
Chapter One

We Are the Leaders We’ve Been 
Waiting For



Consider These Scenarios
• You are the only woman on a team working on a group project in class. The 

teacher suggests someone in your group takes notes. Your group members all 
turn to you and hand you a pen.

• You make a worthwhile comment in a group meeting and seemingly everyone 
ignores your contribution. Five minutes later, a man makes a similar comment 
and everyone remarks on how clever and fantastic his idea is.

• Your friends encourage you to run for an officer position in student government. 
You decline because you do not want people to think you are bossy.

• You disagree with a colleague at work and after you voice your objections 
someone asks if you are having your period.

• Your teacher pulls you aside and tells you that the clothes you are wearing, while 
well within the school’s dress code, are distracting to the boys in class.



Consider These Scenarios
• You have always dreamed about being a drummer in a band. When band try-outs occur at 

school, the advisor suggests you take up the flute or clarinet.

• You go to use the bathroom and someone questions whether you are in the right place.

• You are walking down the street by yourself thinking about a book you are reading, when 
a man stops you and tells you that you should smile more because you have such a pretty 
face.

• You try on fifteen different outfits for a party you are invited to, then decide not to go 
because you aren’t happy with how you look.

• You care deeply about women’s issues. Members of your family refer to you as a femi-Nazi.

• Even though you are majoring in conservation science, a man decides to explain global 
warming to you. 



Origin of Book Title

Who first said “We Are the Leaders We’ve Been 
Waiting for”? What does it mean to you?

• Obama 2008 campaign slogan: We are the ones
we’ve been waiting for.

• Song from music collective Sweet Honey in the Rock

• Alice Walker’s 2011 book of essays

• Human rights activist Grace Lee Boggs

• “Poem for South African Women” presented to the 
UN in 1978 by June Jordan



Assumptions in this Book

• Leadership can be learned and developed.

• Leadership is a process that occurs between and 
among people (must look beyond heroic individuals 
and positional leadership)

• Leadership and gender are both socially-
constructed phenomena, and are interrelated

• Leadership development and human/student
development are related

• Leadership requires intersectional, critical, 
interdisciplinary, and integrative approaches



Assumptions (continued)

• Challenges binary conceptualizations of gender 
and complicates dualistic notions of difference

• Invites readers to move from feminine to feminist 
approaches to leadership (Shea & Renn, 2017)

• Offers concrete strategies and tactics for enacting 
leadership in just, equitable, and humane ways.

• The author’s lenses and positionality shape the 
content of the book



Features of the Book
• Inclusion of narratives from college students in each 

chapter (drawn from a collaborative auto-ethnographic 
study; pseudonyms used in some places)

• Trigger warnings for some content related to sexual
violence – though it is impossible to predict all possible 
triggering effects of the book content

• Glossary of terms related to gender and leadership

• Short exercises and reflective questions throughout 
text

• Facilitation guide available from Stylus Publishing at:
https://styluspub.presswarehouse.com/browse/book/9781642670134/Women-
and-Leadership-Development-in-College

https://styluspub.presswarehouse.com/browse/book/9781642670134/Women-and-Leadership-Development-in-College
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WE ARE THE LEADERS: OVERVIEW

Chapter 2: 
A Critical Moment for Women and 

Leadership 

a. The Current Moment for Women and 
Leadership

b. The ‘F’ Word: Feminism

c. Social and Historical Contexts for 
Women 

d. Social and Historical Contexts for 
Leadership Studies

e. The Social Construction of Gender 

f. The Social Construction of Leadership

g. Critical Considerations

h. The Power of Narratives 

Chapter 3: 
Who am I to Lead? The Role of 
Identity, Intersectionality, and 

Efficacy in Leadership Development
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b. Leadership and Self-Awareness 
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d. Self-Authorship

e. Identity and Intersectionality 

f. Leadership Identity

g. Leadership Efficacy, Capacity, 
Motivation, and Enactment

h. Thinking Beyond the Self: Predecessors, 
Instigators, and Inheritors
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WE ARE THE LEADERS: OVERVIEW

Chapter 4: 
How Did We Get Here? How 
Gender Socialization Shapes 

Women in Leadership 

a. Girls and Leadership

b. Gender Socialization  

c. The Cycle of Socialization

d. Negative Effects of Gender 
Socialization 

e. How Can We Support Healthy 
Gender Socialization?

f. Developing Leadership in Girls 
and Young Women 

Chapter 5: 
Feminine or Feminist 

Approaches? Leading Across 
Campus and Communities 

a. History of Women in Higher 
Education

b. Women and Leadership on 
Campus: Issues 

c. Women and Leadership on 
Campus: Organizations 

d. National Organizations 
Supporting Women on Campus

e. Moving from Feminine to Feminist 
Approaches to Leadership on 
Campus
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WE ARE THE LEADERS: OVERVIEW

Chapter 6: 
What Difference Does Difference 
Make? The Effects of Stereotypes, 
Prejudice, and Discrimination on 

Gender Representation and 
Leadership 

a. Where Are We Now? Women’s 
Representation in Various Career Sectors

b. What Results from Non-Representation? 

Gender Wage Gap

Explicit vs “Benevolent” Sexism

Implicit Bias

c. What Can We Do About Stereotypes, 
Prejudice, and Discrimination? 

Employers and Organizations

Laws and policies

Activism and movements

Chapter 7: 
Navigating Organizations and 

Systems: Metaphors for Women in 
Leadership 

a. Metaphors for Women in Leadership 

b. Women’s Non-Linear Career Paths: On-
Ramps and Off-Ramps

c. Barriers to Advancement: Personal 

d. Barriers to Advancement: 
Organizational

e. Strategies for Gender Equity: Personal

f. Strategies for Gender Equity: 
Organizational 

g. Strategies for Policy Makers to Close 
the Leadership Gap 
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WE ARE THE LEADERS: OVERVIEW

Chapter 8: 
Beware of Precarious Pedestals: 

De-Gendering Leadership 

a. Traditional Leader Prototypes

b. Are There Gender-Based Differences 
in Leadership?

c. Women and Power

d. The Great Women Theory of 
Leadership: The Problem with Positive 
Stereotypes and Precarious Pedestals

e. Leadership and Intersectional 
Identities  

f. De-Gendering (or Re-Gendering?) 
Leadership

Chapter 9: 
Reimagining Women and 

Leadership: Strategies, Allies, and 
Critical Hope 

a. Feminist Leadership Across Social 
Change Movements 

b. Leadership Levers for Social Change: 
A Taxonomy of Action

c. The Cycle of Liberation 

d. Ally Development: You’ve Got to 
Have Friends

e. Dealing With Non-Feminist Others

g. Avoiding Activist Burnout

h. Maintaining Critical Hope
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Chapter Two

A Critical Moment for Women 
and Leadership



Learning Objectives

After completing the activities contained within this lesson 
you should be able to:

• Define and distinguish among terms related to sex, gender, 
and gender identity and expression.

• Explain how both leadership and gender are socially 
constructed, and how normative views of both are formed.

• Explore how systemic power, privilege, and oppression 
shape the way people view both gender and leadership.



Chapter Outline
• Current Moment for Women and Leadership

• The “F” Word: Feminism

• Social and Historical Contexts for Women (First through 
fourth wave feminism)

• Social and Historical Contexts for Leadership Studies

• The Social Construction of Gender (Gender 
Terminology)

• The Social Construction of Leadership

• Critical Considerations (Preskill & Brookfield’s Nine 
Learning Task of Leadership)

• The Power of Narrative



Current Moment for Women and Leadership

• What issues related to gender and leadership move you 
to action?

• Consider the #MeToo and #Time’s Up movements; 
issues of sexual harassment in the workplace; the 
attack on reproductive health and rights; issues of 
female representation in politics and across industries; 
pay disparities; sexual violence and rape culture; and 
the global status of women, to name a few. 

• What skills, knowledge, or abilities would be helpful to 
you as an agent of change in your communities? 



The “F” Word: Feminism

• What comes to mind when you hear the word ‘feminist’?

• Bad Feminist (2014), author Roxane Gay states, “In truth, 
feminism is flawed because it is a movement powered by 
people and people are inherently flawed” (p. x).

• In her book Feminism is for Everybody (2000), activist 
scholar bell hooks offers this definition:

Feminism is the struggle to end sexist oppression. Its aim is 
not to benefit any specific group of women, any particular 
race and class of women. It does not privilege women over 
men. It has the power to transform all of our lives. 



Social and Historical Contexts for Women: 
First Wave Feminism
First wave feminism typically refers to the suffragette movements in the United 
States and England in the late 1800s and early 1900s. 

• 1791 Mary Wollstonecraft’s book “A Vindication of the Rights of Woman” 
published 

• 1848 Declaration of Sentiments published

• 1848 Seneca Falls Convention held in Seneca Falls, New York

• 1850 National Women’s Rights Convention held in Worchester, Massachusetts

• 1851 Sojourner Truth gives her speech, “Ain’t I a Woman?”

• 1855 University of Iowa becomes the first co-educational public or state 
university in the United States

• 1870 Louisa Swain became the first woman to vote in a general election in 
Laramie Wyoming

• 1916 Margaret Sanger, birth control activist, established the first birth control 
clinic in the U.S.

• 1920 19th Amendment ratified (women’s right to vote)

Dates adapted from: Shea, H. (2020). Reviewing the Three (Four?) Waves of 
Feminism. Women and leadership: A facilitation guide. Stylus.



Social and Historical Contexts for 
Women: Second Wave Feminism
Second wave feminism refers to the women’s liberation movements in the 1960s and 70s, predominantly focused 
on the quest for equal pay and reproductive freedom. 

• 1949 Simone de Beauvoir’s “The Second Sex” is published

• 1963 Betty Friedan publishes “The Feminine Mystique”

• 1963 Equal Pay Act passed (theoretically outlawed the gender pay gap)

• 1964 Sexual harassment legislation in the workplace

• 1968 Miss America Pageant protests staged by the Redstockings, the New York Radical Feminists, and 
others; women gathered to protest women’s objectification by discarding bras and copies of Playboy.

• 1968 The BITCH Manifesto is published

• 1970 Title IX gives women the right to educational equality and evolves into further protections

• 1970 Shulamith Firestone publishes “The Dialectic of Sex: The Case for Feminist Revolution”

• 1970s “The Personal is Political” expression is popularized

• 1972 First edition of Ms. Magazine published

• 1972 Women are allowed to run the Boston Marathon

• 1973 Roe v. Wade guarantees women reproductive freedom

• 1974 Women receive the right to hold credit cards and apply for mortgages (in their own names)

• 1977 Black feminist group emerges in Boston calling themselves the Combahee River Collective

• 1979 Alice Walker coined the idea of a Womanist movement to address the needs of women of color



Social and Historical Contexts for 
Women: Third Wave Feminism
There are many arguments about the timeline and characteristics of third wave feminism. Most 
agree there was increased activism around gender starting in the early 1990s

• 1987 Congress designates March as Women’s History Month

• 1989 Kimberlé Crenshaw coined the term intersectionality

• 1990 Patricia Hill Collins publishes “Black Feminist Thought: Knowledge, Consciousness, and 
the Politics of Empowerment”

• 1990 Judith Butler publishes “Gender Trouble” arguing that sex and gender are different 

• 1990s Riot grrl groups emerge in the music scene

• 1991 Anita Hill testifies before the Senate Judiciary Committee that nominee to the Supreme 
Court, Clarence Thomas, sexually harassed her at work.

• 1992 The “Year of the Woman” was declared after 24 women won seats in the House of 
Representatives and three more won seats in the Senate 

• 1992 March for Women’s Lives sponsored by NOW (National Organization for Women)

• 1993 Marital rape is outlawed

• 2000 bell hooks publishes “Feminism Is for Everybody: Passionate Politics” 

• 2002 Rebecca Walker publishes an article in Ms. Magazine in which she says “I am not a post-
feminism feminist. I am the third-wave”

Dates adapted from: Shea, H. (2020). Reviewing the Three (Four?) Waves of 
Feminism. Women and leadership: A facilitation guide. Stylus.



Social and Historical Contexts for 
Women: Fourth Wave Feminism
One blogger described fourth wave feminism as “queer, sex-positive, trans-inclusive, body-positive, 
and digitally driven”. Individuals who identify as genderfluid, genderqueer, gender non-conforming, 
or non-binary are included. There appears to be more global consciousness in the fourth wave.

• 2008 Feminist blogs like Jezebel and Feministing spread across the internet.

• 2009 The Lilly Ledbetter Fair Pay Act is signed into federal law

• 2013 Wendy Davis filibustered a Texas abortion law

• 2014 Chimamanda Ngozi Adichie publishes “We Should All Be Feminists”

• 2014 Roxane Gay publishes “Bad Feminist”

• 2014-2015 Rape victim, Emma Sulkowicz, carries her mattress around Columbia 
University’s campus waiting for the university to expel her rapist.

• 2015 Sex discrimination outlawed in health insurance 

• 2016 #MeToo and #TimesUp explode in social media

• 2016 Harvey Weinstein, and many other men in the entertainment industry, are accused of 
sexual misconduct, sexual harassment, and sexual assault

• 2017 and beyond… Women’s Marches across the globe; #BlackLivesMatter addresses 
intersectional feminism

Dates adapted from: Shea, H. (2020). Reviewing the Three (Four?) Waves of 
Feminism. Women and leadership: A facilitation guide. Stylus.



Social and Historical Contexts for 
Leadership Studies

Leadership is a relational and ethical process of people together attempting to accomplish 
positive change (Komives, Lucas, & Mc Mahon, 2013, p. 95)

Principles of Contemporary Leadership

The statements below reflect current thinking about leadership. To what degree are these ideas 
similar or different to what you have been taught or believe? How have you arrived at your beliefs? 
What are the implications of these beliefs for the theory and practice of leadership?

• Leaders are made, not born.

• You do not have to have a title or special position to be a leader

• You do not have to have followers to be a leader

• Having a charismatic personality is not required to be a leader

• There is no one right way to lead an organization or group

• Leadership and management are different processes

• Leadership is teachable

Adapted from Komives, S.R., Lucas, N. & McMahon, T.R. (2013). Exploring Leadership (3rd ed.). San Francisco: Jossey-Bass



Social and Historical Contexts for 
Leadership Studies



The Social Construction of Gender 
(Gender Terminology)

• How do you describe your own gender? Sex? Gender expression? Sexual 
orientation? 

• For much of society sex and gender are considered binary. Your sex is 
either male or female; your gender is man or woman; your sexual 
orientation is gay or straight. 

• This narrow and bifurcating view of the world is being challenged. Turns 
out there is very little biological determinism involved in concepts of sex 
and gender. Rather, most of what we refer to when we talk about these 
terms is socially constructed. 

• To say something is socially constructed indicates that its meaning is 
determined through social interactions, or the things we do and say 
with other people. 

• Messages about the socially acceptable ways to enact gender begin 
before birth and are accelerated in childhood socialization, what we are 
taught by parents, religion, and peers, as well as lessons learned from 
the media, education, and other systemic forces. 



The Social Construction of Gender 
(Gender Terminology)



The Social Construction of Leadership

Just as there are norms around binary views of gender that have great 
consequences if challenged or violated, there are likewise norms about leadership. 

Ask people around you to describe attributes of leaders and you likely will hear 
words like strong, decisive, commanding, persuasive, powerful. How many of 
these qualities are stereotypically associated with men?  Are these associations 
accurate, or are we socialized to view leadership this way? What happens if we 
reject traditional leadership norms? 

Muhr & Sullivan (2013) describe the problem:

Attempts to understand – and in some cases rationalize – why leadership is 
gendered range from biological arguments that often cast men as more 
‘‘natural’’ at leading than women to theories which highlight the socially 
constructed conditions that favor men in leadership. Rather than viewing 
gender as biologically deterministic, we see it as shaped by and through 

discursive practices, which construct certain expectations for the way 
people – both affectively and through their material bodies – ought to 

perform. These mandates permeate leadership studies, popular notions 
about leadership and follower’s expectations for how leaders should 

perform.



Critical Considerations 
(Preskill & Brookfield’s Nine Learning Task of 

Leadership)
Nine Learning Tasks of Leadership Questions for Critical Reflection

Learning how to be open to the 

contributions of others

What leadership knowledge, skills, habits have you learned from collaborating with 

others? How open are you to alternative perspectives and creating space for 

dialogue and deliberation? What happened the last time you engaged in deep 

listening rather than putting forth your own perspective?

Learning how to critically reflect 

on one’s practice

How often do you consider (and react to) issues of power, power relations, and 

equitable distribution of power in your leadership?  Where does hegemony come 

into play (that is, the dominance of one way of thinking)? To what extent are you 

aware of how you and those you serve may internalize ideas, beliefs, and values 

that may be undermining democratic outcomes?  How do you support the agency 

of others? How are you supporting colleagues or community members in gaining 

meaningful control over their own work, learning, and lives? 

Learning how to support the 

growth of others

How are you increasing the capacity of others to be active participants in the life of 

their community, movement, or organizations? Where are you seeing silence or 

withdrawal happen? What strategies do you use to stay curious about the lives of 

others? To ask constructive questions? To learn the stories of your collaborators?

Learning how to develop collective 

leadership

Where are you challenging the myth of heroic, self-sufficient, and individualistic 

leadership? How are you working with others to create a shared vision? Are you 

willing to subordinate your own aims to the group’s goals and interests?



Critical Considerations 
(Preskill & Brookfield’s Nine Learning Task 

of Leadership)

Learning how to analyze 

experience

To what extent are your experiences shaped by forces under your control as 

opposed to forces that transcend your immediate circumstances? How does your 

understanding of your experiences change as you adopt different lenses for 

examining them? Which leadership experiences invite repetition and which 

encourage avoidance? 
Learning how to question oneself 

and others

How do you move beyond asking rote questions, to ones that invite discovery and 

wonder? How might you use questions to critique and assess shared 

accomplishments? How might you use questions to ‘unpack platitudes and 

deconstruct conventional wisdom’?
Learning to live democratically How is leadership (putting energies and talents toward collective goals) an inherent 

civic responsibility? How is leadership (participating fully and having an equal 

opportunity to influence the outcomes of deliberations) an inherent right? Where 

do you invite democratic dialogue, responsive to each community member’s needs 

and concerns?
Learning to sustain hope in the 

face of struggle

How is hope a necessary precondition for social change? For leadership? How do 

you sustain hope over time? How do you use dissent to illuminate shortcomings 

and consequences of decisions? To what extent do you share examples of ordinary 

people doing extraordinary things?
Learning to create community How does your community embody each of the principles described above? How 

are you harnessing the power of collective thought and action in order to transform 

society? How do communities invite redistribution of resources? Shared authority 

and accountability? 



Terms from Critical Theory

• Brookfield (2005) defines ideology as the broadly accepted set of values, 
beliefs, myths and explanations that appear to be true and desirable to 
a majority of the population. The function of ideology is to “maintain an 
unjust social and political order…by convincing people that existing 
social arrangements are naturally ordained and obviously work for the 
good of all people” (p.41). 

• Adams et al. (2007) describe hegemony as a subtler form of social 
control than ideology, whereby “dominated or subordinate classes of 
people consent to their own domination, as opposed to being simply 
forced or coerced into accepting inferior positions” which results in “the 
empowerment of certain cultural beliefs, values, and practices to the 
submersion and partial exclusion of others” (p. 28).

• Social location refers to the position one holds in society based on a 
variety of personal and social identities. 



Types and Sources of Power
• Power is directly related to leadership because they both involve the 

process of influence. 

• French and Raven (1968) named six distinct types of power, and people 
can hold many of these simultaneously. 
• Legitimate power refers to the power that comes from holding a title or 

position; the higher the status of the position, the more perceived power.
• Reward power is the ability to give positive or remove negative consequences, 

while coercive power is the ability to deliver negative consequences or remove 
positive ones. 

• A person has information power is they have access to knowledge not available 
elsewhere or deemed important for a decision or task.   

• Expert power comes from having unique knowledge, competencies, or skills. 
• Referent power is derived from relationships, who a person knows, and their 

ability to draw on relationships as a source of support. 

• A related concept to the types of power is the notion of having agency. 
Brookfield (2005) defines agency as “a sense of possessing power – or 
having the energy, intelligence, resources, and opportunity to act on the 
world” (p. 47).  Someone may actually have access to different types of 
power, but not feel agency to use them.  



Equity vs Equality

Consider this image from mentalfloss.com. Discuss the differences 
implied by each of the pictures below. 



The Power of Narrative
Authoring Your Own Story

There is a Native American parable about a person who says, “I feel as if I have two 
wolves fighting in my heart. One wolf is the vengeful, angry one. The other wolf is 
the loving, compassionate one.” When asked which wolf will win the fight in his 
heart, the person replies, “The one I feed”.

One of the implications of this parable is that the stories we tell ourselves, and 
that we tell about ourselves, matter.  What stories are essential to your own 
experiences of gender and leadership? What do these stories reveal about your 
journey, values, and aspirations? 

Consider sharing your story with people close to you and see what connections 
you can find. How are stories sources of transformation and healing? 

While narratives are powerful, counter-narratives can be transformative. Counter-
narratives refer to the telling and listening to stories from those who have been 
historically marginalized (Zamudio et al., 2010). What is your reaction to the 
narratives and counter-narratives included in the We Are the Leaders text?



Chapter Three

Who am I to Lead? The Role of 
Identity, Intersectionality, and 

Efficacy in Leadership 
Development 



Learning Objectives

After completing the activities contained within this lesson you should be 
able to:

• Distinguish among the roles of identity, intersectionality, and efficacy in 
leadership development.

• Design concrete strategies for expanding your self-awareness, self-
authorship, and leadership self-efficacy (LSE).

• Explain the various stages of the Leadership Identity Development (LID) 
model.

• Articulate the role of predecessors, instigators, and inheritors in 
leadership development and gender justice.



Chapter Outline
• Paradoxes of Leadership

• Leadership and Self-Awareness (examples from adaptive, 
authentic, emotionally-intelligent, relational, servant, and 
social change leadership)

• Ways to Expand Your Self-Awareness (assessments and 
quizzes, community engagement, critical reflection, 
dialogue across difference, seeking feedback, mentoring)

• Self-Authorship

• Identity and Intersectionality

• Leadership Identity Development (LID) Model

• Leadership Efficacy, Capacity, Motivation, and Enactment

• Thinking Beyond the Self: Predecessors, Instigators, and 
Inheritors (Astin & Leland, 1991)



Paradoxes of Leadership

From Cronin & Genovese, 2012, Leadership Matters

Which component of each paradox is most important in 
your own leadership? 

• CALCULATION OR SPONTENAITY?

• LEADER OR THE CONTEXT?

• LEADER OR THE FOLLOWER?

• MORAL OR MANIPULATIVE?

• PASSION OR REASON?

• SELF-CONFIDENCE OR HUMILITY?

• UNIFIERS OR DIVIDERS?

• VISIONARY OR REALISTIC?



Values, Interests, Needs, Ethics

• Values are standards that not only guide the 
behavior of individuals who hold them, but also 
serve as their basis for judging the behaviors of 
others (Rokeach, 1973).

• Interests refer to preferences you hold but do not 
use to evaluate others (e.g. soccer is an interest of 
mine, but not necessarily a value).

• Needs definitely motivate behavior, but once they 
are satisfied, they are not enduring.

• Ethics refer to values socially applied (Kidder, 1993)



Leadership and Self-Awareness

All post-industrial (knowledge-era) leadership 
theories focus on self-awareness as essential to 
leadership.  How does self-awareness function in the 
following leadership theories, models, and 
approaches?

adaptive, authentic, emotionally-intelligent, 
relational, servant, and social change leadership



Ways to Expand Your Self-Awareness

• Assessments and 
quizzes, 

• Community 
engagement, 

• Critical reflection

• Dialogue across 
difference

• Seeking feedback

• Mentoring



Self-Authorship

• Baxter Magolda (2001, 2004, 2014) defines self-
authorship as “the internal capacity to define one’s 
beliefs, identity, and social relations” (p.27). 

• The theory of self-authorship seeks answers to three 
core questions: How do I know?  Who Am I?  How do I 
want to construct relationships with others?

• Four phases: Following formulas, navigating crossroads,
becoming the author of one’s own life, developing a 
strong internal foundation (maturity and sense of self)

• Critiques of self-authorship (Abes and Hernandez, 
2016): Focuses too much on the individual and not 
enough on the context (esp. oppressive systems) 



Identity and Intersectionality

• Personal identities refer to the unique constellation of roles and 
responsibilities that you inhabit. Are you a sister? A niece? An 
aunt? A mother? A supervisor? An assistant? 

• Social identities (racial, cultural, religious, sexual, ableist, etc.) also 
shape your experience in the world. 

• Target identities refer to those aspects of the self which are often 
subject to socialized forces of oppression. Agent identities are 
those aspects of you which align you with groups socialized to 
allow benefit from unearned privilege. (Davis & Harrison, 2013)

• Internalized oppression occurs when a person with target 
identities starts to believe the stereotypes and mis-information 
shared about them by people with agent identities. 

• Stereotyping occurs when aspects of one’s social identities (like 
your race or religion) are extrapolated for your entire identity. 

• There are also aspects of your identity that are more visible to 
others (e.g., skin color, age) and those that may be hidden or less 
visible (e.g., ability, sexual orientation).



Identity and Intersectionality
• Intersectionality refers to the effects of interlocking systems 

of power, privilege, and oppression and how these forces 
shape lives and multiple social identities (Crenshaw 1989, 
1991). Note how this goes beyond merely holding multiple 
identities.

• Ornamental intersectionality for people who use the word 
casually without understanding its roots in critical theory

• Three core concepts of intersectionality (Collins and Bilge, 
2016). These include: 
• the interlocking matrix of oppression, or the intersections of various 

social inequalities; 
• standpoint theory, or the idea that knowledge is subjective and 

stems from your unique social position; 
• and resisting oppression and objectification, which are the goals.



Leadership Identity Development
(Komives, Owen, Longerbeam, Mainella, & Osteen,  2005; 2006; 

2009)

Research Question:

What  processes  does  a person go through to come to an 
awareness that he/she can work effectively with others to 
accomplish change? How does leadership identity develop?

Research Methodology:

Grounded Theory 



Leadership Identity Development (LID) Model



The Leadership Identity 
Development Model

(Komives, Owen, Longerbeam, Mainella, Osteen, 2006)

1 2 3 4 5 6

Awareness
Exploration/ 
Engagement

Leader 
Identified

Leadership 
Differentiated

Generativity
Integration/ 

Synthesis

Dependent Dependent/ 
Independent

Interdependent

Key Transition

Understanding how a person’s understanding and practice of leadership changes as their 
understanding of self in relation to others also changes, and the experiences that serve as 
catalysts for those transitions.



Leadership Efficacy, Capacity, 
Motivation, and Enactment

• Manifestation of 
leadership 
behaviors

• Desires that 
influence the 
likelihood of 
engaging in 
leadership

• Internal beliefs 
regarding the 
likelihood of 
success engaging 
in leadership

• Knowledge, 
attitudes, and
skills comprising 
one’s ability to 
lead or engage in 
leadership
successfully

Leadership 
Capacity

Leadership 
Efficacy

Leadership 
Enactment

Leadership 
Motivation

Dugan, J. P. (2017). Leadership Theory: Cultivating 
Critical Perspectives. San Francisco: Jossey-Bass.



How to 
Build Self-
Efficacy for 
Leadership

Ways to Build Self-Efficacy How to Enhance Leadership Self-Efficacy 

Enactive mastery experience 

      

·      Meaningful practical experience 

depending on levels, structures, and 

complexity of tasks as well as 

structure of situation and skill 

development.  

Students can: 

·      Take on the responsibilities of formal roles and 

active involvement (e.g., student organizations; 

positional leadership roles). 

·      Have the experience of peer-mentoring and 

student assistant roles.  

·      Engage in socio-cultural conversations 

(conversations about and across differences). 

·      Develop knowledge of leadership vocabulary, 

theories, and approaches. 

Vicarious Experience 

·      Observing other people 

accomplishing tasks and learning 

about others’ experiences. 

·      Having role models who discuss 

effective strategies. 

Students can: 

·      Observe role models (e.g., educators and other 

students) who advocate for change on campus or in 

society. 

·      Listen to stories of local, national, and 

international speakers. 

·      View video clips of leadership stories across 

countries. 

·      Compare themselves with other leaders who 

engage in activism. 

Verbal Persuasion 

·      Receiving feedback regarding 

individuals’ capabilities.  

·      Supportive comments that 

enhance one’s sense of agency. 

Students can: 

·      Meet with other emerging leaders to learn from 

each other. 

·      Develop formal and informal relationships from 

organizational involvements. 

·      Engage with mentors, faculty, staff, and 

community members who are from similar 

backgrounds and those who are not. 

·      Engage in dialogues and conversations on social 

networking sites about leadership (socio-cultural 

conversations). 

Psychological and Affective States 

·      Socio-emotional health that can 

influence your sense of well-being 

and what you can accomplish. 

Students can: 

·      Focus on well-being and connecting to spiritual 

(psychological) sources of strengths and motivations to 

lead in a multiracial, multicultural, and multilingual 

setting/society. 

·      Reflect on their leadership experiences in a 

multiracial, multicultural, and multilingual 

setting/society. 

·      Consider the purpose of their leadership journey 

and its future. 



Predecessors, Instigators, and 
Inheritors (Astin & Leland, 1991)
From the seminal book on women and leadership: Women of Influence, Women of Vision (Astin & 
Leland , 1991).

Described how three different generations of women approached their work for gender justice. 

Predecessors, or those in generations before our own who advocated for women’s rights or gender 
equity. Predecessors may or may not have used the language of feminism, but were often the only 
woman in predominantly male groups and workplaces. They were familiar with the idea of being 
the first or only women in spaces and places, and often articulated the value of education as a path 
to equality. 

Instigators, refers to those currently engaged in activism around women or gender-related issues. 
This might be someone who is part of a gender-specific organization or group, who serve as a 
visible spokesperson and activist for gender equity, and who challenges the patriarchal structures of 
institutions directly. Instigators often use policy and government to try and codify equity for all. 

Inheritors, refers to those coming after us who will inherit our work related to gender equity and 
leadership. The inheritors are frequently mentored by predecessors and instigators, yet also serve 
as role models for generations still to come. They work to create more inclusive and accessible 
feminisms.

Who are your predecessors, instigators, and inheritors related to gender justice 
and equitable leadership? 



Chapter Four

How Did We Get Here? How 
Gender Socialization Shapes 

Women in Leadership



Chapter Objectives

After completing the activities contained within this lesson 
you should be able to:

• Explain multiple ways that gender is socialized in girls and 
others, as well as the implications of gender socialization on 
aspirations for leadership.

• Illustrate Harro’s Cycle of Socialization (Harro, 2013) and 
explain the component parts.

• Reflect on your own socialization and how it shapes your 
leadership journey.



Chapter Outline

• Girls and Leadership

• Gender Socialization (examines toys and games, family, 
school, peers, sports and organizations, religion, 
technology and the media, messages from society and 
culture)

• Cycle of Socialization (Harro, 2013)

• Negative Effects of Gender Socialization (effortless 
perfection, imposter syndrome, internalized 
oppression, microaggressions, social pressure, stress 
and anxiety)

• How to Support Healthy Gender Socialization

• Developing Leadership in Girls and Young Women



Girls and Leadership

• Discuss findings from 2008 study by the Girls Scouts of 
America about the leadership attitudes and 
experiences of girls. 

• Study included focus groups and interviews with 165 
girls, boys, and mothers. There was no mention of non-
binary participants or perspectives in this research. 
They also surveyed over 4000 girls and boys ages 8-17 
weighted to reflect U.S. Census representation of racial 
and ethnic groups.

• Respondents who identified as girls preferred an 
approach to leadership that emphasizes personal 
principles, ethical behavior, and a commitment to social 
change. 



Girls and Leadership

• Of girls who do not think of themselves as leaders, they attributed this 
to fear of being laughed at, fear of making people mad at them, fear of 
talking in front of others, seeming bossy, and not being liked by people.

• Thirty-nine percent of girls report being discouraged or put down when 
trying to lead and 57% percent agree that girls have to work harder than 
boys to gain positions of leadership. 

• “Girls are more likely than boys to want to be leaders because they want 
to help other people (67% vs. 53%), share their knowledge and skills 
with others (53% vs. 45%), and change the world for the better (45% vs. 
31%). Boys are more likely than girls to be motivated by the desire to be 
their own bosses, (38% vs. 33%), make more money (33% vs. 26%), and 
have more power (22% vs.14%)” (2008, p.13).

• Race and income are strongly correlated with leadership experience, in 
that those with higher incomes are more likely to have had leadership 
experiences. African American and Hispanic (a term used in the study) 
girls and boys exhibited more motivation and self-confidence about 
leadership than Caucasians and Asian Americans.



Reflection Questions

• What were your favorite toys and games that you played growing up? How were 
your gender identity and expression informed by these games and activities?

• How did your parents, guardians, or siblings shape your views about gender 
norms and expectations?

• Who were your best friends? What messages did you learn from them?

• How has your schooling played into your understanding of what it means to be a 
boy or a girl or a man, a woman, or to take a non-binary approach to gender? 
Your religion?

• What messages did you received from others regarding what it means to be a 
"boy" or a "girl" or a "man" or a "woman"? Did you receive any messages that 
acknowledged gender nonconformance? What messages did you receive about 
your looks, clothes, appearance? About how to act around others?

• Did you ever ridiculed someone else for doing something you didn't consider 
"masculine" or "feminine" enough?  Were you ever subject to such ridicule?



Gender Socialization
• Martin and Ruble (2010) studied early childhood gender 

identity development and found that most children develop 
the ability to label gender groups and to use gender labels in 
their speech between 18 and 24 months of age. 

• By age four, most children have a stable sense of their 
gender identity. 

• After two years of age, most children have developed basic 
stereotypes related to physical appearance, roles, toys, and 
activities and begin to relate certain abstract qualities with 
gender (rough-housing with boys, softness with girls).

• Until approximately age ten, children may experiment with 
different gender identities in fluid ways.

• Discuss the role of the following in gender development and 
socialization: toys and games, family, school, peers, sports 
and organizations, religion, technology and the media, 
messages from society and culture)



Gender Socialization Terminology

• Chilly Classroom: describes how teachers can, often 
unintentionally, lessen the self-esteem and vocational 
aspirations of women (Hall & Sandler, 1982).

• Ophelia Complex: the process where, at adolescence, 
girls “become 'female impersonators' who fit their 
whole selves into small, crowded spaces…. many lose 
spark, interest, and even IQ points as a ‘girl-poisoning’ 
society forces a choice between being shunned for 
staying true to oneself and struggling to stay within a 
narrow definition of female” (Pipher, 2005, p.4). 

• Queen Bees and Wannabes (Wiseman, 2009): Roles in 
girl cliques: queen bee, sidekick, wannabe/pleaser, 
bystander, target, champion 



Cycle of Socialization (Harro, 2013)



Negative Effects of Gender 
Socialization

• Effortless Perfection: refers to the pressure people, especially women, feel to be smart, 
accomplished, fit, beautiful and popular, all without exerting or displaying visible effort. 

• Imposter Syndrome: the fear of being found out as less than worthy, or as a fraud
(especially common in people with marginalized identities)

• Internalized Oppression: the internalizing, or believing, on the part of the target group, the 
lies and misinformation that the agent group disseminates (Adams et al., 2013). 
Internalized oppression is always an involuntary reaction to the experience of oppression.

• Microaggressions: the everyday verbal, nonverbal, and environmental slights, snubs, or 
insults, whether intentional or unintentional, which communicate hostile, derogatory, or 
negative messages to target persons based solely upon their marginalized group 
membership (Sue, 2010).

• Social Pressure: the desire to fit in; can be positive or negative.

• Stress and Anxiety: Females (38%) are more likely than males (26%) to experience extreme 
anxiety. These disorders can include panic disorder, generalized anxiety disorder, 
agoraphobia, specific phobia, social anxiety disorder (social phobia), post-traumatic stress 
disorder, obsessive-compulsive disorder, and sepa.ration anxiety disorder 



Negative Effects of Gender 
Socialization

Discuss these gender microaggressions (Sue, 2010):

• An assertive female manager is labeled as a "bitch," while her 
male counterpart is described as "an assertive leader." (Hidden 
message: Women should be passive and allow men to be the 
decision makers.)

• A female physician wearing a stethoscope is mistaken as a nurse. 
(Hidden message: Women should occupy nurturing and not 
decision-making roles. Women are less capable than men).

• A person who identifies as transgender is questioned upon 
entering a gendered restroom. (Hidden message: Your gender 
identity is everyone’s business.)

• Whistles or catcalls are heard as a person walks down the street. 
(Hidden message: Your body/appearance is for the enjoyment of 
others. You are a sex object.)



How to Support Healthy 
Gender Socialization

• Challenge western assumptions including hierarchy, 
competition, individualism, domination, capitalism, 
colonialism, and the scarcity principle. 

• Use social media for good. [#share222]

• Encourage the use of expansive body language. 

• Normalize giving and seeking help.

• Emphasize mastery instead of performance. 

• Identify fierce but kind female characters. 

• Encourage them to join a team. 



Developing Leadership 
in Girls and Young Women

Haber-Curran and Sulpizio (2017) recommend:

• approach leadership not as a defined role or trait, but 
as a process or capacity that can be developed. 

• address issues of gender expression with an emphasis 
on embracing feminine, masculine, and androgynous 
approaches to leadership. 

• emphasize voice, power, and self-esteem so that 
“progress in women’s leadership can happen when we 
explicitly name and focus on gendered aspects of 
leadership that negatively affect women”

• foster engagement and include a mentorship 
component.



Girls Inc. Bill of Rights (2014)

1. Girls have the right to be themselves and to resist 
gender stereotypes.

2. Girls have the right to express themselves with 
originality and enthusiasm.

3. Girls have the right to take risks to strive freely and to 
take pride in success.

4. Girls have the right to accept and appreciate their 
bodies.

5. Girls have the right to have confidence in themselves 
and be safe in the world.

6. Girls have the right to prepare for interesting work 
and for economic independence. 



Chapter Five

Feminine or Feminist Approaches: 
Leading Across Campus and 

Communities

“Daring leaders who live into 
their values are never silent 

about hard things.”  
- Brené Brown



Chapter Objectives

After completing the activities contained within this lesson 
you should be able to:

• Briefly describe the history of co-education in the United 
States.

• Explain several of the gendered issues and spaces common 
on university campuses and how leadership functions 
related to those issues and spaces.

• Assess the steps for moving from feminine to feminist 
approaches to campus and community leadership (Shea & 
Renn, 2017).



Chapter Outline

• History of Women in Higher Education

• Women and Leadership on Campus: Issues
• Sexual harassment, sexual violence, and security
• Women’s health and reproductive rights
• Body image, eating disorders, and appearance
• Stress, anxiety, perfectionism, and well-being

• Women and Leadership on Campus: Organizations
• Women’s centers and feminist organizations
• Cultural student organizations and sister circles
• Pride centers
• Sororities
• Student government and sports

• National Organizations Supporting Women on Campus

• Moving from Feminine to Feminist Leadership on Campus



History of Women in Higher Education

• At the Women’s Rights Convention in the U.S. at Seneca Falls in 1848, 
attendees drafted a document called the Declaration of Sentiments
which included an objection to women being barred from educational 
facilities and having “all colleges closed against her” (Stanton et al., 
1922).

• 1837 that Oberlin College became the first post-secondary school to 
admit women and a small number of African American women. The first 
women earned bachelor’s degrees from Oberlin in 1841.

• Post-Civil War boom in primary and secondary education lead to a 
shortage of teachers. Start of the ‘Normal School’ movement to educate 
women to become teachers (intentional focus on women as cheaper 
labor)

• 1862 the Morrill Land Grant Act subsidized the establishment of state 
colleges and universities to educate people in practical fields of study. 
Ladies’ courses: home economics, teaching, or nursing 



History of Women in Higher Education 
(Continued)

• Historically Black Colleges and Universities (HBCUs) such as Wilberforce (1856) 
and Fisk (1866) accepted women very early in their establishment for both 
financial and philosophical reasons (Micheletti, 2002).

• Elite colleges and universities such as Yale accepted female graduate students 
far earlier (1892) than they opened the doors to female undergraduates (1969), 
mostly for economic reasons. 

• Many of these schools evolved from female seminaries, and later were paired 
with men’s colleges as part of the Coordinate System. Barnard (1889), Smith 
(1875), Mount Holyoke (1837), Vassar (1865), Bryn Mawr (1885), Wellesley 
(1875), and Radcliffe (1879) were given the name "the Seven Sisters" in 1927, 
because of their relative affiliations with the Ivy League men's colleges 
(Harwarth, Maline, & DrBra, 2005).

• In 1976 the US military academies began admitting women (USMA, USNA, 
USAFA, USCGA). 

• In 1979, women became more than 50 percent of undergraduate enrollments 
and now that women comprise upwards of 57 percent of enrollments across all 
institutions of higher education (Renn & Reason, 2012).  



Rhetorical Comparison

Dangers of Co-education
• In 1873, a Harvard Medical School professor, 

Dr. Edward Clarke, argued that women 
endangered their reproductive health when 
using their limited energies to study, that 
women were not physically equipped for 
coursework, and that coeducation is a sin 
against man. 

• Others argued that a female presence on 
campus would foster sexual immorality 
(hence why Catholic institutions were some 
of the last to adopt coeducation), distract 
men from their studies, and devalue college 
degrees (Micheletti, 2002).

Benefit of Women’s Colleges
• The presence of an all-women environment 

means that women’s voices are heard and 
respected; issues important to women are 
unapologetically grounded in women’s 
experiences; and students gain experiences 
by serving in leadership roles on campus, 
many of which are traditionally held by men 
on coeducational campuses. There is also a 
strong press towards positive peer influence. 

• Finally, the mission of a women’s college is 
deeply interwoven, linking history to current 
context in which the education of women 
remains at the core and intersects with 
every aspect of the campus environment 
(Renn & Patton, 2011, p.247)



Activity: Campus Culture Audit
Think about the culture of your own campus.  Discuss:

• What is the history of coeducation on your campus?

• Are pioneering women being honored on your campus? If so, 
how?  

• What vestiges of gendered approaches still exist on your campus? 

• What spaces or places do you find affirming to women’s 
experiences and leadership? To genderqueer and nonbinary 
individuals? 

• Where do you see gendered messages in the artifacts, espoused 
values, and underlying assumptions of your campus? 

• Do you belong to any organizations that focus on gendered 
experiences? Why or why not? 

• Where are women leading and making a difference on campus?



Women and Leadership on Campus:
Sexual harassment, sexual violence, and security

• The National Sexual Violence Resource Centre (NSRV) reports that 20% - 25% of 
college women and 15% of college men are victims of forced sex during their 
time in college, that 27% of college women have experienced some form of 
unwanted sexual contact, and that nearly two thirds of college students 
experience sexual harassment (NSRV, 2019). These statistics do not include the 
frequent violence that transgender individuals are subject to on and off campus 
(Nicolazzo, 2016).

• Congress authorized the Violence Against Women Act (VAWA, 1994) and in 2013 
included provisions to improve campus safety. Schools were required to report 
additional crime statistics, update procedures following an incident of sexual 
violence, and provide prevention and bystander intervention training to all 
students and employees. The act expired in 2019. A version is still in the House 
but does NOT include: measures to deter honor killings, sex trafficking, forced 
child marriages, or female genital mutilation (fgm).



Women and Leadership on Campus:
Title IX

• In addition to the policies related to gender parity in sports, Title 
IX protects students from unlawful sexual harassment in all of a 
school’s programs or activities, and protects both male and 
female students regardless of who the harasser may be, and 
there is no timeline for reporting (AAUW, 2016). 

• Additionally, Title IX requires that colleges and universities 
develop and enact policies against sex discrimination and 
implement grievance procedures These policies must include the 
following: 

• a definition of sex discrimination and sexual violence; 
• a published statement that the school does not discriminate; a detailing 

of procedures for students to file complaints when sexual harassment, 
discrimination, or violence takes place; 

• and the appointment of a Title IX coordinator to oversee these 
activities, review complaints, and deal with patterns or systemic 
problems (AAUW, 2016). 



Women and Leadership on Campus:
Sexual harassment, sexual violence, and security

• Institutional betrayal can include failing to prevent abuse, 
normalizing abusive contexts, creating difficult processes for 
reporting, failing to adequately respond to instances of harm, 
supporting cover-ups and misinformation, and punishing victims 
and whistleblowers (Linder & Myers, 2018; Smith & Freyd, 2014). 

• Students from marginalized groups (e.g., queer and trans* 
students) may be more vulnerable to their stories being ignored, 
minimized, or delegitimized by the institution (Linder & Myers, 
2018). 

• RAINN (the Rape, Abuse & Incest National Network) is the 
nation's largest anti-sexual violence organization. RAINN operates 
the National Sexual Assault Hotline (800.656.HOPE) in partnership 
with more than 1,000 local sexual assault service providers across 
the country (rainn.org), or the National Sexual Violence Resource 
Center (https://www.nsvrc.org)

https://www.nsvrc.org/


Women and Leadership on Campus:
Sexual harassment, sexual violence, and security

Sexual Violence Awareness Raising Programs on College Campuses

• Clothesline Project. Have people affected by sexual violence decorate a shirt and hang it on a public 
clothesline as testimony to the problem of sexual violence.

• Denim Day. Wear jeans on April 23 to protest and raise awareness of the misconceptions that surround sexual 
assault. 

• International Day against Victim-Blaming. Use the hashtag #EndVictimBlaming on April 3, the online day of 
action to speak out against victim-blaming and to support survivors, and get involved through social media.

• It’s on Us. Pledge your commitment to help keep all people safe from sexual assault. This growing movement 
reframes sexual assault in a way that inspires everyone to see it as their responsibility to do something, big or 
small, to prevent it.

• NotAlone.gov. White House project that includes information for students, schools, and anyone interested in 
finding resources on how to respond to and prevent sexual assault.

• Slut Walk. Participants protest against explaining or excusing rape by referring to any aspect of a woman's 
appearance and call for an end to rape culture, including victim blaming and slut shaming of sexual assault 
victims. The rallies began on April 3, 2011 in Toronto, Ontario, Canada, after a Toronto Police officer suggested 
that "women should avoid dressing like sluts" as a precaution against sexual assault. Subsequent rallies have 
occurred globally.

• Take Back the Night. Take part in this after-dark march that is popular on college campuses, and make a 
statement that women have the right to be in public at night without the risk of sexual violence.

• V-Day. Hold a performance or a film screening to raise awareness about violence against women and girls.

http://www.clotheslineproject.org/
http://denimdayusa.org/
http://www.policymic.com/articles/32561/5-things-you-can-do-on-the-international-day-against-victim-blaming
http://itsonus.org/
https://www.notalone.gov/
http://www.takebackthenight.org/
http://www.vday.org/


Women and Leadership on Campus:
Women’s health and reproductive rights

• Period Poverty or The Pink Tax: The goal of menstrual equity is to treat menstruation as a health issue rather 
than a luxury item. 

• The U.S. House of Representatives passed H.R. 972 the Menstrual Equity for All Act of 2017 which allows 
individuals to use their own pre-tax dollars from their health flexible spending accounts to purchase menstrual 
hygiene products. An updated version of the bill is going before the House in 2019 which includes expanded 
access including:

• Allowing individuals to use their own pre-tax dollars from their health flexible spending accounts to purchase 
menstrual hygiene products;

• Giving states the option to use federal grant funds to provide students with free menstrual hygiene products in 
schools;

• Ensuring that inmates and detainees incarcerated in federal (including immigration detention centers), state, 
and local facilitates have access to free menstrual hygiene products;

• Allowing homeless assistance providers to use grant funds that cover shelter necessities (such as blankets and 
toothbrushes) to also use those funds to purchase menstrual hygiene products;

• Requiring that Medicaid covers the cost of menstrual hygiene products for recipients;

• Directing large employers (with 100 or more employees) to provide free menstrual hygiene products for their 
employees in the workplace; and

• Requiring all public federal buildings, including buildings on the Capitol campus, provide free menstrual 
hygiene products in the restrooms.

•



Women and Leadership on Campus:
Body image, eating disorders, and appearance

• Body image: Includes what you believe about your own appearance including 
memories, assumptions, and generalizations. The National Eating Disorder 
Association (NEDA, 2019) states that body image can also include how you feel 
about your height, shape, weight, and how you sense and your body as you 
move.

Stressors in the college environment which may impact body image: 

• physical and emotional separation from family; 

• prioritizing academic performance above physical and emotional health; 

• transition related to food and housing such as moving on or off campus, 
changing to or from campus meal plans, roommate issues;

• beginning or ending significant romantic relationship or friendship;

• graduation and job searching 

• extra pressure to fit societal beauty norms as women



Risk Factors For Eating Disorders 

 

Adapted from National Eating Disorders 

Association (NEDA) 

Tips for Developing a Healthy Body Image 

 

Adapted from "Body Love: Learning to Like Your 

Looks and Ourselves," by Rita Freeman, PhD 

Biological 

• Having a close relative with an 

eating disorder.  

• Having a close relative with a 

mental health condition like 

anxiety, depression, and 

addiction.  

• History of dieting. 

• Negative energy balance or 

burning off more calories than 

you take in leads to a state of 

negative energy balance.  

• Type 1 (insulin-dependent) 

diabetes. Over 25% of women 

with diabetes also suffer from 

diabulimia, or intentionally 

skipping insulin injections to 

manage weight. 

 

Psychological 

• Perfectionism or setting 

unrealistically high expectations 

for yourself. 

• Body image dissatisfaction and 

an internalization of the 

appearance ideal.  

• Personal history of an anxiety 

disorder.  

• Behavioral inflexibility or always 

following the rules and feeling 

like there is one “right way” to do 

things. 

Social 

• Weight stigma or internalizing 

the message that thinner is better.  

• Teasing or bullying, especially 

weight shaming. 

• Appearance ideal internalization. 

• Acculturation, especially people 

from racial and ethnic minority 

groups may be at risk for trying 

• Be realistic about the size you are likely to 

be based on your genetic and 

environmental history.  

 

• Stay active (walking, dancing, yoga, etc.), 

regardless of your size. 

 

• Expect normal weekly and monthly 

changes in weight and shape. 

 

• Work towards self-acceptance and self-

forgiveness; be gentle with yourself. 

 

• Ask for support and encouragement from 

friends and family when life is stressful. 

 

• Decide how you wish to spend your 

energy: pursuing the "perfect body" or 

enjoying family, friends, school and, most 

importantly, life. 

 

• Look for student organizations on your 

campus that promote body acceptance. You 

might also check out the Women’s or 

Health Centers for support. 

 

• Read more at the NEDA website: 

https://www.nationaleatingdisorders.org 

 

• Consider The Body Positive campus 

leadership program: 

https://www.thebodypositive.org/campus-

leadership 

 

• Check out Joy Nash’s Fat Rant on youtube: 

https://www.youtube.com/watch?v=yUTJQIBI1oA 



Women and Leadership on Campus:
Stress, anxiety, perfectionism, and well-being

• Women are nearly twice as likely as men to be diagnosed with an 
anxiety disorder in their lifetime (NIMH, 2017). The term "anxiety 
disorder" can refer to any psychiatric disorders, including: anxiety 
disorder, panic disorder and panic attacks, agoraphobia, social 
anxiety disorder, separation anxiety, and specific phobias.

• Effortless Perfection. Refers to the pressure people, especially 
women, feel to be smart, accomplished, fit, beautiful and popular, 
all without exerting or displaying visible effort. The effortlessly 
perfect woman succeeds in all areas (personal, social, academic, 
career, health and beauty) and acts as if everything comes easy to 
them.  

• Imposter Syndrome. Refers to a specific form of self-doubt where 
people fear of being found out as less than worthy, or a fraud.



Women and Leadership on Campus:
Women’s centers and feminist organizations

• First established on college campuses in the 1960s primarily to support 
women with children returning to school

• Today’s women centers provide a wide variety of services and programs 
including: leadership development activities, networking and 
empowerment programs, support for activism, connections to public health 
concerns and issues of sexual and domestic violence, essential services to 
mothers, including lactation rooms for breastfeeding and child care, support 
for women faculty and staff, and curricular and co-curricular programming 
(Marine, Helfrich, & Randhawa, 2017).

• Many women’s centers are adopting more gender inclusive practices by 
intentionally welcoming people of all genders including men, and people who 
identify as trans*, gender queer, and non-binary.

• How can women’s centers preserve their missions 
and welcome all people?



Women and Leadership on Campus:
Cultural student organizations and sister circles

• Some multi-cultural offices and programs inadvertently replicate 
heterosexual and patriarchal norms, leading women of color to 
seek spaces that recognize the intersections of both race and 
gender in students’ experiences.

• Spaces that center both race and gender, often called ‘sister 
circles’, are vital sources of support and belonging for many 
women of color. Croom, Beatty, Acker, and Butler (2017) note 
that:

“these counter-spaces ostensibly serve as sites where 
students can not only engage in productive academic and 
social identity development processes, but also grapple 
with intersectional analyses of systemic oppression 
occurring in the context of their respective campus 
environments” (Croom, Beatty, Acker, & Butler, 2017, p. 
217).



Women and Leadership on Campus:
Pride centers

• Pride centers welcome women who identify as lesbian, 
gay, bisexual, transgender, queer, questioning, intersex, 
allies, asexual, or pansexual (LGBTQQIAAP).

• The LGBT Center at Brown University (2018) offers the 
following statement of support:

We recognize that sexual orientation and gender identity 
and expression work through and are influenced by race, 
ethnicity, gender, culture, age, disability, class, faith and 
other social characteristics. In keeping with the ideals of 

Brown University we commit to justice, equality, and 
respect for all persons in all of our endeavors. 



Women and Leadership on Campus: Sororities

• Some of the longest standing women-only organizations on campus are 
the first Greek-letter sororities (or as they were first termed, women’s 
fraternities) were founded in the 1870s to preserve Victorian ideals of 
womenhood.

• Twenty-six national sororities are members of the National Panhellenic 
Conference (NPC) which works to support the work of member 
chapters, especially as it relates to philanthropic work, recruitment, and 
alumnae development.

• Black Greek letter organizations evolved in the early 1900s to meet the 
needs of students of color. The National Pan-Hellenic Council (NPHC) is a 
collaborative organization of nine historically Black/African American 
fraternities and sororities (2019). The primary purpose of NPHC is 
camaraderie, academic excellence, and service to the community.

• In 2016, as an effort to end the exclusionary nature of finals clubs and 
other male-dominated spaces, Harvard announced all campus-based 
organizations must be co-educational. Unfortunately, this ruling also 
applied to fraternities and sororities and has resulted in several lawsuits 
alleging discrimination (Field, 2018). 



Women and Leadership on Campus:
Student government and sports

• American Student Government Association (ASGA) 
estimates that about 40 percent of colleges, including 
community colleges, have female student body presidents 
(2019). When you only look at top-ranked colleges and 
universities that number shrinks to only about one-third
having female student body presidents. 

• Studies reveal that it is not because women are not 
receiving more votes than male candidates, but rather that 
women aren’t running in the first place (Lawless & Fox, 
2013). #Electher

• Holding student leadership positions is often the foundation 
for holding higher political offices. Of women currently 
serving in Congress, 53.7 percent had been involved in 
student government leadership in high school or college or 
both (2013).



National Organizations Supporting 
Women on Campus

Title Resources

American Association of 

University Women 

(AAUW)

The AAUW was officially founded in 1881 and has, since then, been working to instill gender equity in 

academia. Their nationwide network encompasses 170,000 members (including students), 1,500 branches, 

and over 500 college and university partners. In addition to offering scholarships, they also help facilitate 

salary negotiations, campus leadership programs, STEM education advocacy, legal and public policy 

funding, and more.

American Council on 

Education (ACE) Women’s 

Network

The ACE Women’s Network facilitates the networking of women interested in pursuing leadership 

opportunities in higher education. A 4-part structure — Network Executive Council, independent, state-

based networks with state chairs, presidential sponsors, and institutional representatives — facilitates 

these connections, allows for sharing of best practices, particularly at the State Chairs Annual Conference, 

and enables local leadership training by the state networks.

Association for Women in 

Science (AWIS)

AWIS was founded in the 1970s and has, since then, worked to eliminate job discrimination, lower pay, 

and professional isolation for women working in the sciences. Over 20,000 members and chapters are part 

of the AWIS community. 

Institute for Women’s 

Policy Research (IWPR)

IWPR mostly concentrates on issues related to poverty, welfare, employment, earnings, health, and family 

issues. They collaborate with policymakers and public interest groups in their research and efforts to 

disseminate research findings; one of their most recent reports is titled “Mothers in College Have Declining 

Access to On-Campus Child Care.”

National Coalition for 

Women and Girls in 

Education

This coalition is a nonprofit partnership among over fifty groups dedicated to bettering the academic 

opportunities for women. They closely monitor public issues and legislation that concerns women’s equal 

rights, everything from athletics and pregnancy to technical and STEM education.

National Organization for 

Women (NOW)

The largest organization of feminist activists in the United States, NOW has 500,000 contributing members 

and 550 chapters in all 50 states and the District of Columbia. Since its founding in 1966, NOW’s goal has 

been to take action to bring about equality for all women. Campus Action Network

Academic Associations
• American Medical Women’s Association

• Association for Women in Communications

• Association for Women in Mathematics

• Association for Women in Science

• Association for Women in STEM

• Financial Women’s Association

• Her Campus/ Journalism

• Society of Women Engineers

• Women Impacting Public Policy

• Women in Tech



Moving from Feminine to Feminist Leadership 
on Campus

Three interconnected tools of feminist leadership (Shea and Renn, 2017) 
include:

• Feminist leaders use and subvert power structures primarily through 
counteracting powerlessness and fostering empowerment.

• Feminist leaders complicate difference. This means troubling dualistic 
notions of both gender (man/woman) and leadership (leader/follower) 
where they arise. It means inviting intersectional approaches into the 
spaces where you exert leadership.

• Feminist leaders enact social change. Feminist leadership must examine 
the linkages between women’s liberation and other social change 
movements, and find ways to contribute. 

• Shea and Renn (2017) state that “it is not enough to just talk about 
justice and equity; feminist leaders engage in advocacy and activism to 
counteract injustice” (p.88).



Chapter Six

What Difference Does Difference 
Make: The Effects of Stereotypes, 
Prejudice, and Discrimination on 

Gender Representation and 
Leadership



Chapter Objectives

After completing the activities contained within this lesson you should be 
able to:

• Define structural diversity and discuss women’s representation across a 
variety of career fields.

• Critique information about the gender wage gap, including a critical 
examination of sources and forms of analyses.

• Examine the psychology of prejudice including the double bind, 
stereotype threat, internalized oppression, and implicit bias.

• Develop strategies for employers and organizations, law and policy 
creators, and activists to counteract stereotypes, prejudice, and 
discrimination.



Chapter Outline

Where are we now? Women’s representation

• Corporations and entrepreneurs

• Government

• Nonprofits and higher education

• Science and health

• Military

• Athletics

What results from nonrepresentation?

• Gender wage gap

• Explicit sexism

• The double bind, stereotype threat, and internalized oppression

• Implicit bias and how to counteract it

What can we do about stereotypes, prejudice, and discrimination?

• Employers and organizations

• Laws and policies

• Activism and movements



Where are we now?:
Corporations and entrepreneurs

• A recent Pew Research Center report, The Data on Women Leaders (2018) found that female CEOs of 
Fortune 500 Companies reached an all-time high of 6.7% in 2017 with 32 women heading major firms, 
yet this number fell to less than 5% in 2018 as several top women leaders resigned positions. 

• The share of women sitting on the boards of Fortune 500 companies has risen from 9.6% in 1995 to 
22.2% in 2017 (Pew, 2018).

• Across the globe, women hold less than 25% of senior management roles and that number appears to 
be declining, and in the US, only 4% of executives in Standard & Poor’s companies are women of color 
(Catalyst, 2018). 

• Industries most lacking women among hires for leadership roles: manufacturing, energy and mining, 
software and IT services, finance, real estate, corporate services, and legal fields. Women made up the 
highest share of managers in human resources (70.8%) occupations and social and community services 
(70.2%; Catalyst, 2018). 

• In the United States, women are nearly half (46.9%) of the labor force but comprise only slightly over a 
third (39.8%) of managers. Of these woman managers, one third are white women, followed by Latinas 
at 4.1%, Black women at 3.8%, and Asian women at 2.4%. 

• The National Association of Women Business Owners (2018) reported that there are now 11.6 million 
women-owned businesses in the U.S. and that these businesses employ nearly 9 million people and 
generate almost $1.7 trillion in revenue (NAWBO, 2018). Of the technology startups in the U.S. in 2017, 
only 17% had a woman founder. 

Reasons for under-representation range from outright gender bias in hiring and promotions, to women 
being less likely to engage in self-promoting behaviors and less aggressive in salary negotiations, to 

work-family conflicts (Rhode, 2017). These issues are present across all employment sectors.



Where are we now?: Government

• The Center for American Women in Politics (CAWP) reports on women’s representation in government. The 
mid-term elections in November of 2018 saw a wave of women being elected to public office. Despite this 
‘pink wave’, after the election women only hold 25, or 25.0%, of the 100 seats in the Senate and 102, or 23.4%, 
of the 435 seats in the House of Representatives. Of these women, four Senators and 43 Representatives 
identify as women of color.

• In state governance, 86 women hold statewide elective executive offices across the country, or 27.6% of the 
312 available positions. These include nine governors, 15 lieutenant governors, and 62 other elected officers. 
Among these women, 46 are Democrats, 38 are Republicans and two are non-partisan. Women comprise 
28.6% of the 7,383 state legislators in the United States. Among the 100 largest cities in the U.S., 23 had 
women mayors, including seven African American women, one Latina, and two Asian American women (CAWP, 
2019).

• Almost half of the states in the U.S. have yet to elect a woman governor or U.S. Senator, and that there has 
never been a female secretary of defense or of the treasury, two of the most powerful cabinet positions. 

• Other countries have better representation of women in top leadership positions such as Presidents Halimah
Yacob of Singapore and Sahle-Work Zewde of Ethiopia. 

• The problem is not performance. Researchers consistently find that when women run for office, they are just 
as effective in terms of fundraising and electability. They also receive the same amount of media coverage. 
Americans rate female candidates no worse than males, and in opinion surveys, women are related equal to or 
better than men on seven of eight useful traits for politics.  (p.38)

• What might account for women’s underrepresentation, especially given than women constitute more than half 
of the voting public? 

• Women are less likely to be approached or to receive encouragement and training about running for office; 

• they may be less confident and feel less competitive than male candidates; 

• and women may still shoulder the bulk of family responsibilities that detract from the time it takes to campaign and govern.

• There also remain systemic issues such as sexism, double standards, and gender discrimination 

• Organizations such as Elect Her and Emily’s List work to give women the skills, resources, and confidence they 
need to enter and win elections.



Where are we now?: 
Nonprofits and higher education

• In the nonprofit sector, women only hold 20% of the leadership positions, yet constitute 
75% of staffing positions (Rhode, 2017). Other sources report that, even when obtaining a 
nonprofit leadership position, women still make only 65-75% of what male nonprofit CEOs 
earn (Guidestar Compensations Report, 2017). 

• Women in academia face similar challenges. In 2016, 30.1% of university presidents were 
women (Pew, 2018).  At top-ranked universities, women hold about 16% of provost and 
president positions (Rhode, 2017). Though a majority of college graduate and post-
graduate students are women, only a 25% of full professors are women (Rhode, 2017). 

• Faculty and upper level administrators represent but a few of the women working on 
college campuses. Women disproportionately hold many of the service oriented positions 
on campus such as housekeeping, food service, and even student affairs administration.

• Women of color face additional pressures in campus roles. To support students of color, 
faculty and staff of color often take on disproportionate service roles including mentoring, 
organizational advising, committee service, all while experiencing frequent 
microaggressions and inequity (Yamanaka, 2018).

• Overall, reasons for the gender gap in higher education include unconscious bias in hiring 
and promotion, a disproportionate service load falling on women educators, pipeline 
issues especially in STEM fields, and lack of mentoring.



Where are we now?: Science and health

• Women account for about one third of all those employed 
in science related fields according to a UNESCO Institute of 
Statistics fact sheet (UNESCO, 2017). 

• The U. S. Bureau of Labor Statistics state that 3.2 million (91 
percent) nurses are female and 330,000 (9 percent) are 
male (2018). In 2017, more women than men enrolled in 
U.S. medical schools for the first time, though overall 
women represent about forty percent of doctors 
(Association of American Medical Colleges, 2017). 

• Some ways to counteract the underrepresentation of 
women in STEM fields include:
• getting young girls interested in math and science
• make STEM programs more inviting and accessible to women
• ensure students have access to female faculty and mentors 
• update course curricula to include inclusive readings and examples



Where are we now?: Military

• Pew (2017) reports that 15% of active-duty military personnel are women, up from 11% in 1990. 
In 2015, 17% of active-duty officers were female as compared to12% in 1990. And 15% of 
enlisted personnel were female in 2015, up from 11% in 1990. 

• The share of women in the ranks varies significantly by service branch. Women comprise nearly 
one-in-five active-duty personnel in the Air Force (19%) but only 8% of all Marines. Women 
make up 18% of the Navy and 14% of the Army. Other nations, especially those with mandatory 
military service, have more gender equity in their forces.

• It has only been since 2016 that all positions in the military, including combat, were open to 
women. That said, some units such as the Special Forces require people to pass extraordinary 
physical tests. Women have served in intelligence gathering, as combat pilots, field artillery 
officers, special operations civil affairs officers and even in the ultra-secretive Delta Force.

• In 2015, three women graduated from the Army Ranger School, the Army's premier leadership 
course. In 2020 Madeline Swegle became the U.S. Navy's first Black female tactical fighter pilot.

• Two women have received the nation's third-highest honor, the Silver Star, since World War II. 

• Women in the military are far more likely than civilians to experience sexual violence and may 
be less likely to report assaults given the male-dominated military justice system. The Battered 
Women’s Justice Project (2019) states that nearly 25% of women veterans who seek health care 
services from the Department of Veterans Affairs report experiencing at least one sexual assault 
while in the military compared to slightly more than 1% of male veterans. 



Where are we now?: Athletics

• About 40% of professional athletes in the U.S. are women, yet 
they receive less than 8% of all sports media coverage. 

• Hope Solo, long time goalkeeper for the U.S. Olympic team notes 
how, despite the US women’s soccer team having won four World 
Cup Championships and four Olympic Championships, female 
professional soccer players still get paid significantly less than 
those on the men’s professional team who have a much more 
dismal record of wins.

• The Women’s Sports Foundation (2019) details how this 
discrepancy starts in collegiate athletics where male athletes get 
$179 million more in athletic scholarships each year than females 
do. Additionally, collegiate institutions spend just 24% of their 
athletic operating budgets on women’s sports, as well as just 16% 
of recruiting budgets and 33% of scholarship budgets on women 
athletes. Coaches in women’s sports at the college level receive 
only 63 percent of the salaries of coaches of men’s teams 
(Pavlovich, 2017). 



What results from nonrepresentation?
Gender wage gap

• The American Association of University Women (AAUW) notes that “The gender pay gap is the result of many 
factors, including occupational segregation, bias against working mothers, and direct pay discrimination. 
Additionally, such things as racial bias, disability, access to education, and age come into play. Consequently, 
different groups of women experience very different gaps in pay” (2017, para. 6).

• Reporting of just how big the gap is in 2019 varies from sources reporting no wage differences by sex, to 
women earning just 77% of what men earn across industries. Recent census data show women earning 
approximately 81% of what men earn; the median income for women is $41,554, while for men it is $51,640 
(U.S Census Bureau, 2019).  

Some consensus across studies include:

1. The wage gap has been narrowing in the last four decades, so that women now earn closer to what men earn. 

2.  The wage gap is bigger for most women of color. Women who identify as Latina earn only 53% of what men 
earn across occupations. American Indian or Alaskan natives earn just 58%, and Black or African American women 
earn 61% of what men earn. White women earn closer to 77% of men, and Asian Pacific Islander women earn 85% 
of what men earn (AAUW, 2017). These gaps persist even when taking higher education and advanced degrees 
into account (Pew, 2016).

3. The wage gap has less to do with differences between occupations (e.g., women occupying lower paying jobs 
like teaching, nursing, and social work) and much more to do with differences within occupations (Miller, 2014). 
The prime example of this is women doctors and surgeons who earn just 71% of what their male counterparts 
earn. 

4. There are a wide variety of causes of the wage gap (WAGE, 2019). These include sex discrimination in hiring, pay 
negotiation, and fair pay. Numerous experiments reveal gender discrimination in hiring.  Motherhood does seem 
to affect promotion pipelines and wages lost from off-ramping and on-ramping due to parental leave and sexist 
assumptions about the commitment of working mothers. 



What results from nonrepresentation? 
Explicit sexism

Commonplace examples of overt sexism include:

• Comments on outfits or appearance

• Losing promotions and other opportunities when pregnant, or 
being asked in interviews if and when one plans to have a family

• Double standards such as women being called bitchy for being 
assertive, while men exhibiting the same behavior are rewarded 
for showing initiative 

• Being assigned stereotypical tasks (such as taking minutes at 
meetings or being asked to plan the office party)

• Constantly being interrupted or man-splained

• Unwelcome sexual advances, requests for sexual favors, or other 
verbal or physical assaults



What results from nonrepresentation? 
The double bind, stereotype threat, and internalized oppression

• The double bind occurs when the expectations that women be 
communal and collaborative clash with the expectations that leaders be 
agentic. When women encounter people in the workplace, they likely 
encounter differing sets of expectations about the appropriate balance 
between communal and agentic attributes. The result of these differing 
expectations may show up as resistance to women in leadership. 

• The resistance ascribed to women with other marginalized identities 
(such as women of color, or of certain faith traditions or sexual 
orientations) is often even worse. These women often face a triple bind 
– where stereotypical views of their multiple targeted identities can lead 
to further marginalization.

• Stereotype Threat. The apprehension about confirming an unfavorable 
stereotype about a group to which you belong.

• Internalized Oppression. The internalizing, or believing, on the part of 
the target group, the lies and misinformation that the agent group 
disseminates. They note that internalized oppression is always an 
involuntary reaction to the experience of oppression.



What results from nonrepresentation? 
Implicit bias and how to counteract it

• Implicit Bias. Implicit bias refers to the way people unconsciously and often 
unwillingly exhibit bias towards others. The Implicit Association Test or IAT 
(Greenwald, McGhee, & Schwartz, 1998) claims to reveal the strength of 
unconscious associations people make in their minds. Visit 
https://implicit.harvard.edu/implicit/ to take a free test. 

• How to counteract implicit bias. We receive messages about what is good or 
bad from friends and family, religion, education, media, and work, leading to 
each of us having implicit biases and assumptions. Individuals can guard against 
bias in the following ways (AAUW, 2016):

• When assessing the behavior or performance of someone from an historically 
marginalized group, try to focus on concrete specific factors of what actually happened, 
rather than relying on your gut feelings.

• Notice when your responses, decisions, or behaviors might have been caused by bias or 
stereotypes, and make an intention to think positive thoughts when encountering those 
individuals or other members of stigmatized groups in the future.

• Imagine, in detail, people who violate expected stereotypes in a positive way and practice 
thinking about these positive examples. Thinking about these people may help make these 
counter-stereotypic examples pop up in your mind in the future.

• Make an effort to assess and think about members of stereotyped groups as individuals. 
Recall their individual traits and how they differ from stereotypic expectations.

https://implicit.harvard.edu/implicit/


What can we do about stereotypes, prejudice, and 
discrimination? 

Employers and organizations

• Employers and organizations should work towards 
creating equitable workplace cultures. This involves 
gender equity in hiring and recruitment, pay and 
promotions, and workforce training on overcoming 
implicit and explicit biases.

• Symphonies and orchestras across the world have 
started conducting blind auditions where 
performers are only heard and not seen, resulting 
in a dramatic increase in the number of women 
hired as professional musicians (Goldin & Rouse, 
2000).



What can we do about stereotypes, prejudice, and 
discrimination? 

Laws and policies

• In 1963, the passage of the Equal Pay Act stated that men and women who perform jobs of 
“equal skill, effort, and responsibility, and which are performed under similar working 
conditions” cannot be differently compensated (EEOC, 2019). Pay differentials are permitted 
when they are based on seniority, merit, quantity or quality of production, or a factor other than 
sex. In correcting a pay differential, the pay of the lower paid employee must be increased, 
rather than allowing employers to reduce the pay of those with higher salaries. 

• The Civil Rights Act of 1964 prohibited discrimination on the basis of race, origin, color, religion 
or sex. Other legislation was initiated to offer protection to working women. 

• Passed in 1978, the Pregnancy Discrimination Act protected pregnant employees, though it was 
not until the passage of the Family and Medical Leave Act in 1991 that parents were guaranteed 
the right to take time off regardless of gender. 

• In 2009, the Lilly Ledbetter Fair Pay Act was passed, which restores some protections against 
discrimination that had been stripped in a 2007 Supreme Court case and incentivizes employers 
to make their payrolls more equitable (Alter, 2015).

• The Equal Rights Amendment, passed by Congress in the 1970s, still has not been approved by 
enough states to become ratified. 

• Sex discrimination cases remain notoriously difficult to win. One depressing statistic is that 
fewer than 20 percent of sex and race discrimination acts filed with the Equal Employment 
Opportunity Commission resulted in outcomes favorable to the complainant (Rhode, 2017, 
p.22).



What can we do about stereotypes, prejudice, and 
discrimination? 

Activism and movements

• The #metoo movement started when activist Tarana Burke started using the 
phrase in 2006 to encourage women of color who were victims of sexual 
harassment to share their stories to develop empathy, empowerment, and 
community. 

• The movement was adapted by various groups to show the diverse nature of 
sexual harassment including across sectors and disciplines #metoomiltary, 
#astroSH (astronomony); across counties #moiaussi (Canada) ##YoTambién 
(Spain) and my personal favorite, the French movement ##balanceTonPorc 
which translates to ‘expose your pig’; and across genders #himtoo, though the 
movement has been slower to include the experiences of transgender and 
nonbinary individuals.

• The 16 Days of Activism Against Gender-Based Violence is an international 
campaign coordinated by the Center for Women’s Global Leadership and used 
by activists around the world as an organizing strategy to call for the elimination 
of all forms of gender-based violence, including workplace violence. Started in 
1991, 16 Days takes place every year between November 25 and December 10 
and is run by over 6,000 organizations in 187 countries making it one of the 
largest transnational equity initiatives (https://16dayscampaign.org/). They also 
take a special interest in domestic labor such as housekeeping where women 
are especially vulnerable and often come from migrant backgrounds or lack 
legal status. 



Chapter Seven

Navigating Organizations and 
Systems: Metaphors for Women 

in Leadership



Chapter Objectives

After completing the activities contained within this lesson 
you should be able to:

• Distinguish among metaphors for women’s leadership 
journeys, including concrete walls, glass ceilings, sticky 
floors, leaky pipelines, and labyrinths.

• Investigate the frequency of non-linear career paths for 
women and the challenging nature of off-ramps and on-
ramps to career development (Hewlett, 2007).

• Consider personal, organizational, and policy-oriented 
strategies for successfully closing the leadership gap.



Chapter Outline

• Metaphors for Women in Leadership 

• Women’s Non-Linear Career Paths: On-Ramps and 
Off-Ramps  

• Barriers to Advancement: Personal 
• A Critique of Lean In Ideology

• Barriers to Advancement: Organizational 

• Strategies for Gender Equity: Personal 

• Strategies for Gender Equity: Organizational  

• Strategies for Gender Equity: Policies 



Metaphors for Women in Leadership 

Concrete Wall Refers to when there is an absolute barrier to entry into particular career fields.

Glass Ceiling Implies that women face obstacles once they have risen to very high levels of leadership.

Glass Cliff Women can rise to leadership, but when they are brought in to turn things around during dire times, 

they often bear the blame if things do not go well. While women may have managed to break through 

the glass ceiling, they are then pushed off the glass cliff.

Glass Escalator Describes the phenomenon in female-dominated professions where women climb the ladder while 

their male peers glide past them on an invisible escalator, shooting straight to the top.

Maternal Wall Describes a type of bias that can occur as women get pregnant or seek parental leave. Maternity may 

cause others to make negative assumptions about competency, to assume emotionality and 

irrationality, or to assume a lack of commitment to job functions.

Sticky Floor Implies that women are prevented from any advancement beyond entry level positions.

Leaky Pipeline Refers to the way that women disappear from some careers over time (such as certain STEM fields). 

Leadership 

Labyrinth

Reflects the myriad obstacles, choice points, and on-ramps and off-ramps that women face 

throughout their careers.

(Owen, 2020)



Glass Ceiling vs Leadership Labyrinth
(Carli & Eagly, 2016) 

The glass ceiling metaphor :

• Implies that women cannot advance to the highest 
level of leadership and are confined to lower levels.

• Erroneously suggests the presence of an absolute 
barrier at high levels in organizations. 

• Mistakenly implies that women have equal access 
to entry-level and middle management positions. 

• Wrongly suggests that barriers to women are 
difficult to detect and unforeseen (glass).

• Implies that the status of women remains relatively 
unchanged over time until someone breaks 
through the ceiling creating an opening for anyone 
following after. 

• Ignores the complexity and variety of obstacles 
women face on their leadership journeys. 

• Fails to recognize the diverse strategies women 
devise to become leaders and ignores the idea that 
thoughtful problem-solving can facilitate women’s 
paths to leadership.

The leadership labyrinth:

• Allows for the varied challenges confronting 
women as they travel, often on indirect paths, in 
their leadership journey.

• Reflects obstacles, choice points, and on-ramps and 
off-ramps that women face throughout their 
careers.

• The image of a labyrinth provides a more subtle 
and complex metaphor. 

• The labyrinth does not focus on obstacles women 
face either very early or very late in their career,

• The labyrinth metaphor suggests that 
advancement is difficult, but not impossible. 



Women’s Non-Linear Career Paths: 
On-Ramps and Off-Ramps  

• Reports indicate that up to 43% of highly qualified women off-ramp or 
voluntarily leave their careers for a period of time (Hewlett & Luce, 2005; Light, 
2013). 

• These career interruptions may be due to pull factors, centered in family 
responsibilities such as childcare or elder care, or due to push factors resulting 
from the workplace. Push factors may include feeling underutilized or 
underappreciated, being underpaid or underpromoted, or the lack of a 
supportive climate for women. 

• Hewlett (2007) notes that 93% of highly qualified women who chose to off-
ramp and leave the workforce report that they want to return to their careers at 
some point. 

• The challenges of on-ramping after having been away from the workforce for an 
extended period can include:

• losses in earning power,
• may be perceived as less committed, 
• may no longer get the best assignments, 
• may struggle to catch up with processes or technology that may have shifted while they 

were away,
• crisis of confidence



The Myth of Having It All
• At midlife, between a third and a half of all successful career women in 

the United States do not have children. Of men with similar status, only 
19% are childless. (Hewlett, 2002)

• Reasons for childlessness in some female leaders:
• lack of equal status partners
• the time crunch of working long hours, travel 
• working the ‘second shift’, referring to women being the primary provider of 

domestic and household labor
• biological reasons as many career women consider their 20s and early 30s as 

essential time to establish a reputation and leadership profile in their careers. 
These years also happen to be prime childbearing years. 

• Research shows that 38% of women have deliberately chosen a position 
with fewer responsibilities and lower compensation to fulfill 
responsibilities at home, and 36% worked part-time for a period seeking
more flexibility.

• Many women do not have the option to not work. Many low wage 
positions do not come with any paid parental leave or even paid 
vacation days



Barriers to Advancement: Personal 

Are women getting in their own way and limiting their access to leadership? 

• Sheryl Sandberg’s 2013 book Lean In: Women, Work, and the Will to Lead is a 
manifesto of sorts about what women need to do to be more successful in 
male-dominated workplaces. As of 2018, the book has sold 4.2 million copies.

• Lean In ideology has been subject to numerous worthy critiques, the most 
compelling of which is that the book situates women’s lack of advancement in 
individual inadequacy rather than in structural and systemic barriers (Brooks, 
2014; Cobble, Gordon, & Henry, 2014; hooks, 2013; Oliver, 2018; Slaughter, 
2012). 

• The vast majority of American women do not have choices to ‘reduce 
commitments’ or ‘simplify their lives’ and still get by. Many women are worrying 
not about having it all, but rather about holding on to what they do have.

• Ignores key systemic workplace issues that hold women back….the pay gap, 
maternity and sick leave, healthcare, and professional development are 
organizational issues that cannot be solved with women just working harder and 
longer. 



Barriers to Advancement: 
Organizational 

• Persistence of unconscious bias against women where an 
assertive man may be labeled as strong, whereas a female 
counterpart might be branded as bossy.

• Women not feeling valued or that they fit within the 
organizational culture. 

• Out dated policies, practices, and perceptions 

• Presence of non-supportive women. This phenomenon, called the 
queen bee syndrome, refers to situations where women who 
have already achieved status or power in an organization may be 
less likely to sponsor or promote other women (Drexler, 2013). 

• A survey by the Workplace Bullying Institute (2010) found that 
female bullies directed their hostilities towards other women 80% 
of the time, while men were equal opportunity offenders. 



Strategies for Gender Equity: 
Personal 
From the American Association of University Women’s (AAUW) report on Barriers and Bias: The Status of 
Women and Leadership, 2016

• Become a student of leadership. There are thousands of academic and popular books, journals, and 
webinars for women seeking leadership roles in business, politics, education, and a host of other fields. 
We recommend that women immerse themselves in the leadership literature most relevant to their 
own career paths.

• Seek evidence-based leadership training. Focused, interactive training can be empowering when 
implemented well. For example, AAUW’s Elect Her program trains college women to run for office on 
campus and beyond. 

• Ask for more. Learn and practice negotiation skills to ensure that salaries and benefits start fair and 
stay fair. AAUW Start Smart and AAUW Work Smart salary negotiation workshops teach women 
effective techniques to negotiate their salary and benefits at different stages of their careers. 

• Find a sponsor or become one. Investing in the next generation of leaders takes time and effort. Be on 
the lookout for opportunities to learn from people in leadership positions, and as you advance in your 
field, make it your responsibility to invest in future leaders.

• Explore and address your biases. We all have implicit biases that are in conflict with our conscious 
beliefs. Find out about your biases and learn some practical tips for avoiding the mental shortcuts that 
can lead to unfounded judgments. 

• Understand stereotype threat. Simply knowing about stereotype threat can help diminish its effect on 
you. Role models can be helpful in countering stereotypes. Encouraging a growth mindset in yourself—
that is, the belief that your mind is always learning and growing—can serve as a defense against the 
notion of fixed capabilities, which is at the core of stereotype threat (Hoyt, Burnette, & Innella, 2012).



Strategies for Gender Equity: 
Personal (continued)
• Set leadership goals. When women don’t meet all the qualifications for a position, they are less 

likely than men to pursue it. Even if you don’t want to pursue leadership roles at this stage of 
your life, look ahead to opportunities that are on the horizon.

• Plan for potential career interruptions. Work-family balance can be difficult for anyone to 
achieve. Although women are still more likely than men to handle the housework and 
caregiving, men are increasingly taking on these roles. Taking time out of the workforce can be 
the right decision for both men and women.

• Seek out employers that promote women in leadership. Before you join a company, take a look 
around: Do you see women and people of color in leadership roles? Blazing a trail is a possibility, 
but it can be challenging.

• Look for volunteer opportunities that include leadership skill development. There are many 
types of leadership. Volunteer leaders have been involved in building schools, libraries, and 
hospitals; they have fought for civil rights and advocated for children and the poor. Volunteering 
can be a wonderful way to develop your leadership skills while helping to make a difference in 
the world.



Strategies for Gender Equity: 
Organizational  
The Center for Creative Leadership (2018) suggests six key strategies to help women “kick some glass” (2018). These include:

• Address the leadership challenges and needed competencies for women. In order to ensure that women leaders have 
the experiences and resources they need, CCL recommends organizations provide access to on-the-job learning, as well 
as coaching, mentoring, and other leadership workshops and programs. Developing internal talent can help businesses 
avoid high turnover costs and strengthen the leadership pipeline for women. 

• Leverage the power of choosing. As women work to navigate the leadership labyrinth, they need to be intentional about 
their careers and development as leaders. Female leaders in organizations should be encouraged to exert greater 
influence over the choices they make, take the lead in shaping conversations about their careers, and take greater 
ownership over their career choices.

• Create the right networks. Rather than submitting to queen bees and others who might seek to limit influence, 
organizations should establish a culture where all people are afforded access to the networks that open doors for them 
by providing sponsors and advocates who will challenge and support them. Developing meaningful relationships can be 
assets in getting access to information, earning promotions, and gaining opportunities which matters because “effective 
leaders rely on networks to influence others and to get results” (p.22).

• Rethink systems and challenge assumptions. Organizations must actively examine themselves to unearth ways that 
unconscious bias in the organization affects opportunities and motivation for women. Areas that might need to be 
rethought or retooled to be more equitable include scheduling practices, opportunities for networking and mentoring, 
social norms, and talent management processes.

• Attract and retain a diverse workforce. Implementing gender-neutral and inclusive hiring processes, parental leave 
policies, flexible work arrangements, and succession planning are essential to attract strong woman candidates. They 
stress the values that women, people of color, and individuals with differing abilities contribute to ensure diverse 
perspectives which can help propel a company forward.

• Consider a women-only leadership development experience. Organizations might consider offering female-only 
programs or initiatives where women can form relationships, share experiences, and offer ideas for future organizational 
possibilities. These spaces should be inclusive of women of all identities.



Strategies for Gender Equity: Policy 

• Strategies for Policy Makers to Close the Leadership Gap (Adapted from the American Association of University Women 
(AAUW) report on Barriers and Bias: The Status of Women and Leadership, 2016)

• Tackle persistent sex discrimination. The gender imbalance in leadership can only be solved by creating an equitable 
workplace. Enforcement agencies like the U.S. Equal Employment Opportunity Commission (EEOC) and the U.S. 
Department of Justice need adequate resources to enforce existing civil rights laws so that employers can get the 
technical assistance they need and employees can get meaningful access to the protections they deserve.

• Strengthen pay equity laws. Passage of the Paycheck Fairness Act would create incentives for employers to follow the 
law, empower women to negotiate for equal pay, and enforce the laws we already have. State and local policy makers 
can follow the lead of states like California and Massachusetts and strengthen their state’s equal pay provisions.

• Increase salary transparency. The federal government is helping to fight the pay gap by making sure federal contractors 
do not retaliate against employees who share salary information. In addition, the U.S. Department of Labor and the 
EEOC must finalize and implement new regulations to collect wage data by gender and race from employers. These data 
will provide better insight into the wage gap and discriminatory pay practices that hold women back across industries 
and occupations.

• Strengthen leave policies. Many U.S. workers do not have guaranteed paid annual leave, paid time off for illness or 
family care, or paid parental leave. Without these policies, caregiving responsibilities can hinder women’s career 
trajectories and leadership opportunities. The Family and Medical Insurance Leave Act would establish paid medical and 
parental leave for all workers, and the Healthy Families Act would allow workers to earn paid sick days to cover 
temporary and minor illnesses and caregiving. State and local policy makers can also pass laws that set these standards 
for all workers.

• Update laws to protect pregnant workers. Pregnancy should not prevent a woman from pursuing her career. The 
Pregnant Workers Fairness Act would require employers to make reasonable accommodations to protect the health of 
pregnant workers and ensure that they are not forced out of their jobs or denied leadership opportunities.

• Support educational programs for women seeking high-wage jobs. Jobs that have been traditionally held by men tend 
to be in high-wage, high-growth fields. Educational programs that provide bias-free counseling and promote gender 
equity can encourage effective workplace culture change.

• Fully enforce Title IX. Title IX prohibits sex discrimination in education, including discriminatory policies in admissions, 
recruitment, counseling, and athletics and in addressing the persistent sexual harassment and violence in our schools. 
These factors all limit women’s ability to complete their education and pursue leadership opportunities. The High School 
Data Transparency Act would help schools, parents, students, and community members ensure the promise of Title IX by 
making information about gender and sports in high schools publicly available.



Chapter Eight

Beware of Precarious Pedestals: 
De-Gendering Leadership



Chapter Objectives

After completing the activities contained within this lesson you should be able to:

• Define what is meant by the ‘precarious pedestal’ of women’s ways of leading and trouble the 
notion that women tend to lead in a more participatory or democratic styles, whereas men tend 
toward autocratic or directive styles.

• Examine findings from research about sex differences in leadership.

• Discuss the nature and sources of power, and related concepts such as 
influence, empowerment, and false empowerment.

• Explore concepts of code-switching, epistemic privilege, hierarchies of oppression, miasma 
conditions, reciprocal empowerment, stereotype threat, and tokenism.

• Apply concepts from the Culturally Relevant Leadership Learning model (Guthrie, Bertrand 
Jones, & Osteen, 2016).



Chapter Outline

• Traditional Leader Prototypes

• Are There Gender-Based Differences in Leadership?

• Women and Power

• The Great Women Theory of Leadership: The 
Problem with Positive Stereotypes and Precarious 
Pedestals

• Leadership and Intersectional Identities 

• De-Gendering Leadership

• The Culturally Relevant Leadership Learning Model 
(CRLL)



Traditional Leader Prototypes

• Each of us have a set of beliefs about what a prototypical leader 
might look like and what kinds of traits, values, and behaviors 
they might hold. 

• Leader prototypes are strongly related to gender, sex, race, and 
age and that “the leader prototype for most people is White, 
cisgender, male, and more youthful” (Dugan, 2017,p.76).

• When gender is addressed in leadership, it is usually considered 
from a binary or man/woman perspective leaving transgender 
and other gender non-conforming individuals completely out of 
the equation (Haber-Curran and Tillapaugh, 2018).

• As society shifted from a production to a knowledge economy, 
more hierarchical approaches to leadership have given way to 
more collaborative, relational, and shared approaches. These 
participatory or democratic approaches to leadership are often 
referred to as women’s ways of leading. 

• Associating industrial theories of leadership with men and post-
industrial theories with women is problematic



Are There 
Gender-
Based 
Differences 
in 
Leadership
?

Attribute Related to Leadership Summary of Scholarship (Adapted from Eagly & Carli, 2007)

Aggressiveness Studies show men exceed women in physical aggression expressed towards same-sex peers and in workplace 

aggression. Men are only slightly more verbally aggressive than women.

Dominance and Assertiveness Men score only slightly to moderately higher than women on measures of dominance and assertiveness. Men and 

women may express assertiveness differently in that men promote self-interest while women may express 

assertiveness through group-oriented behaviors. Men express more interest in social hierarchies and social 

domination than women. 

Neuroticism* Women generally score higher than men on neuroticism, defined as exhibiting poor emotional adjustments and 

negative emotions.

Extraversion* Mixed results. Women score higher on exhibiting warmth, positive emotions, and gregariousness, while men score 

higher on assertiveness and excitement seeking.

Openness to Experience* Mixed results. Women score higher on valuing esthetics, feelings, and actions, while men score higher on values, 

ideas, and fantasies.

Agreeableness* Women generally score higher than men on agreeableness, defined as exhibiting qualities of caring, trusting, 

compliance, and gentleness.

Conscientiousness* Mixed results. Women score higher on dutifulness, achievement striving, and order, while men score higher on 

self-discipline, deliberation, and competence.

Emotional Intelligence and Empathy Women generally score higher than men on emotional intelligence or the ability to “recognize and regulate 

emotions in ourselves and others” (p.2). Emotionally-intelligent leadership promotes a focus on three facets: 

consciousness of self, consciousness of others, and consciousness of contexts (Shankman, Allen, & Haber-Curran, 

2015).

Women also score higher on consciousness of others.

Risk-Taking Men generally score higher than women, though the difference has been shrinking over time.

Morality and Ethics Women generally score higher on moral orientation than men. This may be linked to women generally scoring 

higher on religiosity than men.



Women and Power

• Tillapaugh, Mitchell, & Soria (2017) encourage students to notice ways that conversations about 
power are gendered, where power might look natural on a man whereas a powerful woman 
might be seen as problematic or in need of special scrutiny or explanation.

• It is also important to distinguish power from authority. Some view authority as conferred 
power, or the formal right to make decisions that comes from holding a position or office. Often 
authority can be articulated and designated (e.g., setting the scope or limits of one’s authority) 
but people rarely talk about the limits of power.  So perhaps power is more personally held, 
while authority is formally ascribed.  

• Empowerment, the practice of sharing power and enabling others to exercise their own 
authority and influence, is frequently cited as a benefit of women in leadership. Kezar and 
Wheaton (2017) describe how empowerment involves processes of “breaking down hierarchical 
structures that contain power within only certain groups that hold positional authority through 
the creation of teams and the delegation of authority” (p. 21). 

• Empowerment is typically considered a good thing, but it also merits a critical analysis. Can 
power ever really be given away? What types of exploitation may be carried out under the 
guise of empowerment? 

• Like any ideology, power reflects the larger milieu in which it operates. When empowerment is 
reduced to a management buzzword, or a motivational poster on the wall is may actually be 
perpetuating powerlessness.

What do justice, equity, and empowerment look like in the organizations of which you are a 
member? 



The Problem with Positive 
Stereotypes and Precarious Pedestals

• Pittinsky, Bacon, and Welle’s (2007) ask ‘does a gendered perspective advance our 
understanding of leadership’? What are the unintended results of holding gendered 
notions of leadership? How might expectations shape behavior? 

• Four perils that occur when we elevate women’s ways of leading as unique.
• First, if women are said to lead in certain ways, those who do not exhibit these 

gendered characteristics may be excluded from leadership or be told that they 
should lead in more gender-congruent ways. 

• Second, though there is some evidence that women tend to lead in more 
participatory or democratic styles while men tend towards more autocratic or 
directive styles, most research on gender differences in leadership reveals little 
or very small differences across gender. A glaring limitation of these studies are 
that almost none invited participants to identify as gender fluid, leaving those 
voices out of the research entirely. 

• The third peril of placing women’s ways of leading on a pedestal addresses how 
people with different beliefs and expectations can view the same behavior 
differently. This can result in molding, where we start to describe our behavior 
and leadership in gendered terms, even when the data do not support the 
assertion. This process can reinforce stereotypes about gender and leadership. 

• Peril four describes how gendered views of leadership become a polarizing 
force, reinforcing dichotomous views and limiting options for all leaders.



Leadership and Intersectional 
Identities 
• Being the ‘first’ or ‘only’. This experience of breakthrough offers unique 

pressures. Women may worry about how their job performance many be 
extrapolated to all who come after them and feel an extra pressure to succeed. 
Women may be lauded for their achievements, while simultaneously 
experiencing an onslaught of micro-aggressions. 

• Burnout. Women in leadership, especially those with historically marginalized 
identities, are vulnerable to burnout. The isolation and constant challenges 
inherent in navigating traditional leadership environments can exact a large 
psychological and physical toll.

• Code-Switching. Refers to the practice of going back and forth between cultures 
of one’s identities and majority culture.

• Epistemic Privilege. The advantage that oppressed people may have in 
understanding how the world works. Moya (2001) offers as an example how 
some women of color have used their marginalization to create critiques of 
organizations, processes, and systems, as well as to foster creative approaches 
to leadership.



Leadership and Intersectional 
Identities 
• Hierarchies of oppression. Refers to the tendency to essentialize people 

to one salient identity rather than acknowledge their many 
intersectional identities, and to assess which of one’s marginalized 
identities is most subject to oppression. This oppression can also occur 
among people as they compare whose identities are more oppressed by 
society. 

• Miasma condition. Livers and Caver (2003) define miasma condition as 
referring to the wariness, defensiveness, and alertness required of those 
from underrepresented backgrounds in majority workplaces which taxes 
one’s energy, time, productivity, and creativity. 

• Reciprocal Empowerment. Sanchez-Hucles and Sanchez (2007) describe 
reciprocal empowerment as a leadership style of respect, reciprocity, 
equality, and personal authority that is characterized by concepts such 
as mutuality, compassion, collectivity, engagement, and consensus to 
enhance oneself and others.



Leadership and Intersectional 
Identities
• Stereotype Threat. The apprehension about confirming an 

unfavorable stereotype about a group to which you belong.

• Tokenism. The practice of making only a perfunctory or symbolic 
effort to be inclusive to members of minority groups, especially 
by recruiting a small number of people from underrepresented 
groups in order to give the appearance of racial or sexual equality 
within a workforce. The result of tokenism is often the 
appearance of diversity without actual inclusion.

• Triple Jeopardy. Women of color in leadership roles may 
experience triple jeopardy because of the many stereotypes 
associated with gender, race, and ethnicity that their multiple 
identities may trigger in others (Sanchez-Hucles & Sanchez, 
2007).



De-Gendering Leadership

• Equating leadership with masculinity is dangerous. We must trouble the notion 
that women tend to lead in a more participatory or democratic styles, whereas 
men tend toward autocratic or directive styles. 

• It is dangerous to put women’s leadership on a ‘precarious pedestal’ where it is 
seen as something district from other approaches to leadership. 

• This tendency for people to describe leadership in gendered ways has led to a 
call to de-gender leadership (Pittinsky, Bacon, & Welle, 2007; Katuna, B., 2019).

• Gendered approaches to leadership exclude those whose approaches to 
leadership do not match stereotypes. Gendered approaches also typically ignore 
transgender, non-binary, and intersex leaders. Gendered approaches may also 
lead to stereotype threat where women internalize negative beliefs about their 
capability for leadership (Hoyt & Murphy, 2016).

• Rather than de-gender leadership, some call for a critical re-gendering. Teig
states, “since our bodies show up with us in leadership spaces, we cannot 
disassociate them from our work”. She suggests that while we need to move 
away from stereotypical approaches to leadership, we also need to reexamine 
how our embodied selves shape how we lead and how that leadership is 
perceived.



The Culturally Relevant Leadership 
Learning Model (CRLL)

Adapted from: Guthrie, K. L., Bertrand Jones, T., & Osteen, 
L. (Eds.). (2016). Developing culturally relevant leadership 
learning. New Directions for Student Leadership, No. 152. 
San Francisco, CA: Jossey-Bass.



Chapter Nine

Reimagining Women and 
Leadership: Strategies, Allies and 

Critical Hope



Chapter Objectives

After completing the activities contained within this 
lesson you should be able to:

• Name and challenge sexist oppression inherent in many 
leadership positions, organizations, and systems

• Analyze the components of Harro’s Cycle of Liberation

• Develop meaningful allies

• Describe steps to avoid activist burnout

• Appreciate the value of critical hope to feminist 
leadership.



Chapter Outline

• Feminist Leadership Across Social Change 
Movements

• Leadership Levers for Social Change: A Taxonomy of 
Action

• The Cycle of Liberation

• Ally Development: You’ve Got to Have Friends

• Dealing With Non-Feminist Others

• Avoiding Activist Burnout

• Maintaining Critical Hope



Feminist Leadership Across Social 
Change Movements

• “racial, sexual, heterosexual, and class oppression” are, 
in fact, linked (Moraga, & Anzaldúa, 2015; Collins, 1990)

• By definition, feminist leadership should be both anti-
sexist and anti-racist

• Strategies for change (Dugan, 2017) include: 
• engaging in critical self-reflection, 

• using social and cultural capital to disrupt dominant 
narratives, 

• moving through critique to reconstruction and being 
proactive, and 

• teaching others how to engage in social change



Leadership Levers for Social Change: 
A Taxonomy of Action



The Cycle of Liberation (Harro, 2000)



Ally Development: You’ve Got to Have 
Friends
It is important to consider the role of men and people 
who are gender-nonconforming in feminism and 
liberation work.

Edwards’ (2006) model describes three kinds of allies for 
social justice:
• Allies centered in self-interest generally feel motivated 

by a connection to one person, rather than to a group 
or issue, and make seek to protect that individual.

• Altruistic allies may be guilt motivated in their allyship 
as their awareness of unearned privilege grows. 

• Allies for social justice feel connected to a larger issues, 
such as sexism, rather than to an individual, and 
understand their own role in perpetuating oppression. 



Dealing With Non-Feminist Others

• Other than avoidance, what are some strategies for dealing 
with non-feminist others in your life?

• Talk to them. It is important not to meet resistance with 
resistance. Consider inviting resistors into dialogue.

• Set boundaries. If dialogue gets you nowhere yet you have 
to or want to stay in relations with a resistor, consider 
setting your own boundaries.

• Know your limits and use your support system. Know your 
boundaries for when conversations move into name-calling, 
blatant sexism, or resorting to violent words or actions to 
resolve differences. As difficult as it sounds, there may come 
a point when you can no longer engage with toxic people.



Avoiding Activist Burnout

• Because people’s passion and identities are often so 
connected to their activism work, they are especially 
susceptible to burnout or a loss of energy and interest in 
activist activities.

• Symptoms of activist burnout include: the deterioration of 
psychological and emotional well-being; the deterioration of 
physical well-being, and feelings of disillusionment and 
hopelessness. The symptoms often lead to people 
withdrawing from activist organizations and commitments. 

• How to address burnout? 
• Challenge the culture of martyrdom among activists. 
• Center self-care practices as a key component of activism.
• Prioritizing physical and mental health is essential if activist 

movements, such as seeking gender equity, are to be sustained.



Maintaining Critical Hope

Learning to sustain hope in the face of struggle is perhaps one of 
the most essential skills of leadership. 

Preskill and Brookfield (2009) explain why:
Hope will not make change happen, but without hope change is 
impossible. Without a sense that ordinary people working together are 
potentially limitless, the journey towards justice cannot even begin…hope 
is not a sufficient condition to bring about humane, positive change, but it 
is a necessary precondition for doing so. Leaders learn hope and, in turn, 
learn to bring hopefulness to others creates a climate of possibility, an 

atmosphere that anything can happen. (pp. 175- 176) 

Love (2013) put forward the idea of a liberatory consciousness. A 
liberatory consciousness enables people to maintain an awareness 
of the dynamics of oppression without giving in to despair and 
hopelessness.



A Call to Action

It is not enough to simply become familiar with the 
theories and terminology in this text. I invite you to 
move from inquiry, or learning about a topic, to 
action, or taking steps to create more equitable and 
just spaces around you. This is the journey towards 
liberation. We can wait for others to call out injustice 
wherever they see it, or to advocate for more gender 
inclusive leadership and organizations, or we can roll 
up our sleeves and get to work. After all, we are the 
leaders we’ve been waiting for.   - J. Owen, 2020
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