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Defence Engagement Program – Final Report 
 
PROJECT: The Gender Dimension of Veteran Transition: International Best Practices 
and the Way Forward 
 
ORGANIZER: Meaghan Shoemaker, Centre for International and Defence Policy, 
Queen’s University 
 
Project Summary 

 The province of Ontario has been identified as a hub for currently serving Canadian 
military personnel, as well as for veterans. While the federal government manages a number of 
services available to current and former military personnel, the province of Ontario has a shared 
responsibility in ensuring that veterans seeking to live and work in the region are able to access 
comprehensive transitional support. The transition services which are currently available tend to 
focus on the general provision of physical and mental rehabilitation services. However, to ensure 
that military personnel are successful when they re-integrate into civilian life – particularly in a 
professional context – it necessitates the inclusion of job retraining and professional mentorship 
for transition initiatives. Moreover, services have a tendency to overlook the differing needs of 
male and female veterans; as both men and women transition out of the Canadian Armed Forces 
(CAF) and into civilian life, they are often faced with unique challenges which should be addressed 
by transition services.	   

Ultimately, successful transition strategies must consider women’s role in society not only as 
servicewomen, but as women seeking professional advancement. For this reason, this workshop 
seeks to identify challenges in service provisions for female veterans, while providing 
recommendations to assist service providers aiding transitioning female veterans. Consequently, 
the purpose of this workshop is two-fold. First, stakeholders from across Canada and the United 
States will be brought together in an effort to bridge the gap between government and non-
governmental actors. Second, a mentorship pilot program will connect a number of transitioning 
or recently transitioned female CAF personnel to mentors who have backgrounds in business, 
academia, service, and the Canadian military, and who have successfully transitioned to civilian 
life. This workshop stands to be a valuable asset to service providers, government officials, 
military personnel, academic researchers, and perhaps most importantly, female veterans in 
transition. 
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Financial Summary:   
 

Expenses Total DEP 
Admin 3980 1872 
Student Salaries 4800 3300 
Supplies 500 500 
Printing 500  
Outputs: Report/Mentorship 
Toolkit 3500 3000 
Promotion/Web 500  
Travel 6430 6430 
Accommodations 2190 2190 
Catering 1525 1333.25 
Facilities 100 100 

 24025  18725.25 
   
Revenue   
CIDP 3300  
Govt of Ont 1500  
Canada Company 500  
DEP 18725.25 18725.25 

 24025.25 18725.25 
 
 
 
How has the project furthered public policy debate on the Defence Team’s Engagement 
Priorities and/or the focused questions developed for the current round of targeted 
engagement grant funding? 
  
The “Gender Dimension of Veteran Reintegration: International Best Practices and the Way 
Forward” workshop has helped further the public policy debate on the Defence Engagement 
Team’s third priority listed on the DEP website, “Defence Planning, Equipping the CAF, and 
Managing Personnel”. The workshop did so by focusing specifically on the transition of military 
personnel from military to civilian life and mental health challenges of transitioning personnel. 
The workshop sought to bridge the gap between provincial, federal, and non-governmental 
organizations that collectively provide a wide range of services to veterans through a whole-of-
government approach. Bringing various stakeholders together to provide policy 
recommendations address gaps that were identified elicited much debate and discussion of “best 
practices” to address identified issues.  
 This workshop also addressed the first priority listed on the DEP website: “Geopolitical 
Trends and Canada in the Global Security Environment.” Currently, Veterans Affairs Canada 
(VAC) notes difficulty in adopting a gendered approach to transitioning veterans, instead 
considering veterans as a homogenous group. This workshop illuminated international initiatives, 
such as those in the United States, which have adopted a gender approach to veteran transition. in 
Discussion around various approaches made it clear that such programs could be replicated and 
absorbed in the Canadian setting.  
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 The workshop specifically focused on the gendered aspect of veteran transition, for women 
and men. This topic is especially important given Canada’s commitment to a shift to GBA+ 
federally and the integration of a gender perspective in government organizations. Additionally, 
with the CDS directive to increase the number of women in the CAF by 1% each year until they 
reach 25%, a transition strategy for this diverse CAF force will be necessary. As such, this 
workshop directly addressed this pertinent issue in the CAF. Further, this workshop built on 
previous CIDP DEP events considering the integration of women in the CAF and the notion that 
there are benefits to making the CAF more diverse and inclusive. The workshop discussions made 
it apparent that sustained attention must be given to ensure military institutions are as 
representative as possible of the society they are serving. This requires paying particular attention 
to the unique transition experiences of veterans as well.   
 The workshop also furthered debate as it brought together a number of experts on 
transition, service provision, and gender in the military from various sectors, including academia, 
the government, the CAF and the NGO community. These experts each brought a unique 
perspective on the issue of veteran transition. These individuals often disagreed on definitions, 
terminology, and the best approach to ensure Canada’s female veterans transition successfully. As 
such, this workshop was crucial because it highlighted areas of contention which can greatly 
impact the successful implementation of a gendered perspective, not only in regards to post-service 
transition, but also of military service experiences. For example, it was noted that there is tension 
between service providers on how much emphasis should be placed on gender versus the role an 
individual played during their service. Many transition programs, such as Canadian Armed Forces 
(CAF) Career Transition programs, focus solely on the role an individual performed during service 
in order to formulate a plan to address transition needs, regardless of gender. In contrast, several 
academics and stakeholders noted that this approach fails to consider the unique gendered 
experiences of service as well as the gender roles and norms that inevitably shape transition. As 
such, the workshop ultimately demonstrated key areas that require attention, such as how gender 
is framed at the policy development level, thereby indicating key implications for how gendered 
experiences are understood and addressed in policy execution. This finding demonstrates key 
implications for the “Defence Planning, Equipping the CAF, and Managing Personnel” priority 
target.  
 Further key areas of attention demonstrated by the workshop directly impact the 
“Defence Planning, Equipping the CAF, and Managing Personnel” target, specifically mental 
health challenges of transitioning personnel, despite mental health material being integrated into 
the curriculum. Findings demonstrate veterans exiting the military continue to operate in 
“warrior mode”. PTSD and adrenaline are often mistaken for ambition, drive, and stamina. The 
workshop suggested that veterans are not given the space to relax and consider their mission 
experiences before entering the next stage of their lives and careers. In particular, transition is 
also made difficult by a loss of identity. Consequently, veterans need to define who they are and 
what their personal mission is without their military units. When this is not recognized and 
supported veterans fall through the cracks. Also of note, key findings suggest veterans often 
become overwhelmed by the plethora of organizations and programs attempting to address 
mental health challenges. This suggests key implications for ease of access to services – which 
Prime Minister Justin Trudeau emphasized as of key importance in his Mandate Letter to 
Minister of Veteran’s Affairs Kent Hehr.   
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Number of DND/CAF members engaged by the workshop 
Total number of current DND/CAF/VAC experts and members in attendance: 6 
Total number of veterans in attendance: 14 
 
Number and names of domestic and international experts associated with our workshop 
Total number of domestic experts: 13 

1)   Janet McCausland (Prince’s Operation Entrepreneur) 
2)   Dr. Allan English (Queen’s University) 
3)   Dr. Maya Eichler (Mount Saint Vincent University) 
4)   Sherry Lachine (COPE) 
5)   Carole Morrison (Ban Righ Centre Mentorship) 
6)   Dr. Stefanie von Hlatky (Queen’s University) 
7)   Dr. Stephanie Belanger (CIMVHR) 
8)   Dr. Stephanie Westlund (University of Calgary) 
9)   Jennifer Barton (Ministry of Advanced Education and Skills Development, Employment 

and Training Division) 
10)  Claudine Barrette (Veterans Transition Network) 
11)  Dr. Tabasum Akseer (Centre for International and Defence Policy) 
12)  Colonel Kerry Wheelehan (Military Employment Transition Spouse Program) 
13)  Geneviève Bonin (PwC) 

 
Total number of international experts:  

1)   Dr. Kelly Price Noble (College of Health Professions, School of Health Services 
Administration, REBOOT) 

 
Media Interaction 
 An executive summary of the workshop proceedings and main findings will be 
disseminated on the Centre for International and Defence Policy’s website.  In addition, media 
interaction for the workshop included tweets from the CIDP Twitter account (@QueensCIDP), as 
well as a description of the workshop event on the Centre for International and Defence Policy 
website.  
 
Please see the following link for website publication: 
http://www.queensu.ca/cidp/research/gender-mainstreaming-military/veteran-reintegration-
workshop 
 
Number of Expected Publications as a Result of the Workshop 
 The organizers of the workshop have compiled a Proceedings Report summarizing the 
proceedings of the day, in addition to an Executive Summary of the events from the workshop. 
These documents have been included as an annex to this report.  
 The major outcome of this project, included in this package, is the proposed toolkit for the 
development of a mentorship pilot program.  Although funding limitations influenced the ability 
to develop a special edition volume on women veteran transition, the process has been instigated 
and is in the process of development over the next several months.  
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Technical	  Abbreviations	  

 
 
 
 
BRC    Ban Righ Centre 
 
CAF    Canadian Armed Forces 
 
DCSM    Director of Casualty Support Management 
 
DND    Department of National Defence 
 
DVA    Department of Veterans’ Affairs (Australia) 
 
IVMF    Institute for Veterans and Military Families 
 
OSI    Operational Stress Injury 
 
MST    Military Sexual Trauma 
 
POE    Prince’s Operation Entrepreneur 
 
RMC    Royal Military College of Canada 
 
SCAN    Second Career Assistance Network 
 
UNSCR 1325   United Nations Security Council Resolution 1325 
 
US    United States of America 
 
VAC    Veterans Affairs Canada 
 
VTN    Veterans Transition Network 
 
WIIS    Women in International Security 
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Key	  Insights	  

 
Gaps between service providers and within service provision is apparent 
Recent years have seen a surge in attention to veteran’s mental health and physical rehabilitation 
in Canada. However, clear gaps in service remain, particularly in regards to specific programs for 
female veterans and a consideration of unique gender issues. Collaboration between sectors, 
jurisdictions, governments, and service organizations also remains slow and difficult to achieve. 
 
Women experience transition in unique ways 
Female personnel not only experience their military service differently than men, but their post-
service transition is also markedly dissimilar. Women’s transition is complicated by the unique 
gendered experiences, trauma, and issues women must confront in transition. Transition is also 
dependent on the role, position, or job held in active service. Transition is therefore easier for 
some, and more challenging for others.  
 
Tension between recognizing gender and recognizing the role of the individual 
Many transition programs, including the Canadian Armed Forces (CAF) Career Transition 
programs, focus solely on the role an individual performed during service in order to formulate a 
plan to address transition needs, regardless of gender. This approach fails to consider the unique 
gendered experiences of service as well as the gender roles and norms that inevitably shape 
transition. 
 
The number of service provider organizations is overwhelming 
There are more than 160+ organizations in Canada offering aid to veterans in some form. The 
sheer number of service providers overwhelms and confuses veterans. The great number of similar 
good-will organizations results in the duplication of efforts. Furthermore, efforts to help are 
compartmentalized as funding becomes spread thin across providers. This results in many players, 
but ineffectual service provision. 
 
Social connection, peer support, and a sense of community are required to support veterans in 
transition 
Exiting the military is a confusing and isolating experience. Service providers and veterans 
emphasized the need for peer support and a sense of community to ease the stress of transition. 
Establishing connections to one’s community is also vital for veterans’ to feel they are “serving” 
in a new meaningful way. 
 
Transition service providers operate with a reactive mentality 
Service providers, such as the CAF and Veterans Affairs Canada (VAC) do not actively seek 
veterans to engage in their programs. Rather, transition programs are predominately voluntary 
rather than mandatory. As such, veterans often leave the military unaware of services, benefits, 
educational and employment opportunities, and counselling options.  
 
Veterans need space and time to “re-boot” and learn a new self 
Veterans exiting the military continue to operate in “warrior mode”. PTSD and adrenaline are often 
mistaken for ambition, drive, and stamina. Veterans are not given the space to relax and consider 
their mission experiences before entering the next stage of their lives and careers. Transition is 
also made difficult by a loss of identity. Consequently, veterans need to define who they are and 
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what their personal mission is without their military units. When this is not recognized and 
supported veterans fall through the cracks. 
 
Female veterans are uncomfortable being identified as “women” 
Female veterans learn to become a soldier in a male-dominated environment. Post-service female 
veterans feel unease with being identified as women. This reality engenders a refusal to 
acknowledge and discuss gendered experiences, such as military sexual trauma. 
 
Greater research of female veterans is needed 
There is a lack of academic research on female Canadian veterans, particularly in regards to post-
service outcomes. Key stakeholders highlighted the need for greater research into this specific 
population. 
 
Civilian perceptions of who is the “ideal” veteran affects transition 
Public perceptions of who is the typical veteran silences marginalized veterans’ experiences and 
needs, such as female veterans. Simultaneously, perceptions in the general public of what veterans 
require to transition (i.e. emphasis on physical rehabilitation over vocational rehabilitation) elicits 
homogeneity of programs and gaps in service provision. 
 
Formal mentoring is hard to establish, but informal mentoring is increasing 
Establishing formal and sustainable mentoring programs is an arduous and complex undertaking. 
Informal mentoring, in contrast, is organic and elicits greater trust and sustainability. Many modes 
of informal mentoring are thriving amongst female veterans, whether it be within the Forces, 
public service, or private sector. 
 
We must begin gender-mainstreaming existing infrastructure while also undertaking new gender-
specific policies 
Institutional and societal gender changes can only occur if existing policies are re-imagined, rather 
than replaced with gender mainstreaming initiatives. However, we must also recognize the need 
for targeted gender-specific policies and programs to begin to address gaps in services. 
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Opening	  Remarks	  

A Queen’s University researcher opened the workshop by welcoming the diversity of participants 
from various sectors, all of whom have a stake in promoting the successful transition of Canada’s 
veterans, both male and female. The researcher introduced the workshop topic by noting that while 
the Department of National Defence (DND) has recently announced a commitment to increasing 
resources within the military to aid the “seamless” transition of veterans to civilian life, 
consideration of gender-specific services and programs is notably absent, due in part to “decades 
old policies” and the slow integration of gender mainstreaming initiatives. As such, the researcher 
emphasized the overarching purpose of the day’s proceedings: to put a spotlight on women 
veterans and their unique transition challenges, which is not only overlooked in government policy 
but also within academic research. Such a focus is of crucial importance, in part due to Canada’s 
commitment to UNSCR 1325 and the Canadian Armed Forces (CAF) goal to increase the number 
of female personnel by 1% annually, but particularly because of the well-documented reality that 
women veterans face a more difficult adjustment to civilian life than their male counterparts. The 
researcher noted that women veterans’ transition is often compounded by a higher prevalence of 
mental health issues and family challenges. The result of such interlocking factors are difficulty 
achieving a high quality of life and acquiring meaningful employment, the latter of which is 
considered one of the most important aspects to personnel as they transition. The researcher 
emphasized the theme of mentorship running throughout the day’s proceedings, both as a concept 
and a practical tool for veterans to facilitate transition to the civilian sector. To open the workshop, 
the researcher noted that panel topics, presented by various stakeholders and service providers, 
were focused on a multiplicity of programs, challenges, and best practices within veteran transition 
in order to spark discussion on how best to bridge gaps in service and move forward with the 
“gender dimension” of transition in mind. 
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Opening	  Keynote	  Address	  	  

A government official provided the keynote address. The government official began their address 
by sharing brief vignettes of the rich history of women serving in the Canadian Armed Forces 
(CAF). The government official emphasized that women began serving in the military over one-
hundred years ago, as nurses and medical assistants. The government official further stressed the 
contribution of women to the Canadian military has been rich – highlighting women’s service 
during World War II, the Korean War, and during more recent conflicts, such as Afghanistan. The 
government official also highlighted changes to policy within the CAF to be more inclusive of 
women – such as the enrollment of women at the Royal Military College (RMC) in 1979, the 
introduction of women to combat roles in 1987, and the decision to move towards full integration 
of women in all military occupations in 1988. However, women’s progress has not been steady 
and without setbacks. Consequently, the government official emphasized that much improvement 
is still required.  
 
In discussing women’s advances in the Canadian military, the government official drew on their 
own experiences as a health officer in various roles and ranks in the health and medical services 
of the CAF. The government official noted that while they were surprised to find themselves as 
the first woman officer in their field, they did not find integration to be an issue. The government 
official further noted that the gender balance in the medical services is fairly balanced – women 
are attracted to the medical services due to similar training as the civilian services, ensuring that 
transition from the military sector to the civilian sector is easily achieved. The government official 
noted, however, that this ease of inclusion and integration is not the same across all trades.  The 
government official detailed how the increase of women in the military has continued to be a 
challenge. In 2015, 18% of the Canadian military’s intake was female; however, despite this 
achievement, the government official noted that the military is failing to retain women at the same 
rate and the number of female reserves has dropped to 14-15% as of 2016 (from 20% in previous 
years). Further, while women have attained significant positions of rank, such as General and Chief 
Warrant Officer, the government official argues that improvements in many areas is necessary to 
achieve successful integration in all ranks and professions of the military. The government official 
asserts that to address these issues, a cultural shift must occur in the CAF – it needs to be more 
flexible, inclusive, and more proactive in the recruitment of female personnel.  
 
Turning to the topic of veteran transition, the government official suggests successful transition is 
dependent on a multitude of factors, such as an individual’s trade, financial state, family situation, 
physical and mental health, ability to access and obtain medical services, and the presence of a 
strong social network. The government official argues that the issue of successful transition is 
based not on gender, but rather on the aforementioned factors, suggesting that an individual will 
struggle with transition, regardless if they are male or female. The government official further 
suggests that successful transition can be aided by the military particularly in the areas of support 
and follow-up. The government official stresses that personnel will succeed in their transition 
endeavours if aided by a strong pool of support. The military builds strong connections, 
relationships, and friendships; this social network becomes severed as one leaves. As such, the 
government official argues a network of relationships and social support needs to continue post-
service. Further, the government official suggests that transition can be a confusing experience. 
Not only are personnel confronted with a challenging bureaucracy, but the government official 
also asserts that there are “too many players from too many organizations,” which results in a 
bewildering landscape of service provision for Canada’s veterans.  
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The government official ended their talk by noting that while mentorship is not actively practiced 
in the CAF, they would not have been able to achieve success without coaching and support from 
many individuals. This suggests that informal relationships of mentoring and support are already 
actively being practiced within Canada’s military and military communities.  
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Panel	  I	  -‐	  Government	  Initiatives	  for	  Veteran	  Services	  

This panel provided a contextual overview of services available to transitioning women veterans. 
The panel was chaired by a public service representative. The panel provided a description of the 
Canadian Armed Forces (CAF) transition structure and services, such as national and base-specific 
transition efforts. The panel also provided an overview of non-profit transition efforts, specifically 
the Prince’s Operation Entrepreneur (POE) program. 
 
A government official began by noting that the Canadian Armed Forces (CAF) has a dedicated 
team of professionals that supports transitioning members with base-specific programs and 
services. The government official stated that such programs and services assist CAF members by 
recognizing how their experiences, skills, and competencies, regardless of their gender, relates to 
where they may fit in a civilian labour market. The career transition services offered by the CAF 
are available to personnel throughout their career and all services are at present voluntary. These 
services include career and education counselling, career transition seminars (SCAN), career 
transition workshops, and long term planning seminars. The government official reiterated that all 
programs and services are voluntary, stating that they do not seek out transitioning personnel and 
veterans; rather, transitioning personnel must come to them. The government official also stated 
that the workshops contain a myriad of information. As such, personnel are encouraged to come 
early in their careers to seminars, such as SCAN. The government official also detailed the 
initiatives the CAF is undertaking with third parties within industry and corporate Canada, noting 
the interest of third parties in hiring veterans is growing at an exponential rate. The government 
official notes that approximately 1000 employers reach out to the CAF on an annual basis 
expressing their interest in hiring veterans. As such, the CAF has an important role in educating 
various businesses and partners of the advantages in employing a veteran.  
 
The government official noted several studies have shown that female veterans see a decline in 
employment earnings post-release, which is not seen at the same rate for men. This decline in 
earnings is likely attributable to women’s lower labour force participation, higher rates of women 
working part-time, occupation or trade while employed in the Forces, and lower average pension 
due to lower earnings pre-release and shorter length of service. However, the government official 
reaffirms that transition must focus on the role of the member while in the CAF and not gender. 
The government official does declare the CAF must, however, remain cognizant of equality factors 
post-release, which is why the CAF continues to inform and educate employers on the skills and 
experiences of military members, regardless of gender. The government official detailed the 
initiatives the CAF is undertaking to achieve this, such as the internal restructuring of current 
SCAN seminars, the introduction of innovative means to educate and promote career transition, 
designing a military-to-civilian occupation map, greater engagement with multiple federal 
departments on veteran hiring, and greater connections with third parties in the realms of 
employment, transition, education, and pilot programs. The government official concluded by 
noting CAF members have invaluable leadership skills and capabilities that deserve recognition, 
both within the public service and private businesses, thus the emphasis on continuous engagement 
with various stakeholders to improve and innovate transition endeavours.  
 
A representative of a veteran service organization discussed the Prince’s Operation Entrepreneur 
(POE) program, an initiative that helps transitioning members and veterans start their own 
businesses through one-day workshops and boot camps. POE’s aim is to make a positive impact 
on Canada’s economy and society by supporting transitioning military personnel through the 
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power of entrepreneurship. The POE program offers education and tools for transitioning members 
to build confidence, develop a network, and start their own successful businesses. In addition to 
the economic impact of the POE program on new businesses and job creation, the representative 
notes a central focus of the POE program is to help transitioning military personnel build resilience 
in a very challenging period of change. The representative suggests entrepreneurship is an 
excellent option for transitioning personnel, primarily due to the loss of identity personnel feel 
upon exit from the military. The representative suggests being a business owner is one means to 
restore confidence and develop a sense of self. Importantly, the representative notes that one of the 
greatest impacts on post-service members is the loss of network and community; personnel feel 
lost when they are no longer part of the military community. The POE program, the representative 
argues, makes it their mission to create a new community for military members, based around 
entrepreneurship. The program brings people who have served together and similarly, are facing 
analogous challenges as entrepreneurs. 
 
The representative highlighted several successes of the POE program. Since beginning in 2012, 
177 businesses have been started by 289 boot camp alumni. Significantly, the representative notes 
25% of boot camp alumni are women, compared to 15% serving in the CAF and 13% in the veteran 
population. The representative suggests entrepreneurship and self-employment are extremely 
attractive for female veterans due to the flexibility such a career affords, particularly as female 
veterans report that their main activity post-release is care-giving (of children or other dependents). 
The representative notes this is evident in the make-up of workshop and boot camp attendees. The 
program is often attended by families and 37-40% of alumni plan to start a business with their 
spouses. 
 
The representative also notes that a central aspect of the program is ongoing skills development 
and support. Veteran entrepreneurs are provided short-term business coaching, access to the 
Canadian Veteran Business Directory, free corporate legal advice, and networking links to 
community partners and mentoring organizations. The program measures attendees before and 
after to assuage success. The representative reports veteran alumni demonstrate greater confidence, 
skills, and resilience after having attended a POE workshop or boot camp. The representative does 
note, however, that the POE program does not yet measure success by gender, but plans to do so 
in the future.  
 
The representative suggests governmental bodies, such as Veteran’s Affairs Canada (VAC), need 
to relay to transitioning personnel that self-employment and entrepreneurship are fruitful career 
options. Highlighting U.S. based research conducted at the IVMF, the representative notes not 
only are U.S. veterans more likely to own a business than non-veterans, but veteran entrepreneurs 
out-earn non-veteran entrepreneurs and demonstrate high levels of good decision-making in 
stressful or chaotic environments, confidence, and independence – all traits found in service 
members and veterans. However, the representative notes the research has found that female 
veterans are less likely than nonveteran females to be self-employed. As such, the representative 
concludes by suggesting that there is a need not only for greater program funding to support 
entrepreneurial initiatives, but also for academic research to show the impact of entrepreneurship 
on veterans, and especially on women veteran entrepreneurs, particularly as it relates to their 
motivations, challenges, and needs.   
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Panel	  II	  –	  Military	  Context	  and	  Mentorship	  

The second panel was chaired an academic researcher and provided an overview of female military 
personnel in the Canadian Armed Forces (CAF), CAF culture, women veterans, and mentorship 
best practices and benefits. The academic researcher noted navigating the CAF and post-service 
cultures can be a challenge if personnel are lacking the skills and knowledge of a particular sub-
culture. Moreover, the academic researcher also notes there is often disparity between what a 
particular institution or organization espouses, and what they actually practice. As such the 
academic researcher suggests that mentorship, particularly informal mentorship, can be very 
effective in successfully arming veterans with the ability to navigate a constantly changing 
institutional and bureaucratic terrain.  
 
The panel opened with a presentation by a government official on the gendered dimension of 
attrition, retention, and transition in the Canadian Armed Forces (CAF). The government official 
began by noting while the years of service in the regular force and attrition rates up until year 19 
are fairly similar between men and women afterwards something occurs: women start leaving the 
CAF at a higher rate. The government official also notes that since the mid-2000s, voluntary 
attrition has been consistently higher for men, whereas medical attrition has been consistently 
higher for women. The government official further notes that when CAF members were surveyed 
regarding their reasons for leaving, their appeared little gender difference in regards to work 
satisfaction and organizational factors. However, women were more likely to indicate that they 
were staying with the CAF because of satisfaction with pay and benefits. Significantly, women 
considering leaving indicated that they were more likely to stay if posting decisions were 
improved; meaning, if postings more greatly considered their preferences, geographic stability, 
and what’s best for their family. 
 
The government official also noted a 2012 CAF exit survey indicated the feeling of accomplishing 
meaningful work, the career management system, and time available for family/personal 
relationships, and attachment to one’s community, were the greatest reasons for influencing leave 
decisions for both sexes. The biggest gender differences were in regards to greater proportions of 
men being dissatisfied with job aspects, training and career progression; in contrast greater 
proportions of women were dissatisfied with aspects related to their work unit and their immediate 
supervisor’s leadership. The government official also presented findings from research focused on 
why women leave the military. The government official noted the primary reason women leave is 
in regards to family and work-life balance. Female personnel also noted dissatisfaction with 
elements of career advancement, such as the lack of women in senior ranks, unfavourable postings, 
and maternity leave impacting advancement opportunities. As well, personnel noted dissatisfaction 
with what they perceived to be a male dominated military culture. 
 
Finally, the government official shared data that focused on men and women’s transition. The 
government official notes that fewer women than men report an easy adjustment to civilian life. 
More women than men report mental health issues and comorbid mental and physical health issues. 
Significantly, easier adjustment to civilian life, for both men and women, is linked to higher rates 
of education, higher mastery (perceived control over life events), and fewer mental health and 
physical health conditions. Finally, the government official notes the odds of easy adjustment to 
civilian life were lower for those dissatisfied with their job, leisure, family, finances, and for those 
who reported high life stress. The government official argues that satisfaction with employment 
and financial situation may be particularly important for those released earlier in their career who 
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must find civilian employment. The government official notes all of these are factors to consider 
when determining how best to help veterans make a successful adjustment to civilian life.  
 
The government official concluded her talk by providing some main take aways of the research 
findings presented. Importantly, the proportion of releases that are medical has increased over 
time, particularly for women. Additionally, women tend to medically release earlier in their 
careers. The government official suggests there is a need for further research to examine this 
reality, particularly investigation into differences in medical release reasons between men and 
women in the CAF. The government official also suggests that there is a need to study the “0 year” 
attrition rate for women, especially given the focus on increasing the representation of women in 
the CAF by 1% per year. The government official concluded by suggesting the consideration of 
sex differences going forward can facilitate more targeted programs and services for transitioning 
members and veterans. The government official states the intent of the CAF is for positive 
inclusion and diversity to usher in a new era for Canada’s military. 
 
An academic researcher opened their talk on transition challenges and sexual violence in the 
Canadian Armed Forces (CAF) by posing three questions for reflection: 1) what are the barriers to 
gender-based reform in the military? 2) what are the barriers to successful gender-based transition? 
And 3) what are the barriers to female veterans speaking out? The academic researcher notes much 
of their work has focused on drawing attention to the barriers that cross the military and civilian 
sectors. They note not only is the military a highly gendered institution, but civilian society is as 
well. Thus, transitioning from one gendered institution to another consists of the constant 
renegotiation of gender norms and roles. The academic researcher thus argues there is danger in 
formulating spaces, sectors, and policies as gender neutral or gender blind: doing so risks 
recreating gender inequality. 
 
The academic researcher suggests that we are at a great moment of opportunity with initiatives 
such as the Women, Peace, and Security agenda, UNSCR 1325, and growing awareness and 
inclusion of gender-based reforms. However, the academic researcher asserts more needs to be 
done. They note there is a growing discussion around sexual harassment and assault in the civilian 
world. The academic researcher seeks to see how such discussions and reforms can be fed into 
military efforts to address the same issues. This suggestion connects to one of the academic 
researcher’s central arguments: a gender-based approach to military to civilian transition needs to 
be linked. The academic researcher notes other academics have documented how challenging it is 
to achieve change in regards to Operation Honour. This, in part, is due to how challenging it is to 
elicit internally directed culture change. As well, the academic researcher contends internally 
directed culture change, particularly within the military, is sporadic and inconsistent. Further, 
operational priorities often supersede all other endeavours. Thus, change lacks resources, 
expertise, and ultimately depends on strong leadership. Thus, the academic researcher suggests to 
more broadly change military gender culture, we must work much more across military and 
civilian lines and take advantage of the pool of expertise that lies outside the CAF. 
 
The academic researcher also argues that while more gender-based reforms are needed, we need 
to go beyond the model of simply “adding women”, arguing a critique of the gendered culture of 
the military goes beyond sex differences. Significantly, the academic researcher reasons we need 
to think about which gendered experiences are given value and privileged – and which are silenced. 
The academic researcher suggests it is harder to see and recognize certain gendered experiences 
because they are outside “the norm”. It is arguable, the academic researcher states, that gendered 
experiences associated with masculinity are most comprehensible. This is important as experiences 
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that are less visible or invisible are harder to address and therefore there is a risk of revictimization.  
 
The academic researcher concluded their discussion by suggesting there are many barriers that 
prevent female soldiers from speaking out about their experiences. The academic researcher 
acknowledges we not only need to look at barriers within the military and civilian society, but also 
need to deconstruct who is recognized as a soldier and veteran and therefore whose experiences 
are validated. The academic researcher suggests this is connected to gender dynamics more 
broadly. The academic researcher stressed this, since this can have ramifications for female 
veterans as they transition post-service. Civilian society has certain assumptions about who a 
veteran is; thus, female veterans have difficulty expressing who they are and finding space in their 
communities. As a final note, the academic researcher suggests we need to keep in mind the gender 
norms and dynamics both within the military and within the civilian world, and how this may 
affect transition. Going forward, the academic researcher recommends continued gender 
mainstreaming of existing programs as well as new tailor-made gender programs and initiatives. 
As a final note, the academic researcher reiterates collaboration across the military and civilian 
spheres is key to achieving gender goals and facilitating successful transition.  
 
A veteran service provider representative followed with a presentation on mentorship for female 
veterans. The representative acknowledged a lot of time and stress could potentially have been 
avoided if they had an ally as they navigated between the military and civilian spheres. The 
representative suggests the central challenge of a mentorship program is that formal mentorship is 
too idealistic. Relationships must be simple and organic for success to follow. Mentorship 
therefore must come in a variety of forms. Drawing on her experience in the clinical setting, the 
representative argues a partner, ally or mentor in some form (informal or otherwise) is often 
conducive to healing and moving forward. The representative refers to this as the therapeutic 
alliance – when there is trust, partnership, and a sense of support, the relationship can be 
transformational. The representative suggests the source of this mentorship can come from a 
variety of sources, whether it be family or an individual with a similar experience to one’s own. 
Applying this to female veterans, the representative argues women helping women is incredibly 
powerful. A formal mentorship program may be established, but The representative suggests that 
clear communication, clear expectations, and consistent follow through is key for such 
relationships to continue. The representative thus ended her talk by acknowledging that while 
mentorship is important, implementation remains hard. Therefore, the representative reiterates the 
importance of support and mentorship in a variety of forms and the need for continual support of 
female veterans as they move through their careers and transition into the civilian sphere post-
service.   
 
The panel concluded with a presentation by a civil society organization representative, who 
presented on the Ban Righ Centre’s Mentorship Program at Queen’s University. The representative 
detailed the important work the Ban Righ Centre (BRC) has done as a student service provider 
dedicated to women and transforming women’s lives for the past 43 years. The representative 
notes that the BRC is an important women-only space, as women’s lives are very different than 
men’s and as such a space and service that is tailored to women’s lives and their experiences is of 
fundamental importance. Turning to the topic of mentorship, the representative emphasizes 
mentorship incites reciprocal personal learning and is key for socialization. Those engaged in a 
mentorship relationship benefit from the development of key skills, such as problem solving, 
communication, conflict resolution, goal setting, and networking. Importantly, the representative 
notes mentorship can aid socialization, meaning, those engaged in mentorship develop greater 
knowledge of organizational or institutional politics, histories, goals, and values. The 
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representative emphasizes being introduced to fresh perspectives can be a transformative 
experience. 
 
Building on previously presentations, the representative notes it is the informal or spontaneous 
mentoring relationships that are often the most significant. The representative notes informal 
interactions are key to developing trust bonds. From this a fruitful and organic relationship can 
grow. Therefore, the representative notes the BRC’s program places follow-up entirely in the 
students’ hands. Thus, the representative notes the importance of providing a space for 
spontaneous conversations and relationships to develop. The representative concluded their talk 
by noting a sense of community, often amongst those who have the same experiences or are facing 
the same challenges, can ease feelings of insecurity, isolation, and result in greater confidence. 
The representative thus urges the consideration of a space where open, honest, and meaningful 
conversations may flourish.  
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Featured	  Lunch	  Speaker	  

An academic researcher presented a talk on mentorship by drawing upon experiences in Women 
in International Security (WIIS) Canada. The academic researcher notes early in their graduate 
career; they came to realize the unique challenges they faced as a woman in a male-dominated 
field. WIIS offers the opportunity for academic women to come together to share their experiences 
and troubleshoot challenges through mentorship opportunities. The academic researcher notes 
mentorship is important to women, since women have an innate understanding of how complicated 
navigating a male-dominated sphere can be. Women are better able to perceive and acutely 
understand the challenges that women are facing. The academic researcher notes it has been 
through such relationships they have become better equipped to respond to gender issues in the 
professional academic sphere.  
 
The academic researcher notes that one of the benefits of establishing a formal mentorship 
program, as demanding as that may be, is mentees often become mentors over time. From the 
formal mentorship setting, as evidenced by WIIS’s success, a productive network can be built, and 
mentorship renewal can occur as mentees move into the position of mentor. From this, a 
flourishing professional network can be established. The academic researcher notes that often 
mentorship can be so challenging because it is espoused as valuable, but is not practiced, 
particularly in the military and academic environments.  
 
The academic researcher asserts mentorship relationships are not “one size fits all”. The academic 
researcher suggests that there is as much to learn from an individual who is more advanced in their 
professional development as there is from your peers. As such, the academic researcher urges 
female veterans to make connections with multiple sources: individuals you aspire to, and 
individuals who are exactly where you are. The academic researcher also asserts conversations 
across sectors, while challenging, are also of crucial importance in developing one’s ability to 
understand and navigate different spheres. As a final note, the academic researcher proposes what 
is key to successful mentorship is being able to identify what your needs are and to ask for the help 
that addresses those specific needs. Mentorship, the academic researcher emphasizes, is a two-way 
street. 
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Panel	  III	  –	  Whole	  of	  Canada	  Approach	  

Chaired by an academic researcher, this panel brought together perspectives on transition from 
various stakeholders, including the federal government, the province of Ontario, and Veterans 
Affairs Canada (VAC), complimented by a perspective on alternative approaches to veteran 
transition and healing.  
 
The panel began with a presentation by a researcher on the topic of utilizing farming and outdoor 
activities, known as “green care,” to ease veteran transition to civilian life and heal from 
operational stress injuries (OSIs).  Green care, notes the researcher, is an approach to mental and 
social health which includes outdoor activities, agriculture, animal assisted therapies, horticulture, 
and gardening. The researcher notes that post-service, veterans often struggle with a loss of 
confidence and self-esteem, particularly around their inability to translate acquired skills to the 
civilian sphere. Compounding this, are stress injuries, anxiety, and mental health and physical 
health challenges. Green care, notes The researcher, has been shown to improve confidence, pride 
in self, reduce anxiety, and increase social connection. Additionally, the researcher notes veteran 
farming initiatives are a means to continue the sense of serving one’s community, which, as noted 
by several presenters, is of crucial significance to veterans’ post-service. The researcher further 
emphasizes the green care approach is not a novel one; veterans were encouraged to seek 
agricultural and fishing opportunities post-WWI and WWII.  
 
The researcher suggests interest in green initiatives is growing. However, the researcher argues 
making the connection between employment, skills, building, stress, and recovery has not been 
made. Green care is an approach that considers transition holistically – from career advancement 
to overcoming OSI. The researcher further suggests that green care can be the first step towards 
healing. Veterans require a space to digest their service and essentially rewire how they think and 
function. Green care offers a safe environment to do this while engaging in tasks that provide a 
sense of control to build emotional resilience.  
 
Despite these positive findings, the researcher notes there are barriers to implementing green care 
initiatives. Particularly the reality that many veteran service providers seek new research to study 
the effectiveness of green care. The researcher suggests this is counterproductive, as there is 
already a large amount of data supporting this approach in existence. The researcher concluded by 
noting the most successful farming or outdoor initiatives she has witnessed are the entities that are 
led by veterans in conjunction with a civilian partner. Thus, the researcher makes a strong case for 
collaborative veteran-civilian initiatives, echoing suggestions that communication and connection 
across the military and civilian communities is a key element of emotional and professional 
transition.  
 
A government representative discussed the structure of employment training services provided by 
the Ministry of Advanced Education and Skills Development, Employment and Training Division. 
The representative detailed how the ministry operates a network across the province of Ontario, 
focusing specifically on building a highly skilled workforce, but also supporting the needs of those 
who are re-entering the labour market, or require retraining and skills development. The 
representative notes that the division is an excellent resource for transitioning veterans. It provides 
services such as resume writing, training incentives, career counselling, apprenticeships, and 
educational preparation. The representative also notes the division offers highly individualized 
service provision. The representative notes that their employment service program is a highly 
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flexible toolkit, which can be tailored to an individual’s specific needs, skills, and interests. The 
representative also notes the Employment and Training Division acts as a “gateway” for clients, 
working effectively to link individuals seeking work with employment partners in various 
communities, as well as training and placing individuals in high demand occupations. To conclude 
her presentation, the representative encouraged veterans to seek her ministry’s services. The 
representative further notes that there are many placement opportunities for veterans with 
transferable skills, and her ministry actively works to establish provisions to ensure veterans can 
quickly transition to their chosen sector of employment without re-training.  
 
A veteran service provider representative presented on the work the Veterans Transition Network 
(VTN) does to aid veterans who have experienced trauma. The representative described how VTN 
came to be established in 1998 as a support group that met several times a week. The representative 
notes the network has evolved to its present format of a ten-day group based counselling retreat. 
The representative also notes the VTN is one of the only organizations that offers women-only 
services and programs for female veterans. Presently, VTN runs one women’s program a year in 
Ontario and is seeking to expand, such as providing French language groups. Describing the group-
based retreat, the representative notes the program is supported by several mental health 
professionals, such as registered psychologists, and features returning program graduates. The 
program is based outside of urban areas, in a relaxing natural environment. The representative 
notes that due to the intense group-based discussions, utilizing nature as a means to de-stress is 
crucial. The program includes three phases: 1) trust building (between peers and program leads); 
2) tools for symptom management; and 3) consolidation.  
 
At each phase veterans learn how to manage their trauma with the support of their peers. The 
representative notes that many participants’ express feelings of an inability to communicate their 
emotions, and further, their trauma is compounded by a fear to address or confront their 
experiences. As well, the representative notes veterans often express feelings of betrayal by the 
military, especially due to difficulties transitioning. Drawing on data drawn from 17 groups, The 
representative notes significant gender differences. Principally, the representative notes men are 
excited to come together as a unit to resolve issues. Women, in contrast, are anxious to be together 
with other military women. Significantly, the representative notes the first women-only session 
undertaken in 2012 was difficult, as female veterans were resistant to discussion. During service 
women were required to connect with men to feel part of the group; thus, when women come 
together alone, the representative notes, they feel fear in identifying as women, rather than as 
soldiers. The representative notes women often express low self-esteem and a lack of pride in 
being female, suggesting this is often the result of their military training within a male-dominated 
sphere. As well, the representative shared most women have experienced military sexual trauma 
(MST) and are hesitant to share their experiences. However, the retreat often enables women to 
open up and share experiences. The representative concluded her talk by noting that while women 
are at first resistant to women-only discussions, by the end of the retreats women express joy and 
pride in being female. The representative suggests the comradery and sharing of experiences by 
women, with women, enables female veterans to continue with their lives post-retreat with feelings 
of pride in themselves and their military experiences.   
 
A government official concluded the panel with a discussion on Veterans Affairs Canada (VAC) 
health care and outcomes. The government official began their presentation by acknowledging 
how important it is that there were not only women, but men participating in this important 
workshop. The government official emphasizes the issues being discussed are not “women’s” 
issues, but rather societal issues. As such, the government official stresses the importance of trying 
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to understand each other. In describing their own transition experience from the military to the 
public service, the government official notes their own personal challenges. Despite integration of 
the military and the public service sector, the government official notes transitioning was still a 
shock. The government official notes this was in part due to the male-dominated environment of 
the military, which has been the norm throughout their career Further, the government official 
notes the siloed nature of the public service, such as the lack of information sharing. As such, the 
government official notes joining the public service required them to learn and adapt to very 
different institutional norms. The government official’s comments echo the challenges of 
transitioning from the military setting to others, as expressed by previous presenters. 
 
The government official provided information on what is termed the “well-being model” at VAC. 
It includes seven aspects: health (functioning well physically, mentally, socially, and spiritually); 
a purpose in life (engaged in meaningful activities); financial security; housing (safe and stable); 
family and community (veterans are in mutually supportive relationships); identity (veterans are 
understood and valued by Canadians); and resilience (veterans are able to adapt, manage, and 
cope). The government official notes any policy actions VAC undertakes are done so with this 
model in mind and as such are veteran-centric. The government official does however, note 
seamless service provision is required to achieve this, whether it be between VAC and an 
organization or between organizations. The government official underscores VAC has been 
struggling with seamless service provision for decades. 
 
Turning to the topic of veteran outcomes, the government official highlights key findings from 
several studies conducted within the last decade. Significantly, The government official notes 
female veterans experience higher rates of injury early in military training, are more likely to be 
in administrative occupations at their time of release, are more likely than their male counterparts 
to require help in their daily lives post-release, are less likely to be engaged in the labour market 
in the year following release, experience higher rates of disability, are more involved in caring 
activities, and experience lower earnings and income post-release. The government official also 
highlights female veterans are less likely than male veterans to agree the skills they acquired in the 
military are the same or similar to those required for civilian jobs.  
 
The government official notes several important VAC initiatives as a result of these findings. 
Notably, the government official suggests addressing health concerns is made difficult by the 
jurisdictional divide at the provincial and federal levels. However, the government official 
underscores VAC is working to focus on preventing work disability, as it is more prevalent for 
veterans than for Canadians, and especially more prevalent among female veterans. The 
government official also stresses the need to examine specific labour market barriers experienced 
by women. Although, the government official notes the challenge in undertaking such research, 
such as small sample sizes and crucially, the lack of funding to collect data. Therefore, the 
government official notes VAC is currently working with Statistics Canada on the feasibility of 
identifying veterans on some of their products. The government official stresses that until VAC is 
able to acquire more data, VAC will be unable to make the best policy choices to serve Canada’s 
veterans. To conclude, the government official expressed their frustration in the inability to close 
the gap between service providers and between services. The government official notes the number 
of organizations in Canada offering help is astounding, but overwhelming. The government 
official’s final comments suggest the need to bridge gaps between such service providers to ensure 
the best possible means to achieve veteran well-being.  
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Panel	  IV	  –	  International	  Landscape,	  Best	  Practices,	  and	  Challenges	  

A veteran service provider representative chaired the final panel of the workshop. This panel 
provided insight into current initiatives that are considered “best practices” in the United States, 
Canada, and beyond. In addition, challenges such as sustaining funding, and measuring success 
for program evaluation were considered. 
 
An academic researcher opened the panel by providing a contextual overview of the policies and 
efforts of three countries, Sweden, Denmark, and Australia in enabling a smooth transition of their 
armed forces personnel into the civilian workforce upon completion of their military careers. The 
researcher notes that while the approaches to veteran transition in the three countries discussed are 
unique, they measure successful transition by outcomes in continuity of healthcare, finding 
employment and social connectedness, rather than gender. In Sweden, the researcher notes the 
potential of civilian partnerships between the military and employers to ensure veterans are aware 
of their career options. Educational and vocational training is also offered by Denmark. Their use 
of a customised transition plan and support team consisting of psychological, physical and 
vocational counsellors is integral.  
 
Particularly interesting findings that may be relevant in the Canadian case include Australia's 
Female Veterans Policy Forum (the Forum). The researcher notes the Forum was established after 
the Australian government recognised the fact that female veterans have distinct concerns. As 
such, female veterans are currently being given a strong enough voice through existing 
consultative fora. The researcher also notes the Forum provides attendees the opportunity to 
discuss the unique experiences of female veterans and veteran families, the impact of military 
service, and how the Department of Veterans’ Affairs (DVA) services could be improved to better 
support their needs. The researcher notes the Forum has resulted in ongoing research related to 
several issues female veterans have identified as important, such as mothers serving in Middles 
Eastern operations. This research has resulted in the Australian government developing greater 
resources to assist deploying and deployed mothers.  
 
The researcher notes that in Australia, we see the importance of academic and scholarly research 
in affecting policy, particularly regarding female veterans, an area largely unexplored. The 
researcher concluded her discussion by noting that more research is needed into the effectiveness 
of the policies and efforts of each country. While it is clear that veterans, regardless of nationality, 
are experiencing barriers to transitioning into civilian life, especially those with health concerns, 
medical, financial and social solutions to the challenges within the transition process can indeed 
be sought within the wider military/veterans community.  
 
A veteran service provider representative provided reflections on the U.S. based program 
REBOOT Combat Recovery. REBOOT is a twelve-week trauma healing course, designed to 
support veterans and their families experiencing PTSD. The representative notes the program is 
aptly named, as soldiers living with PTSD and seeking to move on from their combat experiences, 
are quite literally “rebooting” or “rewiring” their systems. The representative notes the REBOOT 
organization has significantly demonstrated transitioning veterans consistently “fall through the 
cracks.” The representative notes military to civilian transition is especially difficult – veterans are 
required to effectively learn a new language and way of being, while dealing with significant 
trauma. The representative asserts that within the military, the only factor that matters is the 
mission. The representative therefore notes a central component of REBOOT is providing space 
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for veterans to learn how to think for themselves. Often, the representative notes, veterans do not 
realize they can create their own missions post-service. 
 
Turning to female veterans, the representative describes how challenging it is for such women to 
open up about their experiences and share in a group setting. The representative reports women 
express their hesitation in sharing with other women initially. The representative suggests this 
hesitation is due in part to the nature of the military: women are taught to become one of their male 
colleagues. Thus, female experiences and concerns, such as health, sexual trauma, and other 
challenges, become silenced. However, the representative notes throughout the process women 
feel more comfortable sharing with their experiences, once they recognize allies in their female 
peers. As a final note, the representative reiterates the reality that veterans are often forgotten – 
they are more likely to be underemployed, homeless, and dealing with mental and physical health 
challenges than the general population.  
 
A veteran service provider representative presented on the METSpouse program of Canada 
Company. To begin their discussion, the representative notes Canada is much more progressive in 
its gendered perspective than the United States, pointing to the very recent inclusion of women in 
the U.S. combat arms as evidence that America is lagging behind its international partners. 
However, the representative suggests that while Canada is doing well in regards to its gendered 
policies, where it is lacking is in regards to the public’s awareness and appreciation of the military. 
The mission in Afghanistan did a great deal to raise patriotism amongst the general public, but The 
representative notes this appreciation was restricted to certain locales. As such, the representative 
notes Canada Company is attempting to more greatly make the military and Canada’s veteran 
population visible, asserting a key element of this is corporate awareness. 
 
Following the success of the MET Program, Canada Company introduced METSpouse. The 
METSpouse program is the only military spouse transition program available world-wide. The 
representative emphasizes the importance of this program – often spouses are forgotten, but they 
too require transition as their partners are posted. The representative suggests the biggest issue is 
availability of work in remote locations. Canada Company is therefore endeavouring to make 
connections that will open up greater opportunities in remote locales. To conclude, the 
representative suggests spouses and female veterans have many valuable skills that are 
transferable, alike to any male soldier or officer. What is needed, the representative asserts, is the 
necessary tools to identify those skills so that they may be taken to a new career or mode of 
employment. As a final note, the representative urges veterans and the general population to share 
with employers the reality that you are getting a valuable employee in a military spouse. 
 
The panel concluded with a presentation by a private sector representative. The representative 
discussed their own military and transition experience. The representative notes the central reason 
they left the military is they came to the realization that it would be an incredibly hard career for a 
stable family life. The representative notes that leaving the military was an extremely terrifying 
moment. The representative stresses they lacked many important life skills necessary to 
successfully transition. The representative emphasizes that at this time of their life, and throughout 
the duration of their career, they could not have succeeded without mentorship and the support of 
their peers. As such, the representative highlights the mentorship work the Treble Victor Group 
(TVG) undertakes in the business sector. The representative notes their success in not only in 
creating informal mentoring “matches” and growing membership of the group, but also of the 
number of veterans who have found employment through this program.  
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Turning to their work with PwC, the representative notes the desire to attract veterans is highly 
valued. The representative underlines the skills veterans potentially bring to careers post service: 
diversity, the ability to cope with change, and significantly, true leadership. The representative 
stresses the ability to lead is not something that can be taught and suggests this unique skill should 
be more greatly recognized in the private sector. As a corollary to this, the representative notes the 
needs of veterans also require greater recognition in Canadian society. The representative makes 
the important point that all too often interest in the military is highest during times of conflict, but 
it is in fact during peacetime that veterans require the most support and help. As such, initiatives 
such as the Invictus Games are of vital importance in continually highlighting the veteran 
population in Canada. 
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Concluding	  Remarks	  	  

A Queen’s University researcher provided the closing remarks for the workshop. The researcher 
began by providing a recap of the topics the day covered, from the brief history of women in the 
Canadian military in Canada, to international best practices, to alternative approaches to veteran 
care and healing. The researcher asserts many presentations provided a window into where the 
nation currently stands in regards to veterans’ transition, noting significant progress has been 
made. The researcher suggests there has been steady movement in the development of programs 
that are addressing veterans’ issues, such as housing, PTSD, and second career training. The 
researcher further notes the days’ proceedings have indicated the interlocking connections between 
mental health, employment, food security, and family. Further, the researcher states many of the 
presentations provided indications on how to measure outcomes and success, as well as 
demonstrating the value of a social support system and mentorship.  
 
Despite these positives, the researcher notes clear issues remain. There continues to be difficulty 
in transitioning military skills to the civilian workforce. The duplication of efforts to serve veterans 
and aid transition has created a confusing and overwhelming sea of service provision. Funding 
remains an issue, in part due to siloed efforts and an abundance of organizations attempting to 
achieve the same goal. The researcher also notes the issue of who is the ideal veteran as perceived 
by the public often leaves female veterans behind. Veterans, female and male, continue to struggle 
with confusion around identity, purpose, and how to achieve a meaningful life. The researcher also 
asserts there are barriers between policy as it is stated and policy as it is enacted. Similarly, the 
researcher notes successful mentorship continues to be a challenge – it is espoused as a value but 
in practice not realized. The researcher also notes the demand for original research is suppressing 
valuable data already available.  
 
The researcher notes the day’s discussions have brought forward possible solutions to these issues. 
It begins, the researcher notes, with debunking myths of the female soldier, recognizing 
accessibility to services physically and virtually is a challenge, and acknowledging a gender-based 
approach to veteran transition is vital. There is value, the researcher notes, in the gendered 
perspectives and aspects that are minimally understood and nominally discussed. The researcher 
concluded by emphasizing that we will only be successful in addressing female veteran transition 
if we begin from where such women are – whether that be in remote locations, jobs, or in the home.  
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Purpose	  

Key	  Results	  and	  Feedback	  

v   Ten (10) mentors and mentees participated in the mentorship pilot, for a total of five (5) 
mentorship pairs. 

v   Of the six (6) respondents to the mentorship questionnaire, five (5) agreed they would 
participate in a mentorship event again. 

v   All six respondents benefitted in different ways from the mentorship pilot and workshop. 
Reasons varied from being able to raise gender-specific concerns, networking, and learning 
about resources and initiatives available to them they were unaware of.  

v   Participants agreed that the mentorship pilot and workshop would have benefitted from an 
increased time frame.  

v   There is a benefit to matching pairs based on previous service experience and roles. 
	  

	  Lessons	  Learned	  

Account for drop-outs 
Within one week prior to the mentorship pilot, four participants dropped out. Maintain a backup list 
and prepare for no-shows. Reiterate during the outreach and questionnaires the importance of 
participating, and having several extra participants or volunteers at the event may be beneficial.  
 
Broaden the outreach network 
Primary outreach began through the DWAN network. This proved helpful for those with friends, 
family, or those still within the system. However, it missed a large portion of our target audience. 
Reach out to local groups, NGOs and networks to circulate publicity materials.   
 
Increase the duration of the mentorship event 
Due to funding, our mentorship pilot took place during the lunchtime for a workshop on veteran 
transition. Having participants join the workshop proved extremely beneficial for both workshop 
speakers and mentorship participants. Future iterations would support a longer, two-day event 
wherein a workshop occurs on the first day, and a half-day mentorship pilot on the second day. The 

“Over my 10 years in the military, I have struggled to identify those who have filled a mentorship 
role for me. While I believe these relationships need to a certain degree a natural development of 

their own, when left completely to fate they don't seem to occur frequently. This is why I wanted to 
try a more facilitated mentoring relationship. Given the niche-like nature of released female 

veterans, this provided some common ground to start on and an area where many of us are feeling 
around in the dark and could learn from each other's experiences.” 

	  

To develop and implement a mentorship pilot program to assist transitioning women 
veterans. 
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half-day event could promote networking, information tables, or professional development 
seminars.  

Mentorship	  Program	  Timeline	  
 

Weeks 1 - 4: Mentorship outline and outreach for target population 
•   Create mentorship scope outline. Identify how many participants and matches you are able and willing to accommodate for 

the day.  
•   Identify your target participants by demographic. 
•   Identify avenues to disseminate publicity and information (networks, NGOs, VAC). 
•   Create outreach and publicity materials (See Appendix A).  
•   Disseminate outreach and publicity materials to avenues identified above. 
•   Create secure information hub to collect interested participants. Obtain name and email. 
•   Book venue. 

Weeks 5 - 9: Gather participants 
•   Expect to allocate approximately one (1) month to gather participants, depending on strength of outreach strategy. This 

will be an iterative process, as intrigued participants may decide they are not willing to complete surveys, travel, or 
participate.  

•   If not identified in responses, clarify the role of the participant (mentor, mentee). 
•   Send Mentorship Matching questionnaire based on these responses (Appendix B). 
•   In secure storage, maintain responses from Mentorship Matching questionnaire.  
•   The pilot experienced a 33% (5/15) drop-out rate between the time of participants agreeing to participate to the evening 

before the mentorship match. Account for this during planning and outreach.  

Weeks 10 - 13: Match participants, inform of matches interests, and hold event 
•   The pilot program matched participants holistically using subjective interpretation of Mentorship Matching forms. Matches 

were reviewed by two interpreters. 
•   Matches were made based on mentor’s previous experience and identification of areas they felt they could be of assistance 

with, as well as mentee requests for assistance. 
•   Email matches to inform them the areas of discussion identified for their mentorship match. Ensure not to disclose 

information of personal names at this point to respect privacy. 

Mentorship Event 
•   All participants received a name badge and folder for the day. Within this folder was an information sheet for each 

mentorship match. The sheet identified the two names of the matches, the purpose of the program, objectives for the half-
hour discussion, and the area(s) identified as a common discussion point for discussion (See Appendix C).  

•   Mentorship pairs were asked to 1) Introduce themselves to each other 2) Set expectations for the 
mentorship process (clear goals, communication methods and timelines) and 3) Begin the conversation 
in this period. 

Weeks 14 - 16: Reimbursement and Follow Up 



	   34	  

•   Within one week of the mentorship event, distribute a thank-you letter for participants. If reimbursement is offered for 
travel, include an explanation regarding the reimbursement process at this point.  

•   Create Facebook group to foster a local network for the participants. 
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Materials	  and	  Appendix	  

	  
Appendix A 

Publicity to Networks 
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Appendix A Continued 
Information email circulated on DWAN 
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!

Centre For International And Defence Policy 
Robert Sutherland Hall, Ste 403 
138 Union St 
Kingston, ON  K7L 3N6     CANADA 
(613) 533-2381 
cidp@queensu.ca 

 
 
 
 
 
 
 
 
 
Hello, 
!
On behalf of the Centre for International and Defence Policy, I would like to invite you to 
participate in a unique opportunity to be held on April 21, 2017 at Queen’s University.  
 
Women veterans of the Canadian military face challenges in the transition to civilian life. Some 
of these challenges can be overcome with assistance in the form of mentorship, support and 
career/job guidance.  The Centre for International and Defence Policy and Queen’s University 
are developing a pilot mentorship program that seeks to assist female transitioning personnel, 
and hopes to leverage existing mentorship program successes.  
!
The pilot program would take the form of a mentorship lunch, wherein you would be matched 
with a mentor from a particular employment sector such as academia, entrepreneurial, or service 
industry. Throughout the day, panel discussions will be conducted to inform policy and 
recommendations for transitioning veteran policy in Canada.   
 
The mentorship program is currently in need of transitioned female veterans to aid as mentors, as 
well as women who have served in the Canadian Forces who feel they may benefit from a 
mentorship relationship. We would be pleased if you could join us in having that discussion and 
providing your experience and expertise.   
 
For more information or to register for the event as a mentor or mentee, please contact the 
workshop coordinator, Meaghan Shoemaker (9MLS7@queensu.ca) by February 13, 2017. In 
registering, you will be asked to complete a survey to inform the mentorship program and to 
guide the mentorship matching process.   

Should you have any questions regarding the event, please do not hesitate to contact me using 
the contact information below.  

Sincerely, 

 
Meaghan Shoemaker 
Workshop Coordinator  
PhD Candidate 
Queen’s University  
9MLS7@queensu.ca!
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Appendix B	  
Questions for Matching 

 
Mentors: 
Thank you so much for your email, it is great to hear from you. We would love to have you 
participate as a mentor, and I would like to thank you for offering your time to do so. 
 
For the purposes of matching, would you be able to take five minutes or so to write up a 
document that addresses the following: 
1) Your name. 
2) Your current occupation/sector. 
3) Your previous military experience. 
4) Strengths/areas you may be able to provide insight on for a mentee (i.e.: family, accessing 
services, programs that helped, hobbies, transitioning your skills). 
5) Areas you wished you had assistance for when transitioning. 
 
We are able to provide a travel stipend up to _____ for those travelling from outside of _____. 
You are also welcome to join the workshop throughout the day and provide comments and 
questions during the workshop sessions.  
	  
Please let me know if you have any questions at all. I will be in touch on a regular basis with 
updates about the workshop and details about your mentee match 
	  
	  
 
Mentees: 
Thank you so much for your email and for your interest in the mentorship lunch. We would be so 
happy to have you participate in the event as a mentee, and I would like to thank you for offering 
your time to do so. 
  
 
For the purposes of matching you with a mentor, would you be able to take five minutes or so to 
write up a document that addresses the following: 
1) Your name. 
2) Your current occupation/sector. 
3) Your military experience. 
4) Areas you would like insight on/support with. 
5) Areas you would like assistance with for transitioning. 
 
We are able to provide a travel stipend up to _____ for those travelling from outside of ____. 
You are also welcome to join the workshop throughout the day and provide comments and 
questions during the workshop sessions.  
 
Please let me know if you have any questions at all. I will be in touch on a regular basis with 
updates about the workshop and details about your mentee match 
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Appendix C 
Mentorship Match Information Sheet 

 
Mentor: (Name)   Mentee: (Name) 
 
Welcome to a pilot mentorship program which aims to establish a mentoring relationship for 
women veterans transitioning out of the Canadian Armed Forces into civilian careers and 
contributions.   
 
Successful mentorship is key to a successful career and to professional/personal satisfaction.  Is 
there a way that CAF women veterans can assist transitioning women personnel?  What works?  
What doesn’t? 
 
Mentorship Pilot - During the lunch break (12:30-1:30) 
 
Mentorship pairs will be asked to: 
1) Introduce themselves to each other,  
2) Set expectations for the mentorship process (clear goals and communication 
 methods/timelines – recommended 1-3 months), and  
3) Begin the conversation in this period 
 
Areas of mentoring assistance:  
(X, Y, Z) 
 
Following the workshop, a Facebook group will be opened for participants to join and continue 
the discussion. A link will be sent to you via your e-mail if you would like to join. 
 
If you have any questions or concerns about the mentorship pilot at any time, please do not 
hesitate to contact _____.  
	  

	  

	  

	  


