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Will There Be Pink Jobs
and Blue Jobs in
Canadian Mining?

Terry Lister

Price Waterhouse

180 Elgin Street

Ottawa, Ontarioc K2P 2K3

INTRODUCTION

Canada's mineral wealth, and the exper-
tise and technology for exploring and
developing that wealth, have been cru-
cial to economic growth over this cen-
tury. Canada’s mining industry is now
facing its toughest challenges in years.
The industry has struggled through the
recession. Corporate profits and em-
ployment levels have been hard hit by
low metal prices. Canadian firms have
cut their funding for exploration in
Canada.

In this competitive context, a commit-
tee made up of representatives fromthe
Mining Association of Canada, the Ca-
nadian Institute of Mining, Metallurgy
and Petroleum, and the United Steel-
workers of America requested Human
Resources Development Canada to
commission a study of hurmnan resourc-

es in the mining industry. Price Water-
house was selecied to conduct the
study. The primary objective of the
study was to examine the current and
future skill requirements of the mining
workforce, and 1o find possible courses
of action to ensure that the Canadian
mining industry has the human re-
source capability to compete globally.
The committee emphasized that the
study should include consideration of
demographic patterns of employmentin
mining.

EMPLOYMENT OF WOMEN

IN MINING

That the mining industry is male-domi-
nated comes as no surprise. Women
make up only about 13% of the mining
industry’'s workforce, compared to
about one-quarter of the employees in
all primary industries (Fig. 1). One ofthe
challenges in this study was to obtain
valid, current and reliable data on wo-
men’s employment status in the indus-
try. Although there is a bill before the
Ontario legislature that would mandate
employment equity, only a small propor-
tion of mining operations (those within
federal jurisdiction) are currently af-
facted by legislated employment equity.
Table 1 compares the proportion of wo-
men in the workforce of metal mines to
that of all employers covered under the
Employment Equity Act and the Canadi-
an labour force (1986 Census data; Hu-
man Resources Development Canada,
1991). Compared to all employers cov-
ered under the Act, the metal mines
sector has significantly fewer women.
The data also show that the representa-
tion of women has not changed from
1989 to 1991.

Table 2 shows the distribution of des-
ignated group members by occupation
for metal mines, and compares the dis-
tribution to that of all employees and
men in that sector (Human Resources
Development Canada, 1989). The first
characteristic is an over-representation
of women in clerical occupations, com-
pared to men. Furthermore, women are
under-represented in non-traditional
occupations, but well represented in
professional and managerial occupa-
tions. The Price Waterhouse survey of
employers confirms that women tend to
be concentrated at the administrative
and support staff levels; however, they
are beginning to make inroads in techni-
cal and professional occupations.

We found that women in mining en-
counter many of the same career hur-
dles as women in other non-traditional
areas: there are rarely more than a few
women in any workplace; women are
isolated, some are harassed; they have
few role models, as yet; each woman
finds her own ways of balancing career
and family.

In the past, women were not likely to
seek educational programs that would
lead to occupations in the mining sector.
However, more women are enrolling in
and graduating from technology and en-
gineering programs. For example, near-
ty 9% of graduates from mining engi-
neering programs in Canada from 1985
to 1990 were women, and about 13% of
students enrolled in undergraduate
mining engineering programs in Canada
in 1990 were women (Statistics Canada,
1992). While somewhat less than the
proportion of women graduating from all
undergraduate engineering programs,
and significantly less in comparison to
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Figure 1
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Source: Statistics Canada, Census, 1986

the proportion of women who are
graduating with undergraduate de-
grees from Canadian universities, the
trend is positive. As the mining industry
targets more female graduates, more
women will be encouraged fo enrol.
Without education equity, there will not
be employment equity. Women need
role models in school as well as in the

Table 1 Designated Groups as a proportion of the
workforce.
Sector Women

(%)

Metal mines (1991) 8

Al employers covered under the Act 44

(1991)

Metal mines (1989) 8

All employees covered under the Act 42

(1989)

Canadian labour force (1986 Census) 44

Note: The metal mines referred to are only those

covered under the Employment Equity Act.

workplace. activity by mining companies. The risk
of this situation is an erosion of the
EMPLOYMENT TRENDS resources required to support educa-

Employment in the Canadian mining in-
dustry has decreased about 30% since
the early 1980s. The decline in employ-
menl prompted a decline in enroliment
in mining-related post-secondary pro-
grams and a general decline in training

tion and training.

Industry stakeholders do not expect
employment growth over the decade.
Indeed, the vast majority of respond-
ents to the mining and exploration sur-
veys predict that employment in all oc-
cupations either will remain about the

same or will decrease over the next five

Table 2 Percentage distribution of women by occupation for metai years. Recruitment is anticipated to be

mines. more difficult in the future, due to enrol-

ment declines, for trades people, mining

Classification All Men Women engineers, metallurgical engineers,

Employees (%) (%) geological technicians, geologists, geo-

(%) physicists and geochemists. The only

occupationinwhich a demand pressure

................................................................... signals future recruiting problems is

Management that of instrumentation technician.

p . This demand pattern cuts across vari-

rofessionals
ous sectors.

Semi-professionals and 12 New technology, mining and work

technicians methods require changes in the skills

Foremen/women 8 2 and knowledge of the workforce. The

mining workforce is aging. There will be

Clerical workers 5 2 51 faw new hires, notenoughto change the

Skilled crafts/tradespeople 16 17 1 demographic and skill profile signifi-

o cantly. Many people who will be working

Semi-skilled manual workers 35 38 6 in the industry in the year 2000 are

Other 20 19 19 working in the industry today. Conse-

quently, the continued development of

Total (%) 100 100 100 the existing workforce is a critical issue.

To this end, eight human resource chal-

Note: The metal mines referred to are only those covered under the Employ- lenges were defined for the industry to

ment Equity Act. consider. One of these issues is work-
force diversity.
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WORKFORCE DIVERSITY

Business and labour leaders in the min-
ing industry recognized that achieving
employment equity is difficult due to
downsizing. The twa opportunities availa-
ble to the industry to increase repre-
sentation of target groups are when op-
erations expand and when new opera-
tions open. Neither is occurring loday.
There is a risk that the mining workforce
will become less diverse over the next
five years. The culture of the mining
industry generally has not been condu-
cive to impraving the representation of
women in the workforce. Changing the
employment patterns requires top-level
support in individuai operations for em-
ployment equity initiatives.

RECOMMENDATIONS

1. The sector council and industry asso-
ciations should share information about
employment equity strategies and initia-
tives. For example, a survey of women
members of industry/professional asso-
ciations may provide insight into what
work is like for them, whal needs fo
change, and how to make changes.

2. The sector councii should encour-

age joint employer-employee groups at
the establishment level to examine how
their human resource systems and col-
lective agreements affect the recruit-
ment, selection and career development
of women, and design systems to reflecta
commitment to employment equity.

3. Atthe individual operation level, em-
ployers should try to give new female
employees the opportunity to work with
other women to ease the discomfort
that some women experience when
they work in a male-dominated environ-
ment.

Addressing these challenges re-
quires the participation, involvement
and commitment of all industry stake-
holders, including industry/professional
associations, governments, compa-
nies, educators, employees and unions.
Every stakeholder has a role to play.
The on-going development of technical
and professional staff through profes-
sional associations is a key strength of
the mining and expioration sector. Pro-
fessional associations offer seminars
and workshops across the country. The
active involvement of associations in
promoting equity and in supporting wo-

men is critical.

To get these issues on the agenda of
governments, associations, employers,
employees, unions and other stake-
holders, the Committee recommended
the formation of a joint human resource
sector council. Business and labour
leaders are now aclively involved in the
formation of such a council. Women in
geoscience will find this sector council
to be an important forum for influencing
change. However, local action, in your
communities, your colleges and univer-
sities, and your workplaces, is also vi-
tally important.
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Job Sharing in
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Reconnaissance Map of
the Terrane
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INTRODUCTION

As a group, women geoscientists are
under-employed and over-represented
in non-tenure track academic positions
inthe United States (Benditt, 1992) and,

as was illustrated at the Geological As-
sociation of Canada—Mineralogical As-
sociation of Canada 1993 Special Ses-
sion “Women in Geoscience: The Next
Decade.' the situation is similar in Can-
ada. Clearly, among the challenges fac-
ing womean geoscientists considering
an academic career {particularly if they
have partners who are also geoscien-
tists) are successful employment, and
balancing child-rearing with career. Job
sharing is a promising solution, While
still a relatively new approach in the
geosciences, shared faculty positions
in a variety of disciplines are becoming
more common. This paper aims to draw
a reconnaissance map of the terrane as
a practical guide to individuals and in-
stitutions considering job sharing. Most
of the North American universities
where shared faculty positions in the
geosciences exist or have been negoti-
ated are used as examples. These nine
surveyed institutions are of two types:
small, private, liberal arts institutions
with undergraduate populations be-
tween 1 500 and 3 000 students (Albion
College, Michigan; Colgate University,

New York; Franklin and Marshall Col-
lege, Pennsylvania; Hamilton College,
New York; and St. Lawrence University,
New York) and larger, research institu-
tions, both public and private, with un-
dergraduate populations ranging be-
tween 5 500 and 170,000 (Vanderbilt
University, Tennessee; Michigan Tech-
nological University; Cornell University,
New York; and University of Massa-
chusetts, Amherst).

It is undoubtedly helpful to those ne-
gotiating shared faculty appointments
to be able to demonstrate precedence
(that is, to be able to show that job
sharing is successfully established at
comparable institutions) and to be
aware of the issues involved. Key issues
related 1o job sharing in academia are:
precise definition of the position, condi-
tions of tenure/promotion/raises, bene-
fits, in-house university support (grants,
start-up funds, travel funds, office
space, efc.), voting rights and the "re-
lease clause” (see below). Table 1illus-
trates the variety of ways in which these
issues have been resolved at the sur-
veyed institutions.



