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CCWESTT Introduction

For over 30 years, The Canadian Coalition of Women in Engineering, Science, Trades
and Technology (CCWESTT) has been a recognised leader and a voice for a national community
on gender equity within Science, Engineering, Trades and Technology (SETT). CCWESTT
champions a gender equitable, diverse, and inclusive Canadian SETT sector and is committed to
reducing systemic barriers so that women and gender diverse people can have fulfilling and
successful careers in SETT.

CCWESTT has been on a systemic change journey funded by Women and Gender
Equality Canada (WAGE). This journey began in 2021, when CCWESTT received funding for the
project “Gender Inclusion in SETT: Effective Strategies for Systemic Change,” which helped
advance CCWESTT’s work to support women and gender-diverse people’s recovery from the
impacts of COVID-19 by increasing economic security through systemic workplace change.
Specifically, the project was designed to address systemic barriers within workplace policies,
practices, and attitudes that limit women and gender-diverse people’s participation in SETT. A
key output of this project was the Gap Analysis Report. This project led to the creation of a
Systemic Change Project Theory of Change.

° ) ’Scaling Up ’
Changes in laws, ’
Theory of ¢§ ‘ Prsnonsana . (s
‘ governments to
Change S E\ ¢ =

achieve gender equity "
in SETT workplaces
Scaling Out £N Scaling Out
Engaged allies Increased capacity,
and leaders within r confidence,
SETT for connectedness and
advocacy and collaboration of the
cultural change SETT community,

and minds’ to JCCWESTT
understanding different  _
e el \ Systemic Change Project

inclusive in how
A we relate

This Theory of Change was used to apply for CCWESTT’s current systemic change
project funded by WAGE’s Women’s Economic and Leadership Opportunities Fund called
“Changing the Narrative: A Pathway for Systemic Change in Science, Engineering, Trades and
Technology.” This project scaling is designed to change the narrative around workplace culture
and, through facts and data, show that gender equality does not exist in SETT workplaces across
Canada, opening the way for a national conversation for equitable change. Funding under this
call supports the scaling of successful systemic change projects to expand their reach and impact.
Two forums were designed to expand CCWESTT’s reach within the SETT community and
disseminate knowledge about systems change and how we can all lead for change. The first
forum, Learning to Lead: The Power of Systems Change, was held in February 2025 in Calgary,
Alberta. The report from that event can be found here. The second forum, Learning to Act: The
Power of Systems Change, occurred on Oct 29-30, 2025, in Montreal, Québec. A recap of this
second event is the purpose of this report.


https://ccwestt-ccfsimt.org/resource-hub/gap-analysis-report/
https://ccwestt-ccfsimt.org/wp-content/uploads/2025/09/Report-Feb-27-2025-Learning-to-Lead_-The-Power-of-Systems-Change-EN.pdf
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Learning to Act: The Power of Systems Change

Purpose of the event

The Learning to Act: The Power of Systems Change had two primary purposes. Day one
focused on presenting and celebrating the launch of CCWESTT’s new Gender Equality Report
Card. The Agenda for the first day is below. The second day was designed to continue the
systemic change journey by using the report card's data to learn how to act in line with systemic
change principles. Day two will be discussed later in this report.

Slides from Day 1 are in Appendix A.

Day 1 - Agenda
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https://ccwestt-ccfsimt.org/reportcard/
https://ccwestt-ccfsimt.org/reportcard/
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Day 1 - Morning Session

Welcome and Land Acknowledgement

The Learning to Act 2025 morning session opened with welcoming remarks from Jennifer
Petrella, Executive Director of Mentor Québec and a CCWESTT board member. Jennifer
introduced the day as an opportunity to “learn to act” and embrace the collective power necessary
for systems change in gender equity across SETT fields. She emphasised the linguistic diversity
of Montréal, encouraging participants to speak whichever language—French, English, or both—
they felt most comfortable using. Jennifer also outlined housekeeping details, including
accessibility supports, interpretation services, locations of rest areas, and the event’'s commitment
to maintaining a safe, inclusive, and respectful environment for all attendees, regardless of
gender, identity, background, or lived experience. The forum provided ASL, English and French
interpretation.

CCWESTT Project Manager, V. Ophelia Rigault, introduced Elder Dare, who delivered the
opening ceremony of the Kanien’keha:ka (Mohawk) Nation. Elder Dare shared core teachings
from Haudenosaunee worldview, grounding the room in gratitude, balance, and responsibility. He
explained the interconnected relationships among humans, the waters, the plants, animals, sky
beings, and the Earth, speaking of the natural laws that guide all life. His message emphasised
our shared responsibilities as relatives on Mother Earth and highlighted the urgency of facing
climate change and social imbalance with new ways of listening, seeing, acting, and relating to
one another. He spoke about matrilineal leadership traditions, peaceful coexistence, and mutual
respect, and he closed with a traditional song honouring the foods that sustain life, inviting
participants to join in the rhythm and meaning of the moment.

CCWESTT President, Kim Bouffard, then formally welcomed participants on behalf of the
national coalition. She described CCWESTT’s mandate to advance equity and inclusion in
science, engineering, trades, and technology (SETT) by strengthening partnerships, amplifying
community voices, and addressing systemic barriers. Kim framed the event as an essential
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opportunity to learn how to act collectively on root causes, rather than continually responding to
symptoms. She thanked funders, sponsors, and community partners for enabling the
organisation’s systems-focused work. Then she invited the CCWESTT project team panel to
share CCWESTT’s new Gender Equality Report Card.

CCWESTT Gender Equality Report Card Launch Panel

The panel began with Executive Director Bonnie Douglas, who explained that the report
card emerged from CCWESTT’s long-standing commitment to systemic change, guided by the
CCWESTT Systemic Change Project Theory of Change that involves scaling deep (changing
hearts and minds), scaling out (expanding partnerships and collaboration), and scaling up
(influencing policy and legislation). This framework shaped the design of the project, which
examines inequities not only at the workplace level but within the larger policy landscapes that
shape recruitment and retention in SETT fields.

V. Ophelia Rigault spoke next, highlighting the importance of understanding what is
missing in Canada’s current structures. She described how legislative and policy frameworks
differ dramatically across provinces and territories, leading to inconsistent protections, uneven
experiences, and persistent systemic barriers—especially for women, immigrants, Indigenous
peoples, 2SLGBTQIA+ individuals, and other equity-denied groups. She emphasised the
uniqueness of simultaneously gathering research across all jurisdictions, enabling a truly national
comparative analysis seldom seen in Canadian gender equity research.

Research and Strategic Lead, Alicia Bjarnason, was third to speak and explained that the
research process mobilised 13 external researchers and CCWESTT’s internal research team to
produce 18 comprehensive reports. These reports were used to shape the Gender Equality
Report Card. The report card was synthesised into three major thematic categories:

Pathways to Equality - Assesses the laws, policies, and systemic conditions that create
the baseline for gender equality in Canada.

SETT Recruitment - Examines how individuals enter SETT fields, including education,
training, certification, and other pathways into the workforce.

SETT Retention - Evaluates the workplace conditions, protections, and supports that
influence whether people can remain, advance, and thrive in SETT careers.

Alicia described the report card as a map of structural factors that determine who can enter,
succeed, and remain in SETT fields, noting that the findings reveal persistent gaps in policy
coherence, legislative protection, and accountability mechanisms across Canada.

The panel collectively stressed the importance of the report card’s timing. Canada’s global
ranking on gender equality has been declining, and legislative protections vary widely across
jurisdictions. They noted that most of Canada’s gender-related legislation is reactive and
complaint-based, placing the burden on individuals rather than employers or institutions. E.g.,
occupational health and safety (OHS) systems vary widely, with some jurisdictions carving out
exceptions—such as separate rules for mining—that leave SETT workers unevenly protected.
Only one province, Prince Edward Island, has implemented legislation restricting non-disclosure
agreements related to workplace harassment. While childcare has improved nationally through
federal-provincial agreements, gaps remain for workers with non-standard hours, and access
remains deeply uneven across rural and northern regions. Collectively, the panel underscored


https://ccwestt-ccfsimt.org/reportcard/
https://ccwestt-ccfsimt.org/reportcard/
https://ccwestt-ccfsimt.org/reportcard/
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the urgent need for clarity, consistency, and systemic alignment, and positioned the report card
as a tool for targeted advocacy.

A pre-recorded video from CCWESTT Policy Analyst, Lorraine Hewlett, added an
international perspective by comparing Canadian jurisdictions with Iceland, which has led global
gender equality rankings for more than 16 consecutive years. Lorraine explained that Iceland’s
success is driven by legally mandated strategic planning, universal OHS coverage across all
sectors, and proactive pay equity enforcement that requires employers to prove compliance. By
contrast, Canada lacks a coordinated national strategy, and many of its protections depend
heavily on geography or the employment sector. She also identified the implementation of OHS
as a significant future research need, given its inconsistent application across Canadian
industries.

Following this discussion, Bonnie introduced the interactive online report card platform.
The tool assigns each jurisdiction a grade across the thematic categories, pathways to equality,
SETT recruitment, and SETT retention, as well as a final grade. It presents the results through
clickable maps and downloadable summaries. At the federal level, Canada received a “B,” with
British Columbia achieving the highest provincial score. Most provinces were graded in the “C”
range, while the territories received “D” grades, reflecting ongoing structural challenges.

Focusing on the host province of Québec, Bonnie noted several strengths, including
Québec’s established pay equity laws and its investments in childcare, while also acknowledging
inconsistencies in its OHS legislation. She further highlighted essential differences in childcare
access across the country. Québec, for example, has only 11 per cent of its population living in
childcare deserts, compared with 90 per cent in Saskatchewan. These contrasts illustrate the
significant role jurisdictional priorities play in shaping economic participation.

The communications team then introduced CCWESTT'’s upcoming campaign, “Honestly,
we need this to work,” designed to increase public awareness and give organisations
customizable messaging focused on the ‘this’, such as “we need pay equity to work” or “we need
childcare to work.” Social media templates and a communications toolkit will be available to
members and partners, with an information session scheduled for early November.

Participant reflection from the report card launch: “Canada'’s report card (grade) was a
B; we have rights, not results. That shows me that we have a lot of work to do. The
CCWESTT tagline “Honestly, we need this to work” lets each person personalise the ‘this’.
For me, it's cultivating safe spaces, making sure everybody feels included and belongs,
and that they can communicate in the way that works for them and feel safe enough to
bring their full, authentic selves to work and lean into their gifts. And then we all win, right?
When everybody's leaning into their gifts and getting support in the areas where they're
not so good, everybody wins. Organisations do better, people do better.”

Leadership in Action Speaker

A significant highlight of the morning was the recognition of Lynn Perriére, a pioneer in
Québec’s construction sector. With 35 years of experience in human resources, work—life
balance, diversity initiatives, and health and safety, Lynn has held leadership roles across major
public and sectoral organisations, including the Québec Construction Commission, Hydro-
Québec, and sector unions. She became the first woman to head a construction union and played
a leading role in the modernisation of Québec’s sectoral construction law (R-20). As current
President of Business and Professional Women Montréal—approaching its centennial—she
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spoke about her own journey of discovering her influence, the importance of authenticity in
leadership, and the power of women’s and professional networks to drive systemic change. Her
remarks offered a personal and inspiring reflection on how individual conviction, persistence, and
community support can create industry-wide transformation.

The morning session concluded with a networking activity in which attendees were
encouraged to meet someone new and share lunch together, highlighting the importance of
connection and collaboration as part of the day’s broader theme of collective action.
Announcements regarding dietary accommodations and logistics guided participants into the
lunch break.

Day 1 - Afternoon Session

Learning to Act Panel - Change Makers

Moderator, Nahomie Jn Baptiste Millien, set the stage by emphasising that change-
making is not simply an individual act but a collective and systemic project. She noted that the
people most equipped to lead transformation are often those who have lived through inequities,
observed systemic gaps firsthand, or refused to accept the phrase “that’s just how it is.” This
framing guided the afternoon’s discussion and brought the audience into a reflective and candid
exploration of leadership, resistance, fatigue, and perseverance.

This panel brought together leaders working across government, academia, legal
advocacy, research, and consulting to explore what it means to be a “change maker” in the context
of gender equity, pay equity, and systemic transformation in Canada and beyond.

The moderator introduced the panellists:

e Jamie Carnegie, consultant, community builder and former Executive Director of Gender
Equity Manitoba, with decades of experience in policy, workforce development, gender-
based violence (GBV) prevention, and Indigenous reconciliation.

e Dr Margrét Vilborg Bjarnadéttir, associate professor at the University of Maryland and
founder of PayAnalytics, whose research and practice focus on data-driven pay equity
and the responsible use of Al in the labour market.

e Rosheeka Parahoo, researcher and equity strategist, founder of RP Research and
Consulting, and co-author of major intersectionality and inclusion reports, including the
CCWESTT Gap Analysis.

e Eve Langelier, an engineering professor and NSERC Chair for Women in Science and
Engineering (Québec), whose work focuses on recruitment, retention and inclusive
teaching and design in STEM.

e Suzanne Zaccour, Director of Legal Affairs at the National Association of Women and the
Law (NAWL), is a feminist legal scholar focused on ending violence against women and
law reform.

From the outset, panellists stressed that few people consciously choose to become
“‘change makers.” Instead, their trajectories were shaped by lived experiences of injustice, the
failures of public systems, or the simple inability to ignore inequity. Carnegie described her early
years as a receptionist in a social assistance office, recounting how women and gender-diverse
individuals regularly fell through the cracks of disconnected programs, siloed services, and
institutional indifference. She emphasised that safety, economic security, and opportunities for
advancement cannot be separated; if people are not safe at home, in their communities, or in
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their workplaces, no amount of training, mentorship, or policy will meaningfully shift outcomes.
Her later work coordinating provincial responses to GBV and Indigenous-led justice initiatives
reinforced her belief that systems change requires trust, matriarchal leadership, and community-
driven solutions.

Dr Bjarnadottir traced her path to gender equity work back to an Icelandic bank that asked
her to analyse its pay structures. After rigorous statistical controls for role, performance, and
potential, an 8% pay gap remained — and even after a year of “being mindful,” the gap did not
change. This realisation prompted her to build mathematical models that could recommend
specific, targeted pay adjustments to eliminate internal inequities. Her work exposed a key
misconception: the overall wage gap (e.g., women earning 84 cents on the dollar) is not the same
as an organisational pay gap, which is measurable, actionable, and solvable. Her tools, now used
worldwide, demonstrate that pay equity is not a mystery — it is a question of mandate, data,
political will, and resources.

For Parahoo, change-making was something they were pushed into rather than something
they sought. They argued that people from marginalised communities often become the first —
and sometimes only — individuals willing to name inequities. Yet instead of being recognised for
identifying system failures, they are often branded as complainers, killjoys, or “too emotional.”
Parahoo reframed complaints as an essential source of evidence: complaints are data, and
collective complaints form the groundwork for accountability, coalition-building, and solution
design. They also stressed that the equity ecosystem is at risk. Non-profits, often responsible for
delivering essential GBV and equity services, face chronic and worsening underfunding. At the
same time, governments and corporations increasingly sanitise EDI commitments under vague
terms like “belonging” or “fairness,” stripping the work of its political and historical context.

Zaccour expanded on the dual nature of feminist legal advocacy: exhilarating when
successful and exhausting when progress stalls. As a law student, she helped draft a brief that
successfully changed Québec law to ensure survivors could be informed of sanctions against
perpetrators, an early reminder that small groups of committed advocates can transform
legislation. Yet she contrasted this with the discouraging reality of multi-year campaigns in which
governments, unanimously adopting NAWL'’s proposals on matters such as family law or
domestic-violence-related gun control, only delay implementing them due to political turnover or
procedural resets. This uneven pace of progress — accelerated one year, reversed the next —
forces advocates to play a long game while managing emotional fatigue, funding insecurity, and
public scrutiny.

Langelier added her experience navigating backlash within academia and the STEM
ecosystem. While working to transform engineering education and workplace culture, she
encountered resistance, politicisation, and misinformation campaigns, particularly during periods
when EDI became a target of public and political critique. She highlighted the necessity of
interdisciplinary teams, creativity in curriculum design, and institutional support structures. Her
work showed that systemic change in STEM requires both policy reform and cultural shifts that
make learning environments inclusive, safe, and supportive.

Throughout the conversation, panellists returned repeatedly to Truth and Reconciliation,
insisting that gender equity efforts cannot be separated from the ongoing impacts of colonialism.
Carnegie stressed that many of the inequalities experienced by Indigenous peoples were
intentionally designed — not incidental — and that change makers have a responsibility to
understand treaty histories, the Truth and Reconciliation Commission’s 94 Calls to Action, and
the 231 Calls for Justice from the National Inquiry into Missing and Murdered Indigenous Women

10
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and Girls (MMIWG). She shared the story of her work supporting multi-year funding for Giganoway
Mananang, an Indigenous-led body that advances the MMIWG Calls for Justice and played a
critical role in advocacy and ceremony related to the landfill search in Winnipeg. She framed these
successes as powerful examples of how community leadership, matriarchal governance, and
sustained relationship-building can shift public awareness and policy outcomes.

As the panel transitioned to advice for current and emerging change makers, several
common themes emerged.

e Panellists urged attendees to learn how systems actually function, how policy is drafted,
who influences ministers, and which public servants quietly shape decisions.

e They emphasised the importance of building relationships with analysts, advisors, and
mid-level officials who hold institutional memory and operational power.

e They encouraged combining stories with data, speaking about nascent ideas even before
they are fully formed, and embracing imperfection rather than waiting for the “perfect” plan.
Change, they noted, is inherently messy and uncertain; acting despite fear is part of the
work.

e They also advised people not to hinge their sense of identity on a single project, campaign,
or legislative effort. Diversifying one’s work across research, networks, advocacy, and
education helps sustain momentum and protects against burnout when one avenue stalls.

e Finally, panellists insisted that equity, prevention, and social supports are not optional;
they are essential infrastructure that must be funded and treated as such.

{

| ccWESTT
V4 CCFSIMT

Special Guest Speaker

Following the panel, the session welcomed an additional closing speaker: retired professor
and feminist mathematician Louise Dufresne, founder of Femmes et mathématiques. Dufresne
shared reflections from more than four decades of work to advance women’s participation in
mathematics and STEM. She stressed the importance of documenting the history of women in
STEM so that their contributions are not lost to time — a phenomenon she has seen repeatedly
over her career. She voiced deep concern about generative Al, noting that if Al models are trained
on global data steeped in sexism and racism, they risk reproducing and even amplifying those
biases. She warned that without critical feminist interventions, Al could roll back 40 to 50 years of
progress in gender equity. Dufresne also discussed her efforts to increase women’s

11
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representation in digital spaces, such as Wikipedia, and her commitment to feminist digital
literacy.

Drawing on her career as an educator, Dufresne explained that her teaching philosophy
was built around asking students questions that force them to challenge their assumptions and
stereotypes. She illustrated this through her research on children’s drawings of mathematics.
Across languages and cultures, children often portray math as frightening, painful, or punishing
— using imagery of storms, hammers, darkness, or suffering. She argued that such early
perceptions are powerful and lasting, shaping who feels welcomed or excluded from STEM long
before they reach university. Addressing math anxiety, she maintained, is a systemic equity issue,
not simply a pedagogical one.

Dufresne closed with personal reflections on identity, ageing, and joy. She shared her
passion for Latin dance, which she still practices competitively at age 74, noting with humour that
even the dance world is notimmune to harassment and sexism. She mentioned her current writing
project and joked that her next book might be titled “Féministes, mathématiciennes, aventurieres,
vieilles — un quatuor explosif.” Her remarks brought a human, intergenerational, and deeply
personal lens to the afternoon's themes, emphasising that the fight for equity is both intellectual
and emotional, political and joyful.

The afternoon session concluded with deep appreciation for the honesty, vulnerability,
and strategic insight shared by the speakers. Together, the panel and closing talk wove a powerful
narrative about the realities of seeking justice within imperfect systems: the grief and exhaustion,
the breakthroughs and setbacks, the necessity of community, and the ongoing responsibility to
act. The session reinforced the collective commitment represented by CCWESTT's Gender
Equality Report Card and underscored that transformative change requires both data and
courage, both imagination and accountability, and a renewed willingness to push forward even
when progress feels slow. A networking session followed the event.

Panel recordings from Day 1 can be found on the CCWESTT YouTube feed:
Morning

CCWESTT Gender Report Card Launch Panel - ENG/ASL

CCFSIMT table ronde | apprendre a agir - FR/LSQ

Afternoon

Panel Discussion | Learning to Act: The Power of Systems Change | EN/ASL
table ronde | « Apprendre a agir : Le pouvoir de changer les systémes » | FR/LSQ

12
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Day 2- Learning to Act Forum

Day 2 - Agenda
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événement

From Knowing to Doing: Acting on Systemic Change

Day two opened with renewed momentum and a noticeable shift in orientation—from
learning about inequity to practising how to intervene within it. CCWESTT Executive Director
Bonnie Douglas welcomed participants back by underscoring that this second day would be more
interactive and applied than the previous one, reflecting CCWESTT’s commitment not only to
diagnosing systemic barriers but to exploring how stakeholders might act differently within
complex systems. She reiterated the event’'s accessibility features, including bilingual and ASL
interpretation, and again grounded the gathering in land acknowledgements that emphasised
relational responsibility and the shared work of decolonisation.

The morning opened with reflections from two participants invited to share insights from
the first day. One spoke to the discord between Canada’s legislative commitments and lived
realities, remarking that “we have rights, not results,” and cautioning that safety or workplace
protections should never be determined by geography. Another emphasised that true inclusion
also requires accessible dissemination of findings—arguing that the Gender Equality Report Card
must reach audiences not only in English and French but through varied communication modes
to ensure its utility for diverse communities. These comments marked an important transition:
both framed the report card not as an endpoint but as a catalyst for continued work.

Participants were then asked to relocate to assigned, intentionally mixed tables. Moving
away from self-selected seating served as an embodied reminder that equitable change requires
discomfort, redistribution of voice, and deliberate cross-pollination among disciplines, regions,
languages, and lived experiences.

Facilitated Systems Practice — The Data Walk

13
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The central learning architecture for Day Two was facilitated by Dr Sylvia Cheuy and
Myriam Bérubé of the Tamarack Institute, whose expertise lies in community-based, multi-sector
systems change. They situated the day within a collaborative impact framework, framing
participants as co-interpreters rather than passive recipients of information. As Sylvia noted early
on, “you’ll learn from each other today — that’'s where the richness lies,” positioning lived
experience and collective sense-making as fundamental resources for advancing complex
change. The facilitator slides are in Appendix B.

Participants began by mapping who was in the room: engineers, technologists,
academics, trades practitioners, community advocates, and representatives from nearly every
province and territory. This intentional grounding revealed the presence of a national ecosystem
capable of interpreting gender equity issues from multiple vantage points—a condition necessary
for meaningful systemic inquiry.

The Data Walk exercise reinforced this collaborative posture. Participants rotated through
eight themed discussion stations reflecting prominent issues surfaced in the Gender Equality
Report Card. Data Walk sheets are in Appendix C. Themes included:

e Who’s Missing From SETT
Nurturing Interest and Opportunity in SETT
How Can Inclusive Recruitment Become the Norm?
Why Are Women Still Missing At The Top?
Making Equal Pay A Reality in SETT
Making SETT Work For Everyone
Gender Equity In The Trades
Policies Addressing Care

Each station posed reflective questions designed to deepen interpretation rather than
solicit opinion: What does this data mean? What tensions does it expose ? Where do opportunities
for intervention emerge?

The structured movement between stations created momentum while revealing the room's
density of insight. As one facilitator observed, “you know the data walk is working when the room
doesn’t want to move,” signalling that participants had transitioned beyond passive consumption
of information and into active analysis.

Collective Interpretation and Thematic Priorities

Table-level reporting illuminated both the diversity of interest areas and the
interconnectedness of issues confronting gender equity in SETT. Participants discussed, for
example, the need to reframe equity narratives away from purely moral imperatives toward
organisational value propositions, emphasising that many actors are more responsive when
change is framed in terms of economic advantage, productivity, or talent retention. Others
highlighted the inadequacy of current employer—employee structures, pointing to emerging
generational distrust of traditional employment relationships and the need for new governance
models—including those inspired by matriarchal and collectivist approaches.

There was also extensive attention paid to allyship, not as an informal attribute but as a
leadership competency requiring structured development, early exposure, and accountability
mechanisms throughout education and career pathways. Psychological safety emerged as
another critical infrastructure gap—participants argued that unsafe environments create
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measurable economic losses yet remain insufficiently acknowledged within labour systems. Many
also underscored that care systems must be understood and designed as economic architecture
rather than a private family burden, drawing attention to promising examples where companies
partnered to deliver on-site childcare or Indigenous women’s training linked to work placement.

Table Report Recaps — What Resonated Most

Reframing the economic case — shifting discourse from moral obligation to business
benefit; asking organisations not just why equity matters, but what they gain by advancing
it.

Rethinking employer—employee relationships — exploring power, classification of
work, entrepreneurial models, collective solutions (e.g. shared benefits) and new
governance structures inspired by matriarchal systems.

Allyship as leadership — treating allyship not as goodwill but as a skillset learned early,
reinforced continuously, and expected of leaders.

Psychological safety — embedding training and accountability across the career span,
and naming economic losses from failing to provide safe workplaces.

Care systems reform — critically reframing “childcare” as lifespan caregiving, including
spousal care, youth support, and elder care — all deeply gendered and economically
consequential. One participant noted the importance of showcasing solutions, such as
workplace-based childcare partnerships.

Facilitators commented that, while they had anticipated convergence on only a few focus
areas, the exercise surfaced these five distinct thematic priorities, demonstrating both the
complexity of the ecosystem and the depth of expertise within the participant group.
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Strategy Development: From Themes to Action

The afternoon required participants to move beyond diagnosis and toward practice.
Individuals self-selected into issue working groups tasked with identifying what action was
required at three levels: personal practice, organisational/sectoral practice, and national network
coordination. The emergence of a new topic—artificial intelligence as both a risk and a tool for
gender equity—illustrated the evolving nature of systemic challenges and the forum’s
responsiveness to emerging questions.

During report-back discussions, cross-cutting insights were evident. Participants argued
for collective accountability rather than individual burden, emphasising that responsibility for
change cannot be downloaded onto workers alone. Training and professional formation were
consistently understood as core infrastructure rather than optional programming. The
importance of measurement—especially for harms still largely invisible, such as psychological
injury or caregiving exhaustion—was repeatedly emphasised. Participants also stressed the
centrality of storytelling, data literacy, policy tools, and equitable design principles,
identifying these capacities as essential architecture for implementation.

Table Report Recaps — Revealed Shared Undercurrents:

Empowerment through collective action, not individual burden

Awareness and role-modelling as cultural levers

Training as infrastructure, not optional add-ons

Measuring what matters — especially hidden costs like psychological harm

One insight echoed across working groups: systems change requires visible benefits
for those who are not already convinced of its necessity. This point can be woven into
CCWESTT’s Theory of Change systems-change framework, which focuses on scaling deep
(mindsets), scaling out (networks), and scaling up (policy), thereby reinforcing and offering a
shared language for future implementation.

Day Two concluded with a reflection on both challenge and possibility. As one facilitator
observed, there is no single right place to begin in systems change—but there is a cost to
not beginning. Participants left not only with thematic priorities but also with strengthened
collective agency and a clearer sense of how the Gender Equality Report Card can move from
analysis into coordinated action.

Thank you to all who attended the CCWESTT Learning to Act Forum. CCWESTT is now
planning the next CCWESTT Conference - we hope to see you all in Calgary in May 2026!
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Appendixes

Appendix A

Apprendre a agir : le pouvoir de changer les systémes CCWESTT
Learning to Act: The Power of Systems Change CCFSIMT

les 29 et 30 octobre 2025
October 29th & 30th, 2025

Survey Agenda Interpretation
Montréal, QC
Montreal, QC CCWESTT
CCFSIMT

Token: CCWESTT2025

Wor d G F £gal
THANK YOUTOOUR SPONSOR [l EQTR Tae™  Gelarves Ganada

CHANGING THE NARRATIVE:
Gender Equality in SETT Report Card

CHANGING THE NARRATIVE
Gender Equality in SETT Report Card

Play Policy Analyst’s Video

W/ CCWESTT

Systemic Change Project

CHANGING THE NARRATIVE:

CHANGING THE NARRATIVE:
Gender Equality in SETT Report Card

Gender Equality in SETT Report Card

Live Demo of the

Play Honestly, We Need
Report Card website This to Work video
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LEADERSHIP IN ACTION
SPEAKER

LYNE LAPERRIERE

JCCWESTT
CCFSIMT

SUCCESS STORIES IN
SYSTEMS CHANGE
POWER PANEL
wICCWESTT

(21 d_i?‘;
o6

d

CCWESTT STRANGER DEBRIEF

CCFSIMT

1. Who are you?

2. Please name 1 thing that
surprised or impressed you today.

3. What gives you hope for the
future?

l ‘. Women and Gender Femmes et Egalité

THANK YOU TO OUR SPONSOR Equality Canada des genres Canada
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Interpretation

Token: CCWESTT2025

I‘ I Women and Gender  Femmes et Egalité

THANK YOU TO OUR SPONSOR Equality Canada des genres Canada

CREATION OF AFFESTIM
DISCUSSION

LOUISE LAFORTUNE

AFFESTIM
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CCFSIMT

CCWESTT
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Survey
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Append

Taking Action on Gender Equality

Passer a I’action pour I’égalité des
genres
CCWESTT
CCFSIMT

Thursday October 30th, 2025 - 8:30 am-3:00 pm | Jeud, 30 octobre 2025 - 8h30415h 00

TAMARACK

TAMARACK

« Connect with, and learn from, « Echanger et apprendre des points

the Report Car
TAMARACK - Rspots el

equality in SETT

Session

* Identify actions

- Diveintothedata&findingsof  * Explorer les données etles

conclusions du rapport

+ Think together about what they  * Analyser ensemble comment ces
mean for advancing gender

données peuvent faire avancer I
égalité des genres dans les SIMT

to advance * Identifier des actions pour favoriser

3 systems change for gender un changement systémique en
verview equality faveur de 'égalité des genres
Agenda ur

Ordre du
* Accueil i

Myriam Bérubé
Co-Founder & Partner
Co-fondatrice et partenaire,
FiL Conseil
Associée: Associate, Tamarack
Institute

TAMARACK t

Facilitators | Facilitatrices

Sylvia Cheuy
Consulting Director Directrice
consultante
Collaboration
Tamarack Institute

TAMARACK

Group Agreements

Listen - Listen with care and compassion

Hear - Ensure everyone has a chance to
speak, offer ideas and/or share
experiences

Be Curious - All are responsible for the
quality of the group’s conversation

- Be col

Apercu

« Digging into the Data Part |

« Exploration des données - partie 1

+ BREAK

+ PAUSE

dela

+ Exploration des données - partie 2

+ Digging into the Data Part 2

session :

* LUNCH

+ DINER

TAMARACK Gallery Walk

tour des tables

« Session Reflection & Wrap-Up

* Réflexions finales et cléture de I'

even when you do not agree. Notice
your reaction to ideas and experience
that are different from your own.

Care for the Quality of the Conversation

- Make time for silence. Pause when
needed to refocus or savour an insight.

TAMARACK

Accords du groupe

1. Ecoute- Ecouter avec attention et
compassion

2. Entendre - Veiller 4 ce que chacun-e ait la
possibilité de s'exprimer, de proposer des
idées et/ou de partager ses expériences

3. Curiosité - Chancune-e est responsable de la
qualité de la conversation au sein du groupe

4. Lerespect des différences - Démontrez du
respect méme lorsque vous n'étes pas
d'accord. Prenez conscience de vos réactions
face aux idées et aux expériences différentes
des votres.

5. Qualité dela conversation - Prenezle temps
d'un silence. Faites une pause pour vous
recentrer ou pour apprécier pleinement une

idée.
TAMARACK

Making Connections...

At your table, introduce
yourself and share...

+ What perspectives do
you bring?

What is one change
you’d like to see
happen to advance
gender equality in
SETT?

TAMARACK

Tour de table...

A votre table, prenez un
moment pour vous présenter
et partager:

* Quelle perspective
apportez-vous?

* Quel changement
aimeriez-vous voir se
réaliser pour faire
progresser I'égalité des
genres dans les SIMT?

TAMARACK

* Question

+«Comments

+Insights

= TAMARACK
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s *Questions
* Commentaires

« Réflexions

TAMARACK

Today’s Data Walk

There are 8 “stations” - each with

data and a reflective question - that

highlights one aspect of gender

equality in SETT

* Your small table group will visit each
station and have a quick (10-mn)
conversation about the question

+ Share your insights and questions

« Feel free to take notes

+ Be sure everyone has a chance to speak
* Be curious about other’s perspectives

« After visiting all stations, you'll have
more time to make sense of the data
together
TAMARACK

La Ran-donnée
d’aujourd’hui

Il'y a 8 “stations”, chacune présentant des
données et une question de réflexion qui met
en lumiére un aspect de I'égalité des genres
dans les SIMT.

+ Chaque sous-groupe (par table) visitera chaque
station et aura une courte discussion o min) autour
dela question proposée.

+ Partagez vos idées et vos questionnements.
+ N'hésitez pas & prendre des notes.
+ Assurez-vous que chacun-e puisse s'exprimer.

« Faites preuve de curiosité envers les perspectives
des autres.

« Aprés avoir visité toutes les stations, vous aurez
plus de temps pour analyser et interpréter
ensemble les données.

TAMARACK

[

BREAK | PAUSE

TAMARACK

TAMARACK
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Analyse collective
A votre table, prenez en compte toutes les

informations que vous venez de voir et
discutez:

Sensemaking Together

At your tables, consider all the
information you've just seen and
discuss:

* What questions/ideas/themes were
most intriguing and why?

* What specific areas/topics would
you most like to focus on addressing

« For each topic, describe what
successful action might look like

* Quelles questions/idées/thématiques vous

ontle plus interpellé-e et pourquoi ? * Questions

* Quels domaines ou sujets précis

aimeriez-vous prioriser ou approfondir? * Comments

= Pour chaque sujet priorisé, décrivez a quoi
pourrait ressembler une action porteuse

*Insights

* Your group will have 30 minutes for this
conversation

+ Please ensure someone is capturing notes

+ Choose one person to share highlights of your
discussion with the whole room

TAMARACK

Gallery Walk

+ Ask 1 person from the group to
stay with your ideas

+ Everyone else, bring post-it notes,
to share feedback on others’ ideas
(10 min)

+ Go back to your table and hear the
feedback to your group's ideas

TAMARACK

1O}

LUNCH | DINER

+ Vous aurez 30 minutes en sous-groupes pour cette
discussion.

+ Assurez-vous de désigner une personne pourla prise de
notes,

« Désignez également une personne pour partager les faits
saillants de votre discussion avec Fensemble du groupe.

TAMARACK

D i ]
Taking Action
Select the theme you want to explore
and, at your table, discuss:

* What can individuals do to address
this theme and what might they
need?

What can organizations/sectors (be
specific) dO to address this theme and
what what might they need?

+ What can we do togetheras a
national network and and what what
might they need?

TAMARACK

Ensemble, choisissez I'enjeu que vous souhaitez
explorer et répondez aux questions suivantes:

* Que peuvent faire les individus pour agir sur
cet enjeu et quels soutiens leur seraient utiles
poury arriver?

» Que peuvent faire les organisations/secteurs
(veuillez préciser) POUr agir sur cet enjeu et quels
soutiens leur seraient utiles pour y arriver?
Que pouvons-nous faire ensemble en tant

que réseau et quels soutiens nous seraient
utiles pour y arriver?

*Questions

« Commentaires

« Réflexions

TAMARACK

Passer a I’action

+ Your group will have 30 minutes for this
conversation

+ Please ensure someone Is capturing notes
= TAMARACK

Tour des tables

« Désignez une personne du groupe
qui restera a votre table pour
présenter vos idées aux autres

groupes. :

« Les autres participant-e-s peuvent * Questlons
circuler pour partager leurs
commentaires sur les idées des *Comments

autres groupes. Veuillez apporter
les post-its pour les noter (10 min)

*Insights

Ensuite, retournez a votre table
pour prendre connaissance des
commentaires regus sur les idées
de votre groupe.

TAMARACK

TAMARACK

How Do You Want to Engage?

Comment souhaitez-vous vous
impliquer?

Interested |
Intéressé-e

TALETBSTEa 1N BEING ACwely INvoled in th
Gore = | IEIESIEGIn BEing SCEvGly nvoNed n e

Supportive | En soutien

Want to be given opportunities to provide
in-depth fesdtack frequently.

Want ta accasionally provide some form of
support and input

involved =

Supportive=

Invelvedl
Impliqué-e

[ wianit 10 be kept infoemed but not directly
Intermstad = |0 i he work of the project
T pliqué e danzle
activiedss du projet.
an naite contribuer réguliérsment an

Impliqué ‘Sannant de la rétroaction approfonde
Ensoution=

B tre tonura informé o
Inbdbenbe = | ctoment impliqué e dans es {& TAMARACK

Hlame | Nom:

Oegantzation| Grganisation :

Email | Gawrrel:
TAMARACK
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Phone | Téidphane:

TAMARACK

+ Vous aurez en ‘group
+ Veuillez désigner une personne 3 la prise de notes.

Please share an insight you are
taking away from today

Veuillez partager une réflexion
avec laquelle vous repartez
aujourd’hui

pour cette

TAMARACK

*Questions

*« Commentaires

« Réflexions

TAMARACK

TAMARACK



Appendix C

QUI MANQUE DANS
LES SIMT ?

Los femmes moins de 6 % des travailieurs

7/ des sciences, de la technologie, de ngénierie et des
(STIM), alors

3 qualifiés et environ 21 % des travalleurs dans les domaines.

34%dela
domaines

En revanche, les femmes représentent 75 % des

santé au Canada

otdes

0 Les scientifiques handicapés sont confrontés &

travaux sur le tomain; les aménagoments sont souvent
considérés comme des exceptions

Comment renforcer les professions et les
organisations SIMT gréce & une plus grande
participation et & une meilleure rétention des
femmes et des personnes de divers genres* ?

*(Communautés autochtones, noires, racialisbes, nouredement
arrivées, handicapées ot 2£LGBTON)

professionnels de l'éducation et 82 % des travalliours de la

WHO’S MISSING
FROM SETT?

FAVORISER LINTERET ET
LES POSSIBILITES DANS
LES SIMT

L ot

125 Women represent <6°% of skilled ind ~21%
+, of STEM workers, despite making up 34% of the

> STEM-educated workforce

By contrast, women make up 75% of education
3y professionals and 82% of health care workers in
Canada

. ey -

often treated as exceptions

How might SETT professions and organizations
be strengthened by greater participation and
retention of women and gender-diverse

Ppeople*?
iatzed, nowcomer, disabied, and

*“(Indigencus, Bl
2SLGBTOIA+ communities)
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NURTURING INTEREST
AND OPPORTUNITY IN
SETT

‘Women's representation in SETT education and

Fapprentissage des SIMT est inférieure & la parité
les provinces.
tent

systématiquement moins de 30 % de femmes+.

i
it

Au secondaire, seule une fille sur trois se
sent & laise en mathématiques

Ce chiffre tombe & 1sur § pour les filles
racialisées et autochtones.

+ Los e o4 iosJouves do gerve divers s0n¢ sourent exclus des
Ribves avanches (pw exemole, physAue. Codege. mésen

%{(/Log%' ‘:y.;;*?.‘m:’..'.f" pAveentireii

L Sntheb1peus s carss ams s comases ST 1 droce mrant
méene i cdout des étuces postseconcres

Comment pouvons-nous faire en sorte que tous
les Jeunes soient encouragés & explorer les
domaines SIMT, indépendamment de leur sexs,
de leur origine ethnique, de leur culture ou de

leurs capacités ? Quels changements dans les
attitudes du public pourralent favoriser cela ?

is below parity in every pr d

and trades
under 30% women+

L)
it

By high school, only 1 in 3 girls feel confident
in math

This figure drops 1o 1in § for raclalized and
Indigenous girls

« Girls and gonder-diverse youth are often excluded from
advanced tracks (.9, physics, coding, skited trades)

o B
&

storeotype threats, discowages underreprasented youth
« intorest in SETT caroers erodes before post-secondary
education bagins

How might we ensure all young people are
encouraged to explore SETT, regardiess of
gender, race, culture, or ability? What shifts in
public attitudes could support this?

COMMENT FAIRE DU
RECRUTEMENT INCLUSIF
LA NORME ?

HOW CAN INCLUSIVE
RECRUITMENT BECOME
THE NORM?

No province exceeds 50% representation of

POURQUOI LES FEMMES

SONT-ELLES ENCORE

ABSENTES DES POSTES A

RESPONSABILITE ?

WHY ARE WOMEN STILL

MISSING AT THE TOP?

% <507
O vt dm los rbestutesevtioos sn ST 50%  women In SETT education outcomes
<30% 4 dos <30% and trades fall below 30% for women+
. b dee nt such as costly and slow b i
credential leading e dos
35 % des travailleurs 2ELGETQI+ dans le secteur SIMT
35% of 2SLGBTQIA+ workers in SETT report bias
I

' signalent des préjugés lors des entretiens d embauche during hiring .

oo 8 et ps e e R

ot By g b otk o 28 54 do osies

mamare. non pas parce @Y e ram.
i

4 driger » 2025 oy CCRUMT

Comment pouvans-nous faire en sorte que fe recrutement
Inclusif - de 'éducation & Fembauche - devienne la norme
afin de retenir des talents diversifiés dans le secteur
SIMT ? Comment pouvons-nous concevair des solutions
d'avenir qui refiétent 'évolution démographique du
Canada ?

routie
—CCRESTT Loaming 1o Lesd Form
2025 parsespunt

How might we make inclusive recruitment - from
education through hiring - the standard so that
diverse talent is retained in the SETT sector?
How can we design future solutions that reflect
Canada's changing population?

Moins de femmes accédent & des postes de direction :

en 2022, 54,5 % des postes de « reléve » étajent occupés

par des femmes ; en 2025, ce chiffre est tombé 4 45,3 %

Comment pouvons-nous concevoir des parcours
de développement de carriére qui garantissent un
accés équitable aux possibilités d’avancement ot
de leadership pour les femmes et les autres
groupes sous-représentés ?

47% of but only 36% of
Canadian jobs management roles

and less than 28% of
senior leadership positions

Fewer women are moving into senior leaders hip:
1n 2022, 54.5% of “next up’ roles were held by
women;
in 2025, that number dropped to 45.3%

How might we design career development
pathways that ensure equitable access to
advancement and leadership opportunities for
women and other underrepresented groups?

FAIRE DE L'EGALITE

SALARIALE UNE REALITE

DANS LES SIMT

.:...

& B Losecarts saiarisux sont s importants pous les femmes
- 1 *  Ciaiinbe

MAKING EQUAL
PAY A REALITY
INSETT

Women engineers in Canada consistently earn less.
than their male peers, with the gap reaching up to

~$20,000 over the course of thelr careers.
& R pay gaps are larger for Indigenous, racialized,
- disabled, and newcomer women

Only 3 Canadian jurisdictions explicitly include
gender identity and sexual orientation in pay

e Seutes troi
d'equite salariale et de transparence sl lale

Equité salariale ou transparence salariale : Lo Canads, ke Québec

et 1‘Ontario ont les lois les plus complétes en matidre o'équité
salariale (sectsurs public et privé), tandis que la Colombie-
Britannique et on téte en matiére de transparence salarisle,
mais ne dispose pas dun cadre solide en matiére déquité
salarisie

Quels changements structurels, culturels ou
légisiatifs seraient nécessaires pour que Iéquité

salariale dans les domaines des SIMT devienne
une réalité 7 Quelles répercussions une
rémunération équitable pourrait-elle avoir sur les
personnes qui entrent, restent et prospérent dans
ces domaines ?
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Pay equity vs pay transparency: Canada, Quebec, and

Ontario have the most comprehensive proactive pay
equity laws (public and private sectors), while British

Columbia leads in pay transparency but lacks a robust

pay equity framework

What might need to change, structurally,
culturally, or legisiatively for pay equity in
SETT to become a reality? What rippie effects
could fair compensation have on who enters,

stays, and thrives in these fields?

RENDRE LE SIMT
ACCESSIBLE A TOUTES
ET ATOUS

MAKING SETT WORK FOR
EVERYONE
. 79% of Indigenous workers in SETT report
harassment in the workplace
) SEE I,

%

Liemplol précaire ot les ntastructures inadéquates sur le leu
| 3

touchant de

and
pl
' infrastructure increase mental health risks, chronic
stress, Pl njuries,
affecting equity-deserving groups

La cufture en milieu de travail dans les SIMT -
Les erviromaments dominds par les hommes porpétuent

e fa harcélement, Ia sous-dvaluation at a résastance sux
¢ aménagemant, ce qui a des répercussions tant su les

hommas que sur s fammas. Lo feux do traval

dangeroux at hostiles ontrainent solemant, des
problémes de santé mentale et des taux de rouement

dlovés

Comment les lieux de travail SIMT pourraient-iis
s'inspirer des pratiques éprouvées pour mieux
favariser la sécurité psychologique et lutter contre
la précarité de femploi, afin que tous les employés
puissent s'épanouir, rester et diriger ?

Workplace Cuiture in SETT:

©,

3 ), and to
accommaodations, impacting both men and
women. Unsafe and hostile workplaces lead to
isolation, mental heaith challenges, and high
turnover rates

How might SETT workplaces learn from proven
practices to better support psychological safety
and precarious employment, so that all

employees can thrive, stay, and lead?




EGALITE DES SEXES
DANS LES METIERS
SPECIALISES

i
m”‘ moins de 6 %o de la main-
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Quefles sont les possibilités d'améliorer I'emplol
dans fes métiars pour les femmes,
Autochtones, les personnes racialisée
nouveaux arrivants et les personnes 2ELGETQI+

7 En quoi une pius grande diversité pourrait-elle
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GENDER EQUITY IN
THE TRADES

Women represent les s

than 6% of the skilled
trades workforce

+ Cartitication and relontion sates for wamen in tracies ave far below
envoiment

+ lncis ve apprentiveship modeis—such as paid bridging programs,
acces siie fraining 1es, and empioyor backed ratan bon supports—
Ioact 1o stronger outcomes

* Graxtantisl recognition and ACCeSS 10 training Vary widely across
provinces and tarrito

creating uneven oppartunities

i
R4 L 8ng Tha DY O B WO 41 123,

by e
—COWESTT, W Are Traces Prspect, 2025

What oppartunities exist to enhance work in
tradas for women, Indigencus, racialized,
newcomer, and 2SLGBTQIA+ people? How
might greater diversity benefit the trades?

POLITIQUES EN MATIERE

DE SOINS

Les fommes consacrent 8 hewes de plus par
N8 ey b
prise en charge dadultes que les hommes

Dans de nombreuses provinces, plus de 50 % des
. entants vivent dans des déserts en matiére de garde
ontants des

75\ Moins de 5 % des garderies agréées offrent des
services en dehors des heures de 7 h & 18 h, et moins de-
2% ‘week-end,

travail par quarts et les horaires flexibles.

POLICIES ADDRESSING
CARE

* Women spend 8 more hours/week on child
care and 4 more on adult care than men

In many provinces, over 50% of children live in
@ child care deserts—areas with littie or no access.
to licensed care
~. Fewer than 5% oflicensed child care centres
[\ offer hours outside 7 a.m.-6 p.m., and weekend

../ care is under 2%, constraining shift work and
flexible schedules

00000000000000000000
L'étude menée en Ontario en 2025 a révélé
que seulement 1 garderie sur 20 offrait des
heures prolongées, et que a plupart d'entre

elles étaient informelles ou non réglementées

Queies politiques éprouvées — notamment en
matiére de garde d'enfants inclusive, de soins aux
personnes dgées et de maladies graves —
pourraient contribuer & réduire les inégalités entre
les sexes dans le domaine des SIMT ? Quels
changements d'attitude de la part du public sont
nécessaires pour répartir équitablement les
charges liées aux soins ?

00000000000000000000
Ontario’s 2025 scan found only 1 in 20 child care
‘centres offered any extended hours—and most
ware informal o unregulated

What proven policies —including inclusive child
care, elderly care, and critical ilness—could help
close gender gaps in SETT? What shifts in
public attitudes are needed to even the burdens
of care?
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