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1. Study Context and Design 

Responding to a desire to work together to improve capacity for leadership in the field of conservation, 
three collaborating organizations, National Geographic Society (NGS), Global Wildlife Conservation 
(GWC), and the Smithsonian Institution (SI; collectively referred to as the “Collaborators” in this report), 
commissioned a landscape study of capacity development initiatives focused on conservation leadership 
and available to early and mid-career professionals. The goals of the study were to understand what is 
currently available, identify needs and gaps, and inform the development of potential future initiatives. 

The study was designed to respond to the following specific questions: 

• What conservation leadership training and learning opportunities are currently available for early and 
mid-career professionals? 

• What existing training programs are most successful and what are the drivers of their success? What 
are outstanding or emerging needs that are not currently well addressed? 

• What are the most critical leadership capacity needs to accelerate global progress in meeting 
conservation goals? What training modalities, content, and core audiences(s) are important at this time? 

Based on discussions with the Collaborators and a review of the literature we adopted the following 
definition of leadership to apply in the context of conservation practice:

Leadership is the influencing of others, by means of reason and inclusion, and based on a critical and systems 
understanding of context, to achieve organizational goals that are in the long-term best interest of all involved, with 
the wellbeing of society in mind (modified from Drouillard & Kleiner, 1996 as cited in Mango 2018).  

2. Main Findings 

We compiled information from more than 100 relevant programs and initiatives focusing primarily 
on training conducted in English, from online and literature sources. We conducted surveys targeting 
over 170 relevant actors including program staff, alumni, and partners, and led close to 60 interviews 
with individuals from specific programs. More details on the methods are provided below and in the 
companion Appendix.

• We found a number of unmet or insufficiently met needs, including a need for long-term support of 
conservation leaders, especially at mid-levels of experience.  

• Our analysis also revealed a need to foster leaders with a diverse breadth of knowledge and skills, as 
well as significant depth in skill development. Given the complexities of conservation, the uncertainties 
typically found around conservation issues, and the rapid pace of change, the sector needs leaders who 
are self-aware, systems thinkers, adaptive learners, conveners, network builders, collaboration brokers, 
effective communicators, and innovators.  

• We found a need for more robust evaluation of program outcomes, more cross-sectoral collaboration, 
and a deeper consideration of diversity, equity, inclusion, and justice in both the content and design of 
training programs.

Below we elaborate on our findings regarding effective program design, program content, and critical 
audience needs.
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2.1 Elements of effective program design

Based on input collected from representatives of programs in the study, effective program design in 
conservation leadership should include a number of important elements: 

• Experiential and applied learning, including peer-to-peer and collaborative learning, and the 
establishment of communities of practice,1 are highly effective strategies for knowledge development 
and interaction. These approaches afford an opportunity for social or collective learning that goes 
beyond individual learning. 

• In-person, or face-to-face interaction, is a highly favored learning format, and the format believed to 
be most impactful. In-person training in which individuals are part of a cohort is recognized as being 
particularly effective, as cohorts support community- building, create an environment for intensive 
group learning, and establish professional networks that participants can use throughout their careers. 

• Mentoring can help promote continued personal and professional development following trainings, 
as well as serve as a strategy to provide long-term support of individuals. In addition, mentoring 
can facilitate mutual two-way benefits, providing opportunities for exchanges in which the mentee 
receives professional guidance and the mentor benefits from new perspectives and insights shared by 
mentees. 

• Distance learning2 and/or engagement can be a viable strategy to extend impact, and can be most 
beneficial when used in combination with face-to-face (e.g., as a follow-up). While the appeal and 
perceived effectiveness of some distance methods, such as online modules and courses, is mixed, we 
noted successful examples of how they are used to enhance outcomes and sustain engagement with 
and the cohesion of the participant community. The lessons from these examples are that distance 
learning requires thoughtful development and facilitation, and in particular, online platforms should 
not be seen as a strategy to achieve similar outcomes for less effort.

• Diversity, equity, inclusion, and justice (DEIJ)3 are important considerations from the outset in program 
content and design. DEIJ were frequently cited as needs across the global conservation community. For 
example, in open-ended survey questions, diversity, equity, and inclusion aspects were the top items 
needing more emphasis. In programs that include DEIJ, we found the focus to be predominantly on 
gender, unconscious bias, and working across difference/cultures, with very little work on inclusion/
exclusion, power issues, and the systemic changes needed in conservation itself. 

2.2 Program design needs

We identified the following as unmet, or insufficiently met needs within the sector: 

• Very few programs provide long-term support; the duration of most programs span one year or less. 
In the cases where programs extended further, they were often two-year graduate programs with no 
follow-up after graduation.  

• Evaluation of program outcomes is weak or lacking; most evaluation protocols use surveys of alumni, 
and focus on program outputs such as number of participants, geographic reach, and similar variables 
that fall short of describing outcomes or impacts. There are important efforts to learn from, however, 
such as the Conservation Leadership Programme (CLP) and the Conservation Leadership through 
Learning (CLL) and Center for Protected Area Management (CPAM) at Colorado State University 
(CSU).  
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• While mentoring is integrated into a number of programs, there is a need for ‘mainstreaming’ it as an 
effective learning approach. There is an opportunity to learn from experience that exists both within 
and beyond the conservation sector to determine the most effective mentoring approaches.  

• There is little evidence that diversity and inclusion within program design (e.g., the extent to which 
programs have diverse participation and establish inclusive environments) has become a normalized 
process. Across our survey, DEIJ was the top need identified in open-ended questions, and many 
expressed a desire to effectively address it, or shared pilot, initial experiences. 

2.3 Critical program content needs, and gaps

Our findings from the literature, surveys, and interviews align with evolving views in which conservation 
practice and effectiveness is predicated on engaging with social-economic contexts - and ultimately 
transforming the societal systems that drive biodiversity loss (see, for example, UN Global Assessment on 
Biodiversity, by Diaz et al. 2019). 

In line with this, our analysis reveals a need to foster leaders with both a diverse breadth of knowledge 
and skills, as well as significant depth in skill development. Given the complexities of conservation, 
the uncertainties typical in many aspects of social-ecological contexts, and the rapid pace in which 
circumstances can change, the sector needs leaders who are self-aware, systems thinkers, adaptive learners, 
conveners, network builders, collaboration brokers, effective communicators, and innovators. 

Furthermore, while leadership continues to be seen by some as an individual endeavor defined by one’s 
position, contemporary views consider leadership as a behavior that can be exhibited by anyone from 
any position in a group, which ultimately influences and motivates others to act as leaders as well. This 
more contemporary view of leadership can emerge from environments that are inclusive, innovative, and 
collaborative, and therefore, more effective. Organizations still need executive directors and managers, but 
these are increasingly seen as positions with a larger responsibility for influencing organizational behavior 
or group performance, and for creating the conditions that allow leadership to emerge beyond authority. 
Our findings show that access to learning in the following areas of content is a critical need in 
conservation leadership capacity development, across all career levels: 
 
• Recognizing the importance of self-awareness4 for personal growth, self-care, learning, and positively 

influencing others 
• Applying systems thinking5 to conservation challenges and practice 
• Listening, facilitating, and managing conflict through empathy and respectful communication 
• Establishing environments that encourage and support creativity and innovation6 
• Creating empowering environments in which the strengths and contributions of stakeholders are 

valued and acknowledged, and there are opportunities to fully participate in decision-making 
• Integrating diversity, equity, inclusion, and justice for meaningful collaboration 
• Collaborating with non-conservation sectors to foster new ideas and opportunities 
• Developing monitoring and evaluation processes that focus on outcomes and impacts. 
 
We reviewed the websites, annual reports, promotional materials, and similar resources of 40 core 
programs and organizations in our study to assess the extent to which these topics were addressed. We 
determined that: 

• Collaboration among organizations within the conservation sector stood out in terms of how many 
programs address it. Nearly every one of the core programs include it.  
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• Conversely, Innovation/Creativity, Empowerment, DEIJ, and Collaboration with non-conservation 
sectors stood out in terms of how few initiatives included content from these topics in their programs. 
While some programs appear to touch on some of these topics, few appear to elevate these topics 
prominently in their content and/or desired learning outcomes.  

• The number of programs that integrate the remaining topics - Self-Awareness, Systems Thinking, 
Communication, and Monitoring and Evaluation - was about the same as the number of programs that 
do not.  

• The content areas with more frequent coverage by existing programs should not be ignored; all of 
the listed topics were included in our analysis because they are important for effective conservation 
leadership, regardless of the extent to which the current landscape of programs address it. Rather, these 
more common topics indicate opportunities for partnerships, learning from others’ experiences in 
teaching the content, and/or content in which a new program can build from participants’ likely prior 
knowledge in a topical area. 

2.4 Critical audience needs

Potential target audiences can be characterized multiple ways: demographics, geographic location, sector of 
work, career stage, among many others. Here we focus on needs based on level of experience. 

Emerging conservation leaders (generally with less than ten years of formal training or relevant experience, 
and typically referred to as “early-“ or sometimes “mid-career”) are served by multiple programs in 
the existing landscape; we found that most programs target individuals at this level of experience 
(26 programs or 65% of the core or primary programs list). However, this audience also needs more 
opportunities for sustained long-term learning and development of the key leadership themes described 
above, and to explore application of the themes to their own personal and professional growth and their 
systems of influence. 

Mid-level conservation leaders are defined here as those with generally 10 or so years of formal training 
and/ or comparable intermediate level work or leadership experience, with some expectation that the 
individual has attained increased responsibility for management and strategic decision-making in their 
professional or practitioner experience. We find this to be a critical focal audience for new efforts, for a 
number of reasons: 
 
• It is essential to retain these individuals and mitigate attrition; when someone at mid-level leaves 

conservation (compared to emerging/early levels), considerable knowledge, resources, experience and 
future potential are lost. 

• We found a lower number of opportunities exclusively targeting these individuals. More immersive 
learning modalities including peer networks, communities of practice, and experiential learning for 
adaptive conservation and leadership practice (experimentation, learning, and improvement) are critical 
at this stage.

 
• Many of our interviewees viewed mid-level conservationists as comparatively more aware of their 

limitations and obstacles, and ready to deepen their development and self-awareness, which is likely to 
be an important antecedent to learning about innovation, DEIJ, and other key topics and practices. 
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• Mid-level conservationists are seen as having broader networks, the experience to more effectively 
recognize and engage with complexity, and a desire to apply new skills and professional growth in 
work settings.  

 
Finally, while experienced or senior conservation leaders (generally with 20 or more years of experience 
and responsible for leading/sharing leadership on the strategic direction of groups, organizations, and/
or collaborative networks of partners) were not a primary focus of this study, some of the programs 
are available to them, and a few of the providers run programs that target senior level leaders. We note 
that these more experienced leaders hold the ability to create the needed enabling environment and 
organizational capacity building systems that are critical for individuals and organizations to thrive 
and innovate towards social and environmental change. We see a need to increase their capacity to 
develop systems for organizational learning, build inclusive leadership cultures, as well as processes for 
encouraging innovation, building empathy, and empowering others. 

3. Recommendations 

The conservation leadership capacity development field is a vibrant space with many competent and 
innovative actors, yet there are multiple gaps for ongoing or new efforts to address, as described above. 
For those considering pursuing development of a new program, we recommend: 

• Leverage the existing capacity development efforts in the themes of collaboration, monitoring and 
evaluation, communication, and self-awareness, and build programs that increase the focus on critical 
but less-offered areas related to innovation and creativity, collaborating across sectors, DEIJ, and 
systems thinking. 

• Build opportunities around in-person learning and exchange that integrate applied, cohort-based, and 
experiential elements. Link in-person trainings with distance learning, such as online training, virtual 
mentoring and similar support to sustain participant engagement. 

• Consider supporting regional cohorts of mid-level conservation leaders for multiple years to foster 
deep development of leadership skills, promote peer-to-peer learning, and provide mentoring for 
sustained development in situ and in context. The communities emerging from these could be 
connected regionally.

 
• Consider strengthening leadership development for emerging conservation leaders, through 

distributed virtual opportunities such as scalable online courses. The desired learning outcomes for 
these efforts would be for participants to gain awareness and a basic understanding of the fundamental 
concepts within each of the key leadership topics described earlier (a “21st century leadership toolkit”). 

• Promote convening activities for experienced conservation leaders, with an emphasis on advancing 
skills within topics that are either relatively new to conservation or for which there are few learning 
opportunities currently, such as creativity/innovation, building empathy, DEIJ, and how to influence 
organizational culture to create a more enabling environment and innovative culture. 

As discussed above, the learning that must occur to develop highly effective conservation leaders draws 
from a number of topics. In particular, we recommend programs build competence in fundamentals of self-
awareness, communication, collaboration, and monitoring/evaluation, while also pushing participants into 
less familiar and more complex territory of systems thinking, creativity and innovation, communicating 
and collaborating with empathy, and addressing critical DEIJ issues. Program participants should be 
encouraged to examine their personal career trajectory, ambitions, needs, and barriers for personal and 
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professional growth, and how to best be agents of change in their systems of influence. 
Expected learning outcomes for participants can vary in terms of depth, based on the participants’ level 
of prior experience and current or forthcoming responsibilities. For example, emerging leaders would be 
expected to become familiar with concepts and methods, and explore its application to their personal and 
professional growth, and systems of influence; mid-level leaders would be expected to apply this body of 
knowledge to their conservation work, including how it could influence responsibilities such as strategic 
management and facilitation of teams or organizations, as well as their personal growth as leaders; and 
experienced leaders would be expected to be able to do all that and more - to use these topics as lenses for 
establishing a positive organizational climate, promoting deep cultural learning, and catalyzing societal 
change. 

Finally, regardless of which of the ideas above are the best fit for your organization, we encourage 
all capacity development providers to design, implement, and adequately resource robust systems for 
monitoring and evaluating long-term outcomes and impacts of new initiatives, from the start. This will 
allow us, as a community, to advance evaluation in conservation leadership capacity development, and 
develop dynamic programs that adapt to evaluation findings and contribute to the wider community of 
practice of conservation leadership capacity building. 

Pursuing these activities will require not simply new investments but also new approaches, mindsets, 
collaborations, and learning from each other. Despite the high investments needed, these efforts also have 
the potential to add significant value, create important synergies, and serve the conservation community in 
transformative ways. 

Methods 

The study was carried out in two phases. During Phase 1 (March-June 2019), we compiled information 
about more than 100 programs focusing primarily on training conducted in English through online and 
literature sources to produce a “Landscape Map” of relevant programs and initiatives; conducted a survey 
targeting 168 staff, alumni, and partners from 86+ programs; led 38 interviews with individuals from 
specific programs; and carried out preliminary analyses of findings from these efforts. 

During Phase 2 (June-August 2019), we solicited insights and perspectives through exchanges with 
capacity development practitioners during the Symposium on New Directions in Conservation Leadership 
(June 25-27, Cambridge, UK), and the international conference on Capacity Building for Conservation 
(July 30-August 1, London, UK). We also updated the Landscape Map with additional programs based on 
these efforts, and conducted 21 additional interviews with representatives of programs from specific areas 
of interest (e.g., online instruction, innovation, mentoring). We analyzed and synthesized the findings to 
derive general recommendations for current and future initiatives. 

As of the writing of this report (August 2019), the Landscape Map (Figure 1) encompassed 98+ 
organizations providing capacity development in conservation or conservation leadership, representing 
110+ programs or training opportunities.  Of these, we identified 40 providers and their programs as core  
to this analysis, given that their programmatic focus (i.e., conservation leadership), language of instruction 
(English), and target audience closely parallel the interests of the Collaborators. The map includes an 
additional 58 providers of training and learning opportunities that are also relevant to conservation 
practitioners, and have either a conservation focus or a leadership focus but typically not both. An 
online version of this map will soon be available to allow visualization of different program types and 
information on the programs, as well as future updates.  
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Given that our scope was focused on programs in the English language, the majority of the provider 
organizations (in either set) are located in North America—particularly the United States—and in Europe, 
but it is important to note that many of these programs serve and collaborate with populations across the 
globe. 

Sixty percent of the core providers (25) state that they target specific regions, while 40% (15) have a global 
purview, at least in theory; while their programs are available to a global audience, realistically due to costs 
and delivery format many are only available to a very small portion of potential global applicants. 
Given the English-language focus, our searches and initial inquiries did not return many programs in 
South America, but some relevant programs that train in Spanish are included as they were highlighted in 
surveys, focus groups, or interviews.

For a more detailed discussion of leadership and the methods used in this study, please see the companion 
Appendix.

Endnotes
1. A community of practice can be defined as “a group of professionals informally bound to one another through exposure to a 

common class of problems, common pursuit of solutions, and thereby themselves embodying a store of knowledge” (Stewart 
2001 in Botha, et al. 2008).

2. Throughout this report, “distance learning” refers to any capacity-building activity other than face-to-face, such as formal 
online courses/modules, virtual mentoring, formal and informal discussion groups and less structured interactions 
between program staff, participants, mentors, and others.

3. We recommend the Chesapeake Bay Trust (2019, pg. 6) as a useful reference for these terms. “Diversity: the demographic 
mix of a specific collection of people, taking into account elements of human difference. Equity: the promotion of justice, 
impartiality and fairness within the procedures, processes, and distribution of resources by institutions or systems, 
including by addressing the present-day impacts of past inequities in order to achieve equity going forward. Inclusion: 
the degree to which diverse individuals are enabled to participate fully in the decision-making processes within an 
organization or group. Social Justice: equal access to wealth, opportunities, and privileges within a society.”

4. We use the term self-awareness to refer to the awareness that one is a thinking, acting creature, and one can reflect 
about thoughts and actions. A self-aware person has a good understanding of how their mind works, and takes time to 
understand and question why they think, feel, or behave the way they do. This self-awareness is akin to “mindfulness,” and 
supports self-efficacy.

5.  “Systems thinking” came up regularly across our study. Systems thinking is both a set of methods and tools and an 
approach to seeing the world in a way that makes connections more visible and improves problem solving abilities. A 
systems thinking leader will: pay attention to the parts and the whole; ask about relationships to other events; look for 
patterns over time (trends); and seek root causes--the connections between events and the underlying structure of the 
system, which may be driving behavior. To explore further you can begin at the Academy for Systems Change (https://
www.academyforchange.org), the Waters Center (https://waterscenterst.org), and the Cabrera Lab (https://www.crlab.us).

6.  The term “innovation” is often used to refer to technology-oriented solutions, but it can also, and perhaps more importantly, 
be applied to new ideas, thinking, and behavior, such as habits related to observing, questioning, learning - including 
what and who we learn from. Additional elements include networking and experimenting, which in turn can lead to new 
processes, approaches, and systems that address or fulfill an identified need in previously unexplored ways. Creating an 
environment that supports innovation, creativity, and entrepreneurship requires valuing collaboration, visioning, and a 
tolerance of risk. Conservation leaders need self-awareness of their level of risk comfort or risk aversion. This factor will 
greatly influence the extent to which organizational cultures that promote new ideas, processes, and products can evolve.

Sources Consulted and Recommended

Aggarwal, R., N. Gupte, N. Kass, H. Taylor, J. Ali, A. Bhan, A. Aggarwal, S. D. Sisson, S. Kanchanaraksa, J. McKenzie-White, 
J. McGready, P. Miotti and R. C. Bollinger. 2011. A Comparison of Online versus On-site Training in Health Research 
Methodology: A Randomized Study. BMC Medical Education 11(1): 37.

Bahauddin, K. 2018. The Essence of Leadership for Achieving the Sustainable Development Goals. SDG Knowledge Hub 
article, February 15, 2018. http://sdg.iisd.org/commentary/generation-2030/the-essence-of-leadership-for-achieving-the-
sustainable-development-goals. Accessed June 11, 2019. 

Banerjee, A. and E. Duflo. 2014. Structured Study Time, Self-Efficacy, and Tutoring. The Abdul Latif Jameel Poverty Action Lab. 
https://www.povertyactionlab.org/evaluation/structured-study-time-self-efficacy-and-tutoring 



12

Beasley, M. 2017. Beyond diversity: A roadmap to building an inclusive organization. Green 2.0. https://www.diversegreen.org/
beyond-diversity/ 

Black, S.A., J.J. Groombridge, and C. G. Jones. 2011. Leadership and conservation effectiveness: finding a better way to lead. 
Conservation Letters, 4(5): 329-339. 

Bonta, M., and C. Jordan. 2007. Diversifying the American environmental movement. Pages 13–33 in E. Enderle, editor. Diversity 
and the future of the U.S. environmental movement. Yale School of Forestry & Environmental Studies, New Haven, CT. 

Botha A., D. Kourie and R. Snyman. 2008. Coping with Continuous Change in the Business Environment, Knowledge 
Management Technology, Chandice Publishing Ltd. 

Bruyere, B. L. 2015. Giving direction and clarity to “conservation leadership.” Conservation Letters, 8(5): 378-382. 
Bryan, B., A. Grandgirard, and J. Ward. 2010. Quantifying and exploring strategic regional priorities for managing natural capital 

and ecosystem services given multiple stakeholder perspectives. Ecosystems 13: 539–555. 
Case, P., L.S. Evans, M. Fabinyi, P.J. Cohen, C.C. Hicks, M. Prideaux and D.J. Mills. 2015. Rethinking environmental leadership: 

The social construction of leaders and leadership in discourses of ecological crisis, development, and conservation. 
Leadership, 11(4): 396-423. 

Chesapeake Bay Trust, 2019. DEIJ in Action: A Diversity, Equity, Inclusion, and Justice Guide for the Chesapeake Bay 
Watershed. A Guide sponsored by the Chesapeake Bay Trust, the Chesapeake Bay Funders Network, and the Choose Clean 
water Coalition, developed by Skeo. May 2019. 58 pages. Available at https://cbtrust.org/wp-content/uploads/CB-Watershed-
DEIJ-Guide_May-2019.pdf

da Costa, A. 2013. Exploring Pathways to Systems Change. Sustainability Leaders Network. http://www.
sustainabilityleadersnetwork.org/2013/04/exploring-pathways-to-systems-change/ 

Desai, A. (Ed. 2011). Global Sustainability and Innovation. San Diego, CA: Cognella Academic Publishing. 
Diaz, S., J. Settele, E. Brondízio, H. Ngo, M. Guèze, J. Agard, A. Arneth, P. Balvanera, K. Brauman, S. Butchart and K. Chan. 2019. 

Summary for policymakers of the global assessment report on biodiversity and ecosystem services of the Intergovernmental 
Science-Policy Platform on Biodiversity and Ecosystem Services.

Dyer, J., H.B. Gregersen, and C.M. Christensen. 2009. The Innovator’s DNA. Harvard Business Review 87, 12.
Eagly, A. H., and L. L. Carli. 2003. The female leadership advantage: An evaluation of the evidence, The Leadership Quarterly 14: 

807–834. 
Elliott, L., C. Wyborn, and M. Ryan. 2018. Global patterns in conservation capacity development. Biological Conservation 221: 

261-269. 
Englefield, E., S.A. Black, J. A. Copsey, and A. T. Knight. 2019. Interpersonal competencies define effective conservation 

leadership. Biological Conservation 235: 18-26.
Evans, L.S., C. C. Hicks, P.J. Cohen, P. Case, M. Prideaux, and D.J. Mills. 2015. Understanding leadership in the environmental 

sciences. Ecology and Society 20(1): 50. 
Ferman, B., L. Finamor, and L. Lima. 2019. The Impact of an Online Math Learning Platform on Test Scores and Attitudes 

Towards Math in Brazil. The Abdul Latif Jameel Poverty Action Lab. https://www.povertyactionlab.org/es/evaluation/
impact-online-math-learning-platform-test-scores-and-attitudes-towards-math-brazil 

Foster, M. J., M. E. Blair, C. Bennett, N. Bynum, and E. J. Sterling. 2013. Increasing Diversity in Conservation Science 
Professionals: Recommendations for the Society for Conservation Biology. Conservation Biology 28: 288-291. 

Foster, M.J., C. Bennett, E. J. Sterling, and N. Bynum. 2011. Fostering the Development of Conservation Leadership at Minority-
Serving Institutions. Fisheries 36(9): 461-463

Game, E.T., Meijaard, E., Sheil, D. and McDonald-Madden, E., 2014. Conservation in a wicked complex world; challenges and 
solutions. Conservation Letters 7(3): 271-277. 

Green 2.0 https://www.diversegreen.org/ A terrific resource that summarizes various data on all aspects of diversity in the 
environmental conservation field. 

Johnson, S. K. 2019. Leaking talent: how people of color are pushed out of environmental organizations. Green 2.0.
https://www.diversegreen.org/wp-content/uploads/2019/06/Green_2.0_Retention_Report.pdf 
Jones, M.S. and Solomon, J., 2019. Challenges and supports for women conservation leaders. Conservation Science and Practice, 

1(6): p.e36. 
Kainer, K.A., C.L. Binnqüist, J.L. Dain, B.C. Jaimes, P.N. Castillo, R.G. Basulto, E.A. Ellis, H.H. Covert, R.L. Rodríguez, I.U.H. 

Gómez, and F. M. Contreras. 2019. Leading by listening, learning by doing: modeling democratic approaches to conservation 
leadership in graduate education. Journal of Environmental Studies and Sciences, 9(2): 206-217. 

Kania and Kramer 2011. Collective Impact. Stanford Social Innovation Review. https://ssir.org/articles/entry/collective_impact 
Levitt, J. 2014. Conservation Catalysts. Cambridge, MA: Lincoln Institute of Land Policy. 
Mango, E. 2018. Rethinking leadership strategies. Open Journal of Leadership 7: 57-88. 
Manolis, J.C., K.M. Chan, M.E. Finkelstein, S. Stephens, C.R. Nelson, J.B. Grant, and M.P. Dombeck. 2009. Leadership: a new 

frontier in conservation science. Conservation Biology 23(4): 879–886. 
Page, S. 2007. The difference: how the power of diversity creates better groups, firms, schools, and societies. Princeton University 

Press, Princeton, NJ. 
Parker, A. 2006. Building a diverse biological community. Bioscience 56:13. 



13

Petrie, N., 2011. Future trends in leadership development. Center for Creative Leadership white paper, 5 (5). http://law.scu.edu/
wp-content/uploads/leadership/Future-Trends-in-Leadership-Development.pdf 

Scharmer, O., 2018. The essentials of theory U: Core principles and applications. Berrett-Koehler Publishers. 
Taylor, D. 2014. The state of diversity in environmental organizations. University of Michigan, School of Natural Resources and 

Management, Ann Arbor, Michigan. 
Westermann, O., Ashby, J., & Pretty, J. 2005. Gender and social capital: The importance of gender differences for the maturity and 

effectiveness of natural resource management groups. World Development, 33(11): 1783-90. 
 


