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force average of 47%. The current female labour force participation across all industries  
has increased to an all time high for BC (62%); however, female participation in BC’s Mineral 
Exploration and Mining Industry is estimated to be only 16%.2  In the fastest growing occupations, 
Heavy equipment operators, Tradespersons and Labourers, (classified as non-traditional roles 
for females) participation within BC’s Industry is estimated to be around 5%.3  While women are 
continuing to pursue varied and fulfilling roles in the Industry, a vast number are unaware of the 
opportunities available or leave the Industry after a period of time. It is clear that these challenges 
are not restricted to BC, as private sector companies operating in Australia and South Africa for 
example, along with local governments are purposefully focusing efforts and resources to make the 
Industry more appealing to women and other minority groups, to meet labour shortages for mutual 
benefit and economic prosperity.

This study adds value to existing knowledge about increasing female participation in the Industry by 
focusing on the BC landscape in several ways. Findings from extensive surveys with strong response levels 
from employers, career advisors, and women employed (in particular those in non-traditional roles), in 
the Industry across BC have:

ͫͫ Supplied data on the female participation rate in BC, particularly for non-traditional occupations, to help build  
the case and capability for change within the Industry.

ͫͫ Engaged career advisors to understand their readiness to support, and solicit their expert opinion on the success 
factors and barriers to helping females explore careers in the Industry.

ͫͫ Identified key recruitment and retention factors for women in BC relevant to three occupational categories - 
Science Careers, Operational (Non-Traditional) and Traditional roles.

ͫͫ Established that more work remains to be done to further encourage mineral exploration and mining employers 
to focus on recruiting and retaining women in the Industry. 

ͫͫ Emphasized that a province-wide coordinated approach to implementing recommendations is critical.  

Learning from Employers 
ͫͫA strong majority of HR decision-makers indicate that recruitment and retention has remained the same over the  
past three years and believe it will not worsen in the next three years. These perspectives stand in sharp contrast to  
the forecasted additional workers required for the Industry. 

ͫͫClose to one out of every five women (19%) in the workforce represent a retention risk, as they are thinking about 
leaving their employer within the year. This proportion was higher among women in Science Careers (26%). 

ͫͫMany employers - whether senior leaders, owners or HR professionals - remain to be convinced of the importance of  
the labour shortage forecasts and female participation in the Industry. 

ͧͧ A minority of employers are monitoring female participation in their workforce.

ͧͧ A minority of employers have prioritized either recruitment or retention of women. 
-- Less than half says it is important to their company to develop a strategy to attract (43%) and retain  
(45%) women to non-traditional roles. 

-- Less than a quarter say their company has made it a priority to focus on recruiting (22%) and retaining  
(26%) women. 

ͧͧ A minority of Industry employers are actively targeting their recruiting strategies to women in non-traditional roles.
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Recruitment efforts are essential not only to growth, but also to the stability of BC’s Mineral 
Exploration and Mining Sector. Women are currently under-represented in the Industry and since 
they represent a significant and diverse source of potential employees, it is imperative that the 
Industry practices the purposeful recruitment of women.

Learning from Women
Purposeful recruitment begins with the identification of women that are the right fit for the 
Industry. Women employed in Mineral Exploration and Mining across BC shared how they became 
interested in a career in the Industry. An in-depth analysis of their rich, open-ended and candid 
comments sheds light on how and why the Industry became the right fit for them. Women from 
three occupational categories revealed their unique motivations for and paths towards a career in 
the Industry (figure 1): 

Figure 1: Why are women drawn to the industry?

Traditional Roles

Administrative, 
Management, etc.

Operations

Equipment Operator,  
Tradesperson, etc.

Motivated by a genuine passion 
for the sciences, including earth 
sciences

Commonly entered the Industry 
after completing college or 
university science program

Motivated by the income 
potential and career 
opportunities

Transferred their skills to the 
Industry after gaining experience 
in another sector

Science Professionals

Geoscientists, Engineers,  
Technicians

Likely to have grown up or 
moved to a rural and/or 
natural resource community.

Motivated by the income 
potential within the Industry

Entered the field either 
directly after completing their 
highest level of education or 
during a career change 
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To successfully attract women to the Industry, different strategies are required:

ͫͫ Women in Mining Operations Positions and Transferable Traditional Roles respond to the income 
potential and the profile of Mining/Mineral Exploration employers in their communities. Ultimately, 
these women responded to an attractive invitation from the Industry:  
 
 
 
 
 
 
 
 
 
 
 

ͫͫ Women in Mining and Mineral Exploration Science Roles entered the Industry for the love of rocks and/
or for the love of science. Women who are in this field described themselves as females that ‘liked rocks’, 
enjoyed the sciences and/or took a post-secondary geology course that inspired them to pursue a career 
in the sciences. 
 

Insight from Career Advisors
Career Advisors from across BC identified a number of opportunities for improving the attraction 
of women to the Industry. Most striking in the analysis of their responses is the need for more 
support to help women explore Mining and Mineral Exploration careers:

ͫͫ The majority (64%) of high school Career Advisors rated their own knowledge of Mining/ Mineral 
Exploration Science Professional Careers and Operations Positions as little to none, relying heavily on 
websites with occupational profiles and their personal experiences.  The Industry’s online presence and 
its interface with Career Advisors could be optimized to support them.

ͫͫ Career Advisors readily acknowledged that they were not using the most effective career exploration 
tools. For example, the tool most frequently used to help students explore careers was social media 
(blogs, social networks), yet this was also rated as the second least effective practice. 

Findings associated with recruitment established that women in the Industry were drawn to their 
careers for different reasons and at different life stages.  It is important to target specific audiences 
(i.e. children, students and women employed in other industries and/or living within natural resource 
communities) with key messages that focus on their values and preferences which may include income 
potential, care for the environment, opportunity for career progression, through the most effective 
channels such as  community newspaper, local employers, education institutions.

Employer 
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Attractive pay 
and benefits 
(relative 
to other 
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Low barriers 
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Retention efforts are essential to the sustainability of BC’s Mining and Exploration labour force, as 
is supporting Industry growth through recruitment efforts. 

 
Positive Perceptions of the Industry Exist Among Employed Women 
It is well known that a multitude of negative connotations of the Industry exists among women. 
Interestingly though, over half (56%) of employed women revealed that their perception of the 
Industry had improved since they became employed in the Industry. Accordingly, employed 
women report overall satisfaction with their jobs, stating that they enjoy their work, find the work 
challenging, are motivated and committed, take pride in their work, and believe they are making a 
difference. 

When asked whether they would recommend the Industry to their friends and family, the 
majority were likely to do so.5  The main reasons cited for recommending the Industry include 
interesting, rewarding and challenging work with endless opportunities such as travel and 
career advancement; the opportunity to be part of a growing Industry and make a difference; a 
continuous learning environment; and excellent pay/benefits.

Key Drivers to Stay or Find Alternate Employment
Employed women report two key drivers to remain in the Industry: 

Compensation and benefits

ͫͫ Employed women report compensation (91%) and benefits (89%) are top reasons to stay. 

ͧͧ Science Professionals score benefits as a less important reason to stay (83%). 

Proximity of the job to home

ͫͫ 88% report proximity of their job to home as a top reason to stay. 

ͫͫ This is particularly true for women whose roles require travel and for women in Mining Operations roles,  
where community amenities are more important.

 5 Mean = 4.1 on a 5-point likert scale.

Employed women are most commonly driven to leave the Industry due to: 

Difficulty  balancing their work with family responsibilities

ͫͫ Over a quarter (29%) of employed women state that the challenge of balancing their job with family 
responsibilities is the top reason to leave their employment. This challenge is even more prominent for 
Science Professionals as over a third (38%) state this as a reason to leave.

ͫͫ When asked about the impact of child care, employed women cited child care issues outside the home 
as the number one reason to consider leaving their employment. Specific problems are that child care 
hours are not long enough and are not available for night shifts or for a calendar year (rather than a 
school year). 
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ͫͫ HR decision-makers also agreed that balancing work and family life is critical.

ͧͧ 85% of HR decision-makers cite work-life conflicts as the number one reason why female employees 
leave their employment in the Industry.

ͧͧ A third (32%) of HR decision-makers commented that inflexibility of work schedules was a top 
reason to leave.  
 
 
 
 
 
 
 
 

Concern for the environment and sustainability

ͫͫ Females have a higher salience for being concerned about the environment than their male colleagues. 
This is because women are socialized to value the needs of others, and are aware of and feel responsible 
for the harmful consequences of their actions.6

ͫͫ A quarter (26%) of women employed in the Industry cited concern for the environment and sustainability 
as a top reason to leave their employment. 

ͧͧ Science Professionals (19%) and women working in non-traditional roles (16%) are less likely to 
state this as a reason to leave. 

Improvements are Recognized but the Culture is Still not Female Friendly 
The Industry continues to be male-dominated and naturally, so is its culture. Women report the 
continued existence of a culture that precludes them from joining in social activities as well as 
a lack of respect caused by individuals doubting women’s abilities, in addition to the placement 
of inappropriate female images around the worksite.  Women also cite the lack of females in 
senior roles as a way of perpetuating the notion that they are not equal to men. Nearly a quarter 
(23%) of HR decision makers are aware that a lack of women in senior positions has an impact on 
retention. 

Women are Increasingly Aware of their Market Value 
A third (33%) of employed women appear to have a good understanding of their own market 
value, they have confidence in their ability to find better employment. This is even higher 
for women employed in non-traditional roles (40%) and for Science Professionals (50%). This 
demonstrates that women are aware of their worth and are not hesitant to look for alternative 
employment to suit their needs. 

 
  6Zelezny L, Chua P, & Aldrich C. (2000). Elaboration on gender differences in environmentalism. Journal of Social Issues, 56, 443-457.

Drivers to LEAVE

ͫͫ Balancing work and home

ͫͫ Concern for the environment

Drivers to STAY

ͫͫ Compensation and benefits

ͫͫ Proximity of job to home
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Three detailed recommendations are presented to enhance the HR Strategy and help the Industry 
realize the benefits of greater female participation: 
 
 
 
 
 
 
 
 

 

An opportunity exists to make improvements to the workplace culture across the Industry. A 
positive and friendly atmosphere, constructive employee-supervisor relations, and involvement, 
inclusion and support from senior management are important factors in retaining employees. 
This culture change would be of significant benefit for BC employees and is aligned with the first 
recommendation noted below. In fact, enhancing and encouraging an inclusive culture stands to 
be the foundation of success for all of the recommendations set out in this report.

There are opportunities for an Industry-led province-wide employer awareness campaign, 
targeting senior leaders regarding the shortage of women in the Industry. Industry labour shortage 
projections stand to have a greater impact on employers when they themselves are experiencing 
recruitment challenges. A business case for female representation in the Industry, highlighting 
sustainable growth, reduced turnover and engaged staff from retention efforts, is recommended 
as a target to senior leaders.  The Industry may consider reporting diversity measures in 
organizations’ sustainability/annual reports, as an indicator of success in cultural change. 

Mentorship and apprenticeship opportunities stand to be taken advantage of as a mechanism for 
supporting career advancement for women in the Industry. Mentorship, in particular, will help to 
profile senior female leaders in the Industry – impacting both recruitment and retention. There 
are opportunities to develop mentoring programs and networking channels for women, such as 
encouraging women already employed in operational roles to become mentors to those newly 
hired,  providing them with a ‘go to’ person. The BC Mineral Exploration and Mining Industry 
Human Resources Strategy also recommended that employers increase the number of apprentices 

Getting Employers on Board
Raising the importance of female participation among employers

Improving Recruitment
Targeting the right women at the right time with the right messages

Improving Retention
Using evidence to guide purposeful strategies to retain women in the Industry

Getting Employers on Board
Raising the importance of female participation among employers

Recommendation 1: Engage champions to persuade senior leaders of the 
need and benefits of female participation in the workforce.
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in high demand trades and recruit mid-career trades people as mentors. This recommendation 
is echoed by the Task Force and Sub-Committee members. Developing partnerships with 
stakeholders both within and external to the Industry, will be essential. 

This recommendation is a response to the opportunity to target the right women at the right time 
with the right messages. Recruitment efforts using targeted marketing could be developed to 
attract women with transferable skills, women residing within natural resources communities, and 
under-represented groups; particularly youth, students, new-Canadians, and Aboriginal women. 
There are also opportunities for an increased focus on women who are looking for a career 
change, women employed in other sectors, and women who have been out of the work force for a 
period of time. The following question sequence can be used to ensure attraction and recruitment 
efforts identify and reach target segments:

There is a need to improve the awareness of existing tools for attraction and recruitment to 
the Industry. It is essential that a provincial approach includes the coordination and integration 
of all Industry attraction tools, avenues, functions and sources to create a seamless program 
that maximizes the impact on labour force entrants and participants at a minimal cost. It is 
recommended that a provincial Women in Mining Coordinator be hired to: 

1.	Reach out to both Career Advisors and HR representatives in the Industry – supporting employers in their 
recruitment endeavours.

2.	Liaise with MiHR to build content on Explore for More British Columbia and most importantly, to 
promote the use of existing Explore for More resources.

 

Who is 
the target 
audience?

What message 
will they respond 
to best?

What channel/             
style will best suit 
this audience?

Who has access 
to this target 
market?

Improving Recruitment
Targeting the right women at the right time with the right messages

Recommendation 2:  Develop and launch an integrated marketing plan for 
increasing public awareness of opportunities in the Industry.
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The most significant opportunity for improving attraction, recruitment and retention to the 
Industry would be through work arrangements that enable women to better balance work 
and family responsibilities. Evidence-based pilots may help employers launch female-friendly 
work arrangements. Examples include developing part-time opportunities, job sharing, shorter 
shifts, floater roles, on-site/near-site childcare and offering flexibility and time for employees 
to make arrangements that will support their family. One way to facilitate change towards 
these more flexible work arrangements would be through pilot projects that can be evaluated 
and shared across the Industry. Case studies and toolkits could be used to spread practices 
that have been proven as successful. Best practices would help to demonstrate success – the 
impetus for employers to invest in the long-term success of its employees. The benefits of this 
recommendation would be Industry-wide, not just for the female employees. 

Concluding Thoughts 
Extensive findings have expanded on existing National research and provided the current picture 
of BC’s workforce landscape. The provincial foundation from which the Industry may move 
forward to further female participation has been developed. It is clear where the issues are and 
what needs to be done to improve the appeal of the Industry to attract and retain women and 
provide a culture that is conducive to promoting the Industry to the entire workforce. 

Improving Retention
Using evidence to guide purposeful strategies to retain women in the Industry

Recommendation 3: Develop pilots that provide tools for both women and 
employers to address work/family balance issues

IDEAS

→→ Please refer to the full report for a wealth of extensive ideas to support the 
recommendations.
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