
ABSTRACT 

LOCKWOOD, SAMANTHA NICOLE. Gender Differences in Leadership Pursuit among Early 

Career Conservation Professionals (Under the direction of Drs. Michael B. Edwards and Erin L. 

Seekamp).  

 

The gender inequality that exists within conservation leadership positions is believed to 

have negative implications both on professionals within the field and on the resources that the 

field seeks to protect. When inequality in decision-making exists, and specifically when women 

are excluded from these discussions, some conservation and workplace issues may not be 

brought to the table or have advocates for the development of solutions. Additionally, gender 

inequality in leadership roles may strengthen negative gender-based stereotypes towards women. 

The purpose of this study is to provide understanding as to what factors may be contributing to 

this leadership inequality. A new conceptual model, the Leadership Pursuit Model (LPM), is 

presented that posits that three key leadership attributes (structure and culture, leadership style, 

and leadership skills) influence an individual’s leadership pursuit, and if successfully negotiated, 

can eventually lead to leadership success. Leadership pursuit is a new construct developed for 

this study that combines two variables found to impact leadership success in retrospective 

studies: leadership aspirations and leadership self-efficacy. To test the LPM and the influence of 

gender, an online survey questionnaire was distributed to conservation corps members and recent 

alumni. This sample was used to target early career professionals in the conservation field, an 

understudied population. Findings suggest that gender was not a significant factor in determining 

an individual’s leadership pursuit, adding support to the increasingly accepted belief that gender 

disparity in leadership is not due to the disinterest of females. Additionally, significant 

relationships were found between gender and several leadership attributes posited in the LPM as 

affecting leadership pursuit. These attributes included structure and culture and leadership skills. 



The factors constituting structure and culture create a sort of paradox in which female 

respondents were more likely to perceive their gender as a barrier to career advancement in the 

conservation field, but were also more likely to feel supported by the field. Linear regressions 

revealed that leadership skills were disproportionately more important in influencing females’ 

than males’ leadership pursuit, contributing to recommendations that the field should ensure the 

promotion of skill development and recognition for all members, but particularly female 

personnel. Based on study findings, additional recommendations are made for the professional 

conservation field to address the issues presented.  
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CHAPTER I: Introduction 

Gender disparity in the attainment of leadership positions within the workforce is an issue 

of increasing interest. Women account for 43.1% of the workforce and 24.3% of chief executives 

in the United States’ workforce (Department of Labor, 2017). Within S&P 500 companies 

women account for 44.7% of total employees, but 5.8% of CEOs (Catalyst, 2020). This disparity 

is also seen when focused on the conservation field. Within the conservation field, which is the 

focus of this study, it has been estimated that women account for between 50 to 60% of entry-

level positions, but only hold about 10 to 20% of executive positions in the field (Flandreau, 

2017).  

Women’s lack of representation in leadership roles has been shown to have effects both 

on women in leadership and women in organizations more generally (e.g. perpetuated 

stereotypes about women, lack of women mentors). These negative effects may serve to foster 

power and status differentials in the workplace, which in turn may lead to greater gender 

disparities. Ely (1995) stated that, “power and status differentials between men and women will 

continue as long as the underrepresentation of women in leadership positions persists in 

organizations” (p. 39). The Equal Employment Opportunity Commission studied this topic in the 

context of federal agencies and published a report identifying 12 risk factors that are shown to 

increase chances of workplace harassment, including “a homogenous workplace” and 

“workplaces with significant power disparities” (Feldblum & Lipnic, 2016).  

Workplace harassment risk factors were further explored by the House Committee on 

Natural Resources, which published a report specifically detailing the EEOC findings in the 

context of Department of the Interior employees (Grijalva, 2018). This investigation was largely 

spurred by increased reports of sexual harassment and misconduct within the National Park 
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Service generally, and specifically at Grand Canyon National Park. Grijalva (2018) found that of 

the risk factors identified in the EEOC report, the Department of the Interior displayed 5 out of 

the 12 factors, including the two previously listed that influence gender disparity in leadership. 

This thesis addresses the issue of leadership disparity by exploring the role of gender 

towards perceptions of leadership pursuit among early career conservation professionals. In an 

effort to understand the current perceptions held towards leadership pursuit, a cohort of early 

career professionals was chosen as the population sample for this research. The group was 

chosen to allow for the reception of timely data that could be used to help inform how best to 

address gender disparity in leadership by and for the same age group that may soon be deciding 

how and to what extent they desire to lead.   

 

Gender Disparities in Leadership 

Leadership pursuit is a construct that synthesizes two well-established predictors of 

leadership success: leadership aspirations and leadership self-efficacy. Leadership aspiration is 

the interest in achieving a leadership position, believed to be a necessary component leading to 

career advancement (Singer, 1989; Schoon & Polek, 2011; Tharenou, 2001). Leadership self-

efficacy focuses on one’s beliefs related to their ability to become a leader and succeed in the 

role (Murphy & Johnson, 2016).  

Understanding leadership pursuit and its components has added context to literature 

seeking to explain the gender disparity in leadership positions. Research in the leadership 

literature is increasingly debunking previously long held beliefs that sought to explain the 

underrepresentation of women in industry leadership. One such belief is the idea that women 

simply are not interested in leadership. Hoobler, Lemmon, and Wayne (2014) addressed the topic 
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of disinterest by surveying manager-subordinate dyads and included measures related to career 

motivation, challenging work, training and development, and managerial aspirations. Within 

their sample, women received fewer training and development opportunities, and were rated by 

managers as having lower career motivation (Hoobler et al., 2014). Boatwright and Egidio 

(2013) posit that young women have an especially difficult time expressing their career 

aspirations, indicating one potential reason for the perceptions held by managers in Hoobler et 

al.’s study (2014). The authors found that the level of organizational development and 

challenging work (i.e. work that may serve to advance careers) that managers gave to employees 

was linked to the employees’ level of career motivation as perceived by their managers (Hoobler 

et al., 2014). Thus, suggesting that instead of women being uninterested in leadership, managers 

may serve as gatekeepers to valuable resources that may lead women to leadership roles 

(Hoobler et al., 2014). Other arguments have been related to certain traits and characteristics that 

have been previously deemed necessary for leadership, such as extraversion, conscientiousness, 

and openness (Ayman & Korabik, 2010). While traits necessary for leadership have previously 

been presented as gender neutral or androgynous, they have been shown to be most commonly 

associated with masculinity (Ayman & Korabik, 2010; Hovden, 2010). Therefore, women may 

inherently feel as if they are incapable of possessing these attributes, and if lacking these traits, 

may feel unequipped to lead.  

Gender-based arguments—that is, one gender inherently has a necessary characteristic 

that another lacks—are being increasingly disproven as the paradigm in leadership, and 

organizational theory more broadly, moves beyond individualism, and towards a more 

structuralist view (Lounsbury & Ventresca, 2003). Structuralism posits that human actions 

should be understood within a contextual system, and it seeks to produce working models to 
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explain these systems (Sturrock, 2003). In organizational theory structuralism has been used by 

scholars to assess organizational actions and how these actions have been shaped by social and 

cultural processes (Lounsbury & Ventresca, 2003).  Structuralism has also allowed for a more 

nuanced argument around gender and leadership pursuit. Specifically, rather than motivation and 

perception of leadership being inherently one way for males and another way for females, 

context is at play in these decisions (Lounsbury & Ventresca, 2003). Context may still also 

include societal ideals surrounding leadership. For example, perceptions of leadership may be 

influenced by how someone believes someone of their gender is expected by society to perceive 

work and related roles (Appelbaum, Audet, & Miller, 2003). A need for work-life balance may 

be more commonly associated with women because society still commonly expects women to be 

domestic caregivers (Rehman & Roomi, 2012). Additionally, culturally-influenced perceptions 

of ideal leaders are typically associated with assumed masculine traits (Ayman & Korabik, 

2010).  

Structuralism shows that the reality of leadership is complex, and the paradigm 

recognizes the interplay between agency and structure in leadership development (Lounsbury & 

Ventresca, 2003). The conceptual model proposed and tested in this thesis recognizes the 

intersection between agency and structure by measuring perceptions towards leadership pursuit 

and three of its antecedents at both the intrapersonal level as well as perceived influences within 

the organizational context. These leadership characteristics can be summarized as relating to 

organizational structure and culture, the leadership style that an individual uses, and leadership 

skills that are needed for the field, but also that an individual feels confident in demonstrating. 

For this study, structure and culture, leadership style, and leadership skills were conceptualized 

as predictors of leadership pursuit, a precursor to leadership success. Additionally, each of these 
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constructs and the relationships proposed in the model may be specifically influenced by gender-

related differences in individuals’ perceptions. 

The structure and culture of organizations are well-researched areas that may shed light 

into why there are fewer women in leadership positions in these fields. One important structural 

reason is that of work-life balance. The nature of the work done in the public recreation field has 

led to its reputation for lacking a typical “9 to 5” schedule (Smith et al., 2012). This may be an 

important consideration for women when balancing the social and personal costs (having 

children, getting married, etc.) with the decision of career advancement (Smith et al., 2012). 

Culturally, the perception of women in leadership roles may be a contributing factor to the lack 

of women in these roles. These perceptions include how people view women that succeed at 

traditionally “male” jobs, how people view women with traditionally “male” qualities, and the 

trade-offs that women experience between competence and likability due to these views (Nohria 

& Khurana, 2010). 

A second key area to understand is the gendered differences in leadership styles. One 

primary theory related to leadership style is the transformational-transactional leadership theory 

(Burns, 1978). While this theory will be further discussed in the literature review, it is important 

to note that Rosener (1990) found that women typically use a transformational leadership 

approach while men tend towards transactional. One implication that Rosener (1990) reported is 

that transformational leadership is typically used to shape the interest of the group through 

shared concern, whereas the transactional approach is based in position-based power, wherein 

rewards and sanctions were based on subordinate’s work.  

A third area that may be contributing to the disparity is that of skills. These skills include 

both leadership skills and skills deemed necessary to succeed in the field. There are skills that 
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may be necessary for a role that for one reason or another are not adequately developed, or 

perceived as developed, within an individual. The confidence-competence theory explains that 

the perception of having a skill may be just as influential as actually having it (Delay & Dyment, 

2003). Even if a female has the skills necessary, they may be more likely to downplay the skill or 

say that they do not have adequate experience or skill-level (Delay & Dyment, 2003). Males, 

conversely, are more likely to have the confidence to say that they have an adequate amount of 

the skill or experience, even if they in fact do not (Delay & Dyment, 2003).  

 

Leadership in the Conservation Field 

Within conservation literature, the issue of gender disparity in leadership is only recently 

being studied in early career individuals, with the bulk of the focus being on mid- and late-career 

professionals (Smith et al., 2012). For this study, conservation corps members were used as the 

targeted sample in an effort to measure early career professionals. Conservation corps are 

organizations that provide programs and opportunities to young adults, typically between the 

ages of 16 to 25, to complete service projects related to conservation, recreation, and community 

needs (Corps Network, n.d.). Previous studies have found positive outcomes and development 

displayed by conservation corps members, but did not specifically look at gender comparisons 

(Duerden, Edwards, & Peterson, 2013).  

Conservation corps members were chosen as the sample for this study due to the unique 

opportunity it provided. Much of the literature related to understanding gender inequalities in 

leadership and the workforce focuses on one or two main factors or themes. Instead, this study 

works within a framework of a new conceptual model, the Leadership Pursuit Model (LPM), 

which seeks to understand how three often-identified influential leadership characteristics are 



   

7 

 

associated with the construct of leadership pursuit. By studying the LPM in relation to 

conservation corps members, this study not only allows for increased understanding of the 

influence of gender on perceptions of leadership characteristics and leadership pursuit, but also 

provides the opportunity to report relevant data and recommendations to organizations with the 

ability to implement targeted developmental changes that may help lessen the gender inequality 

within leadership in the conservation field. 

 

Research Objectives 

This study focused on understanding perceptions related to leadership, and how these 

perceptions differ by and are influenced by gender. To address this topic, gendered hypotheses 

were formed around leadership pursuit, its antecedents, and the relationships proposed in the 

LPM. These hypotheses are individually tested in chapter 2. The primary objective of this study 

was to add understanding to how early career conservation professionals perceive leadership. 

With increased understanding, the goal of the study was to create and propose informed 

recommendations for the professional conservation field. These recommendations are aimed at 

addressing areas that women may view as constraints towards realizing their leadership potential, 

and may serve to aid in progress towards gender parity in leadership roles.  Recommendations 

are outlined in chapter 3.   

 

Thesis Format 

This thesis is written to address both the academic and professional implications of this 

research. The second chapter is written in manuscript format and focuses on the construction of 

leadership pursuit as a construct, the proposed model, and the implications that these additions 
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make on the field. The third chapter is written as a technical report for conservation corps and 

other conservation-based organizations. This report focuses on the gender comparisons found 

among respondents in relation to leadership pursuit and each of its antecedents. 

Recommendations are also made in the report for ways in which conservation corps can 

implement key findings from the study to potentially address and mitigate gender disparity in 

leadership in the conservation field. The fourth chapter provides a summary of findings, related 

to both the manuscript and technical report, details implications of the research, and identifies 

areas for future research. Information found in the appendices includes the survey instrument, a 

sample email to research participants, and supplemental tables.  
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CHAPTER II: Perceptions of Leadership Pursuit in Early Career Conservation 

Professionals 

ABSTRACT 

Women are critically underrepresented in leadership roles in the workforce, including the 

conservation field. Much of the research surrounding this topic relies on retrospective accounts 

to understand females’ career paths and trajectories. This study adds context to how early career 

conservation professionals perceive their leadership attributes and intentions to pursue a 

leadership position, while examining the influence of gender. Specifically, this study tested a 

new theoretical framework, the Leadership Pursuit Model, that contends that leadership 

attributes (structure and culture, leadership style, and leadership skills) relate to leadership 

pursuit, which may eventually lead to leadership success. Leadership pursuit is a construct 

created by the aggregation of two predictors of leadership success: leadership aspirations and 

leadership self-efficacy. We examine how gender influences perceptions of leadership attributes 

and leadership pursuit. Results from online survey research (n= 349) with current and recent 

conservation corps members indicate that gender is not significant to leadership pursuit nor its 

components. However, gender has significant relationships with some of the leadership 

attributes, which may suggest that gender is instead influencing leadership pursuit through these 

antecedents. This study contributes the Leadership Pursuit Model (LPM) to literature. In this 

study the LPM was found to have a predictive strength of Adj. R2 = .40, and was found to be a 

better fit for males than female respondents. Our findings suggest that while the LPM was 

informed by literature aiming to understand leadership attributes relative to female experiences, 

discussion of leadership may still be male influenced.   
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INTRODUCTION 

The conservation field is increasingly taking steps to better understand the nature and 

impact of gender divisions in the workforce. For this study, the terms surrounding 

“conservation” and “the conservation field” will be used to describe organizations that work to 

maintain, restore, or otherwise positively impact natural resources and access to outdoor 

recreation. Deanne Buck is the former executive director of Camber Outdoors, an organization 

that works to make the “active-outdoors industries” more diverse and inclusive (Camber 

Outdoors, n.d.). In a blog interview, Buck estimated that while women account for between 50 to 

60 percent of the workforce in entry-level positions, they only hold about 10 to 20 percent of the 

top executive positions in the industry (Flandreau, 2017). A similar pattern can be seen within 

the federal agencies that comprise the U.S. Department of the Interior (DOI). Within DOI 

agencies, women account for 77 percent of administrative staff positions and only 32 percent of 

“high level staff” positions (Grijalva, 2018).  

This gender inequality in leadership is of concern to professionals in the conservation 

field, and has led to advancements being made in the conservation-based workforce to 

understand how to strategically recruit women to the field and retain them long-term (Heidrick & 

Struggles, 2018; Gray, Mitten, Loeffler, Allen-Craig, & Carpenter, 2017; Davidson & Black, 

2010; Sharp, 2001). Women are needed in leadership roles in the conservation field due to an 

issue of representation, particularly symbolic and substantive representation (Mendelberg & 

Karpowitz, 2016). Symbolic representation refers to the idea that when women are lacking from 

leadership roles it can perpetuate negative stereotypes about the gender and reinforces the idea 

that women are less capable and their opinions are not important (Mendelberg & Karpowitz, 

2016). Substantive representation refers to the issues that are being discussed and advocated for. 
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Literature has shown that men and women have differing priorities and that women are typically 

more involved, compared to men, in industries and activism that relate to care-giving and the 

needs of children and vulnerable people (Burns, Schlozman, & Verba, 2001; Crowder-Meyer, 

2007; Parker & Wang, 2013). Thus, when women are lacking from the discussion, these issues 

may not receive fair discussion, and the decisions that are made may not reflect the interests of 

these populations (Mendelberg & Karpowitz, 2016). It has been found that when women are 

included in decision-making at levels of near parity with men, there have been greater 

improvements to natural resource management (e.g., forest conditions, such as better forest 

regeneration and canopy growth) and an increased likelihood of a political body to ratify 

international environmental treaties (Agarwal, 2009; United Nations, 2012). These 

improvements to natural resources that hinged on female representation add support to why 

gender parity is necessary in leadership positions in the conservation field.    

Research is consistently showing that there are several factors that contribute to 

leadership attainment (Ezzedeen, Budworth, & Baker, 2015; Athanasopoulou, Moss-Cowan, 

Smets, & Morris, 2018; Din, Cheng, & Nazneen, 2018). Some of these factors include cultural 

constraints, career anxieties, organizational culture, work-life initiatives, work context, 

leadership styles displayed by the individual and management, leadership skills (soft and hard 

skills), and the perceptions an individual believes others have of their abilities (Ezzedeen et al., 

2015; Fritz & van Knippenberg, 2017; Dzubinski, Diehl, & Taylor, 2019; Appelbaum, Shapiro, 

Didus, Luongo, & Paz, 2013; Burke & Collins, 2001; Athanasopoulou et al., 2018; Hurst, 

Leberman, & Edwards; 2016). Of these factors, three attributes have been consistently 

documented in the literature to influence leadership attainment: structure and culture, leadership 

style, and leadership skills.  
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These three leadership attributes are most typically explored in studies that rely on 

retrospective accounts of a woman’s career (e.g., Anderson & Shinew, 2001; Smith et al., 2012). 

Yet, relying on retrospective accounts may hinder the collection of timely data that can be used 

to develop or change leadership development programs and engage more females in the field. 

Additionally, retrospective accounts may inadvertently be skewed by the societal factors that 

were most present when the individual was making decisions about the longevity of their career. 

As leadership theory has become more structural, so has society. There is a greater 

understanding, in leadership and at large, surrounding contextual factors that are influencing 

career decision-making (Oc, 2018). How an individual experiences this context, including 

organizational or social factors, may be impacted by their gender (e.g. men’s and women’s 

leadership pursuit may be constrained or facilitated by context differently). By focusing on early 

career professionals, this study aims to address a population that may not yet have had to 

navigate these contexts, and may therefore provide a view of what leadership pursuit looks like 

before it has been socialized and gendered by a career path. This study aims to understand 

current perceptions of leadership in today’s context to assess if women are interested in the 

conservation field, interested in leadership, and what may be stopping them from moving 

through the ranks. By measuring these factors in the early career stage, this study seeks to 

identify constraints that may be prohibiting early career professionals from pursuing leadership 

positions later in their career.    

Using a sample of early career conservation professionals, this study examined the 

relationships between three key leadership attributes (i.e., structure and culture, leadership style, 

leadership skills) and perceptions of leadership pursuit (i.e., possessing both the leadership 

aspirations and leadership self-efficacy perceived to be needed to become a successful career 
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leader), and explored how the strength of relationships differ by gender. Specifically, we 

developed a new theoretical model, the Leadership Pursuit Model (LPM), to test these 

relationships. With this knowledge, our intentions are to better understand if, and how, gender 

imparity in conservation leadership may be attributed to the perceptions held by early career 

professionals. This would allow us to propose recommendations to the field on areas that 

required increased focus in an effort to mitigate this disparity.  
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LITERATURE REVIEW 

Leadership Pursuit 

Leadership pursuit is defined as the beliefs held by an individual in regards to their 

leadership aspiration and leadership self-efficacy. In other words, it is expected that individuals 

who successfully attain leadership positions later in their careers have aspirational beliefs to 

reach leadership positions, as well as confidence in their own abilities to lead present earlier in 

their careers. Leadership aspiration is the interest in achieving a leadership position and the 

willingness to accept an offer for the role (Singer, 1989), and has been identified as a necessary 

component of career attainment and advancement (Schoon & Polek, 2011; Tharenou, 2001). 

Leadership self-efficacy is primarily concerned with how a person perceives their ability to lead 

(Murphy, 1992). Additionally, leadership self-efficacy is believed to influence leadership 

aspiration (Fritz & van Knippenberg, 2017; Hoyt, 2013), which connects the two factors. In 

particular, as individuals have enhanced perceptions of leadership self-efficacy, they may be 

more inclined to aspire to greater levels of leadership, which we posit would increase leadership 

pursuit intentions. Due to this relationship, and the prevalence of males to hold leadership 

positions, we predict that males in our sample of early career conservation professionals will 

report higher perceived levels of leadership pursuit.  

H1: Males hold stronger leadership pursuit beliefs.  

 

Structure and Culture  

The structure and culture of an organization can greatly influence if a person enters an 

occupational field (Smith et al., 2012). In the conservation field, this can be especially true for 

women, and particularly women with families. The unconventional hours and lack of work-life 
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balance for which the conservation field is known (e.g., expectation to “put work first” and work 

outside of scheduled hours or outside of the typical 9 to 5 work schedule) can influence if a 

person chooses to enter a professional field, and if they stay for long enough to seek out a 

leadership position (Smith et al., 2012). 

Additionally, women may find it unappealing or difficult to enter a field that is more 

typically associated with a “masculine” identity, such as engineering and natural resource 

management, due to the culture of the field, or an organization within the field (Cartwright & 

Gale, 1995; Davidson & Black, 2010). The culture of an organization is typically determined by 

six factors: its history, the size, the technology used, the activities performed, the environment it 

exists within, and the people, particularly the leaders (Cartwright & Gale, 1995). If the culture of 

an organization perpetuates the masculine identity of the field as a whole, women may be 

dissuaded from the organization and may not see a place for themselves in the field. Such 

perpetuation can become a cyclical issue where women do not see themselves represented in the 

culture (particularly the environment or leaders) of the organization, and thus choose to avoid it.  

Cultural incongruence may be a barrier to leadership, and access to resources and support 

may help an individual navigate past this issue or lessen the extent to which they perceive the 

issue. Due to this, we hypothesize that males, due to being represented in larger numbers in 

leadership than females, will perceive a more supportive culture (i.e., access to opportunities and 

resources) related to their leadership pursuit from the conservation field.  

H2: Males will perceive a more supportive culture to their leadership pursuit.  
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Leadership Style  

Leadership theories attempt to explain the emergence of leadership characteristics and the 

consequences of this process (Bass, 1990). Although there is no one singularly accepted theory 

in the leadership field (Martin et al., 2006), leadership theories help identify potential reasons for 

why leadership characteristics may or may not emerge differently in different people.  

There are five broad areas of approaches found within early leadership theories. These 

approaches include: charismatic, contingency, situational, style, and trait (Martin et al., 2006). 

Early theories were primarily based on organizational hierarchy and leadership was characterized 

by the traits and styles of the leader (Martin et al., 2006). The first shift away from these early 

leadership theories was the introduction of the transactional versus transformational leadership 

approaches (Bass, 1990). Where early theories focused solely on the leader, this shift brought the 

field to consider both the leader and the led (Martin et al., 2006). Transaction and transformation 

approaches were introduced by Burns (1978) and held that transactional leadership is based in 

modal values, such as honesty, responsibility, and honoring commitments. Transformational 

leaders are concerned with end-values including liberty and justice, and appealing to followers’ 

morality (Burns, 1978). This shift has allowed for a more complex understanding of leadership 

theories and has inspired the introduction of contemporary theories (Martin et al., 2006). 

One contemporary theory of leadership style is that of authentic leadership (Luthans & 

Avolio, 2003). The authors suggest that leadership based in authenticity and positivity is more 

apt for our current, evolving times. Luthans and Avolio (2003) state that the authentic leader, and 

the organization that they exist within, seeks to foster positive self-development, and wants to 

positively transform their associates around them. Central to authentic leadership are the ethical 

and moral components of leadership (Luthans & Avolio, 2003).  
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There is a known gender divide seen in transactional and transformational leadership 

styles (Bass, Avolio, & Atwater, 1996; Burke & Collins, 2001). Conversely, in authentic 

leadership, a gender divide may exist but is not, currently, as well documented (Hopkins & 

O’Neil, 2015; Woolley et al., 2011; Eagly, 2005). Braun, Peus, and Frey (2018) added 

understanding to this divide by arguing that the attributes associated with authentic leadership 

are more in line with communal attributes, which are most commonly connected with female 

leaders. Braun et al. (2018) found that authentic leadership “appears to be positively associated 

with women” (p. 140), and pushed back on the notion that it is gender neutral. Based on this, we 

hypothesize that females will holder stronger leadership style beliefs, by way of measuring 

authentic leadership.  

H3: Females will report higher levels of authentic leadership. 

 

Leadership Skills 

In relation to leadership, there are two main categories of skills: soft skills and hard skills 

(Priest & Gass, 2005), which Swiderski (1987, as cited in Shooter, Sibthorp, & Paisley, 2009) 

expanded to include conceptual skills. Specifically, Swiderski (1987) explained that: hard skills 

are focused on environmental, safety, and technical skills; soft skills encompass communication, 

social, and psychological skills; and conceptual skills includes the realms of judgement and 

creativity. While these three categories have been generally agreed upon, there has been 

continued discussion as to what skills should be in each category, and some have changed 

“conceptual skills” to “operational skills” or “metaskills” (Twehous et al., 1991; Priest & Gass, 

2005).  
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Outdoor leadership scholars have increasingly recognized the importance of, but often 

overlooked nature of, soft skills in the field (Shooter et al., 2009). Yet, scholars have noted the 

stereotypical nature and imagery associated with the skills categories; specifically, men are 

thought of as having the hard, technical skills, while women are more closely associated with the 

soft, communication skills (Shooter et al., 2009). In addition to gendered imagery of skills, it is 

important to understand if skill development is the same for men and women, and if the same 

skills are necessary for all people. For example, Eagly and Carli (2007) stated that due to the 

unique set-up of the labyrinth, women may need additional skills such as persistence, awareness, 

and analysis.  

Due to our study primarily focusing on soft skills and drawing from the findings of 

Shooter et al. (2009), we hypothesize that females will hold more strongly related beliefs towards 

their perceptions of importance and confidence in relation to the measured leadership skills.  

H4: Females hold stronger leadership skills beliefs.  

 

Leadership Pursuit Model 

The literature surrounding the gender inequality in leadership positions focuses on factors 

that affect two main areas: factors for why women do not enter a conservation or natural 

resource-based field and why women do not rise to senior level leadership positions. For this 

study, these factors have been broken down into three key leadership attributes: structure and 

culture, which includes access to resources and opportunities; leadership style, relating to the use 

of authentic leadership; and leadership skills, relating to the soft skills perceived as necessary 

within the conservation field. These factors are displayed in the model presented in Figure 2.1. 



   

19 

 

We predict that structure and culture, leadership style, and leadership skills will all impact 

leadership pursuit.  

H5: Beliefs about structure and culture, leadership style, and skills are positively related 

to leadership pursuit beliefs.    

 

Figure 2.1. Theoretical model connecting the three previously identified factors with leadership 

pursuit, and eventually leading to leadership success. The solid arrows show the predicted 

relationships that exist in the model. The dotted lines are assumed relationships based on 

literature.  

 

In the LPM (Figure 2.1) we also controlled for the level of education that someone has 

received in an effort to discern the influence of and the desire for higher education. Additionally, 

as our hypotheses related to leadership attributes demonstrate opposing gender-related influences 

on perceptions of leadership pursuit, we did not hypothesize the relationship of the influence of 
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gender within the LPM. Instead, we sought to explore the potential for varying influences of 

gender in the predictive strength of the model. 
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Study Context 

This study focuses on the perceptions of leadership attributes and leadership pursuit held 

toward leadership by early career conservation professionals. We selected conservation corps 

program participants as our study population. Conservation corps are non-profit organizations 

that provide service project-based programs for young adults (Corps Network, n.d.). These 

projects are typically related to “recreation, conservation, disaster response, and community 

needs” (Corps Network, n.d.). Conservation corps programs have been shown to increase a 

variety of traits in young adults, including environmental engagement, critical thinking, and 

leadership (Duerden et al., 2013).  

As previously indicated, gender stereotypes may make it difficult for women to navigate 

through the conservation field. Yet, Duerden et al. (2013) found that corps membership was 

relatively gender equal. Additionally, corps members are a unique sample population because all 

members have taken the first step of entering the field and have participated in a similar 

program, thus arguably having equal access to skills and experiences provided. Due to this, we 

claim sampling conservation corps program participants provides a baseline in regards to the 

interests held by members and the level of motivation that they have to enter the field, 

exemplified by the motivation it takes to apply for the program. Additionally, Duerden et al. 

(2013) found that a significant number of conservation corps members displayed a desire to seek 

careers in the conservation field, which further supports the use of corps members as a 

population of early career conservation professionals.  

 The corps programs offered for young adults and early career professional can largely be 

divided into two main programs: team project and single-placement. Both programs typically 

have a duration of between three and twelve months (Student, n.d.). Additionally, both programs 
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can be considered as being similar to internships. Internships can be one opportunity for students 

and early career individuals to develop and hone the skills that they have learned in educational 

settings (Mullens, 2017). Thus, internships can serve as a bridge between education and career 

(Billett, 2009). Internships have been shown to increase skills that include communication, 

interpersonal, and leadership (Beggs, Ross & Goodwin, 2008; Busby, 2003). Additionally, when 

a student completes an internship, they may show an increase in positive attitudes towards their 

career path and improved self-efficacy in regards to their career choice (Falxa-Raymond, 

Svendsen, & Campbell, 2013; Jackson & Jackson, 2009). Therefore, conservation corps 

internships are one way in which early career professionals can receive training and an 

introduction (“try it out”) to the conservation field by way of an internship.  
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METHODS 

Research Design, Study Population, and Sampling Procedures 

This non-experimental study is framed within a conceptual model that aims to express the 

relationship between three leadership attributes and leadership pursuit. In particular, this study 

seeks to identify and explain any relationships, based on gender, that exist for this population 

between structural and cultural factors, leadership style, skills, and leadership pursuit. 

The study population was early career conservation professionals, and more specifically, 

conservation corps members. These corps members were between the ages of 18 and 26, to aim 

for a population that ideally has minimal previous full-time work experience in the conservation 

field. This allowed for a sample that addresses a main research gap, that of pre- and early career 

conservation professionals. Corps members were sampled from The Student Conservation 

Association, Conservation Legacy, and the Utah Conservation Corps. These conservation corps 

were chosen based on their geographic spread with programs across the country. Both their team 

project and single-placement corps were sampled. Data were collected with the use of a 

quantitative, online survey instrument.  
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Measures 

Leadership Pursuit 

Leadership pursuit was measured through the use of leadership aspirations and leadership 

self-efficacy. No measures were used that specifically addressed leadership pursuit. For this 

study, leadership aspirations were measured by the use of quantitative scale developed by 

O’Brien (1996). Examples of questionnaire items include “I hope to become a leader in my 

field,” and “I hope to move up through any organization or business I work in.” Leadership self-

efficacy was measured by eight questionnaire items developed by Murphy (1992), and lightly 

adapted by Fritz and van Knippenberg (2017). Additional adaptation occurred but was limited to 

replacing the use of “students” to “people.” Examples of questionnaire items include: “I know a 

lot more than most people about what it takes to be a good leader,” and “I am confident of my 

ability to influence a group I lead” (Fritz & van Knippenberg, 2017). Answers were measured on 

a 7-point Likert-type scale, with 1= “strongly disagree” and 7= “strongly agree.”  

 

Structure and Culture 

The structure and culture construct was measured by the use of adapted questions from a 

qualitative study focused on early career business students (Ezzedeen et al., 2015). Questionnaire 

items were structured to ask about the respondent’s perceptions of themselves, rather than to 

measure their perception of others in the field. For example, the question “Do you believe that 

your career options are different from the options of your male peers?” was rewritten as “My 

career options in this field are different than someone of another gender,” and the question “Can 

a woman combine executive work and family?” was rewritten as two questionnaire items: “I can 
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combine executive work in this field and having a family,” and “Having a family is important to 

my personal identity.”  

Following factor analysis of these items, the construct was split into two variables of 

Opportunities and Resources (see Results for Structure and Culture). Measures in the 

Opportunities variable related to potential barriers towards future leadership (“Barriers to my 

career advancement are different than those for someone of other gender”), while Resources was 

more focused on bridges and access to the field (“I am empowered to have a successful career in 

this field”). All responses were originally measured on a 7-point Likert-type scale, with 

1=“strongly disagree” and 7=“strongly agree.” After the identification of these two distinct 

variables, the measures that factored to the Opportunities component were reverse coded to 

convey that stronger agreement with the item meant the perception of fewer gender-based 

barriers.  

 

Leadership Style 

Leadership style was measured by the use of the authentic leadership self-assessment 

questionnaire, presented by Northouse (Leadership: Theory and Practice). Questionnaire items 

included “I seek others’ opinions before making up my own mind,” and “My morals guide what 

I do as a leader.” Two questionnaire items were reverse coded were rewritten to avoid confusion: 

“I do not allow group pressure to control me,” and “I do not emphasize my own point of view at 

the expense of others.” Answers were measured on a 7-point Likert-type scale, with 1=“strongly 

disagree” and 7=“strongly agree.”  
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Leadership Skills  

Leadership skills were measured by the use of a list of soft skills identified by project 

collaborators from the participating conservation corps (i.e., skills deemed to be necessary to be 

successful in the conservation field). A list of 10 skills were provided to the respondent. The 10 

skills were first presented to assess how important the individual perceived each skill. Next, the 

skills were presented to ask how confident the respondent was in their ability to perform and 

exhibit a skill. Examples of leadership skills include “communication,” “empathy,” “time 

management,” and “problem solving.” Answers were measured on a 7-point Likert-type scale, 

with 1=“strongly disagree” and 7=“strongly agree.” The confidence measures were used to 

create the construct of leadership skills for this study. Further explanation is provided in the 

Factor Analysis section.  

 

Gender 

Gender was dummy coded as 0 for male and 1 for female. Respondents (n=19) who 

selected a different response category [i.e., Nonbinary, Other (with the option of writing in a 

response), or Prefer not to say] were removed from our usable dataset prior to analysis. 

 

Data Analysis 

We first ran factor analyses to create the component variables used for leadership pursuit, 

structure and culture, leadership style, and leadership skills. Using methods described by Brown 

(2015), factor analysis was performed in stages. Rotated, Varimax solutions were used. First, 

subcomponents were identified within each construct using an Eigenvalue of 1.0 as the 

constraint. Items above 0.6 were retained. Then, the retained items for each factor were then 

forced into a one-factor solution to identify if the measurement was stronger at the construct 
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level, which we assessed through reliability analyses (i.e., to confirm the consistency of the 

questionnaire item-level errors within each factor). We retained the one-factor solution for 

further analyses, without removing items that did not meet the 0.6 factor loading threshold, when 

higher consistency was found. After creating the component variables, we ran independent t-tests 

to explore for gender differences between the factors and linear regressions to test the LPM. All 

data analysis was performed within IBM’s SPSS v. 25 (IBM Corps, 2017).  
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RESULTS 

Respondent Profile 

In total, a link to the survey questionnaire was distributed via email to 2,423 corps 

members, with 368 surveys being returned. After data cleaning, a total of 349 were used in the 

analyses. Surveys sent to Conservation Legacy produced the highest response rate (17.2%), 

possibly due to the ability to send a reminder email. The Student Conservation Associate and 

Utah Conservation Corps, which sent the email directly, saw similar, but lower, response rates at 

10.2% and 13.8% respectively. One reminder email was sent to Conservation Legacy corps 

members (The Student Conservation Association and Utah Conservation Corps elected to not 

send reminder emails). More females (n=225) than males (n=124) completed the survey 

questionnaire. On average, our respondents were 24 years old, white (78%), and had completed a 

college undergraduate degree (54%). When asked about the position they most recently held with 

a conservation corps, 50% of respondents stated team member and 34.6% selected single-intern 

placement.   

 

Factor Analysis 

We conducted factor analysis for leadership pursuit and each leadership attribute. For 

leadership pursuit, 15 questionnaire items were retained, with a reliability statistic of α = 0.902 

(Table 2.1). The leadership pursuit construct had a mean of 5.58 (SD = 0.750) for the total 

sample (females: M = 5.61, SD = 0.706; males: M = 5.53, SD = 0.825). Factor scores, 

descriptive statistics, and Cronbach’s alpha for each component are presented in Table 2.1. 

While theoretically the structure and culture components of opportunities and resources are 

linked, for this study we ultimately decided to use them as separate variables as the separate 
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variables held greater internal consistency (opportunities: α = 0.848; resources: α = 0.777; 

structure and culture: α = 0.670) (Table 2.2). The opportunities composite variable comprised 4 

items (mean = 3.76, SD = 1.466). Again, the opportunities measures were reverse coded to 

display that a higher level of agreement with the items conveyed less of a perception of gender as 

a barrier to career advancement (females: mean = 3.40, SD = 1.342; males: mean = 4.41, SD = 

1.463). The resources composite variable comprised 4 items (mean = 5.24, SD = 1.057), with 

similar mean responses for females and males (females: mean = 5.25, SD = 1.042; males: mean 

= 5.22, SD = 1.087). Factor scores, descriptive statistics, and Cronbach’s alphas can be found in 

Table 2.2. For leadership style, 10 items were retained after combining three component 

variables, with a reliability statistic of α = 0.732. The mean for leadership style was 5.52 (SD = 

0.657) (females: mean = 5.55, SD = 0.657; males: mean = 5.47, SD = 0.658) (Table 2.3). The 

leadership skills construct had a mean of 6.15 (SD = 0.567(females: mean = 6.19, SD = .528; 

males: mean = 6.07, SD = .637). The construct was produced by conducting a factor analysis on 

the set of measures asking about perceptions of importance for each skill (Table 2.4). The 

composite variable then used this information in regards to the confidence set of measures. The 

composite variable averaged the components “Positivity and Understanding” and “Deference,” 

added the remaining skills, and then averaged the measures. This was in an effort to avoid undue 

influence from skills that explain similar sentiments. Factor scores, descriptive statistics, and 

Cronbach’s alpha for the importance measures of leadership skills and its components are found 

in Table 2.4. A box plot comparing means for each of these factors by gender can be found in 

Figure 2.2. Correlations information for the retained constructs are presented in Table 2.5 for the 

full sample, and Table 2.6 for results by gender.   
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Table 2.1. Factor Analysis of Leadership Pursuit 

Questionnaire Item Componentsa Compositeb 

 Leadership 

Aspirations  

(α = 0.857) 

Leadership 

Self-Efficacy 

(α = 0.897) 

Leadership 

Pursuit  

(α = 0.902) 

I hope to become a leader in my career field. 0.753 0.237 0.658 

When I am established in my career, I would 

like to manage other employees. 

0.685 0.296 0.661 

I plan to devote energy to getting promoted 

in the organization or business I am working 

in. 

0.705 0.179 0.583 

When I am established in my career, I would 

like to train others. 

0.650 0.171 0.542 

I hope to move up through any organization 

or business I work in. 

0.786 0.115 0.584 

I plan on developing as an expert in my 

career field. 

0.680 0.029 0.450 

Attaining leadership status in my career is 

important to me. 

0.704 0.317 0.689 

I know a lot more than most people about 

what it takes to be a good leader. 

0.260 0.614 0.640 

I know what it takes to make a group 

accomplish its task. 

0.181 0.770 0.713 

In general, I am very good at leading a group 

of my peers. 

0.259 0.770 0.761 

I am confident of my ability to influence a 

group I lead. 

0.264 0.765 0.761 

I know what it takes to keep a group running 

smoothly. 

0.158 0.791 0.715 

I know how to encourage good group 

performance. 

0.122 0.780 0.683 

I am able to allow most group members to 

contribute to the task when leading a group. 

0.058 0.663 0.552 

Overall, I believe that I could lead a group 

successfully. 

0.243 0.789 0.766 

Mean (SD) 5.82 (0.888) 5.37 (0.832) 5.58 (0.750) 

a. Rotation converged in 3 iterations. 

b. Forced one-factor solution.  
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Table 2.2. Factor Analysis of Structure and Culture  

Questionnaire Item Componentsa Compositeb 

 Opportunities  

(α = 0.848) 

Resources  

(α = 0.777) 

Structure and 

Culture  

(α = 0.670) 

My career options in this 

field are different than 

someone of another gender. 

0.791 0.048 0.722 

I face different barriers to 

reaching my career goals in 

this field than someone of 

another gender. 

0.890 0.011 0.792 

Barriers to my career 

advancement are different 

than those for someone of 

another gender. 

0.877 0.005 0.778 

I am treated differently in 

this field due to my gender. 

0.743 0.067 0.688 

I have a mentor in this 

field. 

-0.074 0.738 -0.279 

I have access to the 

professional network in this 

field. 

-0.012 0.801 -0.363 

I am empowered to have a 

successful career in this 

field. 

0.074 0.821 -0.449 

My opinions are heard and 

respected in this field. 

0.165 0.775 -0.508 

Mean (SD) 3.76 (1.466)c 5.24 (1.057) 4.49 (0.936) 

a. Rotation converged in 3 iterations. 

b. Forced one-factor solution. 

c. Opportunities items were reverse coded to convey that higher 

agreement meant less perceived barriers.  
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Table 2.3. Factor Analysis of Leadership Style  

Questionnaire Item Componentsa Compositeb 

 Others  

(α = 0.680) 

Feelings 

and Morals 

(α = 0.595) 

Transparency 

(α = 0.686) 

Leadership Style 

(α = 0.732) 

I seek others’ opinions 

before making up my 

own mind. 

0.630 -0.374 0.308 0.348 

I listen closely to the 

ideas of those who 

disagree with me. 

0.748 0.141 0.030 0.573 

I listen very carefully 

to the ideas of others 

before making 

decisions. 

0.811 0.187 0.037 0.644 

I admit my mistakes 

to others. 

0.650 0.333 0.042 0.627 

I rarely present a 

“false” front to others. 

-0.046 0.719 0.213 0.491 

I accept the feelings I 

have about myself. 

0.239 0.698 0.065 0.584 

My morals guide what 

I do as a leader. 

0.284 0.642 0.151 0.626 

I openly share my 

feelings with others. 

0.146 -0.068 0.829 0.482 

I let others know who 

I truly am as a person. 

0.145 0.399 0.693 0.678 

Other people know 

where I stand on 

controversial issues. 

-0.045 0.253 0.720 0.487 

Mean (SD) 5.80 

(0.740) 

5.55 (0.905) 5.13 (1.099) 5.52 (0.657) 

a. Rotation converged in 4 iterations. 

b. Forced one-factor solution. 
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Table 2.4. Factor Analysis of Leadership Skills 

Questionnaire Item Componentsa Compositeb 

 Positivity and 

Understanding  

(α = 0.626) 

Deference 

(α = 0.602) 

Leadership Skillsb 

(α = 0.797) 

Being positive 0.674 0.071 

0.686 Empathizing 0.774 0.001 

Listening 0.609 0.377 

Ability to take direction 0.022 0.766 
0.608 

Accepting criticism 0.092 0.718 

Adaptability 0.397 0.566 0.697 

Communicating 0.454 0.497 0.703 

Displaying a strong 

work ethic 

0.553 0.304 0.648 

Problem solving 0.449 0.506 0.714 

Time management 0.486 0.423  0.678 

Mean (SD) 6.39 (0.614) 6.46 (0.602) 6.58 (0.405) 

a. Rotation converged in 3 iterations.  

b. Forced one-factor solution.  
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Figure 2.2. Box plot comparing means of each factor.  

Note: The opportunities component was recoded to convey that higher agreement with the items 

meant less perceived barriers towards leadership.  
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Table 2.5. Results of correlations for leadership pursuit, its antecedents, and gender.  

 

Table 2.6. Results of correlations for leadership pursuit and its antecedents, displayed by gender.  
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Hypotheses Tests 

We found no statistically significant differences between genders in their perceptions of 

leadership pursuit (t = -0.929, p = 0.354; Table 2.7), thus suggesting that we reject H1. However, 

the directionality of the results suggested that females hold slightly stronger beliefs towards 

leadership pursuit (males: mean = 5.53, SD = 0.825; females: mean = 5.61, SD = 0.706; Figure 

2.2), which was antithetical to what we anticipated. Therefore, we decided to explore if there 

were any gender differences in terms of leadership aspiration and leadership self-efficacy (Table 

2.7). No statistically significant differences were found and the pattern remained the same (i.e., 

females holding slightly stronger beliefs than males).  

 

Table 2.7. Independent t-test of Gender and Leadership Pursuit. 

Variable t df Sig. (2-tailed) d 

Leadership Pursuit -0.929 338 0.354 0.1031 

Leadership Aspirations -0.492 342 0.623 0.0550 

Leadership Self-Efficacy -0.920 343 0.358 0.1008 

 

Gender appeared to have a greater influence on beliefs associated with the leadership 

attributes (Table 2.8); thus, gender may indirectly influence leadership pursuit through these 

attributes. H2 was partially accepted as male respondents reported higher levels of opportunities 

(males: mean = 4.41, SD = 1.463; females: mean = 3.40, SD = 1.342; t = 6.465, p < 0.001; Table 

2.8), meaning there is perceived to be less of a barrier to leadership in the conservation field for 

males. Conversely, females reported higher levels of resources (males: mean = 5.22, SD = 1.087; 

females: mean = 5.25, SD = 1.042), though the relationship is not statistically significant (t = -

0.202, p = 0.840; Table 2.8). H3 was rejected; although females reported stronger beliefs about 

their authentic leadership style (males: mean = 5.47, SD = 0.658; females: mean = 5.55, SD = 
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0.657), the differences were not statistically significant (t = -1.040, p < 0.299; Table 2.8). H4 

was rejected as the differences between male and female responses were not statistically 

significant (males: mean = 6.07, SD = .637; females: mean = 6.19, SD = 0.528; t = -1.796, p < 

0.074; Table 2.8).  

  

Table 2.8. Independent t-test of Gender and Opportunities, Resources, Leadership Style, and 

Skills. 

Variable t df Sig. (2-tailed) d 

Opportunities 6.465 344 0.000 0.7159 

Resources -0.202 345 0.840 0.2253 

Leadership Style -1.040 343 0.299 0.1170 

Leadership Skills -1.796 207.9 0.074 0.2089 

 

Next, we ran linear regression models to understand how variations of the factors relate 

to leadership pursuit. H5 was partially supported, with resources, leadership style, and leadership 

skills being positively related to leadership pursuit; opportunities were negatively related to 

leadership pursuit (Table 2.9). All independent variables were statistically significant and 

explained 38% of the variance in the LPM. Then, we added education and gender as control 

variables. Controlling for education and gender strengthened the LPM (Adj. R2 = .40), but of the 

two, only education was found to be a statistically significant predictor (p = 0.005; Table 2.10).  
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Table 2.9. Regression results for opportunities, resources, leadership style, and skills on 

leadership pursuit. 

Variable b SE B t 

Constant .467 .389  1.199 

Opportunities -.042 0.022 -.083 -1.921 

Resources .177 .033 0.249 5.411*** 

Leadership Style .199 0.054 0.179 3.704*** 

Leadership Skills 0.527 .062 0.398 8.524*** 

Notes: Adj. R2 = .38 

*p < .05. **p < .01. ***p < .001. 

 

Table 2.10. Regression of opportunities, resources, leadership style, skills, education, and gender 

on leadership pursuit. 

Variable b SE B t 

Constant .163 .403  .405 

Opportunities -0.043 .024 -.084 -1.811 

Resources .176 .033 .249 5.358*** 

Leadership Style .230 .055 .205 4.178*** 

Leadership Skills .510 .064 .383 7.993*** 

Education .071 0.025 .124 2.813** 

Gender -0.090 .073 -.057 -1.231 

Notes: Adj. R2 = .40 

*p < .05. **p < .01. ***p < .001. 

 

As we anticipated gender to be a statistically significant predictor in the LPM, we 

decided to run separate regression analyses of the LPM for the subsample of males and the 

subsample of females. We found that the LPM was a better fit for males than females (males: 

Adj. R2 = .458; females: Adj. R2 = .349; Table 2.11; Figure 2.3).  
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Table 2.11. Gendered models running regression on opportunities, resources, leadership style, 

skills, and level of education on leadership pursuit. 

 

LPM Male Subsample Female Subsample 

Variable B 

Std. 

Error Beta t B 

Std. 

Error Beta t 

Constant -.471 .690  -.682 .389 .518  .752 

Opportunities -.042 .042 -.072 -1.012 -.036 .029 -.070 -1.226 

Resources .248 .059 .319 4.163*** .138 .040 .208 3.449*** 

Leadership 

Style 

.307 .100 .245 3.064** .206 .067 .198 3.091** 

Leadership 

Skills 

.463 .104 .356 4.477*** .517 .085 .376 6.090*** 

Education .102 .042 .176 2.403* .059 .032 .104 1.836 

Notes: Adj. R2 = .47 

*p < .05. **p < .01. ***p < .001. 

Notes: Adj. R2 = .36 

*p < .05. **p < .01. ***p < .001. 

 

 

 

 
Figure 2.3. Hypothesized model with regression results. Italicized values reflect male 

coefficients, bolded represent female coefficients. *p < .05. **p < .01. ***p < .001. 
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DISCUSSION 

We developed and tested the Leadership Pursuit Model (LPM) with a sample of early 

career conservation professionals that hypothesized how commonly identified factors impacting 

women’s career advancement relate to leadership pursuit, a construct encompassing the oft 

understudied areas of leadership aspirations and leadership self-efficacy. First, we found that 

gender was not a significantly influential factor on leadership pursuit. This is similar to other 

research indicating gender is a nonsignificant factor related to the components comprising 

leadership pursuit in young adults and students (Chan & Drasgow, 2001; Gbadamosi, Evans, 

Richardson, & Ridolfo, 2015). Considering that literature suggests the degree of leadership 

pursuit may be associated with gender among mid-career professionals, this finding confirmed 

that the relationship between gender and leadership pursuit may be temporal (Cooke & Xiao, 

2014; Hoobler et al., 2014). This finding may also add support to the informants’ beliefs in 

Cooke and Xiao (2014). Cooke and Xiao (2014) stated that their informants believed that a 

female’s managerial career takes the shape of an “L” or an “M,” with peaks and valleys. We 

suggest that the reason for the divide in literature surrounding gender as a significant factor may 

be due to the age group sampled. Thus, as young adults begin their careers, men and women 

similarly aspire to lead and believe they can attain leadership positions, with some event or 

events along the way potentially deterring or disrupting these goals.  

The question that remains is if men and women both similarly experience events that may 

dissuade or inhibit their pursuit of leadership positions. Within this sample of early career 

conservation professionals, Schein’s (1984) idea that careers shaped by societal pressures may be 

relevant. It is well documented that the conservation field is male-dominated at leadership levels 

(Heidrick & Struggles, 2018), and as such the culture of organizations within the field may also 
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be male-dominated. The women in our sample have already taken the first step to join this field 

by joining a conservation corps program. As such, these individuals seem to have already 

negotiated some set of societal pressures and stereotypes to enter the field and, therefore, may 

inherently be more interested in leadership due to some other factor. However, longitudinal 

studies that trace the career path are needed to identify the points at which leadership pursuit is 

disrupted.   

We next looked at how gender is related to three leadership attributes: structure and 

culture, leadership style, and leadership skills. Of the two factors that constitute structure and 

culture, only opportunities revealed statistically significant differences between genders. 

Specifically, women were more likely to respond that they perceived having different career 

options, being treated differently, and facing different barriers when comparing their career 

experiences and expectations to someone of another gender. This is also while both male and 

female respondents were nearly equal in their perceptions towards the resources they felt the 

field afforded them (having a mentor, having access, feeling empowered, and feeling heard). The 

research conducted by Hoobler et al. (2014) may shed light on this paradox. In the past it has 

been argued that there are fewer women in leadership because women “opt-out” and are 

disinterested in these top roles. Hoobler et al. (2014) addressed this idea by finding that women 

in their sample reported receiving less development and training opportunities. These authors 

posit that instead of women “opting-out,” women instead are being assigned less challenging 

work and receive less career encouragement from supervisors. This is critical because both of 

these aspects have been shown to positively impact career motivation (Hoobler et al., 2014); 

thus, when these factors are missing it may discourage these women from pursuing management 

opportunities.  
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Similarly, a significantly correlated relationship exists in our sample between resources 

and opportunities for females, suggesting that a relationship may exist between the perception of 

more resources in the field and less barriers to career advancement. Men conversely have a 

nonsignificant negative correlation in regards to this relationship. Hoobler et al. (2014) argue that 

it may be the perception from managers that their female subordinates are not interested in 

leadership that begins the cycle of not assigning challenging work or suggesting training and 

development opportunities. Boatwright and Egidio (2003) suggest that young women in 

particular may benefit from increased knowledge on how to declare their leadership aspirations 

to others, potentially by way of classes or workshops.  

We also found gender and leadership skills to have a significant relationship. In our 

sample, women reported stronger beliefs about their self-confidence in important skills, and 

skills had the highest beta in our gendered regression models. Proportionally, skills are much 

more important for females than males, an idea that will be expanded upon subsequently. 

Another relationship is that of leadership skills and resources. We found a significant correlation 

between leadership skills and resources for males; that is, as their perception of skills rises so 

does their perception of their resources and access in the field. Meanwhile, females have nearly 

no correlation between these variables. These findings could relate back to Hoobler et al. (2014) 

finding in that males in the conservation field are potentially assigned with more tasks when they 

demonstrate confidence in a skill, leading males to feel more engaged with the field. Gender role 

theory (Lyness & Judiesch, 2008) may also be relevant as, even though we tested for 

predominately soft skills, males in the field may be predisposed to being assigned more tasks and 

displaying themselves as more confident generally, due in part to the predominately male 

influenced organizational culture in the conservation field. The confidence level in their soft 
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skills may also enhance a male’s perception of the field, perhaps suggesting that male’s that are 

comfortable and confident in their soft skills may “check all the boxes” and be a “better fit” to 

lead. Additionally, this may add more support to our idea of a more highly diversified model for 

males; that is, while soft skills may not be the reason someone pursues leadership, the ability to 

perform a soft skill may be useful in a number of other factors that may influence leadership 

pursuit.  

While level of education is significant for both genders in the model, we posit that it may 

not have been a particularly strong predictor because it is not a factor related to someone’s self-

perception. Therefore, increased education may be strengthening a respondent’s perception in 

these other areas, instead of directly impacting perceptions of leadership pursuit. This finding 

may also relate back to leadership pursuit being temporal. By studying teenage aspirations and 

adult career status, Schoon and Polek (2011) found that education and career aspirations and 

attainment may present a cyclical pattern, where individuals that aspire to higher levels of 

leadership pursue more education, and thus attain more advanced career positions. Schoon and 

Polek (2011) also found that while women had stronger interests in leading, their career 

attainment became concentrated in middle management.  

The LPM was a substantially better fit for males than females. We found that the 

constructs for males are more dynamic and equally related to leadership pursuit, whereas there 

was a stronger relationship to leadership pursuit for females who were confident in their 

leadership skills. This finding suggests that leadership skills are a non-negotiable factor for 

females that may dissuade them from leadership if they lack self-confidence in the area. This 

again may add support that if females do not receive career training and development for any 

number of reasons, they may be less likely to continue in a leadership focused career path 
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(Hoobler et al., 2014). Conversely, the LPM suggests that if men feel less confident in one area, 

they may be able to compensate with either resources or leadership style. Shooter et al. (2009) 

suggested that outdoor-based programs should restructure their understanding and evaluating of 

leadership skills from an individual to a program perspective. Such a shift would allow hiring 

managers and program administrators to focus on what skills a person brings to the team and the 

team’s needs, versus evaluating a person solely on displaying a certain set of skills (Shooter et 

al., 2009). If this approach became more common practice, or if the practice became more 

widely understood, leadership skills—and self-perceptions of skills—could become less of a 

roadblock for women in the field. Additionally, Shooter et al. (2009) suggest shifting from “hard 

and soft skills” to “technical and interpersonal skills” in seeking to eliminate the gendered bias of 

the former labels.  

We also found that the perception of resources was a particularly strong predictor for 

males in the LPM. Resources also has an interesting correlations-based relationship with 

leadership pursuit. In our study, males had a more highly correlated relationship between their 

leadership pursuit and their perception of feeling connected and supported by the field. This may 

mean that even if a female member of the conservation field feels confident in their ability to 

lead and aspires to lead, she may not feel that the field is supporting her, to the same degree that 

a male counterpart would.  

An increased focus on leadership development may serve to address the relationship 

between resources and leadership pursuit, and that of self-perceptions related to skills. Amagoh 

(2009) suggests that formal mentoring should be one component of a leadership development 

program. This relationship can be tailored to the organization (one-on-one, peer, or group 

mentoring), can be beneficial for both or all parties involved, and is linked to enhanced 
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leadership self-efficacy, a component to leadership pursuit (McCauley & Douglas, 2004; Kim, 

2007). Thus, a formal mentoring program may help women in the conservation field feel more 

connected to available resources, while also being provided encouragement and role modeling 

(Amagoh, 2009). Mentoring may also benefit the mentor by increasing their leadership skills 

(Amagoh, 2009). A successful leadership development program will also address and develop 

leadership skills (Popper & Lipshitz, 1993). If the leadership development program were 

specifically tailored to the conservation field, addressing leadership skills may also provide a 

better understanding of what skills are necessary for the field, and could serve to increase a 

person’s understanding of these skills and their confidence in these skills. 

Lastly, the idea that the LPM explains more about the male relationship with leadership 

pursuit than the female relationship leaves us with several questions. For example, is there some 

other predictor for which we did not measure that is more important for females? Secondly, the 

LPM was informed by previous literature and findings related to factors impacting leadership 

success. Therefore, we wonder if we are unwittingly still focusing on the male experience and 

trajectory towards leadership, as they hold the majority of leadership roles, even when trying to 

explain the female path towards leadership and leadership success.   
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LIMITATIONS AND FUTURE RESEARCH 

Our study was not without limitations. One limitation was that of race/ethnicity. While 

few women hold leadership positions in the conservation field, women of color in leadership 

positions are especially rare. More effort is needed to identify and sample early career 

professionals from non-white backgrounds to explore how that influences the LPM results for 

both males and females. Qualitative inquiry may be a particularly helpful approach to identify 

what variables may be missing in the model. Another limitation is that of non-binary gender 

responses. Our study focused only on the male and female genders. Similarly, more effort should 

be made to identify and explore perceptions of leadership pursuit by individuals who do not 

subscribe to binary gender expressions or identities.  

Additionally, our study is not longitudinal. Research cited has showed that there may be 

peaks and valleys to career aspiration. We wonder if the age of our respondents signifies a peak 

in aspiration, or if they will continue to feel this way for the duration of their careers? In addition 

to the need for longitudinal research that tracks early career conservations professional’s 

progression across their career, qualitative inquiry may help explain the substantial variance in 

responses to the structure and culture (i.e., resources and opportunities) questionnaire items. For 

example, the items in the opportunities factor were worded for respondents to compare their 

barriers to leadership against someone of a different gender. Qualitative questions would allow 

further insight into what exactly these respondents perceive as the differences.  
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CONCLUSIONS 

When women are equally represented in leadership in the conservation field, benefits are 

seen for both natural resources and women generally. To advance towards gender parity the 

conservation field must understand why gender disparity persists in leadership positions. This 

study sought to add context to how early career conservation professionals view their leadership 

attributes and intentions to pursue leadership positions and better understand how to increase 

gender parity in the field. Specifically, we tested a new theoretical model, the Leadership Pursuit 

Model (LPM), and explored the role of gender in predicting leadership pursuit, a construct that 

aggregates leadership aspirations and leadership self-efficacy. While there was no statistically 

significant relationship between gender and leadership pursuit, we found that the LPM model is a 

better predictor of leadership pursuit among males.  

We also found that gender influences several leadership attributes that predict leadership 

pursuit. Specifically, women were more likely to perceive their gender as a potential barrier to 

career advancements in the conservation field by having limited access to opportunities. While 

the relationship between opportunities and leadership pursuit is negatively correlated, the 

relationship was not significant for male or female respondents. Thus, our results show that while 

women perceive more barriers to career advancement, they do not perceive it as preventing 

leadership pursuit. Additionally, we found that leadership skills are proportionally more 

important for females than males in the LPM, suggesting that skills may serve as a larger barrier 

towards leadership for females that do not perceive themselves as displaying these attributes.  

Our results also add context to the perceptions held by early career professionals. 

Literature suggests that there might be a gender difference present in mid-career individuals, and 

understanding this divide might be critical to understanding the current gender disparity in 
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leadership roles. Considering our findings among early career professionals, and the gender 

differences in our model, practical recommendations can be developed for the professional 

conservation field. Increased leadership development and the fostering of a supportive 

environment for women to voice their aspirations and desires to lead may inspire more women to 

seek leadership roles. Additionally, such opportunities may help to flatten the peaks and valleys 

of perceptions of leadership pursuit found within the career trajectories of women. The gender 

differences documented in this study may serve to help organizations better understand how 

leadership attributes relate to early career professionals, and allow for more targeted efforts to 

enhance gender parity in the conservation field. 
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Executive Summary: 

This report describes the findings from an online survey questionnaire distributed to 

conservation corps members and recent alumni in spring 2020. The purpose of this study was to 

measure and better understand perceptions that early career conservation professionals hold 

towards leadership pursuit. Leadership pursuit is a construct developed by this study from 

components suggested in literature as being antecedents to leadership success. The purpose in 

understanding leadership pursuit, and the factors that may influence leadership pursuit, is to 

provide recommendations for ways that conservation corps may engage all members towards 

leadership. 

This study measured leadership pursuit by way of leadership aspirations and leadership 

self-efficacy; two factors seen in literature as being necessary to being interested in and willing 

to accept leadership positions. In addition to measuring leadership pursuit, this study was 

designed to measure three factors identified in the literature as having a strong influence on an 

individual’s leadership pursuit and eventual leadership success: the structure and culture of an 

organization, leadership style displayed by the individual, and leadership skills specific to the 

field. These three factors were measured independently to allow for gender comparisons to be 

made for each factor for a better understanding of how they impact leadership pursuit in males 

and females separately.  

Findings suggest that gender is not a significant factor towards leadership pursuit, 

suggesting that male and female conservation corps members aspire to leadership in similar 

numbers. However, gender was seen as significantly related to several of the factors believed to 

influence leadership pursuit (e.g., structure and culture of an organization). Additionally, linear 

regressions were applied to the Leadership Pursuit Model to better understand how each factor 
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impacted leadership pursuit for male and female respondents. Results found that for males, each 

factor contributes in a relatively similar manner, whereas for females, leadership skills were 

disproportionately more important.  

These findings allow for recommendations to be proposed for possible ways in which 

conservation corps may address gender disparity, with the eventual goal of inspiring all 

members, regardless of gender, to aspire towards leadership positions. Our recommendations 

relate to leadership development and reviewing policies. Conservation corps are already 

designed to be gender-neutral comprehensive leadership programs. Due to the conservation field, 

this gender-neutral state may be favoring male development as the status quo because they have 

likely been informed by research developed from male-dominated leadership theory. We suggest 

that components may be added to corps programs to intentionally focus on and address the 

unique needs of early career women, as a potential supplement to corps’ current leadership 

programs. This approach also allows corps to tailor the program to their organization and 

provides opportunities for the use of comprehensive exercises. Additionally, reviewing both 

internal policies and the policies of partners related to task distribution, skill development, and 

the recruitment process may provide key insights as to why women feel supported by the field, 

but perceive their gender as a greater barrier to career advancement than do males in the field.   
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Study Purpose: 

The purpose of this study was to aid in understanding the current perceptions that early 

career conservation professionals have towards leadership. Women are underrepresented in 

leadership positions in many fields, including the conservation field, both nationally and 

internationally. Yet, when women are included in decision-making at a level equaling that of 

men, positive impacts have been documented. In conservation related fields, such impacts 

include greater improvements to forest conditions (e.g., better forest regeneration and canopy 

growth) and more effectively protected biodiversity (Agarwal, 2009; Allendorf & Allendorf, 

2012). Additionally, a United Nations study found that women elected to government office are 

more likely to ratify international environmental treaties (United Nations, 2012).  

Even with this knowledge of the positive impacts gender parity can have on the field, the 

issue of gender inequality in leadership in the conservation field is prevalent and understudied. 

However, there are common factors that appear to be impacting this inequality. These factors can 

most succinctly be categorized as relating to structure and culture, leadership style, and 

leadership skills (Ezzedeen et al., 2015; Athanasopoulou et al., 2018; Din et al., 2018; Smith et 

al., 2012). A summary of this study’s purpose and the key findings are presented in Figure 3.1.         
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Figure 3.1. Summary of key findings. 

 



   

54 

 

Methods: 

For this study an online survey instrument was created and distributed via email to 

conservation corps members and recent alumni from three corps: Conservation Legacy, The 

Student Conservation Association, and the Utah Conservation Corps. This population was 

chosen in an effort to better understand current perceptions of leadership in this age-group. For 

this study, the Leadership Pursuit Model (Figure 3.2) was created to test the ways in which 

leadership attributes (structure and culture, leadership style, and leadership skills) related to 

leadership pursuit, and posit that leadership pursuit eventually may lead to leadership success. 

Moreover, we explored the influence of gender on the leadership attributes, leadership pursuit, 

and the strength of predicted relationships in the Leadership Pursuit Model. Our survey 

instrument used measures related to structure and culture, leadership style, leadership skills, as 

well as leadership pursuit. While leadership success is present in our model, we did not measure 

for it due to the early career status of our participants.  
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Figure 3.2. Theoretical model (Leadership Pursuit Model) connecting the three previously 

identified leadership attributes with leadership pursuit, and eventually leading to leadership 

success. The solid arrows show the predicted relationships that exist in the model. The dotted 

lines are assumed relationships based on literature.  

 

Leadership pursuit was measured by items related to both leadership aspirations and 

leadership self-efficacy. Both components have been shown to be necessary precursors in 

aspiring to lead and pursuing leadership opportunities. Examples of these items includes: “I hope 

to become a leader in my field,” and “I am confident of my ability to influence a group I lead” 

(O’Brien, 1996; Murphy, 1992; Fritz & van Knippenberg, 2017). Structure and culture items 

focused on understanding the bridges and barriers that respondents perceived in the workforce, 

particularly in relation to their gender. Leadership style related to the use of authentic leadership, 

a style believed to be apt for our current times and workplaces (Luthans & Avolio, 2003). To 

measure leadership skills, we presented a list of 10 soft skills that were deemed necessary to 

being successful in the conservation field. Skills were identified by collaboration with 

conservation corps representatives. These skills were first presented to ask about how important 

the respondent believed each skill to be, and then to ask about how confident the respondent was 
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in their ability to perform the skill. The full survey instrument is located in Appendix A. All 

measures in the survey were measured on a scale of 1= “strongly disagree” to 7= “strongly 

agree.” A sample email message to participants can be found in Appendix B.   

Our analyses focused on first comparing male and female responses to the leadership 

attribute and leadership pursuit variables using independent sample t-tests. Then, we explored the 

predictive strength of the Leadership Pursuit Model by running separate linear regression 

analyses for the male and female subsamples1. We included education as a control variable in the 

model to understand how the desire for higher education may impact an individual’s leadership 

pursuit. 

 

 

 

  

 
1 For the leadership skills attribute, we only included the results for measures of perceived “confidence” in those 

skills and not “importance.” 
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Findings: 

Respondent Profile 

In total, we received 349 useable surveys. A number of demographic questions were 

included in the survey (Figure 3.3 and Appendix C, Table 1). The majority of respondents were 

female (65%), white (75%), and have received an undergraduate degree (54%). The average age 

of respondents was 24. Over one-half (52%) of the respondents indicated that their most recent 

position with a conservation corps was as a team member. We also asked why respondents chose 

to join a conservation corps program (Figure 3.4 and Appendix C, Table 2). The three responses 

with which the majority respondents agreed or strongly agreed with were: to spend time outside 

(82%), for self-development outdoors, (72%), and to develop general employment experience 

(70%).  
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Figure 3.3. Demographic results for participating conservation corps members.  
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Figure 3.4. Percent of respondents that “agreed” or “strongly agreed” with statements related to 

why they joined a conservation corps.  
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Antecedents to Conservation Leadership  

Results for the three leadership attributes and leadership pursuit were analyzed by the 

gender of the respondent in an effort to identify any significant relationships (Figure 3.5). This 

also allowed for further insight into perceptions held by males and females towards each factor. 

Structure and culture are represented by the “opportunities” and “resources” factors, with further 

explanation of their separate measurement later in this section. Only one significant relationship 

was found in these analyses, that of gender and opportunities. For all other measured factors, a 

respondent’s gender was not a direct predictor of the perceptions that they hold towards those 

areas.    

 

Figure 3.5. Mean scores of agreements related to leadership pursuit and its antecedents, 

displayed by a gender analysis. Figure Notes: Asterisk (*) represents relationships that are 

statistically significant by gender. Scale for responses is: 1 = “strongly disagree” to 7 = “strongly 

agree.”  
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Gender and Leadership Pursuit: 

We found no significant relationship between gender and leadership pursuit. The mean 

scores for male and female respondents related to composite leadership pursuit variable are 

displayed in Figure 3.6. Descriptive statistics for all questionnaire items used to measures 

Leadership Pursuit are displayed in Table 2 in Appendix C. Only one measure had a significant 

relationship with gender: “I think I would like to pursue graduate training in my occupational 

area of interest,” with females (mean = 5.59, SD= 1.565) agreeing more strongly with the 

statement more than males (mean = 5.16, SD= 1.655).  

This lack of a significant overall relationship between gender and leadership pursuit 

suggests that our sample of males and females hold similar perceptions and opinions towards 

leadership pursuit. While gender may not be a significant factor in predicting someone’s 

leadership pursuit, significant relationships between gender and the three foundational leadership 

attributes suggests that gender may be influencing leadership pursuit through these other 

avenues.  

 

  
Figure 3.6. Mean score of leadership pursuit for male and female respondents. No significant 

relationship was identified. 
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Key Point #1: Gender was found to not be statistically significant in relation to leadership 

pursuit. This means that, within this sample, male and female respondents have similar 

perceptions and outlooks towards leadership. 

 

Key Takeaway: Female conservation corps members show interest and enthusiasm in 

leadership. Conservation corps should take action to promote, engage, and sustain this interest.    

 

Gender and Structure and Culture: 

Two factors emerged within measures related to structure and culture. They can be 

conceptualized as referring to opportunities and resources. Opportunities refers to how a 

respondent sees their gender as a barrier to their opportunities for advancement in the field. 

Females (mean = 4.60, SD = 1.342) had a higher level of agreement than males (mean = 3.60, 

SD = 1.463). The relationship between opportunities and gender was significant (p < .001).  

The second theme, resources, included items concerned with resources in the field that 

may help an individual advance or feel more connected to the field (e.g., mentorship, feeling 

empowered, having access). There was no significant relationship between gender and resources, 

with females (mean = 5.25, SD = 1.042) only having a slightly higher level of agreement towards 

these measures than males (mean = 5.22, SD = 1.087). Descriptive statistics for individual 

questionnaire items related to opportunities and resources can be found in Appendix C, Table 4. 

The relationship between these two themes suggests that females perceive themselves as 

being heard, empowered by, and having access to the field, but at the same time perceive their 

gender as a barrier to leadership in the field. The percentage of respondents that expressed “slight 

agreement,” “agreement,” or “strong agreement” with the measures are displayed Figure 3.7.  
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 Figure 3.7. Percent of male and female respondents that expressed some level of agreement with 

measures related to opportunities and resources. 

 

Key Point #2: Nearly twice as many females believe that their gender is a barrier to career 

advancement in the conservation field when compared to males. In fact, nearly one-half of 

females agreed that gender is a barrier to career advancement in the conservation field. 

Key Point #3: Males and females expressed similar perceptions towards availability of resources 

in the conservation field to support leadership development.  

 

Key Takeaway: A paradox is presented in the data that suggests that women feel supported by 

the field but also perceive their gender as a greater barrier to career advancement as compared 

to male respondents.   
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Gender and Leadership Skills: 

Leadership skills were measured by asking about respondents’ perceptions towards: 1) 

importance and 2) confidence (see Appendix C, Table 5 for the descriptive statistics for all 

importance measures and Table 6 for the descriptive statistics for all confidence measures). 

Females and males agreed on the two most important skills: communicating (females: mean = 

6.83, SD = 0.456; males: mean = 6.77, SD = 0.491) and adaptability (females: mean = 6.73, SD 

= 0.510; males: mean = 6.72, SD = 0.549). On average, females ranked every skill as more 

important relative to male responses. Similar to the importance measures, males and females had 

the highest level of confidence on the two specific skills: having a strong work ethic (females: 

mean = 6.44, SD = 0.800; males: mean = 6.45, SD = 0.714) and listening (females: mean = 6.44, 

SD = 0.699; males: mean = 6.35, SD = 0.746). On six out of the 10 skills, women ranked 

themselves as more confident in the skill than males did.  

An Importance-Confidence matrix (Figure 3.8) was developed to better understand and 

translate the information that we observed related to leadership skills. This matrix enables us to 

see how respondents perceive the importance of a skill, and how confident they are in their 

ability to use this skill. This allows conservation corps insight into what leadership skills should 

be better developed (i.e., high importance, low confidence), which skills they are already 

succeeding in fostering (i.e., high importance, high confidence), and which skills they should 

focus on increasing perceptions of importance as well as confidence (low importance, low 

confidence).   
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Figure 3.8. Importance-Confidence matrix to display the relationship between gender, 

importance, and confidence related to a particular leadership skill. Quadrants suggest how skills 

are perceived related to high and low importance and confidence. Figure note: Scale for 

responses is: 1 = “strongly disagree” to 7 = “strongly agree.” 

 

Key Point #4: Adaptability, listening, and problem solving are in the “high importance, high 

confidence” quadrant for males and females. This means that if participants are accurately 

displaying this confidence, conservation corps likely do not need to spend increased time in 

developing these skills.    

Key Point #5: Communication, accepting criticism, time management, and being positive are all 

in the “high importance, low confidence” quadrant for males and females. This suggests that 

conservation corps are successfully communicating how important these skills are, but also that 
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these skills may be a place for increased focus to aid in developing skill knowledge and 

confidence.  

 

Key Takeaway: Skills in the “high importance, high confidence” quadrant suggests that training 

and development is working for these areas. This means that instead of adding increased 

attention to these skills, corps may instead find more success in increasing the focus on skills in 

the “high importance, low confidence” quadrant. Additionally, for skills in the “low importance, 

low confidence” quadrant (or nearby), may need increased attention to convey their importance 

to corps members—in particular, fostering positive attitudes and empathy skills among male 

corps members.  

 

Linear Regressions: 

When linear regressions are applied to this model (Figure 3.9), we found that the model 

better explains male’s (Adj. R2 = .47) leadership pursuit intentions than females (Adj. R2 = .36). 

Moreover, we found that leadership skills is a more important factor for female respondents than 

males, while access to resources and leadership style are more important factors for male 

respondents. From this, we infer that confidence in leadership skills may be a substantial barrier 

to leadership pursuit for females. As such, a lack of focus on and development of leadership 

skills for female early career professionals may be a leading contributor to the gender inequality 

seen in leadership success in the later stages of conservation professionals’ careers.  
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Figure 3.9. Linear regressions were performed to test the strength of relationships in the 

Leadership Pursuit Model by gender. Notes: Italicized values reflect male coefficients; bolded 

values represent female coefficients. *p < .05 (one-tailed). **p < .01 (one-tailed). 

 

 

Key Point #6: Perceived leadership skills are more important in explaining leadership pursuit 

for females than males. While leadership pursuit is strongly explained by leadership skills for 

females, the more equally distributed coefficients among the leadership attributes for males 

suggest that males may be more likely to lean on another factor if they feel they lack 

development in another area.  

 

Takeaway for Conservation Corps: Finding indicate that leadership skills influence females’ 

leadership pursuit. This suggests that an emphasis should be placed on developing leadership 

skills in early career females in an attempt to mitigate the gender inequality found in leadership 

positions in the conservation field.   
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Recommendations: 

Leadership Development Program: 

One key way for an organization to address the issues of gender parity in leadership is 

through a comprehensive and tailored leadership development program. There are extensive 

resources to create and administer these programs, provided in both academic literature and from 

organizations and non-governmental agencies. If your organization already has a leadership 

development program in place, this is not to say you need to start fresh, but instead, it may need 

to be adapted to today’s circumstances and current perceptions.  

Comprehensive leadership development programs and plans should aim to provide 

personnel development, encourage reflection on learning experiences in order to share 

information with others, and allow for the opportunities to practice newfound skills and 

knowledge (Amagoh, 2009). There are three key attributes needed for a successful program, 

including: development of leadership self-efficacy, fostering awareness of different methods for 

motivation, and encouraging specific leadership skills (Popper & Lipshitz, 1993; Amagoh, 

2009).  

Of these three attributes, our study addressed leadership self-efficacy in the measures of 

leadership pursuit, as well as confidence in leadership skills. In our study, leadership pursuit had 

no significant relationship with gender, but was influenced by leadership attributes—including 

leadership skills—that were associated with gender-specific differences. Therefore, we suggest 

that, in addition to addressing leadership self-efficacy, it is also important to directly address 

leadership skills to build a solid foundation for self-efficacy to grow. This multi-tiered approach 

will allow individuals to feel more confident in their abilities not only during workshops but also 

in the everyday workplace from this solid foundation.  
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One way for a leadership development program to address leadership skills is through 

understanding the relationships that exist between a person’s perception of the level of 

importance of a skill, and the extent to which they feel confident to perform and use the skill in 

the workplace. The importance-confidence matrix displayed in Figure 3.8 is especially useful in 

understanding this relationship. To address leadership skills, conservation corps should prioritize 

increasing training and development in the “high importance, low confidence” (top left) 

quadrant. Additionally, any skill that falls into the “low importance, low confidence” quadrant 

should also be addressed.  

One leadership skill of particular note is communication. In this study we found that both 

male and female respondents agreed most strongly that communicating was the most important 

skill out of the list provided. This is starkly in contrast to communicating being place ninth for 

males and seventh for females when the means related to confidence levels are ranked. With this 

knowledge and understanding, a program facilitator can address this importance–confidence gap 

and explore ways to enhance corps members’ communication skills.  

The perceived lack of confidence in communication skills is also an issue that has been 

addressed in literature, as it is one component believed to be negatively impacting females’ 

leadership pursuit. Literature has found that one reason why women are not achieving leadership 

positions in parity with male counterparts is because they are not receiving the same 

development and training opportunities (Hoobler et al., 2014). These authors also suggested that 

gender parity is constrained by women not being as vocal about their aspirations and desires 

towards leadership. Similarly, Boatwright and Egidio (2003) advocated that young adult women 

need a language that allows them to declare their aspirations, which in turn allows them to create 

and construct a support system. They suggest classes or workshops, which we believe could fit 
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well into leadership development programs in the conservation field. Corps should also 

recognize that while communication is the seventh-ranked skill for women in terms of 

confidence, it still falls within the top-right quadrant, signifying high confidence in the matrix. 

This suggests two possibilities for corps to consider: 1) that conservation corps are already doing 

well at promoting communication skills in female participants, and 2) that corps are attracting 

female participants that display higher levels of confidence in communication than the average 

individual.   

The list of important leadership skills developed for this study may be different for 

conservation corps not represented in this sample or other sectors of the conservation field. As 

such, it may be more insightful for an organization to create their own list of important 

leadership skills prior to conducting any evaluative assessment of its early career professionals. 

This tailored approach to assess relevant skills would allow for individuals (both corps members 

and staff members) to contribute to idea generation and would encourage discussion and provide 

insight into why certain skills are of importance.  

From the paradox observed in the results between opportunities and resources, corps may 

also wish to add emphasis on mentor training (i.e., for team leaders). One aspect that may help to 

explain the incongruence between female respondents feeling like their gender is a barrier to 

career advancement and yet also feeling supported and having a mentor, is if mentors are 

receiving adequate training in and are conscious of potential gender bias in leadership 

development. If mentors, and team leaders, are available to corps members, but they don’t 

understand the nuances of gender barriers, mentors may be able to listen to their team members, 

but may lack understanding on how to act on behalf of their mentees.  
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Key Point #8: An effective leadership development program may be one way to address the 

findings related to early career conservation professionals and their perceptions of leadership, 

with the ultimate goal of increasing positive perceptions of leadership for all individuals, but 

particularly in aiming to decrease the gender disparity in leadership roles. These programs can 

be specifically tailored to an organization to address some or all of the factors discussed in this 

report.   

 

Review policies: 

Within our study there is a paradox evident in the attribute of structure and culture. The 

two factors that comprise structure and culture are opportunities and resources. Females score 

significantly higher in the opportunities factor, meaning that they view their gender as more of a 

barrier than male respondents do. Conversely, females score marginally higher on resources, 

suggesting that they feel just as empowered and heard in the field as male early career 

conservation professionals do. This paradox may provide insight into the persistence of gender 

disparity in conservation leadership. Here, we offer two preliminary actions that conservation 

corps can take to address this issue.  

The first is to review the policies of corps organizations and the organizations with which 

corps partner. In these policies, there may be some insight, such as hiring and recruitment 

practices, into ways to contribute to alleviating the view of gender being a barrier for females in 

career advancement. Additionally, our study suggests that perceived access to resources is a 

relatively strong predictor of leadership pursuit (Figure 3.9). As such, even though women in this 

sample scored similarly to men, access to resources should be at the forefront of decision-making 

and training development to ensure fair allocation of work tasks and equity in skill and 
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knowledge development among men and women. Neglecting access to resources, particularly 

among women at the early stages of their careers, could negatively impact other attempts at 

fostering gender parity in conservation leadership.  

Conservation corps and partners can also lead by example and recruit more females and 

establish leadership development programs to enhance the promotion of females in leadership 

positions. Doing so may prove to provide more role models and show examples of people with 

different leadership styles succeeding on the job. Having more role models available make an 

invaluable difference in if a person believes they “see themself” as capable of being a leader. 

Additionally, although race and ethnicity differences were not explored, the same conclusions 

would likely hold true, as having a role model that “looks like me” helps advancement of all 

underrepresented populations within the conservation field.    

 

Key Point #9: Reviewing policies may provide insight into why women feel supported by the 

conservation field but perceive their gender is a barrier to advancement (e.g. task distribution, 

skill development), may aid in recruiting more female leaders, and thus may help in retaining 

women in the field.  

 

Conclusion: 

Gender inequality in leadership within the conservation field is an issue of concern. 

Literature suggests that there are several key factors that may explain this inequality and should 

be addressed if we are to work towards gender parity in leadership positions. This study 

supported recent literature that females aspire to leadership to the same degree as males, thus 

disproving previous beliefs that this inequality is due simply to women being disinterested in the 
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roles. However, we also found that differences exist between males and females, not in their 

perceptions of leadership pursuit, but in their perceptions of how their gender impacts their 

career outlook in the field and their confidence in leadership skills. By addressing the paradox 

seen between opportunities and resources, conservation corps have the ability to align female 

corps members’ perceptions that the conservation field supports and empowers them with the 

idea that their gender is not a barrier to success in the field. The perceived incongruity may also 

be lessened by a focus on skill development as our model showed that leadership skills are 

particularly important for female early career professionals. Conservation corps are in a unique 

position to offer training and development opportunities and can also look introspectively at their 

own policies to lessen the gender inequality. Evaluating hiring and recruitment practices may 

lead conservation corps to find areas for improvement which could increase the number of 

women in leadership that corps members see, and in turn may help more women in the 

conservation field realize their leadership potential.   
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CHAPTER IV: Collective Conclusions 

Introduction 

The purpose of this study was to add context and understanding to the gender disparity 

seen in conservation leadership positions. In particular, a new construct was proposed, leadership 

pursuit, and a new theoretical model, the Leadership Pursuit Model (LPM), was introduced. 

Leadership pursuit was formed by combining two known factors believed to be needed to be 

interested in and successful at attaining a leadership role: leadership aspirations and leadership 

self-efficacy. The LPM posits that three antecedents (structure and culture, leadership style, and 

leadership skills) impact an individual’s leadership pursuit, and if an individual possesses the 

antecedents and has leadership pursuit intentions, then he or she may eventually find leadership 

success.   

In an attempt to address early career professionals, conservation corps members were 

chosen as the study population. Conservation corps members have been shown to be interested in 

a future career in conservation and they have already taken the first step by joining a corps 

program. Studying corps members allowed for insight into the current perceptions of leadership 

held by individuals who are likely considering and realizing their own leadership potential and 

desires.  

This study adds new perspectives and constructs to both conservation and leadership, and 

provides information that may add support to the changing narratives in these fields. As 

leadership incorporates a structuralist view and accepts context and agency to motivation and 

knowledge development, previously accepted narratives are changing around who is most fit to 

lead. This study adds support to these changing views by demonstrating that factors affect 
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leadership pursuit in a variety of ways, and that by understanding these factors organizations can 

better target these areas to encourage leadership and one’s confidence in their ability to lead.   

This chapter provides a summary of findings, both in the manuscript and technical report, 

and details implications related to theory, method, and practice. Additionally, I make 

recommendations for future research and share reflections on the research process.  

 

Summary of Findings 

Manuscript Findings 

The manuscript demonstrated that the antecedents predicted by literature can help in 

determining leadership pursuit. In this manuscript a theoretical model (the LPM), in which 

structure and culture, leadership style, and leadership skills lead to leadership pursuit, and 

eventually leadership success, was proposed and tested. Results from linear regressions of the 

proposed model by gender of the respondents allowed for several key insights. One important 

finding was the importance of leadership skills within the model. The results for female 

respondents suggested a disproportionate focus on leadership skills and leadership pursuit. While 

leadership pursuit was more evenly explained by all three factors measured for male respondents, 

the focus on leadership skills for females suggests that this may be a main constraint for women 

in pursuing leadership. Additionally, this finding suggests that males may be more likely to lean 

on one of the other two factors in deciding if they aspire to lead and are confident in their ability 

to lead. Beyond the model, each factor was tested for a significant relationship related to 

respondents’ gender. One notable finding was the lack of a significant relationship in regards to 

gender and leadership pursuit. This adds support to literature that is increasingly disproving old 
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perspectives that sought to explain the gender disparity in leadership (e.g., that women do not 

have the right traits or are uninterested in leadership).  

 

Technical Report Findings 

The technical report focused on key implications of gender differences found in the study 

for enhancing leadership pursuit among early career professionals. The paradox between the 

opportunities and resources factors was explored, and recommendations were made that may 

alleviate this issue (e.g., gender bias training for mentors, reviewing policies for areas that may 

inadvertently be a barrier to women pursuing leadership in the field). An importance-confidence 

matrix was created to display leadership skills for both male and female respondents. This matrix 

highlights leadership skills that corps members perceive as important but in which they lack self-

perceived confidence. This allows conservation corps to easily identify skill areas to focus on in 

future trainings and development programs. Recommendations were proposed to conservation 

corps and focused around 1) reviewing internal policies as well as partner policies, and 2) the 

creation or revision of a comprehensive leadership development program.  

 

Study Implications 

This research not only adds understanding to leadership pursuit in the conservation field 

and for early career individuals, but also contributes validity to several increasingly relevant 

findings in literature. One contribution, mentioned previously, is that women are interested in 

leadership. While it was previously commonplace to attribute gender disparity in leadership to a 

disinterest by women towards the positions, the findings in this thesis add increased support to 

leadership literature positing that rather than disinterest, it may be the lack of opportunities for 
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training and advancement being given to women in the workforce (Hoobler et al., 2014). 

Workplaces would do well to better distribute these opportunities and understand that lack of 

verbalization surrounding leadership interest does not mean a lack of desire.  

This changing narrative of gender disparity is further supported by the finding related to 

communication skills. This study found that a relatively low level of confidence was held 

towards communication skills. This finding further supports Boatwright and Egidio’s (2003) 

notion that young women would be benefitted by increased trainings in communication in order 

to better vocalize leadership interests. Together, these two findings may also be combined for 

one example of a feedback loop that may be negatively contributing to the gender disparity in 

leadership. In this way, women are presumed to be disinterested in leadership because they do 

not vocalize it, but some women may also lack the confidence in their communication skills to 

state their interest or to know how to best go about this process. Therefore, women may miss out 

on access to communication-based trainings that would allow them to adequately voice their 

interests.  

As previously discussed, this study contributes both the construct of leadership pursuit 

and the LPM to literature. The LPM sought to combine antecedents and factors shown in 

literature with impacting leadership, with a construct, leadership pursuit, that combined the 

notions of leadership aspirations and leadership self-efficacy. These two factors were combined 

for leadership pursuit because they are both believed to be necessary to have and demonstrate the 

desire to lead. Factor analysis further supported the notion of combining components into one 

construct.  

Practically, the recommendations made in this study to conservation corps may help in 

aiding a more equal representation in leadership. By understanding the gender inequality in these 
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positions and acknowledging why they are currently persisting, the field can then focus on how 

best to address the issue. The recommendations in this study are only a sample of ways that 

professional organizations can address this topic in the conservation field. By understanding 

where best to focus time, energy, and resources, organizations may be more likely to implement 

new ideas and can also have more certainty in understanding best practices as well as 

benchmarks to set to evaluate the success of new programs.  

 

Future Research 

In manuscript one, the model proposed explained roughly half of the variance of 

leadership pursuit. This means that while this study has confirmed that the factors measured do 

contribute to an individual’s level of leadership pursuit, half of the model still remains 

unexplained. Some of this unexplained variable may be attributed more directly to societal 

factors (e.g., gender stereotypes, the idea of leaders in population culture) that impact the 

decisions made by women regarding leadership pursuit. These factors present an avenue for 

future research in understanding how the findings in this thesis and the focus on early career 

professionals are impacted by recent social movements, and if these movements suggest a 

change in perceptions and desires to lead  

Additionally, this model was found to be a better fit for explaining perceptions of 

leadership pursuit in males early in their careers as conservation professionals, compared to 

females. One reason for this may be that the model was developed using male-centric leadership 

constructs, due to the nature of previous research. Early leadership literature was largely focused 

on the male experience, and some factors, particularly skills, that were presented as gender 

neutral were later found to be more commonly associated with masculine traits (Hovden, 2010). 
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This suggests that the paradigm of leadership development, knowingly or not, is male-centric 

and the application of this model demonstrates the limitations of this research’s generalizability 

to female leadership development. Future research should emphasize efforts to understand the 

experiences of women rather than trying to apply these models.     

The technical report in this study suggested ways for conservation corps to address and 

potentially help mitigate the issue of gender inequality in leadership in the conservation field. In 

this study skills were primarily studied by way of “soft skills,” relating to social and 

psychological skills (Swiderski, 1987). Due to the outdoor, machine-heavy nature of the work in 

the conservation field and in conservation corps specifically, an opportunity is presented to 

further research “hard skills” (i.e., technical and safety skills) (Swiderski, 1987). This would add 

insight into how respondents view their confidence related to a set of skills more typically 

associated with masculine imagery (Shooter et al., 2009), and may also be a valuable factor in 

explaining variance in the proposed model.  

 

Final Remarks 

This study has been an enlightening endeavor in understanding how gender affects self-

perceptions and in turn influences aspirations. Two pieces of this study to highlight are the 

paradox in opportunities and resources, and the importance of the perception of confidence in 

leadership skills. By identifying and calling attention to this paradox it may serve to remind early 

career professionals that even if it feels as if gender is a barrier to leadership in the conservation 

field, they are not alone and there are resources and mentors available to them. Additionally, by 

highlighting the importance that self-perceived confidence in skills has towards leadership 

pursuit, these results may help members of the conservation field reevaluate their skill levels. 
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The research shows that women in this sample perceived their confidence in the skill set as 

higher than males did, and with this information it may inspire women to have more honest 

conservations around skills and break any cycles of misperceiving their own abilities. 
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Appendix A: Survey Instrument 

Early Career Conservation Professionals - Perceptions of Leadership   

    

Thank you for taking time to complete this survey. The intent of this survey is to understand the 

perceptions that conservation corps members hold towards leadership. As an early career 

conservation professional, your participation in this study will help improve the knowledge of 

how this demographic perceives leadership in the workplace. This knowledge will provide 

valuable information for the conservation field, and may lead to training improvements. 

     

Your participation is voluntary and you may choose to exit the survey at any time.    

All data will be confidential. There are no known risks for participating. Participation will take 

approximately 10-15 minutes.   

  

For more information or questions, please contact:  

 Samantha Lockwood, Graduate Student  

 Department of Parks, Recreation and Tourism Management  

 North Carolina State University  

 slockwo2@ncsu.edu 

  

 Dr. Michael Edwards, Associate Professor 

 Department of Parks, Recreation and Tourism Management  

 North Carolina State University 

 mbedward@ncsu.edu 

 

 

SECTION 1.  

Interest in Leadership   

This section seeks to understand your interest in leadership. We understand that you are early in 

your career and these answers may change over time. For that reason, we ask that you answer 

honestly as to your current feelings. Please select the option that best reflects your agreement 

with the following statements. Please select one response for each statement.  

 



   

92 

 

 
Strongly 

disagree  
Disagree  

Slightly 

disagree  

Neither 

agree 

nor 

disagree  

Slightly 

agree  
Agree 

Strongly 

agree 

I hope to become a 

leader in my career 

field. 
o  o  o  o  o  o  o  

When I am 

established in my 

career, I would like 

to manage other 

employees. 

o  o  o  o  o  o  o  

I would be satisfied 

just doing my job in 

a career I am 

interested in.  
o  o  o  o  o  o  o  

I plan to devote 

energy to getting 

promoted in the 

organization or 

business I am 

working in.  

o  o  o  o  o  o  o  

When I am 

established in my 

career, I would like 

to train others.

  

o  o  o  o  o  o  o  

I hope to move up 

through any 

organization or 

business I work in.  
o  o  o  o  o  o  o  

Once I meet the 

education 

requirements for a 

particular job, I see 

the need to further 

my education.  

o  o  o  o  o  o  o  

I plan on developing 

as an expert in my 

career field. 
o  o  o  o  o  o  o  
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I think I would like 

to pursue graduate 

training in my 

occupational area of 

interest.  

o  o  o  o  o  o  o  

Attaining leadership 

status in my career 

is important to me. 
o  o  o  o  o  o  o  
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SECTION 1. Continued.   

Please select the option that best reflects your agreement with the following statements. Please 

select one response for each statement.  

 
Strongly 

disagree 
Disagree  

Slightly 

disagree  

Neither 

agree 

nor 

disagree  

Slightly 

agree 
Agree 

Strongly 

agree 

I know a lot more 

than most people 

about what it takes 

to be a good leader. 
o  o  o  o  o  o  o  

I know what it takes 

to make a group 

accomplish its task. 
o  o  o  o  o  o  o  

In general, I am 

very good at leading 

a group of my peers. 
o  o  o  o  o  o  o  

I am confident of 

my ability to 

influence a group I 

lead.  
o  o  o  o  o  o  o  

I know what it takes 

to keep a group 

running smoothly.  
o  o  o  o  o  o  o  

I know how to 

encourage good 

group performance. 
o  o  o  o  o  o  o  

I am able to allow 

most group 

members to 

contribute to the 

task when leading a 

group. 

o  o  o  o  o  o  o  

Overall, I believe 

that I could lead a 

group successfully. 
o  o  o  o  o  o  o  

 

 

 

 



   

95 

 

SECTION 1. Continued.    

Please select the option that best reflects your agreement with the following statements. Please 

select one response for each statement.  
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Strongly 

disagree 
Disagree 

Slightly 

disagree 

Neither 

agree 

not 

disagree 

Slightly 

agree 
Agree 

Strongly 

agree 

I can list my three 

greatest 

weaknesses. 
o  o  o  o  o  o  o  

My actions reflect 

my core values. o  o  o  o  o  o  o  

I seek others’ 

opinions before 

making up my own 

mind. 
o  o  o  o  o  o  o  

I openly share my 

feelings with 

others. 
o  o  o  o  o  o  o  

I can list my three 

greatest strengths.  o  o  o  o  o  o  o  

I allow group 

pressure to 

influence me. 
o  o  o  o  o  o  o  

I listen closely to 

the ideas of those 

who disagree with 

me. 
o  o  o  o  o  o  o  

I let others know 

who I truly am as a 

person. 
o  o  o  o  o  o  o  

I seek feedback as a 

way of 

understanding who 

I really am as a 

person.  

o  o  o  o  o  o  o  

Other people know 

where I stand on 

controversial issues. 
o  o  o  o  o  o  o  
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I emphasize my 

own point of view 

at the expense of 

others. 
o  o  o  o  o  o  o  

I rarely present a 

“false” front to 

others. 
o  o  o  o  o  o  o  

I accept the feelings 

I have about 

myself.  
o  o  o  o  o  o  o  

My morals guide 

what I do as a 

leader. 
o  o  o  o  o  o  o  

I listen very 

carefully to the 

ideas of others 

before making 

decisions. 

o  o  o  o  o  o  o  

I admit my 

mistakes to others.  o  o  o  o  o  o  o  
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SECTION 2.   

Bridges and Barriers   

 

In this section we are interested in your perceptions about potential bridges and barriers to future 

leadership. Again, we ask that you answer honestly as to your current feelings. In this section, 

field" refers to the "conservation field." Please select the option that best reflects your agreement 

with the following statements. Please select one response for each statement. 
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Strongly 

disagree 
Disagree 

Slightly 

disagree 

Neither 

agree 

nor 

disagree  

Slightly 

agree 
Agree 

Strongly 

agree 

My career options 

in this field are 

different than 

someone of another 

gender. 

o  o  o  o  o  o  o  

I face different 

barriers to reaching 

my career goals in 

this field than 

someone of another 

gender. 

o  o  o  o  o  o  o  

I believe I can 

achieve a senior 

management or 

executive-type level 

role in the 

workplace. 

o  o  o  o  o  o  o  

I believe I have 

access to senior 

management or 

executive-type level 

roles. 

o  o  o  o  o  o  o  

There are barriers to 

my career 

advancement in this 

field. 
o  o  o  o  o  o  o  

Barriers to my 

career advancement 

are different than 

those for someone 

of another gender. 

o  o  o  o  o  o  o  

I can overcome 

barriers to my 

career advancement. 
o  o  o  o  o  o  o  

I can be 

“successful” in this 

field. 
o  o  o  o  o  o  o  
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I can combine 

executive work in 

this field and having 

a family. By 

"executive" we 

mean upper level 

management 

positions. 

o  o  o  o  o  o  o  

Having a family is 

important to my 

personal identity. 
o  o  o  o  o  o  o  

I can “have it all” in 

this field. o  o  o  o  o  o  o  

I have a mentor in 

this field. o  o  o  o  o  o  o  

I am treated 

differently in this 

field due to my 

gender. 
o  o  o  o  o  o  o  

I have access to the 

professional 

network in this 

field. 
o  o  o  o  o  o  o  

I am empowered to 

have a successful 

career in this field. 
o  o  o  o  o  o  o  

My opinions are 

heard and respected 

in this field. 
o  o  o  o  o  o  o  
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SECTION 3.   

Perceptions 

   

In this section we are interested in your perception of a behavior. 

The first set of items are related to how important you believe a behavior is to being successful 

in leadership. For these items, please select the option that best suits how you feel about the 

completed statement. Please select one response for each statement.      

_______ is important to leadership success.     

 

 
Strongly 

disagree 
Disagree 

Slightly 

disagree 

Neither 

agree 

nor 

disagree 

Slightly 

agree 
Agree 

Strongly 

agree 

Ability to take 

direction... o  o  o  o  o  o  o  

Accepting 

criticism... o  o  o  o  o  o  o  

Adaptability... o  o  o  o  o  o  o  

Being positive... o  o  o  o  o  o  o  

Communicating... o  o  o  o  o  o  o  

Displaying a 

strong work 

ethic... 
o  o  o  o  o  o  o  

Empathizing... o  o  o  o  o  o  o  

Listening... o  o  o  o  o  o  o  

Problem 

solving... o  o  o  o  o  o  o  

Time 

management... o  o  o  o  o  o  o  
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The second set of items will ask about your confidence in a certain area. Confidence refers to the 

extent to which you feel comfortable using or demonstrating a behavior. For these items, please 

select the option that best suits how you feel about the completed statement. Please select one 

response for each statement.  

I am confident in my ability to _______ 

 

 
Strongly 

disagree 
Disagree 

Slightly 

disagree 

Neither 

agree 

nor 

disagree 

Slightly 

agree 
Agree 

Strongly 

agree 

...accept 

criticism. o  o  o  o  o  o  o  

...adapt. o  o  o  o  o  o  o  

...be positive. o  o  o  o  o  o  o  

...communicate. o  o  o  o  o  o  o  

...display a 

strong work 

ethic. 
o  o  o  o  o  o  o  

...effectively 

manage time.  o  o  o  o  o  o  o  

...empathize. o  o  o  o  o  o  o  

...listen.  o  o  o  o  o  o  o  

...problem 

solve. o  o  o  o  o  o  o  

...take 

direction. o  o  o  o  o  o  o  
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SECTION 4. 

Conservation Corps Participation 

 

Which Conservation Corps have you most recently worked with (including if you are currently 

working with a corps)? Please select one response.  

o Conservation Legacy  

o The Student Conservation Association   

o Utah Conservation Corps  

o Other: ________________________________________________ 

 

 

What position have you most recently held within a corps team? Please select one response.  

o Team Member 

o Team Leader  

o Single Intern Placement  

o Other ________________________________________________ 
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This set of items asks about your motivation in participating with a conservation corps. Please 

select the option that best reflects your agreement with the following statement: 

 

I joined a conservation corps _______ 

 
Strongly 

disagree 
Disagree 

Slightly 

disagree 

Neither 

agree 

nor 

disagree 

Slightly 

agree 
Agree 

Strongly 

agree 

...to develop skills 

necessary for a job 

in conservation. 
o  o  o  o  o  o  o  

...to develop general 

employment 

experience. 
o  o  o  o  o  o  o  

...to develop 

personal 

recreational skills. 
o  o  o  o  o  o  o  

...because I am 

pursuing (or plan to 

pursue) a degree in 

a conservation field. 
o  o  o  o  o  o  o  

...because I intend to 

pursue a career in 

conservation. 
o  o  o  o  o  o  o  

...to spend time 

outside. o  o  o  o  o  o  o  

...for self 

development 

outdoors. 
o  o  o  o  o  o  o  

...[other]: write-in. o  o  o  o  o  o  o  
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SECTION 5. 

Demographics 

 

Please indicate the highest level of school you have completed. Please select one response. 

o Less than high school 

o High school graduate 

o Some college 

o College graduate (Associate's degree or AA) 

o College graduate (BA/BS) 

o Post-college/Graduate School 

 

 

Which of the following best describe you? Please select all that apply.  

▢ American Indian or Alaskan Native 

▢ Asian 

▢ Black or African American 

▢ Hispanic, Latino or Spanish Origin 

▢ Middle Eastern or Northern African 

▢ Native Hawaiian or Pacific Islander 

▢ White 
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Which of the following best describe your gender identity? Please select one response.  

o Female 

o Male 

o Nonbinary 

o Other ________________________________________________ 

o Prefer not to say  

 

In what year were you born? 

▼ 2005 (1) ... 1970 (36) 

 

Clicking the "next"/right arrow below will submit your survey. If you would like to return to any 

previous sections, please use the left arrow on the bottom of the survey pages. Please do not use 

your browser's back button.  
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Appendix B: Sample Email Message to Participants 

Dear [FirstName] [LastName], 

 

My name is Samantha Lockwood and I am a graduate student at North Carolina State University. 

I am writing to you in regards to a research project. The purpose of my study is to understand the 

perceptions that young adults in the conservation field have towards leadership. As part of this 

project, I am conducting surveys with conservation corps members. 

 

If you are interested, please find a link to the survey below. If you have any questions regarding 

the project, please e-mail me. It is our hope that with your support we can achieve a high 

response rate for this project. This project may lead to training and professional development 

changes for future conservation corps members, so your input is vital. 

  

Follow this link to the Survey: 

[Survey Link] 

Or copy and paste the URL below into your internet browser: 

[Survey Link] 

 

Thank you for your support and have a nice day. 

 

Sincerely, 

Samantha Lockwood, Graduate Student 

Department of Parks, Recreation and Tourism Management 

North Carolina State University 

slockwo2@ncsu.edu 

 

 

Follow the link to opt out of future emails: 

[Opt Out Link] 
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Appendix C: Supplemental Tables and Figures 

Table 1. Sample Demographics 

Variables Full Sample Females Males 

Gender 349 (100%) 225 (64.5%) 124 (35.5%) 

Average Age (years) 24 24 25 

Most Recent Position    

Team Member 175 (52.2%) 106 (47.1%) 69 (55.6%) 

Team Leader 38 (11.3%) 20 (8.9%) 18 (14.5%) 

Single Placement Intern 122 (36.4%) 90 (40.0%) 32 (25.8%) 

Highest Level of Education Completed    

Less than high school 16 (5%) 9 (4%) 7 (5.6%) 

High school graduate 24 (7%) 6 (2.7%) 18 (14.5%) 

Some College 78 (22%) 46 (20.4%) 32 (25.8% 

College graduate (Associate’s degree) 10 (3%) 9 (4%) 1 (0.8%) 

College graduate (Bachelor’s degree) 189 (54%) 134 (59.6%) 55 (44.4%) 

Post-college/Graduate School 32 (9%) 21 (9.3%) 11 (8.9%) 

Race and Ethnicity    

American Indian or Alaskan Native 23 (6%) 12 (5%) 11 (8%) 

Asian 15 (3.9%) 10 (4%) 5 (4%) 

Black or African American 18 (4.7%) 11 (4%) 7 (5%) 

Hispanic, Latino or Spanish Origin 33 (8.6%) 22 (9%) 11 (8%) 

Middle Eastern or Northern African 1 (.3%) 0 (0%) 1 (1%) 

Native Hawaiian or Pacific Islander 6 (1.6%) 5 (2%) 1 (1%) 

White 287 (74.9%) 185 (76%) 102 (74%) 

 

Table 2. Means and standard deviations for measures related to why an individual joined a 

conservation corps.  

Item Total Female Male 

...to develop skills necessary for a job in 

conservation. 

5.55 (1.569) 5.68 (1.486) 5.31 (1.689) 

...to develop general employment experience. 5.70 (1.469) 5.76 (1.421) 5.59 (1.551) 

...to develop personal recreational skills. 5.11 (1.677) 5.21 (1.592) 4.91 (1.812) 

...because I am pursuing (or plan to pursue) a 

degree in a conservation field. 

4.84 (1.948) 5.13 (1.835) 4.31 (2.042) 

...because I intend to pursue a career in 

conservation. 

5.68 (1.513) 5.85 (1.405) 5.36 (1.650) 

...to spend time outside. 6.18 (1.165) 6.16 (1.153) 6.23 (1.190) 

...for self-development outdoors. 5.83 (1.425) 5.90 (1.326) 5.69 (1.584) 

Measured on a scale of 1= “strongly disagree” to 7= “strongly agree.” 
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Table 3. Means and standard deviations for measures related to Leadership Pursuit.  

Items Total Females Males 

I hope to become a leader in my career 

field. 

6.05 (1.120) 6.04 (1.118) 6.08 (1.128) 

When I am established in my career, I 

would like to manage other employees. 

5.42 (1.380) 5.43 (1.325) 5.40 (1.481) 

I would be satisfied just doing my job in a 

career I am interested in. 

5.46 (1.465) 5.44 (1.484) 5.49 (1.434) 

I plan to devote energy to getting promoted 

in the organization or business I am 

working in. 

5.73 (1.261) 5.69 (1.277) 5.80 (1.234) 

When I am established in my career, I 

would like to train others. 

6.01 (1.055) 6.03 (1.017) 5.97 (1.123) 

I hope to move up through any organization 

or business I work in. 

6.10 (1.050) 6.16 (1.009) 5.99 (1.115) 

Once I meet the education requirements for 

a particular job, I see the need to further my 

education. 

5.32 (1.531) 5.35 (1.545) 5.27 (1.511) 

I plan on developing as an expert in my 

career field. 

6.07 (1.045) 6.07 (1.039) 6.09 (1.059) 

I think I would like to pursue graduate 

training in my occupational area of interest. 

5.44 (1.608)* 5.59 (1.565) 5.16 (1.655) 

Attaining leadership status in my career is 

important to me. 

5.36 (1.427) 5.45 (1.411) 5.19 (1.446) 

I know a lot more than most people about 

what it takes to be a good leader. 

4.57 (1.277) 4.58 (1.230) 4.56 (1.363) 

I know what it takes to make a group 

accomplish its task. 

5.30 (1.044) 5.34 (0.976) 5.21 (1.157) 

In general, I am very good at leading a 

group of my peers. 

5.29 (1.072) 5.32 (1.003) 5.23 (1.190) 

I am confident of my ability to influence a 

group I lead. 

5.36 (1.160) 5.38 (1.124) 5.33 (1.225) 

I know what it takes to keep a group 

running smoothly. 

5.31 (1.006) 5.32 (0.980) 5.28 (1.056) 

I know how to encourage good group 

performance. 

5.48 (1.087) 5.50 (1.074) 5.44 (1.113) 

I am able to allow most group members to 

contribute to the task when leading a group. 

5.79 (1.033) 5.83 (1.048) 5.73 (1.005) 

Overall, I believe that I could lead a group 

successfully. 

5.87 (1.007) 5.91 (0.904) 5.79 (1.171) 

*p<0.05    
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Table 4. Means and standard deviations for measures related to Opportunities and Resources 

components of Structure and Culture.  

Items Total Females Males 

Opportunities:    

My career options in this field are different than 

someone of another gender. 

3.96 (1.797) 4.24 (1.702) 3.45 (1.858) 

I face different barriers to reaching my career 

goals in this field than someone of another 

gender. 

4.67 (1.804) 5.08 (1.597) 3.92 (1.920) 

Barriers to my career advancement are different 

than those for someone of another gender. 

4.42 (1.725) 4.77 (1.508) 3.79 (1.905) 

I am treated differently in this field due to my 

gender. 

3.88 (1.771) 4.25 (1.627) 3.20 (1.826) 

Resources:    

I have a mentor in this field. 4.88 (1.691) 4.87 (1.745) 4.89 (1.594) 

I have access to the professional network in this 

field. 

5.31 (1.235) 5.33 (1.181) 5.29 (1.330) 

I am empowered to have a successful career in 

this field. 

5.58 (1.146) 5.60 (1.120) 5.54 (1.196) 

My opinions are heard and respected in this 

field. 

5.19 (1.280) 5.19 (1.220) 5.19 (1.387) 

Measured on a scale of 1= “strongly disagree” to 7= “strongly agree.” 

 

Table 5. Means and standard deviations for measures related to Leadership Skills – Importance.  

Item Total Female Male 

Ability to take direction... 6.35 (0.719) 6.36 (0.674) 6.35 (0.797) 

Accepting criticism... 6.56 (0.699) 6.60 (0.620) 6.49 (0.821) 

Adaptability... 6.73 (0.523) 6.73 (0.510) 6.72 (0.549) 

Being positive... 6.31 (0.877) 6.35 (0.855) 6.24 (0.917) 

Communicating... 6.81 (0.469) 6.83 (0.456) 6.77 (0.491) 

Displaying a strong work ethic... 6.55 (0.654) 6.58 (0.622) 6.48 (0.705) 

Empathizing... 6.22 (0.953) 6.26 (0.884) 6.15 (1.067) 

Listening... 6.64 (0.548) 6.65 (0.564) 6.62 (0.519) 

Problem solving... 6.64 (0.603) 6.66 (0.585) 6.60 (0.637) 

Time management... 6.47 (0.706) 6.50 (0.663) 6.43 (0.777) 

Measured on a scale of 1= “strongly disagree” to 7= “strongly agree.” 
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Table 6. Means and standard deviations for measures related to Leadership Skills – Confidence.  

Item Total Female Male 

...take direction. 6.30 (0.851) 6.35 (0.754) 6.22 (1.000) 

...accept criticism. 5.80 (1.054) 5.75 (1.061) 5.89 (1.039) 

...adapt. 6.32 (0.786) 6.32 (0.828) 6.33 (0.707) 

...be positive. 5.97 (1.160) 5.98 (1.080) 5.94 (1.296) 

...communicate. 6.05 (1.041)* 6.17 (0.925) 5.83 (1.199) 

...display a strong work ethic. 6.44 (0.769) 6.44 (0.800) 6.45 (0.714) 

...empathize. 6.13 (1.115)* 6.24 (1.050) 5.94 (1.205) 

...listen. 6.41 (0.716) 6.44 (0.699) 6.35 (0.746) 

...problem solve. 6.28 (0.823) 6.28 (0.776) 6.27 (0.905) 

...effectively manage time. 5.77 (1.207)* 5.87 (1.094) 5.58 (1.374) 

*p<.05 

Measured on a scale of 1= “strongly disagree” to 7= “strongly agree.” 

 


