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ExEcutivE Summary 

With a view towards the future and our ongoing competitiveness, in 2018 the 

Association of Consulting Engineering Companies of New Brunswick (ACEC-NB) 

created a diversity and inclusion committee. This group, with representation from 

several member firms, decided to tackle gender diversity and inclusion as its 

first priority.

Research was conducted over the course of 2019 and this report contains the insights

gained from that process. We probed on what types of benefits are most meaningful 

to women in consulting engineering, drivers of career satisfaction, perception of career

advancement opportunities, and work culture. 

In addition, we have created a series of recommendations to support our member 

firms, which can be found on pages 23 – 26. Recommendations fall into the following

themes:

• Tips to Create Diversity & Inclusion Strategies

• Tackling Flexibility, which surfaced as a top desired benefit and key driver of 

satisfaction

• Create transparent career tracks for recruitment, retention and advancement 

opportunities

• Developing onboarding strategies after parental leave

• Specific steps ACEC-NB will implement over the coming year to support member 

firms and their employees

For consulting engineering to thrive, we must all possess a foundational understanding

of the issues facing our workforce and our economy. We hope that this research 

offers greater insight as to the opportunities that exist for our member organizations to

create workplaces that support diversity and inclusion, and where women can pursue

meaningful careers and advance into leadership in greater numbers.
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the association of consulting Engineering companies-New Brunswick (acEc-NB) is a not-for-profit organization 

representing the New Brunswick consulting engineering industry.

acEc-NB represents the commercial interests of businesses that provide professional engineering services, to both the

public and the private sector. members are involved in the planning, designing and implementing of all types of engineering

projects, and provide independent advice and expertise in a wide range of engineering-related fields.

For more information about acEc, please visit https://www.acec-nb.ca/
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PURPOSE

New Brunswick is facing major labour shortages over the coming decade, with 

120,000 employees* forecasted to leave the workforce. Compounding this issue is 

a changing economy that requires more technically skilled workers than ever before.  

With the vast majority of retirements still to come, New Brunswick employers need 

to act now to adjust recruitment and retention strategies to be more inclusive and 

tap into a labour pool that is growing and highly educated – women. 

While women make up more than half the nation’s population, they are still largely under-represented in the field of engineering.

The number of women enrolled in post-secondary engineering programs has steadily grown over recent decades, as has

the number of women in the engineering profession overall. However, despite these gains, men still significantly outnumber

women, retention of women continues to be a significant challenge, and trends are consistent if not more concerning in the

field of consulting engineering. 

Engineers play a vital role in an economy’s ability to prosper. They impact everything from physical infrastructure, to the

knowledge economy and innovation, to our productivity. For New Brunswick to become more sustainable and for our 

profession to thrive, we must embrace this challenge of diversity head on. 

Our FOcus

In 2018, ACEC-NB established a diversity and inclusion committee with the goal of:

• Supporting Engineers Canada on the 30 by 30 Initiative to increase the 

representation of women within the engineering field to 30% by 2030 – 

currently, New Brunswick is at approximately 15%, at the time of publication

• Understanding specific issues facing women in consulting engineering through research 

• Creating new learning opportunities for men and women to understand common 

challenges and best practices

• Creating association events to foster better networking, mentorship, and awareness

research On retentiOn OF WOmen in engineering cOnsulting

Despite gains in attracting women to engineering, as well as improvements in enrollment  and graduation rates, some women

do not pursue licensure or leave the profession after obtaining their professional designation. We must understand why. 

Engineers Canada has shared that while there is a lack of Canadian research on the reasons for this, many US-based 

studies have provided valuable insights, including the 2011 study, Stemming the Tide: Why women leave engineering.

Among its key findings, Stemming the Tide found that:

• More than two-thirds of the women who left engineering ended up working in another field, and half of those rose to 

executive positions only five years after leaving engineering.

• Nearly half of women left engineering due to working conditions, such as too much travel, a lack of advancement, 

or low salary.

• 30% left engineering due to the organizational culture.

• 25% left engineering because they wanted more time with their family. 

understanding retentiOn OF WOmen in the neW BrunsWicK engineering cOnsulting PrOFessiOn 

Over the course of 2019 we conducted research to better understand retention of female engineers in consulting specifically.

The time is now:

• Member organizations in New Brunswick are at risk of losing significant investment if trends continue, and if highly skilled 

female employees choose to leave the profession 

• There is a strong business case for offering clients a diverse project team with individuals who challenge ‘group think’ and 

bring different lived experiences and perspectives, and who can relate to an increasingly more gender-diverse client base 

• Consulting engineering is at a clear disadvantage if women cannot be retained in the profession

Our research was geared towards understanding specific career experiences and preferences that impact long-term 

retention of women in the profession. 

30 by 30
Initiative
INCREASE WOMEN 

IN ENGINEERING 

TO 30% BY 2030

120,000
EMPLOYEES 

FORCASTED TO LEAVE

THE WORKPLACE

* https://www2.gnb.ca/content/gnb/en/corporate/promo/priorities/private_sector.html
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mEthOdOlOgy

research revieW

While there is a general lack of research in canada on retention of women in engineering, groups have emerged with 

new insights in recent years. in particular, acEc-manitoba conducted a study in 2015 about perceptions of workplace 

experiences in consulting engineering. Our committee reviewed this survey methodology and applied lessons learned 

in the construction of our research process. a key difference is that we decided to survey only women to target specific 

gender differences and insights. 

determining availaBle POPulatiOn

at the outset of this process, it was evident that we did not have reliable data on how many women work in consulting 

engineering in New Brunswick in a technical role. We therefore invested the first part of the year in outreach activities to

acEc member firms in New Brunswick to understand how many women they employ in technical roles, and how big our

survey population could potentially be. We received varying responses to these outreach activities and successfully created

a target audience list of 65 women for this survey. this group included women in a variety of engineering and geotechnical

roles, including engineers and geoscientists in training. the completion rate was 93% which is very strong. Since those 

surveyed represent a sample of the target population, the results are directional and offer a view into the true characteristics

of this population. 

survey

during the months of may and June 2019, we surveyed women in consulting engineering in New Brunswick through an 

online survey tool. the survey was constructed with 32 questions, mainly multiple choice with comment boxes, and it 

explored six categories:

1. Experience & your career

2. Benefits

3. career satisfaction

4. Work culture

5. Women in engineering

6. demographics

We kept the survey open longer than originally anticipated to encourage high participation rates and confidence in our 

findings. a survey of this nature is new for the association and the profession, and it therefore required the committee to 

create awareness about this new initiative. reminder email invitations were sent, and a gift card incentive was offered for

completion. the completion rate was 93%, with a confidence level of 95% and margin of error of 7%. 
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93%
cOmplEtiON ratE

32
QuEStiONS

6
catEgOriES



FOcus grOuPs

two focus groups were conducted to augment the survey findings and to add more qualitative insights to the process.

Focus group participants were selected from those women who had completed the survey, and were conducted in the 

cities of Fredericton and Saint John during the month of September, 2019. Five main themes were explored:

1. General experiences in the field of consulting engineering – as a woman in the profession, consider what is going 

well and what could be improved

2. Benefits – what do you value and what would drive greater retention levels among women in the field

3. Career advancement – formal and informal opportunities for mentorship, professional development and training, 

and recognition and visibility at work

4. Work culture – social events, networking and business development, management support, and the nature of the 

hours, travel and pay 

5. Engagement levels – what would make you more engaged and loyal to your company and the profession 

PhOne intervieWs

While the survey and focus groups focused on women currently working in the consuting engineering profession in 

New Brunswick, we completed phone interviews with women who have exited the profession of consulting entirely. 

this was done to understand if there were any issues or challenges that impacted their decision making which had not 

surfaced in the survey process and focus group discussions. 

Women in consulting Engineering in New Brunswick report 8



Age & YeArs of experience

Respondents represented a broad range of ages and experiences in the profession. 8 out of 10 respondents were between

the ages of 25 and 44, while 58% of respondents were millennials (less than 24-34 years) – younger women whose 

preferences we must seek to understand better to ensure a continued pipeline and retention for consulting engineering 

in New Brunswick. 

Importantly, 58% were career starters with just 7 years or less of experience in the profession.

children & MAternitY leAve

One third of respondents had dependent children at home. While there is a trend in North 

America of millennials delaying major decisions like marriage and children, this percentage 

could be a reflection of the younger ages of the survey participants overall, or it could signal that

women are either putting off having children in favour of their career in consulting engineering, 

or choosing to leave the profession when they do. By way of general comparison, 2011 Census

data indicates 52% of the population has dependent children. 
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PARTICIPANT DEmOgRAPHICS AND 
COmmITmENT TO THE PROfESSION

SECTION 1

1 in 3
HAVE DEPENDENT 

CHILDREN



Over 40% of respondents indicated they took a leave from the profession and returned. In most instances, that leave was

for maternity, while others took the leave to take care of other family members or to pursue other professional interests. 

fields of interest for WoMen

The vast majority of respondents were in the fields of environmental and 

civil engineering, pointing to a continued lack of representation among 

women in the fields of electrical, mechanical and geotechnical. It is unclear

whether certain fields are more attractive than others for women in consulting

engineering. 

When asked if they intend to stay in the profession, the vast majority of 

respondents indicated they were committed to staying in the profession. Just

7% of P.Eng., or 4 respondents, indicated they planned to leave the profession

in the coming years. Of these 7%, timing was unknown, signaling that while

they had made up their mind, they were not fully sure of the next step. 

While 93% retention is a positive sign among those working in consulting 

engineering today, 80% of EIT / gIT respondents  don’t yet consider 

engineering a core part of their identity, meaning they are potentially at risk 

of leaving in the coming years. 
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93%
RETENTION, BUT...

80%
DON'T CONSIDER 

ENgINEERINg CORE 

TO THEIR IDENTITY



MAle-doMinAted WorKplAces

When gathering the baseline data to understand how many women work in consulting engineering in New Brunswick, 

it was clear that the experience for most New Brunswick female engineers and geoscientists is one that is very heavily 

male dominated, and where their needs are not well understood. 

It was determined that of all of the women working in the field (whether in a professional 

technical role or not), they are outnumbered 4:1. 

Just 35% of companies surveyed say they track statistics, whereas the majority of 

consulting engineering firms do not track labour statistics in their firm. Of those who 

do track statistics, 41% track the reasons for leaving the company, just 17% track 

the number of women promoted, and none track the number of women interviewed 

as part of the hiring process.  
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KeY tAKeAWAYs 

• 58% of respondents were career starters with just 7 years or less of experience in the 
profession

• A third of respondents have dependent children at home
• At 93%, retention appears strong, yet 80% of EIT/gIT respondents indicated engineering 

is not yet a core part of their identity
• Women in the field are outnumbered 4:1 whether working in a technical role or not
• Just 35% of companies surveyed say they track statistics. The type of tracking varies with 

41% indicating they track the reasons for leaving the company, just 17% track the number 
of women promoted, and none track the number of women interviewed as part of the hiring 
process.

4:1
WOmEN WORkINg 

IN THE fIELD 

ARE OUTNUmBERED 

BY mEN



Flexibility the Most MeaningFul beneFit – within the security 

oF a perManent position

Participants were asked what kind of benefits they value most, and overwhelmingly throughout the survey findings, focus

groups, and phone interviews, participants confirmed what research has indicated for years on women in the workplace – 

flexibility is the most desired benefit by far. in the online survey, flexibility was rated as more meaningful than child care and

general leave of absence opportunities, yet within the security of a permanent position – despite the rise of the gig economy

amongst next-generation workers. 

flexibility ranks even higher for those women who have taken maternity leave, with 93% rating flexible work options as 

‘very meaningful’. those same respondents rate child care support a full 24 points ahead of those women who had not

taken maternity leave.

beneFits woMen hesitate to use

Participants were asked if they hesitated to use any of their benefits, and if so,

which ones. at 37%, over a third of respondents indicated they hesitate to use

some of their benefits. that climbs to 40% for more established women with 

P.Eng. / P. geo. 

While they don’t often hesitate to use flex time if it’s given to them, 26% hesitate 

to use sick time. the top two reasons cited for not using benefits are ‘perception 

i’m not at work’ at over 80%, and ‘negative impact on advancement’ at just over 60%.
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bEnEfitssECtion 2

40%
P.Eng / P. gEo say thEy 

hEsitatE to usE bEnEfits

“Flexibility in the workplace is essential to family survival for two working 

parent families. We need to have the flexibility to attend school functions,

look after sick children, attend sporting events, and maintain the household.

”

“In my experience the following are strongly frowned upon behind closed doors – 

sick time use, short-term disability (these cost the company) 

and unpaid leaves (affect the groups ability to perform the work).

”



extra beneFits that would be Very MeaningFul

this research study asked women to indicate which benefits they currently don’t have, but if they did would be very 

meaningful. a number of options surfaced in the online study such as top-up maternity benefits, child care services nearby

or financial support towards child care, and the value of mentorship. 

Mentorship was a strong theme that surfaced in all aspects of the study including the online survey, focus groups and phone

interviews. in the qualitative segments of the research, women spoke at length about the absence of career advancement

opportunities geared towards women ranging from lack of role models, to the absence of formal mentorship programs to

support women advancing, to the need for more visibility and recognition.

the Question oF pay For career starters

While pay does not rate as highly as flexibility, the ability to make ends meet surfaced amongst younger women in the focus

groups, as well as throughout the survey. 100% of online Eit/git respondents indicated paid overtime or in lieu was ‘very

meaningful’ or ‘meaningful’ vs just 79% of more established women.

the focus groups offered an opportunity to probe further on the topic of pay. When questioned, younger women indicated

they are either working a second job, or are thinking of getting a second job because their base pay does not allow them to

handle the high levels of student debt or consider buying a home and putting down roots, let alone start a family and add 

the extra costs of child care to their already mounting financial pressures.  

When asked about work culture and the prevalent expectation of working unpaid overtime, over half of respondents of all

ages felt it was unreasonable. this may not be a gender issue, but is compounded by child care and family responsibilities.

37% ‘strongly disagree’ that unpaid overtime is a reasonable expectation, however, it ranked last in every single age group

in terms of what would make participants leave their company. so, while respondents may not like it, they won’t likely leave

over it. however, employers should be aware of the extent to which it is a dissatisfier, and to which it is likely to impact 

overall engagement, loyalty and output levels. 
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“We are measured to a very high level a scrutiny on 

utilization/chargeable hours. Sick time is not neutral, but rather is 

considered unchargeable time and counts against utilization.  

”



in 2019 aCEC-nb conducted a survey of salary and benefits of 21 firms, with 13 or 62% participating. the number of 

employees reported on in 2019 was 651, up from 636 in 2016. fig. 50 from that report shows median salaries by years 

of experience and gender and fig. 38 includes classification. the starting salary captured in this chart is approximately

$15,000 higher than salaries shared in focus groups for career starters. Providing transparency around such reports, to 

employees across the industry, offers workers greater insight to comparable data and the possibilities for growth over time.
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Key taKeaways 

• flexibility is very meaningful – ahead of child care and leave of absence….yet within the 
security of permanent positions (despite the move to a gig economy)

• over a third hesitate to use benefits – almost 40% for P.Eng/P.geo
• unpaid leave and sick time tend to be those where people hesitate. Less so on flexible 

work hours, telecommuting, short-term disability and vacation (although 10% ‘often 
hesitate’)

• benefits women value that they don’t have include top-up maternity, child-care services/
support and more mentorship

• Pay is a driver amongst younger women and career starters, and will impact retention as 
they strive to juggle high student debt loads during their child-bearing years

• over half of respondents indicate working unpaid overtime is unreasonable

source for charts: ACEC-NB 2019 salary and benefits survey



Key Drivers of Career satisfaCtion varies by age

• 100% of established professionals said recognition was important, 75% of those said it was ‘very important’

• 100% of EIT/GIT said training & professional development was important, 80% of those said it was 

‘very important’

In matters of importance to career satisfaction, recognition rises to the top for those more established in their career. 

75% of P.Eng and P.Geo respondents indicated recognition is ‘very important’. The top issue for EIT/GIT was training and

development opportunities with 80% of this group indicating it was the most important driver. 

Support to handle multiple life situations is also very important at 70%. This could be for different reasons among the 

sampled population, perhaps mental health prevalence among younger generations, and child care for older.
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CarEEr SaTISfaCTIONSECTION 3

“Access to professional development or mentorship – there have been 

years (multiple) where I didn’t have a single dedicated conversation 

with my manager about my career path or performance. 

The assumption is that if we are busy, then things are going well.

”

“Dedicated time to talk about career expectations, performance, mentorship 

and trajectory is very important to me and show’s my manager’s dedication to 

my success. This is amplified by the fact that informal work functions are often the

place where these conversations happen and mentorship relationships are founded.

Women can often be left out of the activities and are at a clear disadvantage.

”



reasons to Leave

Participants were asked what reasons might influence their 

decision to leave an employer or the engineering consult-

ing profession. Quality of management comes out on top. 

Interesting to note, when broken out by age (under 34) re-

sults show a tie between quality of management and lim-

ited or unclear advancement opportunities.

Given, 58% of survey participants were career starters with 

just 7 years or less of experience in the profession, there is

urgency to offer clear paths to advancement and to ensure 

career starters can see a future for themselves in the profession.

foCus groups & phone interviews offer greater insight into perCeptions 

of unCLear aDvanCement opportunities

Given that younger survey respondents indicated that limited or unclear advancement opportunities is a key driver of 

retention, we explored the topic further in the focus groups. five themes emerged:

1. maternal bias & penalty – the perception is strong that the engineering consulting profession would benefit from a 

strategy to support expectant and new mothers. The pace of the profession, heavy travel required of many career 

starters, seasonal intensity, and ‘always on’ pressure makes it nearly impossible for women to feel like they can start a 

family while also advancing in their careers. furthermore, many focus group participants expressed that when they took 

leave, they did not regain their status as a high performer upon their return and that opportunities were not afforded to 

them because assumptions were made about which projects they could take on. This maternal bias, which is a form of 

unconscious bias, continues for women as their children grow, with leaders continuing to making assumptions about 

their capacity to work, put in hours, and move into leadership.  It is further compounded by social events that are geared 

towards men in both type, and also time of day.

2. share ownership seems elusive – focus group participants indicated that a 

strong message is sent early on in their career that ownership is achievable, yet 

most were unclear about the path to ownership and many expressed a need for 

basic financial literacy for their own financial wellness and planning. They also 

expressed a strong desire to learn about the financial wellness of their company, 

to better understand criteria for share ownership, and to understand requirements 

to be considered for succession planning. Despite this, a full 79% of survey 

respondents indicated that they believed they could achieve management or 

executive roes within their organization. 

3. Lack of role models – female role models surfaced repeatedly as a critical 

component of career advancement for women. focus group participants would 

like to see a greater emphasis on promoting women who can mentor younger 

female career starters and share insights as to how they navigated their careers 

and juggled family duties.

4. Lack of recognition – visibility and recognition for efforts was seen as key to helping increase one’s chances of 

career advancement. In this survey we explored ways employers can support greater visibility for women and these 

are detailed on page 18.

5. pay disparity – focus group participants indicated a general lack of transparency on pay and that there needs to be 

a better understanding of the point at which the disparity happens for women in their career, and when they begin to 

lose ground on pay when compared with male peers. 
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Do you believe you can achieve 
management?
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Key taKeaways 
• In matters of importance to career satisfaction, recognition rises to the top for those more 

established in their career
• Training and development opportunities are the clear priority for EIT/GIT
• Support to handle multiple life situations is also very high and important, especially among 

EIT/GIT, but also for P.Eng/P. Geo at almost 70%. This could be for different reasons, 
perhaps mental health prevalence among younger generations, and child care for older.

• Quality of Management is the key influence on ‘reason to leave’ but when examined by age, 
it ties with ‘Limited or unclear advancement opportunities’



On the topic of work culture, the online survey questioned participants about the degree to which they feel included in 

company social activities and industry networking activities. It also probed on access to mentorship opportunities that 

support their professional development, and the influence of unpaid overtime in the profession.  

SentimentS of incluSion VarieS by yearS of experience and type

• Company activities – 74% of women surveyed indicated that they ‘agree’ or ‘strongly agree’ that company social 

activities make them feel included. However, when examined by age, those who have been in the profession longer are 

half as likely to indicate ‘strongly agree’. Furthermore, 25% of established career professionals rate social activities as 

‘neutral’ when assessed for inclusion, compared with just 7% for younger respondents. These results would seem to 

indicate that those who have been in the profession longer feel less included, and certainly are less favourable about 

the extent to which company social activities offer women inclusion. 

• Industry activities – survey respondents were not as favourable about inclusion in industry events when compared 

with company events. Those who answered ‘strongly agree’ when asked if industry networking activities made them feel 

included dropped by half with EIT/GIT, and by two thirds among more seasoned professionals. The extent to which 

women are out-numbered in the profession is no doubt magnified at industry events, more so than in company activities 

with close colleagues. This point was further explored in focus groups and phone interviews. Participants indicated 

three key issues:

• Events are focused around activities that men typically enjoy and/or excel at

• They do not prioritize children and often interfere with the time of day when women are juggling after school care 

evening lunch prep and bedtime

• Because of these two issues, women self-select out which puts them at a greater disadvantage when it comes to 

cultivating business and industry relationships
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WOrk CulTurE SECTION 4



mentorShip Viewed poSitiVely when it happenS

mentorship is a key influencer to a positive work culture for women, with 86% of 

respondents agreeing or strongly agreeing that it supports their professional growth

and advancement. among EIT/GIT it’s as high as 93%. However, as was indicated 

earlier in this report, the lack of opportunities for advancement is the number one 

dissatisfier among this group, meaning that employers need to have clear strategies 

to engage younger talent and bring clarity around opportunities to develop and 

advance professionally.

unpaid ot culture

When asked if working unpaid overtime is reasonable in the profession of consulting engineering, just 7% of respondents

strongly agreed, and just 19% agreed. Over half feel it is unreasonable, and 40% of early career starters ‘strongly 

disagreed’, and 36% of more established workers ‘Strongly disagreed’. Focus group participants indicated that if the starting

base pay was higher, and there was greater transparency around advancement opportunities, this may be less of an issue. 
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Key taKeawayS 

While EIT/GIT say they ‘strongly agree’ that social activities and networking events make
them feel included, P.Eng/P.Geo are not as favourable, yet still ‘agree’ in the majority of cases.
This could signal that more seasoned women have experience with not being included, or
have valuable insights about the ways they could better be made to feel included. 

Over half feel working unpaid overtime is unreasonable (disagree and strongly disagree). 
This may not be a gender issue, but could be compounded by child care and family 
responsibilities. 37% ‘strongly disagree’ that unpaid overtime is a reasonable expectation,
however, it ranked last in every single age group in terms of what would make them leave. 
So, while respondents may not like it, they won’t likely leave over it.

35% of respondents ‘strongly agree’ that mentorship supports their growth. When combined
with ‘agree’ that number jumps to 86%. 

“I have noticed that the male employees get the “let me take you under my wing” 

mentorship. They are more often sent to networking events early on in their careers

(within 5 years). I started getting asked after 11 years. There is a difference.

”

93%
mENTOrSHIP SuPPOrTS 

PrOFESSIONal GrOWTH 

& advaNCEmENT



Is Gender an Issue?

When asked if gender has had an impact on their career – either positively or negatively – most respondents indicated a

neutral response – gender neither positively, nor negatively impacted their career. However, more than a third indicated it

had negatively impacted their career, and when examined by years of experience, 43% of more seasoned professionals 

indicated a negative impact. Survey comments, focus groups, and phone interviews all shed light on this topic. 

While participants recognize progress has been made, they still point to systemic barriers that keep them advancing such 

as maternal bias, social activities where they don’t feel fully included or that take placing during hours when they are juggling

domestic duties, lack of mentorship and female role models, or being the only woman in management for too long. 

Women in Consulting Engineering in New Brunswick report 20

WOmEN IN ENgINEErINgSECTION 5

“The female role models I have impact my growth more than 

anyone else. I often receive positive feedback and credit 

for the work I do, which keeps me motivated to deliver.

”

“I feel like my company does a lot for women, however there are 

also times that we are not included… networking events sometimes 

feels like the boys club if I go, or we just don’t get invited.

”
“Relatively recently, a female was announced in the “c-suite”. I was elated. 

Having women in leadership positions, especially senior leadership, is so very 

important. It demonstrates that my company recognizes the importance of diversity 

and gives me hope that organizational culture will evolve to be less gendered.

”



role Models exIsts – Just not always wIthIn reach

Almost 80% of respondents indicate there are women in leadership positions at their organization, however they were 

not always in their specific geography or in regular contact with the survey respondents. respondents provided many 

comments about the importance of seeing women in leadership positions.

MotIvated to work In ManaGeMent

When asked if they are motivated to work in management or executive roles 

within their organization, 67% of survey respondents said yes, and it was 

consistent among EIT/gIT and P.Eng/P.geo. No early career starters indicated

no, and just 4% of more established professionals said no. However, over 

30% said ‘I am still not sure’, pointing to a potential for great opportunity or 

for substantial loss of talent. Employers will need to cultivate this talent by

demonstrating clearer paths to advancement and investing in mentorship 

to prepare women for succession and the management ranks. 

Of those who indicated they were motivated, a full 79% believed they 

could achieve it, reflecting a confidence in themselves, their company or 

a combination of both. 
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“I briefly had a formal mentoring relationship with a woman in a leadership role 

(she has since left the company). During that time I was able to discuss 

strategies to advocate for myself and advance my career. As a direct result 

I received a promotion and 10% merit based raise that year.

”
“There are a few women in leadership positions, and there are lots 

over the years that have left as well. These women are not directly 

in contact with myself, or in my geographic area, therefore 

I also feel like there are limited (to no) women leaders within my reach.

”
are you motivated to work 

in management?



vIsIbIlIty 

67% of women surveyed indicated they would like more visibility at work, and that jumps to 93% when we examine just

EIT/gIT respondents. respondents selected ways employees could gain greater visibility for their work: 
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“It would give peace of mind that women are leaders. 

In our organization it is very rare that high-level leaders are female. 

Female leaders are often given support roles. That’s not right.

”

key takeaways 
• most women indicate that gender has had no noticeable impact on their career. However, 

a third have said it’s had a negative impact. 
• Almost 80% of respondents indicate there are women in leadership positions at their 

organization, and the comments support the importance of having female role models 
in leadership and as mentors.

• respondents are clearly motivated to work in management and most believe they can 
achieve it. 

• 93% of EIT/gIT want more visibility at work.



there are a number of ways that employers and the industry association can support greater diversity and retention in the

field of engineering consulting. 

DIVERSITY AND INCLUSION STRATEGIES
employers should develop strategies to proactively generate greater awareness of the need for diversity and inclusion 

in their company and the broader field of engineering. any of the below initiatives can be offered as part of a multi-year 

strategy to improve the focus on gender equality and diversity overall.

Education

• declare that your organization supports engineers canada’s 30 by 30 initiative. educate employees about this initiative 

through company meetings and publications, which will send a clear signal that the organization is progressive and 

supportive of women engineers 

• Provide unconscious bias training for employees 

• create a lunch and learn series to discuss diversity in all of its forms and ways the organization can support better inclusion

Audit the hiring process

Review the hiring process, including job description language and the interview process for hidden biases. Report findings

to employees and create company conversations about ways to improve. consider establishing policies that ensure gender

diverse candidate slates as well as gender diverse hiring panels. 

Create inclusive social activities

adjust social activities to be gender neutral, such as breakfast events all can attend vs after-hours events, incorporate 

a charity or community-focused teambuilding instead of sporting focused activities. Be deliberate with invitations and 

inclusive of all.

Create visibility for role models

celebrate role models by profiling women who have advanced, and by profiling He for she advocates in your organization

and the reason they are championing diversity. 

Support women through mentorship

create a mentorship strategy to support women moving into management; include tips for leaders on how they can mentor

as well as ways they can create greater visibility for their female employees. consider offering training to managers on how

to more effectively mentor and create advancement opportunities for their teams. 

Track metrics

track metrics to gain greater insight about women in the workforce and to illuminate areas of opportunity. metrics should 

include women applicants, interviews, and promotions.

FLEXIBILITY
Flexibility is the top desired benefit among women who participated in this research. Broader research across north america

indicates that flexibility is also the number one desired benefit among millennials. Benefits of offering greater flexibility 

include:

• increased ability to attract, retain and motivate high-performing and experienced employees

• Reduced absenteeism

• mental health support by helping employees manage their responsibilities outside of work

• increased job satisfaction, creativity and output

employers can explore a variety of approaches to formalize flexible work arrangements, as promoted by the canadian 

centre for occupational Health and safety: https://www.ccohs.ca/oshanswers/psychosocial/flexible.html:
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Recommendations & conclusion



Flex time

Flex time is an arrangement where employees work a full day but they can vary their working hours. these arrangements

are usually established with specific guidelines so that a “core” working day exists. Flex time is usually arranged in advance

with the employee and employer or supervisor and a set range of start and finish times are established. the total hours of

work are not usually affected by this arrangement.

For example, the employee may choose to start between 7:30 and 9:30 am, and finish between 3:30 and 5:30 Pm. this

arrangement establishes that core hours are between 9:30 am and 3:30 Pm when all employees will be at work. lunch 

periods are usually mandatory and for a set length (30 to 90 minutes). employees should maintain their start/finish times 

so that a routine is established and co-workers can become accustomed to each others' schedules.

Reduced hours / part-time

employees may choose to work fewer than the standard 37.5 or 40 hour work week. these arrangements may be on 

a temporary or permanent basis depending on individual circumstances. it may also be considered in some cases for 

employees with health problems or disabilities. Work hours may be negotiated, or they may be chosen to coincide with 

peak workload hours depending on the type of business. However, employee benefits and qualification for government 

programs (such as employment insurance or pension plans) may be affected, and should be examined thoroughly before

commencing.

Compressed work week

compressed work week occurs when an employee works for longer periods of time per day or shift in exchange for a day

off. employees may start earlier or finish later that the normal work day. compressed work weeks are often initiated by the

employee, but sometimes the employer may initiate the option to improve operational efficiency, to maximize production 

(reduced daily start up costs) or to establish longer business hours which can enhance customer service.

common arrangements for a 40 hours work week are working 10 hours per day, 4 days a week; working an extra hour a

day with 1 day off every 2 weeks; or working an extra half hour a day and having one day every 3 or 4 weeks off.

Telework / telecommuting

telework or telecommuting occurs when people do at least some of their regular work from home instead of going into the

office. details such as hours of work, and how communications between the teleworker, co-workers and clients need to be

clearly outlined. leveraging technology can offer tremendous productivity benefits for companies with offices spread across

many geographies, remote management arrangements, and employees on project sites. 

Banking of hours/ annualized hours

this arrangement allows employees to choose, within negotiated boundaries, their days and hours of work to the maximum

for a set period of time. this period of time may be weekly, monthly or yearly. such arrangements are often a combination 

of flex time and compressed work week and can help reduce the amount of overtime hours required. these arrangements

may be suited to fields where there is variation in demands such as peak hours or seasonal peaks.
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TRANSPARENT CAREER TRACKS 
Research indicates that female career starters will leave an organization if there are limited or unclear paths to advancement.

employers should create transparency around career paths and how individuals progress through the ranks. this can be

done a number of ways:

Prioritize career discussions – employers can host lunch and learns around the ways to grow with their organization. 

established leaders can share insights to their own career paths, and younger employees can be offered the opportunity 

to ask questions. often, these open environments serve as positive team building moments and have the added benefit 

of creating visibility to younger talent in the organization, while affirming for them that they are valued by leadership.

Training opportunities – ensure employees have a training plan that identifies the types of experiences and projects they

need to advance with the organization. While online courses are available and should be leveraged, hands-on mentorship,

job shadowing, and early exposure to c-suite conversations motivate younger employees more and show them potential 

future opportunities. 

Celebrating female role models and prioritizing networking – younger women need to see and hear from women 

in leadership positions. organizations should create communication moments to profile women already in leadership. 

they can share their stories through internal newsletters, invite them to be profiled as part of a career day, to sit on a panel

about leadership, or to just share their lessons learned through an open online chat for all employees. companies can 

also consider establishing a diversity resource group that prioritizes women in leadership and is given a budget to create 

programming and events that respond to the specific needs of this demographic.

PARENTAL ONBOARDING STRATEGY
Given the significance of parenting duties, and the maternal bias that is sensed by women in the profession, companies

should create specific parental onboarding strategies for individuals who are re-integrating into the workforce after a 

leave. Research shows that if an individual has a negative experience re-integrating to the workforce, their productivity 

and contribution will suffer and the likelihood they will resign increases. this results in a significant loss of investment 

for employers.

Policies – if your policy needs updating to include paternity leave language, in addition to maternity leave language, do so.

studies show that when men are fully supported to participate in raising their children and sharing domestic duties, women

are better supported.

Check your assumptions – research shows that many women who were considered high potential lose that status 

because managers make the assumption they won’t want special projects or that they are no longer interested in the 

leadership track. managers should create an open dialogue to ensure they are not short-changing returning parents of 

important career decisions.

Create a transition timeline – a lot can change while an individual is away from work. it is likely by the time they re-enter

the workplace, colleagues have changed, leaders have changed, and new systems and technologies have been implemented.

managers should proactively create a transition timeline to help integrate an employee back into the organization. the 

timeline will start by an orientation to the things that have changed, and an introduction to any new people (including 

external industry networks) and major company developments. if training is required, it should be scheduled. the transition

plan should also take into consideration if the individual wants a quick transition, or one that is more phased-in with flexible

work arrangements. 

Child care costs – employers can differentiate themselves and boost retention and engagement levels by supporting

greater child care benefits for parents. consider offering a child-care subsidy for the first few years while parents are 

re-integrating and re-establishing their past levels of performance. 
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INDUSTRY ASSOCIATION
acec-nB can play a critical role in supporting member organizations to advance gender equality and retain a strong

pipeline of women in the profession. over the course of the next two years, we will strengthen our offerings to target the

specific areas of need that surfaced in this research. 

Best practice sharing – we will strengthen our available resources to offer member companies best practices and 

research on the topics of gender equality, and diversity and inclusion overall. 

Visibility – starting in 2020 we will actively embrace a strategy to profile more women in the profession through our 

publications and at our events. this will include developing an awards strategy to nominate more new Brunswick women 

engineers to nationally recognized competitions.

Seal of diversity & inclusion – over the course of 2020 we will create a list of best practices, and for those members 

organizations that meet them, we will issue a form of ‘diversity & inclusion’ recognition that companies can use for 

reputational profile and to promote their efforts. We believe this will differentiate those organizations who prioritize gender 

diversity and further support them in hiring and retaining women in the profession. in addition, it will signal to clients that

member organizations are committed to creating modern workplaces that embrace diversity and inclusion.

Financial wellness support – for all young career starters in the profession, we will offer financial wellness education.

acec-nB will partner with established financial services organizations to offer financial literacy training to assist 

organizations with creating better financial awareness and security for their career starters.
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CONCLUSION 

For consulting engineering to thrive, we must all possess a foundational understanding of 
the issues facing our workforce and our economy. We hope that this research offers greater
insight as to the opportunities that exist for our member organizations to create workplaces
that support diversity and inclusion, and where women can pursue meaningful careers and
advance into leadership in greater numbers.


