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“Yes, it’s the military, but it never crossed my mind that I wouldn’t be 

accepted because I’m a woman.” (Colonel Jennie Carignan) 

 

 

“I do not identify as a visible minority according to the Statistics 

Canada definition, however I was a minority in service due to my 

gender. Being female impacted my integration into military culture!” 

(Participant) 
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Abstract 

Government bodies housed in Canada are not void of their own systemic issues. The Canadian 

Armed Forces (CAF) is not any different possessing a traditionally gendered patriarchal white dominant 

culture that is resistant to the integration and inclusivity of women (Davis 2013; 2009; 2006; Deschamps 

2015; Vining 2012; Gouliquer 2011). Kovitz (2018) suggests that the Canadian military is “sexualized 

and misogynistic” (1) and also referred to it as a “conflict zone for women” (Kovitz 2000:2). Recently, 

the Canadian military has been faced with several class action law suits surrounding issues regarding 

experiences with gender and sexual misconduct.   

This qualitative, exploratory research study inductively investigates military culture highlighting 

the view that women in the Canadian military space continue to experience systemic issues relating to the 

gender power differential and systemic discrimination, lack of integration, and sexually inappropriate 

behaviour from members within the Canadian military. A total of 55 interviews were conducted with 

women who once served in the Canadian military to gain insight on these highly sensitive, yet timely 

systemic issues surrounding gender. These women give voice to the systemic (in)visible injustices t they 

faced while serving in the CAF. A Theoretical explanation, such as Social Constructionism, is 

superimposed on the data to help navigate a better understanding of the gendered spaces within the 

military and explore how issues of equality, equity and social justice are understood. Finally, 

recommendations and insight into policy are discussed.   
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Chapter 1 

Introduction 

“One incident is too many and we have to make sure we do right by all our members” (Minister 

of National Defence Harjit Sajjan, 2020) 

 

The Government of Canada, along with its sister organizations and the larger social 

structures and systems of Canada, are disproportionately unjust and rooted in a history of biases 

that breed inequalities (Government of Canada 2020b). Despite employment equity policies and 

other efforts at increasing inclusivity, gender, and sexual orientation are at the heart of issues of 

equality and justice. The Canadian Armed Forces (CAF) is no different.  For generations the 

Canadian military has been plagued with these systemic power differentials, which have 

manifested ideologies that are rooted in oppression and inequality, and that result in social 

injustice(s).  

A prime example of this is the decades-long campaign to identify and expel anyone even 

suspected of being gay or lesbian from the military. This campaign, which came to be known as 

the LGBTQ2 Purge, officially lasted from the 1950s until the early 1990s, when all formal 

policies against gays in the military were revoked. But it takes more than revoking oppressive 

policies to eradicate systemic oppression, and while there is material written on discrimination, 

gender, and sexual orientation, very few studies within academic scholarship explore the lived 

experiences of women in the CAF and the specific issues they face within militaristic spaces. To 

date, current scholarship does not do justice to the issues of systemic discrimination or sexism 

being observed within either the CAF or the Department of National Defence (DND), but the 

media have recently released a number of articles describing how these issues are prevalent in 

both organizations (Flanagan 2020; Paas-Lang 2019).   
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For example, according to an article written in The Canadian Press (2020), Canada’s top 

military officials with the DND and the CAF have acknowledged that these institutions currently 

possess systemic discrimination. Furthermore, on Friday, June 19, 2020, Jody Thomas, Deputy 

Minister of the DND, and General Jonathan Vance, Chief of the Defence Staff, jointly distributed 

an apology letter to troops and the employees of the DND in which they acknowledge “that 

racism is a real problem many Defence Department and military members experience on a daily 

basis – and that past efforts to curb [discrimination] have been unsuccessful” (The Canadian Press 

2020:n.p.). 

On December 14, 2016, Stewart McKelvey, a lawyer representing three members of the 

Canadian military, initiated a class action lawsuit to address concerns over systemic racial 

discrimination and harassment within the CAF that is still ongoing (McKelvey 2020). While 

acknowledgments are still being made toward issues surrounding gender, being viewed as a 

positive step toward tackling the pervasive issues of discrimination and harassment in the CAF, it 

was hard won by those who have been fighting for years to have their voices heard. As for the 

systemic power differentials endemic throughout the Canadian military, they not only negatively 

affect the individuals oppressed by them, but also the governing leadership and the reputation of 

the institution. For instance, on November 28, 2017, Prime Minister Trudeau delivered a formal 

speech on behalf of the country in the House of Commons apologizing to “civil servants, military 

members and criminalized Canadians who [have] endured discrimination and injustice based on 

their sexual orientation” (Government of Canada 2020b:n.p.). The apology was extended to those 

harmed by federal legislation, policies, and practices, like the LGBTQ2 Purge, that led to the 

oppression of, and discrimination against, LGBTQ2 (lesbian, gay, bisexual, transgender, queer, 

and two-spirited) people (Government of Canada 2020b:n.p.; Paas-Lang 2019). Further, resulting 

in a class action lawsuit that awarded — up to $145 million dollars compensating 718 claimants 

(628 military personnel, 78 public servants, and 12 Royal Canadian Mounted Police [RCMP] 
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officers). Another example of delivered social justice occurred on Nov 25, 2019, when the 

Federal Court approved a final settlement agreement in the class action lawsuits brought on by 

Sherry Heyder, Amy Graham, Nadine Schultz-Neilsen, and Larry Beattie, where a total of nearly 

one billion dollars ($900 million) was announced to compensate members of the CAF and 

employees of the DND who experienced sexual misconduct and inappropriate behaviour within 

the work place (Government of Canada 2020b:n.p.). The Canadian government did not and 

continues not to admit liability, but has acknowledged that people were harmed while serving 

(McMillan 2019).   

Historically, women in Canada have been discriminated against along gender and racial 

lines within government bodies and have constantly had to prove themselves within a culture that 

perpetuates attitudes that are resistant to change and the acceptance of women. The current 

percentage of women within the Canadian military is 15.9 % (Government of Canada 2020d), 

while, according to Lieutenant-General Charles Lamarre (Defence Champion, Visible Minorities, 

Department of National Defence) speaking during a Standing Committee meeting on National 

Defence in 2019, the overall representation of visible minorities in the Canadian military that year 

was 8.7%. According to Lieutenant-General Jean-Marc Lanthier (Defence Champion, Indigenous 

Peoples, Department of National Defence), the representation of Indigenous Peoples was 2.8% of 

the overall Canadian military population. A 2016 Census reveals that 22% of the Canadian 

population is counted as a member of a visible minority (Statistics Canada 2017; 2018) and 4.9% 

identify as Indigenous. When compared to the 50% of the female population of Canada (Statistic 

Canada 2019; 2011), this demonstrates how gender is the dominant issue of inclusion within the 

Canadian military. Moreover, the Canadian military has been, and continues to be, predominantly 

led by white men and is a reflection of Canada’s main political parties where racial diversity is 

sparse (Grenier 2020). 
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According to Eric Grenier (2020) of CBC News, “the leadership of political parties [in 

Canada] has failed to reflect the gender and racial diversity of the wider population” (n.p.). While 

there have been policies, like employment equity, multiculturalism and the Canadian Human 

Rights Act, established to overcome such homogeneity, it sadly still exists within the system. 

According to these policies, Canadians have the right to be treated and represented fairly in 

workplaces free from discrimination and harassment, and our country has laws and programs to 

protect this right. Unfortunately, even with these rights and rules written into law, we continue to 

see a range of systemic issues pertaining to gender within organizations like CAF. “Women as a 

group continue to experience marginalization while sexual harassment and sexual assault 

continue to occur” (Taber 2017:n.p.).   

The intent of this dissertation is to explore gender issues and examine women’s 

qualitative experiences of discrimination in the Canadian military. The objectives are two-fold: 

(1) to explore and uncover layers of social injustice that women experience and, (2) to create a 

platform for women to have their voices heard, recognized, and acknowledged in a safe place. 

These key objectives will be further refined and understood using the theoretical framework of 

Social Constructionism with an end to better understand the barriers of equality that military 

women face, primarily across gender lines but also with a limited look at sexual orientation.  

It is currently unclear, due to a limited amount of scholarship, how women navigate and 

adapt to a culture that echoes the sentiment of a white masculine ethos, and, as such, how this 

may impact their successful integration into the Canadian military. The hope is that this study 

engages in critical knowledge mobilization, elicits further inquisitive thought into how women in 

the military negotiate barriers to equality, inequity, and injustice(s) of gender and discrimination 

within these larger social structures while attempting to integrate successfully, and mobilizes 

changes with respect to the CAF. To this end, the broader goal is to raise awareness of systemic 
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issues so that models of inclusivity across gender and discrimination may be sought and 

eventually implemented in CAF vis a vis recommendation’s that come out of my findings.    

Moving forward, the following chapters within this dissertation not only outline extant literature 

on the representation of women in the military from a historical perspective but also illuminates 

the experiences of women who were once enrolled in Canadian military. Chapter 2 has been 

accepted for publication by the Journal of Defense Management and is a chapter that presents a 

literature review outlining the progressive measures made thus far within the Canadian military. 

This chapter critically explores the construction of military masculinity, the defining of gender 

within a militaristic space, the subordination of women who serve, and the othering that exists 

between ‘them’ and the dominant group. There are theoretical frameworks introduced that may be 

used to better understand how women deal with integration into military culture. Chapter 3, a 

previously published article within the Journal of Military Veteran and Family Health explores a 

perspective that helps create a better understanding of how women mediate their experience in the 

CAF. Chapter 4 delves into the methodology and steps used to create a case study that 

qualitatively explores the lives and experiences of 55 women who once served in the Canadian 

military. Chapter 5 reveals the findings of this explorative case study, highlighting five categories 

that better describe the experiences of the women that participated in this research. These 

categories consist of (1) Toxic Masculine Culture and its Impact on Women’s Inclusion in the 

Military, (2) Fears of Reporting Inappropriate Behaviour, (3) Military Career Precariousness, (4) 

The Difficulties Experienced When Exiting the Military, and (5) Social (In)justices. Finally, 

Chapter 6 discusses concluding remarks and introduces recommendation’s that may contribute to 

a more inclusive and equitable militaristic space that women may navigate.  
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Chapter 2 

Literature Review 

Note: An earlier rendition of this chapter was accepted for publication by the Journal of Defense 

Management on 03 August, 2020.   

 

The Canadian military is an example of a patriarchal institution with a hyper-masculine 

and oppressive culture that nurtures puts up barriers to equality and nurtures discrimination 

against women. Such a culture widely and deeply impacts women soldiers’ integration, 

socialization, and career advancement (Hajizadeh, Aken, and Cox 2017:2588; Deshamps 2015; 

Ushko 2014; Gouliquer 2011). The primary focus of this dissertation, and thus this review of the 

literature, is to explore the gendered experience of women who have served in the Canadian 

military and illuminate how they interact with its dominant culture in the hope of changing that 

culture and ending gender discrimination.    

2.1 Historical Overview of Women in the Canadian Military 
Prior to World War One (WWI), women were excluded from the Canadian Armed Forces 

(CAF) and, even when they were allowed to enter the military, they were restricted in what roles 

they could occupy. During WWI, women were able to occupy medical positions such as nursing, 

tending to the sick and wounded in wartime (Department of National Defence 2018b; 2016b). 

World War Two (WWII) saw greater female enrollment and nurses were given officer status, 

were allowed to wear Canadian military uniforms, and were enrolled in all three branches of the 

Canadian military (Army, Air Force, and Navy).  

In 1941, the Women’s Division of the Royal Canadian Air Force (RCAF) and the 

Canadian Women’s Army Corps (CWAC) were established. The Women’s Royal Canadian 

Naval Service (WRCNS) was instituted at the same time as the third branch of the Canadian 

military, The Royal Canadian Naval Service, in July 1942. Between 1941 and 1943, female 

enrollment grew to approximately 50,000 personnel, and women occupied several logistical 
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positions, including cooks, cleaners, tailors, nursing and medical assistants, truck and ambulance 

drivers, mechanics, on-shore radar operators, and coding technicians. By 1965, female enrollment 

had been reduced to 1500 members, and it did not increase again until 1970, in the wake of the 

Royal Commission on the Status of Women (RCSW), which recommended that the Canadian 

military lift both its ban on the recruitment of women and its mandated ceiling of 1500 female 

members (Davis 2009). In the late 1970s, The Department of National Defence (DND) began to 

seriously review the roles that women occupied within the Canadian military with a specific focus 

on the enrollment of women within institutions affiliated with the Canadian military, such as the 

Royal Military College of Canada (RMC). In 1979, Canadian military colleges opened their doors 

to women, and the Regular Officer Training Plan (ROTP) allowed women to enter military 

college as full cadets in 1980 (Hellstrom 1996:93; Department National Defence and the 

Canadian Armed Forces 2018).  

In 1982, Parliament adopted the Canadian Charter of Rights and Freedoms, and Section 

15 was implemented in 1985, guaranteeing Canadians the right to equal protection without 

discrimination, including on the basis of sex (Davis 2013:112; Government of Canada 2017). 

Although the Parliamentary Committee on Equality Rights, in 1985, made recommendations that 

all occupations be available to all qualified women (Soeters and Van der Meulen 2007), it was 

not until the Canadian Human Rights Tribunal’s (CHRT) decision, in 1989, that the military was 

officially mandated to open all of its occupations to qualified women — except for submarine 

positions that were only made available to female recruits in 2000 (von Hlatky 2019; Winslow 

and Dunn 2002). It took 20 years from the date of the RCSW’s report to open all its occupations 

to women (Davis 2009:439) (See Table 1). 
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Table 1: A Historical Female Representation within the Canadian Military  

1941 – 2026 
 

 

Years 

 
 

Total Percentage of 
Women Serving in CAF 

Regular and Reserve 
 

 

 

Activity 

1941 – 1943 No Record Found Women’s Organizations Established 

Post 1945 No Record Found Women’s Organizations Terminated 

1965 1.5% A Fixed Ceiling on Female Enrollment 

1969 No Record Found Royal Commission on the Status of Women 

1971 1.8%  Post-RCSW 

1978 5.9%  Canadian Human Rights Act is Enacted 

1985 8.9%  Parliamentary Committee on Equality 

1989 9.9%  Canadian Human Rights Tribunal 1989-1999 

1991 10.7%  Number of Women Serving in the CAF 

1994 11.1%  CAF asserts that gender integration is complete 

1999 10.8%  Canadian Human Rights Committee Report 

2001 11.4%  

2007 13.5%   

2015 15.0%  The implementation of Operation Honour 

2016 14.9%  

2017 15.2%   

2018 15.3%  

2019 15.7%  

2020 15.9%  

2026                  25% CAF projected target for increased female enrollment 

_____________________________________________________________________________ 

(Davis 2009:438; Canada Department of National Defence 2018b; Government of Canada 2020d) 

The percentages noted in Table 1 show that the CAF has always been, and continues to 

be, a male-dominated institution, but they do not tell us why. Even after the military opened all 

occupations to everyone, those percentages have not increased significantly. Although women 

continue to serve in the Canadian military in greater numbers, enrollment percentages are 
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increasing slowly and issues of inclusivity and integration (e.g., feelings of being welcomed) into 

military culture continues to exist (Deschamps 2015; Tait 2014; Davis 2013; Taber 2011). Over 

the last 31 years, the overall percentage of female enrollment has increased by only 6%, or 0.19% 

on average per year between 1989 and 2020. Given that social change requires both structural and 

performative movement (Goffman 1976), women have gained significant ground in the 

professions since WWII, but still struggle to gain meaningful positions, as well as a greater 

presence within the Canadian military.     

While there is an absence of research relating to why women choose not to pursue a 

career in the CAF, the low percentages identified by Davis (2009) may indicate lingering issues 

of discrimination and inequality that negatively impact the enrollment and retention of female 

personnel within the CAF. Reports conducted in the last five years suggest that the Canadian 

military is considered a hyper-masculinized, sexist institution that favours the masculine 

dominant group (ESG 2016; Deschamps 2015; Hale 2012; Gouliquer 2011). Although the RCSW 

in Canada released its findings in 1970, indicating new hope for the future of integration of 

women into the Canadian military, the statistics since the release of that report reflect that the 

CAF continues to have difficulty with the recruitment of women into its ranks. The male-only, 

warrior-male, hyper-masculine environment previously found in the CAF has helped to create the 

oppressive culture that continues to exist in today’s military.   

2.2 Social Constructionism 

 At the time the CAF came into being it was generally believed that men were naturally 

better suited to combat than women. And while the common beliefs and social conventions 

regarding gender and specific gender roles have changed over the last hundred years, institutions 

like the Canadian military have been slow to adapt. To better understand why that is, it is helpful 

to view the CAF through a social constructionist lens. According to Tepperman and Curtis 

(2011), “all social reality is conditional and temporary” (10). Social constructionism is a way of 

looking at the world that says that common-held understandings of reality is created in 
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conjunction with others, rather than uniquely constructed within each individual. It is a 

consideration of “the ways people create and institutionalize social reality. And when people act 

on their shared knowledge of this reality, they reinforce it or lock it in” Tepperman and Curtis 

(2011:13). Reality is created in conjunction with others, rather than uniquely constructed within 

each individual. The interpreted meanings that are created through interaction construct social 

facts, such as men are naturally better suited to combat than women. Realities are consciously and 

or unconsciously established and are situated “through different spheres” of people’s own 

perception of reality (Berger and Luckman 1966:35). According to Berger and Luckman (1966),  

Everyday life presents itself as a reality interpreted by [women and] men and subjectively 
meaningful to them as a coherent world...The world of everyday life is not only taken for 
granted as reality by the ordinary members of society in the subjectively meaningful 
conduct of their lives. It is a world that originates in their thoughts and actions, and is 
maintained as real by these (33). 

 
 Individuals share experiences and “comprehend the objectifications by which this world 

is ordered,” organizing and internalizing their positioning as they see fit (ibid:37). Although some 

individuals live and navigate and interact with each other within a common space, like life in the 

military, the world they experience compared to those they share this space with may be 

perceived differently. Accordingly, people create their own meanings of the world they live in 

and contribute to the ever evolving social construction of society. The use of this theoretical 

framework allows for better understanding how the participants in this study both created and 

experienced their realities, based on their interactions with others in the common space and how 

they navigated everyday life in the military dominated by a masculine culture.   

2.3 Gender Construction and the Female Soldier 
The construction of military masculinities is not directed solely at male soldiers. All 

soldiers, male and female, are indoctrinated into a masculine military role and, in order to 

understand how this impacts women differently than men, it helps to understand how sex and 

gender are different, how gender is a social construct rather than a fact of nature, and how 
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historical views of sex and gender have informed not only formal CAF policies and procedures 

over the years, but also the general culture of masculinity. 

In contemporary western culture, sex (male or female) is defined as “biological maleness 

or femaleness,” whereas gender (man or woman) is associated with social traits that are often 

mistakenly related to sex (Sjoberg 2014, 5). When the concept of gender was first introduced in 

the mid 20th century, it relied on anatomical and biological functions to dictate the proper way for 

men and women to be. Theorists such as Garfinkel (1967) asserted that the labels “man” and 

“woman” were naturally and clearly defined within categories of being — that men and women 

maintain distinct psychological and behavioural predispositions that were determined by their 

reproductive functions, the laws of natural selection, instinct, and hormones (e.g., levels of 

testosterone) (Browne 2002; Mazur 2009).  

These early theories of the natural link between sex and gender are the basis for the idea 

that women were unfit for, and therefore prohibited from, military service because they were 

considered naturally weaker and less able than men. This outdated and discriminatory notion was 

challenged in Canada following complaints to the Canadian Human Rights Tribunal in the 1980’s 

that eventually led to the termination of Servicewomen in Non-Traditional Environments and 

Roles (known as the SWINTER Trials) and the Combat Related Employment of Women 

(CREW). These were trials used to analyze whether women were operationally effective when 

occupying all trades and occupations offered within the Canadian military (von Hlatky 2019). A 

study conducted by Carrier-Sabourin (2012) looking at women and their operational effectiveness 

in Afghanistan found that women did effectively occupy combat positions in the Middle East.  

The application of social constructionism to gender tells us that although someone is 

assigned as female at birth, they only become a woman through socialization. As Simone de 

Beauvoir (2010) declares, “one is not born, but rather becomes, a woman” (12). For women who 

then enter the military, gender becomes more complicated because they are also socialized and 
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indoctrinated into the military masculinity required to become a successful soldier, which often 

means masking identity and traits considered feminine. Scholars such as Goffman (1976) suggest 

that the self is the result of a social situation, creating and constructing a personal performance 

that is shaped by the social norms in his/her environment. When people interact with one another 

in their social environments, masculine and feminine traits are adopted by each person due to 

their natural “prototypes of essential expression [,] something that can be conveyed” (Goffman 

1976:75) and performed through “gender display” (69). Goffman defines gender display as 

follows: “if gender can be defined as the culturally established correlates of sex (whether in 

consequence of biology or learning), then gender display refers to conventionalized portrayals of 

its correlates” (ibid:69). West and Zimmerman (1987) state that “gendered expressions” (130) 

bear dimensions of what it means to be male or female. Gender is said to be “socially constructed 

constitutively. [Categorically,] gender [has] a place in a hierarchical structure and is constituted 

by the hierarchical power [of] relations” (Haslanger 2018: np).  

Military Masculinity and its Impact on Women 

Although an institution currently implementing measures to become more diverse and 

inclusive, the CAF has long been dominated by a masculine ethos. For example, the integration of 

women into the ranks of the CAF has been, and continues to be, challenging, with an inadequate 

amount of research critically examining the cultural fabric that shapes social behaviour, the 

policies that govern such behaviour, and the measures that explore the experiences of women 

who serve. As a unique and “total institution” (Goffman 1961:4), the military poses several 

challenges to women as they transition from a civilian role and assimilate into a hyper-

masculinized military role (Higate 2001). 

 According to Hale (2012), the military possesses a culture that constructs and preserves 

hegemonic masculinity. Hegemonic masculinity is viewed as the “configuration of gender 

practice which embodies the currently accepted answer to the problem of the legitimacy of 

patriarchy, which guarantees (or is taken to guarantee) the dominant position of men and the 
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subordination of women” (Connell 1995:77). As stated by Cooper et al. (2016:4), within a 

military setting, hegemonic masculinity refers to notions of “hardness of physical and emotional 

toughness, stoicism, self-reliance, aggressiveness, and a robust sense of heterosexual identity.” 

Thus, hegemonic masculinity legitimates “a societal hierarchy of dominance where masculinity 

reigns and other sexualities are subordinate” (Russell and Kraus 2016:680). According to Hoskin 

(2018), “hegemonic systems of gender not only divide but also hierarchically place masculinity 

above femininity” (78). 

Research conducted by Hale (2007; 2008) suggests that the development of military 

masculinity can be achieved through processes of militarization. Within the occupational 

structure of the military, there are aspects of social behaviour, leadership, and policy that directly 

impact how women navigate their transition to a military role and how they deal with their 

experiences working in a hyper-masculine environment, and this arguably affects the cultural and 

social atmosphere within the military.   

There are terms within the official militarized language that help define particular 

positions during assimilation into military culture. These terms include: indoctrination, 

integration, inclusivity, assimilation, and socialization. Higate (2003) claims that “human beings 

are not born to be combat ready” (73) and must endure processes of manipulation and control in 

order to fit the expected masculine role. The term “indoctrination” refers to the act of preparing a 

person for a particular environment or situation. For example, discussion of policies, uniforms, or 

expected conduct with new military recruits may lead to reforming their behaviour to suit an 

anticipated situation or expected role. Thus, indoctrination arguably prepares an individual for the 

process of integration, acting as the initial steps of a person’s conditioning and transformation 

into a military environment.  

When successful, the process of integration occurs on two levels: on a legal platform in 

which the individual is contracted into the military occupation, and on a social platform, where 
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the individual feels a sense of inclusivity within the military body (Winslow and Dunn 2002). 

Furthermore, the success of one’s integration is dependent on different factors. The legal 

integration of a soldier relies on his or her ability to successfully pass all levels of examination 

(physical, written, situational, etc.), whereas the social integration of an individual is based on his 

or her personal feelings of inclusivity and feeling welcomed within the overall membership and 

cultural experience. 

The term “inclusivity” is arguably subjective in nature. While the term is formally 

defined as “the action or state of including or being included within a group or structure” (Oxford 

Dictionary 2018), a person can operate within the organizational structure officially, performing 

their duties, but may feel a disconnect from the overall institutional body. The military can 

attempt to prepare individuals for a particular environment, but certain individuals may 

experience barriers that hinder their full integration and a sense of welcomeness and belonging.  

According to von Hlatky (2019), “female CAF members have described their experience of 

joining the military as ‘assimilation,’ rather than as ‘integration,’” simply explained as having to 

“conform to a male warrior culture or face professional and social exclusion” (78). The cultural 

environment which women must navigate permeates a level of behaviour that is not conducive to 

healthy integration (McCristall and Baggaley 2019; Deschamps 2015; Gouliquer 2011). Merriam-

Webster (2020) defines integration as “to end the segregation of and bring into equal membership 

in society or an organization” (np). When examining this definition of integration and how it is to 

be applied within a military context, the dominant masculine ethos that is present in the CAF has 

been cited as preventing these types of actions from happening (Taber 2017; Tait 2014; Gouliquer 

2011). 

2.4 Discrimination and Harassment of Women in the Military 
 Over the last five years there have been articles and scathing reports highlighting the fact 

that the Canadian military possesses a sexist culture that discriminates against women and acts as 

a deterrent to women’s involvement in the military (ESG 2016; Deschamps 2015; Piasentin 
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2009). Women who are determined to integrate into military culture are perceived by the 

dominant group to have accepted the social norms, behaviour, and hegemonic masculinity they 

experience while serving (Dececchi, Timperman, and Dececchi 1998; Gouliquer 2011), but this 

hyper-masculine culture leaves women questioning whether they will ever be accepted, as they 

are continuously under pressure to fit the masculine role. And although a woman may choose to 

pursue a military career thinking she belongs there, she might then experience discrimination, 

sexual harassment, or physical abuse leading her to change her career aspirations and ultimately 

leave the military. Research conducted by Dichter and True (2015) found that victimization and 

exposure to sexual assault does result in women’s decision to exit the service. Exposure to 

inappropriate behaviour, harassment, and discrimination are barriers that symbolize gender-

focused, occupational hurdles preventing women from excelling and integrating into the military 

careers they originally thought was a place for them. (Herbert 1998; Tait 2014). 

 Despite a limited amount of research expanding on female experiences within the 

Canadian military (Chalmers 2017; Culver 2013), Victoria Tait (2014) states that the culture 

within military institutions contribute to poor assimilation for women and restricts upward 

mobility. In male-dominated working environments, where women are considered the minority, 

occupational advancement requires battling gender power differentials. Although, in the last fifty 

years, women have made strides toward equality in the work force in general and, while some 

women do tip the balance of power and rise up through the ranks of the military, many others 

continue to be marginalized and challenged there, both in the roles women have traditionally 

occupied, such as nursing and administration, and the roles more recently opened to them, such as 

combat positions* (Taber 2017). One example of this historic discrimination is that women used 

to be deterred from becoming pregnant and threatened with job termination if they did. While 

being pregnant is no longer grounds for job termination in today’s military, it can still hinder a 

                                                        
* Women were able to occupy combat positions in 1989 
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female soldier’s progression through the ranks., depending on where they were situated in the 

service and which trade they had chosen (Perron 2017). Another example is that men are far more 

often chosen for promotion in general, forcing women to work harder in order to be recognized 

for such (Hebert 1998; Roth 2006).  

 Women in the military have faced serious and varied challenges that form obstacles to 

integration and career advancement but also expose women to extended periods of inappropriate 

behaviour and sexual trauma which can result in health-related issues leading to substance use, in 

psychological issues, and in trauma-related injuries, such as PTSD (Hajizadeh, Aken, and Cox 

2017; Wells 2013; Lawlis 2010; Campbell, Greeson, Bybee, and Raja 2008; Kang, Dalanger, 

Mahan, and Ishii 2005). One of the most prevalent problems in today’s Canadian military is 

sexual misconduct consisting of, but not limited to, “sexual assault, inappropriate sexual and 

discriminatory behaviour, gender discrimination and sexual harassment” (Hajizadeh, Aken, and 

Cox 2017:2581; Deschamps 2015). According to research on male dominated institutions 

conducted by Castro, Kintzle, Schuyler, Lucas, and Warner (2015), the Canadian military 

possesses an environment that promotes sexual misconduct involving women who are forced to 

navigate this space or leave.  

 Statistics Canada conducted a research study in the form of an electronic questionnaire 

sent out to 82,000 military personnel from April to June 2016: Survey on Sexual Misconduct in 

the Canadian Armed Forces (SSMCAF). Responses were received from well over 43,000 active 

military personnel serving in either the Regular Force or in the Reserves. The findings of this 

study reveal that female members are at an elevated risk of different forms of violence and 

inappropriate behaviour due the incidence of sexual misconduct throughout the ranks of the 

Canadian military (Hajizadeh, Aken, and Cox 2017; Cotter 2016).  
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The term “violence” under the World Health Organization is defined as:  

The intentional use of physical force or power, threatened or actual, against oneself, 
another person, or against a group or community, that either results in or has a high 
likelihood of resulting in injury, death, psychological harm, maldevelopment or 
deprivation (Krug 2002:5). 
 

Table 2: Characteristics of Perpetrators of Sexual Assaults against Canadian Armed 

Forces (CAF) Regular Force Members in the Past 12 Months, 2016 

 

 
 
(Statistics Canada Survey on Sexual Misconduct in the Canadian Armed Forces, 2016) 
 

The SSMCAF indicates that 35% of the women who participated in this study and 14% 

of men who responded, did not report exposure to inappropriate behaviour because they feared 

reprisal and 18% of women and 7% of men did not report exposure to inappropriate behaviour 

because people who had reported in the past had faced negative consequences. The data 

illustrated in Table 2 indicates that nearly half of the female respondents who experienced sexual 

misconduct claimed that the perpetrator was a supervisor or someone of higher rank (49%) 

(Cotter 2016).  
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Castro et al. (2015) suggest that the root causes of sexual misconduct within the military 

is not isolated to just military culture; rather, it applies to other societal male-dominated spaces 

that harbor traditional hyper-masculinized ideals. Turchik and Wilson (2010) suggest that, due to 

the structure of military culture whereby men occupy the majority of leadership roles, this creates 

a “power differential” between the dominant group and the women who navigate that space 

(273). Hyper-masculinized men who feel threatened by independent, competent, and intellectual 

women possess feelings of insecurity and wish “to constantly prove their masculinity through the 

use of sexual language and [inappropriate] behaviour” (Castro et al. 2015). Therefore, power and 

dominance are significant factors that contribute to sexual misconduct and inappropriate 

behaviour.   

The representation of exploitation and taking advantage of positions of power is well 

illustrated in this study and supports previous documented sources that highlight the view that a 

power difference exists between subordinates and their supervisors and should be further 

investigated in future research (Hajizadeh, Aken, and Cox 2017). The majority (59%) of sexual 

assault victims (both men and women) did not report their assaults to anyone in positions of 

authority, and, of the smaller percentage (23%) who did report their incident to someone of 

authority, only half were satisfied with the results and actions taken by the military officials. 

Hajizadeh, Aken, and Cox (2019) suggest that women do not report inappropriate behaviour 

“fearing perceived weakness” by colleagues (2590). Data from the U.S. Department of Defense in 

2014 reveal that 62% of women who reported sexual assault were subjected to retaliation 

consisting of social and professional retaliation, administrative/adverse action, and punishment 

(Castro et al. 2015).      

The SSMCAF (2016), reveals some some characteristics of perpetrators and context of 

sexual assault: of the women who responded to the survey, 94% claimed they were sexually 

assaulted while serving in the Regular Force in 2016, and the majority of those women (85%) 
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were victimized by one perpetrator who was male (94%). Almost half of the female respondents 

(49%) knew their perpetrator who was either a supervisor or someone of higher rank. 

Additionally, as illustrated in Table 2, over half of the female respondents who were sexually 

assaulted (53%) were junior non-commissioned, followed by a smaller percentage of women 

(38%) who were senior ranking non-commissioned members (Statistics Canada Survey on Sexual 

Misconduct in the Canadian Armed Forces, 2016).  

Figure 1: Sexual Assaults Reported by Canadian Armed Forces (CAF) Regular 

Force Members, by Relationship to Perpetrator and Sex of Victim, Past 12 Months, 

2016 

 

 
 

Interestingly, the data from the SSMCAF illustrated in Figure 3 show that greater than one third 

of the respondents who claimed to be sexually assaulted did not report due to fear of the possible 

negative consequences of reporting, while almost half of the female respondents felt they could 

resolve the situation on their own. 
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Figure 2: Reasons for Not Reporting Sexual Assault to Someone in Authority, by 

Sex, Over the Past 12 Months, 2016 

 

 
Furthermore, reporting inappropriate behaviour or submitting grievances have been found 

to be challenging (Cotter 2016). Research conducted by Gill and Febbraro (2013) found that 

reporting harassment is a serious problem within the Canadian military, noting that: 

In order to help create an environment for women that facilitates the harassment reporting 
process without negative psychological consequences and that allows women to maintain 
work productivity and feelings of safety, clear and direct demonstration of intolerance for 
sexual harassment from military leaders at all levels and further reformative efforts in all 
military services will be required (283). 
 

Both Taber (2017) and von Hlatky (2019) also suggest that the effectiveness of leadership 

manuals and harassment policies within the Canadian military need to be critically examined, 

especially regarding gender, sexual harassment, and sexual assault. Inconsistent terminology and 
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definitions across leadership manuals, as well as generally weak guidelines for handling 

allegations of harassment, can result in women who report inappropriate behaviour feeling re-

victimized (von Hlatky 2019).  

In addition to overt forms of harassment, women also experience subtler types of 

intimidation, especially once they arrive at their new posting. For example, Sandra Perron, 

Canada’s first female infantry soldier, writes in her book, Out Standing In The Field: Memoir by 

Canada’s First Female Infantry Officer, that she found anonymous notes “implying that [her] 

presence was not welcome” (57) and received an anonymous phone call late one night that hinted 

the caller was watching her, leaving her feeling threatened, but also wary of reporting the 

behaviour lest she be perceived as a “hysterical wing nut who assumes everyone is after her” 

(58). Not long after these incidents, Perron recalls being hazed after she had been invited to visit 

the officer’s mess one Friday evening to socialize and get to know her fellow colleagues. Shortly 

after she arrived and was greeted as one of the new incoming officers, she was approached by 

some of the men in the room and: 

Carried on [her] back to the men’s toilets. [She] yelled for them to stop and kicked [her] 
legs to get free, but their hold on [her] tightened. They all squeezed into one of the 
bathroom stalls and then lowered [her] so that [her] head went into the toilet. As others 
simultaneously poured pitchers of warm water over [her] face, they flushed the toilet, all 
the while asking [her] if [she] really wanted to be a Van Doo (ibid:60).  
 

Perron (2017) states that the hazing ritual itself was common and quite harmless, but, that in 

addition to receiving a pat on the “back in a gesture of camaraderie” (60), she also received glares 

of resentment and contempt, yet more intimidation. On another occasion during infantry training, 

Perron recalls the moment she started to hear the voices of all the naysayers within the dominant 

group “screaming in [her] head: See, you can’t do this. Women are too weak for combat. You’re 

not physically capable of toughing it out, go find yourself an apron instead...women are too weak 

to handle the infantry” (ibid:140).  
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 In January of 2018, the Canadian military launched the Operation Honour tracking 

analysis system (OPHTAS), an information management system replacing the traditional manual 

process of monitoring reporting. While this new system is meant to be more efficient as well as 

more accurate, it is too early to measure its accuracy and effectiveness. Under the new measuring 

system, sexual misconduct incident reports are substantially down. The following table (Table 3) 

illustrates incidents reported through the chain of command versus incidents that actually were 

recorded as having occurred.  

Table 3: Number of Sexual Misconduct Incidents Reports (All Types) 

Fiscal Year Incidents Reported Incidents Occurred 

2018-2019 

(April to September) 

149 141 

2017-2018 420 371 

2016-2017 479 468 

(Government of Canada 2019c) 

 

  While Table 3 clearly shows that the number of incidents of sexual misconduct has 

decreased since OPHTAS was launched, I would argue that these numbers should be viewed with 

skepticism for two reasons. First, since OPHTAS is so new, we cannot know for sure whether 

incidents are down because Operation Honour is working and there are truly fewer incidents of 

sexual misconduct occurring in the CAF, or whether there are any issues with OPHTAS itself that 

are preventing or discouraging people from reporting. Second, it seems problematic that in all 

three years included in the table, the number of incidents occurred is lower than the number of 

incidents reported. The literature clearly shows that members of the military are reluctant to 
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report sexual misconduct and many, in fact, never do report. As such, we should expect the 

number of incidents occurred to be significantly higher than the number reported, not lower.    

2.6 A Hierarchy of Masculinity Applied to the Military 
 For Connell (1995), masculinity is cultivated and layered into categories labelled as 

hegemonic, complicit, marginalized, and subordinate masculinities. These labels are “not fixed 

character types but configurations of practice generated in particular situations in a changing 

structure of relationships” (Connell 1995:81).   

Figure 3: Connell's Hierarchy of Masculinity 

 

According to Connell and Messerschmidt (2005), hegemonic masculinity is considered 

the most socially desired form of masculinity and is reserved chiefly for dominant, straight, 

white, able-bodied men. Complicit masculinity refers to men who do not possess the same 

characteristics needed in order to be totally accepted within the dominant category, but they do 

not challenge the rituals and behaviours associated with hegemonic masculinity. Marginalized 

masculinity describes the men who, although they subscribe to similar values as the dominant 
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group, are not accepted due to health reasons, physical disabilities, or their ethnicity, whereas 

subordinate masculinity refers to men who possess characteristics that are in opposition to those 

most valued by the hegemonic group, such as physical weakness or exhibiting feminine traits. 

Connell adds that “masculinity is shaped in relation to an overall structure of power (the 

subordination of women to men)” (1995:223).    

This hierarchy of masculinity helps explain why a woman’s acceptance into military 

culture is dependent on her ability to physically appear, communicate, and behave as a man; 

especially the man who meets dominant norms of masculinity. Such masculine adaptations are 

evident with some military women cutting their hair short, wearing no makeup, and wearing 

unfeminine civilian clothing (Ben-Ari 1989; Bourke 2000; King 2016). Thus, the “more her 

femininity is [challenged and] her [true] identity masked, the more she reduces her disturbance to 

[the] male social cohesion” (King 2015:127). Godfrey, Lilley, and Brewis (2012) claim that 

femininity is used as a gauge in contrast to the expectations of performing and being masculine, 

however, some women felt that being too masculine was problematic because being less feminine 

can be seen as being lesbian, which can lead to other forms of discrimination and harassment, 

including being interrogated and expelled by the military itself. Culver (2013) suggests that some 

women feel that they need to disguise their identity to help them navigate their way around the 

expected military “warrior” identity (28). King adds further that military women who are 

accepted into military culture are described as an “hono[u]rary man,” and are no longer viewed in 

a sexual nature (2015). Nevertheless, accomplishing the status of becoming a “brother” and “one 

of the boys” is to endorse the hyper-masculine ethos that pervades within the military. Research 

conducted by Hale (2012) suggests that a “strong sense of belonging to the military community is 

fundamental to the development of military masculinities” and further suggests that feelings of 

belonging require “the recognition and acceptance of others” (699).   
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Women are constantly being tested and challenged throughout their military careers and 

made to feel inferior and not equal to the dominant group (Herbert 1998). Research conducted by 

Harel-Shalev and Daphna-Tekoah (2020), for example, explores how Israeli female combat 

soldiers perform under pressure while occupying combatant positions in the Gaza Strip during 

Operation Protective Edge.  

They found that women who occupied these combatant roles were recognized by the 

masculine hierarchy as “those who overc[a]me their weak[ness] and hysterical nature (by not 

panicking [under pressure])” (1):    

One of the women soldiers who had reportedly spotted armed terrorists trying to 
infiltrate an Israeli kibbutz was praised for her calm response and for 
immediately informing her commanders; another woman soldier was said to have 
identified thirteen terrorists emerging from a tunnel and, similarly, did not panic 
(1). 
   

Israeli male combatants, however, are recognized for their masculine prowess: for not panicking 

during combatant operations, as “those who show their strong and active nature (through acts of 

bravery) [,]” and were praised for their masculinity and heroism following the conflict (Harel-

Shalev and Daphna-Tekoah 2020:1).    

By contrast, a study conducted by Krystel Carrier-Sabourin (2012) found that the 310 

female Canadian soldiers who occupied combat positions and who served in Afghanistan between 

2001 and 2011 defied the traditional notion that women cannot handle combat. The study proved 

that women who occupy combatant positions can “make positive difference[s] on today’s 

battlefields” (Eichler 2013:258). Similarly, Shirley Robinson (1985) maintains that “all evidence 

confirms that women have been combatants in times of war and continue to be; and, skepticism 

aside, they have conducted themselves just as well and, in some cases, better than their male 

counterparts” (101). According to Iverson et al. (2016), “individuals learn to be soldiers” (158) 

through teachings that are “rooted in the ideal of the masculine warrior” (Demers 2013:5), and as 

such, women are forced to be socialized into a regimented hyper-masculine environment that is 



 

26 

 

foreign and daunting, especially in terms of expressing any form of femininity. The masculinized 

culture within the military reflects “a culture premised on the superiority of male values, the 

feminine bears the shadow of the masculine and comes to define what is rejected and inferior” 

(Benevedes 2015:15). 

Cohn (1993), and Chusmir and Koberg (1990), all argue that women manage dual 

identities, either adopting a masculine persona or becoming submissive in order to fit into the 

dominant masculine culture. According to Herbert (1998), women “consciously engage in 

behaviours intended to manipulate both perception and subsequent interaction [-] women are 

doing gender” (115):  

Women minimize their sexuality while still maintaining some degree of femininity. They 
must strike a balance between femininity and masculinity in which they are feminine 
enough to be perceived as women, specifically heterosexual women, yet masculine 
enough to be perceived as capable of soldiering (Herbert 1998:82). 
 

Utilizing these strategies, “women participate in the patterns of practice that sustain and justify 

the status quo, and thus preserve hegemonic masculinity” (Cohn 1993:74). 

  As women adhere to the social norms and expectations within military culture, they 

avoid challenging the dominant masculine ethos to avoid being shunned or singled out among 

their coworkers (Beagan 2001). This concept of avoidance is a strategy of self-preservation 

adopted by female personnel in their effort to successfully navigate dominant military culture. As 

noted by Dececchi, Timperon and Dececchi (1998:31), cultural integration is dependent upon a 

personal sense of control and belief that integration can be independently self-managed; however, 

we know that actual integration into military culture is can be highly problematic for many 

women. Another study, conducted by Crowley and Sandhoff (2017), explored the military 

experiences of 12 United States Army female combat veterans who served in the Iraq war. The 

results of this study revealed that “gender constrain[ed] [women’s]r experience” as they were 

faced with the dilemma of having “to prove themselves constantly...[both] physically and 

mentally” to the dominant culture (ibid:232-233). These women were made to feel vulnerable, 
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powerless, and “expressed resignation to being constrained and limited by their gender; they felt 

like they could never be one of the guys” (ibid:233; Herbert 1998).   

  Kronesell (2006) argues that there is a “relationship between the military and masculinity 

[that] is considered natural” (81), and, for some, it is unnatural for women to work within a 

militaristic space. Therefore, it is not surprising that military culture leaves women feeling 

uncomfortable, confused, and frustrated (Tait 2014). Retired General Dan Loomis makes the 

claim that what may now be deemed as dysfunctional behaviour within a military institution is 

rooted in the natural protectiveness of men (Winslow and Dunn 2002). In an interview with the 

Ottawa Citizen, Loomis stated that: 

The problem with women isn’t that they’re not strong enough, isn’t that they’re not 
brave…the problem is group dynamics in a small [male] group. You cannot get away from 
the basic nature of our species. There’s a natural protectiveness of men (Ottawa Citizen, 19 
December 1997) (Winslow and Dunn 2002:652). 
 
According to Winslow and Dunn (2002), Loomis represents the position that men possess a 

primal instinct to protect women that has been societally ingrained for ages and throughout social 

institutions. When women enter the military, they are faced with a contradiction: some are 

criticized for identifying with normative femininity (e.g., crying or being too emotional) while 

others are criticized for being too masculine (e.g., butch and aggressive), and they attract 

unwanted criticism either way (Herbert 1998; Taber 2018). Several researchers, such as Herbert 

(1998), and Dececchi, Timperon and Dececchi (1983) suggest that when transitioning into 

military culture, women strategize their position “around gender in their daily lives” (Herbert 

1998:54), because “it is not enough just to be male; one must be ‘more male’ than the men in the 

next squad, platoon and so forth” (8). Taber (2018) explains it this way: “even though members 

may perform multiple masculinities, a narrow and specific performance of militarized masculinity 

is expected, which can negatively affect those who do not fit into the ideal type” (104). Nearly 

half of the respondents in Herbert’s study felt that they needed to act either more feminine or 

more masculine, believing that if they did not do so, depending on the situation, punishment 
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would follow for not conforming to expected gender norms (Herbert 1998). Similar findings have 

been noticed in the U.S. military (Sjoberg 2014:31). 

2.7 Conclusion  
Recent studies conducted on behalf of the Canadian government, including the 

Deschamps (2015) inquiry, the SSMCAF (2016) and the Earnscliff Strategy Group (ESG) (2016) 

study, criticize the sexist culture and the inappropriate behaviour that exists within the confines of 

the Canadian military. These reports state that the military needs to adopt policies that mandate 

cultural changes that reflect equality and total inclusivity. Specifically, the ESG study (2016) 

found that gender inequality continues to exist in all facets of today’s Canadian military. An 

“overwhelming majority of participants” in this study “spoke of gender inequality” in the 

Canadian military (Earnscliff Strategy Group 2016:2), and there are perceptions of exploitation 

with regard to salary gaps between genders. This report also suggests that gender inequality 

hinders military women’s upward occupational mobility, career advancement, and retention 

within the CAF. The participants in the ESG study also claim that military women continue to 

experience barriers that men do not face and that they have to work much harder than their male 

cohorts to get any type of recognition (Earnscliff Strategy Group 2016; Herbert 1998).    

The Deschamps (2015) report, meanwhile, also highlights that, while external legal 

pressures in Canada have dismantled some of the barriers that women experience, many barriers 

still remain and women continue to experience social, political, and cultural challenges. The 

damning findings of this 100-page report, which was based on hundreds of interviews, and the 

ESG study (2016) both highlight that gender inequality and inappropriate behaviour continue to 

occur throughout all areas of the Canadian military and that the culture that currently exists 

within the CAF hinders the positive and progressive integration for women. Due to the nature of 

inequality and negative ingrained attitudes toward women throughout the Canadian military, it is 

quite difficult to eradicate over a century of traditional behaviour. Policies such as OPHTAS are a 

decisive action plan used to attempt to change the culture that currently exists within all levels of 
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today’s military. This policy is used to mandate a particular type of behaviour and restrict 

movements within the confines of a militaristic space, whereas theoretical frameworks allow for a 

deeper understanding of the phenomenon being researched (Government of Canada 2019c).   

 In the following chapters, I undertake a qualitative methodological approach to better 

understand how women who serve may mediate their experiences while navigating a militaristic 

space, while further exploring the barriers to equality within what has been deemed an 

unwelcoming culture that serves to reflect the society it is meant to protect. The military has 

traditionally retained a culture that holds onto a masculine ideology that is quite resistant to total 

inclusivity, but continues to invite women to occupy its ranks. The next chapter introduces 

scholarship previously published and is the precursor to the current research, highlighting 

literature that helps better explain navigating a militaristic space.         
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Chapter 3 

The Progressions of a Gendered Military: A Theoretical Examination of 

Gender Inequality in the Canadian Military 

 
“Yes, it’s the military, but it never crossed my mind that I wouldn’t be accepted because I’m a 

woman.” (Colonel Carignan)  

  

An adapted version of this chapter was originally submitted to the Journal of Military, Veteran 

and Family Health and was published on 1 April, 2019. doi:10.3138/jmvfh.2017-0026.  

   

3.1 Introduction 
Once in the military, a soldier is required to “deny all that is feminine and soft in himself 

[or herself]” (Goldstein 2003:266) to successfully embrace the traditional role of a military 

soldier. One possible reason for this male-dominated military environment is the fact that men 

have historically occupied military roles and responsibilities: approximately 15.3 percent of the 

Canadian Armed Forces are female soldiers (Park 2008), a clear indication that women are the 

minority in an environment dominated by men. Although women are no less qualified to occupy 

military positions, female military personnel are significantly fewer in number than male military 

personnel as a result of historical policies, social impediments, and a culture that has resisted the 

integration of women into its ranks.  

The current enrollment trends in the CAF indicate a slow rise in the number of women 

enlisting in the military. However, in spite of these increases in enrollment, gender inequality in 

the Canadian military is a prominent issue affecting the lives of female military personnel who 

serve. Female representation in the CAF has increased from 1.4 percent in 1965 to 15.3 percent as 

of January 2018. Numerically, this represents 14,434 women in a total combined CAF 

membership of 93,5784 (Table 4).  
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As of February 2018, the total representation of women who served in combat arms 

(crewman, artillery, artilleryman, infantryman, infantry, engineer, combat engineer, 

and armoured) was 4.3% (Department of National Defence 2018b). Although the population of 

women in the Canadian military is increasing, the rate of increase is quite slow. Since 1999, 

female enrollment has increased by 4.5%, and women represent only 4.3% of the total population 

serving in combat arms positions (Department of National Defence 2018b; Davis 2009). These 

low percentages can be argued as illuminating lingering issues that affect the direct growth of the 

CAF, suggesting that the Canadian military remains a masculinized institution. The following 

Table is similar to Table 1, except that it also illustrates membership totals rather than just 

percentages. 

Table 4: A Glimpse of Female Representation in the Canadian Military, 1941–2018 
 Year  No. of Women CAF  %Women CAF  Historical Markers 

1941 – 1943  50,000    Women’s organizations established  

Post - 1945      Women’s organizations terminated 

1965   1,500  1.4 

1971   1,600  1.8 

1978   4,786  5.9 

1985   7,467  8.9 

1989   8,641  9.9 

1991  9,396  10.7   Women serving CAF peaks from 196 

1994  8,468  11.1 

1999   6,664  10.8 

2007   8,626  13.5     (Davis 2009:438) 

2013   14,411  15.0   Historically Highest Female Enrollment 

2017   14,016  15.1 

2018   14,434  15.3  (Department of National Defence 2018b) 

 

In light of the suppressive circumstances currently present in the CAF, there seems to be 

an opening for optimistic thought with regard to addressing the current culture. Led and 
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orchestrated by Canadian Brigadier General Carignan† (Campbell 2016), this hyper-masculine 

military ethic that once predicated its roots on gender inequality is slowly making progressive 

strides toward gender equality, total inclusivity, and mutual respect for all military persons. 

Political actions have reflected the same focus, as shown by recent movements such 

as Operation Honour, the Sexual Misconduct Response Centre (SMRC), and, in its infancy, the 

Harmful and Inappropriate Sexual Behaviour Tracking and Analysis System, all of which focus 

on eliminating all levels of victimization within the CAF and targeting the equality of all 

genders (Department of National Defence 2018).Thus, a slow but increasing trend of transition 

toward inclusivity exists in the CAF with the implementation of policy that targets 

inappropriate behaviour (Pinch 2006). 

Therefore, after illuminating the hegemonic masculine military culture and its negative 

effects on women and women’s experiences, I investigate the existence of women and the roles 

they occupy in the CAF. I use social constructionism as a framework to better understand 

women’s performance of their gendered identity as an adaptive tool to military culture. Although 

I critically engage the existing literature on military culture, I hope to shed light on the 

adaptive strategies women use to effectively function within the CAF. Through the integration of 

Goffman’s theory of dramaturgy and the use of Bandura’s social learning theory (SLT), I suggest 

that women’s identities reflect the circumstances they face. Women learn the acceptable nuances 

of the CAF’s masculinized culture and attempt to express their identities to meet the culturally 

defined standards; external to the masculine culture or in a civilian society, women adjust and 

strategize their position in order to navigate their social situation (Goffman 1976). 

                                                        
† Brigadier-General (BGen) Jennie Carignan is the first woman in history to be promoted to such 
a rank from a combat role. BGen Carignan was promoted in June 2016 and is now the Chief of 
Staff of Army Operations in Canada. Since 2016, Carignan was promoted to Major-General 
(MGen) on August 15, 2019 and on the 26th November 2019 she became the new commander of 
the NATO Mission in Iraq (NATO Mission Iraq 2019).    
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3.2 Literature Review    

3.2.1 Hegemonic Masculinity  

The military has historically been an institution that associates masculinity with male 

gender norms and strives to produce the “ideal” soldier (Silva 2008). Hegemonic masculinity and 

heteronormative beliefs create concepts of maleness wherein men are expected to display 

physical strength, control, and aggression in conflict situations. The heterosexual male warrior is 

the ideal standard in the military, representing a “real” fighter and performing acts of 

heroism (Taber 2009). According to Judith Youngman, to truly understand the military culture at 

the end of the 20th century, one needs to understand the warrior ethic that encourages 

such behaviour (Youngman 2000). A warrior ethic (i.e., hyper-masculine) mentality culminates in 

a warrior ethos – a conceptualization that is inculcated through the discipline of knowing right 

from wrong (Youngman 2000; Pressfield 2011). This warrior ethos contributes 

to the development of an attitude within the military that encourages the marginalization of 

female soldiers and the preservation of hyper-masculine dominant behaviour.  

Gender hegemony is argued to operate through the subordination of femininity and other 

masculinities to hegemonic masculinity (Connell 1995). Hegemonic masculinity is seen as the 

“configuration of gender practice which embodies the currently accepted answer to the problem 

of the legitimacy of patriarchy, which guarantees (or is taken to guarantee) the dominant position 

of men and the subordination of women” (Connell 1995:77).  The CAF maintains a military 

masculinized culture that promotes “hardness of physical and emotional toughness, stoicism, self-

reliance, and aggressiveness (Cooper, Caddick, Godier, Cooper, and Fossey 2016:4). 

3.2.2 Femininity in the Military Institution  
In a military environment, the dominant male population has served to empower male 

cultural norms that attempt to exclude women to maintain the current gender order (King 2016). 

According to Emmanuel Reynaud, writing on the social construction of masculinity, women are 
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philosophically irrational and fragile, and they are historically not considered or viewed as being 

capable of coping with male standards, nor are they “supposed to know how to think 

logically” (Reynaud 2004:143).  

Traditional cultural understandings of femininity focus on aspects of caring, connection, 

and compromise (Silva 2008), considering women (feminine roles) as sexually fragile and 

displaying behaviours of compliance and nurturance (Messerschmidt 2010; Sellers, Cochran, and 

Branch 2005). Thus, femininity within the military is viewed as subordinate to the construct of 

men (Schippers 2007). Although some women have successfully assumed traditional male roles 

(e.g. combat soldier, and high-ranking officer positions i.e. Brigadier General), women are 

characterized differently than men (Taber 2011). For example, Janis Karpinski, an American 

military general in charge of the Abu Ghraib military prison, was on her appointment described 

by the St. Petersburg Times as a “caring” woman who “loves” her soldiers like her 

children (Sjoberg 2007:87). After the revelations about the abuses at the Abu Ghraib prison, Gen 

Karpinski was reported in other news articles as “react[ing] to the “scandal” like a woman, stating 

that she was “whining, making excuses and complaining that it’s not her fault” (Sjoberg 

2007:88). Flora Sandes, a military nurse, found herself in a similar situation. She was promoted to 

the position of a combat soldier, feeling that “commandants swung from treating her as a soldier 

to patronizing her as a woman” (Bourke 2000:307). When she was wounded in battle, Sandes was 

at risk of being sent to the hospital for sick nurses rather than being admitted into a military 

hospital; in the end, Sandes was treated in a military hospital as a “wounded sergeant” as a result 

of the support of a few of her male colleagues (Bourke 2000). Nevertheless, as women maintain 

“masculine” positions in the military, complexities between women’s masculinity and 

femininity ensue regardless of their professional standing and occupation (Taber 2011). 

According to Victoria Culvert, a 2014 graduate of Indiana University’s Higher Education 

and Student Affairs program, some women feel the need to disguise their true identity by wearing 
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a hypothetical mask that hides their true self and helps them navigate their way around and 

integrate the expected military warrior identity (Culver 2013:28). Moreover, women who 

experience such inclusion are ascribed “hono[u]rary men,” adopting the status of a man and are 

no longer viewed in a sexual way (King 2015). Nevertheless, attaining the status of both a “sister” 

and “one of the boys” is to endorse the hyper-masculine ethos that pervades the military (King 

2015). 

3.2.3 Female Participation in the Military  
Although the CAF now accommodates women’s participation alongside men in combat, 

the process of integration has been slow (Wente 2013). Even when looking at this issue on a 

global scale, the timeline of women’s occupying combatant roles has only gained momentum in 

the past 30 years: in 1985, Norway became the first North Atlantic Treaty Organization country 

to allow women to serve in all combat functions including submarine service (Pinch 

2006:34), followed by Denmark (1988), Canada (1989), Germany (2001), New Zealand (2001), 

Australia (2011), and the United States (2013) (Campbell 2016; Mulrine 2013). 

Ultimately, the military adopts a culture that promotes hegemonic masculinity, as well as 

both sexism and inequality, while also restricting developments in creating a climate that 

encourages acceptance and change toward all-inclusiveness. The promotion of sexism among a 

male-dominated military population insists on a resistance to the acceptance of gender 

diversity (Tait 2014). The slow implementation of policy relating to the integration of women and 

the creation of a more equitable working environment (i.e., Operation Honour and the SMRC) 

further reflects a masculine-dominant culture whose membership is extremely reluctant to accept 

the idea that women can occupy traditionally male-governed combatant roles (Campbell 

2016; Reiffenstein 2007). Women who serve in combat roles thus find “themselves in an 

environment in which the dominant culture encourages their non-acceptance” (Pinch 2006:46). 

 The military operates and strategically maintains a culture that is based on the image of a warrior 

and operates on the premise that “the ideal military image is that of the physically strong, 
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emotionally tough, masculine war hero … typified by [what is considered] ‘The American 

Enlisted Man,’ classified as the dominant ‘ideal type’” (Pinch 2006:34). 

All soldiers who enroll in the military are required to acclimate to the rigid standards 

required by the institution. Women have historically been faced with and surpassed barriers 

ranging from restricted, capped enrollment  to the limited occupation of male-dominated roles  

(Reiffenstein 2007).Thus, women have continuously faced challenges in career advancement as 

well as in gaining cultural acceptance within the military. Unfortunately, the glass ceiling that 

impedes women’s upward movement still exists in the CAF and restricts many women from 

advancement.  

3.2.4 Theoretical Analysis    
An individual’s identity can be argued to be a flexible and malleable resource (Howard 

2000). The premise of this argument is founded in the adaptability of people’s identity before, 

during, and after military service, as they transition from a civilian role to a military role and then 

back to a civilian role. Women have been found to have the most difficulty operating in a 

masculinized environment (Tait 2014; Chamberlin 2012; Davis 2013), as well as transitioning 

back into civilian life (Thompson, Maclean, Van, Sudorn, Sweet, Poirier, and Pedlar 2011; 

Mulrine 2013). Given that the experiences at each stage of military service (before, during, and 

after) can affect the execution of one’s identity, I argue that women learn the socially acceptable 

standards of behaviour within the military and performatively express their identity in a manner 

that allows better assimilation into the masculinized military culture.  

As women navigate the military, they are consistently being socialized by and learning 

from those with whom they serve (both women and men). As previously noted, women’s 

integration into military culture is largely dependent on their ability to adopt a masculine persona 

(identity) and distance themselves from all feminine traits. Thus, women engage in a process of 

social learning, initially proposed by Bandura (1971) as SLT. The learning process can begin as 

early as women’s first exposure to military life, as they observe the behaviours around 
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them; behaviour is rationalized, interpreted, processed, and, finally, inductively reproduced on the 

basis of their desires and motivations (Bandura 1971).Motivations are often driven by the desire 

to conform to the masculinized culture (Culver 2013), being viewed as an honorary man, a sister, 

or one of the boys (King 2015).However, not all female personnel maintain such 

motives. The malleability of a person’s identity suggests that identity is not a fixed resource but 

one that changes not only as a result of historical experience, institution, or social circumstance 

but also because of the innate motivation to belong in a dominant masculine culture that rejects 

feminine characteristics.  

Women cognitively process the cultural interactions and cultural systems of meaning 

within the military that “contain their own inner logic” (Silva 2008:939). One can argue that the 

change enacted after their observations and interpretations of behaviour is performatively based 

(Goffman 1976). Identity is intrinsically political, negating the idea that individuals contain a pre-

linguistic inner core where gender acts are performed and that “the gendered body … has no 

ontological status apart from various acts which constitute its reality” (Goffman 1976:136). 

Moreover, gender is in no way considered a stable entity; rather, it is a learned set of movements, 

gestures, and enactments over a course of time that constitutes an illusion of a gendered self, 

performed for a social audience that is well schooled in its idiom (Goffman 1976). 

Thus, when distancing themselves from feminine traits and adopting a masculinized persona in 

order to assimilate, women can be said to be socially and cognitively learning the accepted 

masculinized cultural behaviours and norms that occur in a military environment, performing a 

gendered identity that they believe is necessary.  

Military culture maintains a set of standards and expectations that recruits must conform 

to if they are to attain the expected warrior identity (Culver 2013:28). SLT addresses how recruits 

learn the cultural meanings and behaviours within the military and in doing so attempt to replicate 

them, but it does not account for a recruit’s resistance or inability to conform. During the 
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encoding and imitation phase of SLT, a woman’s gendered identity is redefined by the masculine-

dominant culture surrounding her; if she fails to conform, it can be argued that she experiences a 

loss of identity as a result of the state of limbo between previously held and desired identities.  

3.3 Discussion  

The military has been historically and symbolically linked to models of hegemonic 

masculinity, allowing little space for women (Pawelczyk and Michiewicz 2014). Thus, the 

integration of women into the military has been problematic. Given that gender is considered a 

socially constructed (Deutsch 2007; West and Zimmerman 1987) or a Omni-relevant social 

category (Lazar 2005), certain constituents, dictate how men and women must manage 

their behaviour according to what is viewed as masculine and feminine.  

Masculinity and femininity are not innate and not explicitly taught (Taber 2011); 

members of the CAF learn to navigate masculinity and femininity through everyday learning at 

work and how they interact in a military environment. However, during this navigation period, 

female soldiers are confronted with discriminatory barriers that prevent them from being fully 

accepted and acclimated into the male-dominated military culture (Tait 2014). This concept 

focuses on Pinch’s claim surrounding in-groups – or the representation of a subculture – in the 

military that promote stereotypical behaviours that have not been traditionally accepting. In-

groups are governed by social and cultural views that justify their actions and discriminate against 

those who do not conform to their liking (Pinch 2006:3).    

A woman’s succession into the military masculine culture depends on her ability to 

physically appear, communicate, and behave as a man. Such masculine mannerisms are evident in 

female soldiers’ cutting their hair short, wearing no makeup, and wearing unfeminine civilian 

clothing (Bourke 2000; King 2016). Thus, the “more her femininity is masked, the more she 

reduces her disturbance to male social cohesion” (King 2016:127). Female soldiers who 

challenge the status quo of the upheld masculinized culture experience serious consequences to 

their career progression. Glass ceiling effects are evident in women’s difficulty in advancing to 
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different units, ranks, and specialties; new policies, such as the pink seat policy (or pink list), 

have attempted to address this discriminatory phenomenon, creating a required quota of positions 

held by women. Both women and men view this policy as unfair, and many women who are 

faced with making the decision to accept a pink seat refuse to accept, stating that “they [have] not 

earned [it in] the same way as [their] peers” (Reiffenstein 2007:8). 

It has been found that a cadet’s identity begins to shift once he or she enters the 

military (Soeters, Winslow, and Weibull 2006; Wright 2016), and female personnel’s full 

adoption of a new identity has proved difficult, given that they are challenging socio-cultural 

boundaries (Demers 2013; Herbert 1998). Women face a continuous identity struggle: if they are 

too feminine, they are considered incompetent and weak; if they are too masculine, they are 

labelled a “dyke” for being strong and independent (Winslow and Dunn 2002). Moreover, one 

may argue that those women who cannot perform the appropriate gendered identity experience 

ostracization, hazing, and other bullying behaviours that occur on both a socially interpersonal 

and an institutional level (Hunter 2007; Gagnon, Weinstein and White 1997). 

As women endure social and institutional levels of victimization, policies enacted have 

not succeeded in bettering their experiences in the military. The policy known as the Body Mass 

Index (BMI) was found to be discriminative and lead to the wrongful dismissals of women. This 

policy has recently been replaced by the Fitness for Operational Requirements of Canadian 

Armed Forces Employment (FORCE) evaluation (Gagnon, Spivock, Reilly, Paige, 

and Stockbrugger 2015). Similarly, the pink seat, as it is known, used to fill quotas for female 

positions to the Canadian Forces Command and Staff Course (CF CSC) has frustrated many 

officers given that it negates the actual earning of one’s position. According to Major 

Anne Reiffenstein (2007), women are “unwilling to go to the CF CSC in a pink seat as it would 

undermine their credibility and have refused it when offered” (Reiffenstein 2007:7). Recognizing 

the trends and patterns that reflect an unhealthy working environment, the implementation 
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of Operation Honour and the changes to the fitness assessment (FORCE) are initiatives governed 

and portrayed by leadership as signifying positive changes and as reflecting attitudes that support 

gender neutrality (Gagnon, Spivock, Reilly, Paige, and Stockbrugger 2015:450). 

Many scholars have asserted that the key component in reducing the subordination and 

victimization of women in the CAF is cultural change. As put forward by Gen Jonathan 

Vance, Operation Honour is designed to address the required cultural change by means of a top-

down approach (Vinken 2017) that relies on CAF leadership to demonstrate the desired 

ethical behaviour and further promote it to their subordinates (Deschamps 2015; English 2016). 

However, in reviewing past policies that attempted cultural change (e.g., those pertaining to 

homosexuality in the CAF), scholars have found that the top-down approach does not soon lead 

to a change in the informal culture (Vinken 2017; Poulin and Gouliquer 2012). Moreover, for the 

cultural change to take effect, it must first be endorsed by the larger group. Within the military 

culture of the CAF, such change becomes problematic given that “the CAF has a reputation as an 

effective military force; thus, this is a deterrent from changing the culture, especially because this 

[cultural] adjustment is towards an acceptance of the feminine, which is currently equated with 

weakness.” (Vinken 2017:39). 

3.4  Conclusion  
In this theory-oriented article, a social constructionist perspective is presented to better 

understand how women exist within a masculinized military culture. Historically, the space 

women occupied in the military has been considered problematic (Pawelczyk and Michiewicz 

2014); however, recent ventures toward equality in the CAF have led to policy that embodies the 

inclusivity and equal treatment of women. Although such policies and movements address the 

evidence-based forms of victimization such as sexual and physical assault, hazing, or 

stereotyping, time will see whether the new policy has an impact on behaviour permeating a 

culture that has rejected healthy integration for decades. Nevertheless, when there is an absence 

of proof that discriminatory behavior exists and victimization is premised on one’s perspective of 
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restricted career advancement or social strivings, then policies such as Operation Honour have 

limited power.  
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Chapter 4 

Context and Methodology 

“If one wanted to understand the lives of women in the CAF, speak to the women themselves” 
(Tait 2019)  

4.1 How to Measure Systemic Issues Regarding Gender Inequality within a 

Militaristic Institution. 

 
As shown in Chapter 2, a masculine culture dominates the military and has an impact on 

how equally and how successfully women are able to integrate into the CAF. In this chapter, I 

consider how to further explore and measure that impact. In particular, I consider how to measure 

the extent and the individual effect of gender inequality within a militaristic institution. To 

determine my methodological approach, I explore several different studies of gender and the 

military and their explanatory framework in order to better understand how the institution 

imposes both cultural and institutional barriers to equality that hinder integration. I then look at 

previous studies that measure gender inequality within a militaristic space to assess which 

methodological approaches reveal reliable and valid results. It is this combination of previous 

studies, their explanatory frameworks, and the methods they used to indicate and measure gender 

discrimination that forms the methodology used here. The chapter is divided as follows: 1) 

Methodological Approach; 2) Data Collection Rationale and Technique; 3) Participant 

Recruitment; 4) Interview Structure; 5) Transcription/Coding Process; 6) Bias; 7) Researcher 

Insider versus Outsider Positioning; and 8) Security of Data Collected and Storage. 
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4.2 Methodological Approach 
I favour “Erving Goffman’s (1959) concept of dramaturgy (a theory of social 

constructionism), useful to help explain what women in the military make of gender-based 

barriers there. Dramaturgy refers to the acts of placing one’s self within a space and strategizing 

there for the purpose of acceptance. Below, I highlight how women place themselves and create 

strategies to navigate the particular space of the Canadian military. Understanding that gender 

inequality exists in the military is one thing but measuring the individual impact and coping 

strategies women adopt is another. Some previous studies that I found that speak to such, 

although different in perspective, contain important insight into the culture and experiences of 

harassment, sexual assault, and other inappropriate behaviour that women endure while serving in 

the military (Herbert 1998; Gouliquer 2011; Ushko 2014; and Davis 2013). This qualitative, 

interview-based study expands on those and engages the voices of the participants to build on the 

literature of critical analysis of women in the military.  

Melissa Herbert (1998) conducted a mixed-methods approach consisting of surveys, 

interviews, and statistical testing to examine how the experiences of women in the United States 

military have been mediated by gender and sexuality. She felt that the combination of the two 

methods provided both a statistical relationship as well as “substance” to the data collected (143). 

She interviewed fourteen women and sent out five hundred surveys with a response rate of 57% 

(285). Due to Herbert’s sample size, she was able to conduct several statistical tests analyzing the 

relationships among multiple variables and the results suggest that women who navigate male-

dominated spaces are constantly being pressured to prove their heterosexuality. Furthermore, her 

examination of the sexualized dynamics of military culture indicates that women must comply 

with the expectations imposed by the masculine ideology that underpins that culture, or risk being 

punished.  

 Another study, conducted in Canada by Lynne Gouliquer (2011), took a multi-method 

approach, applying both quantitative and qualitative approaches to exploring women’s soldiering 
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experiences and the gendered composition of the Canadian military. More specifically, she 

focused on female soldiers’ everyday life experiences as she wanted to determine if male and 

female soldiers had similar career successes. Gouliquer’s sample size of 2991 respondents 

allowed for both a statistical regression analysis, examining the relationship of multiple variables, 

and 39 qualitative interviews. The main quantitative findings in Gouliquer’s study reveal that 

female soldiers earn less than male soldiers. Her qualitative findings give insight into the 

experiences of military women and highlight influential factors that help to explain the 

quantitative findings. Most notably, the qualitative data suggest that military culture has, and 

continues to possess, discriminating elements that restrict integration, upward mobility and a 

perceived notion that the CAF lacks mechanisms for reporting inappropriate behaviour and the 

resources that support childcare and familial assistance. Some of the participants in this study 

declared that, due to the lack of familial support, they were forced to choose between the military 

careers they would prefer to continue and caring for their children full-time.  

 A second Canadian study, conducted by Major A. Ushko (2014), explored the idea that 

gender bias affects the likelihood of a Canadian military member receiving a merit-based honour 

or award. This study was solely quantitative with a huge sample size consisting of secondary 

statistical data being analyzed, revealing that women are statistically underrepresented for certain 

military awards.  

 Also relevant is a study by Karen Davis (2013), a prominent military researcher who used 

secondary statistical data to examine the strategies used by Canadian military leadership to 

negotiate gender integration between 1989 and 1999. Davis argues that those strategies cannot be 

understood without considering leadership resistance to the participation of women in combat 

before 1989. This study reveals that the military, as an institution, is very resistant to change and, 

unless legally mandated, is equally slow to implement change that promotes inclusivity and 

gender equality.  
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While the results of the aforementioned studies all indicate a quantitative component 

dealing with large statistical sample sizes, none of them deal with the richness and depth that 

qualitative research can bring. And although these studies have been used to support other 

academic research, many do not explore the internal intricacies of military culture and the 

specifics of behaviour that contribute toward inequality within the Canadian military. While 

women have contributed to the well-being of the Canadian military for well over a century, their 

experiences have not been thoroughly documented (von Hlatky 2019).  

There is only one study that I could find, conducted by Hannah Hale (2012), which 

employs a more qualitative approach. Hale’s study explores the outcome of militarization and the 

social construction of military masculinities in the British Armed Forces by conducting 71 

interviews (53 males and 18 female) and six focus groups. Notably, the majority of participants in 

the study were male and were interviewed by a female researcher who knew nothing about the 

military, which begs the question of whether the responses of the participants were genuine and 

in-depth. Could the study have produced different results had the interviewer been a male with 

experience in the military culture?  

With my research focusing on female members of the Canadian military, it was important 

to consider both participant bias and the positioning of the researcher in relation to the 

participants. As a man who had served in the military, I recognized that I was the embodiment of 

the dominant culture the participants had experienced in the CAF and that could be a barrier to 

them sharing their full stories. Also, taking into consideration the limitations of Hale’s study, and 

understanding the sensitive nature of the questions I planned to ask, I had to consider the risk of 

triggering the participants by asking them to recall past events that may involve harassment and 

sexual violence. I felt that the participants did not want to discuss their military experiences with 

a male researcher, especially with one who has previous military experience. Furthermore, I 

thought that being confronted by a male interviewer may have trigger an unwanted emotional 
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response from those who are potentially suffering with anxiety or from post-traumatic stress 

disorder. Therefore, I decided to ask all the participants in advance, prior to commencing any 

research, if they preferred a female or male interviewer. All of the participants expressed a 

preference for a female interviewer, so I asked Katherine Baggaley, a female researcher who had 

experience conducting military-based research, was familiar with qualitative interviewing 

techniques, was a good communicator, and was empathetic and compassionate toward others, to 

be my research assistant. Baggaley is a graduate of the University of Ontario Institute of 

Technology (UOIT) now known as Ontario Tech University), and while she has no experience in 

the military, she did explore military culture during her graduate studies. She also has experience 

as a therapist, helping people deal with various mental health issues, and as such is confident and 

comfortable discussing sensitive topics.  

I understand that there are both advantages and disadvantages to having someone other 

than the principle researcher conduct the interviews, especially semi-structured interviews. The 

main advantage in this study is that the participants were more likely to share sensitive 

information with a female interviewer, which would allow for a more comprehensive exploration 

of the experiences of women in the CAF as told in their own voices, and give me more robust 

results to interpret. One disadvantage is that I am not a woman and although I may try to 

empathize with my participant’s circumstances, not having lived as a woman, it is not the same as 

having lived through these events. The major disadvantage is that I would not be able to direct the 

flow of the interview based on what each participant was saying, to decide for myself which 

responses to dig more deeply into, and as a result I would lose a degree of control over the 

interviews. In this case, however, with Baggaley’s experience and the preference of all the 

participants for a female interviewer, I decided that the advantages outweighed the disadvantages, 

and that, in fact, arranging for a female interviewer was the more ethical approach.  
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In order to mitigate the disadvantages as much as possible, I gave Baggaley clear 

instructions on how to proceed, and after she had conducted the first few interviews I listened to 

them to assess how well she interacted with the participants, what was being asked, how she 

presented the questions, and how the participants responded. I determined that she was 

professional, unbiased, transparent, courteous, and asked good follow-up questions during the 

interviews. The participants opened up to her form of questioning and she was able to elicit 

positive, in-depth descriptive data. Following the interviews, the participants responded very 

favorably to being interviewed by a woman and thanked her for having conducted the interview.     

 As previously stated, the interviews were semi-structured. They consisted of both closed 

and open-ended questions, and were conducted either in person, by telephone, via Skype, or 

through email. In total, Baggaley conducted 55 interviews: 13 in person, 32 by telephone, nine 

via Skype, and one over email. The purpose of interviewing participants was not only to produce 

a record of their experiences in their own words but also to gather insight into those experiences 

and measure the extent and effect of gender discrimination faced by women in the military.   

I used two different approaches to analyze the data and to describe the lived experiences 

of the participants within this study. The first examined how participants described their personal 

and social strategies to integrate into the military (Starks and Brown 2007). The second involved 

asking questions designed to explore past experiences and their role in shaping a participant’s 

identity while serving in the military (Alvi and Zaidi 2017). Creswell (2013) asserts that the 

researcher is the “key instrument” in their research (45). As the key instrument of this proposed 

research, I transcribed, thematically coded, and analyzed all interviews. To save time and make 

this process more efficient, I used specialized software by ATLAS.ti that not only allowed me to 

store and easily access the data but helped me to organize my thoughts, discover connections 

between data points that I might never have recognized on my own, and to substantiate my 

findings with evidence. I also created a charting process that helped with the coding and analysis 
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of the data. This process enabled better insight into the qualitative data, shaping the meaning of 

what was said during the interviews.  

The combination of the two approaches and the use of specialized software allowed me to 

triangulate the data collected and to generate key themes for analysis of the lived experiences of 

military women, and to generate what Creswell (2013) describes as, “[a] final written report or 

presentation [that] includes the voices of participants, the reflexivity of the researcher, a complex 

description and interpretation of the problem, and its contribution to the literature or a call for 

change” (44). Another outcome of the research relates to the potential benefits of speaking about 

past experiences, especially difficult ones. Pennebaker and Seagal (1999) posit that “when people 

put their emotional upheavals into words, their physical and mental health improves markedly” 

(1244), and, indeed, in addition to eliciting a deeper insight into their experiences as military 

women in the CAF, some of the participants did report that sharing their stories facilitated 

healing.      

4.3 Data Collection Rationale and Technique 

 In order to see the world, “we must break with our familiar acceptance of it” (Merleau-

Ponty 1968:14). Hence, the overall purpose of this qualitative research is to explore the 

unfamiliar in the hope of offering useful insight into the lives of women who serve or have served 

in the CAF. In addition, exploring recent progressive measures in the Canadian military, such as 

Operation Honour, creates an opportunity to gain a more thorough understanding of how the 

military, as an institution, deals with the existing culture surrounding gendered issues within its 

ranks, and how successful these measures may be. Ultimately, this research will contribute to the 

general sociological literature relating to the impact of hegemonic masculinity and gendered 

practices within dominantly male workplaces, such as the Canadian military. 

  To better comprehend the lives women lead while integrating into military culture, I rely 

on a social constructionist approach. Creswell (2013) and Chamaz (2006) concur that a social 

constructionist perspective is grounded in an interpretive approach to qualitative study, therefore 
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this study employs an explorative qualitative methodology based on in-depth interviews to 

provide an opportunity “for eliciting rich description, valuing participants’ perspectives, and 

designing a process that is emergent and inductive, from data collection through analysis” 

(Iverson et al. 2016:156). In using this approach, I seek “to [better] understand the meaning 

people have constructed about their experiences” (Merriam 2002:4), to understand women’s 

experiences in the military and, to better understand the actions they take based on those 

experiences (Creswell 2013). This combined approach allows for the flexibility to explore both 

the individuals themselves and the cultural environment in which they navigate.  

 According to Driscoll and McFarland (1989), “women’s experiences must be constantly 

responded to and incorporated into the ongoing research process” (187). Therefore, “involving in-

depth contact between the researcher and the people being [explored]” allows for the theorizing 

as to why military women are marginalized, as well as examining how women deal with the 

masculine culture present in the Canadian military (ibid:187). The only way to truly understand 

how military women feel and how they deal with their experiences of marginalization, 

harassment, sexual assault, and other forms of inappropriate behaviour, is by listening to what 

they have to say.  

It is for this reason that qualitative research is the preferred method of investigation over 

other types of research methods such as a strictly statistical quantitative analysis. Qualitative 

methods such as interviewing can give life to the experiences military women have endured and 

allow for a more thorough understanding of the phenomena being researched here, while 

quantitative analysis can too easily be removed from everyday lived experiences to highlight only 

statistical relationships. Herbert (1998) claims “it is one thing to say that, for example, a 

particular number of [military] women felt [something]…it is quite another to be able to say what 

the penalties were and how [military] women avoided them” (143). Therefore, I chose to do a 

primarily qualitative study with the initial goal of interviewing 40 participants. Due to the 
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overwhelming response, I was able to surpass that goal and interview 55 participants, which is 

considered a healthy participant pool to explore for qualitative research. Any statistical 

information gathered within this study, however, will be used descriptively rather than for 

statistical interpretation, as the threshold for participant numbers is significantly higher for a 

quantitative analysis.    

4.4 Participant Recruitment  
 Prior to participant recruitment, the General Research Ethics Board at Queen’s University 

provided ethical clearance to research military women who had served at least one year in either 

the Regular Force or the Reserve component of the Canadian military and who were no longer 

serving in the Army (Land), Royal Canadian Airforce (Air), or the Royal Canadian Navy (Sea) 

(See Appendix H Canadian Military Rank Structure). Had I wanted to research personnel who 

were currently serving, there would have been an additional application process and I would have 

been required to seek other clearances. I approached recruitment with both anticipation and 

skepticism as I was not sure exactly how many women would consider participating in a study 

being conducted by a male researcher that explores the experiences of women who served in the 

Canadian military. I launched the recruitment process by speaking to a friend, Brock Millman, 

who has since passed away but had served in the military and was a Professor at Western 

University. He was a very special person who advocated for wellness and veteran support and 

belonged to a private Facebook wellness group titled 31 CBG Veterans Well-Being Network. I 

discussed briefly with him what the study was about and when I asked if I could post my 

recruitment flyer to the group, he stated “if your research is to promote wellness and address 

those who feel vulnerable, then absolutely, I will post it within the group.”  

Once the flyer (See Appendix C) was posted to the Facebook group and word got out that 

I was recruiting participants for a study that explores the idea that women face barriers while 

serving in the Canadian military, I experienced a rapid response rate. Within three weeks I had 

recruited more participants than expected, with many of the potential participants contacting me 
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either through email or through personal messaging on Facebook stating that they had an interest 

in participating in the study.  

 The procedure used to recruit participants relied on a snowball sampling technique in that 

it “identifies cases of interest from people who know people who know cases [that] are 

information-rich” (Creswell 2013:158). In other words, I reached out to a small group of people 

online and “used them to establish contacts with others” (Bryman, Teevan, and Bell 2009:198), 

which resulted in 105 respondents, 55 of whom completed and submitted the necessary 

paperwork to participate in the study. The participants in this dissertation include both non-

commissioned members (NCM), ranked from Private to Chief Warrant Officer, and Military 

Officers, ranked from Second Lieutenant to General (See Appendix H). According to Gill and 

Febbraro (2013), “NCM’s are the operators and technicians, [who are skilled personnel who 

provide operational and support services in the CAF, whereas officers hold positions of authority] 

and are leaders and managers” (280) (Government of Canada 2020).  

 There are several reasons that justify selecting only women for this study, most notably the 

fact that only a limited amount of research currently exists that focuses on gender, inequality, and 

the experiences of women who serve in the military. As a researcher, I wanted to know more 

about the particular experiences of women serving in the Canadian military by exploring how 

they dealt with barriers to equality. I also wanted to create a platform so that their voices could be 

heard, because there is a definite lack of opportunity for women to safely share their experiences 

of serving in an institution with a toxic culture that prevents integration by cultivating a sexist 

environment that is not welcoming of women.  

 While recruiting participants for this study, I was overwhelmed by the number of women 

who wanted to participate. Many of the respondents heard about the study through 31 CBG 

Veterans Well-Being Network and stated that this was an important study and they wanted their 

voices heard. Others heard through word of mouth from those who read the recruitment poster on 
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the social media site. I replied to everyone who contacted me to express interest in participating, 

either by email or telephone, to thoroughly explain the particulars of the study. All participants 

were required to sign and return an information sheet and letter of consent in order to participate 

in the study. Only 55 of the 105 respondents did so. I reached out again to those who had not 

submitted paperwork requesting their signed documentation, and even though some had stated 

they would forward the documentation, none was received. At that point, I instructed Baggaley to 

contact each of the 55 respondents who had submitted paperwork to arrange for the in-depth 

interviews. The interviews were scheduled and later conducted according to the participant’s 

preference. All 55 interviews were completed.    

4.5 Interview Structure  
 Baggaley conducted semi-structured interviews consisting of both closed and broad, open-

ended questions that I created to elicit the following information from the participants: family 

history (i.e., previous family military experience, years of service, completed education, rank, 

marital status, age, occupation sought and which branch of the military — land, water, or air — 

they served in); did they perceive any acts of discrimination; did they experience or witness any 

acts of dysfunctional behaviour or harassment toward themselves or any other women while 

serving; and, if so, how they dealt with such situations. Each of the questions asked during the 

interview process served to gain descriptive and vivid narrative insights into the lived experiences 

of the military women who participated in this study (Creswell 2013). Baggaley used probing 

questions to dive deeper into their initial responses and to better understand how, if they had 

reported acts of harassment, such situations were dealt with, and whether, during their service, the 

participants felt accepted or felt they had a future in the CAF. Furthermore, these probing 

questions allowed for more insight into how that participant navigated within that space, as well 

as for descriptive scenarios of any social exclusion or segregation they might have experienced.  

In addition to asking questions, Baggaley also took notes during the interviews in order to 

collect information that described the participant, her appearance, and how she maneuvered 
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around the questions being asked. Specifically, Baggaley recorded details relating to mannerisms 

and personal gestures the participant displayed while answering, giving insight into how she felt 

about the content of the questions. If participants did not understand a particular question, or felt 

too uncomfortable to answer, the question was reworded in an attempt to make it clearer and to 

make the participant feel comfortable enough to answer. If they still felt too uncomfortable to 

answer, Baggaley simply moved on to the next question. All the participants stated that the 

questions asked during the interview were appropriate and that they enjoyed participating in the 

study, and they hoped that their information will help create awareness.   

All the interviews were recorded using two audio recording devices. In the event one 

recorder failed, the second would record and save the completed interview. Once the interview 

had been completed, the participant was informed that the process and time to assess the 

information collected would take place over the next four to six months. If the participant thought 

of any information after the interview that they wanted to add, it was suggested that they contact 

me so that we could discuss it. No participants contacted me after the interviews were completed.  

4.6 Transcription/Coding Process  
 When it was time to assess the data collected during the interviews, I set aside some time in 

my office so that I could replay the recording of each interview in full while taking any necessary 

notes if needed before transcribing word for word into a Microsoft Word document. This process 

of listening to and then transcribing all 55 interviews allowed me to immerse myself in the data, 

getting an overall better understanding of the experiences from the participants’ perspectives. To 

ease my efforts following the transcription process, I utilized specific qualitative computer 

software to help with the analysis process. 

 I uploaded the transcriptions of each interview into ATLAS.ti and started to search line 

by line for shared fragments, or major points of interest among them in order to categorize them 

for open coding. I then subdivided the data into categories consisting of the primary group of 

significant findings, followed by secondary and tertiary columns (Creswell 2013:86). During this 
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stage, detailed patterns started to become more apparent and were highlighted under their own 

specific category in each transcript. The objective was to analyze and identify similarities and to 

note anomalies that stood out, and then take the trends and patterns from the fieldwork and 

compare them to the research questions and, finally, with the existing literature.   

 Once that analysis and comparison was complete, I had encountered 1,355 quotations and 

created 313 unique codes, so I began the process of sorting the codes to identify which ones were 

most prominent. I counted the number of times each code appeared, both within a single 

interview and then across all the interviews, to determine saturation levels. Furthermore, the 

codes used in this analysis were heavily saturated in the data; pertain to similar phenomenon; and 

shared a relationship with other codes that were placed under higher order categories (Strauss 

1987; Ryan and Bernard, 2003).  

The relationship and similarities shared between the codes allowed for a reduction of the 

data into three higher categories: recruit/basic training, during service, and exiting the military. In 

this study, codes that encompassed toxic behaviour within the masculine culture, women’s 

leadership and how female leaders were perceived, and integration (which encompassed feelings 

of being unwelcomed and not belonging”, were collapsed into the theme “Toxic Masculine 

Culture and its Impact on Women’s Inclusion in the Military.” Furthermore, similar themes that 

occurred following recruitment and basic training such as forms of harassment and discriminatory 

practices and how members dealt with this type of behaviour were defined under the higher-order 

category of “Fears of Reporting Inappropriate Behaviour.” Being trained and molded to reflect 

the ideal masculinized soldier and later transferred to a permanent posting, and the experiences 

endured were all represented under the higher order category of “Military Career Precariousness.” 

Under this category, I am exploring the experiences surrounding job satisfaction and any feelings 

of not ever having a future. 
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The final stage examined in the interviews elicits insight into the experiences of 

preparing to leave the military. I explore whether the information provided is adequately relayed 

so that members can feel comfortable leaving the military. The goal is to better understand if 

these women were properly prepared to transition back into a civilian role. This category is 

highlighted under the higher-order category of “The Difficulties Experienced When Exiting the 

Military” and finally, I examine “Social (In)justices,” exploring a culture that delved into purging 

practices and targeted women and men who were gay and forcing them to exit the military.    

In total, there are five prominent, thematic categories that emerged from data collected 

within this research. These data explore participants’ life courses from the time they enroll in the 

military, during their career, and when they exit the military. These categories consist of (1) 

Toxic Masculine Culture and its Impact on Women’s Inclusion in the Military, (2) Fears of 

Reporting Inappropriate Behaviour, (3) Military Career Precariousness, (4) The Difficulties 

Experienced When Exiting the Military, and (5) Social (In)justices.     

4.7 Bias 

 Although it is difficult to fully eliminate bias, as the researcher in this study I have a 

responsibility to disclose any bias and choose a method of research that follows processes of 

verification that would limit possible personal bias and promote validity and reliability (Morse, 

Barrett, Mayan, Olson, and Spiers 2002). As this study looks at the experience of women in the 

CAF, my personal experience in military service, as well as being male, could be construed as 

manifesting a certain influence, or bias in the research findings. Therefore, it is very important 

that the reader is able to understand how I positioned myself within the research in order to 

mitigate any potential bias (Creswell 2013).   

 According to Moustakas (1994) and Findlay (2014), when a position of neutrality or 

“epoche” is used, where “no specific position whatsoever is taken [,] every quality has equal 

value.” Therefore, in this research, I attempted to maintain a neutral stance by avoiding any 

expectations or assumptions, thus any bias or prejudice I may have would be immaterial. In 
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addition, I followed Spinelli’s (2005) rule of description, which is a process of describing rather 

than explaining the information being stated, and the rule of horizontalization, which encourages 

placing an equal emphasis and value on each experience being shared, rather than categorizing 

the narratives in a hierarchal format or level of significance.   

4.8 Security of Data Collected and Storage 
 All hard copy information, recording devices, and transcriptions were kept in a secure and 

locked drawer in a desk located in my home office. All digital data collected, including actual 

names of participants and the pseudonyms given to each participant were stored on a passcode 

protected and encrypted portable hard drive which was backed up on a universal serial bus (USB) 

key. This USB key was kept locked in a cabinet located in my home office. In order to protect the 

identities of all participants and to preserve anonymity, pseudonyms were chosen, i.e., P1, P2, 

P3... in lieu of the real names of the participants. There is no participant identifying information 

in this dissertation, including rank, and element (Army, Navy, Air Force) for some participants 

due to risk of their identification. 

4.9 Methodological Limitations 
 Social desirability is a methodological issue where participants may give or have a 

tendency to respond with socially desirable or more acceptable responses instead of delivering 

responses that reflect their true feelings and perspectives (Cerri, Testa, Rizzi, and Frey 2019). 

Since women have to mask their true identities and thoughts while serving in order to be accepted 

and avoid unnecessary attention; this practice may follow when approached to discuss cultural 

integration or questions surrounding issues being propagated within the media. Future research 

considerations may explore conducting a comparable analysis between those who are currently 

serving and those who are no longer serving to test whether social desirability is in fact occurring. 

In addition, one might compare men to women and explore whether some men’s experiences are 

similar to those of the women. The next chapter navigates through the findings, creating a 

platform to present participants’ dialog, examining and assessing broadly based questions and 
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further seeking insight into the lived experiences of women who once served. The discussion 

illuminates the effects of oppressive masculinized behaviour upon a vulnerable population which 

was never welcomed to begin with and how those women were able to mediate their experience.  
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Chapter 5 

Research Findings with Discussion 

“If you’re gonna do this, you need to be prepared... it’s gonna be rough!” (P43) 

General Findings ‡ 

The results of the fieldwork are presented in this chapter and, in general, support what 

has been argued by others in terms of women and the military (Hajizadeh, Mohammad, Alice 

Aiken, and Chelsea Cox 2019, Deschamps 2015, Ushko 2014, Davis 2013, Carrier-Saborin 2012, 

Gouliquer 2011). This research demonstrates that the Canadian military still possesses a 

masculinized dominant culture that seriously hampers women’s inclusion. Moreover, while extant 

scholarship has examined the growing presence of women in the Canadian military, only a 

handful of studies include the marginalized voices and oppressive experiences that substantiate 

and shed light on harassment and discriminatory practices toward women. This research 

cautiously explores the lived experiences and social realities of a group of 55 women who once 

served in the Canadian military and creates a space that illuminates and tries to make sense of the 

(typically inaudible) voices of these women.    

The fieldwork consisted of 55 semi-structured, in-depth interviews that included 

descriptive and exploratory open-ended research questions. The interviews were comprised of 

three core thematic sections, each containing nine questions that focused on the “what and how 

rather than the why social processes are enacted in everyday life” (Gubrium, Holstein, Marvasti, 

and McKinney, 2012:101). The first section contained questions regarding enrollment and why 

the participant joined the military. The second section contained questions that explored the 

participant’s life and her experiences while she served. The final section delved into the 

                                                        
‡ Not all participants rank, environment are included due to a risk of identifying the participant. 
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participant’s experiences in exiting the CAF. All questions or themes in the interview guide 

aligned with the research objectives of the dissertation and were written in a manner to unearth 

rich, qualitative experience and insight. From these in-depth interviews, five response categories: 

1) Toxic Masculine Culture and its Impact on Women’s Inclusion in the Military, 2) Fears of 

Reporting Inappropriate Behaviour, 3) Military Career Precariousness, 4) Difficulties 

Experienced when Exiting the Military, and 5) Social Injustices.  

  Each of these response categories reflects socio-cultural barriers to equality and 

contribute to women’s poor integration into the dominant culture, the manifestation of frustration, 

and the internalization of anxiety. (See Appendix F for an illustration of findings in each 

category.) Overall, the results of this study suggest that the CAF possesses a toxic masculine 

culture that is viewed by women who navigate within it as misogynistic and unwelcoming — a 

culture that promotes harassment and discrimination — and that directly impacts female inclusion 

in the military. As one of the participants summed it up: “there’s a lot of blatant sexism” in the 

military (P27). 

This study was designed to allow a safe space for the participants to voice their 

experiences. Their answers were rich, descriptive, and provide important insight into the social 

justice issues these women faced while serving. As a result, this study provides the sentiment of 

the need for socio-cultural change in order to reflect societal diversity, inclusivity, and gender 

equality and/or equity within a militarized environment. In the following categories I follow 

Spinelli’s (2005) rule of description, which incorporates a process of describing rather than 

explaining the information. 

5.1 Category 1: Toxic Masculine Culture and its Impact on Women’s Inclusion in 

the Military 

Only in the last thirty years have all occupational roles within the CAF opened up for 

women to occupy and, in that time, the military has been slow in accepting women within these 
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roles. Of the participants in this study, only five were enrolled in combat positions. Two of those 

five entered the military following the ruling by the Canadian Human Rights Tribunal in 1989, 

one of whom was a corporal who had served in the army for 3 years during the time that the 

policy to allow women into combat arms was being implemented. She states that she did “not 

comprehend nor have an appreciation for what that ruling truly meant” (P27). Few women 

entered combat positions immediately after the military lifted gender restrictions on combat 

enrollment due to some concern and skepticism as to how women could adapt to the traditionally 

masculine role. For example, this participant claims that the men who were in positions of 

authority, really did not know how to approach dealing with women, nor did they truly accept 

them in a combat position: 

I think a lot of people were uncertain, so there were certain calculated responses to 
making sure that I was not put in a position where I would have, um, social power, I 
guess is the best way to say it. So I witnessed a lot of things that I was physically 
excluded from and I think that is because people were worried that I would complain and 
that, I would be listened to (P27).  

 
Another participant had already served 5 years in a support trade, and once women were able to 

enter into combat positions, she completed her paperwork and once approved, successfully re-

mustered into her new trade. She was one of the very few women that successfully made it 

through combat training. Here she recalls her training, the combat culture and misogynistic 

treatment she experienced there. She recalls the screaming voices in her head telling her: “That [I] 

could not do it, and [I] was not meant to be in combat (P47).” 

She adds, 
 
Of course, there was harassment, abuse and sexual misconduct, I mean there was a whole 
range… you know from shaving cream to eggs in my boots, my patches being ripped off 
my uniform, being intentionally locked in my room to experiencing rape (P47).  
 

Eventually she completed her training and was transferred to her regimental unit, but when she 

arrived, the culture there was completely resistant to accepting her as one of their own. They were 

unforgiving and dismissive with regard to everything she attempted to do. She exited the military 
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after nearly serving 20 years. Another participant joined almost a decade after the original ruling 

of the Canadian Human Rights Tribunal and served 21 years in the army, exiting at the rank of 

sergeant, and recalls that her experiences within the combat trades was difficult and required her 

to adapt and submit to discriminatory behaviour from her superiors in order to be accepted: 

It was a culture shock. I didn’t join to prove anything - they just said that women could 
do combat arms, so I just assumed it was something I would be capable of doing. I had a 
sergeant that basically groomed me, took me down and shaved my head and called me a 
little boy when he came back into the classroom. I experienced quite a bit of 
discrimination and in the end he ended up breaking me, which I’m, yeah.  It is what it is, 
and I soldiered on and learned to adapt, but yeah, it was rough. After that experience, I 
was pretty much treated equally from my peers, but it was always the superiors that were 
not too keen on the women. Because if a woman can do it, what does that do for the male 
ego, right? So, I was always, I always minimized, any of my accomplishments were 
always minimized. So, I wouldn’t step on anyone else’s toes, so I would always work the 
hardest, but I would come up with excuses as to why I would succeed. So that does a lot 
to your self-esteem and the way that the women were viewed, so yeah, males were your 
buddies, but...you have to listen to them every time (P39). 
   
Listening to these women and their experiences clearly highlights that women had to 

learn to adapt through negotiating their position and strategizing their movements in order to be 

accepted into the toxic cultural environment. The women in this study all had to adopt a 

masculine militaristic identity in order to stay. They also recognized the fact that as long as they 

were considered the minority and men were in control and in positions of power, they were going 

to be marginalized as they attempted to progress through the ranks. As an example, the following 

participant was an army captain serving 18 years in the combat trades enrolling just prior to the 

new Millennium (1999), and here recalls what she felt and she and other women managed to 

learn her occupational trade at a battle school that was not ready to accept them:  

I was excited, we got sent to Gagetown, New Brunswick, for battle school, and that’s 
when the segregation and the treatment began to change. It wasn’t good, but... it’s weird, because 
you don’t really... you sense something isn’t right, but you don’t really know what it is. And then 
you think it’s you, right? Yeah, you don’t really know what’s going on, you just figure you have 
to change your own behaviours...to be more masculine, to kind of fit in. I was more quiet. I was 
learning, just trying to take it all in, it’s a different language, it’s a different culture, it’s a different 
everything.  …They always knew women as clerks, they knew women but they weren’t... 
gunners. They weren’t beside you shooting’ down airplanes. That’s what I did, that is what I was 
trained to do. So... that’s when it started, and it started very...it was very subtle, with the little 
things, like instead of saying: “Guys come over here, we are going do a training run,” they would 
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say: “Guys, come over here, oh, I mean, and the women...you guys can come as well.” Why, why 
would you say that, and when we asked our master bombardier… why are you pointing us out? 
… Cause that’s what they were being fed. This is what I found out later as I progressed. That 
that’s what the instructors were being told, we need to include the women, we need to be 
sensitive, so they were doing it in a sarcastic, kind of demeaning way. But at that time, we were 
like, ‘that was weird’, we didn’t really know. But from the beginning of battle school, we were all 
the same coming from basic training. We were close. We had each other’s back. By the time, 
three months later, battle school was over, the guys had changed. That’s right, they were now 
treating us like the instructors were treating us, because they saw us being degraded for months 
and months and months, they figured that’s how they needed to be, this is the military, this is the 
culture. And we were like, ‘I guess we just take that? Like, what do we do with that. We don’t 
even know. But you’re, it was more... like, you were my friend for the last six months, why are 
you now treating me like that, you don’t even know. Like it’s... you don’t know, and you’re still 
young, you just don’t know. You’re like, ‘This is just really weird’ (P53). 

 
Policies promoting cultural changes and inclusivity, such as Operation Honour, are 

meant to improve working conditions and opportunities for women. Nearly a quarter of the 

participants in this study were serving when Operation Honour was implemented. These 

participants experienced resistance to changes proposed under this policy, and many continued to 

struggle to be seen as equal to and able to work effectively beside men. Many of the participants 

(over a third) believed the cultural working environment of the CAF was misogynistic and 

unforgiving, and required a burden of proof where women needed to substantiate their existence 

through their performance.  

If a woman was not able to achieve the task at hand, then it was often assumed by male 

colleagues and superiors that the burden of proof was on the women and if not satisfied, women 

in general were not meant to be there. This was a common sentiment among many of the 

participants, where men were perceived to be dismissive of women and discriminatory in 

assessing their efforts. So, women could not rely on their male colleagues and superiors for 

support. After serving 33 years in the navy and retiring as a senior officer, a participant states that 

she learned to be self-sufficient and not to be dependent on men: 

I learned at stuff and you learned to deal with your own issues, like you didn’t ask men to 
help you, you sorta had to sort out your own self without being a burden and I guess 
that’s something I sort of learned, is not to be a burden, is to be self-sufficient (P1). 
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She lived through several policy changes such as the implementation of Charter of Rights and 

Freedoms and the decisions that led to the lifting of restrictions on combat positions. The Charter 

of Rights and Freedoms was implemented in 1982 to protect people, and section 15(1), labelled 

as ‘equality rights’ and added in 1985, states that: 

Every individual is equal before and under the law and has the right to the equal 
protection and equal benefit of the law without discrimination and, in particular, without 
discrimination based on race, national or ethnic origin, colour, religion, sex, age or 
mental or physical disability (The Government of Canada (2020e).  
 

And yet, this participant described her experiences as challenging and stating that discrimination 

was prevalent throughout her 33-year career. She felt that women were not taken seriously and 

were overshadowed by sexist misogynistic attitudes:    

I felt that there was always this glass ceiling, in that, sometimes, the men would get 
promoted before you, or if you did achieve something, then it was probably because you 
slept your way into the job. So, there’s always that subtle reality; that in order to get the 
job, you must’ve been screwing around to do that, that you didn’t get it on your own right 
(P1). 

 

Nearly 40% of the participants who participated in this study were enrolled prior to the 

Charter of Rights and Freedoms, with many experiencing several forms of harassment including 

sexual, verbal, and physical abuse. Even though the Charter of Rights and Freedoms came into 

effect, women continued to endure harassing behaviour well after its implementation. Therefore, 

members who prevented the equitable inclusion of women, and forced them to assimilate to a 

dominant and discriminatory culture instead, were breaking the law. This participant enrolled just 

prior to the implementation of the Charter of Rights and Freedoms and served 35 years in the Air 

Force. She states that when she entered into the military, the environment she worked in was 

quite different than what it would be today. She states that at times her work environment was 

uncomfortable and demeaning: 

I mean obviously the playboy calendars everywhere and porn magazines everywhere, but 
that was just part of the environment that you were working in... the counters I worked at 
were really graphic with pornographic images with glass over top. So, you’re like trying 
not to look down, and... yeah, that was...that environment back then” (P3).  
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Another participant who served 35 years in the Navy and dealt there with processes of mediation 

and was responsible for handling several types of grievances stated that:  

If a woman did not want to have …pictures of naked women all around her or in her 
workspace, she would have to grieve it. She would have to say that she did not feel that 
she was in a harassment-free workplace, in that these men she worked with all had naked 
pictures around her... and she would have to try to convince her bosses that she has a 
legitimate case. In some cases, she would lose her grievance, and was told to put up and 
shut up (P37). 
 
According to some of the respondents in this research, there is a mentality that continues 

to exist within military culture that perceives women as not having the ability to work equally 

with men. And although women have worked with men for generations in other work 

environments, in the military they continue to be marginalized and witness men being recognized 

and promoted before women, forcing some to question as to why is it that “so many men wind up 

in leadership roles when they probably shouldn’t be?” (P10).  

Participant 43 who served from 2001 – 2013 recalls that during her employment, her 

experiences with military culture was quite difficult to deal with. She claims that the environment 

was misogynistic and promoted inappropriate attitudes that made it difficult for her to feel 

included. For example, when writing tests, she claims that “the... male culture... basically thought, 

if I did well on an exam, I must be sleeping with the instructor because, there was no way that I 

was smarter than the men” (P43). She remembers another time when she was touched by a 

supervisor, claiming that he “had...total control over my career at that point in time, and that 

inappropriate behaviour just continued on from there.”  Another participant served 39 years from 

1972 to 2012, retiring as a Chief Petty Officer in the Navy. She experienced and witnessed many 

different changes with regard to policy and how women attempted to assimilate into military 

culture. She enrolled shortly after the Royal Commission on the Status of Women  and continued 

to serve during the enactment of the Canadian Human Rights Act, she participated in the 

Servicewomen in Non-Traditional Environments and Roles (Swinter) project, as well as in the 
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Combat Related Employment of Women (CREW) trials. She remembers what it was like when 

she first enrolled and was posted to her first military base: 

When I joined...I still remember, I had this sergeant that I worked with and we had these 
tops and they were kind of, they had like three little buttons in the back and you couldn’t 
tuck them in but when you worked with filing cabinets and you had to lift 
something...guess what happens? There goes your top, right? So, depending on how you 
were positioned they could see the bottom of your bra. I remember a couple of us had 
went out and bought these little white t-shirts and then tucked the t-shirt in our skirt and 
then put the blouse over the t-shirt. We were then told that we were not issued these t-
shirts, so we were not allowed to wear them anymore. So, then you would constantly be 
preoccupied with adjusting your clothing (P10).   

 
Not only was this female soldier ordered to wear revealing clothing that made her uncomfortable, 

she constantly had to adjust it to avoid unwanted attention from on looking men. The same 

participant was subject to discrimination at the drinking establishments on base. In the early 

1970s these places were run and managed by men; women were not allowed to enter unless given 

special permission. The participant recalls when she was asked to visit the mess bar on a Friday 

after work:  

There was a big sign on the door for happy hours on Fridays: ‘No women allowed’. But 
we just assumed...we paid mess dues like all the men, so we assumed that this sign did 
not include us. We assumed that the message on the sign was meant for their wives, 
girlfriends or whatever... so we walked in, and shortly after doing so we were essentially 
thrown out and told we couldn’t stay” (P10).  
 
Of the participant pool almost a quarter of those who were serving in the military in the 

1970s experienced similar discrimination. Another participant who served in the Navy as a Chief 

Petty Officer 2nd Class who served prior to and throughout the 1970s, recalls how she felt about 

military culture and how women were being inappropriately treated during that time. She talks 

about how, when she first joined the military, superiors faced with accommodating women for the 

first time “didn’t know what to do with us” (P26). Later, once this participant completed her 

training and was posted to a military base, she began to experience inappropriate behaviour and 

harassment, which were condoned. She too recalls an experience in a drinking mess where she 

was not allowed to enter even though she had paid her mess dues and had a right to be there:  
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I was good at my trade and I knew my job. I could just pull a book off the shelf like that 
and turn it to a page, I knew my regulations... [but when it came to the mess] I was not 
welcomed at all. They did not want me in the mess. That was a male dominated place. 
They did not want me there and they made sure I knew it (P41). 

 
During the early 1970s these places were breeding grounds for inappropriate behaviour 

toward women and some of the participants say that the behaviour in these establishments has not 

changed over the last 50 years. This participant served in the Army and enrolled in 1994, 

following the decision to allow women into combat positions, and speaks to the culture toward 

drinking alcohol and the treatment of women serving in the military. She served for 8 years and 

stated that,  

Alcohol was a large part of the culture and during my first three years, there was just, 
yeah, a lot of it was alcohol based... and the culture was very, I would say aggressive, … 
Being degraded verbally was considered normal routine and part of the training... (P20). 

 
This participant served 35 years exiting just prior to the Deschamps report. She describes her 

experiences of abuse in the drinking mess as a young ranking officer: 

…these are guys that I have known my whole career, they would pick me up by my feet 
and hold me upside down for upwards of thirty minutes when I would come into the bar 
on a Friday night. If I walked into the mess in the evening, I was treated like some kind 
of pet, and I would walk in and they would grab my ankles and hold me upside down, 
pour beer down my pant legs, porn was always on the television in the mess. It was not 
a... it was a pretty abusive environment to be in as a junior woman. Yeah, it was pretty 
abusive. And it was, I would say in the first four to six years of my career I had to live 
with that kind of abuse (P37). 

 
This participant who served in the combat trades describes the hazing practices she witnessed and 

was excluded from: 

It became very clear to me that in with regard to initiation, when I returned to my home 
regiment after basic training there was a number of hazing events back at the Regiment 
and I was allowed to watch them, but I was physically excluded from all of them. Yea I 
think that was you know looking back, I think that had a lot to do with um, definite 
worries about how I would react to that environment (P27). 
 

Another participant recalls how the environment she navigated within was not conducive to 

inclusion. She claims that because the culture was so misogynistic and sexist that there were 

times where she did not feel safe. She states: 
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I did feel verbally abused. You know, being called a piece of shit or something like that, 
when you can’t, or couldn’t physically keep up with the men you’re training with…. 
They would say stuff like, if you do that again I will hit you, I will smack you with the 
butt end of my rifle. And then I think too with... where there was so much drinking, there 
was a lot of times where I didn’t feel safe, being around drunk men. Like, there’d be 
jokes made, y’know crude jokes about women and I’d feel that I had to laugh and make 
an effort to not look offended (P20).  

 
This woman who served 31 years and left the Air Force as a Warrant Officer sums up how 

women in the military exposed to discriminatory and threatening behvaiour had to “adapt and 

[learn] to overcome” (P12). These statements are affirmations of what Madam Deschamps and 

the Earnscliff Strategy Group revealed in their reports: that the Canadian military has historically 

possessed a sexist culture that contributes to the manifestation of all kinds of inappropriate 

behaviour towards women serving and undermines inclusion. 

5.1.1 Feelings of Being Unwelcome as Women; Failure to Progress 
Three quarters of the respondents in this study felt that the work environments they had 

to navigate were not welcoming toward women nor were they inclusive. Many participants 

(almost half) stated they needed to work harder to be recognized and, oftentimes, their efforts 

were never recognized. As one participant put it simply, “men were appreciated more” (P10). 

Participants experienced a glass ceiling effect while navigating within a culture that resisted 

women’s inclusion. Almost all of them spoke of how their career development was not allowed to 

progress, while a small number (5%) felt that they were rejected because of their gender and 

passed over for someone who was male and who never truly deserved their promotion.  

After serving 18 years, in the Air Force and leaving as a Warrant Officer, this participant 

recalls how angry she would get when the men she served with would use demeaning comments 

and language when they addressed her:   

The military has a long way to go to actually making it welcoming. I cannot count how 
many times I would get called ‘dear’…. “I have a name, I have a rank, I am not your 
fucking dear! You would never call one of your male coworkers that, do not call me 
that.” There is a lot of terms that I do not think people realize just how condescending it 
feels to constantly be called that (P6). 
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Prior to 1989, women mainly occupied logistical support roles. This participant who 

served 30 years and left the military as a naval lieutenant recalls: “women were just not welcome, 

because it was a man’s world for men, women could be nurses, and women could be clerks, and 

that was all women were good for” (P50). While this participant who served almost 40 years in 

the military was constantly reminded by the men she worked with that, “women did not belong in 

this man’s army” (P10). Another recalls her experience on the graduating parade square during a 

change of cap badge ceremony: 

I was in an infantry regiment on graduation parade [where] they change the cap badge 
you wear from being untrained private to wearing your regimental cap badge. If you are 
going into combat arms [in] this particular regiment, there is also like a colour that is 
added to that cap badge. And so, all the guys that were going to be in the infantry were 
putting on their new cap badges at graduation and putting this red colour on the back of 
their cap badge. I am like, “yea I am doing the same thing, I am in combat arms, I am in 
an infantry regiment, I am going to be an infanteer, so I will do the same thing.” I was 
watching before the graduation parade and a warrant officer from the Regiment walked 
up to me and took my beret off my head and took the cap badge and said, “no way! You 
are not doing this; I will not allow this!” He just walked up to me and basically took that 
off my head and he threw my beret in the dirt and took this cap badge and said basically 
“over my dead body!” 
 

This woman soldier eventually left the infantry and remustered into another combat trade. 

Once women were granted entrance into front-line combat positions after 1989, they 

were confronted with heavy criticism by male colleagues and superiors as to whether they could 

satisfy the requirements of being a combat soldier. The notion that women could not occupy 

combat positions and function effectively was put to rest following several international 

deployments such as Kuwait/Iraq, Bosnia, and Afghanistan. And although women were able to 

function effectively and not disrupt operational effectiveness, the attitudes at that time were still 

resistant in considering women equal and effective in combat roles. The following participant was 

a Master Corporal in the Air Force and argues that the only reason women were being able to 

enroll into combat positions and other occupational roles was to satisfy requirements and quotas: 

“I don’t think there was a welcoming climate in the military. I think that we were there for... to 

keep the numbers, and I think the women felt that, too” (P24). 
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Another says how women were: 

Thought of as an oddity and some of the women that had been around for a while 
expected you to conform to the masculine social culture: Social culture y’know…we 
were in some case maybe an oddity…but you weren’t welcomed (P1). 

 
And yet another participant who served during the mid to late 1990s recalls that male leadership 

would typically state as a way of undermining the promotion of women that, “’We have to have 

this many candidates, we have a quota.’ And [we were] always reminded that we were the quota” 

(P46). Another participant recalls how the Commanding Officer introduced her to the male 

leadership in her naval posting following basic training: “Oh come and see, I’ve got a girl, you 

know” (P1). Yet another participant, who served as a senior officer, remembers being invited to a 

formal military dinner, and when the Commanding Officer went to address the crowd this was her 

experience: “We were at a formal dinner, and the commandant addresses everybody at the dinner, 

and he stood up and he says: “You know, guests and gentlemen, and goddamn you too, [name of 

participant]” (P2).  

Women have been serving in the Canadian military for generations, and it was not that 

long ago that the military was required to promote inclusivity and accommodate women   This 

would include creating spaces specifically for women such as bathrooms and washing facilities as 

well as suitable housing. Almost a fifth of the women in this study described military bases that 

were not equipped to handle females. For example, this participant served as a corporal in the 

Army and describes a particular experience that occurred in the early 1990s when she was posted 

to a military facility for a course where there were only three women enrolled:  

They found us housing which was situated on the other side of the base from everybody 
else on the course, and we were still expected to meet the same timings as everyone else. 
It is not like we had a car (laughing)! We would be expected to be front and center at 
5:30 in the morning, but we had like a half hour walk ahead of us to … just … get to the 
line for inspection. I remember another time when I was on my gunnery course or even 
when I was on my driver’s course, the people in charge of accommodation placed the 
women on the course in this isolated area of the base well away from everyone else. Two 
of the women ended up taking a medical leaving me to sleeping a lot in this tent by 
myself, basically in this isolated area of the base sleeping alone in a tent. It didn't take 
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very long for people to figure out that I was there and that I was alone. I remember 
waking up one night and had to fend off a physical attack (P27).  

 

This experience was not only stressful and traumatizing but, raises the question as to how many 

other women have gone through a similar experience? Also, it raises the question as to how 

leadership approaches accommodation in terms of how women are treated in military training and 

education: 

I was the only female in my class, and there was a civilian who was teaching one of the 
classes, and every time I had a question about something that I didn’t understand, he 
would berate me and say this is why women shouldn’t be in the military, they should be 
at home in the kitchen, pregnant, and this went on for quite a while (P21). 
 
The women in this study were also aware that the unwelcoming behaviour extended to 

their progress through the ranking structure of the military. Within these ranks, men are 

predominately viewed as the natural candidates for senior leadership positions. This type of 

masculine dominance can be daunting for women and impacts how women can see themselves in 

senior leadership positions. This participant served as a senior officer and states that there is a 

difference between male and female officers and how they lead and how such qualities can 

impact women’s inclusion in senior ranks:  

I guess men are more task-orientated, it’s a matter of the team, a good bosses know how 
to create a team and they value your opinion and it’s all about getting the mission done 
and moving toward the mission, I think sometimes women get involved, sometimes lose 
track a bit of the mission. [They are] not as focused on the outcome and they take things 
more personally; men don’t take things personally. Women take things personally, and 
that can sometimes be a detriment for women. They’ve got to watch that… but that’s also 
an advantage, having that personal aspect too, understanding people. And not thinking 
them as cogs in the wheels (P1). 
 

There is a common sentiment among the participants of this study that although the culture is 

unwelcoming and caters to a dominant group’s interests different from their own, there are 

moments when women feel included and do well. A participant who served many years in a 

combat role stated that, “when I had good leaders, I... did really well” (P39). This participant 

recalls that her initial experience with good leadership had a very positive impact on her 

movement through the ranks. As a Warrant Officer in the Army, another participant who served 



 

71 

 

30 years, was enrolled just prior to the decision to open combat positions to women and exited the 

military well after the implementation of OPH, provided her experience of good leadership in the 

military. 

The best supervisor I ever … had was when I initially joined the military. …There were 
times when he would need you to work late... and you would need to remember that he 
would … would let you go early at certain times…. And he rewarded you, and he stuck 
up for you. He did not let... senior ranks abuse you; he did not let people come in and talk 
down to you and demean you. If someone... didn’t understand the way I was explaining 
something to them, he’d say, “Okay, I am going to sit here while you explain it to them.” 
and then he would say, “So what don’t you understand?” And if they were just generally 
being... rude about it, he would take care of that, not obviously in front of me, but I 
always knew that he... was supporting me as a supervisor, and... I mean honestly, that 
was like, 1988 to 1992. He was like, if you made a mistake and you owned that mistake 
with him, he would [say], “you made a mistake, you owned it.” It was done, and you 
moved on. He was [a] work hard, play hard, kind of guy who rewarded you... and stuck 
up for you, and… was that kind of supervisor that was very good (P22). 

 
Another aspect of inclusion of women in the military involves expected social roles of women: 

There is a difference, men are definitely more firm. A little less understanding, you 
know? One of the last men that I reported to - I was a very young woman [and] a young 
mother - … did not understand why sometimes I, I would call in sick because my kids 
were sick. … When I came back from my second maternity leave, …my youngest was 11 
months old and my oldest was not even three, [and] they were getting sick every month 
and... he did not understand. He did not. (P28). 

 
Having compassion and understanding, and being empathetic toward others, makes a big 

difference when trying to integrate into military culture, especially if you are serving and trying to 

raise young children. This participant was a Sergeant in the Army serving 23 years from the mid-

1970s up until the late 1990s. She felt that the difference between the engendered types of 

leadership is obvious with advantages to both: 

I found the male leadership to be more black and white, which meant you also knew, for 
sure, that what you were doing was right or wrong. Because there was no in-between. 
Whereas with the female leadership, there was a humanist side to things. So, if you really 
did not like what was going on, you knew you would be heard (P29). 

 
Another participant, who spent 30 years in the military between the mid 1970s and 2005, states 

that what generation you were raised in is also a factor in how you were socialized, which leads 

to discriminatory engendered leadership styles: 
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Men’s leadership style, because men are better socialized to be... manly. And women, 
particularly in the ‘70s and ‘80s, and in the early ‘90s, weren’t... oftentimes even viewed 
as equal....  I found, that women ended up having to put up with more crap than men did. 
A man could come down hard on a subordinate; “enough of this, we are not going to 
tolerate that.” And it was, “Yes, Sir,” because you are laying down the law. But if a 
woman goes to lay down the law, she was a bitch: “Oh, she has got PMS” ... Yeah. There 
was definitely a double standard, and so women had to be very careful about what they 
said and how they said it so [that] it was not taken the wrong way. And... men, did not 
have to be so careful, and women were not sexually suggestive or aggressive so much, 
but men were (P50). 
 

While another participant pointed to how gender socialization allows men to aspire more readily 
than women to do grand things when entering into the military, whereas women consider rising 
through the ranks with more uncertainty: 
 

I knew it was going to take me longer than a man to get to where I wanted to go, and the 
women that I know and knew who have all been in the military for some time, all had 
smaller goals. The men will join and say, I want to be a chief, but that wasn’t my goal, 
because I didn’t see any female chiefs. I remember being a private and thinking, ‘jeez, I 
want to be a sergeant one day,’ and then once I was a sergeant, I began to think maybe it 
is possible. I then started thinking of warrant officer, and going, “that is what I want do 
one day!” I remember, I went to work at the recruit school, and there was a Master 
Warrant Officer (MWO) there, a Van Doo, who was 39 years old, in those days he was 
the youngest MWO I ever saw. I remember thinking to myself, “I want to be a MWO 
before I am 39 years old.” I did make it actually, and then, I thought I wanted to be a 
chief (P10).  
 

 Nearly half of the participants (45%) stated that they were inspired by other women as 

they progressed through the ranks. They felt that older women (over forty years old) in leadership 

roles were motherly, supportive, humanistic, empathetic, and nurturing in contrast to male 

leaders. Of the participants in this study, some believe that female leaders who have been 

groomed by other female leaders are more efficient and understand fairness. The following 

participant recalls an experience that speaks to fairness and understanding or being able to see the 

bigger picture. She stated that approaching a situation with some thought rather than just 

traditionally screaming and yelling can actually be more beneficial, that there is a time and place 

for a tactful approach: “I don’t have to stand on a desk and holler, you get a better response and 

[from] more people by dealing with them one-on-one. I don’t have to embarrass somebody in 

front of the whole office in order to get what I want” (P41). It was stated on numerous occasions 

(by over one third of the participants) that there were not enough female leaders in positions of 
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authority. There is a perception among some of the participants that men view women as a threat 

and as someone who challenges them. A few claimed that male leaders are less understanding 

when being challenged by women because they fear their level of masculinity and position of 

dominance will be compromised.    

Over one third of the women who participated in this study felt that dealing with the 

bureaucracy and the masculine ethos in the CAF was oftentimes difficult and problematic due to 

the fact that they had to deal with men who were not responsive nor truly considerate of the 

severity of any given complaint. Once policy was put into place to develop a gender inclusive 

culture within the CAF, in some ways made things worse. For example, this participant, who has 

recently served 21 years, recalls an experience that illustrates how one such policy designed to 

deter sexual harassment is creating a culture of fear. She served 6 years as a captain in the Army, 

during the inception of OPH, and feels that the policy designed to eradicate inappropriate 

behaviour is negatively impacting how people socialize and interact with each other: 

What I have noticed about Op Honour, is that a lot of male people in the military are now 
afraid to be alone in a room with another female colleague... or to say something that is 
going be perceived wrong to a female colleague….  Something that you would normally 
tell one of your subordinates, to either go do this or go do that, or stop doing this or you 
need to do this better; ...people are very reticent to go about doing that (P15). 
 
Another participant, who served 19 years and left the Air Force as a warrant officer 

experienced Operation Honour, stating that people became fearful of what is said and how it is 

being said and may be taken out of context, and negative attention turned towards women: 

[Operation Honour] is a policy that is just supposed to be about respect. And yet, people 
saw it as a... “Oh you got to be careful because you’re going tell on me, that you are 
insulted now. You know, that your feelings got hurt.” Yeah, you know, it was not relayed 
correctly. And... nor was the right message comprehended the way it should have been 
(P6). 

 
This participant, an army sergeant, who spent 21 years in combat arms and was recently released, 

describes her frustration with the implementation of the new policy, again as it ends up blaming 

women for their own exploitation:   
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It has been quite the experience to say the least, and I called the Operation Honour 
hotline after that and... it was it was quite a shemozzle, no one has ever followed up... you 
are just left to deal with that stuff all on your own. They are toeing a lot of lines, that they 
are trying to do things, but when it actually comes down to it... they are really not doing 
anything, they are actually making it harder on the people that need help (P39). 

 
Furthermore, women are targeted for what they are wearing: they are told that they cannot wear 

clothing that may “cause” sexual misconduct. She claims that militaristic spaces are being 

policed, which is creating a culture of fear among the different military. Here is an example of 

how this is evolving: 

It’s worse to be a female now in the Army (2019) … I was just on a base and they won’t 
let women wear yoga pants in the Army. That would never happen in the Air Force, like 
they’ve actually put in a policy where you can’t wear tight fitting clothing, so spandex, 
yoga pants, stuff that you’re comfortable working out in, because they’re scared that it’s 
going to cause sexual assault, which is right the hell...absolutely ridiculous. I wore the 
baggiest clothes in the whole world, I tried to do everything not to attract attention... it 
just seems like we’re going ass backwards instead of going forward (P39). 
 
There were also positive comments from the participants and the majority (62%) 

described their “basic training and the social culture [as] good and supportive” (P13). During the 

initial stages of basic training, recruits are indoctrinated into the fundamentals of soldiering, 

consisting of: kit maintenance, working in team environments, drill, inspections, weapon 

handling, and fitness. Participants stated that they were not mistreated during their initial 

introduction to military culture but began experiencing inappropriate behaviour once they were 

transferred to their respective training bases for further training. For example, this participant who 

served as a Sailor First Class (see Appendix L)  and characterized the environment recruits are 

initially exposed to and the behaviour they experienced as being “quite fair... and quite equal...” 

(P11). When asked “What was your experience like at initiation and into basic training for the 

military,” another participant who served as a Corporal in the Air Force responded as follows: 

During basic training everybody was treated the same, like crap. It wasn’t till you started 
doing the specialty courses, the more you start showing your potential and your 
knowledge, the more you start being treated like crap and start being singled out (P9).   
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There are two types of environments that the military introduces to its soldiers: one is 

labeled as garrison and the other is the field (or what some would call “being on exercise”). 

Learning how to navigate either environment requires a set of skills that takes time to learn as 

each presents its own set of parameters that soldiers need to master. For example, garrison living 

can be said to be modern living, much like living at home, where you live within a space with 

modern conveniences like running hot and cold water, washing facilities, and electricity. 

Compared to garrison living, the field is primitive and soldiers live in makeshift communities 

made up of tents, temporary structures, or vehicles. Resources, as well as the movements within 

these spaces, become restricted, and individuals have to learn to adapt. Women have proven that 

they can handle such basic ad even harsh environments just as well as men. Being in the field or 

on exercise can arguably be seen as playgrounds of opportunity where men attempt to exploit and 

take advantage of women. Some of the participants recalled experiences in the field that would 

never happen in garrison. For example, the following participant (P47) recalls an experience as an 

officer in the Army of being tied to a pole in a field and interrogated. Another participant who 

served in the Navy, describes the field as a testing area and states that, “the only time I noticed 

any real difficulties or issues was when I was out in the field with the guys: we had to work twice 

as hard to be just as good” (P11). While this army corporal added that, “you had to be twice as 

good as a guy, you need[ed] to prove you are better than the guys, but you still were viewed as 

not being good enough” (P23). 

Learning to adapt to each of these environments required women to create alliances or 

support groups to help get through daily acts of discrimination. Women learned strategies to 

avoid being targeted with hope that the alliances they created along the way would support them 

in the event they were ever targeted: 

I always minimized any of my accomplishments. So I wouldn’t step on anyone else’s 
toes. So, I would always work the hardest, but I would come up with excuses as to why I 
would succeed. So that does a lot to your self-esteem and the way that women were 
viewed. So yeah, you made friends, with males who became your buddies, but you have 



 

76 

 

to listen to them every time. When a female came in the room, you would have to listen 
to [the men] degrade them. So, you imagine, when I got to the leadership stage, I had to 
stand in front of all of those males who were degrading women constantly, what that does 
to your self-esteem (P39). 
 

Once transferred to a regimental posting, the majority of the participants felt they were not treated 

equally, nor did they feel accepted or welcomed. One of the participants stated that “I had to work 

three times harder than the guys, I knew I had to step my game up” (P31). Some participants felt 

that in order to truly acclimatize to military culture, they had to cater to the men more than trying 

to befriend other females. One participant staid “you got to fit in with the guys more than the 

girls” (P9), while another indicated that “women are tolerated by men because they have to [be]” 

(P7). Yet another participant stated that:   

I’m the only female in my section, we just had an ethics brief the other day and I couldn’t 
even speak, I was so mad. Right, because it’s just... they don’t get it. And I understand, if 
you’re not, if it hasn’t happened to you, you won’t get it, right? But these guys, think it’s 
funny (P21). 
 
Many of the women in this study felt that they were not protected as a minority 

surrounded by men who tend to stick together. They also pointed out how men stepping out from 

the majority is risky and calling others out within the group or going against the common 

consensus brewed fear of reprisal from those within the group. One participant spoke of 

retaliatory actions against those who did not conform or who did not fit in with the dominant 

group. Although policy within the military has changed over the years, banning hazing and 

physical actions that may harm another individual, it still happens. This participant describes a 

process of reprisal called a “blanket party [as] actions against somebody who was not fitting in; 

they just put a blanket over top of them and people would beat the hell out of them, and they 

couldn’t identify who the people were” (29). 

5.1.2 Discrimination and Harassment 
 The vast majority of the participants (95%) in this study experienced different forms of 

cultural harassment and discrimination. Over two thirds of participants experienced work 

environments that were unhealthy and included sexual harassment. A small number stated they 
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experienced voyeurism (two) and four said they were sexually assaulted. Many (36%) 

experienced sexual bodily harm, and a smaller group (22%) experienced verbal sexual 

harassment.  Many of the participants felt that, during their careers, the masculine culture and 

requirement to conform to traditional military ideals gave rise to discrimination and harassment 

leading to anxiety and exclusion. This participant states that discrimination was prevalent 

throughout the 35 years she served, regardless of what policy was in place to deter inappropriate 

behaviour:  

I definitely experienced harassment. There has really been an interesting evolution over 
the years, I guess because early on, it was just sort of “Yeah, all right.” I even adopted the 
philosophy of,” Well, if you can’t handle the heat, get out of the kitchen. I want to do this 
job, so I will just handle the heat.” And you just live with it (P3). 

 
While this participant who served 33 years in the military and exited prior to the Deschamps 

report as an army corporal, states that “there was harassment; I would be lying if I said there was 

not harassment… part of being in the military was that you had to learn how to deal with it 

yourself” (P1). Another participant describes the blatant discrimination she experienced while 

trying to qualify for a double standard on a combat course in the early 1990s in order to progress 

in her career:   

I remember finishing my gunnery course, and one of the things that you had to do in this 
course, is to qualify on the range. This is where you go and you shoot live rounds down 
range, usually ten rounds in different circumstances doing different calculations while 
leadership watches on. Leadership grades you based on your success on hitting targets 
which are like stationary targets that everybody uses. Everyone on the course uses the 
same targets, so it’s pretty standardized. From what I understand, when men shoot their 
ten rounds down range and are successful, they are then considered officially graduated. 
The men then run off to the mess to have a beer, well, I wasn’t allowed to shoot just ten 
rounds, I had to fire groups of ten rounds until everybody who was there was satisfied 
that I could actually pass that course. Even though at that point, I was the top person on 
the course academically. Some guys were like, well that's not fair, how come she got to 
fire like thirty or forty rounds? But I am like, why did I have to sit in the hot seat for 
(laughing) three times or four times the effort than everybody else? That's not fair, right? 
(laughing) (P27). 

 
The statement above resonates with those of many of the participants who felt that men would go 

out of their way to question whether it was possible that women could do the same job or 
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outperform men in the same role. This participant occupied a combat position in an occupation 

dominated by men with very few women and was constantly challenged with the burden of proof 

and was made to question her position on a regular basis. Except, like many, she not only did the 

job required, she surpassed the expectations required and still was treated differently. This kind of 

blatant discrimination was discussed by many of the participants. 

   Another example of blatant discrimination occurred in the case of this participant who 

recalled an experience when she was denied permission to go on an exercise because she was 

female: 

I remember asking my warrant officer: “…Sir, I’d like to go on exercise too.” 
…Everybody was going to Italy and... Germany and... Somalia, and you know, Croatia, 
Bosnia, and I said to him: “I would love to go as well, not just to Trenton or Kingston.” 
And I was told, “On exercise, we need big arms, not little girls like you.” So, that’s 
within four years of me joining. …I tried so hard, throughout my career, I tried to change 
trades and go do something else, maybe a secretary, you know, maybe a dental assistant, 
you name it, I tried. But I could not get out of my trade for my entire career. So, I could 
not get out. But I did try, oh god did I try. But, no, I couldn’t change or re-muster out of 
the trade (P51). 
 
Unfortunately, for a few people in this study, once they were trained in an occupation or 

trade and wanted to leave because of discrimination and harassment they were stuck and could 

not. There are several formal reasons why a person cannot change occupations or re-muster into 

another trade: it may be because there were no vacancies; they may have not had enough time in 

the trade or the support needed to make the change. The stress of having to deal with harassment 

and discrimination on top of keeping up with training was heavy and many felt was made worse 

by a sense that the leadership condoned the discrimination and harassment. The discrimination 

and harassment within some occupations was worse than others, especially in combat arms. Here 

many of the participants experienced threatening behavior. One participant stated that she was 

confronted by another male soldier who exclaimed:  

“Oh yeah, you’re a woman, you’re taking our jobs, no, not taking our jobs, what was 
it…you women wanna do things, but you won’t do things that the men want to do.” And 
[I] exclaimed, “But you will not let us do the things that we want to do, things that we 
can do.” Instead, you are expected to do a job that you may not be physically able to do, 
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but made to feel you are not good enough because you cannot do the job. So, it was this 
double standard, they would not open up, nor would they step up and help… and you had 
to prove yourself all the time. And you had to stand up for your rights, to do what you 
wanted to do (P1). 
 
Women needed to be careful and strategize their movements and actions in an attempt to 

avoid unnecessary criticism and harassment by the men they served with. One example of this is 

noted by a participant who enrolled in the mid 1970s and served as an officer before exiting after 

30 years of service as a naval lieutenant: 

There was definitely a double standard, and so women had to be very careful about what 
they said and how they said it, so it was not taken the wrong way. And... the men, did not 
have to be so careful, and women were not sexually suggestive or aggressive, but men 
were allowed. I mean, I would have to be careful, there were times when I would have to, 
as an officer, I was required to attend mess functions. And it was like, I walked in and I 
was looked upon as a piece of meat! It did not matter, that I had a wedding ring on, it did 
not matter, that I made a point of mentioning that I had a husband two or three times, it 
did not matter! I was meat! I was there to be sexually spoken to, and winked at, and 
patted, it was like, you could not stand up and say: “Hey, get your effing hands off of 
me!” Because, “well, hey, you ladies want to be in the military, you best just grow a thick 
skin and you suck it up!” That was the whole attitude, so you learn to evade and avoid 
(P50). 
 
There were several additional forms of harassment experienced such as physical assault 

(non-sexual) (25%), verbal (considered vulgar non-sexual affecting psychological and emotional 

wellbeing) (69%), stalking (13%), subversive (trickery) (4%), and for those participants who 

were married to spouses who were also serving, a very small minority experienced spousal abuse 

consisting of both mental and physical abuse (2%).  

The work environment these women were exposed in was discriminatory. Although few 

participants reported of men who felt that women in the military were an oddity (2%), over a 

quarter of participants felt that their male colleagues expected them to conform to the masculine 

culture and if they did not, they should not be in the military. The following question was asked 

of one of the participants when confronted by her sergeant: “There are two types of women in the 

military: there are dykes and there are bitches. Which one are you?” She responded, “well, I am 

married, so I guess I am not a dyke.” He says: “well I guess you are a fucking bitch then” (P19). 
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Other examples of overt discrimination and harassment are deeply embedded within the rank 

structure. For instance, this participant recalls that promotions were based on performance and 

attitude except if you were female. She spent over 33 years in the military and remembers that it 

was “extremely tough” trying to move up the occupational ladder because various positions of 

authority were mainly occupied by men who felt that women should not be in the military:    

My boss’s boss, was a misogynist, he hated women. And he always gave me a really 
rough time. I was a captain at the time, and my boss was a major and he would not stand 
up for me (P7). 
 

Although working environments were meant to be equitable, women were made to feel that they 

were better suited in the background occupying logistical positions: 

As a female, I felt that I was less valued than a male colleague. And that was unique for 
me, because a male colleague and I worked together, we shared the same chair in our job 
and … although they did try their best to treat me equally, my male colleague tended to 
get more respect. For example, when asked a question and both of us gave an answer, 
they would still go to him first or listen to him before me. And I think that was strictly 
because he was a guy (P11). 
 
Some felt that the policy written to deter harassment and sexual misconduct within the 

ranks was to appease external social demands to address concerns of culturally inappropriate 

behaviour. Some men did not care nor were they concerned that their behaviour was 

inappropriate. This was the case leading up to the implementation of Operation Honour and the 

release of the Deschamps Report in 2015. This participant was a private in the Army and 

describes an incident of sexual assault she experienced prior to the implementation of this new 

policy:   

I grabbed the phone, I’m standing there, so my... my right arm is against the wall, or I’m 
leaning against it, there’s a little bit of space beside me. Instead of being tapped on my 
left shoulder, where my arm is down by my side, he reaches around underneath my side, 
and taps me on the breast to get me to move (P19). 

 
  This participant also a private in the Army speaks of another troubling experience: 

There have been times where people have followed me home. There’d be some men, that 
would follow me every day when I was out. There was a time, I would come home and 
there would be this man that was sitting on my doorstep, so I would have to go sleep 
somewhere else (P20). 
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Many of the participants spoke of situations where men felt it was perfectly okay to sexually 

assault or stalk women with no fear of any consequences. A fair number of participants recalled 

experiences of stalking (13%). The participants in this study who were sexually assaulted   

claimed that it happens more than people know or report. 

5.2 Category 2: Fears of Reporting Inappropriate Behaviour 

During the interviews, the participants were asked if they ever experienced harassment or 

abuse, and if so, did they ever report any unwanted behaviour. While the majority of women in 

this study experienced some form of harassment (95%), many did not report the incident (69%). 

Nearly one third of participants felt that the mechanisms specifically designed to deal with 

inappropriate behaviour and harassment (29%) were ineffective and inadequately maintained to 

preserve the anonymity of those impacted (16%). Over one quarter of the participants who were 

harassed stated that they knew the perpetrator but did not report them for fear of being identified 

as a whistle-blower and, therefore, risking potential retribution by those within the reporting 

chain of command (27%). The fact that many of the participants in this study knew their 

perpetrators and that they occupied supervisory positions reflects research published regarding 

sexual assaults reported in 2016 (Statistics Canada 2016) (See Figure 1). This army private 

describes her experience during an after-work social where she was assaulted by someone she 

knew: 

People y’know, try to grab your bum and think it’s funny, they were generally... higher in 
rank, I was a private or corporal, they would have been a master corporal or a sergeant, 
and it was usually at a work party (P20). 
 
In many cases, the person who was in a position to deal with any and all inappropriate 

behaviour was, in fact, the person committing the assault (27%). Therefore, almost one third of 

women in this study felt that reporting an incident was problematic and that there would be no 

social justice if they did (31%).  
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Subsequently, some of the participants felt that reporting harassment would jeopardize 

their possibility of career progression and potentially subject them to further targeting by fellow 

colleagues and superiors. This sailor First Class enrolled in the Navy in 1986 and served 15 years 

in the military. She indicated that not reporting an incident is engrained from the time a person 

enters into the military. This is what she had to say with regards to reporting inappropriate 

behaviour: 

That is something that permeates with you from when you first start out in Cornwallis. 
Um, you are not told directly not to report, but everything is implied or it is insinuated. 
Nothing is actually said per se, but you just learn always by osmosis that cheaters and 
squealers and tattle-tailors are people that are not wanted in the military, and that they are 
treated more roughly if they are caught. Almost as if to make them want to leave (P11). 
 
Of the participants who did make a report of inappropriate behaviour (31%), almost a 

third was frustrated by inaction (29%); some women were even penalized and experienced 

targeting behaviour that prevented not only them feeling included in their unit but it also 

hampered their career advancement. Other women who were victimized but did not report their 

harassment, tended not to endure the same targeting and career stalling as those who did. One 

participant recalls why she did not report inappropriate behaviour stating that, “I didn’t report it 

because there was nobody to report it to, [other than] my boss” (P2). People did not report 

incidents because many were assaulted by supervisors, felt nothing would be done, and feared 

reprisal. This participant describes that social justice is rare, therefore, “you dealt with it in your 

own little way. There was nobody to report it to really, because they would not have seen it as 

unwanted behavior. They would have seen it as a joke” (P10). This army captain had little faith in 

the reporting system and states that it consists of: 

A bunch of misogynistic men that ask you questions and they laugh at you in the elevator 
and they talk about you behind your back. So, it’s not a good reporting system that we 
have right now. So, I really wouldn’t even encourage many women to go through that 
process if they can get back at them another way (P30).   
  

This Sailor First Class admits, “I never reported it, ever, because... nothing ever got done.  So 

why bother? Furthermore, usually the ones that did it were my superiors” (P13). Yet another 
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participant states that a silent code exists within the ranks of the military: she claims that “when 

you’re in the military there’s that illusion of brotherhood and you don’t squeal on somebody. You 

deal with it yourself. Or else you’re just considered weak. And we were already at a disadvantage 

being female” (P11). Another participant who was a private in the air force claims that she was 

not initially aware that there were processes in place to report an incident:  

Well, at first, I did not know I could report, so when we, when there was a report to be 
done the first time it’s like, “don't worry about it, I will handle it.” … The guy one rank 
above me...said “don't worry I will handle it that's my job” – …not knowing at the time 
that it was also my job. You don't know what you don't know. And so, he didn’t report it. 
So, it was all like, so there was a lot of, “don’t worry darling, we handle it for ya. You 
just shut up and go and have coffee and we will handle it all...” When I did report 
anything, I was told, “ It’s part of the job. Get over it, it’s part of the job. Quit 
complaining” (P14). 
 
  One participant stated that she did not complain “because then your career becomes that 

complaint, your career is no longer about your ability nor your performance, it is about that 

complaint” (P27). Also a few of the participants felt that the current policy in place to protect 

women ensures a false sense of security, whereas almost a third of participants felt nothing would 

be done to bring the perpetrators to justice if they were reported and the policy did not promote 

anonymity, nor protect a victim’s identity. This army sergeant, who served nearly 20 years and 

suffers from PTSD due to her injuries sustained while serving states that: 

I never reported, Christ, who would I report to? [laughs] In the Army there is no, there 
was nothing until well, Operation Honour, back when, you wouldn’t, you just soldier on. 
There’s nothing, and no one, even your doctor, like even if I’d said something to the 
doctor, there’s nothing, no one can do, like... there was no way to report and have 
something positive come out of it. Even now, [laughs] even now, nothing positive has 
come out of this, like it has been...I’ve destroyed myself. Yeah, I may get closure 
eventually if he actually gets charged, but I mean, what is the point of actually coming 
forward if you want to have a career? That is... basically the reality. Before Operation 
Honour they would just promote and post an offender out. That is how you got rid of bad 
seeds (P39).  
 

While this air force master corporal claimed that nothing came of her complaint when she 

reported an incident: 

I was working in the training office, and my captain... was a male and... asked me to go 
pick up his mail at his house. I was going on exercise with him, in Edmonton, Alberta, 
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and I remember every night we had a meeting, you know, for the next day. And... it was 
in his room, and the only thing he was wearing was a towel around his, his... his belly. 
Okay, so, for me that wasn’t acceptable, but that’s how it was, so I was really 
uncomfortable and then, one day that guy, that captain, he said to me, he said: “You 
know, if you wanted to move ahead, you are going to have to do more than your work,” 
and that is when I got really mad, and I wrote a complaint. And it was treated like, like a 
joke (P51). 
 

Yet another participant contemplated submitting a complaint and considered, what was the point, 

“my warrant officer and this Chief, were drinking buddies, so obviously they’re not going to 

listen to my side of the story” (P13). She did eventually submit a complaint, but nothing ever 

came it. Another participant stated that the environment she worked in, “was really bad, and [she] 

felt like there was nowhere for [her] to turn” (P21). These sentiments were common among the 

participant pool and strongly indicate how many women endured years of unaddressed 

harassment while serving even when they attempted to report the inappropriate behaviour. This 

air force master corporal remembers when she submitted a report: 

I did report it, and I asked for it to be brought up the chain of command and the boss 
ended up being kind of a closet old guy and sort of old dinosaur type that was like, “Oh 
you know, don’t worry about it, I will chat with him, I will chat with him again when he 
already chatted with him, and we don't want to bring this to the system bla bla bla.” So, it 
continued, and I went above his head...(P8).  
 
Individually, many women who reported a complaint accomplished nothing, but when 

women worked together as a group and collectively submitted a grievance, there was a better 

chance of success. For example, there have been two landmark class action law suits: one in 

response to the LGBT Purge when members of the military were targeted, interrogated, and later 

released for being gay or suspected of being gay.  The second was a monumental and historical 

win that saw a verdict that awarded $900 million to survivors of sexual misconduct. These are 

just two examples that highlight what can happen when there is a collective action working 

toward a better resolution. As this Sailor First Class states, “reporting an incident individually 

goes nowhere ...it is not dealt with as well as forming a group” (P11). Discriminating and 

unwelcoming environments have been noted to impact psychological wellbeing; this was the case 
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for many of the participants in this study. There were women in this study who served over 30 

years, some reaching high levels of authority but the thought of occupational advancement was 

clouded by gender and discrimination. 

5.3 Category 3: Military Career Precariousness 

Participants were asked the following: “Did you ever feel that you had a future in the 

military?” Nearly half of participants in this study felt that they did not, regardless of how long 

they served or how far they had progressed through the rank structure. The women were 

constantly being challenged and made to prove themselves as being equal to the dominant group. 

The participants within this study, on average, served greater than 20 years’ service, some more 

than 30 years, and almost half felt that they never had a future in terms of a military career. I 

asked myself, how could someone spend as many years in the military as these women and not 

feel that they ever had a future?  

I label this state of having secure long-term employment but not feeling like one has a 

future as military career precariousness (MCP). MCP is similar to precarious employment (PE) in 

the sense that they can both lead to feelings of dissatisfaction at work and can have negative 

impacts on a person’s mental and physical health. Where MCP differs from PE, though, is that 

the latter concerns itself with factors surrounding job security, sufficient pay, and whether or not 

suitable employment can be obtained. Members of the military, however, sign contracts for 

lengthy terms of employment and, therefore, the women in this study were not concerned with the 

same factors that encompass traditional precarious employment: losing their jobs. Instead, their 

biggest concerns were with the hegemonic masculine culture and whether they were going to be 

able to advance in their careers and receive the respect and support they deserved.  

Many of the participants stated that while they enjoyed what they were doing and had 

positive reasons for enrolling, after experiencing years of discrimination and harassment and 

constantly having to prove themselves within the military culture, many felt deflated and 

frustrated. Some felt that they did not fit the culture and they did not reflect what the military 
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considered as the ideal, masculine soldier. A quarter of the participants were blatantly told they 

did not belong and were forced to consider whether they would ever belong to the “good ol’ boys 

club.” Commonly, participants described how they had to work twice as hard, were constantly 

being challenged, and were “thought of as being an oddity, while being expected to conform” 

(P1).  

The findings reveal that almost half of the participants in this study (42%) were 

concerned about promotion, with many experiencing a glass ceiling effect or the hindering of 

career progression. What I found interesting regarding career aspirations is that women generally 

did not join the military because they aspired to occupy senior leadership roles or to be the first 

woman to do this or to do that; rather, they joined to have a career, to have an income, to be 

involved, and to gain self-confidence. This participant stated that establishing her goals were not 

going to be easy, she knew going into the military that, “it was going to take longer than a man to 

get there.” She added that the women she knew, “the ones that had been in the military for a 

while, all had smaller goals, not like the men” (P10). Furthermore, almost one third of the 

participants (29%) felt that there were not enough female leadership positions among senior 

management. This naval captain discusses her experiences and difficulties once she was able to 

occupy a leadership role within the Navy:  

They do not know how to deal with me at all. Like, from a work perspective, they just do 
not know how to deal with me. From a social [perspective] they are very pleasant, but I 
found senior NCOs refusing to give me briefings when I am the acting station 
commander. Like literally refusing to give me the briefing and saying they will wait to 
give their ops briefing, because they are top secret briefings. They will wait till the male 
CO comes back before they give me the briefing. So, that, I go to an environment where 
it is not the social anymore, it is the operational that becomes very problematic. I felt I 
was unable to do my job (P37). 
 
Some women stated that they worked mainly with men, even though the roles they 

occupied were not specifically designated for males or females. This naval chief petty officer 

explains that promotions were an issue and men were usually promoted before women.         



 

87 

 

The women were not even the same ranks as the guys, that did exactly the same job. So 
essentially the guy that did the same job within the male platoons...was making $20,000 
more a year than I was (P10). 
 

Women can become resentful and start to question their position within the institution when they 

work hard to prove themselves but their efforts are not recognized. This air force warrant officer 

explains how she felt after years of constantly being marginalized: 

I have become very bitter about the military; I hate the military now. I 
stood up to some of the senior people I served with, and I said “No” to 
them. I called some people out on some stuff, and... I said “Nope, I’m 
done putting the organization first, I am going put myself and my family 
first.” The military can’t come first anymore. (P6). 
 

Although uniformity was pushed and enforced, some participants described irregularities between 

the elements and within the occupations. Women were concerned about being treated fairly and 

equally among their cohort but did not want to be subjected to any unwanted attention.  One 

senior naval officer recalls that:  

It was very difficult to get pregnant and I found that the support going through that 
could’ve been greater... meaning they wanted me to do a specific job which would have 
taken me away from concentrating on doing, like getting a family, and when I said, “No” 
they said, “Well it’s gonna have career implications.” And I said, “okay, fine, family is 
more important to me than my career.” So, in that aspect, I don’t think it was very well 
supported even though they said that I still got promoted. I still got what I wanted, even 
though they said it’s gonna have career implications, and then after, I gave birth, some 
managers really understood that when your kid is sick, somebody has to stay home with 
them, and others did not. So... (P25). 
 
Some of the participants felt that poor resources addressing child support is a factor that 

impacts how women progress within the military. This air force warrant officer served 31 years 

and recalls how fortunate she felt that she had family and friends to assist when she deployed, 

whereas some women do not have the support needed and experience a precarious situation in 

having to deal with a lack of childcare services and resources.  

I was a single parent with 2 kids, um, living in Ontario and my, ah, I had a network of 
family that came when I deployed so they came and looked after my girls. Um, and plus 
some friends would step in and help out as well. So that's where it was, so it was one 
challenge to be able to deploy, of course, I had to go in and they had to say, “are you 
willing to deploy as a single parent?” “Yes, I am.” “Do you have measures in place?” 
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“Yes, I do.” So, I had to meet the criteria, um, I’m not sure if anybody else like, because 
of my situation, um, I was happy I was given that opportunity (P12). 
 

After serving 22 years in the Navy and attaining the rank of petty officer this participant was 

asked a probing question that illustrates how support policy worked over the last 20 years. She 

was asked if she had children and if there was there adequate support for her role as a mother 

(especially on deployment). “I had children, they are now 14 and 16 and I got out because there 

was no support for my children. Maybe that’s wrong to say, no support. Rather, inadequate 

support” (P18). 

Job satisfaction includes many factors, such as feeling welcomed and appreciated. When 

a person is respected and treated equally, it promotes a healthy and inclusive working 

environment. Although the majority of participants served for several years, many felt that they 

did not have a future regardless of the progress they made while serving – remember, nearly half 

of the participants felt they did not have, nor had they ever, had a future in the military. This air 

force captain recalls her experience as an officer:  

I knew, I was never going to get promoted, like he, held me down for seven years. and 
when you get stuff like that it does something to ya, and, I was really, really tired of 
people not putting my needs first.  I finally got what I considered a dream job. and, I 
would had been working, oh, I guess eight or ten months in this job, and I had so much I 
wanted to do. I was committed and I just had so much I wanted to contribute. I was 
pulled aside one day and told that I had to move. And I was like, “but, I don’t want to 
move, I am the best person for this job, why are you guys, y'know, why won’t you fight 
for me to keep me?” “Well, we really have no choice.” They, they blow smoke up your 
ass all the time. Right, you are the best person, you’re telling me, I am the only captain 
who can go and do this job? "Well, we need somebody to go in and clean up the mess 
that’s there." And as being commissioned from the ranks, typically that’s what we're used 
for, as area officers, because I don’t have a degree. So, I felt I was discriminated against 
because I didn’t have a degree. I was being told one time that in a PR [Personal Report] 
debrief that you can’t go on as an immediate on your performance evaluation because 
you don’t have a degree. Which is totally bullshit (P45). 
 
Constantly dealing with masculine, inappropriate behaviour, poor leadership and 

decision-making, being passed over entirely for promotion, and being delayed in being promoted, 

eventually takes its toll emotionally and psychologically. One participant stated, “I would see 

people promoted because of their behaviour, not because of their job ethic, nor their work ethic” 
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(P4). This naval captain discusses her experience once she rose in the ranks to be told that she 

would never go any further than the rank she attained due to her age: 

When I became a colonel, I was 50 years old. And the first thing they said to me was, I’m 
too old to be a general. I’m 50 now, and they said to me: “You’re too old because you 
have less than...” Because … I got promoted to Colonel at 50, they said you have to have 
more than ten years to serve to be considered for general, so they were so funny, I had 
such a slow start to my career, with so much systemic discrimination, to be told that I’m 
too old to be considered at 50 when I’m just getting promoted. I was number one on the 
Colonel Merit List of 357 colonels, light colonels, and they tell me the day after I get 
promoted that I will not be considered for General because I am 50 years old. So, I 
suffered a whole career of systemic discrimination…. To say that I didn’t have a system 
that was on my side is the understatement of the year (P37). 
 
The lack of guidance and professional direction within the CAF led some of the 

participants to leave the military. This is an area that can be further investigated in future 

research, such as exploring retention and reasons why women feel they need to exit the service. 

Another area worth examining is how women feel prior to exiting the military and whether or not 

they have been properly prepared to exit and transition into a civilian role.  

5.4 Category 4: The Difficulties Experienced When Exiting the Military   
For those exiting the military and transitioning into a civilian role, some found the 

process of transitioning a difficult one (16%). Many of the participants, on average, spent more 

than 20 years of service in uniform answering the call whenever called upon. Some women are 

not prepared to exit the military, nor feel they should have to leave but are forced to leave due to 

the effects of their experiences. This research revealed several different reasons why some 

women chose to leave the military: inappropriate behaviour (95%), sexual misconduct (69%), 

feelings of not being welcomed (75%), a lack of job progression and opportunity (glass ceiling 

42%), the lack of familial support including, but not limited to, a lack of child support (38%). 

When exiting the military this air force warrant officer recalls how she felt when coming to grips 

with that fact: 

I was terrified to leave the military. Because it is all I have ever known since I was 19. I 
served 18 years of not having to decide what to wear nor had to worry about where to 
find a doctor, or a dentist. I know my job, I am very good at my job, and having to start 
over again is kind of daunting (P6).  
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This participant felt that she still had years left to give to the military but the effects of 

harassment, her experiences while in Afghanistan, coupled with having to fit the expectations of 

the masculine role, was just too much to handle. Therefore, she decided to leave the military.  

When asking the participants if they felt prepared or properly informed to transition out 

of the military, many stated that they were not satisfied with the way resources were explained or 

communicated. Nearly half of the participants felt that they were not properly informed, nor could 

they access resources once they left the military (47%). Of those female veterans who were 

suffering from post-traumatic stress disorder (11%), some felt frustrated and misinformed once 

released and were confronted with a heavy bureaucracy when dealing with Veteran Affairs in 

order to get any social justice. This army corporal recalls her experience with Veteran Affairs: 

I feel like I’m in a learning process for sure, and I find it very difficult to get information 
even when I call veteran affairs. They have you send them an email with request for 
information. Their emails are not helpful or informative at all, it’s just sort of, they will 
do a bare minimum kind of answer to your question, but they don’t make offers, like you 
sort of feel, … “I have told you what my status is, you can see who I am, you can look at 
my file, and you can see who I am. You should be able to say, “ok; [I] know what … are 
all the things available to [me].” But that does not happen, it hasn't worked for most of 
my career, I find that shocking because in other areas where I have worked, um, that was 
sort of your job (laughing) right, to make sure people had access to the benefits they 
needed (P27). 
 

This naval captain discusses the retention rate and why some women choose to leave the military: 
  

I can say all this knowing that nine times out of ten, knowing that nine women out of ten 
interviews vary differently from me. The retention rate is so small. Most women leave 
after five years. …. Once, what we call the 'nesting instinct' comes in, women start to get 
into their early childbearing years, it just becomes all too difficult. It's just too hard to 
manage the children and the military. The military was not supportive, the environment is 
not supportive if you are married to another military spouse that just got out, you might 
as well join the reserves. You might let the husband stay in, you can go to the reserves, 
and that way it makes the postings easier and everything else. So by and large my 
experience is different than most. My path is not the path most drawn; the other path is 
the one that's more common, is to get out (P37). 
 
Some of the participants in this study declared that due to the lack of familial support the 

military provides, they are forced to choose between the military careers they would prefer to 
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continue and caring for their children full-time. Having a family and raising children was 

difficult, as this air force corporal recalls: 

I knew women with lots of children and there was no support for them. Yup, so they 
would get pregnant, you would watch their husbands get promoted…women would come 
back from Afghanistan and they would be set back in their promotion list which was 
never supposed to happen, but it did and [is] still happening today (P35) 
 

This army corporal explains why she chose a family over career: 

I always wanted to be in the military and travel and just do that kind of thing and then I 
had kids and, um, you know, for me, it was either choose to be a mom, or choose to have 
a job. It didn’t, you couldn’t do both, because you were never home. So, you couldn’t 
really be a parent because you had to go to work (P26). 
    

This participant was medically released and felt that she was not prepared to exit the military. 

When medical issues are not properly dealt with and a member is not psychologically prepared to 

leave the military, there is a possibility that some will experience a state of anomie or social 

isolation. This sailor First Class describes her experience:  

I felt very poorly. Um, I had a breakdown, I became very depressed. I’d had a car 
accident which apparently caused some brain damage which … made everything that 
much worse... I just I lost my identity. I, I just didn’t know what to do. I wasn’t prepared. 
I had no skills. I had no knowledge of how to get a job. I just thought that that was going 
to be my career, that was it, I was set for life (P11). 
 

This air force corporal recalls a similar experience: 

It was difficult. I didn’t have much support from my family at that time, and I didn’t have 
any family living in the area, my parents were in Ontario, my sister’s in Australia and my 
brother was in Manitoba, so... I kind of felt like a fish out of water. People would ask me, 
“Well, what do you do?” when I’d meet them, and I’d say, I just got out of the military. 
So, I guess it was an identity crisis, I guess? Because I took a lot of pride in serving, you 
wear the uniform for so many years, it becomes, it shifts... it’s hard to think of not doing 
that and when it happened, I didn’t think I would have such a... it wasn’t a struggle, but I 
didn’t expect to have that type of feeling when I got out, because I was a little bitter... 
when I was released ‘cause of my job environment at the time. Yeah... it was stressful. I 
had too much time on my hands (P4).  
 

Those who are married and have children felt that looking after someone and having support from 

a partner definitely helps when transitioning out of the military. This air force master corporal 

recalls her experience after serving 21 years of what is was like for her when exiting the military: 
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I think because you are a military person, you rely very much on your military identity, or 
at least I did and I found it hard, I found it, I was trying to find a way to fit in and maybe I 
had an easier time because I have young children and so that kind of helped me to 
integrate into society, and I could volunteer a bit at their schools when I could and meet 
people that way and sort of find a new norm and yea, yea, and so I don't know if I have 
fully integrated (laughing). We see when my husband leaves the military (P8). 

  
For any members serving lengthy terms, when approaching retirement a certain reality 

sets in that their career is nearing an end and they have to consider their options. However, being 

properly informed and knowing where to attain services and resources to deal with transitioning 

can often be difficult. Dealing with bureaucracy, medical files, pension and other vital documents 

can be a daunting task. Some members complained that nearing their last stages of release, files 

pertinent to their release were missing and they were blamed for those missing documents. One 

participant who served 16 years in the Army leaving as a master corporal, recalls having to 

question why she was being blamed for something that was out of her control and was told that 

she needed to take some responsibility for any delays. These types of situations caused serious 

anxiety and frustration among some of the participants. This participant recalls her experience 

and frustration in learning how to seek out services and resources upon her release: 

I knew it was coming because I was turning 60, so that you are aware of, but there is a lot 
of changes and it's a completely different lifestyle and it is bit of a transition to go back to 
civilian life. I think your identity is gone once you're gone because you identify with the 
military, right. And once you are no longer there that's gone, you kind of lose your 
identity and what you, up till then you are a soldier basically and after that you know you 
just. So that was the biggest, is losing that identity and losing that, um, family of the 
military because it is a totally different world. There are definitely services you can 
access, some of them you really have to dig for because they’re not, um, openly available 
unless you know where to look and stuff (P16). 
 

 And this participant who served in the air force added: 
 

I gave up 31 years, I gave them [CAF] my life, y’know, that was a significant chunk of 
my life, and I decided to, to retire, and then realized that the civilian world and the grass 
on the other side of the fence isn’t as green. I tried to get back in, but it almost seems like 
the old boys’ network is now having its last kick at me. Now I’m overqualified (P31). 
 

And this participant who was a major in the Army stated that when leaving the military, a big part 

of her identity was lost as she submitted her identity card (ID): 



 

93 

 

I thought I would be military for the rest of my life. I never imagined I would be civilian. 
I joined cadets when I was 14, and I knew that I would be military until I retired. And all 
of a sudden, I am 30 years old and, um, leaving the career I always wanted, so, um, it was 
painful, it was painful, and, plus, I didn't know what to do with my life, there was nothing 
I wanted to do, uh, I wasn't skilled at anything. I had a Bachelor of Arts commerce, um, 
and I didn't even think it through. I left within a few months and was just out (P47). 
 

It was almost identical to the experience of this air force master corporal: 

I think the worst part of exiting the military was the day I had to hand my military ID in. I 
didn’t realize that you had to give your card in, and that was my life. That was 
everything. And... when they take the card away, I go, “Oh my god, this is it, this is really 
it, you don’t feel as important as you were (P24). 
 

Despite all the harassment and discrimination, these women hung in and committed themselves 
fully to a job that many tried to convince them was not for them. 
 
5.5 Category 5: Social Injustices 

“Women couldn't be with women and that was frowned upon and they were charged and they 

were released from the military. It was a tough life!” (P12). 

 

The women in the study experienced varied social injustices, from structural barriers to 

lack of support to outright harassment and explicit discrimination. Many were subtle but some 

experiences were blatant and intentional. These varied experiences extended from the time a 

participant was recruited into recruit/basic training until the time they were informed about 

options and resources when preparing to exit the military. For some of the participant’s 

recruitment was an issue, as some felt that they were misinformed regarding what they were 

getting into, which resulted in some of them choosing to exit the military soon after entering. 

Following recruit/basic training and once posted, women needed to be self-sufficient and not rely 

on assistance because as some participants (15%) claimed, most of the time help was not 

available and some male colleagues and even superiors promoted their failure. Over one third of 

the respondents felt that the burden of proof of their right to be there was placed upon them and 

they felt that women had to work twice as hard to be recognized.  
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Women were targeted for not conforming to the masculine ethos, they were confronted 

on their ability to adapt, their physical appearance, their physical abilities, for their mannerisms, 

and sexual identity (9%). The military had a policy embedded in the Canadian Forces 

Administrative Orders (CFAO) that stated that being gay was unacceptable and that if it became 

known that a member was gay, they would be removed from service (Stanley and Wilbur 1994). 

During the time that this policy was in force it was stated that:     

Under existing Canadian military rules, homosexuals are not "knowingly" enrolled as 
serving members of the armed forces. In those cases, whereafter joining the armed 
services people have been identified or have identified themselves as homosexuals, they 
cannot under these rules be forced out, though in practice they are made pariahs by being 
declared ineligible for training courses, promotion or re-enlistment (Farnsworth 
1991:n.p.). 
 
In a military memorandum issued on the 27th October 1992, the CDS General de 

Chastelain issued an order to have CFAO 19-20 revoked and any policies under that order 

removed (General de Chastelain, CDS 1992). Unfortunately, this order came late and many 

members, including respondents of this study, were directly impacted by a culture that 

participated in discriminatory behaviour that came to be known as the LGBT Purge. The Purge 

was detrimental to the careers of many women and men who were gay or presumed to be gay. 

This air force sergeant states that, “some men hated women, everybody hated gays” (P32). This 

navy sailor first class recalls that if you were a woman and found to be gay you were sought out, 

interrogated and later released, but if you were male and found to be gay you were treated much 

worse. “With women it’s okay, guys like it, the idea of two women together, [but] they don’t like 

the idea of two guys together. So, any guys that were perceived as gay were usually thumped and 

beat up” (P13). This army sergeant stated that “it was more acceptable for a female to be gay than 

it was a man” (P29). Due to fear, many people who served stated that being gay or any discussion 

around being gay was absolutely avoided. An army private claims that although not in writing, 

there was an unspoken oath of ‘don’t ask, don’t tell’ that existed: “nobody ever discussed it, if 

anybody at my workplace was gay, I had no idea. It was, it was very well hidden” (P20).  
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Being a woman was difficult enough, but being a woman and gay was tremendously 

difficult. This army sergeant notes how some lesbians also found it difficult: “you had to go out 

of your way to prove that you weren’t a dyke, because if you were suspected of being gay you 

would get kicked out of the military” (P29).  If it was known that there was a member who was 

openly gay or was presumed gay, they were approached by military police and brought to 

headquarters and interrogated. This participant recalls being “investigated for being gay and was 

released on the suspicion of being gay, without any proof” (P23). People were being released 

from the military just on a suspicion of being gay. This army corporal recalls the ordeal of being 

interrogated:  

They took me to a shack out in the middle of nowhere which was I guess on the range 
and this is where somebody is on the back side of desk with a light on somebody in the 
chair and you couldn’t see their faces and they drill ya and just interrogate the crap out of 
you and make you try to say things that are not true or whatever and that's what I went 
through and then I got released because of it. That was the big witch hunt in the Canadian 
Armed Forces (P23). 
 

This air force master corporal recalls that: 

If you were gay and a woman, it was harder. Yeah. So, Shelbourne is known as the base 
that has, or when I was in, Shelbourne was the lesbian base. And the second most popular 
base for lesbians was Trenton, and... the crap that the girls would have to go through, not 
only at work, but at the social life, was terrible. Terrible! (P24). 
 

This participant recalls that because of the harshness of the environment and having to constantly 

mask her true identity, she herself did not realize she was gay. These are her comments regarding 

her coming to grips with being gay and in the military. 

Because I was... I was short and stocky, I didn’t... I didn’t look feminine, I played my 
sports, so people would look at me and think I was gay. A lot of times. And so the 
women that were gay, some of them actually pushed me away as being a friend because 
they said I would attract the military police. Well, nobody admitted they were gay back 
then. I didn’t even realize, because of all the name calling and all the abuse and trying to 
cover up everything, I didn’t even realize until well into my late 30s that I was gay. So, 
yeah, never even went there, right? Most... most of the time, people kept it pretty quiet if 
they were gay (P29).   
 

According to some of the participants, women had to be careful when interacting with others out 

of fear and being targeted. If women socialized or interacted with men for too long some people 
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(men and women) would argue that she was being too ‘flirtatious or was being a slut’ but if 

women interacted with other women, they were viewed as being a ‘lesbian’. This Naval Chiefy 

Petty Officer Second Class recalls what it was like in the 1980s and early 1990s: 

Well, you really knew that people didn’t want, the girls and the guys, they never wanted 
to even go to the bathroom together, because they were scared that people would be... 
thinking that ‘Oh my god, what are they doing in there,’ that sort of thing y’know. So that 
was a big part of everybody... very open, we’d do everything in the hallways instead of 
sitting on your bunks, in your rooms and stuff. Everybody would just kind of sit in the 
common areas and be... totally visible to everybody at all times (P38). 
 

Military culture has been strongly resistant to change in accepting gay soldiers. There was a 

common perception that being gay would impact operational effectiveness. 

The women in this study struggled with integration, some were forced to internalize their 

anxiety from the effects of trauma related to sexual misconduct, others dealing with mental 

trauma sustained from years of harassment without seeing any evidence of social justice for 

claims made about inappropriate behaviour. Women were persecuted by military policy, with 

over a fifth of this study’s respondents (22%) forced to leave the military due to their mental and 

physical injuries. These women had no intention of exiting the military, nor did they feel they 

were prepared to enter civilian life due to their injuries. Both psychological (15%) distress and 

physical wellbeing (7%) were two factors forcing some women to leave the military. 

5.6 Discussion 

The in-depth experiences discussed in this study echo similar sentiments — that a 

woman’s successful integration into today’s military continues to be dependent on several factors 

that reflect traditional ideals, such as having the necessary physical ability indicated by a nominal 

male physique, and being able to communicate and mirror the traditional beliefs of military 

culture, which are also dominantly male (Bourke 2000; King 2016). Navigating a militaristic 

space requires not only adapting to traditional ideologies that categorize women as subservient to 

men but also noting that challenging the masculine ethos within today’s military has resulted in 

both covert and overt punishment, directly impacting opportunity and occupational advancement 
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for women. The participants in this study all suggest that they had to negotiate and strategize in 

order fit the ideal of the masculinized soldier.  

  Earlier in this dissertation (Chapter 2), Goffman (1976) argues that gender is based on 

learned sets of movements, gestures, and enactments that constitute an illusion of a gendered self.   

I used this concept to explain that women who serve in the military dominated by a particularly 

masculine culture experience a transformation whereby their gendered identity becomes redefined 

by their experiences, including pressure to reflect an idealized, militarized identity. As Culver 

(2013) notes, “some women feel [that] they need to disguise their true identity by wearing a 

hypothetical mask that hides their true self and helps them navigate their way around and 

integrate [into] the expected military warrior identity” (28). In this chapter, we see from the 

voices of the participants how women learn to navigate their way through a militaristic space, 

internalizing their experiences and negotiating their social positions based on the dominant 

masculinized culture they experienced.  

The women in this study indicate how they learned to adapt to their social situations 

through negotiation and adopting a military identity. Many of the participants spoke of 

harassment, discrimination, and sexual misconduct, which in their experiences pressured them to 

adapt to the expected masculine role in an attempt to assimilate. Many of the participants who 

were sexually traumatized, internalized their experiences as well as their anxiety, never reporting 

their experiences nor seeking medical attention to properly deal with the trauma incurred while 

serving. They masked what was really going on in order to cope. They learned to adapt by acting 

out gender norms in order to avoid revealing secrets that would unsettle the dominant masculine 

culture.   

The concept of social learning incorporates interpretation, interaction, rationalization, and 

adopting the expressions experienced, and premises the idea of inductively reproducing certain 

expressions on the basis of desire and motivation (Bandura 1971). The participants in this study 
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socially learned how to adapt to a military culture that was profoundly discriminatory from the 

start, illustrating that men and women are not treated equally when entering into the military (Tait 

2014). Some of the participants feared that they would be viewed as being weak and would be 

subject to additional harassment if they did not conform to the patriarchal and masculine ideals, 

including not pointing out sexual harassment as problematic, dictated the norm of their 

militarized life. Although many have felt the military has progressed with its policies — 

including Operation Honour, which targets the culture that has traditionally manifested behaviour 

that discriminated against women and their efforts to integrate — it is evident from this research 

that there is much to be done within the institution to improve things, especially in reporting 

inappropriate behaviour and acting on these reports.  

In recent years, the CAF and the DND have had to settle class action lawsuits 

surrounding the LGBT Purge, sexual misconduct, and widespread inappropriate and 

unwelcoming behaviour. The military is moving in a direction of reform, exploring opportunities 

to address generations of systemic issues surrounding gender, and sexual orientation, and it has 

begun examining recruitment and retention policies in order to increase the percentage of women 

enrolled in the Canadian military. These reforms are aimed at creating a military force that 

reflects the society it represents. When targeting a desired audience, such as women, the CAF has 

amended its strategy to identify with the norms and values of its audience to inspire them to join 

(Okros 2009). Interestingly, the changes in recruitment and retention policies are occurring 

alongside economic changes and conditions within the workplace, as Canadian employers are 

leaning toward more temporal and contractual positions, thus reducing the burden of having to 

pay increased benefits and salaries, and creating less permanent employment (Menendez, Benach, 

Muntaner, Amable, and O’Campo 2007). Such changes have arguably led to precarious states of 

employment also known, or defined as an “an “inadequacy of rights and protection at work” 

(International Labour Organization, 2020). So, while the CAF is attempting to increase female 
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enrollment and address the problematic issues that result in feelings of MCP, they are 

simultaneously making changes that increase PE in general.      

As previously discussed, MCP can affect a person’s mental and physical health. It can 

also affect income levels and inadvertently becomes a financial burden for families, especially 

single-parent families raising children. This occurs due to lower salaries that are predetermined 

based on rank structure and occupational hurdles that prevent women from enjoying upward 

mobility within the ranks of the military. Many of the participants in this study also experienced 

gendered cultural discrimination which can “affect various social determinants of health outside 

the immediate sphere of production [, such as] access to healthcare, adverse lifestyles, [and] 

unhealthy housing conditions” (Benach et al., 2014:242).              

 Similar findings come from the results of studies examining employment precariousness 

in Chile (Vives 2010), Spain (Porthe 2009) and in Canada (Clarke, Lewchuk, de Wolff, and King 

2007), in which  an association between wellness and job satisfaction is established. Therefore, 

when people work in discriminatory environments, like the Canadian military which cater to 

behaviour that promotes feelings of powerlessness, injustice, and loss of control, and which 

prevents future opportunity, these jobs also contribute to poor mental and physical health 

outcomes (Benach et. al 2014). 

The working environment for women within this study experienced while serving was 

neither conducive to healthy functioning nor integration. Many of the respondents felt clearly 

unwelcome during their tenure, some stating they felt forced to assimilate to the dominant culture 

by becoming more masculine. Some felt that they had to adopt a military identity masking their 

true identity as a requirement in their attempt to integrate into military culture.  

This process stems from Goffman’s (1976) theory that: 

[a] mask [is used to hide identity and] represents the conception we have formed of 
ourselves — the role we are striving to live up to — this mask is our truer self; the self 
we would like to be. In the end, our conception of our role becomes second nature and an 
integral part of our personality (19-20).  
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In this case, however, instead of using a mask to as a way of expressing who they want to be, 

military women use masks to express who they need to be in order to assimilate into a dominant 

culture. Thus, creating a level of adaptation and social learning, where transitioning from a 

civilian role as women to fill a military role or “doing gender” (Hebert 1998:12-13), requires 

strategizing to assimilate, and incorporating a new identity that reflects the expectations of the 

dominant masculine culture. Building on Connell’s hierarchy of masculinity, and as discussed in 

Chapter 2, I have developed a spectrum of masculinity and femininity (illustrated in Figure 4) 

within military culture that I call The Spectrum of Military Gender. This model (Figure 4) is  

based on a central finding from my study of women who serve in the military: They must 

navigate through multiple layers of feminine and masculine norms.  

For Connell, hegemonic masculinity was the most significant category, in terms of rate of 

occurrence and social impact, hence its positioning at the apex of the pyramid. Hegemonic 

masculinity remains the most significant category in my new model as well, but in adapting the 

model to fit the gender culture of the military, I inverted the categories from the original model, 

making hegemonic masculinity the foundation that the structure of military masculinity is built 

upon, and repositioned the pyramid on its side. I labeled this horizontal pyramid ‘Men’, and then 

added a second horizontal pyramid to the right, mirroring the first, to allow space for the 

examination of femininity within the military. I labeled this second half of the model ‘Women’, 

and also added the label ‘Acceptability of Gender Types in the Military’ to the Y-axis of the 

model.  

This new model is displayed with two opposing pyramids where the pinnacles of each 

pyramid meet at their points. We can now see the array of gendered types in terms of acceptable 

gender norms for men and women in the military. Unlike in Connell’s original model, the 

pinnacles of each pyramid now represent the least accepted category of gender type for both men 

and women. Subordinate masculinity within the left triangle (Men) is the least accepted type for 
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men to express, and within the right triangle (Women), being too masculine (masculinity) is 

reflected as being the least accepted gender type for women to express. This illustrates how a man 

being identified as gay and a woman being viewed as too masculine in the military as 

problematic. It helps explain why this has been so for so many years, as both these gender types 

are furthest away from the most acceptable gender types for each gender. This diagram also 

reflects that although there is an abundance of literature on cultures of masculinity, more needs to 

be done in the exploration of the expression of femininity within militaristic cultures. 

Figure 4: The Spectrum of Military Gender  

 

The highlighted spectrum (see figure 4) illustrates multiple layers or categories. The left 

side of this model represents the levels of acceptability of gender types where hegemonic 

masculinity is emphasized as the largest distinguishing layer representing the ideal category 

within today’s Canadian military. The other side of the spectrum is relatively vacant because the 

expression of gender by women in the military is relatively unexplored. There needs to be more 
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research exploring whether Connell’s original model and its categories can be applied to 

categories of femininity or whether they would be different. Women enter the military not only 

having to deal how they are allowed to express their femininity, but also must navigate a 

dominant hegemonic masculinity. A note of caution is needed regarding the categories illustrated 

within the Spectrum of Military Gender. The structural model has its limitations and should not 

be viewed as rigid categories as shown due to the complexities within any form of masculinity or 

femininity. Rather, one should be aware of the fact that categories of masculinity or femininity 

overlap, and have blurred lines of distinction. Both models are designed to promote awareness 

and discussion. 

Based on Connell’s work and my findings the barriers of masculinity, I believe the 

illustration above is a fairly accurate representation of the social order that currently exists within 

today’s Canadian military based on hierarchies of gender norms. Although masculinity and the 

layers within the spectrum have been previously defined by Connell, they have not explicitly 

been applied to those who occupy a militaristic space, nor have the layers of femininity been 

thoroughly investigated and labelled within this format. I found that while women continue to 

struggle with having to deal with masculine expectations, they learn to hide within the layers and 

shadows of masculinity to avoid being identified as either too masculine or too feminine in their 

attempt to migrate and transition into the ideal category. Herbert (1998) argues that women who 

are “perceived as [being] too masculine or too feminine” and display abilities that challenge the 

dominant group are penalized for their efforts (43). Taber (2018) also suggests that “women and 

men who do not perform expected and accepted forms of masculinity and femininity are 

marginalized” (100). This directed form of behaviour has been documented as being prevalent 

throughout the ranks of the Canadian military and, within this study, is shown to directly impact 

women when entering the military, during their tenure, and also when they exit the military.     
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 Overall, my results clearly indicate the need for action to improve women’s experience in 

the militarized environment. There is nothing arcane about the gender gaps and space that are 

seen and heard within these 55 interviews. Women in the military, with few exceptions, are at a 

clear disadvantage when it comes to their male counterparts. The current culture minimizes 

inclusivity and justice for women. As seen, there is formalized interest in and policies designed to 

address gender inequities in the Canadian Military. Based on the literature, it is evident that the 

military continues to deal with several systemic issues surrounding gender, sexual orientation as 

well as sexual misconduct. From the detailed interview data I was able to secure, I have been able 

to form several recommendations can be considered in an attempt to create a more inclusive, 

equitable, and diverse space where women can maneuver and feel welcomed and respected rather 

than threatened by a dominant masculine culture.  

In the following section, based on the evidence and testimonials made by the women 

interviewed for this research, the following recommendations are being made in the hope that 

they will stimulate a meaningful discussion towards building an environment that is more 

inclusive and equitable. The next chapter will include concluding remarks of this study and 

provides some recommendations as to how the CAF can improve their system to make it more 

inclusive and favourable for women to navigate freely, with the understanding that social 

deconstruction is a lengthy and involved social process.   
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Chapter 6 

Conclusion 

The goal of this research was to qualitatively explore and gain insight into the lived 

experiences of women who have served in the Canadian military. Specifically, I explore the 

experiences of 55 women and how they negotiated their experiences within the masculine culture 

of the CAF. I relied on the theoretical framework of social constructionism throughout this 

dissertation as an approach to better understand both the social construction of gender in general 

and the social construction of gender within the military.  

There is a considerable amount of existing literature that examines gender and women in 

the military (most notably Deschamps 2015, Ushko 2014, Davis 2013, Carrier-Saborin 2012, 

Gouliquer 2011, and Herbert 1998). The key findings of the Deschamps report revealed that the 

Canadian military possesses an “underlying sexualized culture that is hostile to women...and [is] 

conducive to more serious incidents of sexual harassment and assault” (Deschamps 2015:i). 

Ushko, Davis, and Carrier-Sabourin each conducted a statistical analysis of secondary data to 

explore the representation of women in the military, the strategies used by Canadian military 

leadership to negotiate gender integration, and the effectiveness of female Canadian soldiers 

serving in Afghanistan, respectively. Gouliquer and Hebert both used a mixed method approach; 

Gouliquer to examine occupational advancement, and Herbert to examine how women’s 

experiences were mediated by gender and sexuality relating to their service in the U.S military 

during the 1970s and 1990s.  

My findings support what was discovered in these studies. Where my research differs, is 

that this study creates a platform for the voices of women while serving in the Canadian military. 

Relying on the the direct quotes as they were stated during the interviews gives the reader an 

opportunity to empathize with the participants, whereas much of what has been previously 
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published relies on statistical and other secondary data to explore the issues within militaristic 

spaces. I used a qualitative approach, relying on Goffman’s theory of Dramaturgy as a lens 

through which to examine my results and to describe the granular details of how women 

experienced and strategized around gender-based barriers in military culture. I found that when 

the women in this study attempted to integrate into the masculine dominant culture they tended to 

hide or suppress their typical gender expression, with some adopting a masculine identity, in an 

effort to be accepted into military culture. They strategized in order to adapt. Therefore, they did 

not integrate as themselves rather, they assimilated according to expected masculine norms and 

ideologies within the environments they navigated. The findings in this research support 

Connell’s original hierarchal order of accepted masculine gender types within the Canadian 

military context. Connell’s categories of masculinity are well represented in the voices of those 

within this study.  These voices also point to a void that has not been fully investigated: the 

complexities and layers of feminine gender types in the military. The Spectrum of Military 

Gender model (Chapter 5) adapts Connell’s original Hierarchy of Masculinity hopefully opening 

the door to further critical research into the different types of gender expression that exist within 

militaristic spaces, and how they are tolerated.     

Overall, this qualitative inquiry revealed five prominent (negative) barriers to gender 

equality in the military. They are: (1) Toxic Masculine Culture and its Impact on Women’s Inclusion in 

the Military, (2) Fears of Reporting Inappropriate Behaviour, (3) Military Career Precariousness, (4) The 

Difficulties Experienced When Exiting the Military, and (5) Social (In)justices. Each of these barriers 

reinforce the idea that the military continues to possesses a masculine dominant culture that is 

resistant to welcoming women into its ranks. While some women in this study spoke favourably 

about some of their military experiences, many spoke unfavourably, and although the CAF is 

currently taking measures to remedy systemic issues surrounding discrimination and the toxic 

masculine culture within its ranks, women continue to experience inappropriate behaviour and 
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have to navigate through layers of dominant hegemonic masculinity that prevents them from 

having healthy gendered experiences in the military and progressing through its ranks. The effects 

of these barriers contribute not only to a loss of upward occupational opportunity but also to 

(mental) health-related issues. A high percentage of women that participated in this study felt that 

gender discrimination played a tremendous role as to whether or not they were able to 

successfully transition into military culture. Many of the respondents spoke of invisible barriers 

within the masculine culture that seemed more visible than invisible.  

 All the participants interviewed were exposed to inappropriate behaviour and systemic 

injustices during their tenure in the military. And although policies such as Operation Honour 

have recently been implemented to eradicate such behaviour many of the participants had left the 

military since it came into effect. Those that left prior to its implementation felt that the leaders 

within the institution actually condoned the inappropriate behaviour. Many of the women did not 

report inappropriate behaviour because the chain of command contributed to the problem. The 

women in this study stated that the perpetrators of inappropriate behaviour and sexual misconduct 

were the same supervisors to whom they would be expected to report that behaviour. Women 

who were sexually traumatized were constantly referred to as victims and made to feel 

unwelcome throughout their careers. One of the participants in this study stated that:  

Leaders need to stop calling women victims because if you are going to call a woman a 
victim them who is going to respect her and take her seriously in time of war? She is a 
strong warrior a survivor if she’s a victim? Leadership has to stop highlighting that there 
are victims in this, no, there are women, who have obviously survived so, you know she 
is a survivor (P30). 
 

 If they reported an experience, their complaints were not taken seriously and their careers 

became tainted by the complaint; even defined by it. As a result, many of the women struggled 

with the torment of having to decide whether or not to report inappropriate behaviour, since they 

did not see much chance for a positive outcome based on what they knew about those who 
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previously did submit reports. Ultimately, this resulted in fewer women coming forward and 

reporting inappropriate behaviour due to a lack of trust in the reporting system.    

 Based on the testimony of the 55 women within this study, too many of these women 

experienced a failure to address social injustices by a flawed system that is supposed to be in 

place to protect, not re-victimize, the vulnerable. There have been negative attitudes toward 

women within the ranks of the Canadian military for decades regardless of what policy went into 

effect to eradicate inappropriate behaviour. The findings within this research reveal that women 

do not report inappropriate behaviour out of fear of reprisal and though attempts are being made 

to correct a fractured system. More effort is needed to address the mechanisms currently in place 

so that women can have their voices heard, and so they are made to feel wanted, accepted, and 

respected. This, in and of itself, would be a move toward a more inclusive working environment 

where women can move freely without fear of being harassed or victimized and know that 

measures are in place to protect them. Further research is needed to look into the power 

differential between the rank structures of middle management (lower ranking officials) and the 

expectation to preserve masculine ideologies and as to whether or not there is a movement in 

place toward improving gender-based inclusivity.   

“This force must represent the Canadians it serves” (Lieutenant-General Jean-Marc 

Lanthier 2019:n.p.). The recommendations noted within this study suggests that the military is an 

institution that is attempting to improve and move in a direction that offers an environment that is 

fluid, flexible, and heterogeneous rather than rigid and linear. There needs to be a universal 

understanding of the concept of gender to create a more inclusive and equitable space so that 

women are not alienated, rather they are respected and viewed as equal adversaries to the 

masculine presence in today’s military. Top officials of the Canadian government and military 

have publicly acknowledged that gender discrimination exists and continues to be a problem 

within the ranks of the CAF. And although the military has adopted measures to eradicate barriers 
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to women’s involvement in the military and to address sexual misconduct, the military has to be 

cautious. Unless the attitudes and culture within the ranks do not change, the implementation of 

new policy promoting zero tolerance measures could potentially undermine any progressive 

measures to promote a more inclusive working environment.    

To this end, I would like to provide the following tangible recommendations to assist 

with improving gender inclusivity in this military. My recommendations are similar to and 

support suggestions made by von Hlatky (2019), that the Canadian military as well as the 

Canadian Government need to critically re-examine and invest in understanding topics like 

gender, sexual harassment and sexual assault, and to acknowledge that the onus is not only on 

individuals to make the right choices and relay correct information, it is also on the higher 

leadership and the institution to reinforce proper teaching techniques to better understand the 

parameters and how to navigate and embrace sensitive topics like, discrimination, sexual assault, 

gender, masculinity and femininity.            

6.1 Recommendations 

 Based on the results of this research, I recommend the following.   

6.1.1 Recommendation 1      
The research in this dissertation affirms that the terminology surrounding gender, in 

particular masculinity and femininity, as well as hateful conduct needs to be more accurately 

defined to be better understood. According to a Government of Canada (2020c) website 

illustrating information regarding Operation Honour and its purpose, the stated Mission 

Statement clearly indicates that the sole purpose of the policy is to eradicate inappropriate 

behaviour but the message reads “to eliminate sexual misconduct in the Canadian military” (n.p.) 

and is based on these principles: 

• People are at the centre of everything we do. The way we support and treat them 
is directly related to our operational effectiveness. 
 

• Any attitudes or behaviours which undermine the camaraderie, cohesion and 
confidence of serving members threatens the CAF’s long-term success. 
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The wording here, used to inform leadership, is problematic because the language used 

does not address explicitly a method to eradicate all systemic acts of discrimination. For example, 

terminology used to discuss transitional stages of acclimation into the military, such as the word 

“integration” is very problematic. Women should not be expected to integrate into an 

environment that is unwelcoming and resistant to women and expressions of femininity. As long 

as women have to conform to a dominant masculine ethos then women will never truly integrate 

into the masculine culture within which they have to navigate. Based on the findings within this 

dissertation and through the voices of the women who participated in this research the use of the 

term integrate is considered problematic and inappropriate and should be replaced with the term 

assimilation. This recommendation sides with von Hlatky (2019) who also feels that the term 

integration is inappropriate and that the word assimilation should be used instead and is much 

more representative of women and the process while navigating within militaristic spaces. If the 

military truly wants to integrate women successfully and in greater numbers they need to change 

the culture first. We can not keep expecting women to integrate into a toxic environment.    

6.1.2 Recommendation 2 
  There needs to be more attention and accountability to leadership education and 

development gender is critically engaged, so that personnel better understand the concepts that 

impact leadership decisions surrounding gender and promoting occupational advancement. 

Creating focus groups and vocational sessions, including webinars, is effective to discuss 

environmental working issues, access to resources and providing direction to portals within the 

service to discuss sensitive matters surrounding forms of perceived discrimination that directly 

impact upward mobility.  

Future directives and training courses/focus sessions could explore topics of socialization 

and concepts of bias, investigating facets of implicit or unconscious bias in an attempt to promote 

better awareness and understanding on individual behaviour and interaction. Understanding and 
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recognizing acts of implicit or unconscious bias create opportunities to correct behaviour that 

may be construed as being inappropriate. If there is no universal understanding of systemic 

discrimination or clear definition of terminology, how can one recognize wrong doings? 

Therefore, there needs to be better training protocols, teaching people how to inform from a top 

down approach in how to recognize inappropriate behaviour surrounding gender.    

6.1.3 Recommendation 3 
 According to my participants, there does not seem to be enough positive return on efforts 

to promote upward mobility for women, who constantly struggled to be recognized in order to 

advance within the ranking structure of today’s military. Therefore, it is recommended that there 

be increased efforts to incentivize and acknowledge women at different stages of their military 

careers may positively impact and boost morale. The effects of a positive environment directly 

affect both mental and physical wellbeing resulting in better integration. A movement toward a 

more inclusive and positive working environment may potentially contribute to increased 

projected enrollment numbers that reflect a target of 25% by 2026. 

6.1.4 Recommendation 4 
The guidelines in place for handling accusations of harassment and reporting 

inappropriate behaviour such as sexual misconduct need to be improved with better measures in 

place to ensure accountability and access to information regarding the outcomes of such cases 

that have been reported. Too many participants in this study claimed that they did not report 

sexual misconduct because from what they had experienced while serving nothing was done 

about reported incidents. Furthermore, there was no information available to survivors regarding 

outcomes informing the claimant so that she could move on in a direction of recovery. The lack 

of transparency and access to information for those who submitted claims needs to be addressed 

so that survivors of inappropriate behaviour can move on and seek the treatment needed knowing 

that their voices are being heard.            
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The creation of the Sexual Misconduct Response Centre has been viewed by some of the 

participants in this study as a move in a positive direction to help those who have experienced 

sexual misconduct and have been victimized while serving. Although the service has been 

positive according to the voices within this study, there continue to be bureaucratic issues 

surrounding access and treatment. It is recommended that there be a review of services offered to 

address levels of support, including independent psychological treatments, independent legal 

counsel, and access to additional financial support to cover costs for familial support, extended 

travel expenses, and dealing with therapeutic measures to address mental wellbeing. Current and 

past members who seek medical attention and who are dealing with both military/DND and 

medical professionals outside of the institution have concerns surrounding anonymity and 

professional competence directly related to the medical attention sought. Therefore, only those 

who are skilled, informed, and professionally trained to deal with different forms of inappropriate 

behaviour like sexual misconduct and the medical care sought, should be the only professionals 

dealing with survivors of sexual misconduct. This would aid survivors in a movement toward 

positive societal re-integration. I believe that addressing these recommendations would begin the 

long road to improving hurtful gender norms and socialized expectations in the Canadian 

military.  
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Appendix B: Letter of Information and Informed Consent 

 

 

 

 

 

A QUALITATIVE STUDY EXPLORING BARRIERS TO INCLUSIVITY OF WOMEN IN 

THE CANADIAN FORCES 

 

Hello,  
I am a graduate student in the PhD sociology program at Queens University, and I am conducting 
research as part of a requirement for my degree. You are invited to participate in this study 
examining the integrational experiences of female soldiers/veterans into the Canadian Armed 
Forces (CAF) and strategies employed to integrating into a dominantly masculine military 
culture. This research will hopefully be able to uncover some of the reasons why some women 
choose to leave the CAF as well as how women mediate their experiences during their military 
service. Thus, this research hopes to offer insight on how to improve policies revolving around 
gender relations. 
 
If you decide to participate, you will participate in an interview discussing your 
experiences during your military service in relation to your integration into military 
culture. The interview will follow a list of predetermined questions that you may answer 
from and will be approximately 1-2 hours in length. The time required for the interview 
will vary depending on the length of your responses. The interview will be recorded so 
that I do not miss any important information that you provide during this interview. Your 
name will not be included anywhere in the recording or transcription, and consent forms 
will be stored in a lockbox. Consent forms will be destroyed following the completion of 
the research and the interview recordings will be erased once transcribing has been 
completed. 
 
Any information that is obtained in connection with this study and that can be identified 
with you will remain confidential and will be disclosed only with your permission, or as 
required by law. As anonymity will be maintained throughout the study, verbatim 
quotations, or your own words recorded during the interview process will be used in the 
written portion of the study with your permission. Please check on of the following 
boxes:  
 
¨ Yes, I grant permission for direct quotations to be used from my interview 
 
¨ No, I do not grant permission for direct quotations to be used from my interview  
 
Your interview may pertain to a specific event(s) that occurred during the observation 
aspect of my research and has a very small potential to identify the specific event or 
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yourself to others. I will do my best to remove specific identifying information, and you 
may request to review and approve any information I use from this interview for 
dissemination purposes. To do so, please feel free to contact me through my contact 
information below, and I will arrange a meeting at your convenience to go over your 
interview transcriptions. 
 
Your participation is voluntary, and you are free to discontinue participation at any time without 
any negative consequence. You are also free to not respond to questions you are uncomfortable 
providing an answer for; these questions may be skipped.  
It is important to bring awareness towards the risks and/or discomforts as well as benefits you 
may experience when participating in this study. Potential risks largely revolve around the 
discussion of sensitive and personal matters, such as sexual harassment and sexual violence, as 
well as other topics (lack of support, failure to advance) that may provoke psychological distress. 
If your participation in the study is discovered, you may face discomfort or experience potentially 
negative social criticism by select groups and /or people disagreeing with the research study. 
However, while there are no direct benefits for your participation, bringing attention to the gender 
issues that occur in the CAF can potentially benefit society at large by giving voice to a 
vulnerable population that is subjected to a dominant masculine culture. 
This project is scheduled for completion by April 30th, 2019. If you have any concerns about this 
project, or if you would like to examine a copy of the final report, please contact my supervisor, 
Dr Annette Burfoot, at (613) 533-6000 ext. 77857. 
If you have any concerns about your rights as a research participant please contact – Mr. Philip 
McCristall, PhD Candidate of the Queen’s University Sociology Department at 905 622 7775. If 
you have ethics concerns, please contact the General Research Ethics Board (GREB) at 1-844-
535-2988 (Toll free in North America) or chair.GREB@queensu.ca (1-613-533-2988 if outside 
North America). 
 
Thank you for your time! 
Philip McCristall, (PhD Candidate Sociology) 
 
Office Mailing/Address: 
D431 Mackintosh-Corry 
Queen's University 
Kingston, Ontario, Canada 
K7L 3N6 
Email: 13pm28@queensu.ca 

I agree to participate in the interview and give my consent to record this interview: 

 

Signature of participant: _______________________________Date: _________________ 

  

Note: Participants will also be advised that should they experience any sort of psychological 
distress during, or as a result of the interview, to contact local resources for veterans listed 
on the National Defence and Canadian Forces website at http://www.forces.gc.ca/health-
sante/cfhsco-cssfco/services/mh-sm-eng.asp. For more immediate concerns, participants will 
be guided to: The list of local distress centers at http://www.dcontario.org/centres.html The 
Kingston Distress Line: 613-544-1771 Website: http://telephoneaidlinekingston.com/, and 
the local health and wellness website at www.queensu.ca/campuslife/health. 
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Appendix C: Recruitment Poster 

 

 

FEMALE VOLUNTEERS NEEDED for study on inclusivity of women in the Canadian 

Armed Forces 

 

We are looking for female volunteers with previous military experience to participate in an 

interview to explore in detail your experience while serving in the Canadian Armed Forces. As a 

participant in this study, you would be asked to describe some experiences from your military 

service and answer a few questions about them.  

 

The interview will take approximately 60 - 90 minutes of your time. Participants will have the 

option of being interviewed by a male or female qualitative interviewer. Participants will remain 

anonymous throughout the study, and may withdraw from the study and their information deleted 

at any point in time.    

 

If you are interested, please contact via email - Philip McCristall 

 

13pm28@queensu.ca 

 

The purpose of this research is to examine the integrational experiences woman have upon 

entering the CAF; the point in time during a woman’s integration when she may experience 

discrimination; how female soldiers might need to mediate their exposure to oppressive 

masculine behaviour; and their experiences with any current actions and/or initiatives that are 

being used to address the gender inequality present within the CAF, especially focusing on the 

contributions of the strategic initiative of Operation HONOUR. The aim of this initiative is to 

create awareness and a “long-term, sustainable change of [the] culture” within the CAF. Your 

input may help researchers understand the experiences of those who are currently serving and 

may be helpful in impacting policy that enhances a non-discriminatory military setting that 

promotes total inclusivity. 

 

Department of Social Sciences, Philip McCristall, Sociology, Queen’s University 
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Appendix D: Telephone Interview Script 

 
RESEARCH STUDY - A Qualitative Study Exploring Barriers to Inclusivity of Women in the 

Canadian Forces 

 

Script for Telephone Interviews Informed Consent for participants 

 

Hello my name is [name of researcher] and I am part of the research team conducting A 

Qualitative Study Exploring Barriers to Inclusivity of Women in the Canadian Forces 

 

1. I am notifying you because you recently communicated [via phone (left message), 
email, word of mouth, and referral] that you would be interested in participating 
in this study. Is this a good time to discuss it? [If yes, proceed; if it is not a good 
time to discuss, schedule another time to conduct the interview; if they do not or 
no longer wish to continue with the interview, thank them for their time]. 
 

2. Before we commence the interview, I would like to take this opportunity to 
explain the intent of the interview and the nature of the research, and obtain your 
verbal and written consent. A letter of information and written consent form is 
provided in physical letter and electronic form to you to ensure that you 
understand and agree to all aspects of the study. Did you receive this letter? If yes, 
proceed; As you received this letter prior to us meeting, would you like to review 
the form once more before starting the interview? If you feel that you do not want 
to sign the consent form and discontinue the interview, please let me know; if 
they did not receive the letter, provide a physical form of the letter and review it 
in detail to ensure there is a full understanding by the participant].  

 

3. The intent of this research is to better understand the lived experiences of women 
who serve in the military and to examine the integrational experiences woman 
have upon entering the Canadian Armed Forces (CAF); experiences during 
service and when leaving the military. 

 

4. The interview to be conducted is for research purposes ONLY. This interview 
will include both open-ended and closed questions. Depending on how you feel, 
you may choose not to answer a question, if this is the case, please let me know 
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and we can pass on that particular question. In the event you wish to return to that 
question, we can do so later in the interview process. 

 

5. The interview will last approximately 60 minutes – 90 minutes, depending on 
how you answer the questions. 

 

6. As a participant, your identity will be kept strictly confidential; the researchers in 
this research study will have access to the information, including the notes and 
interview recordings. Your participation in this research is completely voluntary 
and at any time you need to stop to collect your thoughts or take a break, do not 
hesitate to let me know. It is also important to note, that at any time you may 
withdraw your participation from this study at any time without consequence. 
 

7. As the interviewer during this interview, I will be taking notes throughout the 
interview process for the purpose of gathering additional information. This 
additional information will consist of thoughts and reflections. To help in this 
process, I would like to audio record the proceedings being conducted today.  
 
Do you agree to have the interview audio recorded? 

Before we commence the interview process, do you have any questions, concerns 
or have any issues with the format? 
 
Do you agree to participate in this interview?  
 
If yes, move on and start recording the interview; if the participant states that they 
do not want to continue with the interview process, thank the participant for her 
time. 
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Appendix E: General Research Questions 

 
Research Questions 

 

RESEARCH STUDY - A Qualitative Study Exploring Barriers to Inclusivity of Women in the 

Canadian Forces 

 

Section One: How and why did you enter the military? 

 

In this section, we explore the circumstances surrounding the interviewee’s entry into the 

military, including their reasons for enrolling. Questions shall include, how old they were, their 

personal relationship status, how they understood the military prior to entry, how they understood 

their potential involvement in the military, how long they remained, and where they worked 

during their military career. 

  

 Questions to be asked. 

 

1. How old were you when you first joined the military? 

2. How long were you in the military? 

3. What years did you serve? 

4. What rank were you in the military?  

5. Was there something specific that you thought the military was about, or could 

offer to you? 

6. What attracted you to the military? 

7. What was your personal life like at enrollment; were you involved in a 

relationship?  Did you have any children? 

8. What element did you join: Land (Army), Air (Air Force), or Water (Navy)? 
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Section Two: What was your life like while you served? 

 

In this section, we explore the interviewee’s experiences while in the military. We are concerned 

with whether the interviewee was employed in nontraditional feminine roles, how she perceived 

such, and how she was treated if performing such. We are also concerned with support and lack 

of support for the interviewee’s career in the military. 

 

Questions to be asked. 

 

1. What was your experience like at initiation into and basic training for the 

military? 

2. Where did you work or what occupations did you pursue? Did you move around a 

lot? 

3. Would you consider your role(s) unusual for a woman? 

4. Did you work with other women colleagues, and if so, did you get along? 

5. Who supported you and how during your progress in your military career? 

6. If you had children, was there adequate support for your role as a mother 

(especially on deployment? 

7. Did you have a partner while serving in the military? Were they too serving in the 

military? 

8. Did you ever report to a woman? 

 

Section Three: Why did you leave the military? 

  

In this section, we explore the reasons for the interviewee’s departure from the military. Included 

here are any potential problems or experiences during their military career, such as ranging from 

a lack of leadership and professional training through, failure to progress through the ranks, 

harassment, and abuse. 

 

1. Did you feel that you had a future in the military? 

2. Did you ever feel inspired by a female colleague? 

3. How did you perceive other women in the military while you served? 
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4. Did you feel that there was a welcoming climate to women serving in the 

military? 

5. Did you ever experience harassment or abuse, intentional or not? Do you feel safe 

and comfortable talking about that? 

6. Did you ever report unwanted behaviour? If so, how was that handled, and do you 

feel satisfied with how it was handled? 

7. When you were exiting the military were you informed of resources in order to 

transition from a military role to a civilian role?  

8. Did you feel that you were properly prepared to exit the military? 

9. Once you left the military and you entered back into society, was the military a 

resource that you could rely on to access services you once had when you were in 

the military, such as mental health and medical psychological attention if needed? 
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Appendix F: Thematic Overview 

Theme Secondary Tertiary 

  Forms of Segregation (men would 

experience more extreme treatment/ 

women would get extra duties) 3 (5%) 

Women incapable 2 (4%) 

Lower standard physical testing for 

women 2 (4%) 

Felt first culture 

introduction was 

supportive 34 (62% 

rounded) 

 

Conformity 6 (11%) A perception that there is an expectation 

to act masculine 5 (9%) 

Enrollment     4 (7%) Courses 1 (2%) 

Ill equip 10 (18% 

rounded) 

Segregation 1 (2%) 

Bases Ill Equip (e.g. Cold Lake) 2 (4%) 

Clothing/kit 4 (7%) 

Ill equip Op Honour 1 (2%) 

Discussion around Women issues and 

their Health (i.e. Sanitary issues …) 1 

(2%) 

Recruitment  

 

Feeling Properly 

Informed 4 (7%) 

 

Not Feeling Properly 

Informed 6 (11%) 

  

Cultural Glass 

Floor  

 

 

 

Once Posted to 

Regiment/Base 

following Recruit/Basic 

38 (67% rounded) 

Discriminating Working Environment 

28 (51%) 

  

Toxic masculinity 26 (47%) 

Tokenism 2 (4%) 

Cultural Oddity 1 (2%)   
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Female co-workers 3 

(5%) 

Competitiveness 3 (5%) 

Expected to conform to 

masculine culture 15 

(27% rounded) 

Hiding Identity 5 (9%) 

Occupational Barriers 

Promotions/glass ceiling 

23 (42% rounded) 

Male vs female leadership 2 (4%) 

Overlooked based on physical size and 

fitness level 1 (2%) 

Overlooked due to language barrier 1 

(2%) 

Overlooked due to gender and 

Overlooked based on identifying as 

being gay 5 (9%) 

Glass Elevator 1 (2%) 

Barriers existed from a Canadian Forces 

perspective rather than from an element 

perspective 1 (2%) 

People Promoted who did not deserve it 

3 (5%) 

Lack of educ. in order to progress (2%) 

 

Sufficient Professional 

Support 1 (2% rounded) 

 

Social Isolation by 

married staff 3 (5% 

rounded) 

Officer 2 (4%) 

NCM 1 (2%) 

Women Needed to be 

Self-sufficient 8 (15% 

rounded) 

 

Had to work twice as 

hard to be recognized 26 

(47% rounded) 

Status Characteristic Theory 20 (36%) 

(Proving leadership Wrong - Burden of 

Proof) 
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Cultural 

Institutionalization 

Treating Co-workers 

like prisoners 1 (2% 

rounded) 

 

Cultural shift 

toward inclusivity  

Culture is changing 

starting (Early 1990s) - 

Yes 19 (35% rounded) 

 

Policy Changes Promoting Inclusivity 

10 (18%) 

Modernized Harassment Policy (2000s) 

1(2%) 

The Purge/Targeting 

Gay Members 10 (18% 

rounded) 

Targeted for Appearance and behaviour 

5 (9%) 

Being Gay and considered a predator 1 

(2%) 

Released on suspicion of being gay 1 

(2%) 

Op Honour promotes 

fear and segregation 4 

(7% rounded) 

People are afraid to socialize 4 (7%) 

Creating a segregated working 

environment 1 (2%) 

Fear in the reprisals of reporting 

inappropriate behaviour 1 (2%) 

Op Honour Lowered 

Standard 3 (5% rounded) 

Push through for either women or men 

who do meet minimal standards 3 (5%) 

Existing Cultural 

Barriers 

Traditional Mentality 

Exists 13 (24% rounded) 

Inappropriate behaviour Continues to 

happen 2 (4%) 

Old Boys Network still exists 4 (7%) 

Glass ceiling Lack of Female Leaders 1 

(2%) 

Perceptions of 

Female Leadership 

Dealing with 

bureaucracy and support 

19 (35% rounded) 

 

Lack of female leaders 

16 (29% rounded) 

 

Inspiration by a female 

Yes 25 (45% rounded) 

Older women were considered motherly 

supportive and nurturing 3 (5%) 
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They wanted to mentor so you evolve 1 

(2%) 

Some what inspired by a 

female 2 (4% rounded) 

 

Female Leaders were 

viewed as Controlling 3 

(5% rounded) 

 

Female leaders were 

viewed as Humanistic 1 

(2% rounded) 

Empathetic/Sympathetic 

1 (2%) 

Negative female 

gendered 

perceptions toward 

female co-workers 

Male 7 (13%) Women are considered a threat 

competition 3 (5%) 

Controlling and Hard Nosed 1 (2%) 

Some Male Leaders would not Stand Up 

for Women 2 (4%) 

Less Understanding 1 (2%) 

Do as I say not as I do 1 (2%) 

Females 20 (36% 

rounded) 

Lack of focus 1 (2%) 

Territorial 1 (2%) 

Petty 1 (2%) 

Not Helpful 4 (7%) 

Bitter 1 (2%) 

Take things personally 1 (2%) 

Catty or Cattiness 2 (4%) 

Competitive toward each other 7 (13%) 

Underhanded/Sneaky to advance 2 (4%) 

Hypocritical 1 (2%) 

Emotional 1 (2%) 

Low self-esteem 1 (2%) 

Insecurity 1 (2%) 

Blades 1 (2%) 
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Positive female 

gendered 

perceptions toward 

leadership 

Males 6 (11% rounded) Task oriented 1 (2%) 

Make good bosses 1 (2%) 

Males are more supportive toward 

males 2 (4%) 

Don’t take things personally 1 (2%) 

Stand by your subordinates 1 (2%) 

Firm 1 (2%) 

Better Socialized for the military 1 (2%) 

Females 3 (5% rounded) Empathetic/sympathetic 1 (2%) 

Able to Maintain their Femininity 1 

(2%) 

Efficient 1 (2%) 

Fair 1 (2%) 

Perceptions of 

Female categories 

Whiny 1 (2% rounded) 

 

Dependent 1 (2% rounded) 

Complain 1 (2% rounded) 

Join to gain a 

relationship/Husband 6 

(11% rounded) 

Pregnancy 2 (4% rounded) 

Independent and strong 

and who look Normal 

who work hard 12 (22% 

rounded) 

  

Masculine Tough One of 

The Guys (Conform to 

Boys Club) 5 (9% 

rounded) 

In order to progress needed to mimic the 

men 1 (20%) 

Gay women (They 

always stick together) 2 

(4% rounded) 

 

 

Use their sexuality to 

advance Girly, Cutesy, 

Prissy, Promiscuous 
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(“use the female card” 

P49) 17 (31% rounded) 

Tasked Orientated 1 (2% 

rounded) 

 

Underhanded/Sneaky to 

advance 2 (4% rounded) 

Shifting Blame on to someone else 2 

(4%) 

Running away from a 

relationship/situation 1 

(2% rounded) 

 

To be challenged and 

who are very athletic 5 

(9% rounded) 

 

Wanted military to pay 

for their education 1 (2% 

rounded) 

 

Welcoming Yes 14 (25% rounded) 

Revised 

  

Not 41 (75% rounded) 

(Revised) 

Traditional Masculine ethos 

Discrimination (A) 22 (40%) 

Traditional Masculine ethos 

Discrimination (N) 6 (11% rounded) 

Started as early as Basic Training 1 (2% 

rounded) 

Traditional Masculine ethos 

Discrimination (AF) 8 (15% rounded) 

Harassment Yes 52 (95% rounded) 

(Revised) 

No 3 (6% rounded) 

  

Sexual Nature (38) (69%) Revised 

Rape 5 (9%) Sexual Bodily Harm 20 

(36%) Sexual Verbal 12  

But was not impacted by Harassment. 

Acknowledged that it was present but 

can’t let it impact you 3  

Physical 14 (25% rounded) 



 

145 

 

Verbal(vulgar)/Psychological/Emotional 

38 (69%) 

Voyeurism 2 (4% rounded) 

Stalking 7 (13 % rounded) 

Subversive (trickery) 2 (4% rounded) 

Spousal Abuse (A) 1 (2% rounded) 

Reporting 

inappropriate 

behavior 

Did not report 38 (69% 

rounded) Revised 

No mechanism to preserving anonymity 

9 (16% rounded) 

Fear of Reprisal 15 (27% rounded) 

Senior Management as perpetrator 15 

(27% rounded) 

No social Justice 17 (31% rounded) 

False Sense of Security due to new 

harassment policy 2 (4% rounded) 

Did report 17 (31% 

rounded) Revised 

Nothing was done felt ineffective 16 

(29% rounded) 

Dealt with by higher rank 3 (5% 

rounded) 

 

Exiting military 

 

No resources 26 (47% 

rounded) 

 

Wasn’t looking for it/not aware 10 (18% 

rounded) 

Getting Information from  

Veteran Affairs and dealing with the 

Bureaucracy 1 (2%) 

Did not know how to access/Had to find 

out own their own 3 (5%) 

Properly prepared to exit 2 (4%) 

Sexual-Trauma specific resources not 

available 1 (2%) 

Medical Resources for 

PTSD and other medical 

Major frustration getting assistance and 

Information from Veteran Affairs and 

dealing with the Bureaucracy 5 (9%) 
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ailments yes 6 (11% 

rounded) 

Lack of Familial Support to deal with 

PTSD 1 (2%) 

Did not know how to access specifically 

for PTSD 1 (2%) 

Resources available 18 

(33% rounded) 

Finding difficulty and did do not know 

how to access 4 (7%) 

Properly prepared to exit 9 (16%) 

Exiting Military 

and the way 

resources are 

communicated 

Satisfied 15 (27% 

rounded) 

  

Not Satisfied 23 (42% 

rounded) 

 

Sort of Satisfied 2 (4%)   Veteran Affairs Helpful 1 (2%) 

Reasons for 

exiting the 

military 

To raise a family 2 (4%)  

Medical Reasons (Not 

PTSD) 1 (2% rounded) 

Crohns Disease 1 (2%) 

Felt they had a 

future in the 

military 

Yes 30 (55% rounded) 

Revised 

 

No 25 (45% rounded) 

Revised 

 

Maternal resources Promotional barrier 6 

(11% rounded) 

Pregnancy Restriction of Duties, missed 

too much time and opportunities due to 

maternity leave 5 (9%) 

Lack of Familial Support 

21 (38% rounded) 

Lack of Child support 19 (35%) 

Reasons for leaving the military 3 (5%) 

Sufficient Familial 

Support 10 (18% 

rounded) 

Sufficient Child Support 9 (16%) 

Limited Child Support 1 (2%) 

Dependent on what Base 1 (2%) 

Medical Release No intention of leaving 

forced out 12 (22% 

rounded) 

Compulsory Retirement Age 1 (2%) 

Promotional Barrier 1 (2%) 

Diagnosed with PTSD mental (sexual) 8 

(15%) 

Physical Injury 4 (7%) 
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Transitioning into 

a Civilian role 

(Military Identity) 

Successful Transition 23 

(42% rounded) 

Dealing with Identity change 3 (5%) 

A difficult Transition 32 

(58% 

Lost Identity/Identity change 

Fear/Abandonment 19 (35%) 

Finding it quite difficult in dealing with 

Veteran Affairs 1 (2%) 
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Appendix G: Canadian Military Rank Structure 

The Canadian military rank structure consisting of Navy, Army and Air Force ranks with 
classifications and acronyms:   
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Appendix H: University of Toronto Press Article Contract 
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Appendix I: Canadian Forces Administrative Orders (CFAO) 19-20 Sexual 
Deviation 
 

Canadian Forces Administrative Orders (CFAO) 19-20 Sexual Deviation – Investigation, Medical 
Investigation and Disposal 
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CFAO 19-20 - CTV News Montreal 2020:n.p. 

In a military memorandum dated October 1992, an order to remove the above 
illustrated CFAO 19-20 was issued. What was stated within that memorandum is as 
follows: 

On 27 Oct, 1992 the Federal Court of Canada Trial Division declared that policies 
restricting the service of homosexuals in the Canadian Forces (CF) are contrary to 
the Canadian Charter of Rights and Freedoms. Therefore, CFAO 19-20 and all in 
term policies under that order are revoked immediately (General de Chastelain, 
CDS 1992) 
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Appendix J: Queen’s School of Graduate Studies Co-Author Authorization Form 
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Appendix K: Non Commissioned Members and Officer Totals by Element of 
Service 

 

 

Element 

  

 
Army 
(Land) 

23 

 
Navy 
(Sea) 

15 

 
Air Force 

(Air) 
17 

 
Participants 

Totals 
55 

 
Non 

Commissioned 
NCM 
Army 

17 

NCM 
Navy 

9 

NCM 
Air Force 

13 

NCM Totals 
39 

Junior Officers  Junior 
Officer 

5 

Junior 
Officer 

1 

Junior 
Officer 

3 

Junior Officer 
Totals 

9 
Senior Officers Senior 

Officer 
1 

Senior 
Officer 

5 

Senior 
Officer 

1 

Senior Officer 
Totals 

7 
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Appendix L: Participant Totals Including Rank and Element 

Elements 

of Service 

Rank   Number of 

Participants 

Army Private 2 

Army Corporal 5 

Army Master Corporal 3 

Army Sergeant 5 

Army Warrant 2 

Army  Captain 3 

Army Major 3 

Air Force Private 2 

Air force Corporal 3 

Air Force Master Corporal 4 

Air Force Sergeant 2 

Air Force Warrant 2 

Air Force Captain 3 

Air Force Major 1 

Navy Formerly Ordinary Seaman 

(Sailor Third Class) 

1 

Navy Formerly Able Seaman  

(Sailor Second Class) 

1 

Navy Formerly Leading Seaman  

(Sailor First Class) 

3 

Navy Petty Officer First Class 1 

Navy Chief Petty Officer First Class 1 

Navy Chief Petty Officer Second Class 2 

Navy Naval Lieutenant 1 

Navy Naval Captain 1 

Navy Lieutenant Commander 3 

Navy Commander 1 
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Appendix M: Participant Representation Total Years Served 

 

Participant  Combat/Support Time served 
Regular Force 

Time Served 
Reserve 
Force 

Total Years in 
Service 

P1 Support 1973 – 2005 
32 Years  

2005 -2006 
1 Year  

 
33 Years 

P2 Support 1974 – 2001 
27 Years 

  
27 Years 

P3 Support 1980 – 2015 
35 Years 

  
35 Years 

P4 Support 1983 – 1993 
10 Years 

1993 – 2000 
7 Years 

 
17 Years 

P5 Support   1981 – 1994 
13 Years 

 
13 Years 

P6 Support 2001 – 2019 
18 Years 

  
18 Years 

P7 Support 1976 – 2009 
33 Years 

  
33 Years 

P8 Support 1988 – 2009 
21 Years  

   
21 Years 

P9 Support 1988 – 1996 
8 Years 

  
8 Years 

P10 Support 1972 – 2012 
39 Years 

  
39 Years 

P11 Support 1986 – 2001 
15 years 

  
15 Years 

P12 Support 1979 – 2010 
31 Years 

  
31 Years 

P13 Support 1973 – 1997 
24 Years 

2000 – 2009  
9 Years 

 
33 Years 

P14 Support 1980 – 1983 
3 Years 

    
3 Years 

P15 Support 2013 – 2019 
6 Years 

  
6 Years 

P16 Support   2000 – 2016 
16 Years 

 
16 Years 

P17 Support 1989 – 2011 
12 Years 

  
12 Years 

P18 Support 1982 – 2004 
22 Years 

  
22 Years 

P19 Support 2009 - 2010 
1 Year 

2010 - 2013 
3 Years 

 
4 Years 

P20 Combat Arms 1994 – 2003 
8 Years 

  
8 Years 
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P21 Support 1981 – 2005 
24 Years 

  
24 years 

 
P22 

 
Support 

 
1988 – 2018 

30 Years 

  
 

30 Years 
P23 Support 1985 – 1993 

8 Years 
1983 – 1985 

2 Years 
 

10 Years 
P24 Support 1980 – 1991 

11 Years 
  

11 Years 
P25 Support 2000 – 2018 

18 Years 
  

18 Years 
P26 Support 1988 – 1993 

5 Years 
1993 – 1998 

5 Years 
 

10 Years 
P27 Combat Arms 1989 – 1992 

3 Years 
  

3 Years 
P28 Support 2001 – 2018 

17 Years 
  

17 Years 
P29 Support   1976 - 1998 

23 Years 
 

23 Years 
P30 Support  1991 – 2019 

28 Years 
 

28 Years 
P31 Support  1983 – 2012 

31 Years 
 

31 Years 
P32 Support 1978 – 1996 

19 Years 
   

19 Years 
P33 Support 1976 – 1980 

4 Years 
  

4 Years 
P34 Support 1992 – 2005 

13 Years 
  

13 Years 
P35 Support 1987 – 2007 

20 Years 
  

20 Years 
P36 Support 1975 – 2012 

37 Years 
  

37 Years 
P37 Support 1975 – 2010 

35 Years 
  

35 Years 
P38 Support 1982 – 2012 

30 Years 
  

30 Years 
P39 Combat Arms 1998 – 2019 

21 Years 
  

21 Years 
P40 Support  1987 – 1996 

9 Years  
 

9 Years 
P41 Support 1967 – 1985 

18 Years 
  

18 Years 
P42 Support 1982 – 2003 

21 Years 
2006 2010 

4 Years 
 

25 Years 
P43 Support 2001 – 2013 

12 Years 
  

12 Years 
P44 Support 1975 – 1987 

12 Years 
  

12 Years 
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P45 Support 1980 – 2014 
34 Years 

  
34 Years 

 
P46 

 
Support 

 
Not Specific 

1980s 

 
4 Years 

 
4 Years 

P47 Re-mustered into 
Combat Arms in 

1989 

1984 – 1998 
14 Years 

1998 – 2003 
5 Years 

 
 

19 Years 
P48 Support 1976 – 2004 

28 Years 
  

28 Years 
P49 Support 1996 – 1999 

3 Years 
  

3 Years 
P50 Support 1974 – 2004 

30 years 
  

30 Years 
P51 Support 1985 – 2003 

18 Years 
  

18 Years 
P52  2004 – 2019 

15 Years 
  

15 Years 
P53 Combat Arms 1999 - 2017 

18 Years 
  

18 Years 
P54 Support 1988 – 2016 

28 Years 
1983 – 1988 

5 Years 
 

33 Years 
P55 Support   1990 – 2016 

26 Years 
 

26 Years 
 

 


