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[bookmark: _Toc256281462]Abstract
[bookmark: OLE_LINK3][bookmark: OLE_LINK4]Women remain underrepresented in leadership positions across all sectors, and social and cultural constructs of leadership remain highly gendered. Much literature details barriers to women achieving leadership positions, differences in leadership styles of men and women, and strengths and weaknesses of the traditional male versus female leadership styles. Women’s leadership is a hot topic these days. Countless books and news articles prescribe ways for women to ‘lean in’ to leadership, in the name of enhancing women’s access to leadership positions as well as the status of women as leaders. Little research exists, however, describing how women become successful leaders. What turning points do they encounter that fundamentally alter the course of their careers? What supports are necessary in their home, family, community, and work environment to foster leadership development among women? Does it make a difference if a woman had strong female mentors, supervisors or even if their mother worked outside the home? These are the questions we set out to answer, first through a review of literature and then through our own research. Through our own mixed methods research we explore the “turning points” women experience through their lives that they felt helped them gain their leadership position. We surveyed more than 250 women in the public and nonprofit sectors electronically and conducted 7 face-to-face interviews with local women leaders. In our research, 9 factors proved significant in determining whether a woman is a leader (supervisory or hire/fire authority) in her workplace. These factors speak to organizational factors such as promotion from within, a culture that encourages women to lead, and access to training. In addition, women who had female mentors were more likely to be leaders when compared to those who had a male mentor. Further, our interviews with women also illuminated the significant factor mentors can play in a woman’s career path. This research serves as a call to action for agencies, leadership groups, leaders, and women themselves.
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[bookmark: _Toc256281464]Introduction
	In spite of progress in the public and nonprofit sectors, women remain underrepresented in leadership positions, both nationally as well as within the local Thurston County region. Because of this underrepresentation, women’s unique skills and talents remain underutilized in many sectors, including in nonprofit and government settings working to further the public good. 
	Stivers’ work, Gender Images in Public Administration (2002) points to a gap in the research and discussion about gender in public administration. Stivers concludes because the public and nonprofit sectors are thought to have a more balanced distribution of women in leadership positions, gender is often left out of the conversation. In reality women still hold only 31% of the public sector leadership positions in the United States (Ernst & Young, 2013). Although more balanced than the private sector, women still face barriers to reaching the highest level of leadership within public and nonprofit agencies. Much of the research about women in leadership has focused on theories explaining why women are not attaining leadership positions despite their gains in education. Frustrated by the focus on barriers and seeking a strengths-based approach to the gender disparity in leadership, we began to ask questions. ‘What can be done to empower women leaders, and transform the status of women as leaders,’ we wondered? ‘How can we mitigate identified barriers to women’s leadership, and improve the leadership experience of women leaders in nonprofit and governmental organizations?’ These questions drove us to conduct our own research with a transformational intent.
[bookmark: _Toc256281465]Theories on Barriers to Women in Leadership: A Review of Literature
	With the 2013 release of Sheryl Sandberg’s book Lean In: Women, Work and the Will to Lead (2013), women’s equality in the workplace is on pop culture’s mind. Sandberg, Facebook’s Chief Operating Officer and one of Fortune 500’s most powerful women, suggests women must change the way we do things to be awarded top positions. Her tone and “practical advice” for women leaders assume women do not innately possess or have not acquired skills to be successful in breaking through the “glass ceiling.” 
[bookmark: _Toc256281466]The Glass Ceiling
	Coined in the 1980s, the glass ceiling metaphor was widely used throughout the 1990s to describe the barriers women face to attaining executive leadership positions within organizations. Even today it is a widely accepted concept. The glass ceiling refers an unseen barrier preventing women from advancing into upper management. In 1991 the Federal Glass Ceiling Commission formed to identify some of those barriers for women and minorities. The Commission studied barriers and opportunities in three areas: 1) the filling of management and decision making positions; 2) developmental and skill enhancing activities; and 3) compensation and reward systems (U.S. Glass Ceiling Commission, 1995). They also examined the educational and developmental preparedness of minorities and women to advance to management and decision making positions (U.S. Glass Ceiling Commission, 1995).
	The Commission determined significant attitudinal and organizational bias prevented women and minorities from advancement. Barriers such as inadequate recruitment practices, lack of opportunity to contribute to and participate in corporate development programs and lack of top level ‘ownership’ of equal employment opportunity principles prevented women from accessing leadership positions. (U.S. Glass Ceiling Commission, 1995). The Commission identified multiple strategies to ‘shatter’ the glass ceiling “once and for all,” including carefully monitored management development plans, increased emphasis on the recruitment of qualified women and minorities, and corporate-wide diversity training and awareness programs (U.S. Glass Ceiling Commission, 1995, p. 11). All of these strategies rely on commitment from top management to remove barriers to equal access in upper level positions (U.S. Glass Ceiling Commission, 1995).
	However, recent research criticizes the glass ceiling metaphor for failing to incorporate the complexity of challenges women face in obtaining leadership positions. The metaphor implies all women face a single, uniform obstacle and assumes women and men have equal access to entry- and mid-level positions before hitting the ceiling. Thus, those trying to ‘shatter the ceiling’ focus their interventions on too narrow a set of barriers, missing women who are discriminated against in lower level positions. Further, the interventions fail to address the prejudices against women in leadership across organizational levels and assume women don’t need any support once leadership is achieved. 
[bookmark: _Toc256281467]The Labyrinth
	Newer than the glass ceiling is the labyrinth metaphor, better representing the complexities of a woman’s journey complete with unexpected twists and turns (Eagly & Carli, 2007). Perhaps a more accurate description of the barriers women face, the labyrinth metaphor recognizes differences in the ways women and men achieve leadership roles, in part created by an unequal balance in power and opportunity (Eagly & Carli, 2007). The various paths to leadership twist and turn, are unpredictable, and have end points often obscured from view. When a woman successfully navigates the labyrinth, she and others who made it to the center can only see each other and not those who failed to solve the leadership maze or are currently struggling (Eagly & Carli, 2007). Further, the labyrinth’s organic and evolving nature makes it more difficult to maneuver.
	This metaphor implies organizations may need to uproot and replant entire structural systems to create fairer avenues for success. Also, an organization’s labyrinth walls could be trimmed back to allow more visibility for the participants. Workers and managers have to agree to work toward a progressive evolution of their organization in order to significantly shift the work culture to create equal access to leadership (Eagly & Carli, 2007). 
[bookmark: _Toc256281468]External and Internal Barriers
	In examining the labyrinth metaphor, the types of barriers faced by women merit further examination. For example, societal norms and cultural traditions impose structural and cultural barriers, as well as impact women’s own constructs about gender and leadership. Further, women’s own fears and perceptions strongly influence their drive (or lack of drive) to seek leadership positions, constituting an ‘emergence gap.’ Finally, how they are received, supported and compensated as leaders also factors into the equation.
	Pervasive external barriers in the form of societal norms and unequal pay exert a significant influence on women’s perceptions. For example, traditional gender roles as applied to occupation tell us nursing and teaching are more traditionally women’s work, while the roles of doctors, lawyers and politicians traditionally fall to men. Further, despite great cultural transformation from women entering the workforce to more egalitarian models of sharing child rearing and domestic chores, women still perform the majority of home and childcare, even in situations where both adults work full time (Caprino, 2013).
	Still, society seems to pass judgment on women whether they stay at home with their children or work full time. For example, when Minnesota Democrat Amy Klocuchar ran for a Senate seat, people kept asking ‘what was going to happen’ to her children if she were elected (Newton-Small, 2013). In our own work experience, colleagues have asked us if we would rather be at home than at work full time, implying the home life responsibilities including cooking, cleaning and raising of children should take precedence over a woman’s career, or that women should want to be at home as opposed to out in the workforce.
	This ‘double bind’ women find themselves in (Jamieson, 1995), and these kinds of inappropriate comments and behaviors, as well as other overt and subtle displays of “casual chauvinism and old-fashioned views of gender roles still pervade everyday life,” (Lawless & Fox 2010). Despite great gains in the past 50 and 100 years, the marginalization of women remains “more common than we want to admit” (Caprino, 2013). We know women must internalize these cultural and societal cues, but just what does this internalization look like and how is it affecting women and leadership? To answer this, we must closely examine internal barriers.
	Countless internal barriers emerge to prevent women from leading, too. Due in large part to traditional socialization and ‘typical’ female gender role experiences previously described, many women lack in self-efficacy, (Hackett & Betz, 1981) and just plain lack interest in assuming leadership roles (Lawless & Fox 2010). Among college age women, self-esteem and even fears of negative evaluation limit young women’s leadership aspirations (Boatwright & Egidio, 2003).
	With traditional gender roles profoundly impacting the emergence of female leaders, women are less likely to perceive themselves as leaders (Kent & Moss, 1994) and less likely to emerge as leaders. Thus, women’s own perceptions and ideations reduce the likelihood they’ll seek leadership positions, creating an emergence gap, however lack of appropriate role modeling of strong female leaders likely also impacts this complex set of issues. 
[bookmark: _Toc256281469]Research Strategy
	This research project aimed to elicit information from women leaders to help aspiring and current female leaders experience success both in gaining access to leadership roles and excelling as leaders. Through this work we sought to turn the barrier-focused research on its head, instead focusing on the factors or conditions helpful to women in their path to leadership. If critical turning points could be identified and better understood, perhaps we could build up on what works and employ a strengths-based approach to transforming the status and condition of women as leaders. Our specific questions were: ‘What “turning points,” events or factors, in a woman’s life helps them attain a leadership role?.’ and ‘which factors are most influential?’ Our assumptions in asking these questions were as follows:
· Women experience “turning points” that help them to achieve leadership positions
· Women’s leadership styles are different AND have a place in the public sector
· Knowing the turning points will help us understand how to improve the status of women as leaders in the public and nonprofit sectors, supporting women to access leadership positions and be successful in them.
[bookmark: _Toc256281470]Research Design and Methods
	We conducted our research via a mixed methods approach with a transformational intent, utilizing a multistage, or cluster sampling design. The format is ideal due to the impracticality of identifying a comprehensive list of all women in leadership positions within nonprofit and governmental agencies in Washington (Creswell, 2014, p. 158). Though our goal was to survey approximately 75 women leaders in management or director-level positions within nonprofit and governmental organizations, our survey reached over 250 women, thanks in large part to the support and partnership of Washington State’s Interagency Committee of State Employed Women (ICSEW). All data were collected between January 17 and February 13, 2014.
[bookmark: _Toc256281471]Phase I - Online Survey Data Collection
	We conducted first phase of research using an online survey of women leaders from public/government and nonprofit organizations via Google Forms. For the purposes of this research, we defined “leader” narrowly: women who supervise one or more staff, or have the authority to hire and release staff. Our survey tool included 34 multiple choice, Likert scale, and open-ended questions. Survey questions sought information on women’s perceptions about gender and access to leadership, gathered demographic information, and asked about social and workplace supports.
	Using the snowball method, we distributed the survey by email to women employed in various public/government and nonprofit agencies using our own networks, and asked them to share the survey with others; this allowed us to reach a wide-range of individuals (Creswell, 2014). In addition, we partnered with the ICSEW to reach more many women in state government. The ICSEW’s support was extremely valuable; in the end 90% of our respondents represented the public sector while 10 % were from the nonprofit sector. 
	Although we were able to reach a large group of women in the public and nonprofit sector, we must acknowledge the limitations of using a snowball sampling method. Due to the limitations of our project including time and resources available, a snowball sample was our only option. Once our survey was sent to our networks and the ICSEW we had no control over who took our survey and so we cannot guarantee our sample is representational of the population of women in the public and nonprofit sectors. In addition, we are aware of the risks of sampling bias with our sampling method. The women likely to receive and take our survey were more likely to be already interested in the topic of women’s leadership and gender inequality in the workplace, so it is likely they share similar characteristics. As we analyzed our data we kept these limitations of our sample in mind.
[bookmark: _Toc256281472]Phase II - Interviews with Women Leaders       	
	In addition to survey data collection, 7 women leaders participated in in depth one-on-one interviews between January 20 and February 7, 2014, overlapping with the survey data collection timeline. These focused interviews provided our research team with the opportunity to explore individual women leaders’ stories, identify themes, and collect rich qualitative information to inform our research (Rea & Parker, 2005, p. 73). The construction of questions was intentionally open-ended to allow us to explore women’s thoughts and feelings about their path to leadership without inserting too much structure or too many limitations (Creswell, 2014, p. 190). Questions explored what their career trajectory and education looked like prior to attaining a leadership role, as well as asked about turning points, factors and events or conditions women identified as exerting a significant impact on their trajectory. Further, interviews allowed an opportunity for women leaders to share thoughtful and meaningful advice for young women leaders, aspiring young women leaders, and all those seeking to support women in their careers. 
	As we identified whom to interview, an effort was made to select women representing agencies and organizations with diverse structures and makeup. Through the survey data collection we invited women to provide contact information at the end if they were willing to be interviewed, though no promise of an interview was made. Some interviewees participated in the survey first, providing their contact information for possible inclusion in the surveys, while other interviewees were referred by colleagues, and still other women were personally identified as having the potential to offer a great deal of information and insight to our research. Three women were interviewed from the public/government sector and four participated from nonprofit sector.
	Interviewees ranged from 30-somethings to in their late 60s. All interviews were conducted in person and ranged from approximately 45 to 90 minutes in duration. Though all interviewees consented to our use of an audio recording device to record responses to the interview, we promised not to identify the women by name or agency in our results without obtaining additional consent. Further, we pledged to destroy all audio files and notes at the conclusion of our research.
[bookmark: _Toc256281473]Phase III - Data Analysis
	Both our survey and interviews produced a wide breadth and depth of quantitative and qualitative data. Though our survey contained categorical and qualitative data points, we looked first at the quantitative data, downloading it from Google Forms into SPSS for analysis. Much of the initial data analysis centered around descriptive statistics, enabling a better understanding of the women leaders who took our survey. Through this initial analysis, we were able to describe the women leaders in various ways, including: age, employment sector, years in current position, whether these women had a mother or father who worked outside of the home, child/family care situations, level of education achieved, etc. 
A wide variety of women participated in our survey. They ranged in age from 20 to age 69, and had a variety of levels of education, the majority with college degrees.  Most survey respondents were married, and over half (51%) are parents of children still living at home. Nine out of ten (90%) women reported their fathers worked outside of home when they were growing up, compared to just 3 in 5 (59.4%) reporting their mothers worked outside the home. Figures 1 and 2 on the following page offer a visual display of key demographic information.
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Figure I: Employment Sector and Education Level Survey Demographics 
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Figure II: Age Range and Home Life Survey Demographics 
	Although we sought to survey women who fit our specific definition of leader (supervisory or hire/fire authority) we ended up with many survey results from women who did not meet that definition. We were able then to divide the survey data into two groups: leaders (by our definition) and those who were not leaders by our definition. With two groups of women and all of the factors we asked about in our survey, group comparisons with crosstabulations and chi-squares made perfect sense. The other two natural ways to divide our data is by women who work in the public sector and women in the nonprofits. Although our numbers for nonprofit women who took the survey are low (10%) we were still able to run some chi-squares.
	For example, we asked survey respondents to rate the impact of several events or factors on their career trajectories. From that data we analyzed which factors had impact on women leaders by using chi-square test to discover if there is a relationship between two categorical variables. One variable is our “leader Yes/No” and the other variables are all of our other survey questions, each aimed to determine factors that influenced whether women become leaders:
➔   Are women who had mentors more likely to be leaders?
➔   Which factors in their career path were chosen as the most influential by women leaders?
➔   Do opinions among women in the public sector versus in the nonprofit sector differ in terms of which factors were more influential in helping them to achieve leadership positions?
➔   Which groups of people (spouse, children, parents, etc.) had the most positive impact on women leaders’ paths to their careers? Which exerted the least impact, or did any exert a negative impact?
➔   Do women leaders in nonprofits and the public sector have differing perceptions of the level of organizational or social support they experience with respect to serving in a leadership capacity?  
[bookmark: _Toc256281474]Findings
	Our quantitative survey and qualitative data turned up a lot of expected results, as well as some surprises. By analyzing the 53 factors in our survey for group differences between women leaders (by our definition) and women not in leadership positions we found 9 factors to be statistically significant between the groups, indicating a relationship. By determining those statistically significant factors we were able to paint a picture of some of the common characteristics of a woman leader. 
[bookmark: _Toc256281475]Quantitative data
	We hypothesized that whether or not a woman’s mother worked outside the home while she was growing up would be correlated to whether a woman was a leader, however we found no significant relationship between women who are leaders by our definition and whether their mothers worked outside of the home c2 (4, N = 259) = 3.849, p = .427.
[image: Displaying Data3.png]
Figure III: Impact of Parents Survey Analysis
	Women rated the impact various factors and turning points had on their career path, including things like education, network of support, and wanting more money, for example. By calculating Chi-Square significance, only three factors registered as correlated to whether the survey respondents were leaders by our definition: 
· workplace training opportunities c2 (4, N = 259) = 12.645, p = .013, 
· the organization had a need the respondent was able to fill c2 (4, N = 259) = 14.104, p = .007, and 
· work experiences positioned them to become a leader c2 (4, N = 259) = 14.736, p = .005.
In addition, women leaders by our definition were more likely to indicate a support network of friends and family had a major impact on their ability to obtain a leadership position than women not in leadership positions c2 (4, N = 259) = 10.475, p = .033.
[image: Displaying Data4.png]
Figure IV: Anatomy of a Woman Leader Survey Analysis
	When we compared the women who work in government with women working in nonprofit settings using the same categories of turning points in their careers, the factors that had relationships were: 
· changing fields/career trajectory (an aha! moment) c2 (4, N = 259) = 12.031, p = .017 and again, 
· workplace training opportunities c2 (4, N = 259) = 9.862, p = 043. 
Of those two factors, those working for nonprofits were both more likely to say “workplace training opportunities” had an influence on their careers and that having an aha! moment had a major impact on their career trajectories.
	Women leaders were more likely to say having a female supervisor was definitely or somewhat helpful in them obtaining a leadership role, although whether or not they had ever had a female supervisor was not a statistically significant relationship c2 (1, N = 259) = .191, p = .462. This finding leads us to think about those female supervisors - what made some of them so significant in women leader’s career paths and some of them not in the lives of women who are not leaders? Looking at more organizationally focused factors, women leaders were more likely to say the culture of their organization supports women to become leaders. And women leaders were more likely to have been promoted within vs. being hired from outside the organization. These significant factors together suggest an organization that works to support women in obtaining leadership positions is successful in their pursuits.
	Our research also looked more closely at the role mentors may have played in these women’s careers. Although no significant relationship appeared between whether a woman is a leader (by our definition) and whether they had a mentor c2 (1, N = 259) = .859, p =  .226, a significant relationship is evident between whether a women is a leader and whether they had a female mentor c2 (3, N = 259) = 8.679, p = .034.
	In the domain of personal beliefs and perspectives, family life, and attitudes about their career paths, women leaders in our survey were more likely to say that being a woman positively affected their ability to obtain a leadership role. Although no statistically significant relationship was identified between whether women turned down a job or took time off due to family care responsibilities, women leaders who took our survey were less likely to have regular family care responsibilities other than children than the non-leader women who took our survey.
[bookmark: _Toc256281476]Qualitative Data
	Our qualitative data included open-ended questions from 225 applicable survey responses as well as extended interviews with seven women leaders in government or nonprofits. In our interviews we expected to see that the women who were leaders consistently had a supportive partner, especially if they had kids, but at least a couple of the women we interviewed specifically said they did not have that support at home.
[image: Displaying Data5.png]
Figure V: Interview Responses
[bookmark: _Toc256281477]Theme 1: Opportunities Make The Difference
	The theme of opportunities making a difference was mentioned in our survey 50% of the time. Certainly anyone who would like to be a leader needs opportunities to get there, but perhaps those opportunities that are so available for men are not so readily available for women. Although the opportunities women said were needed varied, the concept of needing opportunities in general speaks to a greater need to help women. These include opportunities to observe women leaders (role models), opportunities for internships, opportunities for training, etc. That women need help to succeed and get leadership positions was one of the assumptions we had going into the survey and interviews. Some key phrases from our survey and interview respondents:
●  	“Women need opportunities for different kinds of leadership.” - survey respondent
●  	“Women need the opportunity to witness leading.” - survey respondent
●  	"See opportunity and take it. Give yourself permission to take a risk." - Executive Director of local Non-Profit
●  	“I never set a path for my career; I’m more someone who takes opportunities when I see them passing by, and then do a good job and that will create more opportunities for me.” - State-level elected official (b)
[bookmark: _Toc256281478]Theme 2: Working hard at what you love pays off
	Another theme emerging from our interviews and survey data was this: to succeed women needed to do what they love and work hard at it. A lot of the women also mentioned that when you’re doing what you love, you had to stop apologizing for it. A few quotes reflective of these sentiments include:
●  	"Follow your passion. Know your career is a very long time, indeed." - Executive Director of local Non-Profit
●  	"Apologize less [for what you care about]." - Director of local Higher Education Institution
●  	“I really believe strongly, do what you love, always do what you love, with some sense of practicality.” - State-level elected official (b)
●  	On how she rose up to become a leader: “I decided to mostly just do things I loved. If you love something you work harder at it and you do it better and with more joy and happiness.” - State-level elected official (b)
[bookmark: _Toc256281479]Theme 3: The importance of having role models and mentors
	All the women we interviewed and 40% of the women we surveyed mentioned mentors as either something they believed helped them achieve leadership positions and/or something women need to become leaders. Many of the responses indicated they didn’t have formal mentor relationships with women, but that at some point in their careers someone believed in them. In addition, all the women we surveyed had a belief that as leaders who had mentors helping them, they needed to help other women achieve success as well. Some selected quotes are below:
●  	Upon reflecting back on the earlier days of her career, she worked under three different female directors, and she said “I watched those women very carefully in how they did their work ... I didn’t really know it at the time but I was watching leadership in action and twenty years into my career when I was starting to assume more and more responsibility at some point I became very aware that I was deploying those same techniques.”  - Local-level elected official
●  	“The only way you can repay (women who helped you) is by doing the same for someone else." - Director of local Higher Education Institution
●  	“In every job I’ve had that I moved to I had mentors that helped me get there. They weren’t necessarily people I chose as mentors, but they were definitely people who believed in me and who believed I could do more.” - State-level elected official (b) 
	A summary of themes mentioned in open-ended survey questions is reflected in the table below by percentage of responses.
	Theme
	# of responses
	Percentage

	Opportunity Makes The Difference
	86
	38%

	Work Hard at What you Love
	43
	19%

	Mentors/role Models
	93
	40%

	Total Responses
	225
	100%



Table I: Themes Mentioned in Open-Ended Survey Questions
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Figure VI: What Could Most Aide Women in Advancing Their Careers?

[bookmark: _Toc256281480]Further Research
	To conclude our survey, we asked women “do you consider yourself a leader?” Overwhelmingly respondents said yes and wrote about how they work with other people and staff in their agencies to produce good work. Some for example work in higher education, and while they do not necessarily directly supervise or hire/fire staff, they engage in many leadership tasks and functions. In light of this, we realized after concluding our survey that our narrow definition of leadership did not capture the entire picture of what leadership is. Although it was necessary for our survey we would recommend additional research into the meaning of leader and how we can encourage women to pursue leadership opportunities in many aspects of their lives and organizations, as many formal and informal leadership roles are vital to a successful and prosperous society.
	In our interviews many women spoke about the importance of having self-confidence, a strong work ethic and a passion for their work as factors leading to their current leadership roles. We did not capture these factors in our survey and were thus unable to capture whether they ring true as significant factors for other women leaders. Thus, we recommend further research into how more personal factors contribute to women becoming leaders. 
	Although we determined female mentors and role models played a significant role for our interview subjects and for the women leaders in our survey, we never defined mentor/role model specifically. In our interviews we saw a continuum of mentors - from watching a woman manager to a formal mentor relationship to a boss who helped created opportunities. In light of this, the conclusions we can draw from our survey are limited; as such, we recommend further research into what types of mentor/mentee relationships can be most beneficial for women.
	Our research also indicated organizational cultures supportive of women, as well as agencies that provide women with relevant experiences that helped to position women as leaders influenced women, helping them to become leaders. Further research is needed to find out what it is about organizations that make them supportive of women’s advancement and what differences there are between organizations that are perceived to be supportive of women leaders and those that are perceived as less supportive or not at all supportive.
[bookmark: _Toc256281481]Conclusion
	In spite of monumental progress towards gender equality in the past century, women are still left out or locked out of leadership positions in our nation and region, when compared to their male counterparts. This underrepresentation inhibits women’s ability to contribute their unique skills and talents to nonprofit and government leadership for the public good. By focusing our research not on the barriers per se, but on the turning points and leverage points, we sought to transform the status of women as leaders. As one woman leader astutely observed, however, sometimes a barrier is the fodder for refining one’s leadership skills and abilities, making a woman more resilient when she emerges from a challenging situation. The fact remains undisputed that there is work to be done to build resilience, create opportunities, and support women to access leadership positions and succeed in them. In looking at what can be done, we examine these opportunities in the context of organizational and individual domains. 
In the Organizational context, women leaders were more likely to say the culture of their organizations supported women in becoming leaders. Of several powerful leverage or turning points in their careers women leaders were more likely to say they had access to workplace training and their work experiences positioned them to become a leader. In addition women leaders were more likely to have applied and/or been hired from within their organization for their current leadership position. The women leaders were not more likely to have or have had a mentor (most women did), but were much more likely to have had a female mentor, an idea that was echoed in our interviews. 
Thus, organizations committed to supporting equal access to leadership by women and men can enhance their success by assessing their organizational culture, providing on the job training, offer opportunities for women to lead and engage in mentor relationships. By encouraging and allowing current women leaders to take time from their schedules to mentor the younger women in the organization, individuals thrive, teams thrive, and the organization thrives. Whether they be formal job shadowing, intern programs, formal mentorships or more informal methods such as encouraging/allowing women to take time from their days to reach out to younger women in the organization, organizations will grow stronger as their women employees grow. Further, by encouraging women interested in leadership to seek out opportunities for leadership and to observe leadership, organizations also position themselves ahead of other agencies. Young women who are seeking to be leaders can seek to position themselves in organizations that support women and have training opportunities and the ability for upward mobility. This also provides added benefit to an organization because when staff are trained and supported, they are ready to step up when a need emerges, making the job search quicker and easier because a qualified candidate is already on hand within the agency or department. 
In the individual domain, several opportunities and calls to action also emerged. The women leaders we surveyed indicated a support network of friends and family had a major positive impact on their abilities to obtain their leadership position. All the women we interviewed indicated the importance of working hard at something you love and not apologizing for your passion and hard work. In addition, the women leaders were less likely to have family care responsibilities at home other than children (such as aging parents). The lessons we can learn from these factors are that women need a strong network of support to succeed as leaders. Women interested in leadership can actively pursue the creation and maintenance of a strong network of support to enhance their personal wellbeing and professional success. One opportunity to make this happen is to encourage women to seek support in their friends and families. Additionally, women who believe in themselves and work hard at what they care about succeed; thus, encouraging and supporting women need to pursue their dreams creates conditions for success. Women leaders we interviewed emphasized the importance of dreaming about their future, but also creating a plan of action to achieve those dreams. By creating a space for women to be around other women leaders, as this offers both a network of support, visible female role models help women, and a place to process ideas, dreams and plans. Through our research, we determined a blog and Facebook group were good ways to connect women leaders and aspiring women leaders across geography, so we have created both and intend to maintain them into the future. In addition, while the ICSEW is a great resource for women within Washington State government, one glaring gap that exists is a single reputable professional organization for women leaders. In light of this, our group is currently exploring the feasibility of forming a nonprofit organization dedicated to advancing the status of women leaders in the United States.
So, what does this mean for organizations? What about for women? Organizations can institutionalize these key findings by creating formal policies around mentoring, professional development and hiring from within when appropriate, job shadowing, or similar. Women leaders can be accessible, and lend a hand to women in their lives, teams and workplaces. They can give direct feedback and invest in training and developing young women leaders. Aspiring women leaders can advocate for themselves, dream, plan for their future, seek out supports and role models, and work hard at what they love without apologizing. In these ways, together we can create a world that better supports and empowers women, and enhances the status of women as leaders. To meet the growing challenges of our modern society, we must access and leverage all of the leadership available to create more just and peaceful world.
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Appendix I: Survey
Understanding the Turning Points in a Woman’s Path to Leadership

Informed Consent for Survey

Thank you for taking time to complete this survey. Our aim is to better understand what specific turning points (events and/or factors) within a woman’s career help them achieve leadership positions. For the purposes of this survey, we define leadership as supervising one or more employees and/or have the power to hire or release staff from employment. The survey consists of 32 questions in 4 clearly marked sections and should take less than 15 minutes to complete.

This is a research project being conducted by graduate students in the Masters of Public Administration program at The Evergreen State College. You are being invited to participate in this research project because you are a woman in a leadership position within the public or nonprofit sector. Your participation in this research study is voluntary. You may choose not to participate. If you decide to participate in this research survey, you may withdraw at any time. If you decide not to participate in this study or if you withdraw from participating at any time, you will not be penalized. We will do our best to keep your information anonymous. All data is stored in a password protected electronic format. To help protect your anonymity, the surveys will not contain information that will personally identify you. The results of this study will be used for scholarly purposes only and will only be shared with The Evergreen State College students and faculty. If you have any questions about the research study, please contact Meagan Darrow at darmea04@evergreen.edu. This research has been reviewed according to The Evergreen State College IRB procedures for research involving human subjects.

We appreciate you taking the time to participate.

Electronic Consent: By selecting agree you consent to take this survey.


Section I - Career Path, Supports and Turning Points
1. Do you feel being a woman affected your ability to attain your leadership role? (select one)
Yes, positively
Yes, somewhat positively
Neutral
Yes, somewhat negatively
Yes, negatively
No
Unsure

2. Do you feel the culture of your organization supports women to become leaders? (select one)
Yes, definitely
Yes, somewhat
Neutral
No, not really
No, definitely not


3. Do you feel your career path to your current role was direct (for example, education led to first job, which led to next job, which led to an eventual leadership role)? (select one)
Yes, very direct
Yes, somewhat direct
Neutral
No, somewhat indirect
No, very indirect

4. Have you ever turned down a position because you had other obligations (e.g. family care, partner, children)? (select one)
Yes			No

5. Have you taken significant time off (more than 1 month) from your career for family in the past (e.g. partner’s career, children, elder care)? (select one)
Yes			No

6. Do you think others’ perceptions of your family care responsibilities impacted your career path? (select one)
Yes, positively
Yes, somewhat positively
Neutral
Yes, somewhat negatively
Yes, negatively
No
Unsure

7. What turning points (events/factors) have you experienced that positively impacted your career trajectory? Please rate what impact the following events/factors had on your career trajectory. (rate all that apply)

I felt encouraged by others to develop my leadership skills/abilities
0                              	1                              	2                                          	3
No impact               	Minor impact          	Some impact           	Major impact

I had a network of people in my life who support me (friends, family, other)
0                              	1                              	2                                          	3
No impact               	Minor impact          	Some impact           	Major impact
 
I pursued going to college and obtaining a degree
0                              	1                              	2                                          	3
No impact               	Minor impact          	Some impact           	Major impact

I pursued/obtained a post-graduate level college degree
0                              	1                              	2                                          	3
No impact               	Minor impact          	Some impact           	Major impact

Previous work experiences positioned me to become a leader (i.e. hard work)
0                              	1                              	2                                          	3
No impact               	Minor impact          	Some impact           	Major impact

I took initiative in my job by seeking opportunities that were above my qualifications and/or job duties.
0                              	1                              	2                                          	3
No impact               	Minor impact          	Some impact           	Major impact

I was at the right place at the right time/I got lucky
0                              	1                              	2                                          	3
No impact               	Minor impact          	Some impact           	Major impact

I chose to change fields/change my career trajectory (I had an “aha!” moment)
0                              	1                              	2                                          	3
No impact               	Minor impact          	Some impact           	Major impact

I wanted/needed to earn more money
0                              	1                              	2                                          	3
No impact               	Minor impact          	Some impact           	Major impact

I wanted to have a greater influence
0                              	1                              	2                                          	3
No impact               	Minor impact          	Some impact           	Major impact

My organization/team had a need that I was able to fill
0                              	1                              	2                                          	3
No impact               	Minor impact          	Some impact           	Major impact

I had training opportunities through my workplace that provided me with new skills
0                              	1                              	2                                          	3
No impact               	Minor impact          	Some impact           	Major impact 

Thinking of the question above, where there any other experiences that positively impacted your career trajectory? If so, what were they, and how did they impact you? (fill in the blank)

8. On the path to your current position and in your current position, how do (or did) the following individuals or groups of individuals impact you? (rate all that apply)

Spouse/ partner
-1                 	0                  	1                              	2                              	3

Children
-1                 	0                  	1                              	2                              	3

In-laws
-1                 	0                  	1                              	2                              	3

Family (aside from spouse/ children) (e.g. grandparents, siblings)
-1                 	0                  	1                              	2                              	3

Work/professional colleagues
-1                 	0                  	1                              	2                              	3

Mentor(s) (formal or informal)
-1                 	0                  	1                              	2                              	3

Faith community
-1                 	0                  	1                              	2                              	3

Community groups or organizations
-1                 	0                  	1                              	2                              	3

Friends
-1                 	0                  	1                              	2                              	3
9. Thinking of your career path, what things do you personally feel could most aid a woman in advancing her career path? (fill in text box)

10. Within your organization (current or past), what do you think could be done to help women achieve leadership positions? (fill in text box)

Section II – Leaders, Mentors, Education and Development
11. Have you ever had a female leader/ supervisor? (select one)
Yes			No

12. Do you currently have a female leader/ supervisor? (select one)
Yes			No

13. If you had or currently have a female leader/ supervisor, do you think this helped you to become a supervisor? (select one)
Yes, definitely helped
Yes, somewhat helped
Neutral
No, didn’t really help
No, definitely didn’t help
n/a

14. Mentoring (please answer all that apply)
Have you ever had a mentor (formal or informal)?
Yes					        	No						n/a
If yes (you have had a mentor), have you ever had a female mentor?
Yes					        	No						n/a

Do you currently have a female mentor?
Yes					        	No						n/a

Have you ever mentored a woman (now or in the past)?
Yes					        	No						n/a

15. If you had or currently have a female mentor (formal or informal), do you think this helped you to become a leader? (select one)
Yes, definitely helped
Yes, somewhat helped
Neutral
No, didn’t really help
No, definitely didn’t help

16. What is the highest level of education you have completed (select one)
Less than High School   
High School/GED   
Some College   
2-Year College Degree (Associates)   
4-Year College Degree (BA, BS)   
Master's Degree   
Doctoral Degree   
Professional Degree (MD, JD)

17a. Do you feel you have the tools (e.g social support, organizational support, professional development, etc.) to succeed in your current positions? (select one)
Yes, definitely
Yes, somewhat
Neutral
No, not really
No, definitely not

17b. If no, are you working to create needed tools or advocating to get those tools? 

Section III - Family
18. What is your Marital/Relationship Status? (please check all that apply)
Single
Co-habitating
Married
Separated
Divorced
Widowed
Other: (fill in text box) _______________

19. Are you a parent or guardian? (select one)
Yes			No

20. How many children do you (or did you generally) care for?
n/a (I am not a parent or guardian)
0 (I am a NON CUSTODIAL parent)
1
2
3
4
5 or more

21. How many children still live in your household most or all of the time?
n/a (I am not a parent or guardian)
0 (I am a NON CUSTODIAL parent)
1
2
3
4
5 or more

22. Do you currently have other family care responsibilities (such as regularly helping a parent or grandparent)? (select one)
Yes			No

Parent profiles, please fill out the below information about YOUR OWN parents/guardians.
23a. Parent/guardian 1:
       	ID: (select one) Mother			Father				Other

Highest level of education this parent/guardian completed? (select one)
Less than High School  
High School/GED  
Some College  
2-Year College Degree (Associates)  
4-Year College Degree (BA, BS)  
Master's Degree  
Doctoral Degree  
Professional Degree (MD, JD)

Did this individual work outside of the home when for most of your childhood? (select one)
Yes, full time
Yes, part time
Yes, but not consistently
No, not at all

23b. Parent/guardian 2:
       	ID: (select one) Mother			Father				Other

Highest level of education this parent/guardian completed? (select one)
Less than High School  
High School/GED  
Some College  
2-Year College Degree (Associates)  
4-Year College Degree (BA, BS)  
Master's Degree  
Doctoral Degree  
Professional Degree (MD, JD)

Did this individual work outside of the home for most of your childhood?
Yes, full time
Yes, part time
Yes, but not consistently
No, not at all

23c. Any comments on the influence from your parents on achieving a leadership role? (fill in text box)

Section IV - Demographic Information
24. What is your gender?
Male
Female
Other

25. Age: (fill in text box)

26. What sector are you currently employed in? (select one)
Nonprofit
Government
Other: (fill in using text box) _________________

27. How many years have you been in your current professional field? 
Enter the number of years (put 0 for less than 1) 

28. How many different positions in your professional career have you held? 
Include your current position

29. How many years have you been in your current position?
Enter the number of years (put 0 for less than 1)

30. What is your current job title?

31. How did you acquire your current position? (select one)
       	I was hired specifically for this position
       	I was promoted or applied from within
       	Other: (fill in using text box)

32. In your current job, do you supervise 1 or more staff?  (select one)
Yes
No

33. Do you have the authority to hire or fire staff? (select one)
Yes
No

34. Do you consider yourself a leader? Why or why not?

Conclusion - Thank You!

Thank you for taking this survey! We truly appreciate your time and assistance. 

Would you be interested in helping us further our research by participating in a 30-45 minute interview about your career experience? If so, please fill in your information below and you may be contacted to schedule an interview to further our understanding about women in leadership.

Remember, this survey is ANONYMOUS. All data is stored in a password protected electronic format. To help protect your anonymity, your name and contact information will be separated from the above data you provided before we analyze our data. No names will be attached to your answers and all results will be confidential.

Name: (fill in using text box)____________________________
Employment Sector: (fill in using text box)________________________________
Email Address: (fill in using text box)______________________
Phone Number: (fill in using text box)__________________________

Your response has been recorded. Thank you again for your time and interest! We would greatly appreciate if you would pass our survey on to any women leaders you know in the public and nonprofit sectors with supervisory or hire/fire authority.


[bookmark: _Toc256281485]Appendix II: Interviews
Understanding the Turning Points in a Woman’s Path to Leadership

Informed Consent for Interview Participants
I, _________________________, hereby agree to serve as a subject in the research project titled “Women in Leadership: Turning Points”. I understand that its purpose is to gather information about my leadership career experience related to my gender. The research activity I will participate in is an interview lasting about 30 minutes.

I have been informed the information I provide will be used for a research report and presentation by Lisa Harper, Meagan Darrow and Meghan Sullivan, Evergreen State College Master of Public Administration Students. The information will also be presented to other students enrolled in the program and faculty at The Evergreen State College’s Master of Public Administration program. I understand that my responses will be presented in a report and presentation, and my identity will be kept confidential, as no identifying information about me will be included in the report or presentation.

I also understand that the risks to me are minimal, and would likely be nothing more than my sensitivity about answering questions about my career. There will be no compensation of any kind available for my participation. I have been told that I can skip any question or withdraw my full participation from the study at any time without penalty. If I have any questions about this project or my participation in it, I may email Meagan Darrow at darmea04@evergreen.edu. Likewise, the person to contact if I experience problems as a result of my participation in this project is John McLain, IRB administrator at The Evergreen State College, Library 2211, Olympia, WA 98505; Phone 360.867.6045. I understand that my participation in this project is completely voluntary, and that my choice of whether to participate in this project will not jeopardize my relationship with The Evergreen State College. I am free to withdraw at any point before or during the interview. I have read the above consent form and agree to the interview.

Signature_______________________________________ Date__________________
















Interview Instructions and Questions

INSTRUCTIONS
To ensure the validity of our research, I am required to follow a script. Good morning (afternoon, evening). My name is ______. Thank you for meeting with me. I am conducting this interview as a graduate student with the Masters of Public Administration at the Evergreen State College. The purpose of this interview is to get your perceptions of your experience as a woman leader. Specifically, we are interested in the turning points (events/factors) in your career that helped you in your path to leadership. For the purposes of this interview, we define leadership as supervising one or more staff, and/or having the authority to hire or release staff from employment. There are no right or wrong or desirable or undesirable answers. I would like you to feel comfortable with saying what you really think and how you really feel. Interview answers will not be presented in anyway associated with your name or organization.


TAPE RECORDER INSTRUCTIONS
If it is okay with you, I will be tape-recording our conversation. The purpose of this is so that I can get all the details but at the same time be able to carry on an attentive conversation with you. I assure you that all your comments will remain confidential. I will be compiling a report that will contain all interviewees’ comments without any reference to individuals.
CONSENT FORM INSTRUCTIONS
Before we get started, please take a few minutes to read and sign this consent form. (Hand consent form) (After interviewee returns consent form, let them you know will now turn on the tape recorder. Turn tape recorder on.)

Questions:
1. Name:                                                      	2. Sector? (government, nonprofit or other)


3. Organization name:                                 	4. How long with this organization?

5. How did you get this job?

6.Tell me a little about your career path, your background, education, experience prior to this position/role.

7. In your current job, do you supervise one or more staff? Hire or fire staff?

8. Growing up, who were some of the women leaders you remember most? What struck you about them as women leaders? What did you learn from them (or their example)?

9. Thinking about any female bosses or mentors (either formal or informal) you’ve had throughout your career, tell me about one or more of the women who profoundly influenced your perceptions about female leadership and/or your aspiration to become a leader.

10. In thinking about your career path, what do you think are some of the key factors in you obtaining your current position?

11. Do you think being a woman affected your career path? If so, how?

12. Do you feel luck was a factor in your career path? If so, why? If not, why not?

13. What turning points did you experience as you navigated through your career to this point? How did these factors help (or hinder) your path to leadership?

14. Who in your life provided support to you, encouraged you, believed in you or helped you to become the leader you are today?

15. If you could have a chat with your younger self concerning leadership, what advice would you offer your younger self, or, what advice would you offer young women who are not yet leaders?
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Table Il Continued: Significance of factors on whether respondents were leaders
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Value | cant? Square Comments

8. How impactful they thought the following people/groups of people on their career trajectory:

No statistical relationship
between groups but all
‘wormen were much more
likely to indicate a positive:

8. Spouse/partner 0557 No 5 395 0124 impact

8. Children 0.077 No 5 9932 0.196 Nostatistical relationship

8. Parents 0494 No 5 4394 0.3 Nostatistical relationship
No statistical relationship.
between groups but much
more likely to have no

8. Inaws 0428 No 5 4905 0.138 impactin general

8. Family other than

chidren/spouse 0120 No 5 8738 0.2 Nostatistical relationship
No statistical relationship.
between groups but all
‘women were much more
likely to indicate a positive:

8. Work colleagues 0.255 No 5 657 0159 impact

8. Mentors 0424 No 5 4937 0138 Nostatistical relationship
No statistical relationship.
between groups but all
‘women were much more

8. Faith community 0813 No 5 2252 0.093 lkelyto indicate no impact

8. Community groups 0399 No 5 5137 0.141 Nostatistical relationship

8. Friends 0.181 No 5 7577 0471 Nostatistical relationship

Section Il - Questions about Leaders, Mentors, Education and Development

11. I they had ever had a
female supervisor 0462 No 10191 -0.03 No statistical relationship

12. If they currently have a
female supervisor 0471 No 2 3531 0.117 Nostatistical relationship
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Table Il Continued: Significance of factors on whether respondents were leaders

Factor

13. If they thought ever
having a female supervisor

helped them become a
leader 0010 Yes
142, Ifthey had ever had

amentor 0226 No

14, Ifthey had ever had

afemale mentor 0034 Yes
14.c. Ifthey currently have
afemale mentor 0.190 No

14.d. Ifthey have ever
mentored a woman 0.062 No

15. If they thought having a

female mentor helped
them become a leader 0.083 No
16. Highest level of

education completed 0.358 No

17. If they feltthey had the
tools to succeed in their

current position 0.104 No
Section Ill - Questions about Family
18. Current

maritalirelationship status 0138 No
19. If they are a parent 0326 No

20. Number of children
they care for or cared forin
the past 0597 No

0.859

8.679

4765

7.347

147

882

9.128

835
0356

4589

-0.06

0.183

0.136

0.168

0.208

0.185

0.188

0.18
0.037

0.135

Comments

Wormen leaders were
more likely to say having
a female supervisor was

definitely or somewhat
helpfulin them obtaining a
leadership role

No statistical relationship

Women leaders were
more likely to have had a
female mentor

No statistical relationship

Wormen in general said
they had mentored a
worman now or in the past

Both groups of women
were more liely to say
having a female mentor
was helpful to them

No statistical relationship

All women were more
likely to say they do have
the tools to succeed in
their current positions

No statistical relationship
No statistical relationship

No statistical relationship
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Table Il Continued: Significance of factors on whether respondents were leaders

Chi-
Square Comments

p
Value

21. Number of chidren

currentlyliving in their

household 0374

22, Whether they currently

have other family care

responsibiities 0.034

23.a. Education level of

their father 0171

23 Whether their father

worked outside of the

home 0.214

23.c. Education level of

their mother 0389

23.d. Whether their mother

worked outside of the

home 0.427

No

Yes

No

No

No

No

Section IV - Demographic Questions

25. Age bracket (205, 305,
etc)

0351
27 Years intheir current
professional field 0.286
28. Number of different
positions they have held  0.300
29 Years intheir current
position 0554
31. How they acquired their
current position (hired from
extemally or intemnal
application/promotion) 0,000

No

No

No

No

Yes

5 53 015
13935 012
12 16469 0252
4 5803 015
12 12739 0222
4 3849 0122
4 4432 0135
41 45611 0421
15 17.318 0.262
23 2144 0289
2 19047 0271

No statistical relationship
Women leaders were less
likely to have regular
family care
responsibiliies other than
chidren

No statistical relationship

Both groups of women
were significantly more
likely to have had a father
who worked outside of the
home while they grew up

No statistical relationship

Women leaders were not
more likely to have had
their mothers work
outside of the home while:
they grew up then women
not in leadership positions

No statistical relationship.
No statistical refationship
No statistical refationship

No stafistical relationship

Women leaders were
more liely to have been
promoted or applied from
within vs. being hired from
outside the organization
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