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Abstract: Although there are multiple efforts to increase gender equality in the forest sector, women
are still underrepresented in the forest sector workforce, even more so in top leadership of forest
sector companies. This underrepresentation is also found in higher education, and many forestry
undergraduate programs still struggle to matriculate and graduate women. A way to attract and
retain women is through mentoring and networking. Utilizing interviews, we found that it is
quite challenging to find a woman mentor/role model in the forest sector because women are still
underrepresented. To find a good mentor, young women are encouraged to be proactive in utilizing
different channels, both formal and informal. When it comes to gender, our respondents emphasize
the different benefits of having a woman vs. man as a mentor. In a men-dominated field such as
the forest sector, women mentors enhance social belonging, confidence, and motivation in relatively
alienating environments due to “been there-done that” experiences. Same-gender role models might
also protect women from negative stereotypes and show how women can advance despite existing
gendered barriers.

Keywords: gender diversity; gender equality; leadership diversity; diversity in higher education;
women leaders; college leadership; college women leaders

1. Introduction

The forest sector, covering companies involved in the production and utilization
of wood and wood fiber as a raw material, holds significant economic importance in
North America and Nordic nations like Finland and Sweden. As an illustration, the U.S.
forest industry employs around 925,000 persons with a manufacturing output exceeding
$300 billion [1]. However, the U.S. forest sector has not attracted an adequate number of
young individuals who are interested in pursuing a career in the industry, resulting in a
workforce that is rapidly aging [2]. The U.S. workforce analysis also shows low diversity
with respect to gender, race, and ethnicity [2].

With respect to gender diversity, the forest sector has been long perceived as a men-
dominated field. The industry, especially in traditional forestry such as logging, has still
been associated with a macho-masculinity workplace culture [3]. The masculine image of
heavy manual forestry work and physical strength has led to a belief that men are more
informed about forests, making it difficult for women to relate with the sector [4].

The issue of underrepresentation is particularly evident in higher education, where
numerous forestry undergraduate programs in the U.S. face challenges in enrolling and
graduating women [5]. A web content analysis of forestry school landing webpages in
the United States finds that women are rarely portrayed [6]. Women are often depicted
in a passive role, such posing on campus, rather than in an active role, like measuring a
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tree. Potential students are also less likely to encounter a diverse faculty presence on the
internet. This may contribute to the perception that women are less fit for careers in the
forest sector [6]. The concept of perceived fit refers to a direct evaluation of compatibility,
specifically determining how well an individual integrates into an organization [7]. This
concept is founded on the premise that individuals’ cognitive evaluations and responses to
particular situations are determined by their perceptions of reality.

Looking at history of American forestry schools, the original curriculum prioritized
forest management for production over conservation, focusing on exploitative forestry
practices with low regeneration priorities [8]. However, due to societal needs, globalization,
and digitalization, forestry programs in higher education are undergoing major evolution.
The education system is anticipated to incorporate ecological, economic, and social aspects
of forestry more comprehensively [9]. Forest instructors have emphasized the significance
of personal skills required to properly interact with individuals [10]. They argue that profes-
sional foresters should possess problem-solving skills and leadership qualities, suggesting
that forest-related education should foster continuous learning [11].

The discipline has developed from traditional timber production to incorporate so-
cial science and related natural resource programs (e.g., fisheries and wildlife), and is
associated with an increase of women student enrollment [5]. More job roles that do not
need physical strength have opened in the forest sector. These jobs include Geographical
Information System (GIS) analyst and outreach and communications specialist. In addition,
due to technological advancement, manual work, such as logging, can be performed by
operating machines.

The gender balance in the forest sector may be shifting because of the increased focus
on environmental issues or the implementation of multipurpose forest management [12].
Nevertheless, while it is found that more women are studying in U.S. forest related pro-
grams in higher education compared to the past, this increase may not be reflected in the
actual workforce [2,13]. Women are found to still have restricted opportunities and constant
challenges [14]. This is especially true when it comes to women holding top leadership
positions in the North American forest sector companies [15,16].

Realizing the gaps in the U.S. forest workforce, the Forest and Wood Products Inclu-
sion Council is formed in 2022 to address the issues of diversity, equity, and inclusion in the
sector [17]. The Council includes representatives from public, private, not-for-profit, aca-
demic, and Indigenous organizations in the forest sector [17]. Led by the U.S. Endowment
for Forestry and Communities, the group of leaders will work collaboratively to formulate
a National Action Plan with the objective of establishing a more diverse and inclusive
workplace culture in the U.S. forest and wood products sector [17].

In 2018, the Canadian government announced a National Action Plan aimed at fos-
tering gender equity within the forest sector [18]. The government asserts that increasing
the participation of young women in the forest sector will enhance Canada’s economic
competitiveness in the global market, as it recognizes the value of gender diversity in
this regard [18]. An investment of nearly half a million Canadian dollars was made in
a three-year project with the objective of eliminating obstacles that hinder or discourage
women from pursuing professions in the forest industry [19]. The specific challenges that
need to be addressed are disparities in wages, limited availability of childcare services,
unequal opportunities for training and employment in certain fields, limited chances for
advancement into management positions, and general misconceptions about the forest
industry [19]. Gender disparity in the forest workforce was also a significant concern
in Sweden as early as thirty years ago [20]. In 2011, the Swedish Government initiated
a gender equality policy in the forest sector, titled “Competitiveness Requires Gender
Equality” [20].

Increasing representation of women in the workforce is seen as an effective strategy
to attract more young women to the forest industry [16]. However, this approach faces
a “circular” dilemma, where the solution is hindered by an inherent situation inside the
problem itself [13]. Promoting and enabling women to remain in the industry could create



Trends High. Educ. 2024, 3 171

a ripple effect, enticing more women to join. However, having more women in the sector
is seen as a “circular problem” since in order to attract women, there must already be a
significant number of women present in that field. Hence, efforts to increase the number
of women in the sector should be accompanied with measures to retain women who are
already studying and/or working in the field. A way to support the retention is through
mentoring and networking [12,21].

This study aims to investigate how mentoring and networking influence women
leaders in universities that provide forestry programs (here we refer to as “forestry schools”).
We chose to focus on higher education institutions due to their role providing an educated
workforce and future leaders/managers. We believe that with a better understanding of
how to support women in the forest sector, this study can contribute to the implementation
of gender equality initiatives. Because certain gender-related mechanisms can transcend any
sector and reflect societal issues, the results of this study can also be extended beyond the
forest sector. While the societal issues might be particularly visible in the forestry disciplines,
we believe that the results can be applied not only to men dominated academic disciplines
that are usually the most mathematically intensive, such as engineering, computer science,
and physical sciences; but also to women dominated academic fields such as psychology,
life science, and social science [22].

In this article, we use “man/men” and “woman/women” instead of “male” and
“female” (except the direct quotes from respondents) for supporting gender-inclusive
language with a purpose to not discriminate against a particular sex, social gender or
gender identity, and to avoid perpetuating gender stereotypes. In the remainder of the
paper, we first provide a theoretical background, followed by a description of the methods
employed in the study, results and a discussion and conclusion. We conclude with study
limitations and potential paths forward.

2. Theoretical Background
2.1. Influence

Interest in influence arises from its recognition as the primary intervening factor in
decision-making process, commonly found in politics [23]. Influence is analogous to force
in the study of motion, providing a fundamental explanation for observed occurrences in
decision making. Generally, any statement of influence can be equally expressed in terms
of causality [23]. However, not all statements of causality can be treated as statements of
influence. Since the theory defines influence as that which induces a change, the problem
of specifying that state in meaningful terms becomes of the utmost importance.

In this study, we are interested to investigate how mentoring and networking influence
how the social bond is formed and developed over time. Our objective is inspired by
developmental network research, in which literature could pay more attention to the
broader context of mentoring and networking, for example [24]. We focus on the influences
of particular individual attributes and characteristics such as the specific constellation of
gender: women as leaders in a men-dominated sector.

2.2. Mentoring

As a form of developmental relationship, mentoring is often linked to favorable work-
related consequences, including psychological and material advantages [25]. Protégés, in
comparison to individuals who do not have mentors, exhibit higher levels of career satis-
faction, possess stronger beliefs in their career advancement, and have greater commitment
to their careers [25,26]. Within this relationship, a mentor has been recognized as fulfilling
three distinct roles [27,28]. The initial role entails providing support that is directly relevant
to one’s profession or career, such as sponsorship, opportunities for exposure, increased
visibility, coaching, and protection. Career mentoring offers protégés the chance to enhance
their job-related abilities by doing demanding tasks assigned by their mentors. The second
form of support is psychological, which pertains to the interpersonal parts of a relation-
ship. This includes elements such as acceptance, confirmation, coaching, counseling, and
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friendship. Mentors provide psychosocial mentoring to assist their protégés in managing
job-related anxiety. The third purpose entails exemplifying suitable attitudes, values, and
behaviors as a form of role modeling.

Mentoring is considered a crucial tool for dismantling the enduring glass ceiling
phenomenon, as it facilitates the advancement of more women into high-level leadership
and management roles [29]. This is achieved by effectively overcoming career barriers,
comprehending organizational politics, and gaining access to valuable information and
resources [30,31]. Women have faced difficulties in obtaining informal mentoring, which
is crucial for their advancement [31]). This is likely because of homosocial practices,
which involve a preference for same-gender relationships [32]. Due to this trend, informal
mentoring may be less available for women. Women may have limited access to venues
commonly visited by possible men mentors, such as golf courses, fishing spots, hunting
grounds, and saunas [16,31].

Acknowledging the limitations, many organizations have initiated structured mentor-
ing initiatives to facilitate the professional growth of their women members and to address
the obstacles imposed by gender biases [33]. Nevertheless, a significant number of these
initiatives is criticized for providing a narrow approach to “fix” women rather than to
challenge the underlying gendered structures that persistently marginalize and exclude
women [34,35].

2.3. Networking

In addition to mentoring, networking can enhance gender equality initiatives [12,36].
Networking is a crucial element for personal career advancement and achievement [37]. It
offers benefits such as sharing information, gaining implicit knowledge, forming partner-
ships, fostering collaboration, increasing visibility, and receiving support [37]. Individuals
who demonstrate exceptional networking skills typically achieve high levels of success
within their respective enterprises [37]. Nevertheless, the notion of organizational networks
is frequently linked to the exclusionary practices of old boys’ clubs or old boy networks [38],
which effectively marginalize women and restrict their opportunities [39]. Consequently,
it is necessary to establish a network that is inspired by women, in order to specifically
address the experiences of women, with the goal of enhancing their sense of belonging and
involvement [12,21].

A case study of the University of Maine’s Supporting Women in Forestry Today
(SWIFT) gives an example of an adaptive and evidence-based approach to building and
retaining gender diversity within a forestry program in higher education [21]. The group
is established based on the educators’ concern of decreases in women’s undergraduate
enrollment and difficulties in retaining women from education to employment in forestry.
SWIFT aims to empower and promote women in forestry by implementing strategies to
address and overcome obstacles such as gender discrimination and lack of representation
in a men-dominated field. It also seeks to create a more inclusive community through en-
hanced networking opportunities for women and educational initiatives for allies. Beyond
this example, the literature provides little additional insight regarding these issues.

3. Methods

Our respondents are college leaders in the top four global forestry schools based on the
Center for World University Rankings: The Swedish University for Agricultural Sciences,
Oregon State University, University of British Columbia, and University of Helsinki [40].
We divide college leaders into two groups: (1) administrative leaders such as the dean,
vice dean, and department head, and (2) student leaders of student led organizations such
as president, vice president, secretary, and treasurer. Respondents were identified from
public domain college websites and social media platforms (e.g., Facebook Pages). We
contacted potential respondents through email, in which they were asked to participate if
they identified as a woman and a leader and if they were able to be interviewed in English.
Those who volunteered to participate were sent a document explaining informed consent.
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Semi-structured interviews were utilized to gain a comprehensive understanding of
complex experiences, enriched by contextualization [41]. Before finalizing the interview
protocol, we conducted two pretests, one with a group of forest sector-related social science
researchers, and one with four women who are ex-student organization leaders in the
targeted universities.

All potential respondents whom we contacted agreed to be interviewed. In total, we
obtained 52 respondents (11 administrative leaders and 41 student leaders). Interviews
were conducted in English and at the end of the interview, participants were assigned
a random number. For privacy purposes, we do not differentiate regions (e.g., North
America vs. Nordic), but only differentiate the hierarchy: administrative leaders (1–11 A)
and student leaders (1–41 S).

All interviews were then verbatim transcribed and, utilizing NVivo 12 software, were
thematically analyzed. Coded analysis was conducted in two cycles [42]. The first coding
cycle focused on two themes (“mentorship” and “networks”) based on our interview
protocol. In this stage, we found “role model” as a third theme which was not explicitly
addressed by the protocol questions but emerged organically during interviews. Therefore,
we conducted the second coding cycle for analyzing interview results under three themes:
Mentorship, Role Model, and Networks.

4. Results

Thirty-three leaders had a mentor, ten gave an ambiguous answer indicating that they
do have a mentor, but they may not readily identify them as such, four gave an ambiguous
answer suggesting that they are not sure, and only five lacked mentors. The leaders who did
not have mentors explained some type of guidance relationship that they have experienced
in the past and/or in a very specific context. Examples included a mentor program that
one participated in while volunteering, and another explained her relationship with an
advisor which she described as similar to mentorship, but only specifically in a task she
had to complete to earn her degree.

4.1. Mentorship

In this study, student leaders defined a mentor as a person whom they can lean on
and is actively involved with what they are doing on a regular basis. An administrator
leader considered mentorship as something that is personal and individual, as she needed
to find someone whom she felt confident to talk to. Another administrator leader defined a
mentor as someone who helped her to do and/or understand something better. Therefore,
in her opinion, mentors are not necessarily associated with someone who is older or in a
better position than her. A respondent described the difficulty of finding one person who
has sufficient qualities to be a “fully integrated mentor” (1 A) as every individual has their
own strengths and weaknesses.

Although there are similar opinions about mentorship, some respondents associated
mentors with role models. An administrator leader mentioned “coach” (6 A) as a term
to replace mentor, referring to senior women who help her in a variety of situations.
Another administrator leader in the same university explained that her institution provided
access to professional coaches, which was helpful for improving her time management and
decision-making skills.

Most student leaders who claimed to have a mentor indicated that there is more than
one person with which they have a mentor relationship. Student respondents identified
family members such as parents (particularly mother), friends, or colleagues as mentors
along with academic advisors, thesis advisors, and professors. A North American under-
graduate leader, who was a student worker, considered her boss as her mentor. She also
implicitly looked up to her mentor as her role model. A few other respondents, both student
and administrator leaders, considered their colleagues as their peer mentors. Interestingly,
an administrator leader referred to her book group members as her mentors, benefitting
her on diverse perspectives.
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To the participants in this study, mentoring included many types of relationships,
falling into two general categories: formal and informal. Formal mentors are described
using the terms professional, academic, and industry. Some formal mentorships were
endorsed by respondents’ affiliated organizations such as their university or a professional
society. Informal mentors were described as personal mentors, such as friends and family.

When it comes to criteria to be a mentor, student leaders wished for a woman who
was a hard worker, doing extraordinary things, or “a powerhouse” (27 S). Another student
respondent testifies that having women mentors would be really encouraging and would
help her stay in a forestry career. Similarly, since there were no women mentors available
in her initial institution, an administrator leader felt isolated and decided to leave for
another university.

Reasons for looking to one gender rather than the other for mentorship involved
contextual differences in lived experiences for some participants. An example was a student
leader who was specifically looking for woman professors as her advisors/academic
mentors since she thinks that she “would work better with women” (39 S) than men. An
administrator leader stated that she trusts her women mentors more than her men mentors
because she can ask questions “from the standpoint of [expecting] more holistic answers”
(2 A). Another administrator leader said that she had a man professional mentor when she
was a PhD student, but it did not work well because “he could not understand what [she]
was doing and [vice versa]” (4 A). Women mentors “probably understand better because
they have experienced it themselves” (6 A), and are, therefore, able to discuss career issues
as well as family issues such as marriage and having kids. A student leader who happens
to have both men and women mentors, related differences in relationships that they have.

“I would say with the female mentor, we talk much more about kind of things she has
encountered as a female in a leadership role within the forest products industry, what she
did to mitigate that, and what she did to be perceived as a leader. While [with] males, I gain
a lot of differing skills. I would say that both are actually really useful because we’re trying
to gap this difference between males and females in leadership. I would say it really is
important to have a female mentor in leadership, but I would say it’s also really important
to get those differing views and differing opinions of a male.” (30 S).

Student leaders expressed concern regarding a lack of women professors in col-
leges/faculties of forestry making it difficult for them to find a woman academic mentor.
The difficulties also happened when these women student leaders tried to find women
mentors in the workplace. Two administrator leaders also stressed these difficulties when
they were students decades ago. Therefore, one of those two leaders choose to be a mentor
and act as a role model to young women.

4.2. Role Models

A particular note is that a few student leaders and an administrator leader used
“mentor” and “role model” synonymously. The criteria to be a role model are similar as a
mentor as the persons are usually older (senior), have a good career, or hold a high position
in leadership.

“I have a mentor who was a graduate of the program like six or seven years ago, and
she works [in] the Department now. And she’s just kind of a kick ass scientist. She has her
PhD. She’s also a registered professional engineer. So, she’s accomplished a lot at a pretty
young age. But she’s also a great listener, really eager to help as many people as she can.
And she also has two kids under the age of four. So, I think she’s definitely a role model for
me. And she’s definitely helped me out with my research showing that in that sense, she’s
a mentor.” (24 S).

Having a role model helps a student leader to be more confident, especially as a young
woman in a men-dominated field. Another respondent said that having a role model gave
her an idea of a career path in forestry that she wants to take by seeing representation of a
woman like her. It also helped her to fight imposter syndrome and feel like she can meet
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the expectations that people have for professionals in this field. It also increased comfort
with balancing personal and professional life.

A student leader considered that it would be good to have women role models already
before the university. This is particularly important since there is a lack of women role
models in the forest sector, due to its perception as “a male profession” (37 S). Therefore, a
respondent mentioned that she intentionally sought women role models and kept them in
her circle.

“It’s tricky because there are not that many [female professors]. There are more male
professors, so you have to be very picky. But if you pay attention, you can find them. They
will not come to you. If you do that, then you will only have male role models. So, you
have to go seek out for other female role models, not only your niche, you have to go out
like you have to, you know, with the internet or whatever. You have to do the homework.”
(9 S).

4.3. Networks

A student leader mentioned that women’s networks are beneficial since there is a
strong culture of old boy network in forestry. For this old boy network, having women
involved “sort of upsets the apple cart” (6 S). Another student respondent mentioned that
it is important to have women networks in forestry as she has an impression that a lot
of women in forestry actually feel that they do not have enough knowledge compared to
their men colleagues. A network is considered a support system for some student leaders.
Similarly, a senior administrator respondent considered her network as a support to move
forward as there are times when she has imposter syndrome. Having a network also helps
an administrator leader to go through hard times when she received criticism.

Being in a network gives a student respondent a sense of belonging due to similar
experiences among network members including “[a] potential of being discriminated”
(21 S). A student leader mentions it is very important to have an all women network in her
career and study and therefore, intentionally formed an all women graduate committee.

“I did not want a man on my committee because I just wanted to be empowered by
badass women researchers.” (41 S).

An administrator leader who did not have a forestry background mentions her women
in forestry network as a form of informal mentorship. In the network, she feels a “kinship“
(1 A) with its members based on similar world perspectives. An international student
appreciated her network as “an emotional net” (9 S) for helping her to successfully adapt
to a new culture and navigate her academic life.

A Nordic student leader mentioned a women’s network initiated as a Facebook Group.
It’s a convenient way to reach people when she has a question. The network was inspired
by the “Me Too” campaign and formed for student and professional women who are
working or will work within the forest industry.

A postgraduate student leader in a Nordic country mentioned that since there are not
many women in her department, they maintained a close relationship. Another respondent
felt more comfortable with a small group as her inner circle. She thinks that in a large
group, there will be someone who takes over more conversation.

“Because there’s only like four of us in the [whole] department who are girls, we’ve
become really close. That has been a really big benefit, kind of a silver lining of having not
a lot of girls, just because you are kind of forced to become friends.” (32 S).

Some leaders found that it is difficult to separate between personal and professional
networks. Interestingly, another student leader mentioned that for her, a women’s network
is only beneficial for her personal development, not professional, because forestry is not
women driven. This statement was in contrast with an administrator leader’s statement
where she only has a network in her professional life as she felt that she does not have
much other life outside academia.
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5. Discussion and Conclusions

Although most of our respondents agreed that mentorship and networking are impor-
tant to address gender inequality and influence their developmental relationship, it was
quite challenging to find a woman mentor/role model in the forest sector because women
are underrepresented. Most respondents were involved in informal mentoring, not in
structured mentoring program types. To find a good mentor, young women are encouraged
to be proactive in utilizing different channels, both formal and informal. For example, a
student leader found a mentor/role model through a conference where she approached one
of the speakers whom she admired and followed up with more personal communication.

With respondents’ different leadership experiences and generational differences, it
is natural to have a variety of perspectives on the effects of mentoring and networking.
Student leaders generally stressed the need for having a mentor, both in personal and
professional life. Administrator leaders, due to their multiple decades of life experience,
felt that they have passed the stage of looking for a mentor and even position themselves
as a mentor. However, half of our administrator leaders emphasized the importance
of having a specific mentor in their leadership journey, particularly for providing career
development, advice, guidance, and support. A commonality between the groups is relying
on mentoring/networking to fight their imposter syndrome. The term is introduced in a
psychological study of high achieving women [43]. This study found that, despite their
outstanding accomplishments, the respondents persistently doubt their skills, resulting in
a fear that they can be exposed as fraud.

When it comes to gender, our respondents emphasized the benefits of having women
as their mentors. Referring to the theoretical background, in a men-dominated field such
as the forest sector, women mentors provide psychosocial mentoring, enhancing social
belonging, confidence, and motivation in relatively alienating environments due to “been
there-done that” experiences [44,45]. Same-gender role models might also protect women
from negative stereotypes and show how women can advance despite existing gendered
barriers, which in turn, enhance women’s intentions to retain and pursue careers in the
forest sector. For example, having a woman mentor is particularly important for young
women who plan to balance their career with motherhood/starting a family, e.g., [46].

In terms of networking, previous studies show that most women’s groups in forestry
come from a grass roots movement, based on a concern over being underrepresented
in the sector [12,21,36]. The goal of networking is varied from providing a safe space
where women can feel comfortable asking basic questions without worrying about being
perceived as “dumb” and sharing gender related experiences to strengthening the visibility
of women in a men-dominated sector.

In a wider context than forestry, women’s networks are said counter homosociality and
tokenism. The term “homosocial” refers to the preference for forming relationships with
individuals of the same sex [32]. This term should be differentiated from “homosexual”,
which denotes sexual attraction between individuals of the same sex. For example, homoso-
ciality means that men prefer engaging with other men in activities like networking due
to a practical acknowledgment that men own significant resources and occupy influential
positions in social institutions.

The term “token” refers to minority representatives of their gender in organizations
who are frequently seen as symbols rather than individuals [47]. Gender studies indicates
that while token men may seem to get advantages from being in a token position, token
women have contrasting experiences. Prominent women representatives feel compelled
to demonstrate their professional value in comparison to their men counterparts. Token
women often face isolation, stereotyping, and obstacles in advancing in the management
hierarchy when they join an organization. These adverse results are supported by research
conducted in several organizational environments, including men-dominated policing [48]
and construction [49].

However, while women’s networks are advantageous for influencing the enhancement
of women’s prominence, there is an argument that single-gender organizations could
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potentially disrupt societal norms. When women collectively engage in actions, they may
inadvertently reinforce the gender distinctions they are striving to break free from [20].
The members of women-only networks can be considered outsiders in men-dominated
environments because they may be perceived as primarily advocating for women’s issues.
Hence, opening the women’s network to other genders could be a beneficial tactic. However,
it could also result in diluting the original objective of establishing a women’s network.

6. Study Limitations and Future Pathways

We recognize a few potential limitations of this study. For example, student leaders
were a mix of undergraduate and graduate students and may have different concerns
and job trajectories. Another limitation is related to varied respondent experiences and
knowledge, from having work experience for decades to students who are just recently
enrolled. This different exposure and career stages create different perspectives between
current and past experiences, and may impact their responses.

Future research can be directed to explore mentor relationships in different settings
such as informal vs. structured mentoring program, in group vs. out group, peer mentor
vs. senior mentor, or education vs. workplace. It is also beneficial to explore mentorship
benefits for minority/underrepresented groups in the forest sector (e.g., First Nations,
Asian American, African American, and Latinx students in the North American settings),
and whether our findings would generalize to these groups.

Author Contributions: Conceptualization, P.L.; methodology, P.L. and T.B.; software, P.L.; validation,
P.L., T.B. and E.H.; formal analysis, P.L. and T.B.; investigation, P.L.; resources, P.L.; data curation,
P.L. and T.B.; writing—original draft preparation, P.L.; writing—review and editing, P.L. and E.H.;
visualization, P.L.; supervision, E.H.; project administration, P.L.; funding acquisition, P.L. All authors
have read and agreed to the published version of the manuscript.

Funding: This research received no external funding.

Institutional Review Board Statement: The study was conducted in accordance with the Declaration
of Helsinki and approved by the Institutional Review Board of Oregon State University (study
number IRB-2019-0022 and date of approval 15 March 2019).

Informed Consent Statement: Informed consent was obtained from all subjects involved in the study.

Data Availability Statement: Data is unavailable due to privacy or ethical restrictions.

Acknowledgments: The authors thank the anonymous reviewers for their helpful comments.

Conflicts of Interest: The authors declare no conflicts of interest.

References
1. American Forest & Paper Association Economic Impact. Available online: https://www.afandpa.org/advocacy/economic-

impact (accessed on 1 January 2024).
2. Korhonen, J.; Panwar, R.; Henderson, J.; Fernholz, K.; Leggett, Z.; Mayer, E.; Bhuta, A. Gaps in Diversity Representation and Data

Insufficiencies in the U.S. Forest Sector Workforce Analysis. Trees For. People 2024, 15, 100486. [CrossRef]
3. Johansson, M.; Ringblom, L. The Business Case of Gender Equality in Swedish Forestry and Mining—Restricting or Enabling

Organizational Change. Gend. Work Organ. 2017, 24, 628–642. [CrossRef]
4. Lidestav, G.; Sjölander, A.E. Gender and forestry: A critical discourse analysis of forestry professions in Sweden. Scand. J. For. Res.

2007, 22, 351–362. [CrossRef]
5. Sharik, T.L.; Lilieholm, R.J.; Lindquist, W.; Richardson, W.W. Undergraduate enrollment in natural resource programs in the

United States: Trends, drivers, and implications for the future of natural resource professions. J. For. 2015, 113, 538–551. [CrossRef]
6. Bal, T.L.; Sharik, T.L. Web Content Analysis of University Forestry and Related Natural Resources Landing Webpages in the

United States in Relation to Student and Faculty Diversity. J. For. 2019, 117, 379–397. [CrossRef]
7. Kristof, A.L. Person-Organization Fit: An Integrative Review of Its Conceptualizations, Measurement, And Implications. Pers.

Psychol. 1996, 49, 1–49. [CrossRef]
8. Miller, C.; Lewis, J.G. A contested past: Forestry education in the United States, 1898–1998. J. For. 1999, 97, 38–43.
9. Kanowski, P.J. Internationalizing forestry education. J. For. 2015, 113, 574. [CrossRef]
10. Bullard, S.H. Forestry curricula for the 21st Century-maintaining rigor, communicating relevance, building relationships. J. For.

2015, 113, 552. [CrossRef]

https://www.afandpa.org/advocacy/economic-impact
https://www.afandpa.org/advocacy/economic-impact
https://doi.org/10.1016/j.tfp.2023.100486
https://doi.org/10.1111/gwao.12187
https://doi.org/10.1080/02827580701504928
https://doi.org/10.5849/jof.14-146
https://doi.org/10.1093/jofore/fvz024
https://doi.org/10.1111/j.1744-6570.1996.tb01790.x
https://doi.org/10.5849/jof.15-024
https://doi.org/10.5849/jof.15-021


Trends High. Educ. 2024, 3 178

11. Bentley, W.R. Professional forestry education in New York: An old lesson, a new model. J. For. 1999, 97, 29–32.
12. Larasatie, P.; Karisch-Gierer, D.; Ludvig, A. Women’s Woodland Owner Network: A Comparative Case Study of Oregon (The

United States) and Austria. Land 2022, 11, 1653. [CrossRef]
13. Larasatie, P.; Barnett, T.; Hansen, E. The “Catch-22” of Representation of Women in the Forest Sector: The Perspective of Student

Leaders in Top Global Forestry Universities. Forests 2020, 11, 419. [CrossRef]
14. Larasatie, P.; Ulifah, C.N. Mother Leads with Her Heart: A Case Study of Women Worker Leaders in the Men-Dominated Forestry

Sector. Merits 2023, 3, 432–444. [CrossRef]
15. Hansen, E.; Conroy, K.; Toppinen, A.; Bull, L.; Kutnar, A.; Panwar, R. Does gender diversity in forest sector companies matter?

Can. J. For. Res. 2016, 46, 1255–1263. [CrossRef]
16. Larasatie, P.; Baublyte, G.; Conroy, K.; Hansen, E.; Toppinen, A. “From nude calendars to tractor calendars”: The perspectives

of female executives on gender aspects in the North American and Nordic forest industries. Can. J. For. Res. 2019, 49, 915–924.
[CrossRef]

17. Walters, B.U.S. Endowment for Forestry and Communities Announces Membership of the Forest and Wood Products Inclusion Council; U.S.
Endowment for Forestry & Communities, Inc.: Greenville, SC, USA, 2022; Available online: https://www.usendowment.org/u-s-
endowment-for-forestry-and-communities-announces-membership-of-the-forest-and-wood-products-inclusion-council/ (ac-
cessed on 1 January 2024).

18. Collins, D. Canadian Institute of Forestry Announces an Initiative to Promote Gender Equity in Canada’s Forest Sector|Forestry; Canadian
Institute of Forestry: West Mattawa, ON, Canada, 2018; Available online: https://www.cif-ifc.org/canadian-institute-of-forestry-
announces-an-initiative-to-promote-gender-equity-in-canadas-forest-sector/ (accessed on 1 January 2024).

19. P&PC Staff. Canada Invests $467K for Gender Equality in Forestry; P&PC Staff: Toronto, ON, Canada, 2018; Available online: https:
//www.pulpandpapercanada.com/canada-invests-467k-for-gender-equality-in-forestry-1100001453/ (accessed on 1 January
2024).

20. Andersson, E.; Lidestav, G. Creating alternative spaces and articulating needs: Challenging gendered notions of forestry and
forest ownership through women’s networks. Econ. Policy 2016, 67, 38–44. [CrossRef]

21. Crandall, M.S.; Costanza, K.K.; Zukswert, J.M.; Kenefic, L.S.; Leahy, J.E. An Adaptive and Evidence-Based Approach to Building
and Retaining Gender Diversity within a University Forestry Education Program: A Case Study of SWIFT. J. For. 2020, 118,
193–204. [CrossRef]

22. Ceci, S.J.; Williams, W.M. Understanding current causes of women’s underrepresentation in science. Proc. Natl. Acad. Sci. USA
2011, 108, 3157–3162. [CrossRef]

23. March, J.G. An introduction to the theory and measurement of influence. Am. Political Sci. Rev. 1955, 49, 431–451. [CrossRef]
24. Chandler, D.E.; Kram, K.E.; Yip, J. An Ecological Systems Perspective on Mentoring at Work: A Review and Future Prospects.

Acad. Manag. Ann. 2011, 5, 519–570. [CrossRef]
25. Allen, T.D.; Eby, L.T.; Poteet, M.L.; Lentz, E.; Lima, L. Career benefits associated with mentoring for protégés: A meta-analysis.

J. Appl. Psychol. 2004, 89, 127. [CrossRef]
26. Larasatie, P.; Young, K.; Sinha, A.; Hansen, E. “A Taste of Graduate School without Really Fully Committing to It”: The

Undergraduate Experiential Learning Project at Oregon State University. Wood Fiber Sci. 2021, 53, 281–293. [CrossRef]
27. Kram, K.E. Mentoring at Work: Developmental Relationships in Organizational Life; University Press of America: Lanham, MD, USA,

1988; pp. xiii, 266. ISBN 978-0-8191-6755-2.
28. Scandura, T.A. Mentorship and career mobility: An empirical investigation. J. Organ. Behav. 1992, 13, 169–174. [CrossRef]
29. Dashper, K. Challenging the gendered rhetoric of success? The limitations of women-only mentoring for tackling gender

inequality in the workplace. Gend. Work. Organ. 2019, 26, 541–557. [CrossRef]
30. Linehan, M.; Walsh, J.S. Mentoring relationships and the female managerial career. Career Dev. Int. 1999, 4, 348–352. [CrossRef]
31. Ragins, B.R.; Cotton, J.L. Mentor functions and outcomes: A comparison of men and women in formal and informal mentoring

relationships. J. Appl. Psychol. 1999, 84, 529. [CrossRef] [PubMed]
32. Lipman-Blumen, J. Toward a Homosocial Theory of Sex Roles: An Explanation of the Sex Segregation of Social Institutions. Signs

J. Women Cult. Soc. 1976, 1, 15–31. [CrossRef]
33. Elliott, C.; Leck, J.D.; Orser, B.; Mossop, C. An exploration of gender and trust in mentoring relationships. J. Divers. Manag. JDM

2006, 1, 1–12. [CrossRef]
34. Meyerson, D.E.; Fletcher, J.K. A modest manifesto for shattering the glass ceiling. Harv. Bus. Rev. 2000, 78, 126–136.
35. de Vries, J.; Webb, C.; Eveline, J. Mentoring for gender equality and organisational change. Onboarding Empl. 2006, 28, 573–587.
36. Larasatie, P.; Hopkins, T.; Redmore, L. United States: The WOWNet in Oregon-A Grass Root Gender Equality Initiative; IUFRO: Vienna,

Austria, 2021.
37. Linehan, M.; Scullion, H. The Development of Female Global Managers: The Role of Mentoring and Networking. J. Bus. Ethics

2008, 83, 29–40. [CrossRef]
38. Ibarra, H. Homophily and differential returns: Sex differences in network structure and access in an advertising firm. Adm. Sci. Q.

1992, 37, 422–447. [CrossRef]
39. Ehrich, L.C. Mentoring and networking for women educators. Women Manag. Rev. 1994, 9, 4–10. [CrossRef]
40. CWUR Rankings by Subject—2017|CWUR|Center for World University Rankings. Available online: https://cwur.org/2017

/subjects.php#Forestry (accessed on 1 January 2024).

https://doi.org/10.3390/land11101653
https://doi.org/10.3390/f11040419
https://doi.org/10.3390/merits3030025
https://doi.org/10.1139/cjfr-2016-0040
https://doi.org/10.1139/cjfr-2018-0402
https://www.usendowment.org/u-s-endowment-for-forestry-and-communities-announces-membership-of-the-forest-and-wood-products-inclusion-council/
https://www.usendowment.org/u-s-endowment-for-forestry-and-communities-announces-membership-of-the-forest-and-wood-products-inclusion-council/
https://www.cif-ifc.org/canadian-institute-of-forestry-announces-an-initiative-to-promote-gender-equity-in-canadas-forest-sector/
https://www.cif-ifc.org/canadian-institute-of-forestry-announces-an-initiative-to-promote-gender-equity-in-canadas-forest-sector/
https://www.pulpandpapercanada.com/canada-invests-467k-for-gender-equality-in-forestry-1100001453/
https://www.pulpandpapercanada.com/canada-invests-467k-for-gender-equality-in-forestry-1100001453/
https://doi.org/10.1016/j.forpol.2016.03.014
https://doi.org/10.1093/jofore/fvz072
https://doi.org/10.1073/pnas.1014871108
https://doi.org/10.2307/1951813
https://doi.org/10.5465/19416520.2011.576087
https://doi.org/10.1037/0021-9010.89.1.127
https://doi.org/10.22382/wfs-2021-28
https://doi.org/10.1002/job.4030130206
https://doi.org/10.1111/gwao.12262
https://doi.org/10.1108/13620439910295718
https://doi.org/10.1037/0021-9010.84.4.529
https://www.ncbi.nlm.nih.gov/pubmed/10504893
https://doi.org/10.1086/493272
https://doi.org/10.19030/jdm.v1i1.5024
https://doi.org/10.1007/s10551-007-9657-0
https://doi.org/10.2307/2393451
https://doi.org/10.1108/09649429410056281
https://cwur.org/2017/subjects.php#Forestry
https://cwur.org/2017/subjects.php#Forestry


Trends High. Educ. 2024, 3 179

41. Galletta, A. Mastering the Semi-Structured Interview and Beyond: From Research Design to Analysis and Publication; NYU Press: New
York, NY, USA, 2013; Volume 18.

42. Miles, M.B.; Huberman, A.M.; Saldana, J. Qualitative Data Analysis; Sage: Newcastle upon Tyne, UK, 2013.
43. Clance, P.R.; Imes, S.A. The imposter phenomenon in high achieving women: Dynamics and therapeutic intervention. Psychol.

Psychother. Theory Res. Pract. 1978, 15, 241–247. [CrossRef]
44. Sosik, J.J.; Godshalk, V.M. Examining gender similarity and mentor’s supervisory status in mentoring relationships. Mentor.

Tutoring Partnersh. Learn. 2005, 13, 39–52. [CrossRef]
45. Allen, T.D.; Day, R.; Lentz, E. The role of interpersonal comfort in mentoring relationships. J. Career Dev. 2005, 31, 155–169.

[CrossRef]
46. Raddon, A. Mothers in the Academy: Positioned and positioning within discourses of the’successful academic’and the’good

mother’. Stud. High. Educ. 2002, 27, 387–403. [CrossRef]
47. Kanter, R.M. Some Effects of Proportions on Group Life: Skewed Sex Ratios and Responses to Token Women. Am. J. Sociol. 1977,

82, 965–990. [CrossRef]
48. Gustafson, J.L. Tokenism in policing: An empirical test of Kanter’s hypothesis. J. Crim. Justice 2008, 36, 1–10. [CrossRef]
49. Greed, C. Women in the construction professions: Achieving critical mass. Gend. Work Organ. 2000, 7, 181–196. [CrossRef]

Disclaimer/Publisher’s Note: The statements, opinions and data contained in all publications are solely those of the individual
author(s) and contributor(s) and not of MDPI and/or the editor(s). MDPI and/or the editor(s) disclaim responsibility for any injury to
people or property resulting from any ideas, methods, instructions or products referred to in the content.

https://doi.org/10.1037/h0086006
https://doi.org/10.1080/13611260500040138
https://doi.org/10.1007/s10871-004-2224-3
https://doi.org/10.1080/0307507022000011516
https://doi.org/10.1086/226425
https://doi.org/10.1016/j.jcrimjus.2007.12.001
https://doi.org/10.1111/1468-0432.00106

	Introduction 
	Theoretical Background 
	Influence 
	Mentoring 
	Networking 

	Methods 
	Results 
	Mentorship 
	Role Models 
	Networks 

	Discussion and Conclusions 
	Study Limitations and Future Pathways 
	References

