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Abstract
Research has shown that quality environmental conservation is powered by human diversity. Specifically,
researchers have been highlighting the important role that women of color have always played in
preserving resources for generations to come. In the United States (U.S), the National Park Service (NPS)
is the leading organization for the preservation of the American landscape and its history. The U.S.
population is growing more diverse and yet the users of National Parks remain mostly White. As such,
conservationists fear that the NPS is losing relevancy, especially to communities of color. Many
mechanisms helping connect all Americans to their National Parks have been studied academically, but
not the diversity of NPS employees. Further, most research looking at why National Park users remain
mostly White is quantitative. This thesis tries to fill in the gap. As such, it focuses on NPS employee
diversity using qualitative methods to try and approach the relevancy problem from a new perspective.
As women of color have been historically left out of environmental conservation research yet found to be
essential to the movement, this thesis focuses on this group amongst NPS employees. Most NPS
employees, despite decades of efforts, also remain White and mostly men. This thesis thus looks at the
barriers and opportunities that women of color working in the NPS are facing. The qualitative methods
used are Intersectionality, to understand the racial and gender-based oppression that women of color
face, Environmental Justice to frame the environmental problem at hand from both a social and ecological
perspective, and finally Intersectional Environmental Justice, the blending of the two previous theories
into a novel Critical Environmental Justice theory. Using these three theories to analyze ten narrative
interviews of women and non-binary persons of color working in the NPS, many barriers and opportunities
are found. The main barriers found are intrinsically linked to systemic gender-based racism such as the
lack of affordable housing in the remote and White dominated locations where NPS employees work and
assumptions that gender minorities of color lack environmental conservation skills and knowledge. The
main opportunities found were that women of color felt empowered by paving the way for future peers
and the sense of community that was created by the NPS programs focused on hiring diverse recruits. The
use of Intersectional Environmental Justice was also found to be useful in filling the gaps that
Environmental Justice fails to address. This introductory piece of research on diversity in environmental
conservation leaders in the NPS hopes to inspire future academics to focus on this topic before state
organizations such as the NPS lose the support of communities of color who have much innovation to
bring to environmental conservation.
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Introduction
Research is highlighting the importance of diversity in the environmental conservation workforce to
obtain more sustainable conservation solutions for both nature and humans. In a recent report by Green
2.0 on workforce diversity in environmental organizations, “70 percent of representatives […] agreed that
diversity could help: attack environmental problems from multiple perspectives; increase focus on
environmental justice; help brand the movement by making it appear more heterogeneous; increase
support for the movement by widening its constituents” (Beasley 2017, p3). Further, environmental
conservation academics are recognizing the urgency of preserving indigenous knowledge (Traditional
Ecological Knowledge) to better preserve both nature and livelihoods (Pasta et al. 2020; Dowsley 2009;
Ramstad et al. 2007). There is even literature linking the loss of cultural diversity to the loss of biological
diversity (Dunn 2017; Brosius and Hitchner 2010). An important connection highlighted in that research
is that of local language and dialects being linked to local flora and fauna, and thus cultural biodiversity
(Dunn 2017; Brosius and Hitchner 2010). In the United States (U.S.) it is also well understood that Native
Americans sustainably managed their lands for their needs before colonization and genocide by White
Europeans, though it is also noted as equally important to view Native Americans in their whole humanity
and not reduce them to noble savages, all-knowing environmental beings (Lewis 1995; Aftandilian 2011;
Oswald et al. 2020; Bowcutt 2013). As such, academia admits that quality environmental conservation is
powered by human diversity.
Within this realization of the importance of diversity, women’s role in conservation is unequivocal:
women have always been essential advocates for the preservation of nature, natural resources
conservation, and pollution reduction (Rome 2006; Merchant 1990; Raimi et al. 2019). Women have
historically been fuel and food gatherers, water managers, and farmers (Mago and Gunwal 2019). Women
help build sustainability in environmental conservation (Byers and Sainju 1994). The UN has highlighted
the special role of women presently and historically in the preservation of a clean and healthy natural
environment in several reports (United Nations Environment Programme 2004; United Nations
Environment Programme et al. 2020). In the U.S., Adam Rome (2006) qualifies middle-class women as
“indispensable” in the early twentieth-century American environmental movements (p440). An example
of the time is the League of Women Voters, one organization among many named for its essential role in
the development of environmental conservation in the U.S, (Schulte 2009). Feminist environmental
research has also been looking at the specific role of women in conservation and increasingly on that of
women of color. This research has shown the disproportionate absence of women in environmental
governance (Pearse 2017; Ravera et al. 2016). Literature reads the importance of gender and race to
address environmental problems in their entirety (Gaard 2015; Mann 2011). Women around the world
including American women have often been the first exposed to environmental (and now specifically
climate) injustices (United Nations Environment Programme et al. 2020). In the U.S. for example, after the
end of slavery, some of the only jobs available to Black women in the south were in farming where they
were more exposed to chemicals than any other population groups (Saville and Adams 2021). Modern
American agriculture, which is undeniably linked to U.S. environmental conservation, “was built upon the
backs of Africans who were enslaved upon American soil” (Hinson and Robinson 2008, p299). Literature
has also shown the need for women of color to be environmentalists and conservationists to fight
environmental racism (D. E. Taylor 1997; Warren 1997; Mann 2011). There would be no environmental
justice movement without women of color (Rainey and Johnson 2009; Mann 2011). All in all, many
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environmental conservation projects could not have seen the light without women, especially women of
color.
A significant problem arises when one looks at the difference between the literature’s claim for the need
for diversity, women in environmental conservation, and the reality in the field. For example, the League
of Women, like many feminist organizations, was advocating for environmental conservation only through
the advancement of the rights of middle-class White women (Harley 2019). The League of Women fought
for the passing of the 19th amendment in 1920 that allowed women to vote in the U.S. However, this
amendment only signed the end of the suffragist movement for White women (Bailey 2020). Indeed up
until 1965, when the Voting Rights Act passed, most Black women still faced discriminating practices when
trying to exercise their right to vote (Bailey 2020). As such, much research on the history of environmental
conservation in the U.S. has put aside the importance and specific role those American women of color
have played. This disconnection is explored here in the U.S through the double diversity problem the
National Park Service (NPS) is experiencing, first at their visitor level and second at their workforce level.
Women of color are essential actors of environmental conservation that must be present in our national
parks. As seen in the next few paragraphs, they are essential to help welcome diverse user groups to
NPSU.
In the past 21 years, the U.S. has grown more diverse and is expected to continue to do so (Vespa, Medina,
and Armstrong 2020). However, marginalized communities (the poor, women and non-binary persons,
the elderly and the youth, people of color, the LGBTQ2S+1 community, and differently-abled people) are
still less likely than their peers to participate in and work for environmental conservation and outdoor
recreation (J.-H. Lee, Scott, and Floyd 2001; Shores, Scott, and Floyd 2007; D. E. Taylor 2018b). The NPS is
one of the largest outdoor recreation providers in the U.S. and a worldwide example of a large-scale
system of environmental conservation. Yet it has failed to diversify the users visiting its National Park
System Units (NPSU) and its workforce as both groups remain disproportionally White (P. A. Taylor,
Grandjean, and Gramann 2013; Partnership for Public Service 2021). One of the many reasons the NPS
should welcome a visitor crowd as diverse as the U.S. population is that “Providing accessible, relevant,
and desirable experiences to underserved populations can help to sustain broad public support for
national parks […]” (Taylor, Grandjean, and Gramann 2013, vi). Another reason is that NPSUs are
important places where adults and children can learn about the environment in a non-formal way (Johns
and Pontes 2019). All in all, the NPS recognizes that they are not attracting a diverse visitor population
and are risking not being relevant to Americans (NPS 2019).
The lack of diversity in visitors to NPSU has been widely addressed in the literature. The research is
summarized in the Stanfield McCown et al. (2012) model which explains how more diverse communities
can be welcomed into NPSU (Fig. 1). Academics have studied all factors that help diversify NPSU visitors
in this model, except for (6) workforce diversity. They have looked at (1) marginalized communities’
involvement and specific reasons for going/not going to NPSU, be them geographical (Weber and Sultana
2013; Byrne and Wolch 2009), economic (Benson et al. 2013; Tarrant and Cordell 1999; More and Stevens
2000) or a mix of reasons (Camarillo, Stodolska, and Shinew 2020; Whiting et al. 2017; Gómez 2002; Ryan
et al. 2020; Philipp 1999); (2) the sustainability of programs set up by or for the NPS (Lee, Casper, and
Floyd 2020; Schultz et al. 2019); (3) the rise of inclusive interpretation of history in NPSU (Theriault and
Mowatt 2020); (4) marketing of NPSU and other outdoor recreation situations (Theriault and Burke 2020;
1
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K. J. Lee, Casper, and Floyd 2020; Martin 2004); and (5) the push for a more inclusive and supportive NPS
culture amid the realization of how racialized outdoor recreation is (Davis 2019; Santucci et al. 2014).

Figure 1. Relevance model adapted from Stanfield McCown et al. (2012).

Several researchers highlight the need for (6) NPS workforce diversity to help diversify NPSU users but
none have looked into the barriers that obstruct marginalized people from entering the NPS workforce
(Taylor, Grandjean, and Gramann 2013; Lee, Casper, and Floyd 2020; Schultz et al. 2019). Two papers
conducted interviews with NPS staff on their opinion of the diversity problem in visitors (Schuett and
Bowser 2006; Santucci et al. 2014). The main findings in both papers include increasing the diversity within
the staff to better represent the U.S. population diversity and attract more minorities to NPSU (Ibid).
These findings echo the earlier work of Taylor (2000) who, when looking at the future demographics of
the U.S., called for a change in the NPS to diversify its NPSU visitors by “increasing employment
opportunities” (Taylor 2000, 178). As such, the lack of research on the NPS workforce coming from
marginalized communities (6), when research has been recommending more workforce diversity for over
two decades, has created an academic gap in the field.
It is known that there are still not enough opportunities in conservation and outdoor recreation work for
marginalized groups, despite the same level of enthusiasm for these careers amongst minority students
(Floyd, Bocarro, and Thompson 2008; Taylor 2018). The 2018 report led by Taylor inspected diversity
reporting and transparency of over 2000 non-profit environmental organizations (D. E. Taylor 2018a). Of
these organizations, over 500 were labeled as “Natural Resource Conservation and Protection” (D. E.
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Taylor 2018a, p3). The main findings of this report were that less than 15% of environmental organizations
“engage[d] in some form of diversity, equity, and inclusion (DEI) activity” (D. E. Taylor 2018a, p1). Most of
the workforce and staff of these organizations were White (over 80%) whilst males represented 62% of
board members “but comprise[d] less than half of the staff of the organizations” (D. E. Taylor 2018a, p1).
As compared to the first cited report by Green 2.0, this report inspected many more than the 40 largest
environmental organizations inspected by Green 2.0 (Beasley 2017; D. E. Taylor 2018a).
The NPS is no exception to this lack of diversity within its ranks. Indeed, two decades after D. E. Taylor's
(2000) work, the NPS workforce is still not nearly as ethnically and racially diverse as the U.S. population.
In 2017, there were 61% White in the U.S., whose share of the population is decreasing, when still 78.6%
of the NPS workforce was White in 2018 (U.S. Census Bureau 2021; Partnership for Public Service 2021).
Black or African American comprised 8% of the NPS staff in 2018, Hispanic or Latino 5.9%, 1.8% were
Asian, 2.1% American Indian or Alaska Native, 1.3% multiracial, 0.5% Native Hawaiian or other Pacific
Islander, and 1.8% unspecified (Partnership for Public Service 2021). White Americans are still today
overrepresented in the NPS workforce compared to the U.S. population, despite the NPS reducing its
workforce numbers from over 16,000 in the early 2000s to under 12,400 in 2018 (Partnership for Public
Service 2021). Further, not only are there few people of color working for the NPS despite the need for
more diversity, but they may face racism at work. In 2017, 9.5% of employees had indeed experienced
racial or ethnic-based harassment (Federal Consulting Group and CFI Group 2017). It is important to note
that the technical report at the origin of this statistic obtained an adjusted survey response rate of 49.4%
despite sending the survey to all employees at the time. The survey period only lasted 2 months in 2017
and the results were compared to the actual NPS employee population. The comparison showed that the
sample population was representative of the surveyed population. However, the data collected referred
only to harassment that had occurred in the past 12 months. As such, one can expect the percentage of
employees of color having experienced racial or ethnic harassment at work to be higher over their entire
career. Finally, people of color were generally given lower positions at the NPS according to Kaufman’s
(2006) extensive work on the role of women in the NPS. Recent data is not available about the type of
position people of color occupy in the NPS (paygrade, seasonality, seniority).
The gender diversity imbalance in the NPS workforce is also striking. In 2018, among 12,363 NPS
employees, 37.7% identified as female while in 2019 the U.S. female-identifying population stood at 50.8%
(U.S. Census Bureau 2019; Partnership for Public Service 2021). As such, women are not only less likely to
visit an NPSU, but they are also disproportionally less likely to work in one (Gray 2016; J.-H. Lee, Scott,
and Floyd 2001). This can partially be explained by the fact that women face gender-based discrimination
in the outdoor recreation sector (Davies, Potter, and Gray 2019). The same 2017 technical Work
Environment Survey as in the previous paragraph highlighted this burden when it accounted for 19.3% of
NPS employees having experienced gender harassment in the 12 months preceding the survey, of which
most victims were women and non-binary employees (Federal Consulting Group and CFI Group 2017).
One can expect this percentage to be higher over the entire career at the NPS of women. Further, though
women are employed by the NPS, they are still proportionately less employed than men at higher
positions and are paid less (NPS 2011; Kaufman 2006). Recent data is not available about the type of
position women occupy in the NPS (paygrade, seasonality, seniority).
As explored above, one key factor to help diversify the visitor crowd of NPSU is to diversify the NPS
workforce itself and as per the last two paragraphs, the NPS needs to hire more people of color and more
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women to start increasing diversity among staff. Further, as per our first three paragraphs, women of
color play an essential role in environmental conservation.
Intersectionality is a concept that is helpful to understand how to bring these race-based and genderbased issues together. The concept was first coined by Crenshaw (1989). In her work, she shows how Black
women have been excluded from feminist and anti-racist policies because their experiences were reduced
to one struggle or the other instead of being seen as one (Ibid). Through an intersectional lens, one can
see how the accumulation of exclusions puts more and different burdens on those individuals at the
intersection of these struggles, such as Black women with racism and feminism (Ibid). Intersectionality is,
in a way, a means to look at the interdisciplinarity of exclusions. Thus here, it means that men of color will
experience different barriers than women or non-binary people of color working for the NPS. Despite
studies urging environmental science practitioners and outdoor recreation academics to use
intersectionality more in their work to better address contemporary social-environmental problems, the
few studies addressing the NPS or general outdoor recreation workforce diversity problem do so either
from a race and ethnicity perspective or from a gender perspective (Lloro-Bidart and Finewood 2018;
Stodolska 2018; Whitley and Kalof 2020; Schulte 2009). One paper specifically addresses the opportunities
and barriers experienced by women leaders in environmental conservation using intersectionality in the
U.S. (Jones and Solomon 2019). In this study, the authors choose to interview a variety of women leaders
in conservation across the U.S. Though intersectionality is used to understand the interviewees' issues
and support systems, most of the women interviewed are White (84%) and all are in a leadership position.
As such, the present research will differ from that paper in that the focus will be exclusively put on women
of color, in all types of positions in the NPS. Further, the interviewees' answers will be analyzed using both
intersectionality and environmental justice theories. Nonetheless, Jones and Solomon’s (2019) research
will be used as a basis for the methods set up here.
Environmental justice is important to use because this study looks at the experience of a marginalized
group, women of color, whose ancestors were killed in genocides by White colonizers, enslaved to these
same Europeans, and to this day experience institutionalized racism and sexism in the U.S. As such, when
their racial and gendered life experience is related to environmental conservation, concepts of knowledge
recognition, participation and distribution of benefits and costs are bound to appear. These three
concepts being the foundation of environmental justice (see Theoretical Framework), it seems evident to
use this theory to explain the experience of women of color in environmental conservation, though it has
yet to be done (Schlosberg 2004).
The literature provided above has shown that there is an academic gap in looking at the NPS's lack of
workforce diversity when trying to solve the NPSU lack of visitor diversity issue. Most studies that have
looked at this issue have approached it from all factors but the workforce diversity one as presented in
the Relevance model of Stanfield McCown et al. (2012, Fig. 1). They have also done research from a mostly
quantitative perspective without accounting for the intersectionality of problems experienced by minority
groups trying to work for and working for the NPS. Finally, previous research has not emphasized the
inherent importance of women of color in environmental conservation. This study will thus explore the
lack of workforce diversity within the NPS in a qualitative manner using intersectionality and
environmental justice, to make NPSU more relevant for all Americans and highlight what women of color
bring to environmental conservation. The focus will be put on women of color2 working in the NPS as they
2
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are at the intersection of the race-based and gender-based diversity problems the NPS is experiencing.
Further, as per the recognized importance of women of color in environmental conservation exposed in
the first two paragraphs, research on their disproportionate absence in the field is needed. Though
intersectionality usually also encompasses class-based issues experienced by individuals, the scope of this
study is limited in time and will thus focus on gender and race-based oppression.
The research objective identified is to understand women of color’s disproportionate absence of
environmental conservation in the United States through intersectionality and environmental justice in
the National Park Service. To address the research problem exposed in the Introduction and the above
objective, the following main research question and sub-questions have been formulated:

Main Research Question: What are the barriers and opportunities that women of color working for the
National Park Service (study group) face in their environmental conservation work?
Sub Research Questions:
1. What barriers and opportunities does the study group identify?
2. What barriers and opportunities do theories of intersectionality and environmental justice
identify?
3. What can future policy targeted at increasing NPS workforce diversity learn from the theories
used?

10

Theoretical Framework
Intersectionality was defined in the Introduction but its specific use and importance are explained here.
With our research question in mind, an intersectional approach seems most appropriate as it helps make
a finer analysis of sensitive issues related to oppression and offers theoretical explanations for how people
experience the world differently from one another depending on who they are and whom they are
assumed to be (Atewologun 2018). Choo and Ferree (2010) find there are three types of intersectional
research: “group-centered, process-centered and system-centered” (129). These three foci in
intersectional research also represent a different aspect of intersectionality each and as such are
ultimately needed together to understand any problem at hand. This is the first study of its kind looking
at the National Park System Units (NPSU) lack of diversity in the NPS workforce. Since the objective is to
highlight the barriers and opportunities women of color face working for the NPS, using the narratives of
women of color, a group-centered approach, seems more appropriate. Indeed, this framework aims at
putting marginalized groups in the academic spotlight, specifically “women of color while highlighting
their unique experiences and standpoints in order to better understand inequality” (Windsong 2018).
With group-centered intersectional theory, the focus of a theoretical analysis remains on one group but
can be done in two, complementary ways (Fig 2.). The first way is a life-story approach. In this approach,
the different identities that constitute a person can be identified when that person narrates their lifestory leading them to a certain point in their life (Christensen and Jensen 2012). Then, one can look at
how these identities clash or reinforce each other in these stories as well as examine the importance of
each identity for the person and the problems they encountered (Ibid). In this paper’s case, a life-story
approach will be useful to assess the difficulties and opportunities women of color experienced when
trying to work for, working for, and having worked for the NPS. However, using solely this approach would
mean focusing only on the history of the women of color interviewed. To analyze these women’s present
situation and see which barriers and opportunities have remained the same in time and which have
potentially changed, a second approach will also be used, an everyday life approach. This theory is familiar
to feminist works (Ibid). It requires interviewees to relate current events, everyday interactions, and
processes they experience, either generally or on a particular topic (Ibid). The advantage of adopting an
everyday life approach for interviews is that it is easier for interviewees to relate issues to their identity
indirectly and as such to not categorize their experiences as they would when retelling their past (Ibid).
The least identity-related categories are used, the more useful is the interview for an intersectional
analysis (Ibid). Using the everyday life approach also helps protect the interviewee from prejudiced
questions and essentialist assumptions (Christensen and Jensen 2012; Atewologun 2018).
Whilst a group-centered intersectional approach is put in place, Environmental Justice is the tool to dissect
the barriers and opportunities discussed by the study group, women of color who have or are working for
the NPS. In Schlosberg's (2004) work, environmental justice relies on three pillars. These pillars are that
of distribution, recognition, and participation. The author indeed writes that “equity in the distribution of
environmental risk, recognition of the diversity of the participants and experiences in affected
communities, and participation in the political processes which create and manage environmental policy”
is what environmental justice is constituted of (p517). In this paper’s discussion of the barriers and
opportunities identified by the study group, the reference to either of these pillars will be highlighted.
Finally, a critical Intersectional Environmental Justice framework is developed to see what the former two
theories miss out on. It is based on Malin and Ryder's (2018) work. As such, by using intersectionality and
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environmental justice concepts, this paper will be able to recommend policy change based on two
theories and a combination of those.

Figure 2. Theoretical framework
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Research Methodology
Research design
To answer the research problem, the experience of women of color who are working in NPSU is
investigated in this paper. The chosen study group is women of color who are currently working for or
have worked for the NPS in a position in the field of conservation. Here the term women of color refers
to any women-identifying person of color, including White Hispanic women. One interviewee identified
as non-binary and although this study is focused on women, their input was valuable and provided another
lens to look at the barriers experienced by gender minorities in the NPS. One interviewee identified as
White and was excluded from the analysis. At first, this paper was going to focus on the experience of
women of color working at NPSU in Montana. After connecting with NPSU in Montana however it turned
out that many interested interviewees were working in NPSU outside of Montana. Since this is the first
study of its kind it felt more meaningful to interview any women of color interested before future research
focuses on specific U.S. states or regions.

Data collection
1. Contacting groups to look for interviewees
First I contacted via email all the employee resource groups the NPS has. These are: the Office of
Relevancy, Diversity, and Inclusion (RDI) of the NPS (Allies for Inclusion: NPS_Allies@nps.gov), Women's
Employee Resource Group (Contact at: https://www.nps.gov/orgs/1244/ergs.htm), Council for
Indigenous, Relevance, Communication, Leadership and Excellence (CIRCLE, CIRCLE@nps.gov), Employee
Empowerment Collective (focus on Black and African American employees and visitors,
employee_empowerment_collective@nps.gov), Hispanic Organization on Relevancy, Advising,
Leadership, and Excellence (HORALE, HORALE@nps.gov), Innovative Leadership Network (ILN) (focus on
changing the work culture at the NPS, Innovative_Leadership_Network@nps.gov), Lesbian, Gay, Bisexual,
Transgender, and Queer (LGBTQ) Employee Resource Group (LGBTQ_ERG@nps.gov). These resource
groups, very busy in the summer months, did not end up helping me reach out to interviewees. Word of
mouth and emailing various NPSU research coordinators wound up being more fruitful.
2. Obtaining research permits
Through IRMA I applied for research permits in all eight NPSU of Montana, as my case study was at first
focused on that state. My permit was approved for Fort Union Trading Post, then Yellowstone followed
up requesting additional documentation. After getting the approval of the ethics committee of WUR I got
my permit to interview Yellowstone employees and established contact with someone who connected
me with potential interviewees. I got an answer from Glacier telling me they did not need the permit and
would help me get interviewees through word of mouth and using their private employee social media
groups. By doing so, participants also reached out to me from NPSU from outside of the state of Montana.
3. Interviews
Many qualitative methods fit group-centered intersectionality theory such as “focus groups, narrative
interviews, action research, and observations” as they all focus on giving a voice to the often marginalized
respondent (Atewologun 2018, 1). Here, narrative interviews with several women of color currently
working in or who have worked in various NPSUs were conducted. The interviewees part of the study
group were identified using a mix of purposive and snowball sampling methods (Russell Bernard 2017).
As many interviewees as possible within this thesis’ timeframe were interviewed to collect their personal
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experiences analyzed using intersectionality and environmental justice concepts. In total, eleven
interviews were conducted. Ten were kept for analysis as one interviewee identified as a White Caucasian
woman and was not part of the study group.
The priority was to preserve the anonymity of the respondents. Windsong’s (2018) interview methods
were used. Before letting the interviewee talk in a non-structured way, questions about race and gender
were asked to specify the interviewees’ views of race and gender (Windsong 2018). In the second part of
the interview, the interviewees were free to talk about their experience working for the NPS, using or not
racial and gender concepts discussed before (Ibid). Guiding questions helped interviewees develop both
a life story and an everyday life narration. The interviews are anonymous to protect the interviewees and
the data produced (Aagaard‐Hansen and Johansen 2008).
I redacted and sent for review my informed consent form to my supervisor. The WUR ethics committee
approved it and I got interviewees to sign it, apart for the ones from Yellowstone as the park did not want
them to sign it. Interviews were set up via email and took place either through phone calls or video calls.
All interviews’ audio was saved on two different devices with password access for safety. The audio
recordings were transcribed using Amberscript.

Data analysis
From these recorded, safely stored, and transcribed interviews, theme coding identified the perspectives
used by these women to describe their experience and what takeaways should be taken into account for
future policymaking (Paltridge 2012; Bernard 2017b). Barriers and opportunities experienced by the study
group were the focus of the analysis. Then, using Jones and Solomon’s themes (2019) as inspiration, subcategories were identified to classify these experiences and perspectives. On top of that, both inductive
and deductive theme coding techniques will be applied as recommended by Fereday and Muir-Cochrane
(2006) to produce rigorous themes. The coding scheme was created based on the theory of
Intersectionality, the three pillars of Environmental Justice, and a developed version of Intersectional
Environmental Justice (Malin and Ryder 2018; Schlosberg 2004).
Lastly, this thesis is limited in looking at the experience of women of color through the specific intersection
of oppression they face because of the addition of their gender and their race. Women of color do not all,
however, experience the same barriers and opportunities as class and ability, other systematic modes of
oppression, can also intersect in adding further barriers and opportunities (Davies, Potter, and Gray 2019).
Another limitation to this study to note is that the researcher of this thesis is a White cis-gendered bicultural (French and American) able-bodied woman who grew up middle class in France. This background
will inherently influence the way this thesis is conducted.
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Results
First, the discourse around the intersectional identity of the participants informs us of the barriers and
opportunities they have encountered. Second, classic Environmental Justice is used to examining the
latter. Third, the two are incorporated into Intersectional Environmental Justice to touch upon barriers
and opportunities that were not previously identified and trace a way forward. The numbers referenced
refer to the interviews that pieces of knowledge were pulled from.

Intersectional identities
In this section, the intersectional identities of the participants help identify the barriers and opportunities
they face in working in environmental conservation with the NPS. Participants found that some barriers
they faced came from the perception of other co-workers and users of NPSU of their race and ethnicity.
Some participants indeed found that they were perceived as lacking environmental conservation
knowledge and not being credible because of their race and ethnicity by NPSU users (1,2).
“I've definitely been in situations where um it's like it's assumed that I just don't know something
because of my background” (2)
Assumptions from users go even further. Most participants can recall at least one time when a user tried
to guess their race and ethnicity (1,2,4,8,9). It was important for participants to correct users when they
did not guess their racial or ethnic identity correctly (3,5,9,11). Further, as park rangers work closely with
the public, they all wear their name on their uniforms. From this, users have assumed that a participant
spoke Spanish when she did not (10). Participants also noted that barriers arose in White-dominated
spaces because being in a White-dominated space made them think about their race and ethnicity as part
of their identity more than when they were in more diverse environments (2,3).
“I feel like I stand out a lot. Not just because of how I look, but because of how obviously Asian my
name is as well.” “it's incredibly isolating.” (3)
In more diverse environments, participants shared they felt more focused on their tasks than their
identity. A diverse workplace was said to create a sense of comfort in participants, provide a safe place,
and a participant even mentioned having a craving for it (2). At a work training, a participant talked about
being the only Black person of a GS12 (higher position 3) (5). All other Black colleagues had lower positions
and were stuck in positions that were much less management-oriented (5). Another participant
mentioned how hard it was at times to be presented as the only “tribal member”4 of the team (6). She
wished to be presented to new colleagues through her qualities, not just her blood quantum 5 (6). Some
participants noted that many tasks fell upon them because of their race and ethnicity. A participant found
that she was often asked to contact Native American/tribal members on behalf of colleagues because she
is a tribal member herself, even if that Native American person was not from the same tribe as her. She
was frustrated that her colleagues could not do the work themselves (6). Alternatively, a Native American
participant felt that it was her duty to share knowledge on her identity with visitors. She recounted their
questions on what “real” Native Americans are like (4). It was important for her to tell them that her life
3
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was not like what was depicted in movies, and that “all indigenous people are different” (4). She also felt
like she represented the land because of her indigenous identity and because the park, like all NPSU, was
located on indigenous land (4).
“So I think it just naturally falls on us, like: Hey we have a duty we're in this role we're reaching
this huge, diverse audience because for our little park we do get people from all over the world, all
ages, all backgrounds. So it's important for us to share that knowledge with them.” (4)
Finally, participants felt that they had to justify their racial and ethnic identity within the workplace. A
participant talked about the duality of being White yet also identifying as a person of color because of her
Latinx6/Hispanic ethnicity (11). A White passing7 Native American felt it was important for her to bring up
her identity with other Native Americans to make the work atmosphere friendlier (6). Overall, participants
shared many experiences of discomfort, barriers, in their work because of how colleagues and NPSU users
perceived them as environmental conservation workers through their race and ethnicity. One Indigenous
American participant identified an opportunity in her feeling of stewardship for the land her NPSU sits on.
Participants also identified opportunities in their work because of how their gender affected their feeling
of belonging in this workforce. Many characterized environmental conservation and the NPS as a
masculine, male-dominated field. On the one hand, being “a masculine female” (8), “a rebel” (10), and
growing up a “tomboy” (3) made some participants feel comfortable, and created opportunities for them
in a field dominated by White men.
“I've always been really interested in maybe things that are like associated with masculinity, like
backcountry skiing and climbing and running.” (8)
On the other, identifying as a woman, and being “totally feminine” (1) were important to other
participants (1,2,3,4,6,11). They felt like they were creating a space for femininity and “unconventional”
“feminine characteristics” in this workforce (11). Many participants also felt that exhibiting masculine and
feminine traits was a positive for them (2,5,8,9). A participant identifying as non-binary mentioned how
their gender fluidity helped them perform tasks (9):
“I worked as a wildlife like technician and then fisheries, and those are typically more masculine,
like more men usually work in those fields, and so I would... So there's moments where like in those
fields, where I would be more masculine.” “on the other hand I also they identify with motherly,
like caring, like more feminine traits” (9)
Participants then talked about how being a man was seen as more competent, having more knowledge,
that what users imagine as a park ranger is a White man (1,2). At times, some participants felt like their
opinions did not matter, but could not tell for sure if it was because of their gender (10). Many participants
felt that users and coworkers had an assumption of them and their work based on their gender. A
participant felt that others assumed they were “accommodating” or more “adaptive” because of their
gender, or that they were not capable of doing physical tasks, which are numerous in environmental
conservation (9). Participants’ bodies were also judged by users who thought they could bully shorter
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women park rangers into getting what they needed (3). Participants mentioned that others viewed
Women as lacking environmental conservation knowledge, not being able “to hike as many miles: (8), and
not being as “hardcore” (8), a trait seen as needed for this work (2,8). This career was not seen as fitting
the “traditional female role” (10). In choosing a career in environmental conservation, participants had to
explain themselves to older relatives (10). Participants noted that gender roles appeared in the workspace
(11,1,4). A participant was asked to care for an NPSU user’s children and had to explain that park rangers
are not babysitters (1). Another participant noticed that most often when groups of children were visiting
the park, it befell on women park rangers to care for those groups (4).
Other opportunities linked to gender in environmental conservation were also identified. A participant
shared that for her, although being a woman came with discrimination at work it also came with privileges
(11). Participants were indeed eager to share how being in workspaces that were more womendominated created comfort. Women co-workers and leaders were said to create more nondiscriminatory, positive work environments, safe, inspiring, and inclusive spaces (1,2,3,8). Participants
said that women made great leaders as they help other women advance further in their careers (3).
Participants felt “really lucky” (9) when they got to work with other women, especially when women were
in a position of leadership (3,9). Furthermore, a participant shared that she felt like a role model of what
girls and women can do which she noted was especially important for young girls visiting NPSU (10). The
same participant also highlighted the fact that, especially in more conservative parks, hiring a woman into
a position of power was a huge deal (10). Another participant noted how within the park service, different
units had different proportions of women (3). Archives had more women for instance than law
enforcement, scientific and resources management units seemed well-balanced whereas upper
administration was dominated by men (3). Nonetheless, it was noted that even if they were more women
in some workspaces, few were women of color and, those that were, were new hires and not in leadership
positions (11).
With intersectionality, other barriers that would have been missed had the focus just been on race and
gender separately are identified. This emerges particularly here since environmental conservation, as
noted by participants, is White and dominated by men, especially as you go up in leadership (1,2,9). A
participant noted that she was perceived as not credible as a young woman of color, especially when she
was interpreting history deemed “controversial” to users (1). Another participant felt that the public
imagines most park rangers to be White men and that when they see a White man park ranger they
assume that he is her superior (5). Further, participants find it difficult to connect with women of color in
the workplace as they are so few of them, it feels isolating (3). Another participant shared an experience
of not being heard as the youngest and only woman of color in the group:
“I just remember going out with my crew and we were doing, like some navigating and it was off
trail and trying to find a way to this lake that nobody had ever been to before and I really, just like,
I felt like no one heard what I was saying, like I have experience in this stuff, but you know I'm like
trying to chime in and like share, share my opinion and share what I think and like point at the
map, but like everyone sort of just ignored me” (8)
In the previous paragraph on gender, several barriers in the form of expectations of roles the participants
should play were discussed. Here the roles women of color must play depend not only on their gender
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but more so on the addition of their gender and racial/ethnic identity. Indeed, a participant described
how her Native American identity affected her gender identity. She talked about having some male and
female in her, no matter her gender (4). She related feeling empowered as a woman because her culture
is matriarchal (4). A participant that identifies as Latina mentioned that gender roles and expectations
were amplified by her Mexican parents and culture (11). Another tribal member participant shared that
men tribal elders would not share certain information with a woman tribal member (6). This made her
work of trying to collaborate on environmental conservation projects together more difficult. Other
participants struggled with defining themselves. One participant wanted to reclaim the term Chicana in
the past but noticed that people still viewed the word negatively (10). She felt comfortable identifying as
Latinx yet noted that because she was not from Latin America she usually preferred listing which countries
her parents were from if someone asked about her ethnic and racial identity (10). A participant noted that
being first-generation was important to her identity and work, whilst another said that being an adoptee
was intrinsic to who they were and how they could feel a sense of belonging (10,9). A Black woman
participant recounted a moment when she and a colleague were discussing the lack of other women of
color in their workspace. The colleague said they appreciated her and saw her as a “truth-teller” (5). Yet
the participant noticed that no other women of color were being sought after for open positions and
started questioning whether her colleagues appreciated her honesty or perceive her as an “angry Black
woman”, a racist stereotype that Black women voicing their opinions often hear and an oppressive
mechanism called tone policing (5). Overall, participants had a difficult time separating their racial, ethnic,
and gender identities and highlighted that depending on what stood out more about them in their specific
work environment, they would think about that aspect of their identity more (10). If the participant was
White passing, being a woman would create more barriers at their work; if they were not White passing,
being a person of color was more preoccupying (5,10,2). Some participants felt like they were being
tokenized in this work environment (8):
“I felt like they were almost tokenizing me for being a person of color in the National Park Service.
Like after my internship, I was asked to be involved in this video to help them get more funding for
that park, which was basically like me talking about my ethnicity and my involvement in the Park
Service.” (8)
Many participants were appreciative of the women of color that have pioneered environmental
conservation workspaces and are following in their footsteps (11). A participant shared that she also felt
like she had to pave the way and do extra because of her identity (2). Finally, participants recognized how
women of color make great leaders, especially in inspiring other younger women of color in the field (4,1).
Specifically, one participant noted that women of color showed “more empathy” and the ability to
connect with more users (4). All in all, intersectionality helped draw the framework with which to identify
the barriers and opportunities experienced by women of color in environmental conservation.

Environmental justice
In this section, the focus is on what barriers and opportunities Environmental Justice helps identify. Before
doing so, the environmental problem at hand is deconstructed using the three pillars that form the theory.
Here the larger Environmental Justice problem is the lack of a diverse workforce in environmental
conservation. The environmental benefits and costs first talked about in (a) are the benefits and costs that
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a diverse set of employees brings to environmental conservation in their NPSU. The affected communities
in (b) are women of color, the study group of this paper. Participation in the political process in (c) refers
to the presence of the study group in all types of positions in the NPS.
a. Equity in the distribution of environmental benefits and costs
Thanks to environmental justice, it was possible to see that the distribution of the environmental benefits
of having a diverse workforce and the costs of not having a diverse workforce were dependent on three
factors. First, is the seasonality of the workforce. Several participants mentioned that the NPS workforce
became significantly more diverse in the summer season, during which seasonal, non-permanent staff
and interns are most hired (2,10,11). In the winter, the same participants noted the staff reverting to a
work environment dominated by White men and felt like they stood out more. Second, is the GS level.
Participants noted that as the ranks went up, the staff became Whiter and there were more men than
women (1,2,8). Third, how progressive or conservative the park is. Indeed, it was noted by a participant
who had worked in leadership positions at different NPSU that some parks were a lot more progressive
than others that were “steeped in tradition” (10). She noted that the latter ones were less likely to put in
place programs to hire more diverse staff than the former.
These three factors contributed to numerous environmental costs. In most cases, the NPS workforce is
not diverse, as seen in the Introduction and as highlighted by the interviewees (2,3).
“I think it's obvious I think if anyone is to lie and say that there is diversity in our staff they’re
straight up lying. There is absolutely, like it's just there's just no diversity.” (2)
A participant said that, in the least diverse park she had worked at, she noticed that the NPSU was stuck
trying to solve the same environmental conservation problems it had been facing for years and years (10):
“we're dealing with so many problems and issues in this park that have been the same for years
and years. So so overall it speaks to me as, well: I guess if you were more open to hiring a diverse
staff, you would get different solutions that might help these problems on a bigger scale.” (10)
As said by another participant, in a White-dominated environment she was not able to feel comfortable
sharing her traditional beliefs (4):
“I went to school with nothing but other indigenous students. So it was, it was definitely a culture
shock. And it does make you feel out of place. And that you can't really speak up to certain things
just based on maybe your own traditional beliefs, and you don't think others would understand
just because they didn't have the same upbringing as you.” (4)
In the more diverse park this previous participant had worked at she noticed how solutions to
conservation problems were innovative and diverse (10). For instance, she recalls implementing a
program to get local Native Americans NPS jobs by going to their reservation and walking them through
the process. It worked well and she found that they “know the park well already and are great advocates
for the park.” (10).
When some level of a diverse workforce is achieved there are several environmental benefits to see. Many
participants mention connecting with visitors who share a part of their identity, their lived experience,
more than with those they do not (2,3,8,9,11). When they connect more to visitors, participants say they
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are better able to convey why it is so important to protect these places through NPSU and what the users
can do to help protect these resources sustainably (10). Specifically, this participant said she was teaching
these users to be better stewards of the park, and better advocates (10). What was important, as told by
another participant, was to disconnect the concept of wilderness, the outdoors, belonging to or being a
place where only White people could feel comfortable (8). As a woman of color whose parents have no
concept of what environmental conservation is, this participant noted how she was trying to show them
the value of her work (8). Another participant who works as a tribal liaison talked about how the Native
Americans she worked with had a vision of environmental conservation (6). Instead of thinking like an NPS
worker within a budget and short period, they talked about how to preserve the same resources for their
future generations, not just themselves (6).
“he [a Native American man she was working with] says we're looking at developing things for
generations to come. And so I think often like the park service the way we get funding is like: oh,
you got funding, surprise, it'll be here, you know, in a couple of months and you have to spend it
in a couple of months. And so hopefully you had a plan or can think of a plan rather rapidly on how
to spend that money, whereas tribes are thinking, you know, generations ahead.” (6)
Each park is not only comprised of various environmental ecosystems but it is also made up of a history
of human interaction, from particular communities over time with a landscape. As such, having a diverse
workforce ensures that the many communities that have interacted with that landscape over time are
included in the present management of the resource, and what is said to users about the park. In a
comparison, a participant said that when thinking about how to preserve a forest you had to make sure
that you maintained forest diversity because that is how ecosystems work and how their health is
assessed, by how diverse they are at different levels (8). Similarly, the people protecting those forests and
mountains and other ecosystems had to be diverse. At various levels diversity needs to be found to have
a functioning conservation ecosystem (8):
“if you think of a forest having a forest full of, like the same age tree, doesn't provide a great
ecosystem for many animals and like, if you have a forest that has much more like stand structure
and heterogeneity, you have so much more, so much more wildlife, so much more diversity. So I
think just having people from across the board is important.” (8)
b. Knowledge recognition of the diversity of participants and experiences in affected
communities
As mentioned at the start of the Intersectionality part of this results section, participants’ environmental
conservation knowledge and aptitudes are questioned by users and co-workers. Park users try to guess
participants' race and ethnicity whilst others would avoid talking about the latter (1,2,4,8,9). Thankfully,
users of color tend to recognize the diversity in the NPS staff when they see it and express joy in seeing
themselves represented (1,2). This especially happens with younger users, who expressed feeling inspired
and being able to see environmental conservation as a job opportunity for them too, not just for White
men (1,2):
“what's really nice is like especially when moms or like and their daughters will flag me down and
be like I've never seen a female Ranger before let alone like a Latina Ranger” (1)
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A participant explained that as the U.S. is becoming more diverse so should the NPS staff to create a “safe
environment for visitors” (9). With a diverse staff, multiple stories can be told to users about how a
landscape was used and protected over time from NPS staff that connect with these stories personally,
instead of glorifying only one version of the history of management of a landscape (3). If that is not done,
the knowledge of that diverse staff is not recognized. Sometimes the staff diversity, when it is there, is
recognized but can hurt that same staff. For instance, a participant noticed how whenever the NPS knew
that a staff member was part of an indigenous tribe they would openly use that information to market
the fact that the NPS works with marginalized communities (6). This participant felt used, tokenized, by
this message as a tribal member herself. She also felt that users of the NPSU often assumed she possessed
knowledge as a tribal member instead of asking her directly what she knew and what she did not (6).
Lastly, there is a lack of knowledge recognition from the NPS side on the women of color applying to work
for the park service. Indeed, from the perspective of a participant, she noticed how White colleagues
wondered why people of color did not apply more to the open positions (2). Participation in the
environmental policy process is explored in the next part.
c. Participation in political processes to create and manage environmental policy
The participation of women of color in the political processes of creating and managing NPS
environmental policy is hindered by various barriers which are first looked at. Second, what their
participation looks like is explored.
Seven out of the ten participants did not take part in the hiring of NPS staff as they were interns, in
seasonal or entry-level positions, though some had an advising role in hiring (1,2,3,4,8,9,11). One
participant noted that the NPS was trying to hire an intern tasked to recruit more diverse volunteers for
the NPSU (2). Another participant remarked that as important as recruitment was, it then took time for
women of color to get leadership positions (1). One said that women were not given many opportunities
to advance (3). Participants felt that excuses were being made, that management said time and funding
were lacking when participants felt that what was lacking was making diversity hiring a priority (2). All
participants talked about the difficulty of the application process. Specifically, participants noted the lack
of knowledge on how to apply on the website USA jobs, the lack of information on how to write a federal
resume, and a large amount of paperwork which makes it more difficult for people to apply (5,8,9,11).
“So I do feel like it's a networking, situation it's like America's best kept secret, and it makes it hard
for people of color to get into those positions” (5)
“If you are just a person, like a person in the public, didn't have any coaching, 100% wouldn't make
it through.” (8)
“sometimes I wonder if, like the NPS hiring process is like purposely hostile or... yeah complicated”
(9)
Participants said that overall, more transparency was needed, especially on how to get one’s resume from
Human Resources into the hands of the actual hiring officers (3,8,10). Many said coaching and word of
mouth were necessary to get your application through the hiring officers (5,8,10). A skills assessment is
now needed to work at a certain GS (5). A participant mentioned that the veteran hiring preference was
“messed up” (8). She had gotten confirmation that a job would be hers, but a veteran applied, and she
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could not qualify for the job anymore (8). A participant talked about how many NPS staff were retiring but
that replacement was not being recruited right away if it could wait, limiting the number of new
permanent staff recruits (6). Recruitment was criticized by all participants, among many reasons was that
communities of color need more specific information about the type of jobs available in the NPS (5). This
participant gave the example that Black Americans tended to only work in Human Resources or
administration because it is not well known in their communities what types of jobs are available (5).
Finally, there was the question of actively hiring for diversity or hiring the best candidate for the position.
Some participants are calling for more deliberate hiring of diversity in a candidate that may not have the
better experience but show potential compared to those who were privileged with previous work
experiences in environmental conservation, but who do not provide a new way of looking at conservation
problems (11).
“Are these things that people can learn while they're here? What does it mean to have the most
qualified person? And are those, are those, the job descriptions like, a barrier in itself from getting
people to, to not apply because they won't think that they're capable.” (11)
A participant recounted how upper management was more willing to higher diverse staff than middle
management that had been here for years and did not want workspaces to change (10). When working in
a crew that was not very diverse, a participant insisted that it mattered whether the hiring manager
showed they cared about diversity and choose to hire people that were respectful (11). The importance
of hiring and recruiting adequately was highlighted by a participant through a comparison. For tribal
consultation on an environmental conservation project, the NPS needs to make sure that the right liaison
person, communication, and settings are in place for the collaboration to go well. As one would not go to
recruit someone to work on a Sunday at church, similarly, it is important to think about who someone is,
how what they value is linked to their identity, before hiring them to work in a setting where they will
have to connect deeply with various Native American communities (5).
When a diverse workforce is hired, many participants noted it was taking years for people of color,
especially women of color, to get permanent positions if they were hired at all, and then many more years
for them to be in management and hiring positions (5,9). Many women of color interviewed were or had
been until recently stuck doing internships, although experienced and qualified (8,11). Even whilst
knowing hiring managers, being qualified, and having done multiple internships with the NPS already,
many could not get even a seasonal job because of the different hiring authorities and the veteran status
having priority over any other applicants (8). A participant questioned whether women of color were given
the same opportunities as their peers to move up (5). This was particularly noted during a peer-mentor
management and leadership training in a larger group when only one woman of color was a mentor
amongst a group of 40, and only one of the trainees was a man of color (5). In a separate training this time
on the topic of diversity, a participant found that non-mixity helped create a comfortable situation where
ideas could be shared more freely:
“And at the end they were like: hey, would you feel comfortable, let's do some breakout groups.
Would you feel comfortable if it was just people of color in this group and then every single like
person of color in the room, they all raised their hands like yes, we want to do that. And then, so
we went into a group and it was just all of the White people on the other group. And when we
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were talking everybody felt really comfortable, saying whatever they wanted to say. And that's
what they just kept saying it was just like oh I feel like I can talk about this and this and this without
feeling any like type of judgment or feeling guilty about speaking up on this perspective.” (4)
Another question is retention, which participants, most in entry-level positions, did not know details about
but said that it could be hard to stay in White spaces without support (discussed in Intersectional
Environmental Justice) (3,11). The opportunities created by having women of color participate in the
environmental policymaking of the NPS are profound. A participant having secured a permanent, yearround management position talked about how great it was to be able to work in different areas of her
park depending on the season (10). Another worked with underserved youth that does not usually go to
NPSU (11). She taught them how to engage with their communities back home to bring them outdoors
and care about environmental conservation (11). Finally, another permanent, management-level
participant talked about the many hats she wears and how she can care for both people as a tribal liaison
and the environment through her supervision of many conservation projects (6). Further connections
between environmental conservation and human diversity are made in the next section.

Intersectional environmental justice
In this section, Intersectionality is blended with Environmental Justice to (a) recognize and analyze the
multiple oppressive structures at play in the presence of barriers/opportunities for women of color
working in the NPS. How injustices are embedded in social inequalities is also looked at in this first part.
Then (b) the mechanisms and forms of environmental (in)justices are investigated before seeing how (c)
defining intersectional environmentalism shows its role in addressing environmental injustices in
conservation sustainably.
a. Recognition and analysis of the multiple oppressive structures and social inequalities that
injustices are embedded in
The first injustice embedded in oppressive structures investigated is the lack of affordable housing
(1,2,8,10). In the remote places where NPS staff live, most housing is expensive (2). One participant talked
about how her NPSU had been trying to specifically hire an intern of color (2). However, she noted that
they were not going to pay that intern much on top of not offering them housing (2). She knew that they
were not going to fill the position because this is already a hard place to find housing, the intern will
probably have to come from far because of how isolated the park is (2). The cost of relocation, which is
not covered as a seasonal worker, housing, and paying off student debt, for these new hires adds up
quickly (2,11). The participant also recounted how many of her peers had had to work multiple jobs to be
able to afford to work in the NPS (2):
“I mean I couldn't find housing and I work three jobs to you know pay my bills and stuff like that
to, and I am one of the higher paid GS levels for biotechs and so to think that an intern was going
be able to afford housing outside the park is really not being inclusive and considering diverse
backgrounds.” (2)
Entry-level environmental conservation jobs require a lot of experience, mostly unpaid internships, to get
into the field (1). One has to sacrifice time and sleep to get another job to afford to do those internships
or give up the opportunity altogether even if they are accepted into these selective programs (1).
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“you gotta like sacrifice your time and your sleep like in college I worked two jobs and went to
school full time so there was no way I could have accepted an unpaid internship.” (1)
When one adds to those costs the fact that women and gender minorities of colors are systematically paid
less for the same jobs (Jones and Solomon 2019), that working in environmental conservation does not
pay much, and that most jobs offered by the NPS are seasonal, it is no wonder there is little diversity in
the NPS workforce (2,11). To top it off, one of the roles of the first intern mentioned was to recruit a more
diverse set of volunteers (2). The position was not filled (2). Another oppressive structure to the living
conditions of NPS staff is the White communities surrounding the NPSU. As previously said, it is expensive
to live around NPSU. As such, most of the people living close to NPSU are White and wealthy (10,11). In
one interview, a participant talked about the wide economic disparity between the people working in the
service industry, Latinx and lower class, and the people using these services, White and upper class (11).
These White and wealthy communities are not comfortable safe spaces for women of color to live in
because of the lack of people that can relate to their lived experiences and support them (3,9). One could
argue that cheaper housing is available further away, but that would increase the commute expenses and
duration for these communities (6). Finally, a participant said that being able to work for an NPSU close
to family helped make sure that one had a community around them to rely on (10). She also shared that
local Indigenous people often were great advocates for the NPSU and environmental conservation since
they lived in the same ecosystem like that of the park, and a Native American participant added that she
felt it was easier for her to work for the NPSU since she was local to the area (4,10).
The second injustice looked at is the intersectional, systematic racism experienced by women of color
working in environmental conservation for the NPS. In this section, one sees that racism is about more
than not getting callbacks after interviews, though that is part of the problem (1,8). As environmental
conservation workers, many of the participants regularly go backcountry. As mentioned in the
Introduction, backcountry sports have, up until recently, been marketed toward White people only,
removing people of color from that space. One participant recounted how White-washed the ads from
outdoor companies have been, and still are (3). In her opinion, this gives the image that the outdoors
belongs to White people, it is not inviting people of color to join in (3). Outdoor recreation being focused
on White people has also desensitized some people of color to environmental conservation. One
participant shared how her parents do not think that working in environmental conservation is a
legitimate career by continuously asking her when she will get a “real job” (8). Another participant shared
how the more backcountry she went, either for herself or work, the less diverse the users were and the
more she stuck out (2). Users of color stay on shorter trails, perhaps because they have less experience
being in NPSU, they do not feel welcomed, or have less income to spend on expensive outdoor gear (2).
Indeed, a participant recounted how the knowledge and experience of going to NPSU had been kept to
White communities for a long time, so communities of color now have more work to do to access NPSU
in the first place, on top of these places being expensive and not feeling welcomed because of how Whitedominated they are (2). The experience for communities of color is according to her thus less enjoyable,
and they are less likely to come back (2). She also recounts a personal story in which she was stopped by
a White man who also worked for the NPS from going into the backcountry for work, this was a time when
the backcountry was closed to the general public, as he did not believe she also worked for the NPSU (2).
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“last season um I was going into the backcountry and there was you know no one was allowed out
there yet unless you were working and I'm a non-uniform employee I don't have to wear uniform
and so I was about to hop onto the trail but this Backcountry Ranger had stop me and was like
well where do you think you’re going, like what are you doing and he was this white male and I
am like oh like I work for so and so like I’m going out to do field surveys out there and he really
was just very rude and did not believe that I worked for the park and I’m like… it was a, it was a
very frustrating situation” (2)
Another participant confirms that people of color are interested in environmental conservation,
environmental science, and in being outside, but the problem of White dominance in the outdoors
continues beyond feelings of belonging (5). As this participant who is a manager and participates in the
hiring of staff recalls, she often gets White people applying for jobs designed for people of color (5). In her
opinion, to be able to change things, White people need to be able to hear people of color talking about
White people as a general group (5). It does not make sense that White people can generalize about Black
people if the same cannot be done about White people (5). In this she means that White folks need to be
able to hear criticism to change, that systematic racist behavior and environments need to be talked about
for one not to delude themselves that there is no problem (5). A participant noted that everyone has
biases but being aware of those is essential to move past them (11). These behaviors are part of the
oppressive mechanism of color-blindness and are particularly discussed in hiring. Another
recommendation she has is that hiring the “most qualified” is often used as an excuse to hire the same
type of staff that already exists within the NPS instead of hiring someone who has great potential with
great and different characteristics that might need more guidance to catch up on skills they could be
lacking (11). Participants feel that hiring a diverse workforce is not a priority (3).
More direct racism is present too. Co-workers have said some inappropriate remarks about Native
Americans in front of a White passing tribal member (6). This bothers this participant who wishes that her
co-workers would be respectful, before her having to tell them off and sharing part of her identity with
them (6). She also remembers times supervising archeology sites where staff joked about digging up
Native American bodies (6). Systematic, intersectional racism needs to be addressed but the work cannot
come from people of color. As participants said, the blame and responsibility cannot be continuously put
on communities of color, they should not be the ones to change to create a safe and inclusive space (9,11).
“so yes, I think that we should hire more diverse staff. But I also think that that comes with like as
asterix that like they have to do the work to understand that gender diversity inclusion, like those
aspects in the workplace. To like, make that, to like, make it a safe environment for everyone and
also not put all the work on women of color, people of color.” (9)
Diversity, Equity, and Inclusion is about more than hiring diverse staff, and the work should not be put on
people of color (9). Another participant argued that work needs to be done by White people as they
thought of a time when some White women were too afraid of trying to make a change in an organization
for women NPS staff to be more welcoming of non-binary people (9). Instead of trying to change things,
risking making a mistake, they preferred not changing anything. Taking risks is part of trying to do better,
however. In the next section, the drivers and forms (in)justices take are explored.
b. Investigation of the mechanisms and forms of environmental (in)justices
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In this section, the previously highlighted oppressive structures are further explored to the drivers and
form environmental (in)justices can take in environmental conservation. To start, the NPS has some
programs targeted at hiring more diversity. Participants mentioned the following programs which they
thought helpful in increasing NPS staff diversity: the programs are Pathways (4), Youth Conservation Corps
(4), Local Hiring Authority (4,6), Indigenous Hiring Preference with the Bureau of Indian Affairs (4), the
National Park Service Academy (9,11) and the college degrees in Parks and Recreation Management (4).
Participants also found that some NPSUs were using these programs less or more than others. Specifically,
a participant having worked at different NPSU in management positions noticed that the more traditional
and conservative park justified their lack of use of these programs because of a lack of time and housing
for the recruits (10). However, she thought that these programs would be great tools to hire the seasonal
staff the park otherwise hires every year (10):
“We can fill these same positions using different recruitment techniques to be able to hire diverse
staff and people” (10)
Another participant highlighted that a language requirement had been helpful in her getting her first job
with the NPS (1). The NPSU was hiring park rangers that spoke specific languages, one of which she spoke
which helped not only distinguish herself amongst other park ranger applicants but also helped the park
receive applicants of various races and ethnicities (1). Another applicant added that during and after
recruitment it was important to show the various career paths available in the NPS to motivate women of
color to stay (6). She also made sure to tell interns she worked with that in the private sector they were
not as likely to earn the same pay as men for the same job whereas they were guaranteed the same pay
for the same GS level with the NPS (6). However, another participant argued that it was easy for people
of color to look at other environmental organizations that are more diverse and want to work for them
(9). The participants hired through these special programs enjoyed staying in touch with other alumni
from their program that worked in the same NPSU as them (9). They indeed form a community that
supports and understands each other (9). Some participants worry that people of color are only hired
through these programs though and end up stuck in a lower position (8). Another participant adds that
stamina and supportive managers, who want a diverse NPS crew, are necessary to continue working in
the NPS after those programs (9). They also talked about how these programs helped give tips and tricks
to overcome the “hostile bureaucracy” of the NPS to get hired later on, on top of preparing with
experience and knowledge for their future positions in the NPS (9,10). Finally, a participant felt guilty
because she felt she had to use her tribal member credentials to work for the NPS (6). Seeing as getting
your foot in the door is so difficult with the NPS though she recognized that it was necessary for her (6).
Another form of justice present around women of color working for the NPS is the connection they form
with users of color. Many felt that their presence in the park helped not only connect the user to the NPSU
but also to show them that this was not just a space for White people (4,8). In welcoming and interacting
with school groups, participants were able to reach and engage with a more diverse group of users, which
participants are often on the lookout for (2,3). A Native American participant became more interested in
working in the NPSU she was interning at because of the diverse visitors it attracted and how curious they
were to learn about the history of her community (4). Another participant recognized that Native
Americans have profound ties to the land management and history of NPSU and that users enjoyed asking
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questions to someone with those ties (10). Users seem to indeed see the connection to the land as
something positive, they learn that environmental conservation is about more than preserving a
landscape but also the history of the people that have managed it and lived the landscape (4,10). The
participant shared that she had formed deeper connections to her Native American identity through her
work in the NPS (4).
“And I was just like hey like that's really interesting that these people travel all the way here. It's
like the middle of nowhere, but travel all the way here to learn about this place and learn about
the plants, the animals, the environment and again the tribes that are here.” (4)
She especially wants to keep her family legacy of park rangers going, as many family members worked in
this park before her (4). However, she also highlighted the importance of listening to indigenous people,
and other communities of color instead of imposing solutions to the environmental conservation
problems faced in and around NPSU (4). These interviews showed how Diversity, Equity, and Inclusion
promote innovation in environmental conservation. Participants indeed insisted that women of color coworkers and leaders in the NPS create a positive, welcoming, and innovative work environment (1).
Women have stories to tell about the changing gender roles they filled historically in environmental
conservation (10). Further, after having experienced the barriers to working in the NPS firsthand, women
of color want to help other people of color get these jobs without these barriers, even if their main tasks
are focused on environmental conservation (11). They indeed inspire other people and show that
environmental conservation can be a job you are being paid for instead of being a vocation like many
communities of color have thought for years (5). Thanks to the presence of more environmental studies
programs in colleges, more people of color are applying for these conservation jobs which was not the
case before, recognizes a participant (2,5). This participant knows that Black people are specifically
concerned with environmental justice issues as many have experienced them firsthand, but not many
have gone to school for it (5).
Without DEI, the NPS is not a safe enough space for people of color to be authentic and bring change and
innovation to environmental conservation problems. To be able to challenge the status quo, the
participants need to know that others share their lived experiences and as such will support their ideas
(3,11). Many feel exhausted from having to code-switch constantly at work to accommodate the
predominant White culture, on top of looking out for other people of color and pioneering the space to
make it safe for them (3,11). These are lonely endeavors that can consume women of color and burden
them with having to be the person of color to do the DEI work when it is not their primary function (2,11).
With all this extra work, having a community that shares what you have been through and what you
experience every day helps lessen the load, it creates a support system (8). In these isolated towns, not
being White or a man makes one stand out not only because of what you look like but also because of
one’s name, or not being able to find the food that you usually eat in the limited selection of the grocery
stores in these isolated towns (3,11). Participants can feel, as such, out of place and judged in these towns
(3,8). Their workplace becomes their community, which is another reason why having a diverse workforce
is so important (8,9). Older and more traditional NPSUs especially need to change as participants are not
satisfied with the lack of community (10).
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“both like productivity wise and like community wise is super important and community in like the
Park Service is like half the work, like the workforce is your community.” (9)
Again, if the NPS does not apply DEI more throughout all its NPSU, as the country becomes more and more
diverse, the NPS will lose its relevancy and the next generation will be disconnected from how the U.S.
has historically implemented environmental conservation (11). In the next section, intersectional
solutions brought up by the participants are studied.
c. Intersectional environmentalism and its role in addressing injustices sustainably
In this last section, the role of intersectional environmentalism in solution making is developed. To start
with, it is essential to show that everyone can work for the NPS in environmental conservation. In using
relevancy to connect users to ecological conservation and the outdoors, the NPS will ensure that more
people care about preserving nature. A participant shared that by hiring more people of color, more
communities will benefit from their knowledge of environmental science (2). Better scientific
understanding she explains, is connected to better decision-making at home about what one can do to
protect our planet (2). The importance of a diverse workforce also comes in to connect users better with
history through their and the NPS staff’s identity (6). The participant in question possessed much oral
history that was passed on in her culture and her spiritual connection to the land (6). Unfortunately, many
Native Americans that also possess oral and Traditional Ecological Knowledge are not going into the NPSU
of another participant, unless they worked for the park, because they have the same landscape in their
backyard, they have their oral history, and they did not feel the need to go into the park to learn about
themselves (4):
“Like I'd drive by it everyday and: oh that's just the park like... I have trees and canyons like that in
my house so no need to stop there, and I think that's the mindset of a majority of the local
population.” (4)
As introduced above, representation matters in leading more people to enjoying the outdoors and seeing
the benefits of it, feeling welcomed, and making it a space for all (1,3). Employing women of color, shares
a participant, helps push what the norms are for women of color, inspire and show them that they can do
hard backcountry environmental conservation work (8). A participant shares that she grew up visiting
NPSU but never envisioned to work at one and accidentally found a position open in her field (3). Since
she saw NPSU as places of leisure only, not a serious place to work for, she had never considered looking
for jobs with the NPS (3). Further than users feeling welcomed, diversity is necessary to better
environmental conservation as explained in (a) of the Environmental Justice section. Each person
possesses a different puzzle piece, adds a different view to environmental conservation solutions, the
history of the landscape that gets interpreted (1,2,3,6,9). There are many stories to be told about the U.S.
landscape and the NPS needs different people to tell those stories, as participants find it more enriching
for users (1,2,3,6,9). When there are few people of color interpreting the landscape’s history to users,
they are expected to speak on behalf of someone else’s history (1,2,3,6,9). As the NPS recognizes, not only
do they have to preserve the environment, but they must also tell the story of the U.S. through its NPSU,
which is impossible to do without incorporating different perspectives (3). More than stories though,
participants argue that diversity creates more creative and innovative work environments (3,9,11).
Participants believe that better decisions are made when more than one idea, perspective, is being
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discussed on the table (5,8). One feels more productive in their work (9). Others insist that it shows that
the NPS is open to new ideas and to change the way it approaches environmental conservation, that it
can be challenged to think differently, especially when it has been resistant and making excuses when
dealing with same issues for years and years (10,11). She argues that new and different solutions to solve
problems on a larger scale could be considered (10).
Another major solution that must be put in place would address the social injustices driving the lack of
diversity in the NPS workforce. As said by a participant herself, without addressing housing, low wages,
experience differences with White applicants it will be hard to recruit and retain women of color in the
NPS (2). Creating more long-term permanent positions and less seasonal positions, changing the
employment structure, is also part of this solution. Not only because working in environmental
conservation then becomes more financially sustainable for women of color, but also because they then
have a chance of making a larger impact on the communities and the landscape they work with (6).
Applying DEI policies throughout all NPSU is also essential to improve retention of the women of color
that do get hired. Many of the participants deeply enjoy their career, are fulfilled and know their ideas
are often taken seriously but would only consider staying if they had a permanent position, a safe
workplace community and opportunities to advance, which all fall under Equity and Inclusion policies 8
(3,6,9,11). A participant experienced fruitful discussions on identity amongst NPS staff in which she
learned and reflected about her own identity within her role in environmental conservation (10). This is
what a supportive community can look like. In sum, with social injustices addressed, an innovative
environmental conservation organization would have women of color at all levels of leadership, and would
not be satisfied with, as one participant put it, just White women in leadership (11).
“Because oftentimes when you ask the national park service about their diversity, they point to
the fact that they have, they have a lot of women. But the women tend to be White women. […]
that's like where they stop. They're just like we did it, we've done it like, look at our leadership.
There's all these White women on here, and they're bringing diversity here. […] Yeah, I think that
intersectionality piece is really important because a White woman has a completely different
experience than a woman of color, for many reasons.” (11)
All in all, it would be beneficial for the NPS to start viewing environmental conservation problems from an
intersectional environmentalist perspective. A tribal liaison participant exemplifies the benefits of it when
she recalls not being able to distinguish between the cultural and the natural because her job blends tasks
doing both, holistically (6). Looking at the landscape as an organism that encompasses people and nature
was important to the local tribes involved in this environmental conservation project (6).
“when you're a tribal liaison there there really isn't any distinction between culture and natural,
it's all one thing. And so with that piece I get to hear about what are the grizzly bears doing today
or what are the marmots up to? And you know what types of weeds are in the park or what types
of plants are flowering? You know it's, it's really that holistic picture of just what's going on in the
natural world in the park.” (6)

8

See Glossary.
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In this project, NPS biologist were working closely with Tribal Fish and Game workers who were leading
the project (6). This participant also noticed in working with other tribal members that they tended to
plan environmental conservation projects for generations to come and benefit from whereas NPS limited
themselves to a given timeframe and budget (6). She also noticed having to change her working pace
whenever she collaborated with tribal elders (6). She had to adapt to the people speaking to, here the
elders who were often unbothered with deadlines knowing that those always come back around (6).
Finally, it is essential that discussions around identity are incorporated into environmental conservation
discussion. Participants recalled how their identity affected how they were going to approach an
environmental conservation topic at work and made them have to wear different hats (6,10). In another
discussion where race and ethnicity were discussed, a participant learned more about her own heritage,
how diverse it could be and the different knowledges that Native American brought to the table (6). To
better value these knowledges in their environmental conservation work, a participant suggested that
more recruitment go through affinity groups that bring together people of similar identities that are
interested in the outdoors (9). Finally, though the NPS has long expected women of color to tell the story
of how they came to work for in NPSU their way, women of color are now taking back control of the
narrative in an effort to better represent their community’s needs in the outdoors (11).
“I have to figure out of like am I representing the national parks service, or am I representing my
community and their needs? And when am I just like repeating what the national park service
wants me to say versus when am I actually being authentic and trying to connect them in a way
that is beneficial for, for them.” (11)
As this happens, the NPS better hope that these women of color have good things to say about working
in environmental conservation as minorities.

Summary of findings
Using Intersectionality, the identities of the participant were shown to inform their experience as NPS
staff and their work in environmental conservation. Using Environmental Justice, the benefits of the NPS
implementing Diversity, Equity and Inclusion (DEI) were identified. Finally with Intersectional
Environmental Justice, the mechanisms behind the barriers these participants experienced, how they
were embedded in social injustice, what form they took, and how they could be overcome was
established.
Many barriers that women of color face when working for the NPS were found, as well as some
opportunities (Table 1). Not only was it found that these barriers slow down the careers of women of
color in the NPS and reduce DEI in the workforce, but it was also shown that these barriers put a significant
brake to innovation in environmental conservation. It was indeed further established that DEI in the NPS
leads to more innovative environmental conservation. Seeing as humanity is in a state of emergency when
it comes to protecting the environment, innovation is essential to ensuring that the methods of and
solutions to environmental conservation are as much up to date and diverse as possible (IPCC 2022). With
the multitude of problems that the earth is facing, many different solutions are necessary. That is why DEI
is so important to environmental conservation. With it, all chances are used to preserve our environment
and its resources. In this result section the importance of Intersectional Environmental Justice, or
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Intersectional Environmentalism in creating innovation in environmental conservation was introduced. In
the next section, the Discussion, this finding will be explored in more depth and in dialogue with literature.

Table 1. Main six barriers and opportunities experienced by women of color in the NPS.

Barriers

Opportunities

Expectations from NPSU users and co-workers
that women of color lack knowledge and skills to
work in environmental conservation. This career
does not fit the racial, ethnic and gender roles that
others have for them.

Indigenous American identity can create a feeling
of stewardship towards native land and the NPSU
being protected. Some Native Americans can feel
a duty of conservation and sharing of their
knowledge.

Women and other gender minorities of color feel Gender fluidity brings opportunities to women
discomfort and isolated in a White man and gender minorities of color to better fit in this
dominated field because of the lack of other peers man dominated field.
of color.
Conservative NPSU may not implement programs
to hire more diverse staff as much as more
progressive NPSU because of not wanting to
change the way things are traditionally done.

Women and gender minorities of color feel
empowered to both follow in the footsteps of
peers that paved the way in environmental
conservation, and by paving the way themselves
for future generation of conservationists of color
and marginalized users.

Recruitment, hiring and retention need to focus Promoting different stories of environmental
more on Equity and Inclusion to help women of conservation helps all NPSU users connect to
color not be stuck in lower positions.
nature and care more about protecting it.
Financial barriers due to expensive housing, Environmental conservation innovation led by
relocation costs, low pay, the experience needed diversity is motivating for marginalized folks
to get your first job in the NPS and other working in conservation.
intersectional financial barriers.
Intersectional, systemic racist and sexist behavior Programs that help hire more diverse staff also
at work from co-workers and users, and during the help build community.
recruitment, hiring and retention processes.
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Discussion and Conclusion
As presented above, the interviews of the participants and their analysis using Intersectionality and
Environmental Justice helped determine answers to the research questions presented in the Introduction.
The main barriers and opportunities that women of color experience when working for the NPS are
summarized in the previous table (Table 1). To answer the research question of this thesis; what are the
barriers and opportunities that women of color working for the National Park Service (study group) face
in their environmental conservation work; the sub research questions are first answered. For the first sub
research question, what barriers and opportunities does the study group identify, using Intersectionality
theory, the study group identified mainly barriers in the hiring and recruiting process, and the lack of
shared lived experience in the community of the NPS workforce. Intersectionality theory identified many
systematic barriers linked to the participants gender, race, ethnicity, and specifically how women of color
experience specific kinds of oppressions due to their identity. The second sub research question was:
What barriers and opportunities do theories of intersectionality and environmental justice identify?
Environmental Justice helped identify opportunities in the programs helping to hire more people of color
but also shows the limitation of those programs in only targeting Diversity, not Equity nor Inclusion. The
theory specifically highlighted the special knowledges women of color bring to environmental
conservation but also how they get stuck in lower, seasonal positions. Further, oppressive mechanisms
leading to barriers such as tone policing, color-blindness and tokenizing were identified with these
theories. Finally, the third sub research question, what can future policy targeted at increasing NPS
workforce diversity learn from the theories used, was mostly answered through the blending of the two
previous theories into Intersectional Environmental Justice. Indeed, the blending of the two previous
theories into Intersectional Environmental Justice helps shape what future environmental policy targeted
at increasing NPS workforce diversity can look like. These policies are based on values of Intersectional
Environmentalism where both people and the planet are accounted for in sustainable solution making.
After looking at how the sub research questions were answered, the main research can be addressed. The
main barriers experienced by women of color in the NPS come from systemic race based sexist power
dynamics in the conservation industry. Mechanisms that are part of the creation of those barriers are
designed to deny the existence of those power dynamics, color blindness, to diminish the voice of women
of color, tone policing, and to utilize these women for their identity and not their value in environmental
conservation as people, tokenizing. The main opportunities experience by women of color in the NPS
come from communities of color working alongside them or visiting NPSU. These peers bring innovation
to the field of conservation, empower women of color to further pioneer environmental conservation,
and create a sense of belonging in outdoors. The next section focuses on how the theories used dialogue
with the rest of the academic research on environmental conservation that employ Intersectionality,
Environmental Justice and Intersectional Environmental Justice theories.
In this thesis, the theory of Environmental Justice was used differently from its main uses in academic
literature. While Intersectionality had been previously used to assess barriers and opportunities
experienced by women in environmental conservation, Environmental Justice is usually employed to
address environmental pollution problems (Mann 2011). This study shows that it can also be used when
the environmental problem is not a straightforward pollution case to dissect. This thesis is arguably the
first case of employing Intersectional Environmental Justice when diversity in environmental
conservationist is examined. Other studies have looked at the link between conservation of biological
diversity and cultural diversity through for instance the production of a Mexican drink (Valenzuela Zapata
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and Gaytán 2016). This paper also adds to the rest of the literature criticizing Environmental Justice in its
limited ability to analyze the source of the problems it dissects. This study instead finds that Intersectional
Environmental Justice, a Critical Environmental Justice theory, is another tool for researchers wanting to
not only understand environmental problems but understand the shape sustainable solutions can take.
At heart Intersectional Environmental Justice is the theoretical application of Intersectional
Environmentalism, a version of environmentalism more focused on linking people and nature, to create
sustainable environmental solutions that account for both the social, human side of any environmental
problem, and the natural one.
This thesis falls into the field of critical environmental justice studies as it looked at barriers affecting
women of color who experience multiple forms of inequality; pushed Environmental Justice to look
beyond matters of knowledge recognition, participation and distribution but also at the mechanisms and
forms that environmental injustice takes; and asked how considering social and environmental justice
could be done together to form sustainable solutions (Pellow 2016). As Pellow (2016) puts is, it paints a
picture of what Environmental Justice could be. Intersectional Environmental Justice appeared in
literature before with Ducre (2018) for instance who used and added to it when looking at lower class
Black American women and their perception of environmental degradation in their communitities. Other
than the latter paper, Intersectional Environmental Justice has not been developed extensively in
environmental conservation yet.
However, there has been some research on climate change that has used Intersectionality. These papers
have been fundamental in helping shape more environmental research through Intersectionality. Kaijser
and Kronsell (2014) for instance used an intersectional lens to approach climate change and called for
more focus and questioning on the relationship and portrayal of human and the natural. Ecofeminism and
intersectional feminism are other branches of Critical Environmental Justice that have been using
Intersectionality in their analysis of human-environmental problems, showing how interlinked the two are
(Kings 2017; Lloro-Bidart and Finewood 2018). Environmental Justice theory itself has been called to be
more intersectional to better analyze environmental issues and how connected to social and societal
problems these are (Malin and Ryder 2018). This thesis pushed the already critical theory of
intersectionality forward by using it to “theoretically advancing understanding of the simultaneous forces
of privilege and penalty in the workplace” (Atewologun 2018). However this thesis goes beyond that as it
moves the use of intersectionality outside the traditional workplace organization into the field of
environmental conservation in which each cultural group has their own knowledge, personal stories and
myths that connect them to the land they protect (Aftandilian 2011).
The methods used were also unusual for a study on the NPS. Indeed, as put in the Introduction, most
research done on the NPS’ lack of user diversity has been quantitative, not qualitative. Consequently, this
paper invites more external academic parties to produce qualitative research on the functioning of the
NPS, or other large conservation organizations, through its employees and how it could be improved to
better conserve the American outdoors and appeal to all Americans. This study did not achieve some goals
set in the research proposal. For instance, no group discussion was organized between the study group
due to a lack of time. Interview participants were eager to participate in a group discussion and as such it
is a shame it could not be conducted. A major limitation in this study is that the use of the theory was
limited to gender and race and ethnicity. Other systems of oppressions were raised by participants such
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as class, which is a major systematic source of many barriers for some communities of color. In the next
section the findings are discussed in dialogue with other research pieces on barriers and opportunities
within environmental conservation employment.
In this section, the extent to which new barriers and opportunities found in this thesis that have not yet
been described in other literature is discussed. Jones and Solomon (2019) found similar barriers based on
the exclusion of women and assumptions from users and co-workers. When focusing on the women of
color in the paper this thesis found specifically the same intersectional barriers, such as racial and ethnic
based assumptions that women of color lack skills to work in environmental conservation and lacking a
sense of belonging in this White space. Similar opportunities were also found by Jones and Solomon (2019)
such as how Diversity, Equity and Inclusion trainings and relational support created by other women of
color in the field empower women of color. However, this thesis also found the benefits of gender fluidity,
NPS programs to recruit more diverse staff and the work itself of women of color being empowering to
them. This thesis also focused more on the mechanisms behind those barriers and opportunities, such as
tokenizing, whereas Jones and Solomon (2019) just looked at the barriers. Another Masters’ thesis looked
at gender diversity in the NPS staff and the barriers experienced by women (Orr 2019). However, Orr
(2019) focused on gender whereas in this thesis gender, race and ethnicity are explored intersectionally.
Further, this thesis linked staff diversity to quality environmental conservation whereas Orr’s (2019) focus
was to explore the work culture and employment in the NPS for women. The barriers and opportunities
identified through intersectionality echo the findings of Davies, Potter, and Gray (2019). Indeed, they find
that women and gender fluid outdoor education leaders experience much sexism in their workspace. They
also found that breaking gender norms was positive and helped create more inclusive environments,
similarly to what the participants of this thesis found (Davies, Potter, and Gray 2019). Santucci et al. (2014)
also found that the lack of funding was a problem in implementing more programs to be relevant to and
cultivate relationships with a more diverse audience. However, Santucci et al. (2014) focused on
diversifying users through programming and not staff diversity. Further, Santucci et al. (2014) and Schuett
and Bowser's research (2006), like many others on the topic of user diversity, focused on diversity issues
in urban NPSU only. Though urban settings being important, this thesis’ focus on non-urban parks helps
in identifying other barriers and opportunities for communities of color. Gray (2016) shows that, though
the paper focuses on gender without addressing race, women are under-valued and recognized in outdoor
education due to widespread discriminatory practices, such as an emphasis on men academics in the field.
This thesis found that asking questions to women of color who do conservation work in the NPS already
was helpful in highlighting why they want to work in environmental conservation in the first place. This
echoes the work of Davis (2019) who sought the perspectives of Black Americans that participate in
outdoor recreation in non-urban settings. Davis (2019) also found a similar barrier raised by participants
of this thesis. In the backcountry, the “wildlands” for Davis, Whiteness dominates the space from which
people of color were displaced. In the paper, it is noted how some Black folks are reappropriating for
themselves the comfort of practicing activities in the outdoors, similarly to how participants of this thesis
were reclaiming the backcountry as their workspace and backcountry activities as theirs (Davis 2019).
Apart from barriers and opportunities faced by women of color in environmental conservation, this thesis
found similar benefits of diversity for environmental conservation that Beasley (2017) did, even if this was
not the research objective of this work. For Beasley (2017), successful conservation is to: “attack
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environmental problems from multiple perspectives; increase focus on environmental justice; help brand
the movement by making it appear more heterogeneous; increase support for the movement by widening
its constituents”. Further, Aftandilian (2011) found by examining what non-indigenous Americans can
learn from Native Americans that non-Natives should form their own connection to nature instead of
trying to learn lessons about indigenous environmental conservation. The paper highlights the benefits of
creating or sharing your own personal story of connection to the land around you to improve the care for
this land, and share stories connected to different cultural heritage. Dunn (2017) also highlights the
importance of linking conservation to the “human experience” when researching botanical gardens, the
loss of plant diversity and cultural diversity. Similarly, Johns and Pontes (2019) found that adding an
emphasis on the human agency in conservation is important when trying to improve users ecoliteracy.
Women’s presence and importance in conservation outside of the U.S. is also explored by Raimi et al.
(2019) and Mago and Gunwal (2019). These authors’ work highlight the global needs for women and
gender minorities leaders in environmental conservation. The NPS has done many things right over the
past decades. It supports various resource groups to represent different marginalized groups interest in
the workforce, it has created many programs targeted at hiring people of color and started hiring more
women in leadership positions. Schultz et al. (2019) reviewed many of these programs. However, the NPS
has failed to think intersectionally and as such has not been able to sustainably hire people of color,
especially women of color. In this thesis, the potential of thinking intersectionally for the NPS’s continued
relevancy is emphasized. Another finding of this thesis raised by the interviewees was the benefit of
different forms of diversity for environmental conservation. Participants indeed noted that the NPS could
benefit from other forms of diversity within its rank. Those forms of diversity were age, class, abilities. A
paper on an outdoor leadership program explained that it was essential to allow for a diverse set of
discourses on wilderness to exist for more people to personally connect with the outdoors, no matter
their economic background (Gress and Hall 2017). More research on the benefits of multiple levels of
diversity for environmental conservation is needed as most papers focus either on gender or race and
ethnicity (Philpott 2017; Rogers, Taylor, and Rose 2019). In the next section, the final recommendations
are given.
Looking at existing research, many have already listed recommendations for the NPS. A Native-American
participant called for more cooperation on environmental conservation projects between non-Indigenous
Americans and Indigenous Americans. Dowsley (2009) already listed five steps to improve comanagement of environmental resources between Indigenous and non-Indigenous Americans. Ryan et al.
(2020) also suggest more cooperation between NPS staff and their local marginalized communities
through focus group and involvement in decision making and planning through representation. Schultz et
al. (2019) recommended already that the NPS programs to hire more diversity focus on different types of
diversity. This thesis goes further in arguing that these programs need to be used more homogeneously
across NPSU, instead of the majority of them being “located in three regions: Northeast (n = 364; 26.8%),
Midwest (n = 247; 18.2%), and Intermountain (n = 225; 16.6%)” (Schultz et al. 2019).
Looking at the findings of this paper, the main recommendations for the NPS are as follows:
-

Hiring
o More affordable housing and paying seasonal workers to move;
o Extension of the use of existing programs to hire people of color to more NPSU;
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-

Retention
o Less seasonal and more permanent positions;
o Use of DEI trainings to highlight the benefits of a diverse staff for environmental
conservation.

As mentioned in the Introduction, this thesis was designed as an introductory piece of research. Much
more work needs to be done to assess barriers and opportunities that women of color face in the NPS, as
well as other marginalized groups. It is recommended that future research study clusters of NPSU per
regions of the U.S. to identify what regions are doing well with their employees, and what could be learned
from them. Future research should also examine how other systems of oppressions of marginalized
groups affect their presence in environmental conservation such as class, differently abled people, etc.
Further, here women of color of all races and ethnicities were part of the study group. It would be wise
to look at what different types of barriers women and gender minorities experience based on what race
and ethnicity they identify with, and their cultural upbringing. As summarized by Gaard (2022), true social
and environmental justice results from the sum of many justices, such as queer, age, (dis)ability, species,
and multispecies justice.
In conclusion, this thesis highlighted the main barriers and opportunities experienced by women of color
and non-binary people working for the NPS in environmental conservation through narrative interviews.
The interviews were analyzed using Intersectionality theory, Environmental Justice theory and
Intersectional Environmental Justice. It was found that the main barriers that women of color face are the
hostile hiring process, the lack of a sense of community in the NPS, unaffordable housing and the low
number of permanent positions available. As for opportunities, there are many programs that help hire
women of color and those need to be put in place in all NPSU, not just a select few. Another finding that
confirmed previous research is that women of color are important persons to have in environmental
conservation to keep the field innovative and relatable to all Americans. Finally, it was found that
combining Intersectionality and Environmental Justice theory into Intersectional Environmental Justice
was helpful to highlight what sustainable solutions can help diversify the workforce long term to improve
environmental conservation. These solutions can look like the more widespread implementation of preexisting diversity hiring programs, the reduction of seasonal positions in favor of the increase of yearround permanent positions, better paid internships, and Diversity, Equity and Inclusion education to all
staff, including education on the benefits of a diverse workforce for improved environmental conservation
quality and long-term efficiency.
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Glossary
American: the term is used here to refer to individuals living in the United States of America.
Backcountry: here the remote and undeveloped areas of nature in and around NPSU.
Blood Quantum: “a strategy used by the [U.S.] government and tribes to authenticate the amount of
“Native blood” a person has by tracing individual and group ancestry” (Rice n.d.).
Codeswitch (to): “the practice of selecting or altering linguistic elements so as to contextualize talk in
interaction” (Nilep 2006).
Diversity, Equity, Inclusion and Accessibility (DEI):
“(b) The term ‘‘diversity’’ means the practice of including the many communities, identities, races,
ethnicities, backgrounds, abilities, cultures, and beliefs of the American people, including
underserved communities.
(c) The term ‘‘equity’’ means the consistent and systematic fair, just, and impartial treatment of
all individuals, including individuals who belong to underserved communities that have been
denied such treatment.
(d) The term ‘‘inclusion’’ means the recognition, appreciation, and use of the talents and skills of
employees of all backgrounds.
(e) The term ‘‘accessibility’’ means the design, construction, development, and maintenance of
facilities, information and communication technology, programs, and services so that all people,
including people with disabilities, can fully and independently use them. Accessibility includes the
provision of accommodations and modifications to ensure equal access to employment and
participation in activities for people with disabilities, the reduction or elimination of physical and
attitudinal barriers to equitable opportunities, a commitment to ensuring that people with
disabilities can independently access every outward-facing and internal activity or electronic
space, and the pursuit of best practices such as universal design.” (Executive Order 14035 2021).
Environmental conservation: here the term refers to any and all practices whose goal is to protect and
preserve a particular landscape.
Ethnicity: according to U.S. census, Hispanic or Latino, or Not Hispanic or Latino.
Gender: a person’s gender is the identity they build based on their body, their “internal sense of self”, and
how they present themselves in the world (Gender Spectrum 2022). These can be man, woman, nonbinary
or ungendered (Gender Spectrum 2022).
GS: General Schedule Classification and Pay is a pay structure system used by the U.S. government for
most Federal employees (OPM 2022).
Interpretation/to interpret: “catalyst in creating opportunities for audience members to make their own
intellectual and emotional connections to the meanings of park resources.” (NPS 2021).
Latinx/Latine: inclusive ways of writing and referring to Latino folks.
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LGBTQ2S+: LGBTQ2S+ stands for Lesbian Gay Bisexual Trans Queer Two-Spirit people. The term is used to
refer to the alliance of Queer folks.
National Park Service (NPS): organization that cares for U.S. National Parks.
National Park System Units (NPSU): here all parks that are part of the National Park system. Parks in the
National Park system can be monuments, trails, historical sites, recreational areas, battlefield, etc.
Outdoors (the): “the places outside where people can enjoy nature” (“The Outdoors” 2022).
Park ranger: “Park rangers are responsible for protecting our state and national parks; the natural
resources, ecosystems, and wildlife within them; and the people who visit them. Park rangers may serve
as law enforcement officers, environmental experts, historians or a combination of the three.” (“What Is
a Park Ranger?” 2014).
Participant: here someone that was interviewed for the purpose of this study.
People of color: here someone who does not identify as White and Caucasian.
Race: social construct based on someone’s skin color and physical features. According to the U.S. census
it can be one or a mix of the following: American Indian or Alaska Native, Asian, Black or African American,
Native Hawaiian or Other Pacific Islander, White, Other.
Tokenism: “the policy or practice of making only a symbolic effort (as to desegregate)” (“Tokenism” 2022).
Tribal member: here someone that is enrolled with a Native American tribe.
User: here a visitor to a NPSU.
White passing: here a person of color whose light skin tone could pass them off as White.
Woman of color: refers to any women-identifying person of color, including White Hispanic women.

38

Bibliography
Aagaard‐Hansen, Jens, and Maria Vang Johansen. 2008. “Research Ethics across Disciplines.”
Anthropology Today 24 (3): 15–19. https://doi.org/10.1111/j.1467-8322.2008.00585.x.
Aftandilian, Dave. 2011. “What Other Americans Can and Cannot Learn from Native American
Environmental Ethics.” Worldviews: Global Religions, Culture, and Ecology 15 (3): 219–46.
https://doi.org/10.1163/156853511X588635.
Atewologun, Doyin. 2018. “Intersectionality Theory and Practice.” Oxford Research Encyclopedia of
Business and Management, August. https://doi.org/10.1093/acrefore/9780190224851.013.48.
Bailey, Megan. 2020. “Between Two Worlds: Black Women and the Fight for Voting Rights (U.S. National
Park Service).” National Park Service. October 2020. https://www.nps.gov/articles/blackwomen-and-the-fight-for-voting-rights.htm.
Beasley, Maya A. 2017. “Beyond Diversity.” University of Connecticut.
https://diversegreen.org/research/beyond-diversity/.
Benson, Charles, Philip Watson, Garth Taylor, Philip Cook, and Steve Hollenhorst. 2013. “Who Visits a
National Park and What Do They Get Out of It?: A Joint Visitor Cluster Analysis and Travel Cost
Model for Yellowstone National Park.” Environmental Management 52 (4): 917–28.
https://doi.org/10.1007/s00267-013-0143-4.
Bernard, H. Russell. 2017a. “Chapter 7 Sampling III Nonprobability Samples and Choosing Informants.” In
Research Methods in Anthropology : Qualitative and Quantitative Approaches, Sixth
Edition:145–62. Lanham, Maryland: Rowman & Littlefield Publishers.
http://search.ebscohost.com/login.aspx?direct=true&db=nlebk&AN=1621755&site=ehost-live.
———. 2017b. “Chapter 19 Text Analysis II Schema Analysis, Grounded Theory, Content Analysis and
Analytic Induction.” In Research Methods in Anthropology : Qualitative and Quantitative
Approaches, Sixth Edition:459–91. Lanham, Maryland: Rowman & Littlefield Publishers.
http://search.ebscohost.com/login.aspx?direct=true&db=nlebk&AN=1621755&site=ehost-live.
Bowcutt, Frederica. 2013. “Tanoak Landscapes: Tending a Native American Nut Tree.” Madroño 60 (2):
64–86. https://doi.org/10.3120/0024-9637-60.2.64.
Brosius, J. Peter, and Sarah L. Hitchner. 2010. “Cultural Diversity and Conservation.” International Social
Science Journal 61 (199): 141–68. https://doi.org/10.1111/j.1468-2451.2010.01753.x.
Byers, Elizabeth, and Meeta Sainju. 1994. “Mountain Ecosystems and Women: Opportunities for
Sustainable Development and Conservation.” Mountain Research and Development 14 (3): 213–
28. https://doi.org/10.2307/3673773.
Byrne, Jason, and Jennifer Wolch. 2009. “Nature, Race, and Parks: Past Research and Future Directions
for Geographic Research.” Progress in Human Geography 33 (6): 743–65.
https://doi.org/10.1177/0309132509103156.
Camarillo, Leslie Nicole, Monika Stodolska, and Kimberly J. Shinew. 2020. “Marketing Recreation
Services in the Changing Landscape of Race and Ethnic Relations.” Journal of Park and
Recreation Administration 38 (1). https://doi.org/10.18666/JPRA-2019-9725.
Choo, Hae Yeon, and Myra Marx Ferree. 2010. “Practicing Intersectionality in Sociological Research: A
Critical Analysis of Inclusions, Interactions, and Institutions in the Study of Inequalities.”
Sociological Theory 28 (2): 129–49. https://doi.org/10.1111/j.1467-9558.2010.01370.x.
Christensen, Ann-Dorte, and Sune Qvotrup Jensen. 2012. “Doing Intersectional Analysis: Methodological
Implications for Qualitative Research.” NORA - Nordic Journal of Feminist and Gender Research
20 (2): 109–25. https://doi.org/10.1080/08038740.2012.673505.
Crenshaw, Kimberle. 1989. “Demarginalizing the Intersection of Race and Sex: A Black Feminist Critique
of Antidiscrimination Doctrine, Feminist Theory and Antiracist Politics.” University of Chicago
Legal Forum 1989: 139–68.

39

Davies, Rachel, Tom G. Potter, and Tonia Gray. 2019. “Diverse Perspectives: Gender and Leadership in
the Outdoor Education Workplace.” Journal of Outdoor and Environmental Education 22 (3):
217–35. https://doi.org/10.1007/s42322-019-00040-8.
Davis, Janae. 2019. “Black Faces, Black Spaces: Rethinking African American Underrepresentation in
Wildland Spaces and Outdoor Recreation.” Environment and Planning E: Nature and Space 2 (1):
89–109. https://doi.org/10.1177/2514848618817480.
Dowsley, Martha. 2009. “Community Clusters in Wildlife and Environmental Management: Using TEK
and Community Involvement to Improve Co-Management in an Era of Rapid Environmental
Change.” Polar Research 28 (1): 43–59. https://doi.org/10.1111/j.1751-8369.2008.00093.x.
Ducre, Kishi Animashaun. 2018. “The Black Feminist Spatial Imagination and an Intersectional
Environmental Justice.” Environmental Sociology 4 (1): 22–35.
https://doi.org/10.1080/23251042.2018.1426089.
Dunn, Christopher P. 2017. “Biological and Cultural Diversity in the Context of Botanic Garden
Conservation Strategies.” Plant Diversity, Plant Conservation and Botanic Gardens, 39 (6): 396–
401. https://doi.org/10.1016/j.pld.2017.10.003.
Executive Order 14035. 2021. “Diversity, Equity, Inclusion, and Accessibility in the Federal Workforce.”
Federal Register. https://www.govinfo.gov/content/pkg/FR-2021-06-30/pdf/2021-14127.pdf.
Federal Consulting Group, and CFI Group. 2017. “NPS Work Environment Survey Technical Report.”
https://www.nps.gov/aboutus/upload/NPS-WES-Technical-Report-20170929-Accessible.pdf.
Fereday, Jennifer, and Eimear Muir-Cochrane. 2006. “Demonstrating Rigor Using Thematic Analysis: A
Hybrid Approach of Inductive and Deductive Coding and Theme Development.” International
Journal of Qualitative Methods 5 (1): 80–92. https://doi.org/10.1177/160940690600500107.
Floyd, Myron F., Jason N. Bocarro, and Timia D. Thompson. 2008. “Research on Race and Ethnicity in
Leisure Studies: A Review of Five Major Journals.” Journal of Leisure Research 40 (1): 1–22.
https://doi.org/10.1080/00222216.2008.11950130.
Gaard, Greta. 2015. “Ecofeminism and Climate Change.” Women’s Studies International Forum 49
(March): 20–33. https://doi.org/10.1016/j.wsif.2015.02.004.
———. 2022. “Queering Environmental Justice Through an Intersectional Lens.” American Journal of
Public Health 112 (1): 57–58. http://dx.doi.org/10.2105/AJPH.2021.306489.
Gender Spectrum. 2022. “Understanding Gender.” Gender Spectrum. 2022.
https://www.genderspectrum.org/articles/understanding-gender.
Gómez, Edwin. 2002. “The Ethnicity and Public Recreation Participation Model ©.” Leisure Sciences 24
(2): 123–42. https://doi.org/10.1080/01490400252900112.
Gray, Tonia. 2016. “The ‘F’ Word: Feminism in Outdoor Education.” Journal of Outdoor and
Environmental Education 19 (2): 25–41. https://doi.org/10.1007/BF03400992.
Gress, Sara, and Troy Hall. 2017. “Diversity in the Outdoors: National Outdoor Leadership School
Students’ Attitudes About Wilderness.” Journal of Experiential Education 40 (2): 114–34.
https://doi.org/10.1177/1053825916689267.
Harley, Sharon. 2019. “African American Women and the Nineteenth Amendment (U.S. National Park
Service).” National Park Service. April 2019. https://www.nps.gov/articles/african-americanwomen-and-the-nineteenth-amendment.htm.
Hinson, Waymon R., and Edward Robinson. 2008. “‘We Didn’t Get Nothing:’ The Plight of Black
Farmers.” Journal of African American Studies 12 (3): 283–302. https://doi.org/10.1007/s12111008-9046-5.
IPCC. 2022. “Summary for Policymakers.” Climate Change 2022: Mitigation of Climate Change.
Contribution of Working Group III to the Sixth Assessment Report of the Intergovernmental
Panel on Climate Change.
https://report.ipcc.ch/ar6wg3/pdf/IPCC_AR6_WGIII_SummaryForPolicymakers.pdf.

40

Johns, Rebecca A., and Rachelle Pontes. 2019. “Parks, Rhetoric and Environmental Education: Challenges
and Opportunities for Enhancing Ecoliteracy.” Journal of Outdoor and Environmental Education
22 (1): 1–19. https://doi.org/10.1007/s42322-019-0029-x.
Jones, Megan S., and Jennifer Solomon. 2019. “Challenges and Supports for Women Conservation
Leaders.” Conservation Science and Practice 1 (6): e36.
Kaijser, Anna, and Annica Kronsell. 2014. “Climate Change through the Lens of Intersectionality.”
Environmental Politics 23 (3): 417–33. https://doi.org/10.1080/09644016.2013.835203.
Kaufman, Polly Welts. 2006. National Parks and the Woman’s Voice: A History. UNM Press.
Kings, A.E. 2017. “Intersectionality and the Changing Face of Ecofeminism.” Ethics and the Environment
22 (1): 63–87. https://doi.org/10.2979/ethicsenviro.22.1.04.
Lee, Jin-Hyung, David Scott, and Myron F. Floyd. 2001. “Structural Inequalities in Outdoor Recreation
Participation: A Multiple Hierarchy Stratification Perspective.” Journal of Leisure Research 33 (4):
427–49. https://doi.org/10.1080/00222216.2001.11949953.
Lee, KangJae Jerry, Jonathan Casper, and Myron Floyd. 2020. “Racial and Ethnic Diversity and Inclusion
Efforts of Public Park and Recreation Agencies.” Journal of Park and Recreation Administration
38 (1). https://doi.org/10.18666/JPRA-2019-9785.
Lewis, David Rich. 1995. “Native Americans and the Environment: A Survey of Twentieth-Century
Issues.” American Indian Quarterly 19 (3): 423–50. https://doi.org/10.2307/1185599.
Lloro-Bidart, Teresa, and Michael H. Finewood. 2018. “Intersectional Feminism for the Environmental
Studies and Sciences: Looking Inward and Outward.” Journal of Environmental Studies and
Sciences 8 (2): 142–51. https://doi.org/10.1007/s13412-018-0468-7.
Mago, P., and Isha Gunwal. 2019. “Role of Women in Environment Conservation,” April.
https://doi.org/10.2139/ssrn.3368066.
Malin, Stephanie A., and Stacia S. Ryder. 2018. “Developing Deeply Intersectional Environmental Justice
Scholarship.” Environmental Sociology 4 (1): 1–7.
https://doi.org/10.1080/23251042.2018.1446711.
Mann, Susan A. 2011. “Pioneers of US Ecofeminism and Environmental Justice.” Feminist Formations, 1–
25.
Martin, Derek Christopher. 2004. “Apartheid in the Great Outdoors: American Advertising and the
Reproduction of a Racialized Outdoor Leisure Identity.” Journal of Leisure Research 36 (4): 513–
35. https://doi.org/10.1080/00222216.2004.11950034.
Merchant, Carolyn. 1990. “Gender and Environmental History.” The Journal of American History 76 (4):
1117–21. https://doi.org/10.2307/2936589.
More, Thomas, and Thomas Stevens. 2000. “Do User Fees Exclude Low-Income People from ResourceBased Recreation?” Journal of Leisure Research 32 (3): 341–57.
https://doi.org/10.1080/00222216.2000.11949920.
Nilep, Chad. 2006. “‘Code Switching’ in Sociocultural Linguistics.” Colorado Research in Linguistics.
https://doi.org/10.25810/hnq4-jv62.
NPS. 2011. “Demographic Workforce Statistics for the National Park Service.”
https://mylearning.nps.gov/wp-content/uploads/2016/08/2011-Workforce-Stats.pdf.
———. 2019. “NPS Essentials: Relevancy, Diversity, and Inclusion.” NPS: Common Learning Portal. April
2019. https://mylearning.nps.gov/library-resources/nps-essentials-relevancy-diversity-andinclusion/.
———. 2021. “NPS Essentials: Interpretation and Education.” NPS: Common Learning Portal. 2021.
https://mylearning.nps.gov/library-resources/nps-essentials-interpretation-education/.
OPM. 2022. “General Schedule.” U.S. Office of Personnel Management. 2022.
https://www.opm.gov/policy-data-oversight/pay-leave/pay-systems/general-schedule/.

41

Orr, Deandra C. 2019. “Gender Equality in National Parks Service: How Integrating Ecofeminism Can
Improve the Culture and Employment of the National Parks Service.” The Evergreen State
College.
Oswald, W. Wyatt, David R. Foster, Bryan N. Shuman, Elizabeth S. Chilton, Dianna L. Doucette, and
Deena L. Duranleau. 2020. “Conservation Implications of Limited Native American Impacts in
Pre-Contact New England.” Nature Sustainability 3 (3): 241–46. https://doi.org/10.1038/s41893019-0466-0.
Paltridge, Brian. 2012. “Chapter 1 What Is Discourse Analysis?” In Discourse Analysis: An Introduction, 1–
14. Bloomsbury Publishing.
Partnership for Public Service. 2021. “Best Places to Work in the Federal Government: 2019.” Best
Places to Work in the Federal Government. March 2021.
https://bestplacestowork.org/rankings/detail/IN10#tab_category_tbl.
Pasta, Salvatore, Alfonso La Rosa, Giuseppe Garfì, Corrado Marcenò, Alessandro Silvestre Gristina,
Francesco Carimi, and Riccardo Guarino. 2020. “An Updated Checklist of the Sicilian Native
Edible Plants: Preserving the Traditional Ecological Knowledge of Century-Old Agro-Pastoral
Landscapes.” Frontiers in Plant Science 11. https://doi.org/10.3389/fpls.2020.00388.
Pearse, Rebecca. 2017. “Gender and Climate Change.” WIREs Climate Change 8 (2): e451.
https://doi.org/10.1002/wcc.451.
Pellow, David N. 2016. “TOWARD A CRITICAL ENVIRONMENTAL JUSTICE STUDIES: Black Lives Matter as
an Environmental Justice Challenge.” Du Bois Review: Social Science Research on Race 13 (2):
221–36. https://doi.org/10.1017/S1742058X1600014X.
Philipp, Steven F. 1999. “Are We Welcome? African American Racial Acceptance in Leisure Activities and
the Importance given to Children’s Leisure.” Journal of Leisure Research 31 (4): 385–403.
Philpott, Terri-Anne. 2017. “Nurturing Female Outdoor Educators: A Call for Increased Diversity in
Outdoor Education in Precarious Times.” In Reimagining Sustainability in Precarious Times,
edited by Karen Malone, Son Truong, and Tonia Gray, 281–92. Singapore: Springer.
https://doi.org/10.1007/978-981-10-2550-1_19.
Raimi, Morufu Olalekan, Romoke Monsurat Suleiman, Oluwaseun E. Odipe, Salami John Tolulope,
Oshatunberu Modupe, Awogbami Stephen Olalekan, and Makanjuola Bosede Christianah. 2019.
“Women Role in Environmental Conservation and Development in Nigeria” 1 (2).
https://doi.org/10.2139/ssrn.3425832.
Rainey, Shirley A., and Glenn S. Johnson. 2009. “Grassroots Activism: An Exploration of Women of
Color’s Role in the Environmental Justice Movement.” Race, Gender & Class, 144–73.
Ramstad, Kristina M., N. J. Nelson, G. Paine, D. Beech, A. Paul, P. Paul, F. W. Allendorf, and C. H.
Daugherty. 2007. “Species and Cultural Conservation in New Zealand: Maori Traditional
Ecological Knowledge of Tuatara.” Conservation Biology 21 (2): 455–64.
https://doi.org/10.1111/j.1523-1739.2006.00620.x.
Ravera, Federica, Irene Iniesta-Arandia, Berta Martín-López, Unai Pascual, and Purabi Bose. 2016.
“Gender Perspectives in Resilience, Vulnerability and Adaptation to Global Environmental
Change.” Ambio 45 (3): 235–47. https://doi.org/10.1007/s13280-016-0842-1.
Rice, Kylie. n.d. “Blood Quantum and Its Role in Native Identity.” The Indigenous Foundation. Accessed
April 21, 2022. https://www.theindigenousfoundation.org/articles/bloodquantum.
Rogers, Elizabeth Bond, Jason Taylor, and Jeff Rose. 2019. “Perceptions and Experiences of Diversity and
Inclusion of Outdoor Educators in Higher Education.” Journal of Outdoor Recreation, Education,
and Leadership 11 (2): 134–50.
Rome, Adam. 2006. “‘Political Hermaphrodites’: Gender and Environmental Reform in Progressive
America.” Environmental History 11 (3): 440–63. https://doi.org/10.1093/envhis/11.3.440.

42

Ryan, Molly M., Steven R. Lawson, Abigail M. Larkin, Steven J. Roberts, and David Pettebone. 2020.
“Engaging Minority Communities in Local National Park Units through Culturally Competent
Focus Groups.” Journal of Park and Recreation Administration 38 (1).
https://doi.org/10.18666/JPRA-2019-9747.
Santucci, David, Myron Floyd, Jason Bocarro, and Karla Henderson. 2014. “Visitor Services Staff
Perceptions of Strategies to Encourage Diversity at Two Urban National Parks.” Journal of Park
and Recreation Administration 32 (September): 15–28.
Saville, Anne, and Alison E. Adams. 2021. “Environmental Justice in the American South: An Analysis of
Black Women Farmworkers in Apopka, Florida.” Agriculture and Human Values 38 (1): 193–204.
https://doi.org/10.1007/s10460-020-10147-0.
Schlosberg, David. 2004. “Reconceiving Environmental Justice: Global Movements And Political
Theories.” Environmental Politics 13 (3): 517–40.
https://doi.org/10.1080/0964401042000229025.
Schuett, Michael A., and Gillian Bowser. 2006. “Managers’ Perceptions of Issues in Serving Racial and
Ethnic Minorities in Urban Parks.” The George Wright Forum 23 (4): 40–48.
Schulte, Terrianne K. 2009. “Citizen Experts: The League of Women Voters and Environmental
Conservation.” Frontiers: A Journal of Women Studies 30 (3): 1–29.
Schultz, Courtney L., Jason N. Bocarro, KangJae Jerry Lee, Aby Sene-Harper, Mickey Fearn, and Myron F.
Floyd. 2019. “Whose National Park Service? An Examination of Relevancy, Diversity, and
Inclusion Programs from 2005–2016.” Journal of Park and Recreation Administration.
https://doi.org/10.18666/JPRA-2019-9052.
Shores, Kindal A., David Scott, and Myron F. Floyd. 2007. “Constraints to Outdoor Recreation: A Multiple
Hierarchy Stratification Perspective.” Leisure Sciences 29 (3): 227–46.
https://doi.org/10.1080/01490400701257948.
Stanfield McCown, Rebecca, Daniel Laven, Robert Manning, and Nora Mitchell. 2012. “Engaging New
and Diverse Audiences in the National Parks: An Exploratory Study of Current Knowledge and
Learning Needs.” The George Wright Forum 29 (2): 272–84.
Stodolska, Monika. 2018. “Research on Race, Ethnicity, Immigration, and Leisure: Have We Missed the
Boat?” Leisure Sciences 40 (1–2): 43–53.
Tarrant, Michael A., and H. Ken Cordell. 1999. “Environmental Justice and the Spatial Distribution of
Outdoor Recreation Sites: An Application of Geographic Information Systems.” Journal of Leisure
Research 31 (1): 18–34. https://doi.org/10.1080/00222216.1999.11949849.
Taylor, Dorceta E. 1997. “Women of Color, Environmental Justice, and Ecofeminism.” In Ecofeminism:
Women, Culture, Nature, 38–81. Indiana University Press.
———. 2000. “Meeting the Challenge of Wild Land Recreation Management: Demographic Shifts and
Social Inequality.” Journal of Leisure Research 32 (1): 171–79.
———. 2018a. “Diversity in Environmental Organizations Reporting and Transparency.” University of
Michigan. https://doi.org/10.13140/RG.2.2.24588.00649.
———. 2018b. “Racial and Ethnic Differences in the Students’ Readiness, Identity, Perceptions of
Institutional Diversity, and Desire to Join the Environmental Workforce.” Journal of
Environmental Studies and Sciences 8 (2): 152–68. https://doi.org/10.1007/s13412-017-0447-4.
Taylor, P.A., Burke Grandjean, and J.H. Gramann. 2013. “National Park Service Comprehensive Survey of
the American Public, 2008-2009: Racial and Ethnic Diversity of National Park System Visitors and
Non-Visitors.” National Parks: Public Attitudes, Use, and Visitor Demographics, March, 107–31.
“The Outdoors.” 2022. Dictionary. Merriam-Webster.Com. 2022. https://www.merriamwebster.com/dictionary/the+outdoors.

43

Theriault, Daniel, and Brooke Burke. 2020. “Introduction to the Special Issue–Building Bridges Instead of
Walls: Marketing with Minoritized Populations.” Journal of Park and Recreation Administration
38 (1). https://doi.org/10.18666/JPRA-2019-10196.
Theriault, Daniel, and Rasul Mowatt. 2020. “The Value of Ethnic History Studies to Cultural Competence
in Organized Youth Recreation.” Journal of Park and Recreation Administration 38 (1).
https://doi.org/10.18666/JPRA-2019-9968.
“Tokenism.” 2022. Dictionary. Merriam-Webster.Com. 2022. https://www.merriamwebster.com/dictionary/tokenism.
United Nations Environment Programme. 2004. “Women and the Environment.”
http://www.unep.org/resources/report/women-and-environment.
United Nations Environment Programme, UN Women, UNDPPA/PBSO, and UNDP. 2020.
“GENDER,CLIMATE & SECURITY Sustaining Inclusive Peace on the Frontlines of Climate Change.”
https://wedocs.unep.org/bitstream/handle/20.500.11822/32638/GCS.pdf?sequence=1&isAllow
ed=y.
U.S. Census Bureau. 2019. “U.S. Census Bureau QuickFacts: United States.” 2019.
https://www.census.gov/quickfacts/fact/table/US/LFE046219.
U.S. Census Bureau, Current Population Survey, 1997–2017. 2021. “Race and Ethnicity of the U.S.
Population.” American Council on Education - Race and Ethnicity in Higher Education. March
2021. https://www.equityinhighered.org/indicators/u-s-population-trends-and-educationalattainment/race-and-ethnicity-of-the-u-s-population/.
Valenzuela Zapata, Ana G., and Marie Sarita Gaytán. 2016. “Sustaining Biological and Cultural Diversity.”
Revue d’ethnoécologie 2 (July). https://doi.org/10.4000/ethnoecologie.990.
Vespa, Jonathan, Lauren Medina, and David M Armstrong. 2020. “Demographic Turning Points for the
United States: Population Projections for 2020 to 2060.” Current Population Reports, 2020, U.S.
Census Bureau edition.
Warren, Karen J. 1997. “Taking Empirical Data Seriously: An Ecofeminist Philosophical Perspective.” In
Ecofeminism: Women, Culture, Nature, 3–20. Indiana University Press.
Weber, Joe, and Selima Sultana. 2013. “Why Do So Few Minority People Visit National Parks? Visitation
and the Accessibility of ‘America’s Best Idea.’” Annals of the Association of American
Geographers 103 (3): 437–64. https://doi.org/10.1080/00045608.2012.689240.
“What Is a Park Ranger?” 2014. ParkRangerEDU.Org. March 27, 2014.
https://www.parkrangeredu.org/what-is-a-park-ranger/.
Whiting, Jason W., Lincoln R. Larson, Gary T. Green, and Chuck Kralowec. 2017. “Outdoor Recreation
Motivation and Site Preferences across Diverse Racial/Ethnic Groups: A Case Study of Georgia
State Parks.” Journal of Outdoor Recreation and Tourism 18 (June): 10–21.
https://doi.org/10.1016/j.jort.2017.02.001.
Whitley, Cameron Thomas, and Linda Kalof. 2020. “Women Behind the Shutter: Exploring the Place of
Women in Elite Environmental Conservation Photographer Networks.” Sociological Inquiry 90
(1): 147–71. https://doi.org/10.1111/soin.12318.
Windsong, Elena Ariel. 2018. “Incorporating Intersectionality into Research Design: An Example Using
Qualitative Interviews.” International Journal of Social Research Methodology 21 (2): 135–47.
https://doi.org/10.1080/13645579.2016.1268361.

44

Appendix I: Interview Questions Guide
Administrative:
-

Review informed consent form for individual interview together
Inform interviewee about recording format

Employment Warm Up Questions
-

What is your current employment position? Can you briefly describe your daily activities?
How long have you held this position for?
What previous positions in environmental conservation did you hold?
Do you take part in the hiring of new staff members?

Questions Race and Gender (from Windsong 2016)
-

To start with, I’m going to ask you questions about racial and/or ethnic identity. How would you
define race and ethnicity? What do they mean to you?

-

Can you tell me how you identify yourself racially or ethnically?
o Do you think of your race and ethnicity as separate identities? Why or why not?

-

How do other people usually identify you in terms of race and ethnicity? If it’s different from how
you identify yourself, do you ever correct them?

-

Now, I would like to ask you a few questions about gender. How would you define gender? What
does gender mean to you?

-

What gender do you identify with?

-

Generally, we think of characteristics as masculine or feminine. When you think of these
characteristics, do you think you have a lot of characteristics of either masculinity or femininity?
Can you tell me more about those characteristics?

-

Have you ever been misidentified?

For the next set of questions, I want you think about both your race/ethnicity and your gender. However,
if you find that either race or gender seems more relevant, you can talk about that.
-

Do you think your gender identity means more to you than your racial/ethnic identity or vice versa
or is it difficult to think of these as separate identities? Why?
o Can you tell me about situations when your gender or race is more important? Why?

-

Do you think other people at work expect certain behaviors from you because of your
gender/race/ethnicity? Can you tell me about those?
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Everyday life approach
-

Do you think you are ever treated differently because of your race and gender at work? If so,
could you elaborate?

(For instance, you identified as (RACE) and (GENDER). Do you think you are ever treated differently
because you are (RACE)? Do you think this is also tied to being (GENDER)?)
-

When you think of work, do you notice any patterns of what types of sectors people work in?

(For instance, do you notice women work in some sectors more than men? Do you notice that Hispanic
women participate in some sectors different from white women? Do you notice Hispanics participate in
some sectors more than whites?)
-

How diverse would you describe your workforce environment as? Why is it that way according to
you?

-

In what ways do you think a diverse workforce is important or not to the work you do every day?

Life story approach
-

Have your race/ethnicity and gender played a role in applying to work for the National Park
Service in your experience? In what way?

-

In what way would your path leading you to work for the National Park Service have been
different or similar had you been of a different race/ethnicity or gender?

(Guesswork to reflect on one’s identity)
-

Do you think the National Park Service should be hiring more women of color? Why / why not?

-

Do you think the National Park Service hiring process or other policies should change to employ
more women of color? If so in what ways?

-

In your opinion what are the advantages/disadvantages of hiring women of color in your field of
work?

Feedback for me?
Interested in focus group discussion?
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Appendix 2: Coding Scheme
-

Intersectional identities

-

Environmental benefit and/or cost
Knowledge recognition
Participation in political processes

-

-

-

Oppressive structures
Environmental injustice mechanisms
Intersectional environmentalist solution-making
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