I want the opportunity to advance, moving to another
job function and industry may allow me to do that.
Another participant explained her lack of promotions in her current position will limit her career
developments elsewhere:
I am considering leaving, because of the barriers and roadblocks I've faced. I feel as
though going to a new company I would be at a disadvantage now because I have more
years of experience than my actual qualifications because the last few years they tried to
push me out by giving me less and less. I am wary of that at new companies.
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Two more participants felt that they were being pushed out. One participant expressed her
concern with ageism:
I am about to leave - but I love science, math and tech. These will have to become my
hobbies - I guess. I feel that I am not valued because I am too old and apparently do not
appear to have anything to give, even for a minimal wage. I will try and be STEM but I
guess I'll be doing it for free!
Meanwhile, one participant responded that she was looking for a new job, but gets questioned
about her family situation in interviews.
I have had a few interviews where they have asked me how serious I am about my career
since my kids are small. They have asked what my childcare arrangements are. They
have questioned my commitment. All of this puts me off and makes me feel as though I
could never catch up, always trying to prove myself.

A Leadership problem
I will now move to the third over-arching theme within the working environment, leadership. In
the survey, 19 out of 30 (63%) of the participants indicated that they had not received fair pay
and equal opportunities for career growth as a geoscientist, based on my experiences,
qualifications, and training. When asked ‘A truly qualified women has no trouble achieving
career recognition and success’, 24 out of 30 (80%) of the participants answered that they
disagreed or strongly disagreed with this statement. This is shadowed in a follow-up question
that asked ‘Women have been offered plenty of opportunities to get ahead. If they don’t make
the most of them, it’s their problem”, 29 out of 30 (97%) disagreed or strongly disagreed with
this statement. Meanwhile, 26 out of 30 (87%) of the participants indicated that the ratio of men
to women in geoscience leadership positions was not equitable. When asked ‘Women are more
likely than men to reach leadership positions’, 28 out of 30 (93%) answered disagree or strongly
disagree with this statement. This indicates that the resource sector has a leadership problem. For
women being truly qualified does not seem to be enough, and opportunities are not as prevalent
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as they are for men to reach a leadership level. These decisions on who should be promoted are
highly gendered. A survey participant tied her lack of advancement to the perception that men
are promoted on potential, while women are promoted on experience:
(The) perception of ‘needs more leadership experience’ before I can move up - but male
counterparts ‘can develop leadership skills in role’.
Another survey participant equated her lack of advancement to the companies perceived
assumptions on gendered divisions of labour:
Management felt women did not belong in management roles - family responsibilities
made them unreliable.
Others found themselves being advised by male superiors on what professional path to take,
without consideration for what the women want out of their careers. One survey participant said:
I wanted to advance as a technical leader, yet was told that I had to go the managerial
route in order to succeed.

One prominent assumption is that for leadership trends to change, the message must
come from above. That if Upper Management is on board, the message will be passed down.
June has witnessed first-hand how this strategy can fail. She called it The Impermeable Clay
Layer.
It did not matter what the top wanted. It did not trickle down. It stopped at the middle
management, or as I like to say, ‘the impermeable layer’. Most of these managers did not
buy into it, it was like 90% guys. It was not a glass ceiling. It was a clay layer with no
movement up or down. The company could have as many great ideas as they want. It did
not filter through that layer. This layer also decided who would be brought up
(promotionally). We lived it, in the lower layers.
When women are not presented with collective solutions to such gender inequalities, they may
turn to self-solutions.
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Individual action
Some participants tied their shortage of advancement to a lack of training. When asked ‘Men are
more likely to receive company supported financial and management training than women’, here
70% (21 out of 30) agreeing or strongly agreeing with this statement. A solution many women
had to this problem is to take the responsibility of training into their own hands. Sara explained:
Technical training is easy to get, supervisor/managerial/soft skills training harder to come
by. As a woman, if I want these skills, the path seems to be for me to pay for the skills
myself.
A survey participant expressed the same frustrations:
I have resorted to paying for my own technical training and taking vacation time to
advance my technical skills.
Such strategies play into the Lean In movement, where women are encouraged to Lean In by
taking charge of their own destiny by changing to fit into the current working culture. Sara
discussed her opinions on the movement after reading Sheryl Samberg’s book:
Ever since reading books like Lean In, I am more aware of a few actions. For example, I
make a specific effort to make sure I am not sitting next to the water fridge, I am not
closest to the door in case someone comes in etc. I make an effort to remove myself from
the possibility of having to do things like being the note taker in a meeting, where before
I used to speak up and volunteer. I make a conscious effort to not do those types of jobs.
Even printing meeting minutes. I never put my hand up. I will show up to the meeting
knowing that no one has printed them and let my male counterparts scramble versus
doing it myself. In the past, I may have jumped in those roles and thought I was being
helpful. But after reading books and understanding how that can be a detriment to your
career, I feel like these tasks take up your time that could be directed elsewhere. I make a
conscious effort not to be involved in that.
She contrasts this with what happened when women ‘lean out’ versus men:
I would say that when a woman leans out, everybody notices. Everybody says ‘Oh she's
having a baby. She'll be gone for a year. Maybe she'll never go back.’ When a man has a
kid, there is no expectation on that. If for the next year he shows up 15 minutes late, it's
brushed off and it's not a big deal. As a man, you're given more leeway, versus as a
professional woman.
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The Lean In movement has also been used by Alberta women to help navigate a
work/home balance. Tying to the book Lean In, Sara explained:
So, if you Lean In, and you earn money, and that income is enough to pay for say, a
cleaning person and child care etc., then you are paying for your own equity. Your
earning potential has bought your power within the relationship in your home.
What is interesting about this self-solution to ‘pay for your equity’, is it is not her family that is
buying equity, it is her. The solution is highly gendered. Not only is the corporation working
within a gendered model, the greater culture of society still puts the ownership of care
responsibilities on women. This is echoed in June’s situation with the care for her mother both
physically and financially, where her brother does not carry the same burdens as she does.
With senior care, Mom pays for the cleaning. Mom pays for caregiving. She uses her
pension money. I could not do it. This would not work if she did not have that. I am only
part-time now. I cannot cover it. I have a brother, this is his mother. On Sundays, he picks
her up at say two-three pm and brings her back at seven pm. This is nice, but that is it. He
does not help financially. No, no, no. It is falling on the women. He says that he might
get laid off…I was laid off. Whatever. He has none of the mental load.

These Lean In style strategies can have a downside, as it can have women behaving in
ways that they describe as ‘unnatural’ to them, and this can create consequences. June explained:
I would go to meetings, I was the one who was quiet, no one heard that one. I had to start
talking like my Dad. I started really nice, like my mom, to become very lippy. You can
Lean In if you speak the language of your company, and if it is a male-dominated
company/culture, you speak a male-dominated language. Once you start talking like
them, at their same level and sound, you are no longer you. They are not listening to you,
they are listening to their version of themselves speak what they can understand.
June spoke to how Sandberg herself had changed part of her stance on this, since the death of her
own husband, in 2017 her co-authored book Option B. Sandberg has admitted that she did not
know how hard it was in the work environment when someone was overwhelmed at home. In
June’s words:
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Let’s take her stance now since her husband passed. It is different. It all caught up to her.
‘I cannot function in my grief’ type of thing. No one can. It does not work. Those are
hard, cold realities. She has changed. The problem is, she has created a legacy that was
hurtful and not good.
Another strategy professional women employee when navigating gender inequality is to join
professionals women’s groups.
Association with Professional Women’s Groups

The remainder of this chapter will focus on the section topic that describes participant’s
experiences with professional women’s groups. In total, 21 groups were represented through the
survey, situated in a variety of settings. The responses indicated that 10 participants (33%) were
part of a women’s group within the workplace setting. Of these, two identified that they were
required to be a member/participant, three specified that it was implied that they should be a
member/participant, and five voluntarily opted to join/participate. Outside of the work
environment, the participants indicated that 20 (67%) were members of a women’s group
situated within the community, and 15 (50%) were part of a women’s group within the
professional organization that they belonged to (Figure 7).

PROFESSIONAL WOMEN'S GROUP SETTING
Work Place

Community-Based

Professional Organization

Figure 7. Graph showing where the professional women’s groups are situated.
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Membership fees for the various groups ranged from free to $300, and 47% (14 out of 30) of the
participants indicated that they had personally paid for a membership to at least one of the groups
they were a member for. Almost half (13 out of 30 or 43%) of the women indicated that they are
or had been involved in the planning or execution of one or more of the women’s groups. The
roles included: founding members, executive members, board members, awards committees, lead
or co-chair positions, and project manager for various events/activities hosted by the groups.
Why women join professional women’s groups

The women from the survey joined the groups for a variety of reasons, with 23 out of 30 (77%)
of the survey participants indicated that joining the groups have been helpful professionally and
personally. This same percentage of survey participants (77%) indicated that they would
recommend others to join a professional women’s group. The survey participants indicated a
variety of reasons for joining. The dominant reason for joining (29 out of 30 or 97%) was to
network, 63% (19 out of 30) replied to assist in their search for employment, 43% (13 out of 30)
to gain professional development hours, 40% (12 out of 30) to gain soft skills training, 40% to
spend time with colleagues and friends, and 20% (6 out of 30) to organize more gender-sensitive
policies (Figure 8.)
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WHY WOMEN JOIN PROFESSIONAL
WOMEN'S GROUPS
Networking

Assist Seach for Employment

Gain Professional Delelopment Hours

Soft Skill Training

Spead Time With Colleagues and Friends

To Orgainize Gender-Sensitive Policies

Figure 8. The main reasons professional women’s groups join professional women’s
groups within the geoscience work environment in Alberta.
In a follow-up question, the women identified other reasons for joining. A recap of the themes
follow, including the number of incidents for each theme:
•

Build confidence in myself (14)

•

Find support/strategies to help overcome barriers (10)

•

Gain a better understanding of challenges faced by women in the workplace - they are
systemic (9)

•

Champion other women (5)

•

Gain leadership/management skills (5)

•

Know I am not alone/reduce isolation (2)

•

They were the only women in their workplace (2)

•

They were not working right now (1)

•

Mentorship (1)
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June, Sara and Ardi all had different reasons for volunteering with their group, but a common
theme within was to battle the isolation they had felt within their working environment. For June,
she wanted to create an inclusive environment. Her comments:
People can get connected to people, know what is going on. There is no one posturing or
playing a role, that I see, that is gone. We don’t have to be, you can just be who you are, as a
person.
Sarah explained why creating their group was important to her:
I gravitated towards the group because I wanted to foster my relationships with other
professional women. It is nice to be around all these women that are brilliant and
fabulous people that you want to connect with and be friends with. For me, being one of
the founders, it's great that I get to be one of the people that researches and contacts
speakers and inviting those into the group. It is about getting to meet new people that
attend the functions. I'm hoping others are getting the same as me. It is about the
networking. This can be a powerful thing. As a women scientist, I know what it is like to
be the only woman, or one of few, at an event/conference etc. When you see another
woman, you have a bond before even meeting. The difference may allow you the
confidence to go talk to each other. I saw the power in this and wanted to use that going
forward. The group helped create that. I assume this is something men have always had,
strength in relationships. I wanted to help fill that.
As Ardi was not working within her profession, she wanted to stay connected with the
geoscience community:
It is good, giving back. I feel connected to the geoscience community this way. I am also
building up my confidence. Sometimes I get to open up or close the meeting, give
announcements and such. That is good for me.
Embedded within all of these answers are the hopes that the by being involved, the women are
finding the solutions they need to navigate a culture that has been unwelcoming to them.
The Geoscience Professional Women’s Group

This group was created in 2014 by Sara and June. June described the first meeting her and Sara
had before starting this group:
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My brother called me and said there was this young geologist. She was the only technical
woman at his company, could I mentor her? I said sure! The two of us went for lunch. As
we were talking, I thought, ‘Well I can tell you everything I know, but I have friends that
you may want to hear from too.’ Then I thought, ‘I bet she has friends that would be
interested to hear too, I bet there are women we don’t know who are also lacking a
network. Maybe, they are the only female technical person at their company.’ I thought,
‘Man I did that, that is not fun!’ I had no way of knowing what was going on right now. I
was older and more assertive. I had learned that. I was talking on the fly. I said, ‘We need
to get everyone together, mentors and mentees because you end up being both’. She said,
‘Ok let’s do it!’ So we did it.
They decided to set the group up within the public setting as a community-based group.
Meetings are open to all, and they do not charge a membership fee. In general, the attendees have
been professional female geoscientists, but the events have attracted men and women from other
backgrounds. Sara explained their motives for the meetings:
Our motive is to have events for the woman in the geosciences. Whether to help advance
women to senior technical rules or management leadership roles, we want to help women
to be retained in the industry, and to support them to gain the skills that they can use to
advance their careers. We focus mainly on soft-skills development. We have speakers
who come that could be career coaches, professionals who can come and share their
stories about advancing their careers and their paths, and strategies on how to do that.
All three women were part of the leadership team, and all three worked together to keep the
group going. June and Sara were more focused on recruiting speakers, while Ardi held the
communication role: including the website, email and newsletters. Ardi explained the benefit of
having her in this role:
I enjoy sharing information about the group through my communications role. Being in
this role has also let me meet more immigrant professionals. The ones that contact us
through the website, they are often immigrants. So, it is nice to be the one they contact.
The group events did not have a set meeting schedule. Sometimes they meet monthly, other
times they meet quarterly. The organization of the meetings was done through volunteer hours,
and sometimes the timing depends on the availability of the leadership team to meet and plan the
events.
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ERG’s versus Community-Based Groups
In general, the research identified that professional women’s groups can bring awareness to the
gender-related issues professional women face, allowing women to realize their experiences are
not isolated cases. As one survey participant said:
Participation has provided me with awareness of local and national challenges faced by
women in the workplace, and strategies to address some of these issues.
By joining these groups, many saw benefits. One survey participant responded:
The organizations have given me the confidence to speak up for myself in the workplace,
and not simply accept current attitudes.
The participants spoke specifically of two distinct styles of groups that they had been a member
of ERG’s style groups vs. community-based groups.

In review, ERG (Employee Resource Groups) are groups of employees who come
together for a common business mission and reflect a common characteristic or characteristics
(for example, ethnicity, race, age, sexual orientation, life situation, organizational level, and
religion) within the company setting. June explained why ERG’s started in the multinational
company she worked for:
When I joined, it was the end of 2011. The guy in charge was Swiss, no Dutch. He was
amazing. He valued every person. That was the culture he wanted. That is when the
ERG’s started; the Women’s network, African Network, LGBT group…I joined these.
Great conversations! That is how I heard about Catalyst, through the Women’s Network.
The ERG’s can create a space where women may have an opportunity to find sponsors or
mentors within the company they work. But this can be dependent on if those with influence
(men or women) buy into the process. June explained her experience:
The ERG’s had their benefits. If you attend, maybe some of those upper people come
from that impermeable layer (though they probably will not, they were all men). That
would be a great time to try to find a sponsor in the company. You were not going to get
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through that impermeable layer without a sponsor. You need to be noticed. As women,
we are too finely peppered out throughout an organization. It seemed to be on the women
to figure out who can help you, who can sponsor you. They will be up high in the
corporation. Then you can use them to pull you up. But there were so few women with
power in our (ERG) group and in a group like that. When I was at the ERG meetings, you
would have a Vice President (maybe a woman, maybe not) and a whole swack of women
of different background/levels.
June saw other disadvantages, such as hierarchical constraints:
You still have that corporate layer of ‘stuff’ that you must adhere by. Like you can’t
swear, haha! They had slideshows on that topic! You still must be part of their culture,
period. For the most part, there was good there (in the ERG’s) but it was still hierarchical.
We are not like that. We are trying to take that out. Someone approached us about
sending our President somewhere. We looked at each other…are you president, are you?
The hierarchy is not needed in the public group. Maybe that will change. But getting rid
of that, people can be more free to express themselves.
Sarah explained that most of the groups she knew about before starting their group were in the
corporate setting. She feared that, due to the general restrictive nature of the working
environment, that woman may not be able to speak freely.
The larger companies may have larger interest groups such as ERG clubs, where
employees can network and meet and have mentorship style discussions. But, I think
within the corporate setting, women may not be able to speak freely. There was nothing
set up for geoscientists outside of companies. We try to create an environment that
anyone can come to.
Sara also fears that if companies do not have an underlying suppressive culture towards women,
that having these groups will do little to make women feel more welcomed. She explained an
incident she witnessed at an event:
A few years ago, I attended a Woman In Leadership event. One company, in particular,
stood out to me. They were the main sponsor. The cost to go was $75-100 per person. It
was a full-day event. I noticed there was one table, right in the centre of the room, that
did not have any attendees. Then at lunchtime, the table was full. After lunch, it was
empty again. I walked over to see who sponsored that table. It was the main sponsor. This
table was for women from their company. Their own employees only showed up at the
event over the noon hour. To me I took it as: either this company told these women that
they could only attend at lunch (on their time), or it was perceived by these women that
they could only come over lunch. To me, this is an example of a company that plays ‘lip

111

service’ to supporting professional women, but yet the women who work there may not
feel supported.

The community-based groups are positioned in a public setting and can have an
advantage over the institutionalized private groups. Unlike some ERG’s, the women are there
because they want to be there. As Sara explained:
Our talks are free, anyone can come to the talks. We do not seek sponsorship. We want
people to come freely, or they may not come.
June expressed the importance of not being connected to a larger entity:
I particularly did not want to be connected to any corporate entity, otherwise, it becomes
‘their’ thing. No one needs that. So far, I have not seen that work for women here
(meaning the ERG’s).
The group creates a space that does not exist outside of its self. June expressed the advantages
this brings to the women who are there:
Every time we have a meeting and there is this room full of technical women, geologists,
geophysicists, engineers, it blows my mind! You will never see this in the real world,
even in a big company. You will never see a room full of technical women like that. It is
very empowering. All the bullshit is gone. People can get connected to people, know
what is going on. There is no one posturing or playing a role, that I see, that is gone. We
don’t have to be, you can just be who you are, as a person. You don’t have to worry about
your appearance, if people are looking at you, like is my slip showing, is my hair
appropriate. You don’t care, that is gone. When I go to our group meetings, it is just so
nice! I love to see people just be able to talk. You can take up a lot of personal space.
You can be comfortable. You cannot do that in the normal work environment. You don’t
have the shackles of the way you are supposed to look, the way you are supposed to act,
the way that you are not supposed to say anything.
The women in these public spaces can feel like they have a voice, as mentioned by Ardi:
I remember a meeting about maternity policies. There was freedom there to talk, to share
what is a burden in the companies (the women worked for). Depends on the person, but
they can have more of a voice.

A theme that was present from both survey participants and interviewees was the feeling
of isolation, within the workplace and within the greater geoscience community. The
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community-based groups can provide a connection to a greater network/community, as well as a
feeling of comradery. A participant who currently was not working replied:
It keeps me focused on an environment I will choose to go back to when I return to work
after a break for family. I will also take the important points I feel are important and try
to shape an even better workplace for those women who either are unable to speak or
have yet to benefit from such policies in a workplace that is fair and just for women.
Another survey participant summed up well the experiences many of the women have had with
the public style professional women’s groups, specifically focusing on the hopes for the future
that there will be visibility and legitimacy to gender inequality. Yet she still has trepidations:
It is great to find yourself in a room full of women who do the same thing as you because
I'm always the only one at work. It has been a good networking opportunity and a chance
to run into and connect with past colleagues, friends and classmates. I feel that by
promoting and organizing this, I am giving back and hopefully supporting the next
generation of geoscientists. By even having the group, I feel we are bringing legitimacy
and visibility to the fact that there are challenges we face as women that are different than
men. Though I am not sure we are really solving any of those challenges directly.
Professional women often do not take the same paths as their male colleagues – this has
been described in metaphors such as the ‘ladder vs. the jungle guy’ route. Men’s career
progression can be more like going up a ladder, while women find their careers to be more like a
jungle gym – with a variety of paths. For many women, they have only had male mentors and
have not seen alternative paths. For those trying to navigate their careers, it is good to see the
paths other women have taken. The community-based group can pull from a variety of directions
to bring women together, versus the ERG’s who may be restricted to the few senior women
within their organization. This can allow members to have access to senior female professionals
that they would otherwise not have a network with. Some members may never have had a chance
to work with, work for, or be mentored by a senior technical woman. June explained:
It is important for women to know that there are different paths. That women have taken
different paths! They get to see such different perspectives.
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Sara has appreciated the insight she has gained from these women:
The women's group lets me meet these amazing women. It is great to hear from Senior
Women; their stories and perspectives. There is not a lot of Senior Professional Women
out there. It is hard to be able to find them if you have not worked with them. Their
stories are great to hear because you can open your eyes to what else you can do and
other ways/directions you can take your career. There's less of a direct path for women in
our industry. Whether that's by choice sometimes or out of survival. So, they are
generally finding their own way versus being 'nudged up' or helped along like many of
the men have been. Also, I've seen a lot of women who have somewhat shifted careers
and done slightly different things. That's been really interesting to see too. They haven't
just stayed at the same company for 35 years. They have gone out and done lots of
different things.
Next we will investigate the specifics of the geoscience community-based group.

Specifics on The Geoscience Community-Based Group
Originally the geoscience community-based women’s group events were held after work, but this
has changed. The events now happen over the noon hour, as a way to be more accessible to many
professional females who may be juggling work and home. June explains:
I thought the after work was best for me, but it is not best for women with kids. At all. It
is horrible. There is no childcare. So, noon hour it is. I was concerned because I always
worked through noon. But if you want women to show up en masse, it must be in the
middle of the day. Come end of work day, women are gone!
Other concerns are if women will be able to attend at all. Sara fears that companies may not put
as much weight on a talk presented from their group versus a technical organization. With the
group meeting during the noon hour, women can come on ‘their own time’ without having to tell
their employer.
We open up at 11:30 am for networking, but people do not come until noon. They are not
going to come during work time. In fact, I have friends that have said ‘Oh I wanted to
come to your talk, but then my boss walked into my office and I did not want to tell him
why I had to leave’. This is because it is a women's thing. If it was a technical talk or
something the company paid for that was held at a higher value, you could say that you
had to go. The default is to put the work thing first on your time. But, it is set up on their
own time (lunch hour), so they can come and they can come without having to tell their
colleagues or employer.
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This decision on when to hold community-based events can be a challenge in general, though
there may not be a perfect time. For others, the after-work option would be better. A member like
Ardi would like more time to make connections and network.
I can make the lunch meetings, I try to be there. I do not tell my boss, I just go. As long
as I get my work done, they are fine. But I preferred when the meetings were after work.
Getting there was fine for me. My husband understands that these meetings are important
to me. Because the meeting is at lunch, I have little time to network. I wish I had more
time. It is limited time, as people rush out. The first meeting I went to was after office
hours. That was better for me.

The organizers are also conscious of the cost. Sara explained that since the group covers
gender-related topics, that the women may not feel comfortable asking their employer for
reimbursement, or that they may be outright denied.
We find that professional geoscience women will not ask their employers for funds to
attend events like ours. They fear to ask to have it covered by expenses. We do not want
to put them in that position.
June has also been conscientious of where to hold the events and has always made sure they
were in a venue that was open to the public. Until recently, the venues had incurred a cost. The
cost was covered through three avenues: the co-founders paid out-of-pocket, the event had a
minimal cost (often $5), or through a grant from another, larger, provincial not-for-profit
professional women’s group. The relationship with this larger professional women’s group has
had additional benefits, including providing the geoscience community-based group with official
status (to help receive benefits such as not-for-profit venue rates), insurance to cover the events,
assistance to help find speakers, and help advertising events to a larger audience. Recently this
group formed another connection with a geology-based professional organization which has
allowed them access to meeting space. June has been conscious to make sure the group has

115

maintained their independence, despite these relationships. Sara’s comments about this move to
be under the larger entity:
I would say everybody supports the group in theory. Because we have had the
opportunity to affiliate our group with another, more prominent group, I think that has
given us more legitimacy. We have used the new affiliation to help promote our group to
a greater geoscience demographic as something that is important in my work
environment.
This geoscience community-based group, in particular, was created and has been maintained
because all three organizing women saw a need. There have been other co-ed community-based
geology groups in the past, such as the Carbonate Liars Club, but these groups have not been
accommodating to the lives women lead. June explains:
There is another group. It is a geological group called Carbonate Liars (this group is open
to men and women). I have talked to them. Their events are always after work and their
attendance is almost always guys. They were looking for a venue to meet. I told them
about our set up with our professional geoscience organization, and if they joined (as a
subcommittee like us) they too could have a room. I also suggested that they should meet
at noon. But then there would be no beer there. That is a deal breaker for them. It is great
for the students and the old guys, but I told them that they are never going to see midcareer or even early career women, as this group has to go home. They said, ‘Well never
mind’. It didn’t matter to them.
Regardless of which style of groups professional women join, there are often two paths the
groups take to tackle the topic of gender inequality: assimilation or separation.

Assimilate versus Separate
In general professional women and professional women’s groups are torn on the directions to
take to battle the topic of gender discrimination in the Alberta geoscience work environment.
The survey indicated a few options, yet none were strongly favoured. For example, the topic of
quotas versus assuming the best person would get the position was answered almost 50/50.
Thirty-three percent of the participants felt they just had to work harder to be successful,
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meaning 67% (20 out of 30) did not feel this would work. Others (37% or 11 out of 30) answered
that they had to be more assertive than men to find success. Almost half (14 out of 30, or 47%)
felt that the best way for women to overcome gender discrimination was to organize to bring
about political/policy change. The first path groups take on the topic of gender inequality is to
assimilate or conform.

Path One - Conform
One path professional women’s groups take is to change women to fit into the current culture, or
assimilate, which aligns with objectives of the Lean In movement and the Lean In Circles.
Through this route, the women learn skills to help them cope with the current work environment.
One survey participant explained why she joined a women’s group:
(The group provided) formal and informal mentorship, both friendships and career
networking, (and) soft skill development/business & management skill development.
Many participants mentioned the soft-skill training they had attended through both the public and
private settings. One survey participant stated:
They have helped me understand why as technical people you need to have strong soft
skills, human factors in the workplace, collaboration, people management skills, and
networking.
The knowledge provided to these professional women may be knowledge that they otherwise
would not have access to. A comment from Sara:
We have brought in speakers or had conversations that I wish I had had earlier in my
career. Having access to these types of events has been nice. We bring information to
women that they may not get in other ways.

Though these insights, skillsets and speakers can be valuable to professional women to
help them cope in their current environments, the survey respondents were mixed on the
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effectiveness of this strategy. Only 17 out of 30 (57%) replying that participation in professional
women’s groups has helped them deal with gender-based issues. This is especially frustrating
when the knowledge provided to help women ‘fit’ is presented through a group in the private
setting, such as ERG’s or professional organizations, as the message presented to women is that
they are the problem, not the culture where they work. The women would rather see
organizations push for change. One participant in the survey stated:
I would love to see my professional organization or our technical societies push the
agenda on promoting and retaining women in our industry. I'm just not sure there is
anyone up for it. And why would they I guess?
The private setting can cause resistance to change, as the groups are influenced by the same
corporate/industry cultures and hierarchy as the workplace setting. When groups do little to
support women within their corporate culture, or as Sara phrased it ‘playing lip service’, some
women feel that they would be stronger if they self-organized.

Path Two - A Space of Their Own

Another strategy is to tackle gender inequalities by addressing the underlying structures that
prevent equality. This ties to Freedman’s 1979 work on separate women’s spaces. With 47% (14
out of 30) of the survey participants indicating that the best way for women to overcome gender
discrimination is by organizing to bring about political/policy change, it may not be surprising
that many professional women start or join community-based women’s groups. One survey
participant wrote:
Groups need to have greater influence but that means that they must be more actionoriented rather than just providing platforms for discussion.
Research into Phase I of the study identified that in the last five years there has been a surge of
women’s groups in Alberta, in both the private and public setting. Many of these groups are
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trying to influence change by being action-oriented. The geoscience group has dabbled a bit in
such directions, but the strength June sees is in how knowledge can be disseminated:
We lobby a bit, yes. We brought a professor in who works on gender in the workplace.
One of our members chatted with her after the event about the current economic
downturn, and the toll this has taken on female professional geoscientists versus their
male peers. The question asked was specifically on if the women have been laid off more
than the men. The two of them realized that they did not have enough data to know. They
went away and have been working on this. They may try to set up a survey to get more
data. Statistics Canada does not have the data, so maybe through our network this
knowledge can be obtained. They would need our members and our network to contact
more women. But intuitively and with the bit of information we have right now, it is
seeming that the layoffs in Calgary have been harder on the professional geoscience
women than men.
In general, the way I see it is that by (the women) being present (at an event), it (the
information) is going out. There may be a woman who comes from one company that
maybe works with a few other women (and they could not come), so she takes it back to
them. I love the idea that you can reach a room full of women instead of one on one. One
person comes in, 40 women hear it, and then the ideas spread out from there. Other
professional groups are so much ahead of the geosciences, and oil and gas.

Despite these strong efforts, it is difficult to know if the groups are making a difference.
Only 17% (5 out of 30) of the survey respondents indicated that participation in professional
women’s groups has assisted in the development of better gender-based policies at a workplace,
provincial and/or federal level. It is hard to know if these groups are unsuccessful, or if the
women/STEM companies are unaware of the efforts that have been made. Groups such as
Women in APEGA have included a focus on policy change when they created the Managing
Transitions document. As mentioned earlier, this document has been adopted at other levels:
including Engineers Canada and Geoscientists Canada. The document has been dispersed across
a variety of STEM networks, and last year the Alberta Status of Women office found out about
it. They then use the document to write their own policy for their newly created government
department. Despite the success of this document and legislation to support new parents in
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Alberta, some STEM companies still do not have policies in place for maternity and parental
leave. The survey indicated that almost half (14 out of 30 or 47%) of the participants have been
in companies where these style of policies were not in place.

Once again, the strength of the community-based group is the dissemination of this style
of knowledge. June spoke of a time her group advised a pregnant member when her company
was lacking policies. Since June was aware of the Managing Transitions document, she could
pass on the information:
There was one woman who came to one of our events. She was looking for information
on how to write her own maternity policy at her company (she was pregnant at the time).
She ended up writing it, just like that woman from Borneo did with the sexual
harassment.
In summary, Alberta professional geoscience women join women’s groups in the hope of
tackling the topic of gender inequality. There are two main styles of groups, one is the private
setting (such as ERG’s), the other can be found within the public setting (such as communitybased groups). Regardless of setting, groups tackle the topic of gender inequality through two
paths: one path is to help women conform or assimilate into the current working culture, while
the other is to create a separate space with the purpose of addressing underlying systemic issues
that prevent inclusion of women within these work cultures. Next, we will investigate the
challenges both styles of groups have.
Challenges Facing Professional Women’s Groups

The groups can face a variety of challenges. Here is a summary of answers/themes from the
survey, included and the number of times this general theme was mentioned:
•

Recruiting, retaining and engaging volunteers/members (5)
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•

Internal politics within the group - including leadership and strategy development (5)

•

As a group having to justify/legitimize existence (4)

•

Being a member of the group is seen as a negative (4)

•

Not being listened to as a group (that there is a gender issue within the work
environment) (3)

•

Financial support (3)

•

Space to meet (1)

•

Groups need more men involved (1)

•

That women’s groups are not perceived as important as a technical-focused group (1)

Four survey participants did not see the groups as a valuable use of their time. One key response
focused on how far the working environment has to come to include women and minorities, and
how this was too large of an issue for women’s groups to tackle:
I’m not sure that women's groups actually help with issues that women experience in the
workplace. Most issues are still unreported because of fear of career repercussions or
judgement by others. If the offending person is required for business purposes, the victim
will be let go in order to 'solve' the problem. I see very gradual positive changes in the
acceptance of women in the professional workplace, however, these changes are at a pace
much slower than the acceptance of other 'workplace minorities' such as different races or
differing sexuality identities (gay, lesbian or bisexual is more accepted than female
heterosexual).
Others mentioned the potential stigma joining a women’s groups could cause. As two
participants stated:
Joining these groups can attach stigma, has the potential for you to be perceived as selfcentred and focused on political issues rather than the job.
Some women are perceived to be as ‘horrible feminists’ by appearing at a ‘Women of’
event.
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One participant expressed her concerns within the institution that her women’s group was in,
that the greater culture within the institution was highly resisting change at all levels.
Legitimizing the group – this is/was the biggest hurdle – even within the larger
professionals organization we joined, I feel this is a discounting of our legitimacy even
by the office staff responsible for booking our event space. We aren’t looked upon as
‘equal’ to the more technically-focused groups. Individuals proposing gender initiatives
in recent years past were also discredited – that these weren’t/aren’t ‘real’ problems that
we face and that this would need to be ‘proved’ to the Board that there was even an issue
before they would act on it.

In the community-based group, Sara expressed her concerns on if professional women
were able to attend meetings when they were in a public setting:
Some women mentioned that if people find out that they are going to our event, this may
be looked on badly within the company. Replies to their attendance by peers have been
along the line of ‘Oh it is the women's group'. Because we are grassroots, I feel that
women cannot legitimize the importance of why they want to come.
Sara has personally struggled with this challenge:
I did not talk about this group for some time. I didn't let anyone know I was doing it for
probably a year. One interesting comment I had, not too long ago, about the group, came
from the president of my current company. He said "Oh you know that women's thing
you do. I am very supportive of it, well around the office anyway. I wouldn't -you know tell any of the guys at the bar that I think it is important. But around the office, I think it
is good you are doing it. So if you need time to work on those things, that is fine”.
One participant saw the benefits of the community-based groups, but was concerned about the
groups' long-term viability:
Some of the community groups have a unique voice and culture that is stated in their
mandate. They have helped me understand why as technical people you need to have
strong soft skills, human factors in the workplace, collaboration, people management
skills, and networking. I see interest from the community of young professionals,
graduates, students to work in such groups not only to empower themselves but also to
help others. However, there are real concerns that make smooth operations, and ongoing
development within the groups difficult and hamper long-term viability.
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Though most felt that, in general, the professional women’s groups were open and
inviting spaces, certain intersections can make spaces less welcoming to some versus others,
physically and/or mentally. Ardi mentioned how she could attend the meetings when they were
during the noon hour, but how other immigrant women may have a difficult time. As many
immigrant women are out of work, they may not be able to come downtown in the middle of the
day. They may also struggle to find child care during the day if their husbands are working, as
many immigrant women may have limited personal networks.
We also do not have a lot of immigrants that come. The last meeting there was a few,
they wanted to volunteer. Mostly it is more local, working women. They are the ones
working I guess, so they can come.
Unlike her industry established co-leaders, Ardi also stated how she still keeps herself somewhat
guarded:
I have not really fully opened up. I could probably be more involved. I stay slightly at
arm’s length. I could (maybe) use their connections more to get a job, but I am not ready
to do that yet. I stay reserved a bit.
Many of the participants felt the groups, in general, could do things differently.

What groups can do differently
Half (50%) of the survey participants indicated that the groups could do something differently. A
recap of the themes are below, including the number of incidents for each theme:
•

Be more action-oriented and focused on the topic of gender equality (8)

•

The groups need to work together more on a forward front / too many groups fighting for
resources (5)

•

Need male advocates - Senior male leaders to support us (2)

•

Groups with power need to use their voices more on the topic of gender and diversity (2)

•

Governing groups need to give more support to unemployed workers (1)
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•

Groups can do more internally on knowledge transfer to new volunteers to help the
longevity of the group (1)
Groups are often faces with the topic of potential amalgamation of women’s groups.

There are advantages and disadvantages to this route. An advantage would include the
accumulation of resources, both financially and in volunteer hours. There is also strength in
numbers. But others disagree with this direction. Sara’s thoughts:
There are many women's groups in Calgary now, but if you bring them into one group we may lose something. Women need to see themselves in others. Our group is great for
women in geoscience because they can see people like themselves. Women are more
likely to go to something where there are women just like you.
Another topic of conversation is the inclusion on men into the groups.
The participants in both the survey and the interviews had mixed feeling about including
men within the professional women’s groups. One survey participant stated the need to include
men:
Must have male representation on committees - women know there are issues, we need
strong support from senior male leaders who believe.
The geoscience group has opened their doors to men with mixed results. June indicated that
when men were ready to hear the gender inequality issues, they have been receptive. Their
receptiveness was often tied to their own personal relationship with the women in their own
lives. But others have attended and outright denied the issues at hand. As June explained:
There are men in the audience sometimes. One event was on the topic of Your Rights
During Maternity Leave or Layoffs. It was given by a female lawyer. We had older men
attend. Those men had their daughter in mind, their ‘little girls’. Those kinds of guys are
in a ‘buy-in place’ at that time.
When we had the female professor come to talk, using Catalyst’s supported information,
on topics such as the gendered differences in pay, and how bringing women in on boards
increased your profit, I remember a young guy in the audience saying ‘Ppppst whatever,
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there are too many if’s about that’. Wow, I thought. That is very annoying. I thought man you needed to be here to hear that - maybe it will sink in or maybe it will not.
Sara saw the value of bringing men into the conversations, but even when men were invited, Sara
believed they may not come because the events and the topics were interpreted as a ‘Women’s
only thing’. She feared that many men still do not understand the issues.
My male colleagues are not attending the group meetings with me because they assume
that it is a woman only thing and that they do not want to intrude. So, it is sort of
supported, but it is also sort of 'eye rolled'. I would like to see things change. If we could
legitimize these conversations and bring them up. We are getting there by bringing it into
the professional organizations and at the government level. In 2016, Alberta finally got a
Status of Women division in our government. We have worked with them. There is still a
lot of eye rolling from men ‘What do we need with a Status of Women office?’ I have
heard it said ‘Why do we need a women's science network? Why can't we just have the
science network?’
It's a catch 22. You want to provide a space for women to network and get to know each
other, but at the same time, you realize you are doing that at the expense of bringing in
the men that are the sponsors.
Notwithstanding the experiences expressed by the participants on the topics of gender
discrimination within what seems as a long enduring sexist environment, and the need to create
professional women’s groups to combat these issues, the participants still provided a glimmer of
hope.

A Glimmer of hope

These women are finding their way within, what can be, a hostile working environment. When
asked ‘I see career development opportunities for myself ‘, 67% (20 out of 30) of the survey
participants replied agree or strongly agree. The women have also witnessed good gender
relations. In the statement ‘At the companies I have worked for, I have observed respectful
working relations between men and women’, 73% (22 out of 30) answered agree or strongly
agree. Seventy-three present indicated that in the companies they have worked, gender issues
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have been well integrated into workplace training. Good gender relations amongst workers can
lead to a respectful and rewarding experience for both employees and companies.
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CHAPTER SIX: CONCLUSIONS

A core argument of this thesis was that gender inequality needs to be read through a
spatial lens, in order to better understand existing structural inequalities that women face in nontraditional STEM work environments. I have established that space is not static, and does not
apply simply as an environment ‘out there’. Instead, space is dynamic, ever-changing through the
relations of both women and men, and can be influenced by factors such as social expectations in
and out of the workplace, political currents (i.e. neoliberalism), popular initiatives (e.g.
Sandberg's Lean In), and national and global directives (e.g. UN gender initiatives, government
of Canada equity initiatives). Spaces can and do change. My own personal experience with this
research project, within the academic context, illustrates this. Although feminist geography is
well-established as a stream of investigation within the discipline of Geography, it is not
commonly engaged nor, for some, considered a legitimate pursuit at the University of Calgary. It
is noteworthy that my thesis is the first in the department to have the word ‘Feminist’ in the title.

How space is conceptualized and constructed matters, as spaces can develop their own
culture that influences power dynamics, and these dynamics can change over time. As social
beings, we can each experience a space differently, and Massey encouraged the breakdown of
underlying structures within social relations; including gender and gendered relations. Spaces
themselves can be gendered, and this gendering can reflect/affect the ways in which gender itself
is constructed and understood. Gender relations hold within them cultural assumption towards
the roles men and women should play within space and within society. As such, women are
positioned differently based on their intersection of social class, age and family status, by their
sexual inclination, and by whether or not they are able-bodied (McDowell, 1997). A spatial lens
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can assist to illustrate that gender is not a principle but a relation that is established in practice
and place. Women are restricted by the responsibilities of their gender roles and by a variety of
political, economic and environmental conditions (Katz and Monk, 1993). When space is
gendered, such as the masculinized nature of the resource industry, it is then only women who
are seen to have gender, and gender is only ever discussed as a problem for women (Laplonge,
2014, 2013).

The participants of this study were predominantly cisgender women, able-bodied,
university educated in the geosciences, within the Alberta resource sector (some working, some
not), mostly white, and in their mid-career. Participant selection was purposive, recruiting
specifically for professional STEM women within the Alberta geoscience working environment,
who have been or are a member of a professional women’s groups(s). The project was
organized through three-phases, including: an inventory of professional women’s groups with a
presence in Alberta that may impact professional women geoscientists at some point in their
careers, an online survey to reach professional STEM women within the geoscience profession
who have been impacted by one or more professional women’s groups, and finally in-depth
semi-structured interviews of three key actors from one professional women’s group in Alberta.

The research identified a multitude of ways that the Alberta resource sector working
environment is gendered. This continues despite efforts from both women and government
initiatives. One option for professional geoscientists is to join professional women’s groups. The
research has shown that professional women’s groups in Alberta support professional STEM
women in a variety of ways. The strategies these groups employ have changed over time and
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have been influenced by a variety of factors. Groups today present strategies for women that fall
under two district approaches: to fix the women or fix the problem. These then, in turn, fall under
two directives: assimilation or separation. Regardless of which direction the women or the
groups take, one common over-arching theme is clear. Both options play into the neoliberal
notions that put the onus on women to make change; women are the problem and the solution with both paths having women in the position as their own advocates. This survey participant
summed up well the feelings of many who participated in this research:
I think it would be great if we were able to make real change. Bring inequality in the
upper technical and executive ranks to the forefront, pushing for more balanced board
appointments, but to be honest, I'm not sure anyone is up for that challenge. It also starts
to politicize the group. It's an uncomfortable conversation. Who wants to start it and
who really wants to chime in, let alone push the agenda outside of the room? As a group
of women advocating for ourselves, how far can we really get and what can we do to
make change happen?
Going forward, there are strategies groups can take to better support professional STEM women.
Alberta Professional Women’s Groups - Going Forward

I believe groups must continue offering Lean In style strategies, as these efforts support
women in the current system they are embedded. But this is not enough. Why should it be on the
women to change? The women themselves have indicated that they want more. Participants
within this research expressed that they want the groups to be action-oriented, to lobby for
change. As suggested by Freedman (1979), women need to take on the enormous task of
building coalitions of women's groups from all classes, races, and cultures, both inside and
outside of institutions. A reminder of her words:
Our common identities and heritage as women can provide enormous personal and
political strength as long as we claim the power to define what women can be and what
female institutions can achieve. I argue for renewed female institution building at this
point in the contemporary women's movement because I fear that many feminists-faced
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with the isolation of personal success or dismayed by political backlash-may turn away
from the separate women's politics that have achieved most of our gains in the past
decade. (1979, pg. 525)
An online investigation into professional women’s groups has identified that many of the groups
are already working collaboratively, or they are choosing their strategies based on niches that
need to be filled in order for the topic of gender inequality to be tackled from a variety of angles.

Going forward, I suggest that groups stay individual (such as the geoscientists keeping
their own demographically specific group, and Chic Geek continuing to broaden technical
options for women), but smaller groups should amalgamate on specific topics and push for a
collective change together. They can then approach and collaborate with larger groups with more
influence to push their agenda forward.

These neoliberal, self-solutions are not enough. The movement must include men. June’s
insights at the end of her interview ring true:
When change happens, it comes from those who have to change. We do not have to
change. Going back to all the anti-racism work I have done, it is about power. Whoever
has the power, they have to give up power. White people do not want to give up power,
white men really do not want to give up power. White women are not much better, but
men really do not want to give up power. So, it has to come from training by groups like
NextGenMen, to make men comfortable enough to give up power.
Marginalized groups can only push their agenda so far. The movement needs male allies. Groups
like NextGenMen are a great start, but there needs to be more than one front on this. The push
must come from not just those with power, but those with power who will lead. Without the
leadership, the efforts will be stuck in what June described as the ‘impermeable clay layers’ in
companies and in society.
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Though I state that the efforts need to include men, I suggest proceeding strategically
with caution. Having men in the meetings and planning sessions effects the power dynamics, and
the ability for women to speak freely. There are already intersections that each group must
consider, as indicated by Ardi on the topic of immigrant women. Groups must be aware of power
relations within their individual groups, and within collective initiatives. Missing this step will
inevitably prevent all voices from being heard. Together as a collective front, with involvement
from those with influence, change will happen.

The intended outcome of this research has been to create evidence-based solutions, which
in turn will help contribute to concrete solutions to better support professional female
geoscientists in Alberta. The findings here will be presented to professional groups with the
intention that the results will be helpful in the development of progressive policies, used to
encourage the retention and advancement of female geoscientists throughout the province of
Alberta.
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APPENDIX A
Groups with Presence in Alberta that may support Professional Geoscientists throughout their careers
Institutional
Acronym
Full Name
Federal Government
SWC
Status of Women Canada
Provincial Government
ASW
Alberta Status of Women
University Groups
NSERC
Chairs
Chairs for Women in Science and Engineering
University Of Alberta
UA-WISE
University of Alberta Women in Science & Engineering
WISEST
Women in Scholarship, Engineering, Science & Technology
Women in Technology
University of Calgary
UC-AWA
Academic Women's Association
UC-FWC
Faculty Women's Club
UC-WAO
Women's Advancement Office
UC-WIL
Women's Leadership Conference
UC-WISE
Women's Resource Centre
UC-WISE
Women in Science and Engineering
Southern Alberta Institute for Technology
SAIT WISE
SAIT Women in Science and Engineering
Professional Organizations
AWG
Association for Women Geoscientists
WGE SIC
Women in Geoscience and Engineering Special Interest Community
WinAPEGA
Women in APEGA (Association of Engineers and Geoscientists of Alberta)
Women of SPE - Calgary (Society of Petroleum Engineers)
Corporation Working in Alberta with ERG's for Women Professionals
ERG
Employee Resource Group
Encana's Women's Network
Feminin - Enbridge
Husky Women's Leadership Network
Women at Cenovus Network
Women in AMEC ERG
Women in Golder ERG
Women in Jacobs ERG
Women in Shell ERG
Women in Syncrude ERG
Women in Worley Parsons ERG
Women of Klohn
Women's Network in GE
Women@Enbridge
Women@Stantec
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Community-based
Acronym
CCWESTT
CCMU
CFUW
BPW Canada
CRIAW
IAAW
BPW
International
INWES
LilithPro
SCWIST
SWE
Famous 5
WWEST
WBF
WIL
WIM
WinSETT
WinTECH
WXN
WIN

YWCA Canada

National/International
Full Name
Canadian Coalition of Women in Engineering Science Trade and Technology
Canadian Business Chicks
Canadian Council for Muslim Women
Canadian Federation for University Women
Canadian Federation of Business and Professional Women
Canadian Research Institute For the Advancement of Women
Catalyst
Institute for the Advancement of Aboriginal Women
International Federation of Business and Professional Women
International Network of Women Engineers and Scientists
Lilith Professionals
Society for Canadian Women in Science and Technology
Society of Women Engineers
Team Sedna
The Famous 5 Foundation
West coast Women in Engineering Science and Technology
Women Building Futures
Women in Leadership
Women in Mining Canada
Women in Science Engineering Trade and Technology Centre
Women in Technology
Women's Executive Network
Women's Infrastructure Network
Women's March
Women's March Canada
Young Women's Christian Association Canada
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Community-based

Alberta Centric

Acronym

Full Name
100 Women Who Care Calgary
100 Women Who Care Edmonton
ACWS
Alberta Council of Women's Shelters
Alberta Network for Immigrant Women
AWE
Alberta Women Entrepreneurs
AWI
Alberta Women's Institute
AWSN
Alberta Women's Science Network
Ask Her
AVE Network
CCIS
Calgary Catholic Immigrant Society
CFUW Calgary
Canadian Federation for University Women Calgary
CFUW Calgary North Canadian Federation for University Women Calgary North
CFUW Edmonton
Canadian Federation for University Women Edmonton
BPW Calgary
Calgary Federation of Business and Professional Women
CIWA
Calgary Immigrant Women's Association
WLC
Calgary United Way: Women's Leadership Council
CWIE
Calgary Women in Energy
Chic Geek
Famous 5 Calgary
GeoWomen
Ladies Learning Code Calgary
MentorUP Alberta
PEGG Women
The Women associated with Professional Engineers and Geoscientists
WWC
Women Working in Calgary
Women's Centre Calgary
WLC
Women's Leadership Council
WRProgram
Work Re-engagement Program
WWIN
Women’s Workplace Improvement Network
YWE
Young Women in Energy
YWCA - Calgary
Young Women's Christian Association Calgary
YWCA Edmonton
Young Women's Christian Association Edmonton
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APPENDIX B

9/13/2017

Hosted in Canada Surveys - Professional Women’s Groups – Participant Survey

Professional Women’s Groups –Participant Survey
Research Project Information
This University of Calgary research project examines how
Professional Women’s Groups address topics such as gender
inequality within non- traditional work environments for women,
with a focus on geoscience work environments. The University
of Calgary Conjoint Faculties Research Ethics Board has
approved this research study.
The questionnaire
The questionnaire will take approximately 20-30 minutes to complete.
Participation in this questionnaire is voluntary. Your responses will remain anonymous.
Once submitted, data cannot be withdrawn from the study — if you do not wish to
answer certain questions, please omit them. Data obtained from this study may be used
by the researchers in academic publication and/or presentations.
Should you have any questions about this research, please contact the researcher at the
address below. Thank you in advance for your input.
Alicia Bjarnason PGeol.
MA Student
Department of Geography
University of Calgary
If you have any concerns about the way you’ve been treated as a participant, please
contact the Research Ethics Analyst, Research Services Office, University of Calgary at
(403) 2206289/2204283; email cfreb@ucalgary.ca (mailto:cfreb@ucalgary.ca).
There are 80 questions in this survey

Consent and Applicability Check
By clicking Yes below, I consent to participation in this survey. *
Please choose only one of the following:
O
O

Yes
No

I currently am or have been - a member / participant of one or more Professional
Women’s group(s)? *
Please choose only one of the following:
O
O

Yes
No
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Work Environment – with a focus on where a Geoscientist may work
(Geoscientist include: Geologists, Geological Engineers, Geophysicist, Geochemists, Hydrogeologists,
and other geoscience professionals work)

Gendered Attitudes
Please choose the appropriate response for each item:

Strongly
Agree

Agree

Disagree

Strongly
Disagree

Don’t
Know

Strongly
Agree

Agree

Disagree

Strongly
Disagree

Don’t
Know

A truly qualified women has no trouble
achieving career recognition and success.
The best way for women to overcome gender
discrimination is by working hard to prove their
abilities.
Women have been offered plenty of
opportunities to get ahead. If they don’t make
the most of them, it’s their problem.
In order to be successful, women need to be
more assertive then men.
The best way for women to overcome gender
discrimination is by organizing to bring about
political/policy change.
Men are more likely to receive company
supported financial and management training
than women.
Women are more likely than men to reach
leadership positions.
Quotas for positions such as Board Members are
inadvisable because the best person for the job
should always be selected.
The geoscience work environment is sexist.
More men than women geoscientists have been
affected during the past economic downturn.

Structured Statements
Please choose the appropriate response for each item:

I see career development opportunities for
myself.
The companies I have worked for have had
adequate policies in place to encourage workfamily balance.
The companies I have worked for have had
adequate policies in place for maternity leave.
The companies I have worked for have had
adequate policies in place for parental leave.
The companies I have worked for have had
adequate facilities in place for breastfeeding
women.
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Strongly
Agree

Agree

Disagree

Strongly
Disagree

Don’t
Know

The companies I have worked for provide
adequate assistance for families with preschool
ages children.
Men and women geoscientists with equivalent
levels of training and experience receive equal
pay.
Men and women geoscientists with equivalent
levels of training and experience have equal
opportunities for promotion.
Women seeking a career in the geosciences face
no particular barriers to obtaining the training
they need.
I have received fair pay and equal opportunities
for career growth as a geoscientist, based on my
experience, qualifications and training.
During my time as a geoscientist, I have
received sufficient mentoring from my
supervisors.
The ratio of men to women in geoscience
leadership is equitable.
Gender stereotyping and discrimination occurs
within the geoscience community.
At the companies I have worked for, I have
observed respectful working relations between
men and women.
At the companies I have worked for, gender
issues have been well integrated into the
workplace training.
Professional women’s groups I belong to have
tried to tackle gendered based issues within the
work environment.
Participating in professional women’s groups
has helped me deal with gender based issues.
Participating in professional women’s groups
has assisted in the development of better gender
based polices in the workplace, province and/or
federal level.

Professional Group Membership or Participation
The groups(s) I have been or currently am a member/participant were:
Comment only when you choose an answer.
Please choose all that apply and provide a comment:
O Setup at my place of work and I am required to be a member/participant: Group name(s)
O

Setup at my place of work, it is implied that I am expected to be a member/participant: Group name(s)

O

Setup at my place of work and I decided to join/participate: Group name(s)

O

Part of a professional organization that I am a member of: Group name(s)

O

In the community, away from my place of work: Group name(s)
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Do any of these groups have a membership fee?
Please choose only one of the following:
O
O

Yes
No

You answered yes to the previous question. Which groups had membership
fees, and how much where they?
Only answer this question if the following conditions are met:
Answer was 'Yes' at question '6 [S1Q3]' (Do any of these groups have a memberships fee?)
Please Answer Here:

Reasons for joining: (You can choose more than one)
Please choose all that apply.
O

To network

O

To gain soft skill training

O

To spend time with colleagues and friends

O

To organize for more gender-sensitive policies

O

To gain professional development hours

O

To assist in my search for employment

O

Other:

Are you involved in the planning or execution of one or more groups?
Please choose only one of the following:
O
O

Yes
No

You replied yes to the previous question. What role(s) do you/have you play(ed) and for how
long?
Only answer this question if the following conditions are met:
Answer was 'Yes' at question '9 [S1Q5]' (Are you involved in the planning or execution of one or
more groups?)
Please answer here:

What challenges have you faces in group organization/execution?
Only answer this question if the following conditions are met:
Answer was 'Yes' at question '9 [S1Q5]' (Are you involved in the planning or execution of one or
more groups?)
Please answer here:
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Have you found membership/participation to a professional women’s group to be
helpful to you personally or professionally?
Please choose only one of the following:
O
O

Yes
No

Explain your answer to the previous question.
Please answer here:

Should the group(s) do something differently?
Please choose only one of the following:
O
O

Yes
No

Please explain your answer to the previous question.
Please answer here:

Would you recommend others to join/participate in a group(s) mentioned?
Please choose only one of the following:
O
O

Yes
No

You answered Yes to the previous question. Please tell us which ones and why?
Only answer this question if the following conditions are met:
Answer was 'Yes' at question '16 [S1Q8]' (Would you recommend others to join/participate in a
group(s) mentioned?)
Please answer here:

Is there anything else you would like to add?
Please write your answer here:

Participant Background Information
This part of the survey is to provide an understanding of overall personal and employment conditions,
as well as background information on why professional women join women’s groups.

Personal and Education Background
Year of birth
Only numbers may be entered in this field. Your answer must be between 1900 and 2016.
Please write your answer here:
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Which of the following applies to you (Based on Statistics Canada categories)?
Check all that apply.
O
O
O
O
O
O
O
O
O
O
O
O
O

White
South Asian
Chinese
Black
Filipino
Latin American
Arab
Southeast Asian
West Asian
Korean
Japanese
Aboriginal
Other

Which of the following applies to you?
Please choose only one of the following:
O
O
O
O
O

Canadian Citizen
Naturalized Canadian
Permanent Resident
Landed Immigrant
Other:

I have a degree in the area(s) of:
Please choose all that apply:
O
O
O
O
O

Science
Technology
Engineering
Math
Other:

My Degree(s):
Please write your answer here:

Degrees from which Institution(s)?
Please write your answer here:

Employment Background
I am currently:
Please choose only one of the following:
O Employed, working in my field
O Employed, working in an unrelated field
O Self-employed, in my own field
O Self-employed in an unrelated field
O Unemployed
O Other:
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How long have you worked in your profession (in years)?
Your answer must be between 0 and 100
Please write your answer here:

Has most of your work experience been in Alberta?
Please choose only one of the following:
O
O

Yes
No

How many companies have you worked for?
Your answer must be between 0 and 100
Please write your answer here:

Please indicate below the general amount of STEM professionals that have worked at the
companies you have worked for:
Comment only when you choose an answer.
Please choose all that apply and provide a comment:
O I was the only STEM Professional at the company. How long in years did you work there?
O

There were very few STEM professional (less than 10) at the company I worked at. How long in years
did you work there?

O

There were very few STEM professional (10-30) at the company I worked at. How long in years did
you work there?

O

There were very few STEM professional (greater then 30) at the company I worked at. How long in
years did you work there?

O

Other (explain):

Have you ever had a formal flexible work arrangement setup within your place of work?
Please choose only one of the following:
O
O

Yes
No

What flexible work arrangement(s) did you have? Did you experience any negative outcomes.
Only answer this question if the following conditions are met:
Answer was 'Yes' at question '32 [S2Q9]' (Have you ever had a formal flexible work arrangement
setup within your place of work?)
Please write your answer here:

Have you worked as an Independent (consultant)?
Please choose only one of the following:
O
O

Yes
No
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How many years in total have you worked as an independent consultant?
Only answer this question if the following conditions are met:
Answer was 'Yes' at question '34 [S2Q10]' (Have you worked as an Independent (consultant)?)
Only numbers may be entered in this field. Your answer must be between 0 and 100.
Please write your answer here:

What type of setup have you worked as an independent consultant?
Only answer this question if the following conditions are met:
Answer was 'Yes' at question '34 [S2Q10]' (Have you worked as an Independent (consultant)?) Comment only when
you choose an answer.
Please choose all that apply and provide a comment:
O Home based. # of years:
O

Worked within a company that had: Very few STEM professional (less than 10). # of years you worked
there:

O

Worked within a company that had: Moderate amount of STEM Professionals (10-30). # of years you
worked there

O

Worked within a company that had: Large amount of STEM professionals (greater then 30). # of years
you worked there

O

Other:

Highest level position you held at a company is/was:
Please choose only one of the following:
O Employee
O Manager
O Vice-President
O President
O Other:

Were you ever demoted from a position while working at a company?
Please choose only one of the following:
O
O

Yes
No

Have you faced barriers while trying to advance?
Please choose only one of the following:
O
O

Yes
No

What Barriers have you faced?
Only answer this question if the following conditions are met:
Answer was 'Yes' at question '39 [S2Q14]' (Have you faced barriers while trying to advance?)
Please write your answer here.
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If you have left your STEM Profession: How far were you into your career and why did you
leave?
Please write your answer here.

Workplace Safety
I have experienced but not reported sexual harassment at work.
(Sexual Harassment - Unwelcome sexual advances, requests for sexual favors, and other verbal or
physical conduct of a sexual nature that tends to create a hostile or offensive work environment.)
Please choose only one of the following:
O
O
O

Yes
No
I don’t know

I have experienced and reported sexual harassment within the workplace.
Please choose only one of the following:
O
O
O

Yes
No
I don’t know

I have witnessed sexual harassment at work happen to someone other than me.
Please choose only one of the following:
O
O
O

Yes
No
I don’t know

Child Care and Employment
Are you married/common law?
Please choose only one of the following:
O
O

Yes
No

Do you currently have children between the age of 0- 18 years?
Please choose only one of the following:
O
O

Yes
No

Have you taken a maternity or parental leave?
Please choose only one of the following:
O
O

Yes
No

How was this perceived by your employer?
Please choose only one of the following:
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O
O
O

Positive
Negative
Other:

Has your spouse/partner taken maternity, paternal or parental leave?
Please choose only one of the following:
O
O

Yes
No

Are you/were you a single parent?
Please choose only one of the following:
O
O

Yes
No

When working, who did/does the majority of the care for the children?
O
O
O
O
O

Spouse
Family Member
Shared with spouse
Not applicable
Other:

Do you have extended family member(s) that can/have support you in the home?
Please choose only one of the following:
O
O

Yes
No

Do you have extended family member(s) that needs/needed to be cared for?
Please choose only one of the following:
O
O

Yes
No

What kind of care are you providing?
Only answer this question if the following conditions are met:
Answer was 'Yes' at question '55 [S2Q23]' (Do you have extended family member(s) that
needs/needed to be cared for?)
Please choose only one of the following:
O
O
O
O

Elderly Care
Disability
Critically Ill
Other:

In this case, are you/were you a:
Only answer this question if the following conditions are met:
Answer was 'Yes' at question '55 [S2Q23]' (Do you have extended family member(s) that
needs/needed to be cared for?)
Please choose only one of the following:
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O
O
O

Primary care giver
Helping the primary care giver
Other:

Is there anything you would like to add?
Please write your answer here.

Submit your survey.
Thank you for completing this survey.

155

APPENDIX C

Professional Women’s Groups – Participant Online Survey
Live May 1- Aug 31, 2017
http://stemwomengroups.hostedincanadasurveys.ca/
Researcher
Alicia Bjarnason PGeol.
MA Student
Department of Geography
University of Calgary
Calgary Alberta
Number of records in this query (Full survey responses):
Total records in survey:
Percentage of total:

Field summary for S0Q1
By clicking Yes below, I consent to participation in this survey.
Answer
Count
Percentage
Yes (Y)
30
No (N)
0
No answer
0

30
30
100%

100.00%
0.00%
0.00%

Field summary for S0Q1 By clicking Yes below, I consent to participation in this
survey. Count
35

30

25

20

15

10

5

0
Yes (Y)

No (N)
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No answer

Field summary for S1Q1
I currently am or have been - a member / participant of one or more Professional Women’s group(s)?
Answer
Count
Percentage
Yes (Y)
30
100.00%
No (N)
0
0.00%
No answer
0
0.00%

Field summary for S1Q1 I currently am or have been - a member / participant of one
or more Professional Women’s group(s)?
35

30

25

20

15

10

5

0
Yes (Y)

No (N)

No answer

Gendered Attitudes
Field summary for S3Q1(1)
Gendered Attitudes
[A truly qualified woman has no trouble achieving career recognition and success.]
Answer
Count
Percentage
Strongly Agree (A1)
0
0.00%
Agree (A2)
6
20.00%
Disagree (A3)
15
50.00%
Strongly Disagree (A4)
9
30.00%
Don't Know (A5)
0
0.00%
No answer
0
0.00%

Field summary for S3Q1(1) Gendered Attitudes
[A truly qualified woman has no trouble achieving career recognition and success.]
16
14
12
10
8
6
4
2
0
Strongly Agree (A1)

Agree (A2)

Disagree (A3)
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Strongly Disagree (A4)

Don't Know (A5)

No answer

Field summary for S3Q1(2)
Gendered Attitudes
[The best way for women to overcome gender discrimination is by working hard to prove their abilities.]
Answer
Count
Percentage
Strongly Agree (A1)
0
0.00%
Agree (A2)
10
33.33%
Disagree (A3)
14
46.67%
Strongly Disagree (A4)
5
16.67%
Don't Know (A5)
1
3.33%
No answer
0
0.00%

Field summary for S3Q1(2) Gendered Attitudes
[The best way for women to overcome gender discrimination is by working hard to
prove their abilities.]
16
14
12
10
8
6
4
2
0
Strongly Agree (A1)

Agree (A2)

Disagree (A3)

Strongly Disagree (A4)

Don't Know (A5)

No answer

Field summary for S3Q1(3)
Gendered Attitudes
[Women have been offered plenty of opportunities to get ahead. If they don’t make the most of them, it’s their problem.]
Answer
Count
Percentage
Strongly Agree (A1)
0
0.00%
Agree (A2)
0
0.00%
Disagree (A3)
13
43.33%
Strongly Disagree (A4)
16
53.33%
Don't Know (A5)
1
3.33%
No answer
0
0.00%

Field summary for S3Q1(3) Gendered Attitudes
[Women have been offered plenty of opportunities to get ahead. If they don’t make
the most of them, it’s their problem.]
18
16
14
12
10
8
6
4
2
0
Strongly Agree (A1)

Agree (A2)

Disagree (A3)
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Strongly Disagree (A4)

Don't Know (A5)

No answer

Field summary for S3Q1(4)
Gendered Attitudes
[In order to be successful, women need to be more assertive than men.]
Answer
Count
Percentage
Strongly Agree (A1)
2
6.67%
Agree (A2)
9
30.00%
Disagree (A3)
12
40.00%
Strongly Disagree (A4)
0
0.00%
Don't Know (A5)
7
23.33%
No answer
0
0.00%

Field summary for S3Q1(4) Gendered Attitudes
[In order to be successful, women need to be more assertive than men.]
14
12

10
8
6

4
2
0
Strongly Agree (A1)

Agree (A2)

Disagree (A3)

Strongly Disagree (A4)

Don't Know (A5)

No answer

Field summary for S3Q1(5)
Gendered Attitudes
[The best way for women to overcome gender discrimination is by organizing to bring about political/policy change.]
Answer
Count
Percentage
Strongly Agree (A1)
4
13.33%
Agree (A2)
10
33.33%
Disagree (A3)
8
26.67%
Strongly Disagree (A4)
1
3.33%
Don't Know (A5)
6
20.00%
No answer
1
3.33%

Field summary for S3Q1(5) Gendered Attitudes
[The best way for women to overcome gender discrimination is by organizing to
bring about political/policy change.]
12

10

8

6

4

2

0
Strongly Agree (A1)

Agree (A2)

Disagree (A3)
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Strongly Disagree (A4)

Don't Know (A5)

No answer

Field summary for S3Q1(6)
Gendered Attitudes
[Men are more likely to receive company supported financial and management training than women.]
Answer
Count
Percentage
Strongly Agree (A1)
9
30.00%
Agree (A2)
12
40.00%
Disagree (A3)
7
23.33%
Strongly Disagree (A4)
0
0.00%
Don't Know (A5)
2
6.67%
No answer
0
0.00%

Field summary for S3Q1(6) Gendered Attitudes
[Men are more likely to receive company supported financial and management
training than women.]
14
12
10
8
6
4
2
0
Strongly Agree (A1)

Agree (A2)

Disagree (A3)

Strongly Disagree (A4)

Don't Know (A5)

No answer

Field summary for S3Q1(7)
Gendered Attitudes
[Women are more likely than men to reach leadership positions.]
Answer
Count
Percentage
Strongly Agree (A1)
0
0.00%
Agree (A2)
2
6.67%
Disagree (A3)
8
26.67%
Strongly Disagree (A4)
20
66.67%
Don't Know (A5)
0
0.00%
No answer
0
0.00%

Field summary for S3Q1(7) Gendered Attitudes
[Women are more likely than men to reach leadership positions.]
25

20

15

10

5

0
Strongly Agree (A1)

Agree (A2)

Disagree (A3)
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Strongly Disagree (A4)

Don't Know (A5)

No answer

Field summary for S3Q1(8)
Gendered Attitudes
[Quotas for positions such as Board Members are inadvisable because the best person for the job should always be selected.]
Answer
Count
Percentage
Strongly Agree (A1)
3
10.00%
Agree (A2)
11
36.67%
Disagree (A3)
9
30.00%
Strongly Disagree (A4)
3
10.00%
Don't Know (A5)
4
13.33%
No answer
0
0.00%

Field summary for S3Q1(8) Gendered Attitudes
[Quotas for positions such as Board Members are inadvisable because the best
person for the job should always be selected.]
12

10

8

6

4

2

0
Strongly Agree (A1)

Agree (A2)

Field summary for S3Q1(9)
Gendered Attitudes
[The geoscience work environment is sexist.]
Answer
Count
Strongly Agree (A1)
Agree (A2)
Disagree (A3)
Strongly Disagree (A4)
Don't Know (A5)
No answer

Disagree (A3)

Strongly Disagree (A4)

Don't Know (A5)

No answer

Percentage
4
14
5
1
6
0

13.33%
46.67%
16.67%
3.33%
20.00%
0.00%

Field summary for S3Q1(9) Gendered Attitudes
[The geoscience work environment is sexist.]
16
14
12
10
8
6
4
2
0
Strongly Agree (A1)

Agree (A2)

Disagree (A3)
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Strongly Disagree (A4)

Don't Know (A5)

No answer

Field summary for S3Q1(10)
Gendered Attitudes
[More men than women geoscientists have been affected during the past economic downtown.]
Answer
Count
Percentage
Strongly Agree (A1)
1
3.33%
Agree (A2)
5
16.67%
Disagree (A3)
8
26.67%
Strongly Disagree (A4)
6
20.00%
Don't Know (A5)
8
26.67%
No answer
2
6.67%

Field summary for S3Q1(10) Gendered Attitudes
[More men than women geoscientists have been affected during the past
economic downtown.]
9
8
7
6
5
4
3
2
1
0
Strongly Agree (A1)

Agree (A2)

Disagree (A3)

Strongly Disagree (A4)

Don't Know (A5)

No answer

Structured Statements
Field summary for S3Q2(1)
Structured Statements
[I see career development opportunities for myself.]
Answer
Count
Strongly Agree (1)
Agree (2)
Disagree (3)
Strongly Disagree (4)
Don't Know (5)
No answer

Percentage
1
19
9
0
0
1

3.33%
63.33%
30.00%
0.00%
0.00%
3.33%

Field summary for S3Q2(1) Structured Statements
[I see career development opportunities for myself.]
20
18
16
14
12
10
8
6
4
2
0
Strongly Agree (1)

Agree (2)

Disagree (3)
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Strongly Disagree (4)

Don't Know (5)

No answer

Field summary for S3Q2(2)
Structured Statements
[The companies I have worked for have had adequate policies in place to encourage work-family balance.]
Answer
Count
Percentage
Strongly Agree (1)
0
0.00%
Agree (2)
11
36.67%
Disagree (3)
13
43.33%
Strongly Disagree (4)
2
6.67%
Don't Know (5)
4
13.33%
No answer
0
0.00%

Field summary for S3Q2(2) Structured Statements
[The companies I have worked for have had adequate policies in place to
encourage work-family balance.]
14
12
10
8
6
4
2
0
Strongly Agree (1)

Agree (2)

Disagree (3)

Strongly Disagree (4)

Don't Know (5)

No answer

Field summary for S3Q2(3)
Structured Statements
[The companies I have worked for have had adequate policies in place for maternity leave.]
Answer
Count
Percentage
Strongly Agree (1)
2
6.67%
Agree (2)
14
46.67%
Disagree (3)
9
30.00%
Strongly Disagree (4)
0
0.00%
Don't Know (5)
5
16.67%
No answer
0
0.00%

Field summary for S3Q2(3) Structured Statements
[The companies I have worked for have had adequate policies in place for maternity
leave.]
16
14
12
10
8
6
4
2
0
Strongly Agree (1)

Agree (2)

Disagree (3)
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Strongly Disagree (4)

Don't Know (5)

No answer

Field summary for S3Q2(4)
Structured Statements
[The companies I have worked for have had adequate policies in place for parental leave.]
Answer
Count
Percentage
Strongly Agree (1)
1
Agree (2)
13
Disagree (3)
9
Strongly Disagree (4)
0
Don't Know (5)
7
No answer
0

3.33%
43.33%
30.00%
0.00%
23.33%
0.00%

Field summary for S3Q2(4) Structured Statements
[The companies I have worked for have had adequate policies in place for parental
leave.]
14
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4
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Strongly Agree (1)

Agree (2)

Disagree (3)

Strongly Disagree (4)

Don't Know (5)

No answer

Field summary for S3Q2(5)
Structured Statements
[The companies I have worked for have had adequate facilities in place for breastfeeding women.]
Answer
Count
Percentage
Strongly Agree (1)
0
0.00%
Agree (2)
1
3.33%
Disagree (3)
10
33.33%
Strongly Disagree (4)
9
30.00%
Don't Know (5)
10
33.33%
No answer
0
0.00%

Field summary for S3Q2(5) Structured Statements
[The companies I have worked for have had adequate facilities in place for
breastfeeding women.]
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Agree (2)

Disagree (3)
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Strongly Disagree (4)

Don't Know (5)

No answer

Field summary for S3Q2(6)
Structured Statements
[The companies I have worked for provide adequate assistance for families with preschool age children.]
Answer
Count
Percentage
Strongly Agree (1)
0
Agree (2)
3
Disagree (3)
13
Strongly Disagree (4)
5
Don't Know (5)
9
No answer
0

0.00%
10.00%
43.33%
16.67%
30.00%
0.00%

Field summary for S3Q2(6) Structured Statements
[The companies I have worked for provide adequate assistance for families with
preschool age children.]
14
12
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0
Strongly Agree (1)

Agree (2)

Disagree (3)

Strongly Disagree (4)

Don't Know (5)

No answer

Field summary for S3Q2(7)
Structured Statements
[Men and women geoscientists with equivalent levels of training and experiences receive equal pay.]
Answer
Count
Percentage
Strongly Agree (1)
1
3.33%
Agree (2)
3
10.00%
Disagree (3)
9
30.00%
Strongly Disagree (4)
9
30.00%
Don't Know (5)
8
26.67%
No answer
0
0.00%

Field summary for S3Q2(7) Structured Statements
[Men and women geoscientists with equivalent levels of training and experiences
receive equal pay.]
10
9
8
7
6
5
4
3
2
1
0
Strongly Agree (1)

Agree (2)

Disagree (3)
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Strongly Disagree (4)

Don't Know (5)

No answer

Field summary for S3Q2(8)
Structured Statements
[Men and women geoscientists with equivalent levels of training and experiences have equal opportunities for promotion.]
Answer
Count
Percentage
Strongly Agree (1)
0
0.00%
Agree (2)
4
13.33%
Disagree (3)
15
50.00%
Strongly Disagree (4)
7
23.33%
Don't Know (5)
4
13.33%
No answer
0
0.00%

Field summary for S3Q2(8) Structured Statements
[Men and women geoscientists with equivalent levels of training and experiences
have equal opportunities for promotion.]
16
14
12
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8
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Strongly Agree (1)

Agree (2)

Disagree (3)

Strongly Disagree (4)

Don't Know (5)

No answer

Field summary for S3Q2(9)
Structured Statements
[Women seeking a career in the geosciences face no particular barriers to obtain the training they need.]
Answer
Count
Percentage
Strongly Agree (1)
0
0.00%
Agree (2)
9
30.00%
Disagree (3)
11
36.67%
Strongly Disagree (4)
6
20.00%
Don't Know (5)
4
13.33%
No answer
0
0.00%

Field summary for S3Q2(9) Structured Statements
[Women seeking a career in the geosciences face no particular barriers to obtain the
training they need.]
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Agree (2)

Disagree (3)
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Strongly Disagree (4)

Don't Know (5)

No answer

Field summary for S3Q2(10)
Structured Statements
[I have received fair pay and equal opportunities for career growth as a geoscientist, based on my experiences, qualifications and
training.]
Answer
Count
Percentage
Strongly Agree (1)
2
6.67%
Agree (2)
6
20.00%
Disagree (3)
12
40.00%
Strongly Disagree (4)
7
23.33%
Don't Know (5)
1
3.33%
No answer
2
6.67%

Field summary for S3Q2(10) Structured Statements
[I have received fair pay and equal opportunities for career growth as a geoscientist,
based on my experiences, qualifications and training.]
14
12
10
8
6
4
2
0
Strongly Agree (1)

Agree (2)

Disagree (3)

Strongly Disagree (4)

Don't Know (5)

No answer

Field summary for S3Q2(11)
Structured Statements
[During my time as a geoscientist, I have received sufficient mentoring from my superiors.]
Answer
Count
Percentage
Strongly Agree (1)
0
0.00%
Agree (2)
10
33.33%
Disagree (3)
11
36.67%
Strongly Disagree (4)
7
23.33%
Don't Know (5)
2
6.67%
No answer
0
0.00%

Field summary for S3Q2(11) Structured Statements
[During my time as a geoscientist, I have received sufficient mentoring from my
superiors.]
12

10

8

6

4

2

0
Strongly Agree (1)

Agree (2)

Disagree (3)
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Strongly Disagree (4)

Don't Know (5)

No answer

Field summary for S3Q2(12)
Structured Statements
[The ratio of men to women in geoscience leadership positions is equitable.]
Answer
Count
Percentage
Strongly Agree (1)
0
Agree (2)
1
Disagree (3)
10
Strongly Disagree (4)
16
Don't Know (5)
2
No answer
1

0.00%
3.33%
33.33%
53.33%
6.67%
3.33%

Field summary for S3Q2(12) Structured Statements
[The ratio of men to women in geoscience leadership positions is equitable.]
18
16
14
12
10
8
6
4
2
0
Strongly Agree (1)

Agree (2)

Disagree (3)

Strongly Disagree (4)

Field summary for S3Q2(13)
Structured Statements
[Gender stereotyping and discrimination occurs within the geoscience community.]
Answer
Count
Percentage
Strongly Agree (1)
9
Agree (2)
18
Disagree (3)
1
Strongly Disagree (4)
0
Don't Know (5)
2
No answer
0

Don't Know (5)

No answer

30.00%
60.00%
3.33%
0.00%
6.67%
0.00%

Field summary for S3Q2(13) Structured Statements
[Gender stereotyping and discrimination occurs within the geoscience community.]
20
18
16
14
12
10
8
6
4
2
0
Strongly Agree (1)

Agree (2)

Disagree (3)
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Strongly Disagree (4)

Don't Know (5)

No answer

Field summary for S3Q2(14)
Structured Statements
[At the companies I have worked for, I have observed respectful working relations between men and women.]
Answer
Count
Percentage
Strongly Agree (1)
4
13.33%
Agree (2)
18
60.00%
Disagree (3)
7
23.33%
Strongly Disagree (4)
1
3.33%
Don't Know (5)
0
0.00%
No answer
0
0.00%

Field summary for S3Q2(14) Structured Statements
[At the companies I have worked for, I have observed respectful working relations
between men and women.]
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Disagree (3)

Strongly Disagree (4)

Don't Know (5)

No answer

Field summary for S3Q2(15)
Structured Statements
[At the companies I have worked for, gender issues have been well integrated into workplace training.]
Answer
Count
Percentage
Strongly Agree (1)
0
0.00%
Agree (2)
5
16.67%
Disagree (3)
14
46.67%
Strongly Disagree (4)
9
30.00%
Don't Know (5)
1
3.33%
No answer
1
3.33%

Field summary for S3Q2(15) Structured Statements
[At the companies I have worked for, gender issues have been well integrated into
workplace training.]
16
14
12
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8
6
4
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0
Strongly Agree (1)

Agree (2)

Disagree (3)
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Strongly Disagree (4)

Don't Know (5)

No answer

Field summary for S3Q2(16)
Structured Statements
[The professional women’s group's I belong to have tried to tackle gendered based issues within the work environment.]
Answer
Count
Percentage
Strongly Agree (1)
2
6.67%
Agree (2)
15
50.00%
Disagree (3)
6
20.00%
Strongly Disagree (4)
1
3.33%
Don't Know (5)
5
16.67%
No answer
1
3.33%

Field summary for S3Q2(16) Structured Statements
[The professional women’s group's I belong to have tried to tackle gendered based
issues within the work environment.]
16
14
12
10
8
6
4
2
0
Strongly Agree (1)

Agree (2)

Disagree (3)

Strongly Disagree (4)

Field summary for S3Q2(17)
Structured Statements
[Participating in professional women’s group's has helped me deal with gender based issues.]
Answer
Count
Percentage
Strongly Agree (1)
2
Agree (2)
14
Disagree (3)
7
Strongly Disagree (4)
2
Don't Know (5)
2
No answer
3

Don't Know (5)

No answer

6.67%
46.67%
23.33%
6.67%
6.67%
10.00%

Field summary for S3Q2(17) Structured Statements
[Participating in professional women’s group's has helped me deal with gender
based issues.]
16
14
12
10
8
6
4
2
0
Strongly Agree (1)

Agree (2)

Disagree (3)
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Strongly Disagree (4)

Don't Know (5)

No answer

Field summary for S3Q2(18)
Structured Statements
[Participating in professional women’s group's has assisted in the development of better gender based policies at a workplace,
provincial and/or a federal level.]
Answer
Count
Percentage
Strongly Agree (1)
0
0.00%
Agree (2)
5
16.67%
Disagree (3)
10
33.33%
Strongly Disagree (4)
2
6.67%
Don't Know (5)
10
33.33%
No answer
3
10.00%

Field summary for S3Q2(18) Structured Statements
[Participating in professional women’s group's has assisted in the development of
better gender based policies at a workplace, provincial and/or a federal level.]
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Strongly Agree (1)

Agree (2)

Disagree (3)

Strongly Disagree (4)

Don't Know (5)

No answer

Professional Women’s Groups Situated
Field summary for S1Q2
The groups(s) I have been or currently am a member/participant were:
Answer
Setup at my place of work and I am required to be a member/participant:
Setup at my place of work, it is implied that I am expected to be a member/participant:
Setup at my place of work and I decided to join/participate:
Part of a professional organization that I am a member of:
In the community, away from my place of work:

Count
2
3
5
15
20

Percentage
6.67%
10.00%
16.67%
50.00%
66.67%

Field summary for S1Q2 The groups(s) I have been or currently am a
member/participant were:
25

20
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5

0
Setup at my place of work and I Setup at my place of work, it is Setup at my place of work and I
Part of a professional
am required to be a
implied that I am expected to decided to join/participate:
organization that I am a
member/participant: Group
be a member/participant:
Group name(s)
member of: Group name(s)
name(s)
Group name(s)
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In the community, away from
my place of work: Group
name(s)

Group(s) Names:
Response – This information is staying anonymous
Summary:
18 out of 30 participants responded to this question.
12 different groups were represented in the answers.
The remaining participants did not give the name of the groups they have been or currently are a member of.

Field summary for S1Q3
Do any of these groups have a memberships fee?
Answer
Count
Percentage
Yes (Y)
14
No (N)
13
No answer
3

16

46.67%
43.33%
10.00%

Field summary for S1Q3 Do any of these groups have a memberships fee?

14

12
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8

6

4

2

0
Yes (Y)

No (N)
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No answer

Which groups had membership fees, and how much where they?
Response – This information is staying anonymous
Summary
The fees were from free to over $300
8 more group names were offered in this question.
In total the participants now represent 20 different groups.

Field summary for S1Q4
Reasons for joining: (You can choose more than one)
Answer
To network (SQ001)
To gain soft skill training (SQ002)

29
12

Percentage
96.67%
40.00%

12

40.00%

6

20.00%

To gain professional developmental hours (SQ005)

13

43.33%

To assist in my search for employment (SQ006)
Other

19
8

63.33%
26.67%

To spend time with colleagues and friends (SQ003)
To organize for more gender-sensitive policies (SQ004)

Count

Field summary for S1Q4 Reasons for joining: (You can choose more than one) Count
35
30
25
20
15
10
5
0
To network (SQ001)

To gain soft skill training
(SQ002)

To spend time with
colleagues and friends
(SQ003)
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To organize for more
gender-sensitive policies
(SQ004)

To gain professional
developmental hours
(SQ005)

To assist in my search for
employment (SQ006)

Reasons for joining:
Response
To support women professionals
Technical and business training
To make a positive change for others and in the workplace
To maintain professional designation
To build technical knowledge
Professional membership is required
To contribute to a community that halos women in science and makes sure young people do not encounter the problems that I have
encountered.
Meet other professional women

Field summary for S1Q5
Are you involved in the planning or execution of one or more groups?
Answer
Count
Percentage
Yes (Y)
13
43.33%
No (N)
15
50.00%
No answer
2
6.67%

Field summary for S1Q5 Are you involved in the planning or execution of one or
more groups?
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4

2

0
Yes (Y)

No (N)
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No answer

What role(s) do you/have you play(ed) and for how long?
Response – The responses will be staying anonymous
Summary
12 participants responded
Roles included: founding members, Executive members, Board members, Awards committees, Lead or Co-Chair positions, Project
manager for various events/activities,
Another group names was mentioned. The participants now represent 21 different groups.

What challenges have you faces in group organization/execution?
Responses
Challenges include funding, access to space to meet, volunteer commitment, efforts to maintain a not-for-profit organization, and
strategy development.
Lack of understanding of the role of women in engineering and geosciences, not taken seriously by senior management, Concern from
senior managers that we want quotas, Seen as negative, or whining, don't need women's groups, Women aren't facing any issues with
discrimination because no-one has reported it.
Not being listened to, Difficult volunteers that are abusive, Difficult Volunteers that are not engaged and do not follow through
commitments.
Being listened to.
Some women are perceived to be as "horrible feminists" by appearing at a Women of event. Need more men to attend events as well.
Distance. Family commitments.
Behaviour of women on the committee - politics, single vision, inability to make decisions.
Lack of financial support is one of the biggest, volunteer engagement, changes in organization's upper leadership causing challenges for
the women in group.
Member participation, Low/inconsistent membership engagement, Insufficient data to track or benchline metrics.
Volunteer retention, limited resources for training volunteers to train and equip them with skills needed for roles, internal politics and
stereotyping damages team morale.
Criticism on changes needed, accusations that I better stop relaying Stats Canada data on unemployed professionals in AB for NOC 21 to
bring about awareness of gender issues, 'good ole boy' attitude of males within the professional organization we are associated with.
Legitimizing the group - this is/was the biggest hurdle - even within the larger professional organization we have recently joined, I feel
there is a discounting of our legitimacy even by the office staff responsible for booking our event space. We aren't looked upon as 'equal'
to the more technically-focused groups. Individuals proposing gender initiatives in recent years past were also discounted - that these
weren't/aren't 'real' problems that we face and that this would need to be 'proved' to the Board that there was even an issue before they
would act on it.
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Field summary for S1Q6
Have you found membership/participation to a professional women’s group to be helpful to you personally or professionally?
Answer
Count
Percentage
Yes (Y)
23
76.67%
No (N)
7
23.33%
No answer
0
0.00%

Field summary for S1Q6 Have you found membership/participation to a professional
women’s group to be helpful to you personally or professionally?
25
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10

5

0
Yes (Y)

No (N)

No answer

Explain your answer to the previous question
Response
Participation has provided me with awareness of local and national challenges faced by women in the workplace, and strategies to
address some of these issues. The organizations have given me confidence to speak up for myself in the workplace, and not simply
accept current attitudes.
Membership grew my network, helped me gain confidence in speaking up and championing other women.
Great support network to help overcome feelings of being alone or not being able to tackle challenging issues, Great advice and support
in everyone looking out for one another
I found out that the gender issues that I encountered in engineering are typical and not just my experiences
It has expanded my network immensely. As I am leading in a volunteer organization, it has also changed the way I lead as I have to
empower my volunteers from a different space as they are not getting paid to do what I tell them to do like in an employee-employer
relationship.
A "safer" zone to discuss these issues and practice skills such as networking, presenting, public speaking, etc.
Broaden network. Broaden skills.
The group itself was disorganized, too broad and became broader while I was a part of it. No actual action or policy change was seen
No impact on women's issues that I have seen.
I did not experience and results or change - not effective use of my time.
It keeps me focused on an environment I will choose to go back to when I return to work after a break for family. I will also take the
important points I feel are important and try to shape an even better workplace for those women who either are unable to speak or have
yet to benefit from such policies in a workplace that is fair and just for women.
I am gain skills needed to advance.
To gained greater exposure and understanding of the issues women in face in their careers/career-life balance. To reduced isolation
(especially as I work in male dominated workplaces), To support for professional life (even just knowing you are not the only one going
through things is very helpful sometimes!); formal and informal mentorship, both friendships and career networking, soft skill
development / business & management skill development
No real benefit has been noted. Good network though!
It is nice to compare experiences with other professional women. It helps us realize that some of these issues are systemic.
There have been some interesting luncheon talks and the opportunity to catch up with other geoscientists.
I have not benefitted directly. I find that at the age of 54, and in Alberta, I have been wrong place wrong time?
I enjoy having strong career focused women to set examples and to share their work experiences with me.
I am a member of three professional groups within my professional organizations. One membership is only good to keep my license to
practice. The other two are helpful. One is very helpful for networking, upgrading, meeting professional development requirements,
while the other is somewhat helpful for networking and upgrading.
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Continued….
Helped me network, improve leadership skills
I haven't been a particularly active member of that group, just monitor their discussion out of curiosity, I am an active member of the
Canadian Society of Exploration Geophysicists, but that's not specifically for women
I see the need to actively develop soft skills alongside technical skills, I joined these orgs when I saw little or no women participation in
high academic circles. When you discover the reasons why there are persistently so few women academics/advisors/professors it is not
encouraging. Now I'm more aware of the many challenges and stereotypes that women professionals face in other areas. I've met some
inspirations people here and being part of such a stimulating community has helped me overcome some personal struggles.
Some of the community groups have a unique voice and culture that is stated in their mandate. They have helped me understand why as
technical people you need to have strong soft skills, human factors in workplace, collaboration, people management skills, and
networking. I see interest from the community of young professionals, graduates, students to work in such groups not only to empower
themselves but also to help others. However, there are real concerns that make smooth operations, and ongoing development within
the groups difficult and hamper long term viability.
Professionally advantageous in a networking sense, also in being able to talk about technical issues. As a side note that may be
interesting I have found that women's groups tend to be more internally competitive ( or that is how I perceived it) than say, the
professional groups that are dual gender.
The professional community groups I go to has proved to be an enlightening and motivational experience
I feel many women are reluctant to discuss difficulties in gender issues. Professional women's group events I have attended have been
very networking focused with minimal depth.
It is great to find yourself in a room full of women who do the same thing as you, because I'm always the only one at work. It has been a
good networking opportunity and a chance to run into and connect with past colleagues, friends and classmates. I feel that by promoting
and organizing this, I am giving back and hopefully supporting the next generation of geoscientists. By even having the group, I feel we
are bringing legitimacy and visibility to the fact that there are challenges we face as women that are different than men. Though I am not
sure we are really solving any of those challenges directly.
I have met contacts outside of my work/school, while unemployed it helps keep a pulse on industry, it feels like a safe and supportive
space.
The groups have provided training targeting women that has been hugely beneficial.
I meet a lot of women in the industries I am interested in. I also find the groups great from an educational perspective as well!
Network, news, ideas

Field summary for S1Q7
Should the group(s) do something differently?
Answer
Count
Percentage
Yes (Y)
15
No (N)
6
No answer
9

50.00%
20.00%
30.00%

Field summary for S1Q7 Should the group(s) do something differently?
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No answer

Please explain your answer to the previous question
Response
To my knowledge the groups are achieving their goals of supporting women in the workplace to the best of their ability.
Must have male representation on committees- women know there are issues, we need strong support from senior male leaders who
believe
Need to include men that are advocates of equity.
Need to have all groups work together to support healthy change in our society
There are too many groups. Groups need to be clear on their focus and ensure that there are no duplication of efforts. This divides
funding dollars and volunteer time immensely.
Groups need to have greater influence but that means that they must be more action-oriented rather than just providing platforms for
discussion.
Perhaps the group needed to be more transparent, or less broad, and target specific issues rather than trying to dabble a little here and a
little there.
Professional groups governing geologists and engineers should also govern diversity in those disciplines
Stop complaining and blaming men and organizations. Move forward positively not negatively.
I do think we need to come together with a stronger voice and greater advocacy... but we need organized/strong ourselves to do this
effectively (some groups are working on this but it is not easy!)
I am not overly involved so do not want to comment on this question.
Lots of opportunities to connect available.
There seems to so many talented/smart women who have left technical/science/math areas and what could have been done to prevent
that? If you you do not have a job then, my experience is you have no worth, which means less women are involved and can be mentors
or champions for STEM.
I am not sure how to group could expand or impact more young women in industry.
To my professional organization - offer more assistance and guidance for professional development. Opportunities to gain professional
development credits with the organization are very limited and often related to governance or mentoring. With the current downturn, I
have had little guidance as to what is going to happen with my professional license if I don't work in the geoscience field. If I am required
to convert my status as non-practicing, I have had NO guidance as to what I would have to do to become practicing again.

Continued….
One concern is that we get sidetracked from the mission and vision of the groups, and internal politics and personal ambitions can take
center stage. Current mentors and senior leadership needs to take stock of the values and cultures they want instilled in group. New
volunteer initiation into the groups can be many opportunities and challenges. Better integration of new members through mentorship,
coaching and helping them lead smaller projects can mitigate some issues.
I have no idea what could be done to improve the experience.
Influence provincial and government policy especially with regard to employment/unemployment statistics for improved tracking and
trend analysis
Would like to see groups that were willing to talk about the tough stuff. To have open conversations about how to address gender issues in
geoscience/industry.
I think it would be great if we were able to make real change. Bring inequality in the upper technical and executive ranks to the forefront,
push for more balanced board appointments, but to be honest, I'm not sure anyone is up for that challenge. It also starts to politicize the
group. It's an uncomfortable conversation. Who wants to start it and who really wants to chime in, let alone push the agenda outside of
the room? As a group of women advocating for ourselves, how far can we really get and what can we do to make change happen?
Possibly more outreach, and integration among each other. So many groups. How could they work better together?
I've been happy with the benefits I've received.
Amongst the 3 women-based groups I attend , there is a a good balance of meetings, talks, workshops, social events, mentorship
programs and support.
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Field summary for S1Q8
Would you recommend others to join/participate in a group(s) mentioned?
Answer
Count
Percentage
Yes (Y)
23
76.67%
No (N)
2
6.67%
No answer
5
16.67%

Field summary for S1Q8 Would you recommend others to join/participate in a
group(s) mentioned?
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Please tell us which ones and why?
Response
Community group I am a member of - opportunities for networking, and to have a positive, long-term impact on our local society. Online
women’s group - provides free, daily tips and advice for women in the workplace, including information regarding financial management for
women. No local chapters are available in Alberta. Membership fees would provide access to on-line webinars.
Any and all that are applicable. Great for networking, meeting role models, mentors and champions, a Ted voice is stronger than the
individual voice
Community group- Need more people to help promote our community & equitable mindset. Geo Community group - Need more
geoscientists to help promote geoscience equity in our jobs
The support can be helpful to decided to make an improvement in career path
The structure of one women’s group in my professional organization changed after I left so I'm not certain I would recommend involvement
with that one as the new leadership has made this a "back burner priority". A second group seeks to ensure equal representation of women
on our prof organization and I'd encourage women to both attend and speak as a technical speaker at the events.
Women in Industry groups - especially those embedded within your company as it will be the most relevant and the opportunity to influence
will be greater.
Support for each other.
I think groups are for those seeking communality, community and support. As long as that group is provig and implementing a solution or
helping to do so, then it is a good group to join.
All of them! But, people need to identify what their current needs/desires for change are and align them with the group they become
involved in.
Perhaps there are opportunities for others. Each of us can determine what we need or want to get out of a group.
Women in geoscience - to help with more profession specific information and experiences.
Strength in numbers, the more people involved, the more impact groups can have.
Our community group a very caring group that organizes fun activities and focuses on promoting engineers and geoscientists.
One is required by law if you want to be a practicing geoscientist. The other professional organization I am a member of - great society to
network and have opportunities to learn new skills, the other one is good way to network and have opportunities to learn new skills
Networking is always good, they seem to have good discussions
While only now many universities are now making Graduate Professional Dev mandatory, groups like this have existed to create awareness
and help the community. The vision behind this groups and the work of volunteers is critical, I truly hope they keep going on and expand in
Edm, Calgary and elsewhere and continue having an impact.
Women need to continue to help each other
The more participation we have of women in these groups, the stronger our voice will be
Supportive environment and great technical talks.
Community groups to talk to people socially. Professional Organizations - training has been great
The community groups I go to, they are very well established and hold regular talks/social events.
They also have a mentorship program to help and connect those who are new to the work place.
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Is there anything else you would like to add?
Response
Thank you for undertaking research regarding gender disparity in the geosciences workplace. The "old boys club" has been a perpetual
barrier to battle. I remain hopeful that the minor changes that have taken place over the years (such as allowing women into the
Petroleum Club, and changing the name of the Oilmen's Association to the Canadian Energy Executives Association) are harbingers of a
flood of changes to come. It will take the concerted efforts of the geosciences community as a whole to see this change take place.
Being a scientist is already very challenging. I hate that our society allows women to suffer in the workplace where only a few of us can
be financially secure where men of all ages don't have this as a common issue.
Joining these groups can attach stigma, has the potential for you to be perceived as self-centred and focused on political issues rather
than the job.
We need to let the past be the past. Understand the issues and move forward. Blaming men and organizations or asking to be treated
differently or special will not help women in general advance their careers. If a woman decides to prioritized her family, that is her
decision, her decision to slow her career.
I would love to see my professional organization or our technical societies push the agenda on promoting and retaining women in our
industry. I'm just not sure there is anyone up for it. And why would they I guess?

Personal Information
Field summary for S2Q1
Year of Birth
Answer
Count
1950’s
1960’s
1970‘s
1980’s
No Answer

Percentage
1
9
12
7
1

3.33%
30%
40%
23.33%
3.33%
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1980

No Answer

Field summary for S2Q2A
Which of the following applies to you (Based on Statistics Canada categories)?
Answer
Count
Percentage
White (SQ001)
24
80.00%
South Asian (SQ002)
3
10.00%
Chinese (SQ003)
0
0.00%
Black (SQ004)
0
0.00%
Filipino (SQ005)
0
0.00%
Latin American (SQ006)
0
0.00%
Arab (SQ007)
0
0.00%
Southeast Asian (SQ008)
3
10.00%
West Asian (SQ009)
0
0.00%
Korean (SQ010)
0
0.00%
Japanese (SQ011)
0
0.00%
Aboriginal (SQ012)
2
6.67%
Other (SQ017)
0
0.00%

Field summary for S2Q2A Which of the following applies to you (Based on
Statistics Canada categories)?
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Field summary for S2Q2B
Which of the following applies to you?
Answer
Count
Canadian Citizen (A1)
Naturalized Canadian (A2)
Permanent Resident (A3)
Landed Immigrant (A4)
Other (A5)
No answer

Black
(SQ004)

Filipino
(SQ005)

Latin
American
(SQ006)

Arab
Southeast West Asian Korean
(SQ007)
Asian
(SQ009) (SQ010)
(SQ008)

Japanese Aboriginal Other
(SQ011) (SQ012) (SQ017)

Percentage
28
1
1
0
0
0

93.33%
3.33%
3.33%
0.00%
0.00%
0.00%

Field summary for S2Q2B Which of the following applies to you?
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Other (A5)

No answer

Field summary for S2Q3
I have a degree in the area(s) of:
Answer
Count
Science (SQ001)
Technology (SQ002)
Engineering (SQ003)
Math (SQ004)
Other
Other:
Response
economics
MA

Percentage
22
1
10
3
2

73.33%
3.33%
33.33%
10.00%
6.67%

Field summary for S2Q3 I have a degree in the area(s) of:
25

20

15

10

5

0
Science (SQ001)

Technology (SQ002) Engineering (SQ003)

Math (SQ004)

Educational Background
Response – Will remain anonymous
Summary
2 with PHD’s
14 with a Masters Degree
14 at the BSc level – of of these participants had multiple degrees or added certificates
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Other

Degrees from which Institution(s)?
Response – Will remain Anonymous
Summary
29 participants replied
28 graduated from a Canadian University
1 graduated from a university in the United Kingdom
Many have degrees from multiple universities

Percentage
11
1
5
0
9
4
0

Other
Response
Stay at home Mother
Unemployed, tech volunteer, entrepreneur
Consultant at Eng company, work combines my
different training areas
Laid off due to oil prices

36.67%
3.33%
16.67%
0.00%
30.00%
13.33%
0.00%
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Field summary for S2Q4
I am currently:
Answer
Count
Employed, working in my field (A1)
Employed, working in an unrelated field (A2)
Self-employed, in my own field (A3)
Self-employed, in an unrelated field (A4)
Unemployed (A5)
Other
No answer

Field summary for S2Q5
How long have you worked in your profession (in years)?
Answer
Count
Percentage
0-4 years
5
5-9 years
4
10-19 years
11
20+ years
10

16.66%
13.33%
36.66%
33.33%

Field summary for S2Q5 How long have you worked in your profession (in
years)?
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Field summary for S2Q6
Has most of your work experience been in Alberta?
Answer
Count
Percentage
Yes (Y)
27
No (N)
3
No answer
0

10-19 years

20+ years

90.00%
10.00%
0.00%

Has most of your work experience been in Alberta?
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No answer

Field summary for S2Q7
How many companies have you worked for?
Answer
Count
Percentage
1-2 Companies
8
3-5 Companies
11
6-9 Companies
5
10-15 Companies
5
No Answer
1

27%
37%
17%
17%
3%

Field summary for S2Q7 How many companies have you worked for?
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Field summary for S2Q8
Please indicate bellow the general amount of STEM professionals that have worked at the companies you have worked for:
Answer
Count
Percentage
I was the only STEM Professional at the company. How long in
years did you work there?
3
10.00%
There were very few STEM professional (less than 10) at the
company I worked at. How long in years did you work there?
7
23.33%
There were very few STEM professional (10-30) at the company I
worked at. How long in years did you work there?
9
30.00%
There were very few STEM professional (greater then 30) at the
company I worked at. How long in years did you work there?
14
46.67%
Other (explain):
8
26.67%

Field summary for S2Q8 Please indicate bellow the general amount of STEM
professionals that have worked at the companies you have worked for:
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company I worked at. How at the company I worked at.
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there?
work there?
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Other (explain):

Other:
Response
The majority of employees are STEM professionals
Too lengthy to recall and answer this question - did not keep track of staff levels
Small company but large number of STEM professionals (few females)
Many
I work predominantly with Geologists and Engineers. There are over 100 engineers and G&G staff.
All STEM professionals, all male supervisors, few female colleagues
There were and are lots that I work with
There are many Stem professionals at my company (> 200). I've worked there 10 years.

Field summary for S2Q9
Have you ever had a formal flexible work arrangement setup within your place of work?
Answer
Count
Percentage
Yes (Y)
8
26.67%
No (N)
22
73.33%
No answer
0
0.00%

Field summary for S2Q9 Have you ever had a formal flexible work arrangement
setup within your place of work?
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No answer

What flexible work arrangement(s) did you have? Did you experience any negative outcomes?
Response
I was paid hourly, and able to select the timing and number of hours I worked, assuming I met deadlines. Negative outcomes included
that I was the last person to be given work in slow periods since salaried employees must be paid fully, so were kept busy before I was
paid to work. My work shifted away from larger, complex, long-term projects to emergency work and scrap work. This undermined the
respect of other employees.
I was not granted increases in vacation time pay on par with other employees. I was not granted sick leave pay like other employees.
During slow periods, I struggled to maintain sufficient hours to maintain my health and life insurance benefits.
When I was working full time and going to University to complete my Geology Degree, my company was flexibly with how I integrated
classes and work. It did take a very long time to complete my degree this way but it worked with the companies I was with. I was bullied
by women who did not feel I should be going to school (when I was an Administrative Assistant & a Tech). Some assistants even found
ways to convince my leader and the chief geoscientists to not support my development. In one company, the technologist in a different
team that was supposed to share knowledge/training with me would purposely ask me to his office to "Teach" me just before I needed to
leave for class (my schedule was public) and when I had to leave "early" he would then report me to my boss that I did not pay attention
or make time for him. On days that I was in the office but my work was complete and I left on time to go home to do homework, the
same person would walk by my office and record if I was there and then report me to my leader.
My Company had alternating Fridays off in exchange for working 8 hrs, 40 min per day.
Returning from maternity leave, I worked 60% (3 days a week). The company also had a flexible work From Home policy, they didn't care
when you went in or left as long as you met your hours for the year
part-time - 80% with flexible arrival and departure times. This limits the sense with which others viewed that I was "serious" about my
career
I was self-employed and was a consultant for 16 years and worked 2 days a week while my children grew up. So I was the flexible
employer and employee! After my own consulting the company I worded for offered me 90% position and was great but then they went
away and so did that job!
Within a two week period: 8 working days of 9 hours each. One day at 8 hours. One day off (typically Friday or Monday). Total hours in
that period = 80 One additional paid day off a month Have not experienced any negative outcomes.
Flexible start / end times, flex days to take off. Only the government (current employer) is negative about actually using flexible
arrangements to the fullest to maintain work-life balance, private industry was always respectful and supportive in letting you get the
work done as worked for you...

Field summary for S2Q10
Have you worked as an Independent (consultant)?
Answer
Count
Percentage
Yes (Y)
14
No (N)
15
No answer
1

46.67%
50.00%
3.33%

Field summary for S2Q10 Have you worked as an Independent (consultant)?
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No answer

Field summary for S2Q10A
How many years in total have you worked as an independent consultant?
Answer
Count
Percentage
< 1 Year
2
14.29%
1-2 Years
6
42.86%
3-5 Years
4
28.57%
6-10 Years
0
0
11-20 Years
0
0
20 + Years
2
14.29%

Field summary for S2Q10A How many years in total have you worked as an
independent consultant?
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Field summary for S2Q10B
What type of setup have you worked as an independent consultant?
Answer
Count
Home based. # of years
Worked within a company that had: Very few STEM professional (less than 10). # of years you
worked there
Worked within a company that had: Moderate amount of STEM Professionals (10-30). # of
years you worked there
Worked within a company that had: Large amount of STEM professionals (greater then 30). # of
years you worked there
Other (explain)
Other:
Response
Numerous contract positions
when I was junior

Percentage
6

42.86%

5

35.71%

3

21.43%

2
1

14.29%
7.14%

Field summary for S2Q10B What type of setup have you worked as
an independent consultant?
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Other (explain)

Field summary for S2Q11
Highest level position you held at a company is/was:
Answer
Count
Percentage
Employee (A1)
20
Manager (A2)
7
Vice-President (A3)
1
President (A4)
1
Other
1
No answer
0

66.67%
23.33%
3.33%
3.33%
3.33%
0.00%

Field summary for S2Q11 Highest level position you held at a company is/was:
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Field summary for S2Q13
Were you ever demoted from a position while working at a company?
Answer
Count
Percentage
Yes (Y)
5
16.67%
No (N)
24
80.00%
No answer
1
3.33%

Field summary for S2Q13 Were you ever demoted from a position while working
at a company?
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No answer

Field summary for S2Q14
Have you faced barriers while trying to advance?
Answer
Count
Percentage
Yes (Y)
22
No (N)
5
No answer
3

73.33%
16.67%
10.00%

Field summary for S2Q14 Have you faced barriers while trying to advance?
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What Barriers have you faced?
Response
I was not granted access to tools and information required for me to be successful in my role. I was not acknowledged for the successes
that I generated for the company.
I took over from regional director when he left on temporary basis and then asked to take the role permanently, which I did. Was then
told they couldn't give me the regional director title and package because I'd recently (6 months before) had another (unrelated)
promotion. When I left, the man who took over from me was made regional director. Was also told that not being called regional director
meant I didn't have to deal with head office which was seems as a good thing for me as he CEO was known for his view that we shouldn't
employ women as they only go and get pregnant.
When I was in my third year of Geology and I was working at as Geological Technologist, I was in a career development meeting with my
Team Lead and Chief Geologist and I asked if I could start taking on Student Geology work. The Sr. Chief Geologist told me that being a
Geologist was too hard for me and that I should simply focus on being a good Technologist. When explained I was in third year geology
and received a A- in Calculus II after not doing calculus over the last 10 years, he said that if I was serious I needed to map the Rocky
Mountains over the summer to prove I should be a geologist. At this same time, a male Geological Technologist with less experience than
me down the hall was having his University being paid for and was given geological work. I left that company.
When I finally became a Geologist, after working a few years, I learned that two of my male colleagues, with similar work experience than
myself, that graduated from University AFTER me were being paid $30,000 MORE than I was. When I asked for a raise, I was laughed at by
my leader. It's no wonder women can't reach the upper echelons of companies as we are consistently treated like non contributors.
In my career I have been bullied by both men and women. When I've come up with a solution to a problem, I have been told what I
proposed (although very simple) would be impossible to do, I've been publically told I could not learn something even though I specialize
in a particular topic, I have been physically pushed by a male sr. geologist in a meeting where majority of participants felt it was funny,
although some of us were upset by it, nothing was to be done. I have caught the same male sr. geologist searching my computer when I
was not in my office. I was asked by my Chief Geologist, a women to stop leading in my projects. This same female Chief Geologist built a
presentation on my area with her regulatory friends in our office and the day before the presentation asked me to join her and the group
at the AER to present to the government, as we were walking there, she asked me to do the presentation. I told her I didn't know what
was on the slides and should not present. Even at the meeting, she asked me to present in front of an entire group and I had to say no
because I had no idea what was to be presented on. This is my fucking life. I also have had to frequently deal with young men engineers
and geologists telling me how things should be done (because it is the way they do it).
This information does make me sound like I'm a difficult person to work with however, when I am given freedom to approach my work in
my way due to my varied career, the result is engaging and simplified answers and results to very complex problems. I engage my peers
and the result is a collaborative, calm and safe community where we all speak our minds and we function like a hive getting work done
and sharing knowledge. Many people tend to come to me for answers to many questions because I make an effort to meet their needs
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Continued….
Too young to advance past coworkers who didn't acquire more than one degree
I wanted to advance as a technical leader yet was told that I had to go the managerial route in order to succeed.
Perception of "needs more leadership experience" before I can move up - but male counterparts "can develop leadership skills in role".
Management felt women did not belong in management roles - family responsibilities made them unreliable.
Maternity leave stunting my career growth
Men indicating they are interested sexually, and then when I didn't respond, their work friendship and mentoring disappeared, making work
relationships difficult
Pregnancy as an excuse to demote me
Refusal to pay the same as a man
Was not advanced by a boss because they would not go to bat for me. Having upper management decide that help that is absolutely
necessary will not be provided to me but is freely given to male employees. Having no female facilities at field location. Being unable to go
to field location because only dorm rooms were available. Have been sexually propositioned by a supervisor then told I wasn't good at my
job once I had turned him down.
Full spectrum - gender, culture, religion, etc. requires too much energy to cover everything here. My career includes working for
multinationals, medium sized independents, small start-ups and ex-pat positions in National Oil Company in Muslim country, etc.
Performance reviews commonality. Changes in expectations on performance not recorded or changed to purposely corner women in a
negative way. Poor performance pay compared to men in same role
Mostly the standard ones women encounter - lack of sponsors, perception of being bossy, not included in decisions/functions, assumption I
would have children and not be engaged in my job.
- not being offered training/other opportunities that male peers were offered
- having to prove myself with results more than my peers
- lack of female colleagues/being the highest level STEM female in the company (even upon joining)
Despite wanting to advance my career, along a management stream, there was no opportunity to do so. Every time it was brought up, it
was not the right time. As an option, I decided to indicate that I would like to obtain technical advancement (i.e. focus on a more technical
role within the corporation). This was met slightly more positively; however while on Mat leave a position that would have been ideal was
created and then filled by a male counterpart. The position/opportunity was never brought to my attention. Nothing was ever
acknowledged from management about this missed opportunity.
Lack of opportunity to advance, preference given to engineers or male coworkers
I made a mistake and was hired in a lower capacity and basically was told I did not have leadership potential or was good with people and
could not even rise up to a role that was not eve a management role but 4 grades below.

Continued….
As a very young geologist I approached my manager and asked for his input for my professional development. His reply was "Don't worry
about it. Your getting married soon and all you will be thinking about is having babies."
Have not been promoted despite achieving professional designation
Rivalry from other women, reputation criticism by both male and females, harassment, discrimination
Demotion after returning from stress leave. Stress leave caused by lack of support, mentorship, training, team support and lack of inclusion
within management team. (peers)
In requesting Leadership courses, I have been told that "the company only pays for those courses if you are in a leadership position". I
understand the business reasoning behind this, why spend money on something that is not being immediately used? As an individual and a
professional, I also see the necessity of investing in your future leaders. I would also suggest that women may not step up for a leadership
position until they feel comfortable that they have taken the necessary training. With that training, they will also be able to support their
application for leadership positions in the future. I was fortunate to eventually be able to take an Executive Leadership course by taking
advantage of the Canada-Alberta Jobs Grant and convincing my supervisors this way, as it covered 2/3 of the cost.
I have also resorted to paying for my own technical training and taking vacation time to advance my technical skills.
Limited options; preconceived ideas about my abilities.
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If you have left your STEM Profession: How far were you into your career and why did you leave?
Response
I am currently seeking employment as a STEM professional.
I don't want to leave my STEM profession. I think I may have to.
I was laid off 2.5 years ago and the company kept the sr. geologist who couldn't even use the computer over me. After I was laid off, the
work that needed to be done couldn't get done and they had found the sr. geologist frequently sleeping in his office.
Departed due to union problems in one job
I was 7 years at one position - saw three males advance ahead of me as well as sidelined from important projects.
I am considering leaving, because of the barriers and roadblocks I've faced. I feel as though going to a new company I would be at a
disadvantage now, because I have more years of experience than my actual qualifications, because the last few years they tried to push me
out by giving me less and less. I am wary of that at new companies.
I have had a few interviews where they have asked me how serious I am about my career since my kids are small. They have asked what my
childcare arrangements are. They have questioned my commitment. All of this puts me off and makes me feel as though I could never
catch up, always trying to prove myself.
Laid off with 15 years experience in the year that I got the highest performance rating the company has.
I chose to step away to have a family as when I needed support to engage in fertility treatment, my employer tried to demote, discourage,
add pressure on performance on purpose and replace me with a man.
I was 7 years into my career. I left when I had my third child. Having three children and both parents as working professionals is very
difficult and consumes alof of effort. In the interest of my own happiness and the happiness of my family, I chose not to work for several
years.
I haven't left but am considering it. I want the opportunity to advance, moving to another job function and industry may allow me to do
that.
I am about to leave - but I love science, math and tech. These will have to become my hobbies - I guess. I feel that I am not valued because
I am too old and apparently do not appear to have anything to give, even for a minimal wage. I will try and be STEM but I guess I'll be doing
it for free!
27 years of combined employment and consulting experience ending in a position as Senior Geologist. I was 'dismissed without cause' and
replaced by a young male geologist. That was at the beginning of the current downturn and I have only found a brief contract position in
the energy industry since then.
tried retirement briefly (husband is much older) - not intellectually satisfying, main reason for retiring is dramatic change in oil industry
opportunities, now working for government but finding they are too rigid and pay lip service to respect and work life balance.
I have not practised for two years but not through my own choice.
Considering leaving now after almost 17 years
Workforce reductions. I'm not sure if I would go back - most of the women in my field were cut at my last place of employment.

Field summary for S2Q15
I have experienced but not reported sexual harassment at work. (Sexual Harassment - Unwelcome sexual advances,
requests for sexual favors, and other verbal or physical conduct of a sexual nature that tends to create a hostile or
offensive work environment.)
Answer
Count
Percentage
Yes (A1)
14
46.67%
No (A2)
14
46.67%
I don't know (A3)
2
6.67%
No answer
0
0.00%

Field summary for S2Q15 I have experienced but not reported sexual harassment
at work. (Sexual Harassment - Unwelcome sexual advances, requests
for sexual favors, and other verbal or physical conduct of a sexual nature that
tends to create a hostile or of
16
14
12
10
8
6
4
2
0
Yes (A1)

No (A2)

I don't know (A3)
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No answer

Field summary for S2Q16
I have experienced and reported sexual harassment within the workplace.
Answer
Count
Percentage
Yes (A1)
4
No (A2)
26
I don't know (A3)
0
No answer
0

13.33%
86.67%
0.00%
0.00%

Field summary for S2Q16 I have experienced and reported sexual harassment
within the workplace.
30

25

20

15

10

5

0
Yes (A1)

No (A2)

I don't know (A3)

Field summary for S2Q17
I have witnessed sexual harassment at work happen to someone other than me.
Answer
Count
Percentage
Yes (A1)
15
No (A2)
12
I don't know (A3)
1
No answer
2

No answer

50.00%
40.00%
3.33%
6.67%

Field summary for S2Q17 I have witnessed sexual harassment at work happen
to someone other than me.
16

14

12

10

8

6

4

2

0
Yes (A1)

No (A2)

I don't know (A3)
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No answer

Field summary for S2Q18
Are you married/common law?
Answer
Count
Yes (Y)
No (N)
No answer

Percentage
18
11
1

60.00%
36.67%
3.33%

Field summary for S2Q18 Are you married/common law?
20
18
16
14
12
10
8
6
4
2
0
Yes (Y)

Field summary for S2Q19
Do you currently have children between the age of 0-18 years?
Answer
Count
Percentage
Yes (Y)
12
No (N)
17
No answer
1

No (N)

No answer

40.00%
56.67%
3.33%

Field summary for S2Q19 Do you currently have children between the age of 018 years?
18
16
14
12
10
8
6
4
2
0
Yes (Y)

No (N)
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No answer

Field summary for S2Q24
Have you taken a maternity or parental leave?
Answer
Count
Percentage
Yes (Y)
11
No (N)
17
No answer
2

36.67%
56.67%
6.67%

Field summary for S2Q24 Have you taken a maternity or parental leave?
18

16

14

12

10

8

6

4

2

0
Yes (Y)

Field summary for S2Q26
How was this perceived by your employer?
Answer
Count
Positive (A1)
Negative (A2)
Other
No answer

No (N)

No answer

Percentage
5
4
12
9

16.67%
13.33%
40.00%
30.00%

Field summary for S2Q26 How was this perceived by your employer?
14

12

10

8

6

4

2

0
Positive (A1)

Negative (A2)

Other
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No answer

Other
Response
No problem with my immediate superior.
none
Not employed at the time
I quit
I left work to raise children. I had created my consulting company. I did not officially get a maternity leave.
It's sort of a non-event at work. I have found the key is how you are treated when you return. In the first case, I returned to having no
responsibilities and an obvious sense that I wasn't needed. In the second instance, I made more of an effort to manage the transition
using my professional association’s guidelines. I feel this helped, but I again felt I was expendable upon my return
Surprised.

Field summary for S2Q25
Has your spouse/partner taken maternity, paternal or parental leave?
Answer
Count
Percentage
Yes (Y)
3
10.00%
No (N)
23
76.67%
No answer
4
13.33%

Field summary for S2Q25 Has your spouse/partner taken maternity, paternal or
parental leave?
25

20

15

10

5

0
Yes (Y)

No (N)
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No answer

Field summary for S2Q20
Are you/were you a single parent?
Answer
Count
Yes (Y)
No (N)
No answer

Percentage
2
28
0

6.67%
93.33%
0.00%

Field summary for S2Q20 Are you/were you a single parent?
30
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20

15
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5

0
Yes (Y)

No (N)

No answer

Field summary for S2Q21
When working, who did/does the majority of the care for the children?
Answer
Count
Percentage
Spouse (A1)
0
0.00%
Family member (A2)
1
3.33%
Shared with spouse (A3)
5
16.67%
Not applicable (A4)
9
30.00%
Other
6
20.00%
No answer
9
30.00%
Other
Response
Me!
Daycare, child care facility
I had a variety of arrangements for part
time care of our children
Day home/family
daycare

Field summary for S2Q21 When working, who did/does the
majority of the care for the children?
10
9
8
7
6
5
4
3
2
1
0
Spouse (A1)

Family member
(A2)
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Shared with
spouse (A3)

Not applicable (A4)

Other

No answer

Field summary for S2Q22
Do you have extended family member(s) that can/have support you in the home?
Answer
Count
Percentage
Yes (Y)
9
30.00%
No (N)
17
56.67%
No answer
4
13.33%

Field summary for S2Q22 Do you have extended family member(s) that
can/have support you in the home?
18
16
14
12
10
8
6
4
2
0
Yes (Y)

No (N)

No answer

Field summary for S2Q23
Do you have extended family member(s) that needs/needed to be cared for?
Answer
Count
Percentage
Yes (Y)
8
26.67%
No (N)
19
63.33%
No answer
3
10.00%

Field summary for S2Q23 Do you have extended family member(s) that
needs/needed to be cared for?
20
18
16
14
12
10
8
6
4
2
0
Yes (Y)

No (N)
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No answer

Field summary for S2Q23YA
What kind of care are you providing?
Answer
Count
Elder Care (A1)
Disability (A2)
Critically ill (A3)
Other
No answer
Other
Response
Supporting single mom
financial

Percentage
6
0
0
2
0

75.00%
0.00%
0.00%
25.00%
0.00%

Field summary for S2Q23YA What kind of care are you providing?
7

6

5

4

3

2

1

0
Elder Care (A1)

Field summary for S2Q23YB
In this case, are you/were you a:
Answer
Primary care giver (A1)
Helping the primary care giver (A2)
Other
No answer
Other
Response
supportive role

Disability (A2)

Count

Critically ill (A3)

Other

No answer

Percentage
3
2
2
1

37.50%
25.00%
25.00%
12.50%

Field summary for S2Q23YB In this case, are you/were you a:
3.5

3

2.5

2

1.5

1

0.5

0
Primary care giver (A1)

Helping the primary care giver
(A2)
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Other

No answer

Is there anything you would like to add?
Response
I hope our Government can help us improve our working conditions.
Workplace attitudes about health and safety have dominated the outcomes in some situations with gender inequality
In not sure that women's groups actually help with issues that women experience in the workplace. Most issues are still unreported
because of fear of career repurcussions or judgement by others. If the offending person is required for business purposes, the victim
will be let go in order to 'solve' the problem. I see very gradual positive changes in the acceptance of women in the professional
workplace however these changes are at a pace much slower than the acceptance of other 'workplace minorities' such as different
races or differing sexuality identities (gay, lesbian or bisexual is more accepted than female heterosexual).
My career in STEM has been a struggle and I persist in denying that gender has anything to do with it, however, if I am being honest, it
clearly is an issue. It takes a lot of focus away from the actual job when you deal with gender issues and my strategy is to ignore it
completely. I perceive professional women's groups to be outdated and ineffective.
I chose to quit and be home with young kids to not have to deal with workplace juggling and possible discrimination or scheduling
conflicts. I hope to go back to my career in the next 1-2 years
It is a big unknown taking care of adults and I would really like the help to really become more aware of options. As I cannot find a job
or something that earns money worth my capabilities ( i.e. I would rather involuntarily retire before working at Safeway) then I feel
that my job is to take care of my mother - which means I abandon any STEM unless it is a hobby. And why should any of my worth be
free? Why should I have to retire at 54?
Not only is my current challenge to find work, but to find work that will allow me some flexibility to provide care for aging parents.
Right now that is specifically getting them to medical appointments which, of course, almost exclusively occur during the traditional
work day.
This survey didn't really discuss the much more subtle disadvantages of being female that I have actually experienced in my career.
By my vintage (age 51 now), overt sexism had become less common, thankfully. But more subtle things still happen. For example, my
thesis supervisor gave me and it appear all of his female students very poor mentorship, and then gave me (and others) a poor
reference of being not ready for academia when all other reference are glowing. I have also perceived more than once the "men are
assertive" (e.g. my husband who rose to VP Exploration), but the same or even less assertiveness in a women is somehow
"aggressive" or "complainer", no matter how constructive you try to be.
In an environment where you work with a lot of men, many of whom have spouses who stay home or work fewer hours than they do,
the perception of women as primary caregivers will be a long time coming and won't happen in my lifetime. It is mostly women who
look for and take advantage of flexible work arrangements. Participating in such programs generally means you are away from the
office more. This immediately decreases your chances of being considered for roles of increasing responsibility. I also wonder how
often women are overlooked for such roles simply because of the assumption that they won't want them if it comes with longer
hours, without them even being consulted. This may often be the case, but I see men I work with take on such roles and still leave
early to pick up the kids. Hopefully with more men taking on these roles, this will change the expectations around being in the office
for everyone, but hope is a poor strategy.
Thank you
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APPENDIX D
One on One Interview Script
Hello
My name is Alicia Bjarnason.
(Hand participant the consent form)
Please read over this consent form before we start the interview.
Thank you for agreeing to be interviewed. Currently I am doing a master’s thesis at the
University of Calgary, focused on Professional Women’s Groups in the Oil and Gas sector in
Alberta. I would like to understand female STEM women’s experiences in a traditionally male
work space. And what role Professional Women’s groups play within this working environment.
By training I am a professional Geologist with over 15 years of experience in the Oil and Gas
sector.
Thank you for participating. Please understand that you can leave the study at any time and you
can decide if any or all of the information given can be used in the study. I understand that the
industry is small. Before starting, I would like to discuss with you if you would like to use an
pseudonym to be used within the research findings. The results from the study will be included
within my thesis report and possible in scientific publications. It is possible that I may wish to
use direct quotes from the participants. If a direct quote is used from the interview, would you
like an alias name to use for the reporting? Though this may not hide your identity among group
members in the write-ups, it will shield you from outside people easily identifying you.
The interview will take about 1 and ½ hours. I will ask you a series of question about your
professional background, the women’s groups you are a member of and questions about your
work environment.
Interview
Questions
1) Tell me about your professional background and career trajectory.
Prompt questions
o Education – when, where and what
o Work experience – company types, countries and provinces worked
o Responsibility level – manager, worker, mentor
2) What are some of the gender related challenges that you’ve faced within the geoscience
work environment?
Prompt questions
o Domestic situations, - dependent - company support
o Work/life balance, what is your situation vs. male and female co-workers
o Volunteer commitments
o Flexible work arrangements offered
o Do you feel like you ‘fit in’: within your profession, institution, group?
o Opportunities for men vs women within the profession, institution?
o Opportunities for those of different backgrounds, abled bodiness etc.?
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3)

4)

5)

6)

7)

o What is the culture like within the workplace and profession?
Tell me about the professional women’s group you belong to.
o What were your motivating factors for joining (or starting) this group?
o Advantages, strengths, disadvantage, challenges?
o Has being a member has any negative consequences?
o What happens at these meetings? How is the group fit within the greater STEM
environment in Alberta?
o I read an article that said that sometimes women’s groups are a form of ‘separation
as strategy’ when trying to tackle gender inequality. What is your take?
Some say that if women want to be successful, their success falls fully on them. What do
you think about this statement?
o Does this statement reflect the direction your women’s group is taking?
o Discuss Sandberg’s book – Lean in
o Discuss unconscious biases
o If sexism is a problem, best ways of dealing with it in your opinion?
I recently found an article that illustrates how the office workplace still has subtle sexism
towards professional women. Do you believe that the geoscientist work environment is
sexist? In what way? What strategies has your group taken to address sexism?
Examples such as:
o Women are often expected to answer the phone, set up meetings, and fill out
paperwork.
o Women are often expected to take notes in a meeting.
o Women are often asked to fetch coffee, soda, or other beverages.
o Women are often expected to mentor young people and assist coworkers.
o Women are often asked to head thankless committees.
o Women are often expected to bring cupcakes for a colleague's birthday, order food
for the office, and plan parties.
o Women more them men are asked to attend meeting, but not participate.
How would you describe your work/life balance? How does it compare to other female and
male co-workers/colleagues? (Domestic/private vs work/public spheres)
o Mention global/national initiative
i. United Nations – full equality by 2030 vs APEGA 30/30 with focus only on
new graduates entering the profession
ii. Take about societies expectations of who show be in public/private spaces
o Do you feel like you can be your true self in either space? Do you play ‘a role’ to
meet expectations put on you?
Is there anything else you would like to add?

Thank you for your time.

202

APPENDIX E
Interviews

Sarah
Imagine working in an environment where you have the same education and experience as
your peers, yet due to your gender, you are not allowed to join your colleagues for a business
meeting. In Calgary Alberta, less than one generation ago, this was a reality for female
geoscientists. The Petroleum Club is a private member club whose membership originally did
not include women. With the topic of gender inequality in mind, it was fitting that the first
interview happened in the Petroleum club. The interviewee, Sarah, is a Canadian born and
educated, white, mid-thirties senior geoscientist who happens to be a present-day member of this
private club. She asked me to meet her over the noon hour, where she booked us a private room
on the second floor. She met me at the front reception and lead us to our room. We had our own
server who assisted us with lunch. As a female senior geoscientist, myself, I felt comfortable in
this setting. This style of meeting between two professionals in a business setting was common
when I worked in the oil and gas sector. This interview moved freely and smoothly, like two
peers talking.
I opened the interview by asking Sarah about her career background and future
directions. Sarah’s educational background and career path had been much like my own with a
degree in geoscience (graduating with honours) and a career in the oil and gas sector in Alberta.
She currently has 13 years of experience, working in a variety of different sized companies on
geological properties across Western Canada. In the past, she has worked in larger companies
that included other female STEM professionals, but at times she has also been the only female
STEM professional in a division or group. She has also spent time as an independent consultant,
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as a strategy to find employment after being laid-off. It was through this set up that she found her
current employment with a small, private oil and gas company. She started with them in a
consulting role, but was currently working as a full time employee. She was the only female
STEM professional of six STEM professionals. So far, the positions she had held within the
companies she had worked for had been technical in nature, and she saw this continuing for the
foreseeable future. She did not rule out working as a consulting in the future, but preferred to
work within a team environment (versus independently). She may one day like to try a
management style position, but it was not in her sights right now. She enjoyed being in a
technical role and feared management would take her away from the technical topics, and
towards being more people-oriented. She planned to continue to work in and better understand
the business differences within the private sector. Sarah explained:
“I try not to make too many plans too far ahead as sometimes some paths appear that you
did not know would be there. I may want to take my career in a different way than I
anticipate. Our industry is very cyclical. It is good to have options.”
The next questions focused on Sarah’s workplace. Here we discussed gender related
challenges that Sarah has experienced throughout her career, beginning with mentorship and
sponsorship. Sarah expressed her feelings on the topic by saying:
“I think we all take responsibility for our own career and our own career
development, how hard you work, how you conduct yourself. But of course, there is a
huge component about sponsorship and support from your colleagues. Often careers are
not advanced without these relationships and the cultivation that comes from these
relationships.”
I asked her if she had had many mentors. She replied that she had had very few female mentors
within the work setting. The reason for this was simply that she had worked with very few
female peers, and even fewer had been senior to her or in a higher position in the companies she
had worked for. She then explained to me what her relationships had been with male mentors:
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“Having a male mentor is different. Most of the male mentors I have had have been in
Manager-style roles. They have been higher than me in the company, and often quite
older (say a 60 year old man). This may be my perspective, but it is hard to have a
relationship with some of these people. It's about how the relationship could be viewed.
If you become too close of friends with this 60 year old guy in your office, how is that
perceived by others? That's always a bit of a concern for probably both them and me. It's
not a conversation that I have had directly with these people. I find that I've had okay
relationships with these men in the office setting, and I have stayed in touch since
leaving the companies I have worked at. I probably have a stronger relationship with
some of them now, outside of the office setting. Within the work setting it's about
professional optics, professional appearance. But as a young female, you can never do
that when you're working together. It is different for my male counterparts. They could
socialize with them without it being seen strangely. They could go golfing one on one,
they could go for drinks just the two of them. But if I were to go for lunch say every
Thursday with the same guy, people's heads will start turning. Yes, there are limitations
on how far that relationship can go.”
Sarah explained that this lack of male mentorship or sponsorship within the work setting can
bring on additional barriers:
“Promotions can be difficult for women in this male dominated field. Especially if you
are not usually involved in the same activities as the guys are. Sometimes it is because
you are not invited, or maybe it is because you do not want to be. As women, we do not
have the same network as men. That is one of the biggest barrier we have to overcome. I
think things are changing to some degree. More companies are looking to bring more
women on their boards, and more women are starting to be in more senior technical roles.
But I think that having women already in the organizations does help to have other
women being brought in.”
I asked Sarah if she received the training she needed to be promoted. She explained:
“Technical training is easy to get, supervisor/managerial/soft skills training harder to
come by. As a woman, if I want these skills, the path seems to be for me to pay for the
skills myself.”
Sarah spoke to how lonely it can be at times for women in the geosciences. She recalls one
summer work experience:
“One summer, I worked on a rig. I was often the only woman. No one would talk to me
except the drilling superintendent. I know that my male counterparts had a completely
different experience while on the rig. They would hang out, go fishing, they would get to
know the guys on the rig very well. It was very isolating.”
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The outside relationships that her male peers have can also affect Sarah’s day-to-day work
experience:
“Quite often I find that I am excluded from meeting topics simply because I am not
there when the conversations take place. Since the guys I work with are more social with
each other - playing hockey at lunch, they are in and out of each other’s offices playing
practical jokes, and all the kinds of things that go on in an office space - meetings take
place at an ad-hoc basis you are therefore excluded just by nature of how the
conversations happen. Yes, there are lots of instances where I'm not included. I will try to
set up a more formal meeting to discuss, only to be ignored because the meetings have
already happened in some side office. This has happened quite a bit at my current
company because it's a small group. They have all worked together in the past. They are
all very good friends both at work and socially outside of work. A lot of conversations
take place by text, on the phone, or in person, and not in a meeting room.”
I asked her if there are other ways that she was treated differently in the office because she is a
woman. She chuckled and told me this story:
“I have noticed that someone (a woman I am guessing?) will come in and clear dishes at
the end of the day from the offices, but yet my dishes do not get cleared. I'm guessing
someone takes it upon themselves to clean up after the men but not me. I'm not sure who
this is. I guess they expect that as a woman I should do that myself? There is definitely a
sense of looking after the guys where I work. I have to laugh at it. I know they appreciate
it, but I do not fall into that category.”
Sarah explained that in general she was aware of her gender. Or at least more aware then some of
her male peers were of theirs.
“You put more thought into it (your gender). I work with senior men who can wear dirty
clothes to work, but as a woman you are very conscious of your appearance within
society. That factor can have an impact. Yes, there are instances where you wouldn't wear
certain outfit - say to the field or to a meeting, because it would not be appropriate for the
situation. You are aware of it. I don't know if that is societal thing or an industry
thing. But definitely a gender thing.”
I asked Sarah if she could be herself at work. In general, she felt she could be. She said:
“Well I fit in but I know that I am different.”
Sarah mentioned how she changed a few behaviors after reading the book ‘Lean In’ by Sheryl
Sandberg.
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“Ever since reading books like Lean In, I am more aware of a few actions. For example, I
make a specific effort to make sure I am not sitting next to the water fridge, I am not
closest to the door in case someone comes in etc. I make an effort to remove myself from
the possibility of having to do things like being the note taker in a meeting, where before
I used to speak up and volunteer. I make a conscious effort to not do those types of
jobs. Even printing meeting minutes. I never put my hand up. I will show up to the
meeting knowing that no one has printed them and let my male counterparts scramble
versus doing it myself. In the past, I may have jumped in those roles and thought I was
being helpful. But after reading books and understanding how that can be a detriment to
your career, I feel like these tasks take up your time that could be directed elsewhere. I
make a conscious effort not to be involved in that.”
Sarah explained that in her current group there was a senior female technician that worked for
the them. Since this other female professional was there in a supporting role, in some ways,
Sarah felt that she, herself, was shielded slightly from the general sexist expectations as a female
group member. Some of the ‘office housekeeping’ tasks that may have been assumed to be hers,
in the past at other companies, instead fell to this other professional woman; such as organizing
lunches, general administration etc. We then further discussed the topic of sexism within the
industry and work environment.
“It may not be as overt as in the past, but those past practices are still perpetuated. There
used to be golf tournaments that were industry-sponsored, professional organization
sponsored, where there would be strippers at the golf tournament. This was not long
ago. Where we are meeting today, women were not allowed in this club in the 80s. It's
not as obvious, but it is still there. I had lunch with a senior woman the other day, she
mentioned that the person doing the hiring at her company only hires women with big
boobs that he thinks he can sleep with. This is something that is still happening. So yes,
it is a sexist environment. You feel lucky when you are with guys who aren’t as sexist, as
if they have done you a favor when they have hired another woman. I think they pat
themselves on the back sometimes for that. Yet sometimes I will take it, because I am
appreciative when they are supporters of these things. We females are just thankful that
is not as bad as it used to be.”
The topic then turned towards Sarah’s work life balance versus her male peers. Sarah told me
that she does not talk about her kids or have pictures of her kids at work. Sarah is married and is
in a dual career family, where both she and her husband work full-time. They have three
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children, two of whom are now in elementary school. I asked Sarah if her male peers had
pictures of their children in their offices. She replied:
“They do. If I worked in a totally different role (maybe not as a geologist), I might. I
don't know because I'm not there. But you feel like if you were in an environment where
it was all women, you would probably have pictures of your kids at work. But I make an
effort to subdue and not talk as much, it may come up in conversation. It's not that I'm
hiding that I have kids. But I am definitely not one of those people that talk about my
kids all the time at work, because I do see that as a woman that this can work against you.
I hear women talk about their kids a lot and I find that as soon as they're leaving work,
the perception is that they must be going to pick up their kids. It is not that they are
probably going to a talk or something important. Yes, I guess there are things that you
change about yourself, but it's hard to say. I do not know what I would be like in a
different environment.”
We talked at length about the balance of family and home. Sarah describes her relationship with
her husband as equal. They work together to find solutions that work for the whole family.
"You can't say it's totally 50/50 because my husband did not take parental leave during
those years, but he is the chef. He does all the grocery shopping. he cooks the dinners. I
do the laundry and the dishes. I comb the kid’s hair. But yes, we have a pretty good split
that works for us. The kids have been/are in daycare and before and after school
programs. They have been in these programs since the age of 1 onward. In order for my
family to juggle home and work, I have to be very organized. We always make sure we
are first to register for things like before and after school care."
Sarah explained how her experience as a parent has been at this current company versus other
companies she has worked in:
“I have worked on teams where every single man that I work with had a stay-at-home
wife or their children were grown. They did not have the challenges of drop-off or pick
up. The issues many dual career families were not in play for them. This made it harder
for me, in terms of work scheduling etc. I remember this quote from one of our
speakers. ‘As working women we are buying our equity with our earning power.’ So, if
you lean in, and you earn money, and that income is enough to pay for say, a cleaning
person and child care etc., then you are paying for your own equity. Your earning
potential has bought your power within the relationship in your home. The company I
am with now is a bit different, most are dual career families. This is much more
enjoyable.”
I asked Sarah if having children changed how she was treated within the work place. She
remembers one story in particular:
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“I still, to this day, remember the time at my last company when I took a sick day for my
kid - 5 years ago, we had a land sale meeting that day and I stayed home. For a year or
two after that ,one manager would always say, 'how is your child doing?' as though they
were still sick. This manager never forgot that one sick day I took for my kid. That's
what taught me that it is more visible if you do it (take a sick day due to your kids) as a
woman.”
She expanded on this topic by saying:
“Going back to the Lean In book, I would say that when a woman leans out, everybody
notices. Everybody says ‘Oh she's having a baby. She'll be gone for a year. Maybe she'll
never go back.’ When a man has a kid, there is no expectation on that. If for the next
year he shows up 15 minutes late, it's brushed off and it's not a big deal. As a man,
you're given more leeway, versus as a professional woman. I am very conscious on how
it is perceived if I leave early. A lot of the guys that I work with, even now, will leave
early to go to a function at a kid's school or to a sporting thing. They will do that at 4 –
4:30 pm. I am very conscious on how that looks. I will make an effort to stay as long and
late as I can. I don't take those leeways as much as I probably could. I think, when it's
guys, the comments are ‘Oh that's so great that you are helping with the kids.’ It is more
supported. People around them say things like, 'that's so quaint that you are helping,
you're going to your kids dance recital'. When a woman does it, is like 'Oh not another
baseball game.’ I think that is another challenge that we face.”
She went on to say that in general she is starting to see changes, but they are slow. Dual career
families are becoming more common and Sarah felt that changes would not just help female
professionals, but male professionals too:
“I worked for one company where they built a new building and they included a daycare.
It was 3rd party operated but at least it was offered to everybody in the building. I saw
that as a positive. At least the company was acknowledging that many people are dual
working parents and this is something that they may need. But in general, at the
companies that I work for, (regardless of size) any of those flexible working
arrangements were not available or they were out-right denied. Not just women, men
too. Solutions can be found, but they must be broad in order for men to use them too. In
Calgary, in geoscience, professional women seem to often be part of dual careers. This
means that changes could be helpful to both working men and women.”
Sarah believes that as working parents, you often find your own solutions:
“We figure it out (women and men) in our own way. For some women, they find they
need to take a career break. Or, they may find something else to be their focus. If so, that
is great, if that is the choice that you make. But sometimes, I think it is a choice made out
of necessity. Maybe because their husband's career has taken over, or maybe their
husband’s job is too many hours. Then, both may not be able to work and have a family,
for example. This is something we can do better as an industry as a whole. I'm sure
careers like in Banking are even worse. As geoscientists, there are long hours. You're on
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call. So women will pick their niche within. I think in general, geoscience is a good one.
We may be on call, but with technology, we can do things from home.”
The conversation turned to the professional women’s group that Sarah helped to create in
2014. The group is organized within the public setting and is open to all. In general, the attendees
are professional female geoscientists, but the events had attracted men and women from other
backgrounds. Sarah explained that most of the groups she knew about before starting their group
were in the corporate setting.
“The larger companies may have larger interest groups such as ERG clubs, where
employees can network and meet and have mentorship style discussions. But, I think
within the corporate setting, women may not be able to speak freely. There was
nothing set up for geoscientists outside of companies. We try to create an environment
that anyone can come to.”
I asked Sarah how her group was different from the ERG style groups. She focused on an
experience she had at a conference associated with a women’s group situated within a corporate
setting:
“A few years ago, I attended a Woman In Leadership event. One company, in particular,
stood out to me. They were the main sponsor. The cost to go was $75-100 per person. It
was a full-day event. I noticed there was one table, right in the centre of the room, that
did not have any attendees. Then at lunch time, the table was full. After lunch, it was
empty again. I walked over to see who sponsored that table. It was the main sponsor. This
table was for women from their company. Their own employees only showed up at the
event over the noon hour. To me I took it as: either this company told these women that
they could only attend at lunch (on their time), or it was perceived by these women that
they could only come over lunch. To me, this is an example of a company that plays ‘lip
service’ to supporting professional women, but yet the women who work there may not
feel supported.

The group did not have a set meeting schedule. Sometimes they meet monthly, other times they
meet quarterly. The organization of the meetings is done through volunteer hours and sometimes
the timing depends on the availability of the organizers to meet and plan the events. The meeting
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topics are decided on by the leadership group and are chosen for their relevance to the female
geoscience population in Calgary.
“Our motive is to have events for woman in the geosciences. Whether to help advance
women to senior technical rules or management leadership roles, we want to help women
to be retained in the industry, and to support them to gain the skills that they can use to
advance their careers. We focus mainly on soft-skills development. We have speakers
who come that could be career coaches, professionals who can come and share their
stories about advancing their careers and their paths, and strategies on how to do that.”
Sarah explained why creating a group like this was of interest to her:
“I gravitated towards the group because I wanted to foster my relationships with other
professional women. It is nice to be around all these women that are brilliant and
fabulous people that you want to connect with and be friends with. For me, being one of
the founders, it's great that I get to be one of the people that researches and contacts
speakers and inviting those into the group. It is about getting to meet new people that
attend the functions. I'm hoping others are getting the same as me. It is about the
networking. This can be a powerful thing. As a women scientist, I know what it is like to
be the only woman, or one of few, at an event/conference etc. When you see another
woman, you have a bond before even meeting. The difference may allow you
the confidence to go talk to each other. I saw the power in this and wanted to use that
going forward. The group helped create that. I assume this is something men have always
had, strength in relationships. I wanted to help fill that.”
The topics the group discuss vary from meeting to meeting. Sometimes the topics are geoscience
specific. At others, they are more general and of interest to others outside the group.
“We have brought in speakers or had conversations that I wish I had had earlier in my
career. Having access to these types of events has been nice. We bring information to
women that they may not get in other ways. For example, we brought in an employment
lawyer and talked about your rights during maternity leave and termination. Topics like
these, they are not something that you would get at your company. No one's going to tell
you what your rights are when you get fired! Companies will give you the bare minimum
information. But to get that through a 3rd party, outside perspectives like legal advice,
outside of your company is great. Information from topics like that has been very
powerful for me and other women in our group. Bringing in senior technological women
has also been great. They talk about their stories (sometimes as a presentation, sometimes
in a panel). You can connect with this person that you may otherwise not have access to,
or never work with. You can network with them, make relationships. I also value the skill
development that we have helped to bring to the group.”
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Sarah spoke highly of the professional women who had come to the group meetings as speakers
or facilitators. Many of these women had had fascinating careers and provide keen insights to
present to the group participants.
“The women's group lets me meet these amazing women. It is great to hear from Senior
Women; their stories and perspectives. There is not a lot of Senior professional women
out there. It is hard to be able to find them if you have not worked with them. Their
stories are great to hear because you can open your eyes to what else you can do and
other ways/directions you can take your career. There's less of a direct path for women in
our industry. Whether that's by choice sometimes or out of survival. So, they are
generally finding their own way versus being 'nudged up' or helped along like many of
the men have been. Also, I've seen a lot of women who have somewhat shifted careers
and done slightly different things. That's been really interesting to see too. They haven't
just stayed at the same company for 35 years. They have gone out and done lots of
different things.”
The group has worked with a few different set ups for location and timing over the years. They
used to have the meetings right after work, but they found that many women could not attend.
They moved the meetings to the noon hour. This time has had challenges as well.
“We open up at 11:30 am for networking, but people do not come until noon. They are
not going to come during work time. In fact, I have friends that have said ‘Oh I wanted to
come to your talk, but then my boss walked into my office and I did not want to tell him
why I had to leave’. This is because it is a women's thing. If it was a technical talk, or
something the company paid for that was held at a higher value, you could say that you
had to go. The default is to put the work thing first on your time. But, it is set up on their
own time (lunch hour), so they can come and they can come without having to tell their
colleagues or employer.”
Sarah is conscious of some of the challenges women face as participants, within the group
meetings.
“Some women mention that if people find out that they are going to our event, this may
be looked on badly within the company. Replies to their attendance by peers have been
along the line of ‘Oh it is the women's group' Because we are grassroots, I feel that
women cannot legitimize the importance of why they want to come. Our talks are
free, anyone can come to the talks. We do not seek sponsorship. We want people to come
freely, or they may not come. We do not charge a fee. We find that professional
geoscience women will not ask their employers for funds to attend events like ours. They
fear asking to have it covered by expenses. We do not want to put them in that position.
We picked the noon hour because then women are coming on their time. After work does
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not work, women are often running home to other responsibilities. Our evening events
(post work) where not attended as well. Or, their transportation home is shared.”
Sarah then explained her own internal challenges with being a member of this group.
“I did not talk about this group for some time. I didn't let anyone know I was doing it for
probably a year. One interesting comment I had, not too long ago, about the group came
from the president of my current company. He said "Oh you know that women's thing
you do. I am very supportive of it, well around the office anyways. I wouldn't -you know
- tell any of the guys at the bar that I think it is important. But around the office, I think it
is good you are doing it. So if you need time to work on those things, that is fine".
I asked Sarah if she felt like she could be herself within the group, versus her work environment:
“You could talk about anything you wanted to at the meetings, but still it is a professional
group. We are there to talk about professional things and topics. You can talk about
things and laugh about things, but I am still very careful. This is a small industry. People
know each other. Things get said. But, you can definitely bring up topics on subjects and
laugh about something that happened to you at work. You feel that is being said in
confidence. I definitely come out of my shell when I am in the group. They are my
peeps.”
Sarah’s group is one of many within the Calgary setting. There had been discussions about
amalgamating groups. In recent months, the group has become affiliated with a more prominent
professional organization of geoscientists, but they had still stayed predominantly on their own,
even within this new setting, with a focus mainly on female geoscientists.
“I would say everybody supports the group in theory. Because we have had the
opportunity to affiliate our group with another, more prominent group, I think that has
given us more legitimacy. We have used the new affiliation to help promote our group
to a greater geoscience demographic as something that is important within my work
environment. But at the same time, my male colleagues are not attending the group
meetings with me because they assume that it is a woman only thing and that they do not
want to intrude. So, it is sort of supported, but it is also sort of 'eye rolled'. I would like to
see things change. If we could legitimize these conversations and bring them up. We are
getting there by bring it into the professional organizations and at the government level.
In 2016, Alberta finally got a Status of Women division in our government. We have
worked with them. There is still a lot of eye rolling from men ‘What do we need with a
Status of Women office?’ I have heard it said ‘Why do we need a women's science
network? Why can't we just have the science network?’ It's a catch 22. You want to
provide a space for women to network and get to know each other, but at the same time,
you realize you are doing that at the expense of bringing in the men that are the
sponsors.”
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As for amalgamating with other women’s groups, Sarah is not quick to suggest this.
“There are many women's groups in Calgary now, but if you bring them into one group we may lose something. Women need to see themselves in others. Our group is great for
women in geoscience because they can see people like themselves. Women are more
likely to go to something where there are women just like you.”
The interview ended with our female server entering the room with our bills. We each paid
for our lunch and walked out together. Sarah had to rush back to work, as our noon hour had
stretched to one hour and 44 minutes.

June
Throughout my own career as a geoscientist in Alberta, I have seldom met a female
geoscientist with over 30 years’ experience. Rarer, is to find such a professional who has also
helped to raise a family along the way. To use a geology term, ‘they are diamonds in the rough’.
I felt honoured, and maybe a bit ‘star struck’, to have had the opportunity to spend time with
June in her home.
June’s home is in the southwest quadrant of Calgary. The home is well lived in and
welcoming. She resides in the home with her husband, a university professor who immigrated to
Canada from Ghana, and her elderly mother who is in her late 90’s. June’s father passed away a
few years ago. At first, her mother moved to an assisted living home, but within this past year,
she moved in with them. The home has been adjusted to accommodate her living there. When I
arrived, June met me at the door and welcomed me in. June’s mother was sitting in the living
room, knitting. On our walk by, I was introduced to her and June explained to her why I was
there. The interview was set up in the dining room at the dining room table. This table doubles as
a space where June can work when she works from home. During the interview, June had to
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pause a few times to help her mother with small tasks and to check that her mother was ok. I had
scheduled an hour, but the interview stretched to two hours in length. During the interview, it
was easy to become lost in June’s many stories and experiences. Some of June’s answers
included detailed technical geological experiences; such as the geological formations she had
been working on at the time, or the complex nature of the technical partnerships involved within
the projects. I assume her answers included aspects that were technical in nature due to our
shared work-related experiences. I will admit that I found the information fascinating from a
geoscience point of view, as I seldom have an opportunity to speak to this part of my past and I
miss it. Though I had an interview guide, I realized that I had to be more creative in leading June
to the topics I would like to inquire on. At times, I slipped questions into her energetic, detailed
answers.
June is a second generation professional in the Oil and Gas sector. Her father was also in the
industry. You could tell that they had a strong relationship, and her father’s death was quite hard
on her. Her brother is also in the industry and is still working. She also has two sisters, neither of
which live in Calgary. Currently June is an independent consult working part time, as this set up
allows her more flexibility to help her mother. The descriptions of her experiences throughout
her career were rich and detailed. She has many tales of sexism, lack of promotions, unfair
treatment, and harassment. During the interview, I asked her why she was so willing to share her
experiences. She replied:
“At this stage, I no longer give a shit. I am close to retirement, what difference does it
make now?”
June has been working in the resource sector since 1972. She started in the industry as a nonprofessional. She was hired to be a lab technician through a connection with a friend’s father, as
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he was a geoscientist at that company. She worked there from 1972-1985 and only needed her
high school diploma to be employed. Eventually, she worked her way up to supervisor, but it
was not always easy. When she was working at a manager level, her supervisor did not like
working with her and had wanted to have her fired. Their Vice President brought them together
in a room. This is how she explains the meeting:
“The three of us were in the meeting, and my supervisor came out just screaming. He
screamed until he ran out of energy and came down again. I sat there. When he was done,
I looked at the Vice President and I looked at this guy and I said ‘I do not think I need to
say anything, you just decide who you think should run your lab.’ So that guy left and I
became the supervisor.”
In 1985, the industry was going through a ‘crash’ where the commodity prices were low and jobs
were hard to find. June decided to go back to school. This moment was a turning point decision
in her life. As a female student, she had not been encouraged to go to post-secondary schooling
after high school.
“I did not think I was smart enough to go to University. I had always been told that I
wasn't smart enough. When I went back to school, I could not jump in. I did not have
high school physics. In high school, it was a bit of 'Dear - you don't have to do physics pat on the head' kind of thing. I hired a tutor and got help with physics and math. I got
through it. As long as I had a tutor, I was getting A's! At the University of Calgary, we
had to do the 2nd year calculus course. Well, most had to do it over, not me. I got a C my
first time through!”
While going to school, June found part-time work in an oil and gas company. When she
graduated in 1990, they hired her full time. Since then June has worked for a variety of oil and
gas companies in Calgary, Alberta, and has spent time working in the United States. The
companies have ranged in size from small groups to multinational. She has, for most of her
career, been the only professional female geoscientist in a group or in a company, and has
experienced many barriers throughout her career.
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“Along the way, I was always the only woman. There would be a technologist that would
be a woman, but at a professional level, it was always just me. It got to the point where I
never expected to see another woman. It was stunning in its isolation.”
During the interview, she reflected on the help she received from her father throughout her
career. He would act as a mentor to her professionally. She explained how at times she would
approach him on technical topics and learn from him, especially if knowledge was being
restricted to her within her work environment.
“At that first company I worked at, they had just retired all the ‘grey hairs’. I took a
(geologic) area over from this guy who could not figure it out. I knew I had to take it to
the next step, but you always start at the beginning. You always look at the rocks. No one
was there to help me. I was lucky I had a father who could teach me. He mentored me. If
I had not had that connection, I would not have had, chance to learn from anyone when I
was starting out.”
One company she worked at in the early 2000’s stands out in her memory. The company was a
mid-sized oil and gas group with properties across Western Canada. At the time, there were a
few professional female geoscientists there, but they were a minority. When June told me the
name of the company, I knew it well as I too had worked there. I would have started only a year
or two after June had quit. We had not realized that the other had worked for this company.
Many women had left this place with stories of being treated poorly. Here is what she had to say
about her experience:
“It was a horrible, horrible experience. People there were very self-protective. That place
has always been bad. The HR person, what a nightmare from hell! That woman! There
was this internal group (of men) that looked out for themselves. They had a connection
with the HR lady. In general, it was a group of people who were not quality. Bottom
basement of everything, this group. My direct boss was ok, but the rest of the group… the
rest of us at the company were screwed. This drilling guy I worked with, young guy.
Useless as tits on a bull. I could not work with him. He did not know anything. They (the
internal group) would just dump on him. His degree was on nothing he was doing in the
company. A very odd place, but especially for women. I was put in a room one day with
a few of these guys for a performance review, including a new boss who was above mine.
He was the new COO. This new guy just started screaming at me!!! I had no words. I
finally said ‘I cannot think right now, excuse me. I am leaving, I will be back…maybe'. I
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had never been screamed at inside a performance review. The other companies I had
worked for had been professional. But this place, this place. Just wow! I had no idea you
could be this bad. I went home, got sick and started puking. My husband was terrified. He
called an ambulance. I went to the hospital. It took 4 days to stop me puking. I thought I
had some horrible disease. The president, he loved me. He was a nice man, bad company
but he was a nice man. When I came back from the illness, the President was terrified for
me. He said that he wanted to send me to his Internist (his personal Doctor). So, I went to
this guy, I guess he was the best in the city/country. This Doc was like $450 a pop! I did
not know there was this 3rd/4th tier of health care in this city! No idea! I talked to this
doctor and he said, ‘You have to leave this company, it is stress!!’ I said ‘What?’ It never
occurred to me. You think you can take the treatment. You have no idea it is physically
affecting you!! So now if I get to this emotional place, I have to back off. I know where it
goes! When I was leaving the company, I was trying to get a few people to back me up
on my experiences. I asked a few women. One was the HR lady, the other was a longtime employee in the Land department. But they would not back me up. I had these
insulated experiences working with external work partners while at the company.
Brilliant people, awesome times working with them. It was the internal crap, these
company idiots that were doing me in! But it was through these external connections that
I got out. At that time, there were jobs. Luckily, I had that ‘out’. People wanted what I
could do. I tried to put a committee together in the company before I left. I asked these
two women from HR and Land, who both had thrown me under the bus, and a few of the
men that had treated me poorly, especially that COO who yelled at me, and the
president….I wanted them all there to talk to them and explain how this was not good. I
put them all in a room and I told them the issues that I had seen at that company. I am not
sure if it made a difference, but my conscience was clear. I figured that if I was going to
spend a week in hospital due to an illness brought on by their actions, they should hear
about it.”
The conversation shifted to the next few company she worked for. Her experiences went up
and down, but nothing as bad as above. As a carbonate geologist, there are not many people who
can do what she does. This specialization has led her to many amazing experiences with great
people, but it was the negative experiences that stood out. One company June worked for was a
multinational company. She described the efforts this company had made on the topics of
diversity and inclusion.
“When I joined, it was the end of 2011. The guy in charge was Swiss, no Dutch. He was
amazing. He valued every person. That was the culture he wanted. That is when the
ERG’s started; the Women’s network, African Network, LGBT group…I joined these.
Great conversations! That is how I heard about Catalyst, through the Women’s Network.
But it did not matter what the top wanted. It did not trickle down. It stopped at the middle
management, or as I like to say, ‘the impermeable layer’. Most of these managers did not
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buy into it, it was like 90% guys. It was not a glass ceiling. It was a clay layer with no
movement up or down. The company could have as many great ideas as they want. It did
not filter through that layer. This layer also decided who would be brought up
(promotionally). We lived it, in the lower layers. In that 4-year period that I was there, we
(the women’s network and others) would tell those upper ones that they needed to put
this on people’s performance, make it worth their while to implement the ideas. They
needed to mandate that this group of middle managers needed to learn about diversity,
before they got their bonuses.”
Despite some of the hurdles June had at this company, you could tell she liked working there.
She talked fondly of her personal and professional experiences. Unfortunately, she was laid off
from this company in 2015. This timing coincided with the start of a province-wide pattern of
companies decreasing staff levels due to an economic downturn.
“The Vice President of exploration told me it (my layoff) was because I did not have
small children at home. Many of the guys with small children at home were let go a year
later, but that was what I was told at the time. Since then, I have been consulting. I never
got to that management level. I had been told that I had the potential, but did not get
there. That is the closest I will ever get to management I think.”
We talked about the intersection of being a woman and ageism within the Alberta oil and gas
sector. She said that this was not the first time she has had an issue with her age.
“A few years ago, I worked at a company that was bought by another company. The new
company considered me to be ‘too old’, so they let me go. Being a female was not the
issue that time. The average age was 32, and I was not 32 anymore. I was not good for
them. And how did that work out? It ran them into the ground. They were too young, and
did not have the geological knowledge.”
I asked her how her experiences had varied throughout the years versus her male peers.
“The men, they would come in and be great and then off they go (promoted etc.). They
were team members just by being themselves. There was this one guy, I remember, who
came up from Huston. Young guy, a bit lost. I helped him. I would help him with his
(geological) plays, and off he would go and he was considered just great! That, in
general, is how it would happen. The majority of my coworkers have been men. The ones
who have been the best were great listeners. When I got frustrated, they would just have
to say a few words, and I would be back on track and on my way. Others, I think, where
young at the time, or did not have good interpersonal skills, or thought that my skill set
(being that the knowledge I could offer was unique) was absolutely useless. I guess the
ones that were good, understood that I did know what I was talking about.”
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As the only female, time and time again, she learned techniques to help get her male colleagues
to work with her.
“Often I have found people can be protective. I would not, say, charm them, but I found
ways to get them to share what they know. I would communicate with them. I found
ways to communicate with the most orneriest, stubborn individuals. They would come
around in the end and we would share. Over and over, I am working with only guys. It
seemed like I always had to do extra work to get them to share and collaborate. Always.
Knowledge was very controlled and gendered. I found other times it would be easier. But
often, in these cases, the guys were younger than me. I have had less issues with the
younger guys. A lot of the young guys I have worked with, they were not like them (the
older generation). These super smart young guys, they would listen to me! They (the
younger generation) have not been trained like their bosses. Their bosses, they were more
likely to objectify women. I am generalizing.”
June indicated that gender had also shown up in how technical knowledge had been distributed.
She only recently fully grasped this concept.
“The (technical) training I have had over the years has often been considered gender
neutral. After being laid-off from the multinational company, I decided to take the
Program Manager training through the U of C. While there, I thought about my past
(technical) training experiences as I went through this new subject matter. When
discussing topics such as leadership, even though the guy who taught it was incredibly
sexist, the material was considered gender neutral. But then again, all the examples on the
leadership parts were of men. I have always taken information like that and look at it as,
how can I take the gender out of it and use it.”
I asked June if, as a female geologist, she felt she has had to play a ‘role’ to be accepted.
“Oh yes for sure! I have known that since my first job as a geologist, I started that job as
a completely different person. Calm, quiet, energetic. I worked until midnight every
night. I had to change. I would go to meetings, I was the one who was quiet, no one heard
that one. I had to start talking like my Dad. I started really nice, like my mom, to became
very lippy. You can lean in if you speak the language of your company, and if it is a male
dominated company/culture, you speak a male dominated language. Once you start
talking like them, at their same level and sound, you are no longer you. They are not
listening to you, they are listening to their version of themselves speak what they can
understand. I do not fit in, even now, where I am. I am the only professional woman. The
guys have things they can bond on together. I bonded on nothing with them. There is not
an effort to get me involved. They will have meals together. I have to put myself in their
way to talk about stuff, to be noticed. I just keep thinking about what they (my male coworkers) will need to try to stay relevant. I have to stay one step ahead of them. (The
effort) it has to come from me.”
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To expand on the Lean In movement, I asked June if she had read the book and what she thought
of the movement. She had a few comments about Sheryl Sandberg.
“Bless her little heart. That does not work in the real world. You can lean in and still not
be successful. But then let’s take her stance now, since her husband passed. It is different.
It all caught up to her. ‘I cannot function in my grief’ type of thing. No one can. It does
not work. Those are hard, cold realities. She has changed. The problem is, she has created
a legacy that was hurtful and not good.”
June is correct, Sandberg has co-written another book called Option B. In the book, she admits “I
didn’t know how hard it would be at work when you are overwhelmed at home”. We talked
about women and the dual roles they play, within the work environment and the home
environment. June’s life changed in 2000 when she adopted her husband’s son.
“Our son moved to Canada in 2000 at the age of 9. This adjustment completely changed
things for me. Those first 10 year of my geology career, I could go to the field, work late.
It was different. I could not do that anymore. I had to be home. I was not socializing with
the group anymore, that all ended. He came to live with us when I was at that horrible
company. I went to HR and explained the situation, that my husband’s son was coming to
live with us. I asked if there was any kind of support? Nope. They were useless! We just
jumped into this. My husband taught, so there were times when he had to be at school.
Other times, he could be home a little more. When our son was young, I was always
home when our son was home. I had to be. But he was in after-school care. I did go pick
him up from that. Even if there were things I missed, or information I did not get, I blew
it off. #1 - I am female, I was not going to progress in that company. I figured that out
early on. #2 - I am older than most of them, so I didn’t give a rat’s ass. I had already been
through so much. But I do feel bad for the people who come into their careers and have a
rosy outlook on it all. They get surprised! I was pretty jaded. But I don’t take their guff. If
they were going to take after me, it was going to be on something else other than my
volunteering (with my son). They could focus on my work! I know it had an impact on
my work relationships, but luckily most others also had kids.”
June and her husband had always figured things out. She told me a story about when she was
sent to work down in the United States for a time.
“My husband started out down there with me, as he did a sabbatical for 5 months. After
that, when he was not teaching, he would go down there and be with me when he could.
While I was down there, the company reported on this internal worldwide study that they
had done. The study found that if an employee was a female and her family/spouse had
not moved with her, they divorce. The females (in their study), they were more likely to
be in a dual career and the spouse may not be able to move. My husband is a tenured
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professor. He cannot just up and walk away from that. We looked a bit, but no. He was
not moving. It was horrible to hear this! I called my husband and said. ‘They told me if I
stay here, it will cause us to get a divorce!’ he replied, ‘Oh geez don’t worry!!’ It was
almost 2 years in this set up. Our son was down when he could, but he was going to high
school and I was thinking, ‘what am I doing?’ I came back.”
Today is no different. June and her husband still figure things out, only now it is the elder
care.
“I have to arrange for care for mom. She cannot be alone. She is not a toddler, this is an
adult woman, so it has to be someone who is intelligent, kind, caring, knowledgeable that Mom does not hate. That is very important. We have an excellent lady who comes
Monday to Thursday, 8:30 am - 3:30 pm. This is fine for now, as my husband can be
home (school is out right now). But otherwise, I would be antsy. I have to go home. I
want a full-time job, I am working towards that. But, I then have to find someone who
can come in from 4-6 pm to be there with her. I cannot leave her alone.”
I asked her how this had affected her current working situation.
“Well, I need to set up a better office here for one thing, to help me work better from
home. But it has challenges. If you are not there, regardless if it is a big or small
company, the face to face is important. You are not at work to go for coffee, walk by the
offices of the drilling guys. If I am not there, I miss everything.”
I asked if her male counterparts over the years had had similar challenges as her.
“Hell no! You’re so funny! I know you had to ask, but no. Absolutely not. I have a
brother, this is his mother. On Sundays he picks her up at say 2-3 pm and brings her back
at 7 pm. This is nice, but that is it.”
Thinking back to my conversation with Sarah, I asked June if she ‘bought her equity’.
“Oh yes. When I first got married, I tried to do everything. That did not work. I came to
the realization that the bathroom can be dirty for a few days. It is ok. When our son came,
I realized that I had become my mom. I would do everything. But I was also my dad,
because I was working full time. Then Junior high came, I got a bit of freedom back.
With senior care, Mom pays for the cleaning. Mom pays for caregiving. She uses her
pension money. I could not do it. This would not work if she did not have that. I am only
part-time now. I cannot cover it.”
I asked June if her siblings contributed.
“She was in a home for two-ish years. It was not good. She was alone every night. It is
good to have someone checking on her. Someone must be there. My sister up in northern
Alberta feels guilty as hell. My younger sister is coming here for 2 months to live here.
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We (my husband and I) have to go to Ghana for a time, so my sister is going to put in her
time. Brother - once a week. Maybe. He does not help financially. No, no, no. It is falling
on the women. He says that be might get laid off…I was laid off. Whatever. He has none
of the mental load.”
I asked how this compared to any female co-workers she has had in the past.
“Every one of them who has had to care for kids, parents. They struggle. One woman I
reported to at the multinational company, I do not know how she did it. Oh, I know, you
just do it. She put in just as much overtime as her male companions and got 80% pay. She
was in a flexible work set up. Flexible work meaning, you get paid less but you do more
work. Then if you take that flexible work arrangement, it can take you out of the
advancement track.”
When June had been fortunate enough to have female colleagues, she was supportive of them.
“One company I worked for was based in Wales and was large there, but in Canada we
were much smaller. The President had an issue with one female because sometimes she
would come in late. But I had to remind him that this girl takes rig calls and stays up
working late for the company. I told him ‘I did not care! She will always be there for the
company in the middle of the night when we need her, who cares if she arrives late
sometimes!’”
She has found that at times women make their own solutions and she would coach them through
difficult issues.
“At one company, they would always hire summer students. There was this one young
girl from Borneo. She was fabulous. Brilliant. They sent her out to the field. It was
horrible. We had this horrible field hand. Racist, sexist, homophobe - he was it. She came
back in tears. It was horrendous. She had spoken to the women engineer she reported to.
That woman gave the student her coping skills which were much different than mine. I
said ‘Sexual harassment, not flying, not good. Do we have a policy?’ She said ‘No, but I
will write it’. I said ‘Good!’. She asked me why I had such different advice from the
female engineer. Why was I supportive of her and the other female professional
employee was not? I told her that ‘the suggestions she gave you, they are her coping
skills and I have chosen different ones.’ I feel I am a human being, and I should be
treated as an equal, period! The other lady had used different methods to get her through
her career to this point. This young girl wrote the policy and had the company lawyer
help her out. Then, it became the company's policy on sexual harassment. I figure
sometimes, you just have to do this stuff yourself! Lately, there was one women who
came to one of our events. She was looking for information on how to write her own
maternity policy at her company (she was pregnant at the time). She ended up writing it,
just like that women from Borneo did with the sexual harassment.”
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June supports her female peers inside and outside of the work environment. In 2014, she cofounded a professional women’s group to support female geoscientists in the oil and gas sector.
“My brother called me and said there was this young geologist. She was the only
technical woman at his company, could I mentor her? I said sure! The two of us went for
lunch. As we were talking, I thought, ‘Well I can tell you everything I know, but I have
friends that you may want to hear from too.’ Then I thought, ‘I bet she has friends that
would be interested to hear too, I bet there are women we don’t know who are also
lacking a network. Maybe, they are the only female technical person at their company.’ I
thought, ‘Man I did that, that is not fun!’ I had no way of knowing what was going on
right now. I was older and more assertive. I had learned that. I was talking on the fly. I
said, ‘We need to get everyone together, mentors and mentees, because you end up being
both’. She said, ‘Ok let’s do it!’ So we did it.”
The topics for the events are selected with female geoscientists in mind, but the events are open
to all. I asked her why she set this community-based group up in a public setting.
“I particularly did not want to be connected to any corporate entity, otherwise it becomes
‘their’ thing. No one needs that. So far, I have not seen that work for women here
(meaning the ERG’s). I love the idea that you can reach a room full of women instead of
one on one. One person comes in, 40 women hear it, and then the ideas spread out from
there. Other professional groups are so much ahead of the geosciences, and oil and gas.”
She went on to explain her experiences within the ERG’s she had been a member of while at the
multinational company.
“The ERG’s had their benefits. If you attend, maybe some of those upper people come
from that impermeable layer (though they probably will not, they were all men). That
would be a great time to try to find a sponsor in the company. You were not going to get
through that impermeable layer without a sponsor. You need to be noticed. As women,
we are too finely peppered out throughout an organization. It seemed to be on the women
to figure out who can help you, who can sponsor you. They will be up high in the
corporation. Then you can use them to pull you up. But there were so few women with
power in our (ERG) group and in a group like that. When I was at the ERG meetings, you
would have a Vice President (maybe a woman, maybe not) and a whole swack of women
of different background/levels. You still have that corporate layer of ‘stuff’ that you must
adhere by. Like you can’t swear, ha ha! They had slide shows on that topic! You still
must be part of their culture, period. For the most part, there was good there (in the
ERG’s) but it was still hierarchical. We are not like that. We are trying to take that out.
Someone approached us about sending our President somewhere. We looked at each
other…are you president, are you? The hierarchy is not needed in the public group.
Maybe that will change. But getting rid of that, people can be more free to express
themselves.”
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Originally the events were held after work, but this had changed. The events now happen over
the noon hour, as a way to be more accessible to many professional females who may be
juggling work and home. June had also been conscientious of where to hold the events, and had
always made sure they were in a venue that was open to the public. Until recently, the venues
incurred a cost. The cost was covered through three avenues: the co-founders paid out-of-pocket,
the event had a minimal cost (often $5), or through a grant from another, larger, provincial notfor-profit professional women’s group. The relationship with this larger professional women’s
group has had additional benefits, including providing the community group with official status
(to help receive benefits such as not-for-profit venue rates), insurance to cover the events,
assistance to help find speakers, and help advertising events to a larger audience. Recently,
June’s group was invited to be a subcommittee under a professional organization that caters
specifically to professional geoscientists. This association has allowed them to have free meeting
space that is still open to the public. The relationship has also helped to bring awareness of the
group’s existence to a larger population of geoscientists.
“I thought the after work was best for me, but it is not best for women with kids. At all. It
is horrible. There is no child care. So, noon hour it is. I was concerned because I always
worked through noon. But if you want women to show up en masse, it must be in the
middle of the day. Come end of work day, women are gone! They are with the kids,
making dinner. The other role has started en masse. There is another group. It is a
geological group called Carbonate Liars (this group is open to men and women). I have
talked to them. Their events are always after work and their attendance is almost always
guys. They were looking for a venue to meet. I told them about our set up with our
professional geoscience organization, and if they joined (as a subcommittee like us) they
too could have a room. I also suggested that they should meet at noon. But then there
would be no beer there. That is a deal breaker for them. It is great for the students and the
old guys, but I told them that they are never going to see mid-career or even early career
women, as this group has to go home. They said, ‘Well never mind’. It didn’t matter to
them.”
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June had gained many positive experiences since helping start the group. You could see the pride
she had in the work that they were doing.
“Every time we have a meeting and there is this room full of technical women,
geologists, geophysicists, engineers, it blows my mind! You will never see this in the real
world, even in a big company. You will never see a room full of technical women like
that. It is very empowering. All the bullshit is gone. People can get connected to people,
know what is going on. There is no one posturing or playing a role, that I see, that is
gone. We don’t have to be, you can just be who you are, as a person. You don’t have to
worry about your appearance, if people are looking at you, like is my slip showing, is my
hair appropriate. You don’t care, that is gone. When I go to our group meetings, it is just
so nice! I love to see people just be able to talk. You can take up a lot of personal space.
You can be comfortable. You cannot do that in the normal work environment. You don’t
have the shackles of the way you are supposed to look, the way you are supposed to act,
the way that you are not supposed to say anything.”
We talked about the past events they had had, and one of the events that stood out for her was
their very first event. The turnout was larger than she ever expected, with around 50 professional
geoscientists in the room. The event was set up with a panel of women at the front. All were
geoscientists, and all had taken unconventional career paths. Three of the women, including
June, had over 30 years’ experience. It was unusual to have had three geoscience women, such as
them, in one room. She reflected on the evening event.
“It is important for women to know that there are different paths. That women have taken
different paths! That was empowering. (From the front panel) you looked at the women
in there, you could see their wheels turning. They got to see such different perspectives.”
I asked if the group was in a position to lobby for change.
“We lobby a bit, yes. We brought a professor in who works on gender in the workplace.
One of our members chatted with her after the event about the current economic
downturn, and the toll this has taken on female professional geoscientists versus their
male peers. The question asked was specifically on if the women have been laid off more
than the men. The two of them realized that they did not have enough data to know. They
went away and have been working on this. They may try to set up a survey to get more
data. Statistics Canada does not have the data, so maybe though our network this
knowledge can be obtained. They would need our members and our network to contact
more women. But intuitively and with the bit of information we have right now, it is
seeming that the layoffs in Calgary have been harder on the professional geoscience
women than men. In general, the way I see it is that by (the women) being present (at an
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event), it (the information) is going out. There may be a woman who comes from one
company that maybe works with a few other women (and they could not come), so she
takes it back to them.”
The events have also included topics that have appealed to men, such as soft-skill training and
resume writing. The presence of men at the events can have positives and negatives.
“There are men in the audience sometimes. One event was on the topic of Your Rights
during maternity leave or layoffs. It was given by a female lawyer. We had older men
attend. Those men had their daughter in mind, their ‘little girls’. Those kinds of guys are
in a ‘buy-in place’ at that time. When we had the female professor come to talk, using
Catalyst’s supported information, on topics such as the gendered differences in pay, and
how bringing women in on boards increased your profit, I remember a young guy in the
audience saying ‘Ppppst whatever, there are too many if’s about that’. Wow, I thought.
That is very annoying. I thought, man you needed to be here to hear that, maybe it will
sink in or maybe it will not.”
We ended the interview discussing the role, going forward, that men could play within the topic
of gender inequality in the geoscience work environment. This topic had been debated within all
the women’s groups June had been a member of, but until recently she had struggled with how to
get men involved. Her answer came during the GeoConference in Calgary. Each year the
GeoConference brings geoscientists from across Canada to Calgary in a week-long event. The
conference had generally been technical in nature, but for the past two years the organizers had
included a session on Workplace Culture, Diversity and Inclusion. The presenter that really
resonated with June was from NextGenMen, a local group that had been bringing men into the
conversation of gender inequality.
“What really nailed it for me was at the NextGen talk at the GeoConference this year.
The (six-foot-tall) male presenter laid it all out saying “They are going to listen to me
before they listen to you. Period”. When you put it into words like that I am like, ya, you
are right! I had been trying to do things, but I could not figure out what was not
working!! It is not going to come from us (women). When change happens, it comes
from those who have to change. We do not have to change. Going back to all the
antiracism work I have done, it is about power. Whoever has the power, they have to give
up power. White people do not want to give up power, white men really do not want to
give up power. White women are not much better, but men really do not want to give up

227

power. So, it has to come from training by groups like NextGenMen, to make men
comfortable enough to give up power.”
June explained that in the past, she helped a friend to finish research on a thesis that involved the
topic of racism. It was not until she attended this talk that she realized that gender and racism
shared similar components, and she was now excited to get more men involved in both topics. It
was here that we ended the interview. I packed my interview supplies, as June checked on her
mother. On my way out, we passed June’s mother, and I said goodbye to her. We exchanged a
few more pleasantries, and June lead me to the door. She let me give her a big hug, and I was on
my way. The time I spent with June will be one of the highlights from my own career.

Ardi
For over a century, Alberta has been a magnat for oil and gas production, with Calgary as the
headquarters. Calgary has become a mosaic of professionals from around the world, especially
geoscientists. My third interview was with Ardi, an Indonesian-born Canadian citizen who has
been in Calgary since 2004. The interview was conducted at Innovate Calgary, an office building
in the northwest quadrant of the city. This location was chosen because Ardi had been there
before and the building was on her way home from work. Also, due to volunteering that I do on
my personal time, I had access to meeting rooms within this building. The interview was in a
boardroom at a boardroom table. For the interview, we sat slightly off centre from each other at
the corner of the board room table. This seating arrangement, where we were not sitting directly
across from each other, was less formal. I set the seating up this way because I could tell that
Ardi was slightly nervous about our meeting and I was aware of a power dimension to the
interview, as Ardi and I had a previous relationship. In 2014, I was working part-time with a notfor-profit. My job was to support STEM immigrants who were newer to Alberta, to find
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employment within their field of study. Ardi had been one of the potential interns. To ‘break the
ice’ before the interview, I took the time to chat with Ardi about each of our children. Both Ardi
and I are the mothers of two children of relatively the same age. We discussed how the end of the
school year was approaching, what grades our children would be entering in the fall, and what
each of our family plans were for the upcoming summer when the children would not be in
school. The conversation allowed both of us to become more comfortable with each other before
starting the interview.
Ardi is highly educated and holds two master degrees in Geology. She received her
undergraduate degree from her home country and her first master degree in New Zealand. She
later received a second master’s degree from the University of Calgary. Her husband is originally
from Bangladesh and is an engineer. He too is highly educated with a master’s degree in
engineering. Ardi and her husband both moved to Canada with dreams of working in Alberta.
Even though Ardi moved to Canada with her master’s, geological experience and geological
publications under her name, finding work in Alberta had not been easy. Within the first two
years, Ardi could only find a few minor contract positions that were not geology related, mostly
as a data analyst. She caught a break when she was accepted for an immigrant intern program
through Bow Valley Collage. This program allowed her to have an internship within a
geotechnical company. The work was on the fringes of her geology degree and she was happy to
be able to use some of her geological skills. Two months into the position, she was offered a fulltime job in the Fort McMurray area of Alberta. Though this job offer seemed like a great
opportunity, she was pregnant with her first child and did not want to leave Calgary. Soon after
the baby was born, she was offered another position, in Saskatoon, Saskatchewan, with a
different geotechnical company. By this time, her husband had just found professional work in
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Calgary. With a young family and one parent’s work secure, the move would had been risky at
the time. They decided to stay in Calgary, and Ardi continued to look for work. Another small
break happened when she found work as a geological core logger, logging oil sands core.
“I found contract work with an oil sands company doing core logging. That was
interesting. I got to work with the sedimentary rock systems, and it was my first real taste
at Canadian Geology. My background was in hard rock, it was nice to be exposed to the
local sedimentary geology.
Unfortunately, the work was seasonal and unreliable. However, the experience confirmed Ardi’s
love for geology. She decided to go back to school to receive a Canadian degree, in the hopes
that this could kick start her geological career in Canada. While at school, she continued to
receive small contracts to log core. Her degree took a bit longer than originally planned, as she
welcomed their second child midway through her courses. She took advantage of the university’s
maternity/parental leave polices and took a year off to spend with her children. In 2013, she
received her second Master’s degree in Geology from the University of Calgary. With her new
Canadian degree and work experience, she entered the work force full of energy and excitement
to find work in the subject she loved. But the work did not come. At the time, her husband was
working as an engineer at a large Canadian oil and gas company. He saw a job posting for a
position as a data analyst in the engineering department. She applied and was offered a contract
position. She took this position with the hopes of finding work in geoscience from inside the
company.
“Oh did I try! (I still do). I talked with many people in the Geology group. There had
been internal postings. I was trying to get in, trying to talk to the hiring manager. In 2014
it was the start of the downtown. They had like 300 applicants. They said I do not have
enough solid experience. It is hard to believe that this is the reality, and now I am just
getting a bigger and bigger (geological work) gap. I cannot find anything to help me fill
this gap. The work I do is not geology. I am on a different path.”
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It was soon after she started in this position that I first met her. I helped her with her resume and
together we worked on strategies to try to help her become more employable within the
geoscience work environment. Ardi also worked with a mentor from her professional
organization and joined a community group to help improve her communication skills.
“I worked with a female mentor through my professional organization. She was
wonderful. We worked on my soft skills. I made the goal to improve my communication
skills, and I joined Toast Masters. She also convinced me to mingle with the geology
group more at my company. I talked to the head geologist, I was on their mailing list for
talks and such, but that is the only chance I have had. I am removed from them.”
No matter what Ardi did, she could not convince the geological department within this company
to give her a chance. Potential work also did not materialize from outside of her company and
Ardi had been in her consulting role ever since. She and her husband still worked together at this
company in different departments. He worked as a full-time employee, while she had never been
offered employee status. Though she was grateful for the employment, she is underemployed and
underpaid.
“The position is not well compensated. It is also not that stimulating. It is appealing as it
was easy for me to get into. I have learned other skills though, asset management for
example. But it is not Geology. I am now with a different engineering group. I was laid
off for 2 months, but the company brought me back in this different project. I have never
been hired as an employee, as the work is project based. I am guessing that it is easier for
them in this set up”
It was obvious that Ardi had gained a skillset that the company found valuable, since she had
been employed there, almost continually, since 2013. However, this set up meant that Ardi had
never been offered benefits or vacation pay.
“I am paid about 30% less them my husband. I am underemployed. But compared to
other companies, they pay me well. They value me in this position versus say, another
company. But we did get a 20% cut within the last year. They kept us, but cut our pay.
They did not do this to the full-time people. Meanwhile, the highly-paid contactors were
laid-off. I am only intermediate, so I kept my position.”
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The data analysts at the company were all in contract positions and were mostly professional
immigrants.
“We are mostly highly-educated immigrants. Many with master’s degrees. It is a bit of a
pattern. The work is still STEM based, it is how engineers manage data. It is just not
geology. I have had some training, but also on-the -ob training. They hired me even
though I did not have that. It was very entry-level in the beginning, but I have gained
knowledge now. I am more valuable.”
The engineering group, in general, was more diverse then the geology group. Sometimes Ardi
wondered if it was her immigrant background that acted as a barrier to entering the geology
group.
“I have notice that in the greater company, the engineers are more diverse. The
geoscientists at the company are not very diverse. They are more locally-trained.
Engineering is different as there are many immigrants within the engineers. The
Geoscientists have women, but they are all very local too. There is a woman in the group
I went to school with. She was employed by them. I cannot move, I am stuck. There was
a contract position for a mat leave, even that I did not get a chance. The immigrants in
general seem to have a tough time in Geology here (in Canada). First you must compete
with those with experience, then new graduates. Even the graduates have summer
experience. Yes, it has been tough in the geoscience. But the engineering seems to be
better. My husband and others have had a better time, but women geologists seem to be
having issues regardless. So being a woman, immigrant, and having a gap, that is all very
hard and combined, harder.”
Though her work was not stimulating, the work environment had been enjoyable. She felt she
was with peers, just not geoscientist peers.
“Our group is 50/50 men and women. We are all STEM background. Among the people I
work with, it is more women. We are all different backgrounds, but they are like me. All
STEM people in a new role, not working in what we are trained on. The ones that work
with me that are engineering background, they are more Project Engineers. They are not
doing their original engineering (electrical etc.). Based on the conversations I have had,
they take these type of jobs because they need work. They do not talk about their old
professions too much. I always tell everyone, I am a geologist! I let them know! Ha ha”
This job was not the first time she had felt the divide between the work offered to her and other
women, versus the full-time employees. When she worked as a core logger, the feeling was
similar.
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“We were new graduates or immigrant women. Mostly it was women. Not many men.
The employees were mostly men, the contractors were women. In the company, there
were other women coordinators. But the core loggers, we were all women. Maybe
because we were detail oriented. Or because it was entry level?”
Even so, Ardi had always felt accepted as a person within her group. When I first met Ardi back
in 2014, she was dressed more traditionally, in a long dress and a head covering.
“Yes, when you met me I was dressed more like that. I did that for a short time. My
second child was born quite premature. Dressing this way was a way to connect closer to
my background. She was a miracle, we were just blessed! It was a bad pregnancy. I did
something religiously that I had never done. I had not always dressed that way, but the
company hired me dressed like this. The group has always respected me. I do not drink, I
do not eat pork. They have made me feel comfortable at lunch etc. Right now, is a
religious holiday and I feel respected. When I decided to stop dressing that way, oh they
were surprised! They did not recognize me, but they did not ask why. They just said ‘You
look great’! It did not matter why I became different.”
The groups she had worked for in the company had also been supportive of her family life.
“The key with work is communication. I talk to my company and let them know my
situations when they come up. My first boss was female. She was very supportive and
accommodating. My current boss is male, and I see a difference. He is good, it is just
different. He too is in a supportive, dual career family, and he is also an immigrant from
Venezuela.”
Though the company had been supportive, her contract set up had brought struggles to her
home/work balance, versus her husband who had full-time employee status.
“I volunteer with things like school for the kids, but this and staying home with sick kids
is hard for me, because I am contract and do not get paid time off. My husband helps with
these type of things”
I could tell that Ardi and her husband had a strong bond. She giggled when I asked her how they
met.
“We met on the internet. He was in Canada already. I am quite bold in my family. Ha ha!
We are both Muslim background. He is very supportive of me. He has been and is still
willing to support me to even find employment in another city. My husband and I, we
share a lot - like cooking and cleaning. My husband is quite flexible. He helps. We have
no outside help, we figure it out. Today with me coming here after work (during a
religious holiday), he understands. When the kids were in daycare, we both dropped off
and picked up. The Kindergarten year we had arrangements with friends. My son is 11
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now. He can go home by himself. My daughter is 7, she goes to the before and after
school care. When he is babysitting age, they can go home together. We commute by Ctrain together. We work from 8-4:30. If the kids are in activities, we eat together and go
off. We have both been able to go to parent teacher conferences without problem, and we
have both volunteered with the school.”
Their relationship resembled many professionals in Calgary from the Bangladeshi community.
“In general, the Bangladeshi community is very much like that, especially if both are
highly-educated. They are going to find ways to support each other. The Indonesian
community is totally different, with maybe only 15% are highly educated here. The men
within our circle are mostly engineering. They are educated. Another couple we know are
both PhD’s and they are both Bangladesh, like my husband. Both of them work. Both
support each other. The wife’s job as a researcher is very demanding and he supports her.
She even travels for conferences. But only maybe 15% of the wives are educated and
work. The rest are housewives. I make up a smaller percentage of the working wives.
East Asia, when they are educated, it is highly-educated. It depends on the spouse, but
usually when the wives are not highly-educated, they stay as housewives.”
Though they both worked, Ardi and her husband tried hard to make sure that their children had a
full life. This balance can be a challenge versus their friends who had one parent at home.
“We want the kids to have some sports, and music. So, we work to make that happen. My
husband wants to maintain a balance between work and home. Other families, if they
need to work extra hours, they can do it because they have the wife at home. There are
some challenges. At times, we have the support of family. I have no family here, but he
does. His parents and brother and sister are here. They are all highly educated. (For
example, my sister-in-law was a doctor back in their county. Here she does something
else in the health care system.) His parents were very supportive of me, especially when I
did my MSc.”
Though the couple had different backgrounds, they did their best to stay connected with their
communities. Ardi tried to be a positive influence everywhere she went.
“We are welcome in both communities. In the Bangladeshi community, there are regular
gatherings. Before one event, I told my husband, ‘Why don’t we tell the kids to present
something educational at the next event.’ I helped my son and daughter prepare the
material they were going to present. It was a fun experience. The kids and I also attend
events through my community. My husband is quiet. Seldom he will come to my
community events. But as long as he will let me, ha ha, I am fine with that! In my
community especially, some husbands have the mindset to culturally follow old
traditions. The wife is more likely at home in this situation. If I have communication with
one of these housewives, I suggest that she should find a job. What happens if the
husband is laid off? Or to at least take English courses.”
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Ardi also volunteered with other professional immigrants through Bow Valley College.
“My mentees have been mostly male professional geologists, mostly from the middle
east. I would give them heads up about the current situation within industry, and the job
market etc. We would meet in person either monthly or when they needed it. One lived
near me, so we met up on weekends. This one, he got a job even in this fragile time. Oh, I
was so proud! He was the one who got the job, but I gave him guidance!”
Though Ardi had found value and acceptance within her current work environment, her
community engagement and with mentoring, she still felt a disconnect from the geology
community. Her time volunteering with the geoscience women’s group had helped to fill this
gap.
“I started volunteering with them a few years ago. I know this is the reality I face, I am
away from geology. I wanted to stay connected with the community. I started as a
volunteer and joined their organization group in the communications role. There are three
of us that work together. I am in charge of the website.”
Ardi has had many great experiences since joining the group.
“It is good, giving back. I feel connected to the geoscience community this way. I am
also building up my confidence. Sometimes I get to open-up or close the meeting, give
announcements and such. That is good for me. There is less obligation for me to do some
things than the other two organizers. I am busy with home and work and I sometimes do
not have time. They understand. I enjoy sharing information about the group through my
communications role. Being in this role has also let me meet more immigrant
professionals. The ones that contact us through the website, they are often immigrants.
So, it is nice to be the one they contact. Last year I got recognition for being part of the
group. They gave me an award, a volunteer appreciation award. I felt quite honoured! I
feel quite welcome and appreciated. I have also made connections for potential
employment. That is good.”
Ardi saw the benefit of the group being set up outside of the work environment.
“I remember a meeting about maternity policies. There was freedom there to talk, to
share what is a burden in the companies (the ladies worked for). Depends on the person,
but they can have more of a voice.”
Even though Ardi was happy to be a member, she kept herself guarded.
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“I have not really fully opened up. I could probably be more involved. I stay slightly at
arm’s length. I could (maybe) use their connections more to get a job, but I am not ready
to do that yet. I stay reserved a bit.”
She had also seen a few disadvantages with the timing of the meetings.
“I can make the lunch meetings, I try to be there. I do not tell my boss, I just go. As long
as I get my work done, they are fine. But I preferred when the meetings were after work.
Getting there was fine for me. My husband understands that these meetings are important
to me. Because the meeting is at lunch, I have little time to network. I wish I had more
time. It is limited time, as people rush out. The first meeting I went to was after office
hours. That was better for me. We also do not have a lot of immigrants that come. The
last meeting there was a few, they wanted to volunteer. Mostly it is more local, working
women. They are the ones working I guess, so they can come.”
.
Ardi saw value in her volunteering time, and hoped that it would lead her in a new direction.
“My husband, no matter what happens, he wants me to work. If I stay at home he feels
like it is a waste of all that time I put in to be educated. I like working, it allows me to be
more connected with the Canadian community. I like that. I think I would like to work a
bit less to focus more on volunteering. Maybe the volunteering will lead to a new
direction.”
I asked Ardi if she missed being a Geologist.
“Oh yes. I miss it sometimes. I take the kids hiking all the time to be in nature. Then I am
connected with it. This is in general, but it seems we (immigrants) need something to
help us have the energy to try to push to stay in our field. My contract is up in December.
The work is becoming less. I have been applying for a few geology jobs. I have also been
contacted lately about some potential work through Monster (an online job-search group).
Through our geoscience women’s group, I have been in contact with a woman who was
also laid off. She may have me help her with some petrography work. That is of interest. I
can hopefully combine some skills. I have done some petrography work in the past. I find
it hard to find time to talk about it with her, but that could be a door to get me back in.
Lately I have been interested in maybe trying the renewable energy sector. I do not have
the connections yet. I volunteer with the CanGEA society, but I have not pushed more.
This group focuses on renewables, and maybe new connections will help.”
The interview ended. Before leaving, Ardi and I chatted for a short time on some possible
strategies going forward, such as offering to help volunteer with this new group she found. Then
Ardi and I walked out of the building together. It was great to see her again and see how she was
doing. The geology network is small, I am sure we will see each other again.
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