An MPA Mentorship Program Designed to Address the Gender Equity Gap in City
Manager Positions

A Project
Presented to the
Faculty of
California State Polytechnic University, Pomona

In Partial Fulfillment
Of the Requirements for the Degree
Master of Public Administration

By
Esther Gonzalez
2019

SIGNATURE PAGE

PROJECT:

AN MPA MENTORSHIP PROGRAM DESIGNED
TO ADDRESS THE GENDER EQUITY GAP IN
CITY MANAGER OR CAO POSITIONS

AUTHOR:

Esther Gonzalez

DATE SUBMITTED:

Fall 2019
Department of Political Science

Dr. Renford Reese
Project Committee Chair
Political Science

Dr. Brady Collins
Political Science

Cristina Dominguez, MPA
Political Science

ii

ACKNOWLEDGEMENTS
To my friends and family, especially my parents – Thank you for your support as I have
been balancing this program with life. I hope, through this body of work, you can see an
example of why I care about public administration and why this field is important for all
our futures.
To my thesis chair, Dr. Renford Reese – Thank you for supporting me and all the MPA
students no matter where we are in our MPA path. And, thank you for believing in
second chances and making the world a kinder, more human place through your work.
To my thesis committee members, Dr. Brady Collins and Cristina Dominguez, MPA –
Thank you for your support and commitment as I finish this program.
To my entire thesis committee – Thank you for reviewing this work that I care deeply
about, especially as a female MPA student, and that is important to the future of diversity
in local government leadership.
To the Cal Poly Pomona MPA Program especially Dr. Sandra Emerson – Thank you for the
opportunity to participate and learn from faculty members that exemplify a life in public
service. Thank you for showing me that I am a valued member of graduate level education,
and that my contributions to the program are valued.

iii

ABSTRACT
Research shows that the percentage of women holding Chief Administration Officer
(CAO), also known as City Manager, positions, 13% is disproportionate to the
percentage of women in our population, 51%. Nationally, women hold 53% of
Assistant to CAO positions, 34% of Assistant CAO positions, and 30% of
Department Head, or Director, positions; however, they hold only 13% of CAO
positions. Los Angeles County has 88 incorporated cities of which only eight cities
have female CAOs; thus, Los Angeles County has an even lower female
representation, 9% of CAOs, than the nation’s already dismal percentage. This
gender gap in CAOs is significant and has been stagnant with no significant
increase for over the past thirty years. Women have received an average of 75% of
Master in Public Administration (MPA) degrees, the preferred education
requirement for CAOs. This study analyzes the root causes for gender disparities in
CAO positions within Los Angeles County. There are a significant percentage of
women with the ideal work experience and educational requirements for the CAO
position in the County. Moreover, this study proposes extracurricular programming
efforts for Cal Poly Pomona’s MPA program in an effort to increase female
awareness of city management career paths, self-efficacy in city management, and
identity with the CAO position. This study includes quantitative analysis in the
form of a survey of current Cal Poly Pomona MPA students, both male and female
to gauge the awareness, self-efficacy, and identity levels within city management
career paths. A qualitative study of interviews with current female CAOs will
examine the educational, career, and personal internal and external conditions that
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allowed them to persist in their career path to CAO. The aim of this study is to
create a pilot program that is scalable and, if proven successful by subsequent
research, will ultimately increase gender equity in CAO positions in Los Angeles
County.
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CHAPTER 1: INTRODUCTION
Major players, including experienced local government executives, professional
associations, and leading researchers, in public administration are concerned about the
lack of diversity and inclusion in senior management positions in local government,
especially with respect to the gender inequality gap. The underlying reasons for the
gender equity gap and the continued glass ceiling in city management roles remain
unclear; because, unlike other industries, like engineering for example, public
administration does not exhibit a functionally associated gender equity gap in the
graduate education training typically required for these executive positions. In fact, for
over twenty-five years (see Appendix A), the majority of Master in Public Administration
students have been female. Therefore, even taking into account the time that it would take
for graduates to attain the average management experience required for the positions, five
to ten years (see Appendix B), the gender gap was expected to decrease at a greater rate
than it has over the past twenty years (ICMA, 2014).
For the past century, research has sought to identify how gender inequities,
specifically as they pertain to women, affect different social structures and institutions.
Institutions pay particular attention to gender inequities as they affect their performance,
outcomes, and abilities to deliver to their stakeholders. This study aims to aggregate a
literature review about how gender inequities in executive leadership positions in local
government affect the ability of a city to serve its constituents. The outcome of this study
– the value proposition for local government to proactively address gender inequities in
its executive leaders – specifically City Manager or CAOs, aims to address ways that the
Cal Poly Pomona (CPP) Master in Public Administration Program (MPA) program can
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provide professional development value add to its students. The CPP MPA program’s
mission is as follows:
To provide an academic and professional graduate education to people preparing
themselves for careers in public affairs and/or administration.
Based on this mission statement and the gender issues addressed herein, current
research and this study were evaluated in aggregate to develop a design for a mentorship
program that will support students in their preparation for careers in local government.
Specifically, this pilot program will support their development in leadership positions by
making students aware of careers in local government leadership, increasing their selfefficacy in such careers, and ultimately, increasing student self-identity in City Manager
and CAO positions.
The literature review provided in Chapter 2 of this study aims to connect research
from a variety of disciplines that can influence the pilot mentorship program for future
City Managers or CAOs. It includes a thorough review of the following themes: a history
of gender equity in the workplace, how gender equity affects local government, gender
equity in leadership roles, the most prominent gender issues affecting women in
leadership positions, the need for supplemental professional development in the MPA
curriculum, and mentorship as a leadership catalyst – specifically for women.
Firstly, research shows that there has been a significant increase of women
representation in a variety of industries, but this increase in representation varies widely
amongst different industries (Institute for Women’s Policy Research (IWPR), 2013;
Bobbitt, 2007, p. 3). Additionally, the increase in women representation within
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organizations has not been equal within different levels of an organization, specifically
leadership roles (Powell, 2018, p. 135). The research from the aforementioned different
disciplines shows that the underlying reasons why women have not reached parity in
executive roles in local government are multifaceted, yet they are mostly rooted in
fundamental societal issues that have affected gender equity and parity since the 1900s
(Bond, 2005, p. 8).
Gender equity in the workplace is rooted in their familial roles, the perception of
women’s role in the workplace, and women’s role as a homemaker (Barnett, 2004, p.
667). Furthermore, the ascension of women in the workplace has been historically driven
by macroeconomic forces, and this continues to be the case even though increased
representation of women in the workplace across different levels has shown to increase
productivity and outcomes for institutions (Kossoudji, 1992, p. 431). The measures of
women entering the workforce can be categorized in the following three periods: single
women entering the workforce, increase of married women and mothers entering the
workforce, and increase of women in leadership positions (Unger, 2004, p. 158). Gender
representation has continued to increase across many industries, like local government;
but, today, the greatest gender inequity in local government is representation in
leadership and executive roles (Powell, 2018, p. 135).
But, why should local government organizations invest or show attention to
increasing gender equity in its leadership? The benefits to local government organizations
are both internal and external. Externally, research shows that the representation of
women in leadership and executive roles in government results in better service delivery
to its citizens (Caceres, 2013, p. 697). One example is the fact that increasing the
3

representative bureaucracy of an organization’s leadership increases public trust
(Holman, 2017, p. 293). Moreover, research shows that men and women implement
policy differently; having a balance of different implementation traits is critical for
ensuring that a local government meets the needs of all its constituents and does not
disadvantage certain subgroups (Kabeer, 2005, p. 22). Lastly, when organizations
increase women representation in local government leadership roles, research shows that
they increase active representation meaning that they address the needs of men and
women more equally (Keiser, 2002, p. 554).
Internally, increasing women representation in leadership roles increases
employee engagement and career identity with an organization; and, similarly,
organizations with more diverse leadership attract diversity in new employee prospects
(Cohen, 2013, p. 538). However, phenomena within an organization’s structure create
obstacles for women to achieve leadership roles. These obstacles vary among different
levels within an organization, and the organizational traits that create these obstacles are
clearly explained by the Barriers and Facilitators of Female Leader Empowerment
(BAFFLE) female leadership model (Lyness, 2018, p. 229). These levels include
individual employees, work groups, middle management, and senior leadership. This
model combined with the literature on the intersection of women and leadership finds
that there are three main factors that support women in the pursuit and persistence of
leadership roles; they are interest, self-efficacy, and self-identity (Lyness, 2018, p. 235).
One societal structure that significantly affects women in their pursuit of senior
leadership roles, specifically City Manager or CAO roles, is the internal and external
perception of women’s familial roles. This is proven by existing literature and is further
4

supported by the interviews of current female MPA students and City Managers. The
main issue that women face in executive roles is their perception of feasibility of worklife balance (Lange, 2017, p. 91). Research shows that women pursuing City Manager or
CAO roles feel an ultimatum between pursuing their career role and their familial role
(ICMA, 2014, p. 14). Critical to tackling this issue is understanding a paradox; there is a
studied positive correlation between women pursuing City Manager or CAO roles and
being married and there is a negative correlation between women pursuing City Manager
or CAO roles if they have children (Aguado, 2012, p. 33). Furthermore, this same
paradox does not exist for their male counterparts. This suggests that married women are
most likely to pursue City Manager or CAO roles, but only if they are confident that they
can feasibly support their career and familial roles simultaneously. Human resources
functions of organizations should be incentivized based on the benefits outlined above to
implement support structures for women that address this paradox and empower women
to pursue City Manager or CAO roles.
There is longitudinal research on the effectiveness and impact of organizational
structures that have been implemented to promote gender diversity and inclusion in City
Managers or CAO roles. One study that has addressed this research question found that
encouragement and empowerment from others in organizational programs had a
significant impact on increasing females’ pursuit of City Manager or CAO positions
(Lange, 2017, p. 97). Specifically, the implementation of mentorship programs within an
organization between junior and senior level employees increased female applications for
leadership positions (Lange, 2017, p. 102). This study shows that the combination of a
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pro-diversity organizational culture in combination with a structured program, like
mentorship, can address the gender equity issues in City Manager or CAO roles.
So, why the need for a mentorship program in the MPA program to address the
gender disparities in City Manager or CAO roles? Firstly, MPA programs are the primary
educational requirement for City Manager or CAO applicants. This is supported by an
analysis of current open Municipal Management of Southern California Association
(MMASC) City Manager or CAO job postings shown in Appendix B (MMASC, 2019).
Since MPA programs strive to prepare students for careers in local government as shown
in the CPP MPA mission statement above and female students account for over seventy
percent of MPA students in the United States, there is an opportunity for MPA programs
to better prepare their students for future leadership roles in local government through
professional development programs. Based on this need and the literature that examines
the barriers that women experience in their pursuit of City Manager or CAO roles, a
mentorship program is the ideal catalyst for empowering female students during their
MPA program so that they are equipped to pursue these roles upon completion of their
MPA degree.
The literature reviewed in this study also addresses how a mentorship program
can address gender norms that affect the mentorship experience. Because of the gender
inequities in leadership positions, women mentees will be less likely than their male
counterparts to find a mentor that is of the same sex. Studies show that women are less
inclined to organically identify a mentor and initiate a mentorship relationship compared
to their male counterparts (Johnson, 2015, p. 176). Therefore, a formal mentorship
structure addresses this disparity by providing a platform that welcomes and empowers
6

women mentees to initiate mentorship relationships. Furthermore, an educational
component for the mentors, specifically male mentors, will support their awareness of the
societal, organizational, and individual phenomenon that affect women pursuing
executive roles in local government. This helps mentors and mentees attain optimal
outcomes from their mentorship experiences.
It is important to note that mentorship programs benefit mentees, mentors, and
organizations alike. Mentees benefit by being empowered to successfully pursue
leadership positions and have the self-efficacy to encounter situations where gender
inequities exist, like salary negotiations for example. Mentors benefit from mentorship by
feeling a sense of fulfillment from their ability to support the development of future
leaders in their organizations. The “silver tsunami” is a cited phenomenon in local
government that describes the large percentage of executives in local government that are
approaching retirement age while the leadership pipeline does not have the supply to fill
these soon to be empty roles (ICMA, 2014). Therefore, organizations, too, benefit from
mentorship programs that develop MPA students who will be their future leaders.
The design for the Executive City Leaders Development Program (ECLDP), a
pilot mentorship program for CPP MPA students is tailored to address the specific needs
of female students based on the literature reviewed above and the study conducted in this
study. It addresses historical gender issues affecting women pursuing City Manager or
CAO programs, the internal and external phenomenon currently experienced by women
in the industry, and the organizational needs of the industry. Based on the combination of
these factors, the program design includes a model that first addresses increasing mentee
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awareness and interest in executive roles in city management, their self-efficacy to pursue
these roles, and increasing their self-identity in these roles.
The study included in Chapter 3 of this study aims to identify if the gender
stereotypes and issues outlined above affect participant perception of executive
leadership roles at the MPA level. The quantitative analysis conducted in the form of an
online survey of MPA students finds that for the participant pool, for which most
participants are female, gender is not statistically significantly correlated with awareness,
interest, or self-efficacy in City Manager or CAO roles. This supports the literature
reviewed which shows that the majority of issues affecting gender equity in executive
level positions in local government occur within the organization. The qualitative
analysis conducted in the form of phone interviews of current female MPA students finds
that exposure to careers in local government were not independently initiated by
respondents, but instead by a career or academic setting. Furthermore, the issue of worklife balance and being able to fulfill their familial roles is prevalent for female MPA
students and already influences their perspective of pursuit of a City Manager or CAO
role. The qualitative analysis conducted in the form of phone interviews with current
female City Managers or CAOs found that the decision to pursue their current roles
happened late in their careers, primarily during their roles as a department head or
Assistant City Manager role. This highlights the importance of intentional methods of
increasing awareness and marketing leadership opportunities in local government, like
mentorship programs, given the cited “silver tsunami”.
As a result of an analysis of existing research and this study, the Executive City
Leaders Development Program design is recommended for implementation as a
8

supplemental professional development program for CPP MPA students. The details of
this design as well as further research recommendations are found in Chapter 5 of this
study. As previously stated, the design includes the following three phases: Exposure,
Self-Efficacy, and Identity. Each component of the mentorship program is intended to be
implemented over a three-year period, so that students can complete the entire program
within one academic year. The Exposure phase aims to create a baseline of knowledge
and awareness about city management career paths and City Manager or CAO roles.
Additionally, it includes a component that educates students about the gender disparities
in local government and the benefits of diversity and inclusion practices. The SelfEfficacy phase aims to empower students with a vision for a career in city management
as well as a tactical plan for pursuing leadership roles. Lastly, the Identity phase includes
hands-on activities where students can see themselves as future local government
executives. Each phase will involve a different mentor-mentee pairing in an effort to give
students differing perspectives on city management. Because this is a pilot program,
thorough consideration should be given to performing continuous and longitudinal
evaluation of the program.
Outside of the recommended continuous research of the impact on this program,
there is a need for additional research and data tracking of diversity and inclusion in City
Manager or CAO roles. In a time when gender identity and inclusion are extremely
prevalent in administration, policy, and industry, this research can help guide
organizations and education systems to best support the future generation of leaders of
local government.
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CHAPTER 2: LITERATURE REVIEW
Gender Equity in the Workplace
There is no doubt that women have made significant progress in the workplace;
however, this progress varies greatly across industries and levels of management
(Institute for Women’s Policy Research (IWPR), 2013). Although the struggles that
women face today are vastly different than those of the past, research shows that they are
rooted in the following three primary social constructs affecting women: the maternal
wall, the ideal worker, and the ideal homemaker (Barnett, 2004, p. 667). Underlying
these three constructs is the idea that women and men are fundamentally, biologically,
and psychologically different and thus exhibit different desires, principles, and skills
(Barnett, 2004, p. 668). One example of these differences that are still affecting women in
the workplace today is the fact that across industries, women report that they feel guilty
for working long hours, because it takes time away from prioritizing their home and
family (IWPR, 2013). On the other hand, men report that they feel guilty for taking time
off work, because it lowers their ability to provide for their families (Barnett, 2004, p.
668). This is one example of how a woman and man in the same position in the
workplace may make different work-related decisions that are tied to their performance
based on their internal gender roles that have been influenced by society. So, although the
content of the decisions that women make in the workplace have changed, they are still
influenced by their gender roles, and may individually or in aggregate have a significant
effect on their performance outcomes.
In the early 1900s, employers used these social constructs to implement policies
that treated men and women differently. Women could be fired after marriage, not be
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hired if they were considered in their “marriageable age”, and not be hired at all if they
were married (Kessler-Harris, 2001). In many cases, these types of organizational
policies took away women’s decision rights to enter the workforce. By the 1920s, more
women were entering higher education, but many times, their goal in pursuing higher
education was more related to their societal status than it was their desire to enter the
workforce (Gordin, 1992, p. 2). Thus, upon graduation, women would decide whether to
pursue a career or marriage, and for the most part, their decision was to start a family; the
idea that a woman could do both was almost non-existent (Gordin, 1992, p. 3). In
contrast, men were expected to devote themselves to the workplace; their contribution to
their family would come in the form of financial support (Booth, 1998, p. 110).
Conclusively, at the start of the twentieth century, a woman’s perceived “job” was in the
home as a homemaker, very rarely in the workplace, and almost never both; whereas, the
man’s “job” was to financially provide for his family.
The social structures and societal norms in the United States described were
forced to radically change during World War II. The void that men serving in the war left
in the workforce in America required that the country rely on the only other able human
capital in the country – women (Kossoudji, 1992, p. 431). The need for women in the
workforce to keep the American economy afloat brought a new demographic to the
workplace, and this created the first glimpse at double income households in the United
States. However, once soldiers returned after the war, they were displaced; and, thus,
employers used the previous societal construct of women as homemakers to drive them
out of the workplace (Kossoudji, 1992, p. 433). Many employers did this by enforcing
and in some cases reinstating policies that allowed them to fire pregnant women. It was
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not until the economy was stagnating in the 1970s, that the American economy again
received an external pressure to encourage the participation of women in the workplace
(Coltrane, 1996, p. 49). Middle class families now needed a two-income household to
support their families, and so women, even those with young children, entered the
workforce. The rate of women entering the workforce increased so rapidly that by the
start of the twentieth century, the gap between single women and married women who
had entered the workforce was less than ten percent (Goldin, 1992, p. 4). This was the
first signal that the perception of a woman’s role within her family was drastically
changing, because the correlation between marriage and her participation in the labor
workforce was decreasing. Gender roles within the workplace, the family, and the
household altogether have rapidly changed over the last twenty years, and social
scientists continue to study the effects that this shift in family and work structure has had
on gender roles that the impacts that this has on gender equity in the workplace.
Since 2000, women’s representation in the workforce has rapidly increased and
the push for women to attain higher levels of education is radically changing the
perception of their roles in society and in their families (Unger, 2004, p. 158). In many
industries including law, medicine, and business, female graduation rates for graduate
level programs is rapidly increasing (National Center for Education Statistics, 2017). This
shows, in general, women pursuing higher education have shifted from a mindset that is
considering a career or a family role exclusively to a career mindset at the onset of
pursuing a graduate degree. Research finds that, on average, over forty percent of women
earn equal or more than their domestic partners, yet women earn only approximately
eighty percent of their male counterparts (American Association of University Women
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(AAUW), 2018). This signals that the complexities of gender equity in the workforce are
deepening beyond representation. On the other hand, men’s roles within the family are
also significantly changing. Research shows that the time that men spend on tasks that
were traditionally named “homemaker duties” is increasing although not yet equal to
women (Bond, 2005, p. 8). As a result, American men and women are experiencing a
more equal share of parenting time with their children; although, women still make career
slowing decisions at a greater rate than their male counterparts (Sandberg, 2015, p. 140).
Conclusively, women are valuing their career trajectory more than they have in the last
century while, concurrently, men have increased the involvement of their familial roles
more as well.
Today, the largest obstacle that women in the workplace face is career
advancement into senior roles within their industry (Powell, 2018, p. 135). Recent
research shows that one leading cause is that “good managers” are valued when they
exhibit traditionally male characteristics by both men and women (Powell, 2018, p. 138).
These gender stereotypes for higher levels of management place women at a strong
disadvantage in the workplace; because, it taxes them with redefining these stereotypes or
conforming to the male characteristics in order to succeed. If women enter leadership
positions where their “female leadership traits” are not valued, they are perceived as illequipped to fulfill their roles. This incongruence between current gender stereotypes and
women’s leadership roles is halting the representation and retainment of women in senior
positions across varying industries. The literature and research reviewed herein aims at
analyzing all aspects of gender roles in the workplace that may influence the current state
of women in local government to develop a holistic mentorship program for MPA
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students. In this way, the mentorship program recommended will address not only the
representation of women in City Manager or CAO positions but also empower them to
succeed as leaders of their organizations and pioneers in the local government industry.
Value Proposition for Gender Equity in Local Government
Increasing gender equity in City Manager and CAO positions will increase local
government performance in its ability to govern in a way that meets the needs of its
citizens. As outlined above, women representation in local government is far from
reaching levels equal to women representation in the population. Scholars agree that
increasing gender equity and representation in City Manager or CAO positions is critical
for obtaining representative bureaucracy (Caceres, 2013, p. 697; Fox, 2001, p. 381).
Representative bureaucracy is key to implementing public policy and administration that
represents the needs of a community.
Secondly, increasing women representation in leadership roles in local
government will increase public trust and engagement in local government. Research
shows that the public distrust in local government has come not only from the power that
it contains, but the fact that those in power are not representative of the constituents they
serve (Fox, 2001, p. 390; Holman, 2017, p. 293). This public distrust is derived from the
idea that if the access of power is restricted to a specific demographic, then women and
other underrepresented groups develop the perception that the local government system is
“unfair, illegitimate, or biased against them” (Holman, 2017, p. 293). Therefore, it
follows that increasing the female representation in executive level positions in local
government to reflect the population should increase public trust in local government,
specifically for women.
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To further support the point above that lack of leadership results in administration
that does not reflect a municipality’s citizens, scholars have researched leader’s decisions
and policy implementation. They find that leaders value and implement public policies
differently based on intrinsic identity traits – gender being one of them (Kabeer, 2005, p.
22). Therefore, if society desires that its local government and policies operate in a way
that supports the needs of each of its citizens, it follows that gender equity in local
government is critical. Some researchers find that although these differences contribute to
positive outcomes in city management, they may be a barrier to women entering
executive positions; because, these differences create a rift and shift in the way that
business is conducted in city management (Lange, 2017, 91). The phenomena described
above create a cyclical pattern that is hard to break. If local governments do not represent
the makeup of their communities, individuals from underrepresented groups become
disengaged with their local government. And, those members of underrepresented groups
that are engaged and decide to pursue careers in local government show lower persistence
to leadership positions because of the barriers and culture that analogous leaders in an
organization create.
In a male dominated leadership structure, diversity in leadership is generally not a
priority; this creates an additional barrier for women to break the glass ceiling into City
Manager and CAO roles (Lange, 2017, 90). One example of how men and women differ
in their public administration practices at the local level is that women allocate greater
funding to welfare and social service spending than men do (Holman, 2017, p. 291).
Local government spending and budget allocation is a key function of its administration,
and perhaps gender equity is most important in the representation of executives with
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respect to this function because females account for approximately half of the city’s
constituents. Conclusively, men and women identify different priorities for local
government priorities and practices, and both should be included for optimal local
government outcomes.
From an ethical perspective on the role of local government, increasing the
representation of women in City Manager or CAO roles is simply the right thing to do.
Assuming that the role of local government is to provide public goods and services to its
constituents of which at least half are female, it would then require that administrators
serve in a way that benefits both men and women equally. The argument for
representative bureaucracy is that with increased representation of women in executive
positions to levels that mirror their representation in municipalities, their needs will be
better served. In order to understand the validity of this argument, a distinction needs to
be made between passive and active representation. In this case, passive representation
occurs when the representation of women in local governments is increased, but this
increase is not followed by an equal increase in meeting the needs of women citizens in
the municipality (Keiser, 2002, p. 554). Alternatively, active representation occurs when
the increase in representation is linked to adjustments in administration that increase the
attention given to women’s needs within the local government, so that the needs of men
and women are addressed more equally (Keiser, 2002, p. 554). That being said, studies of
equal representation in gender roles show that women in leadership positions create
active representation results (Keiser, 2002, p. 562). However, women in these positions
are only one of the two major factors that influence whether or not the results of
increased representation are passive or active; research also shows that the degree to

16

which the increased representation of women in leadership roles increases active
representation is the contextual situation of the organization that they lead (Keiser, 2002,
p. 563).
While literature, industry trends, and the media have shed light on the
representative rates of women in local government leadership roles – or the level of
diversity that an organization exhibits via headcount, less attention has been placed on the
importance of inclusion – making those women that attain these leadership positions feel
valued and encouraged to act based on the intrinsic values that they bring to the
organization. This is in part to the fact that unpacking the latter requires a deeper
understanding of the complexities of organizational structure and human behavior
whereas the former is an easy data point to calculate and track. Nonetheless, the
previously cited research shows that true inclusion is just as valuable and necessary as
increasing the representation and diversity numbers to a local government if it aims to
continuously and improvingly serve its constituents equally regardless of gender.
Women and Leadership
Society and the public image of women in media support traditionally feminine
characteristics. This includes a nurturing nature that is many times expected of women in
the workplace (McDonagh, 2012, p. 22); whereas, men are associated with other traits
including strength and assertiveness. Although the gender equality movement is striving
to improve this perception with movements including employee resource groups (ERGs)
within organizations, like the League of Women in Government (LWG), and public
figures in leadership positions including Senator Kamala Harris, General Motors CEO Mary Barra, and “#Girlboss” movement creator - Sophia Amoruso, the reality is that
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most workplaces still celebrate and promote gender stereotypes albeit not explicitly
(McDonagh, 2012, p. 23). Ironically, this is true even though recent research has shown
that organizational leadership now and in the future is lacking behavioral traits typically
associated with women (McDonagh, 2012, p. 23). These traits include interpersonal
relations and emotional intelligence where research shows that, ceteris paribus, women
have scored higher than men (Cabello, 2016, p. 1490). Convincingly, a greater gender
balance would highlight the strengths that both men and women independently have to
offer; an increase in gender equity would produce a more well-rounded leadership team
for any organization serving the public.
Organizations should be incentivized across all industries to address the
disparities of women representation in leadership positions, because since the early
2000s, research strongly supports the notion that increasing women representation in
leadership positions, positively benefits work output and performance among a variety of
dimensions. One such research study disproved former theories that leadership
opportunities came from the nature of the work context; this means that if there was a
need for X position, the demographics of the person to fill that position would be based
on the nature of the work and contextual requirements of the position (Beckman, 2005, p.
700). Research from the last decade shows that contrary to these findings, the
demographics of new employees is related to the demographics of hiring managers, and
the demographics of these new employees contributes to the types of work outcomes that
the organization experiences after the hire (Cohen, 2013, p. 538). These research findings
are important because they address how the demography of leadership positions changes
organizations structurally not just the perceptions and preconceived notions of the
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individuals that make up the organization. Conclusively, across different sectors, if
organizations aim to provide a higher quality of service to their target audience, they need
to consider the importance of diversity and representation within their leadership
positions, because their diversity and representation amongst their leaders directly
influences the future diversification of new positions as well as the quality of their team’s
output.
Moreover, organizations continue failing to recognize and act on the importance
of a gender equal leadership structure. Research shows that women are still perceived as
being less capable than men in their ability to perform in local government leadership
roles; and, this is perception is applicable to younger generations and older generations
alike (Taylor, 2015, p. 20). Furthermore, scholars agree that emotional intelligence has
long been ignored and undervalued in executive women leaders while their display of
traditionally admirable male leadership traits including perceived strength, sternness, and
decisiveness have been criticized (DeHart, 2006, p.875). This is not to say that women
leaders would be greater leaders than their male counterparts. However, it is to say, that a
greater gender equity in leadership positions in industry, specifically local government,
would address this organizational leadership gap.
Research shows that women face inequities in varying ways in differing levels of
leadership. Some of these studied inequities have already been mentioned, but perhaps
the most comprehensive and recent visual representation of the different ways that
research in gender studies has found that women climb the “leadership ladder” is the
leadership model found below:
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Figure 1. BAFFLE Leadership Model (Lyness, 2018, p. 229).
The figure above shows the different dynamics within an organization that can
support women’s path to leadership and executive level positions. It is important to note
that organizational policies and practices do not have to explicitly address the promotion
of women in leadership positions in order for these policies and practices to effectively
increase women representation in leadership positions. An explicit example is the city
council (in local government, this function is similar to the Board of Director’s level in
Figure 1) placing quotas on leadership positions whereas implicit examples include
female leader empowerment. Women will inherently feel empowered to pursue and
persist through an executive leadership career path if the practices and policies in all of
the organizational areas included in Figure 1 do the following:
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1. Positively empower women at all levels of the BAFFLE model included
above
2. Do not exhibit behaviors or structures that lower women’s awareness, selfefficacy, or self-identity in their leadership career paths
3. Proactively try to address the negative factors external to the organization in
both the industry and societal context that discourage women from pursuing
leadership positions

In the mentorship program development for young women MPA students that
guides them in crafting their career paths for leadership roles within city management, it
is important to understand the gender dynamics of all of the different levels of leadership
within an organization. This model will be critical for guiding the content to be delivered
at different stages of a mentorship program as well as influencing the content in a career
path map.
Another important metric to evaluate when studying the intersection of women
and leadership is the notion of belonging. Intuitively, research shows that as women
representation lowers at higher levels of leadership, their self-identified level of
belongingness and fit with the organization lowers as well (Lyness, 2018, p. 235).
Moreover, the lower the representation of women, the more isolated women feel and the
greater the frequency of stereotype reporting within an organization (Lyness, 2018, p.
235); this phenomenon creates a greater call to action to organizations to implement
policies and practices that break down these barriers. Conclusively, the mentorship
relationships that start at the MPA level can help women as they grow into senior and
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executive level positions by providing them a sense of community and belonging.
Future City Managers and their Familial Roles
One studied reason why women do not achieve leadership positions at the
executive level is their concern and struggle with work life balance. When surveyed
about women’s self-identified concerns about pursuing the City Manager or CAO role
was that they need a career path that offers flexibility in the workplace with regards to
their hours and ability to dedicate themselves to childcare and their households while
holding the position (Lange, 2017, p. 91). This is further supported by the fact that fiftyone percent of women who have achieved executive level positions have children
compared to eighty-one percent of their male counterparts (ICMA, 2014, p. 14). The fact
that women feel that their decision to pursue the City Manager or CAO roles is a choice
between their career progression and prioritizing their familial role has heavily influenced
women in choosing to stay in mid-manager to director level roles – not pursuing a City
Manager or CAO role. Based on the research cited above, tackling this issue would be
one of the greatest ways to advance women already working in local government into
leadership roles.
Research shows that women’s familial roles strongly influences the career paths
that they take; and, specifically with the City Manager or CAO role, there is an additional
paradox that they face. Women are more likely to pursue executive roles in local
government if they are married; however, they are less likely to pursue these roles if they
have children (Aguado, 2012, p. 33). This is not the case for their male counterparts. Like
women, men are more likely to pursue executive positions in local government if they are
married; however, unlike women, having children does not significantly impact their
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pursuit of an executive level position in local government (Aguado, 2012, p. 34). There
are many factors that can influence a candidate’s decision to not pursue a City Manager
or CAO role; for women, these reasons include relocation requirements and the fact that
their careers are less likely to be seen as primary compared to their spouses’ careers
(Aguado, 2012, p. 34). This is important for organizations that are striving to increase the
gender representation of women in leadership positions, because although these are
intrinsic to women employees and their familial roles and structures, organizations can
take an active role in supporting addressing these phenomena that their female employees
experience.
State of Women in Local Government
Considering that local government is struggling to increase gender parity within
leadership roles at a greater rate than other public sector divisions and other industries
altogether, the literature reviewed below aims at identifying the factors that most affect
local government in minimizing the gender gap. Research shows that there are many
internal and external reasons for the persistent gender equity gap in local government.
Internal reasons include a woman’s perception of her familial role and requirements of
the job; while external reasons include institutional structures and others’ perceptions
(Beaty, 2012, p. 621). Example of external factors include self-selection bias in hiring
practices and other gender stereotypes in the workplace. City Managers are typically
selected by a city council; however, women only account for slightly over twenty percent
of city mayors in the United States (CAWP, 2019). Research addresses the correlation
between the gender representation in city councils and the gender representation in city
management positions, and it credits this disparity in part to the self-selection bias of
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hiring councils that are responsible for final hiring decisions; and, in many circumstances,
they are not human resources professionals themselves (Beaty, 2012, p. 622). Hence, the
hiring body of executive level positions in city management does not have extensive
training that would, at a minimum, increase their awareness of the status of gender
inequities in city management and their own self-selection and unconscious biases.
Conclusively, gender bias at the organizational level is critical to addressing the state of
women in local government as it has been self-identified as the most frequent explicit
form of discrimination that women City Managers or CAOs have faced in the workplace,
specifically in the form of “inappropriate or disrespectful treatment or comments by a
commissioner/council member” (ICMA, 2014, p. 11).
It is important to consider the degree to which increasing the diversity of an
organization or industry requires proactive efforts. Generally, and at least publicly,
diversity is celebrated and encouraged in most organizations, and the U.S. Equal
Employment Opportunity Commission’s (EEOC) law has further supported antidiscriminatory policies in the United States. While these policies are widely accepted,
affirmative action policies in education and in hiring practices are highly contended. This
begs the following question: to what extent are institutions willing to act in their efforts to
increase diversity and equal gender representation in within their organizations? The
answer to this question is complex and comes as a result of the obscurities in deciphering
the degree to which internal versus external factors prevent women from ascending into
executive roles in local government. Some researchers cite the idea of a “critical mass”.
In this context, a critical mass is an amount of representation within the organization that
improves diversity of thought, dramatically reduces stereotypes, while not conducting
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reverse sexist practices (Broadnax, 2010, p. S178). Moreover, research identifies the
complexities of defining what the critical mass is and how it should be measured. It could
be reflected in representation rates, salary equities, promotion rates by gender;
alternatively, it may not be a data point that can be measured quantitatively on the
surface. For example, it may be an intrinsic feeling that an underrepresented woman has
in considering her career path options in city management or the degree to which a
female experiences imposter syndrome compared to her male counterpart when she
decides to pursue a career in local government with the aim of achieving the City
Manager or CAO role.
ICMA formerly known as the International City Manager’s Association
conducted a study on gender equity in City Manager or CAO positions among all of its
members in 2014 and found that the “critical mass” required for minority and gender
representation within an organization to benefit from increased outcomes on the spectrum
of innovation and performance was thirty to thirty eight percent (ICMA, 2014, p. 11).
Furthermore, they found that increased representation increased job performance on the
measure of Key Performance Indicators, promotions, and outlook for career progression
of minority groups at lower levels of rank within an organization (ICMA, 2014, p. 12).
There is an opportunity for researchers to explore this concept to greater depth, and this
will signal to local governments how high they may need to prioritize proactively
achieving gender equity within their organizations.
This study mainly addresses the gender inequities in the glass ceiling effect on
women in local government. However, it is important to note that research shows that the
social problem with gender equity in local government leadership goes beyond the
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availability of opportunity for women employees. Of those women that break through the
glass ceiling, on average, their incomes represent seventy percent of their male
counterparts in the public sector, ceteris paribus (Harris, 2011, p.123). For this reason, the
development of a mentorship program is extra critical, because it aims to develop long
lasting relationships with role models and mentors that can support these subsequent
inequities that women executives in the public sector face.
A research study of gender equity in the state of Illinois identifies the key factors
that prevent women in assistant City Manager or assistant CAO roles from pursuing the
City Manager or CAO roles; moreover, this study aimed at verifying what factors
influenced current women City Managers or CAOs to pursue and attain their current
positions. In the workplace, the primary factor that prevented assistant City Managers or
CAOs from pursuing City Manager or CAO roles was a male-dominated work culture
(Lange, 2017, p. 101). The primary factor that influenced a current woman City Manager
or CAO to accept the position was by far encouragement from others (Lange, 2017, pg.
97). Furthermore, of the women CAOs surveyed, over eighty percent found that having
mentors was very helpful in career advancement (Lange, 2017, pg. 102). These three
points support and emphasize the importance of a mentorship program to increase
women’s self-efficacy and self-identity with City Manager or CAO positions.
Not only is gender equity in local government a long-standing issue, it has also
been researched for decades. ICMA has studied the gender equity issue since 1976; and,
consistent with the research mentioned above, it finds that the state of women in local
government has improved over time, but not at a fast-enough pace (ICMA, 2014, p. 33).
This gap reflects the fact that the public sector is not keeping up with the social justice
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progress for women in other sectors. Moreover, there is a disparity in diversity and
inclusion within organizations (ICMA, 2014, p. 33). This is to say that the increase is not
occurring incrementally across all organizations. Instead, there are organizations which
value diversity and inclusion, and this represented in their increased representation
numbers; while others are lagging. While this is an area for concern, this does mean that
there are examples and case studies of organizations that have successfully cracked the
code to increasing the representation of women in leadership roles within local
government.
Disparities for Current Female City Managers’ or CAOs’ Salaries
Addressing the gender representation disparities in local government focuses on
the recruiting arm of human resource inequities that women face in city management
executive roles. Women who are already City Managers or CAOs face disparities within
the workplace. Some of these disparities are structural, like disparities in pay. Currently
the average female City Manager salary is 83.14% and their total compensation value is
81.43% of their male counterparts summarized from data listed in Appendix D (Nevada
Policy Research Institute, 2019). Other disparities are psychosocial, like the explicit and
implicit discrimination they experience in the workplace. Research shows that women
progress into decision-making, authoritative positions at a lower rate than their male
counterparts (Alkadry et. al., 2019, p. 303). Additionally, men achieve higher levels of
authority for in their roles compared to women even when studies control for relevant
experience and years in the industry (Alkadry et. al., 2019, p. 315).
For the purpose of this discussion, authority is quantified as the degree to which
an executive or manager supervises individuals and the respective budget size managed.
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Scholars find that authority-level and pay disparities are inversely related; this is to say
that the greater the level of “authority”, the lower the pay disparity women experience
(Alkadry et. al., 2019, p. 304). Lastly, as women navigate the local government sector
and create a career path, they should be made aware of the current state of women
executive leaders in local government from city to city. This is important, because the
current state of women in City Manager or CAO roles shows that although representation
is increasing, they are located in smaller cities with smaller budgets and lower Full Time
Employees (FTEs) supervised; thus, this phenomenon results in lower salaries for women
City Managers or CAOs compared to their male counterparts (Alkadry et. al. p. 315).
This is important for women entering the city management sector, because awareness of
the factors that are directly and most correlated with their future salaries is the first step
they must take to attain pay equity in their executive roles.
Another dimension of the workplace where women experience inequities is their
perceived performance expectations and performance delivery. Scholars agree that
women City Managers and CAOs hold themselves to higher standards for two related
reasons. Firstly, women are expected to perform their job functions at higher levels than
their male counterparts (Alkadry et. al., 2019, p. 314; Guy, 2017, p. 52; Hamidullah,
2013, p. 257). Subsequently, those women that successfully attain executive leadership
positions in local government and persist through a successful career in city management
leadership work harder to prove themselves in their roles, because they experience
“imposter syndrome” (Hamidullah, 2013, p. 257). In fact, although this “imposter
syndrome” is now attributed to a variety of groups within society, it was coined by Dr.
Pauline R. Clance and Dr. Suzanne A. Imes in their article, “The Imposter Phenomenon
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in High Achieving Women: Dynamics and Therapeutic Intervention”, speaking directly
about women in executive level positions overall. This phenomenon describes the
internal emotions and barriers that are created when an organization does not explicitly
reinforce the idea that an underrepresented person is valued as a leader within the
organization.
In the last year, the League of Women in Government (LWG), has committed to
educating cities and their hiring departments on the importance of addressing complex
issues, like imposter syndrome, that affect women in the local government workforce
(LWG, 2018). Additionally, the LWG has aims to bring awareness of the importance of
building an inclusive culture in addition to a statistically diverse organization (LWG,
2018). This, too, will in turn attract more women to the City Manager or CAO role,
because over time, they will no longer shy away from the position on the premise of
feeling insufficient or like they will be held to higher standards than their male
counterparts.
Scholars cite a three-step process for achieving equity in the workplace that starts
with recruitment and representation, followed by pay equity, and solidified by equal
experience from employers’ and society’s attitudes towards women in leadership roles.
This is important in the development of a mentorship program for the CPP MPA, because
if the program aims to address the gender equity issue, it must empower students to
succeed in their future leadership roles. This goes beyond entering the city management
industry and ultimately attaining a City Manager or CAO role. It involves future City
Managers or CAOs being able to persist and thrive in the role while being aware of the
inequalities that exist, so that they can address them strategically.
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The Call for Additional Programming in the MPA Curriculum
Higher education has been an equalizer for gender disparities in many industries.
In fact, many industries that exhibit gender disparities can trace the disparity backwards
taking a top down view (starting from executive level positions to mid-manager level
positions to entry level positions to higher education, and so on) (Bobbitt, 2007, p. 3).
However, this is not the case for MPA programs and local government executive level
positions. Really, MPA graduates exhibited a narrowing gender gap until the early 1990s,
and then the gender representation was reversed. This is shown in the figure below:
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Figure 2. MPA Degrees Awarded in the United States since 1995 (NASPAA, 2019).
However, unlike other disciplines, this did not result in increased female representation in
executive level positions at a significant rate even though the MPA degree is the primary
education requirement for senior executive roles in local government. Some researchers
argue that education can serve as a kick-starter to gender equity; however, professional
education and industry need to be ready to move it forward independently and together
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(Bobbitt, 2007, p. 5). Therefore, research calls for a new leadership model as well as an
added component of diversity and inclusion education in MPA programs to address the
gender equity gap in local government (Beaty, 2012, p.619). NASPAA’s Diversity
Report further supports not only the need for a diverse and inclusive workforce in the
public sector but also the need for dynamic education programs that address the needs of
an ever-changing public sector (NASPAA, 2013). In addition, in their public resources
for MPA program administrators, NASPAA promotes research that highlights the need
for MPA programs to equip students with professional development skills to counteract
the gender gap in the workplace (NASPAA, 2019). These skills emphasize competencies
outside of the technical requirements of the MPA program; the number of leadership
models is endless. However, generally, there are three main competencies embedded in
successful leadership models that include awareness, efficacy, and identity.
Mentorship as a Leadership Catalyst
Because gender equity in local government has long been studied and has
received national and global attention, progressive organizations have prioritized
diversity and inclusion initiatives including increased gender representation in their
senior executive roles. ICMA’s study of organizations that have attained “critical mass”
representation in leadership positions found that these organizations execute targeted
diversity recruitment efforts (ICMA, 2014, p. 13). This suggests that increasing equal
gender representation in local government leadership roles, specifically City Manager
and CAO roles, requires a proactive effort. Research shows that female students in higher
education, specifically graduate programs, benefit from “top-down” one-to-one
mentorship programs whereby individual students are mentored by a senior leader
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holding a professional position that they aspire to attain. Furthermore, their identity with
these positions is significantly increased when students receive mentor affirmation; for
instance, the mentor identifies talent and potential in the student’s ability as a future
leader (Berg, 2011, p. 411). That being said, research finds that female City Managers are
less likely than their male counterparts to have found and identified an educational
mentor in MPA programs; one particular study attributes this to the gender disparity in
public administration academia and unlikely opportunity for female students to make
meaningful mentorship connections with their male professors (Fox, 2001, 388).
Analogous to the gender disparity within the field of public administration academia, one
issue that mentorship programs face is availability of women City Manager mentors
(Slack, 1996, p. 457).
Although the previously highlighted research emphasizes the importance and
potential impact of one-to-one mentorship opportunities for underrepresented groups, the
reality is that there are a greater number of students, potential mentees, than there are
female City Manager or CAOs, potential mentors. In order to support the lack of supply
of mentors, the issue of gender equity needs to be tactfully presented to all existing City
Managers and CAOs in a way that expresses the value proposition for mentorship of
female MPA students and entry-level local government employees. Because, inevitably,
many female student mentees will be paired with male mentors.
Women and Mentorship
Research shows that women struggle with finding a mentor and initiating a
mentorship relationship at a higher level than their male counterparts (Johnson, 2015, p.
176). Some scholars attribute the increased level of difficulty in finding a mentor to the
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fact that there are less same-sex mentors available to them within their organizations and
more broadly, in their industries (Johnson, 2015, p. 177). The lack of availability of
same-sex mentors should not discourage women from participating in mentoring, because
scholars show that male-female mentorship outcomes are just as impactful as same-sex
mentorships although the outcomes and benefits of each differ respectively (Johnson,
2015, p. 177). Although research shows that post-mentorship, mentee outcomes are not
correlated to gender, pre-mentorship, mentees do express a preference in same-sex
mentors. Taking this into consideration in aggregate with the fact that by mere numbers,
there is less availability of women City Manager or CAO mentors, mentorship
administrators can advance this preference by addressing the need of women mentors to
women City Manager or CAOs, presenting the gender equity numbers to students, and
highlighting the reported benefits of male-female mentorships that are not prevalent in
same-sex mentorships.
There are some complexities to male mentor-female mentee relationships that
should be noted and incorporated in the design of the program. Firstly, research shows
that in organizations or industries where women are underrepresented, women mentees
are affected by the stereotypes that have been developed about their gender in their
organization or industry (Johnson, 2015, p. 178). Additionally, the stereotype perceptions
that affect male mentors from engaging a female mentee include the misconception that
women are less qualified for the desired career goal on the basis of experience or
academics, women’s priorities, specifically their family, will get in the way of women
achieving their career goal, and that their inherent personality traits make them less of a
“fit” for their career goals (Johnson, 2015, p. 178). Lastly, it is important to note that
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women are more likely to identify that they feel that a male mentor has sexualized the
mentoring relationship; and because of this discomfort, they have decided to end a
mentoring experience (Johnson, 2015, p. 181). Sexual assault and harassment is a large
concern for any academic or professional institution; in developing a mentorship
program, the administrative body should take these findings into consideration to so that
both parties clearly understand what type of behavior is appropriate and have a clearly
defined reporting outlet if the mentoring experience ever makes them feel uncomfortable.
Value Proposition for Mentees
Across varying industries, employees who have participated in mentorship
programs have been found to experience higher levels of satisfaction at work, higher
salaries, career progression through a defined plan, and a more positive outlook on their
personal and professional lives (Johnson, 2015, p. 6). These mentorship benefits are
important because they provide an aligned solution to the gender equity problems in local
government outlined above. A well-defined career progression plan and positive outlook
are imperative for increasing women representation in City Manager and CAO roles;
additionally, soft skills, like salary negotiation, taught in a “safe-space” would promote
equity on a deeper level than mere representation. Mentoring activities can be categorized
into two major functions: career-oriented and psychosocial or relational (Johnson, 2015,
p. 9). On the career side, mentees identify that they feel a greater sense of belonging and
network to their industry; they feel that they are more attune to opportunities in the
industry (Johnson, 2015, p. 8). This is reflected in the decreased income gap and
increased speed to promotion for underrepresented groups in the workplace that
participate in mentoring. On the psychosocial or relational side, mentees feel a decreased
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level of stress and imposter syndrome as well as greater levels of self-efficacy and selfidentity with their career path (Johnson, 2015, p. 12). In sum, the potential benefits that
mentees can gain from mentorship are infinite, and they represent both tangible
quantitative benefits, like salary parity, and less tangible but equally if not more
important benefits, like increased self-identity with executive leadership positions.
Value Proposition for Mentors
Subsequently, senior executives who have participated in a mentorship program
have found that their mentorship relationships are the most meaningful part of their work
(Johnson, 2015, p. 6). In addition to self-fulfillment, which is the greatest benefit reported
by mentors, mentors benefit from creative synergy, networking, and a positive reputation
for talent development (Johnson, 2015, p. 12). Recent research has emphasized the
importance of developing a creative, innovative, and transformational leadership style in
local government (Kim, 2015, p. 150). This is critical to the future of the city
management profession; because, the demographic of city managers has radically
changed in the last fifty years. In the early 1970s, the average age for City Managers or
CAOs was under forty; now, less than fifteen percent of City Managers or CAOs are
under the age of forty (ICMA, 2019). This shift in demographic in senior leadership
positions is important, because research shows that the relationship between workforce
age and innovation follow a humplike curve (Frosch, 2011, p. 416). In this context,
innovation reflects the development of new processes, products, and methods within an
industry. Public administration scholars have found that an innovative organization
provides higher quality public services to its constituents as observed by both public
administrators and citizens (DeVries, 2016, p. 147). Convincingly, current City Managers
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or CAOs have as much to gain from mentoring a young student or recently graduated
professional, because their mentees are still on the rise of the peak of their innovation
hump. Combined, the mentorship pairing’s experience and innovation will not only
benefit them as individuals but will also benefit their future organizations.
Effective Mentorship Program Design
Several factors that have been deduced from the above cited research should be
taken into consideration in the design of a mentorship program addressing the gender
equity gap in city management. Firstly, the gender representation disproportion in
academia and in City Manager and CAO roles leads to a lack of mentors of similar
backgrounds and identity as female students. Therefore, undoubtedly, an effective
mentorship program will need to support both female-female mentorships and femalemale mentorships. This involves a value proposition for the female mentees where they
are made aware of the current state of local government and the benefit of mentorship,
specifically from a male mentor. Complimentarily, male mentors will need to understand
why this mentorship program matters in their industry and how they can have an effective
impact. In regards to the content of the mentorship program and curriculum, research
shows that the impact of a mentorship program that includes an asset-based framework
whereby mentees identify the value and assets that they bring to their industry and work
groups based on their unique identity is critical to increasing their self-efficacy with
leadership positions (Berg, 2011, p. 412).
Although there is little research on the design and impact of mentorship programs
for executive level positions in local government, there is more research that analyzes the
effect of mentorship programs for executives in private industry in different sectors.
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Leading scholars have found that mentees most valued the following three main themes
in their mentorship experiences (Dworkin, 2012, p. 364):
1. Career planning and pathway development
2. Career risk management
3. Increased career goal ambition and role model identification
Therefore, in the design of a mentorship program for female MPA students at Cal Poly
Pomona, these three themes will be included. Critical to the first theme is an operational
and tactical plan for MPA students interested in local government, so that they can
identify and define which steps they need to follow in order to become leaders in local
government. Conducting a thorough self-analysis is critical to the second theme.
Research finds that employee turnover in the public sector is higher in situations where a
male employee has a female supervisor; moreover, male employees in the public sector
reported higher levels of dissatisfaction with their supervisor’s leadership styles when
they had female supervisors compared to when they had male supervisors (Grissom,
2012, p. 667). Hence, women entering leadership positions in city management are
predisposed to negative perceptions about their leadership and work styles compared to
their male counterparts. This may lead to negative experiences with their subordinates
that they may falsely perceive to be intrinsic to their leadership style instead of
unconscious biases. To counteract this negative perception and address the second theme
noted above, the mentorship program should include a component of self-awareness,
education about preconceived notions of female leaders, and how to mitigate the
unconscious biases that women leaders may encounter in local government.
Public sector administration associations, like ICMA, have long studied the
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importance of gender equity in local governments. They have sought to find the
necessary internal and external behaviors at the individual and organizational level that
will catalyze gender equity in local government. In one article, founded on interviews
with current female City Managers or CAOs, ICMA found that the first step to
empowering women to pursue and persist in City Manager or CAO roles is selfawareness (ICMA, 2011, p. 1). Secondly, women must believe that they are competent
and have the necessary skills and abilities to perform the role (ICMA, 2011, p. 2). Selfefficacy must be addressed because City Managers commonly find that they must
outperform their male counterparts in order to prove themselves in their leadership roles
(ICMA, 2014, p. 12). Lastly, they found that self-identity with the role is necessary to be
present, purposeful, and resilient in their role as City Manager or CAO (ICMA, 2011, p.
3). This research included interviews with women City Managers or CAOs that have
been in service since from 1950-2010. These insights go beyond those that were able to
be conducted in this research study; and, thus, will be taken into great consideration in
the recommendation for the mentorship program design for Cal Poly Pomona’s MPA
mentorship program for future female City Managers.
In addition to analyzing the research that local government professional
associations have conducted, an analysis of current programs that address the gender
equity in local government leadership positions will support the design of the mentorship
program. ICMA highlights that the creation of such programs is not a new concept;
however, its successful implementation, continuous improvement, and development of
partnerships will result in higher success (ICMA, 2014, p. 22). There is no need to
reinvent the wheel with Cal Poly Pomona’s mentorship program; instead, the program
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design will build on existing mentorship frameworks, tailor the frameworks to the need of
its students, and build meaningful partnerships with current organizations in the
geographical area including ICMA, the Municipal Management Association of Southern
California or MMASC, and Women Leading Government.
In 2019, gender inclusion is imperative to the conversation of gender equity. This
study is not intended to reflect solely on the state of women in local government, but to
address the greater issue of diversity within an organization. All the recommendations
included as a result of this study address the current state of women in City Manager or
CAO roles, but the framework behind these recommendations, including the mentorship
program and its benefits, are applicable to all individuals. Research finds that the
implementation of such programs is beneficial to organizational culture, and these
benefits help individual members of an organization regardless of gender identity (ICMA,
2014, p. 20). Therefore, as the needs of diversity within an organization change,
programs such as the mentorship program designed for the MPA program at Cal Poly
Pomona, will serve as a framework for subsequent diversity efforts.
Limited Research Availability
Conclusively, gender equity and the effectiveness of mentorship programs been
thoroughly researched. However, the topics of gender equity in local government and the
effectiveness of mentorship programs to address this issue has not. There is a need for a
thorough evaluation of existing organizational methods and mechanisms that aim to
address the gender equity in local government issue. Additionally, because local
government hiring practices are more bureaucratic than private sector hiring practices and
therefore the impact of institutional changes takes more time, gender equity in executive
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level positions require longitudinal research to evaluate programs, diversity management,
and their impact. Without these studies, the local government sector is at risk of
experiencing the same low rates of improvement in gender equity, specifically with
regards to the City Manager or CAO positions.
A Look at Current Mentorship Programs for City Management
One example of a current mentorship program for future leaders in city
management is the City Management Fellowship Program of California State University
Fullerton (CSUF, 2019). This program combines a mentorship program with a financial
benefit to students in the amount of $10,000. Because of the financial compensation
involved with the program, it is a competitive program and only two students are selected
to participate in this program each year. It aims to provide professional development,
mentorship, and network opportunities for fellows. The ECLDP program can learn from
the significant partnership that this program has with the Orange County City Manager
Association. These partnerships are key to offering students practical experience in realworld city management settings.
The most prominent mentoring program for future City Mangers is the ICMA
Coaching Program (ICMA, 2019). This program offers an online platform with a variety
of coaches from different departments and cities. It provides mentees with an array of
ways to connect with mentors including webinars, one-on-one coaching, and career
planning tools that have been developed in conjunction with subject matter experts in
professional development, city executives from a variety of cities, and educational
leaders. The ECLDP program can leverage the existing resources that the ICMA
Coaching Program provides; there is no need to “re-invent the wheel” for the tools and
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resources that the ECLDP program will offer its mentees. Conclusively, the ECLDP
should prioritize developing significant and mutually beneficial partnerships with local
professional associations and local leaders while leveraging the existing tools and
resources that have been developed by subject matter experts for developing leaders in
city management.

41

CHAPTER 3: METHODOLOGY
This study involves a mixed methods approach to understand
the underlying causes of lower representation of females in local government executive
positions compared to their male counterparts. It aims to launch a research-based
mentorship program for Cal Poly Pomona’s Master of Public Administration (MPA)
program. It combines a quantitative analysis of current Cal Poly Pomona (CPP)
MPA students with a qualitative analysis of interviews of female CPP MPA students and
City Managers, also known as Chief Administrative Officers (CAOs). The current
literature suggests that there are two main reasons for the slow rate of increased
representation of women in local government: a “glass ceiling” effect that is preventing
females from entering executive roles in local government and the lack of access to
effective mentoring experiences early in their careers. Each of the two methods analyze
the extent to what extent these two underlying causes influence MPA student interest and
self-efficacy in CAO positions in an effort to develop an effective mentoring program for
CPP MPA students.
The quantitative analysis was conducted in the form of an anonymous online
survey. This study hypothesizes that an increase in awareness, interest, and self-efficacy
in city management positions is directly correlated to self-identity and persistence
to pursue of a career in city management through the executive level. The independent
variable in this study is the student level of awareness and interaction with city
management executives, and the dependent variable is their self-identity in executive
level city manager positions. The participants for this survey are a sample of CPP MPA
students. Based on a 95% confidence level, the ideal number of participants will be
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greater than 31. The participants answered questions about their awareness, interest, selfefficacy, and identity in city management positions. The survey answers were limited to a
Likert scale with 1-5 options, where 1 is a zero-value and 5 is an absolute-value. The data
collected from this survey was used to conduct a statistical analysis. This statistical
analysis examined and compared trends in male and female participants.
The qualitative analysis was performed via individual interviews. Two types of
interviews were conducted.
The participants for the first interview type included female MPA students,
and the second interview type included female City Managers, or CAOs. The interviews
of female MPA students provides their perspectives on varying levels of interest in city
management positions, specifically at the executive level. Additionally, the participants
for the second interview type include female City Managers, or CAOs, in Los Angeles
County. This region was selected, because CPP resides in Los Angeles County and is one
of the primary geographical regions where graduates will be employed upon degree
completion. The purpose of the second interview type is to understand what factors
led participants to their pursuit and attainment of executive positions in city management
as well as what attributes can contribute to an effective mentorship program for female
graduate students pursuing a career in city management.
Limitations to this study include inaccuracy or dishonest answers because
respondents believe they need to answer in a certain manner. To prevent this type of bias,
surveys were made anonymous and a statement prior to the survey reminded the
respondent of anonymity. Additionally, the interviewees were presented with a statement
that the interview’s primary purpose is research and the development of a mentorship
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program. Therefore, their confidentiality and anonymity have been protected and
assured. Questions for both the survey and the focus group have been developed in a way
that discourages bias and avoids leading questions. It is important to note that the
outcome of this analysis has resulted in the design of a pilot mentorship program for
female CPP MPA students; however, further research will need to be conducted to
identify the program’s effectiveness and methods for continuously improving the
program.
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CHAPTER 4: RESULTS AND ANALYSIS
Online Survey of Current Cal Poly Pomona MPA Students
Currently enrolled CPP MPA students were invited to participate in an online
survey through the SurveyMonkey platform on Tuesday, June 18, 2019 and the survey
remained open for one week after that time. The paper version of the online survey
including questions and answer options can be found in Appendix C. Of the thirty-one
students currently enrolled in the CPP program, nineteen responded. The required sample
size to attain a five percent margin of error and a ninety-five percent confidence level is
twenty-nine shown in the table below:
Table 1. Sample Size Calculation Data
Sample Size Required for Statistical Significance
29
Population Size
31
Confidence Level
95%
Margin of Error
5%

Therefore, the critical mass for statistical significance was not achieved, but the
results from this study will still be used to design a more informed and studied
mentorship program for female MPA students pursuing a career in city management. A
summary of the online survey results is outlined below.
Demographic Statistics
This analysis starts with a quantitative evaluation of the demographic questions in
the online survey. These demographic questions collected subject information on gender,
current industry, post-MPA desired industry, and job title. Of the thirty-one students
currently enrolled in the CPP program, eighteen or fifty-eight percent are female, and
thirteen or forty-two percent are male as show in the table below:
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Table 2. Participant and Student Data
Summary of MPA Program Student Data
Students Enrolled in CPP MPA Program
31
Female Students
18
Male Students
13
Summary of Respondent Data
Students Participated in the Survey
19
Female Students
15
Male Students
4

The figure below shows the gender breakdown of respondents to the online survey.
I identify as
90.00%
80.00%

78.95%

70.00%
60.00%
50.00%
40.00%
30.00%

21.05%

20.00%
10.00%
0.00%

0.00%

I prefer not identify

Other (please
specify)

0.00%
Female

Male

Figure 3. CPP MPA Students by Gender Identity
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The figure below shows the industries where respondents work.
I currently work in the following industry
25.0%
20.0%

21.1%
15.8%15.8%

15.0%
10.5%10.5%

10.5%

10.0%
5.3%

5.3%

5.3%

5.0%
0.0%

0.0%

0.0%

0.0%

Figure 4. CPP MPA Students by Industry
As shown in the figure above, the top three industry categories where CPP MPA
students currently work are state government, local government, and education. It is
important to note that the “Education” option was not originally included as a standalone
answer choice, but because it was a significant number of the specified “Other”
responses, for purposes of reporting, it was separated as its own category. A condensed
version of the figure above is represented in the pie graph below:
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Summary of MPA Students Current Industries
15.8%

10.5%

Education
Public Sector

15.8%

Private Sector
NGO or Non-Profit
10.5%

Unemployed

47.4%

Figure 5. CPP MPA Students by Industry - Categorized
The figure below shows the industries where respondents would like to work post-MPA.
After completing my MPA program,
I plan to work in the following industry
35.0% 31.6%
30.0%

31.6%

25.0%
20.0%

15.8%

15.0%
10.0%
5.0%

5.3%

5.3%
0.0%

5.3%

5.3%
0.0% 0.0%

0.0%

0.0%

0.0%

Figure 6. Female CPP MPA Students by Industry
The figure above shows that over sixty percent of current MPA students are looking to
pursue a career in local or state government after graduation. The next highest category
was the non-profit or NGO sector. Since this study aims to address gender equity in City
Manager Roles and develop a mentorship program to support women pursuing city
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management, data for students who self-identified as female was separated from the data
set and aggregated. The results for female respondents only are found in the figure below.
After completing my MPA program,
I plan to work in the following industry
(Female MPA Student Respondents Only)
45.0%
40.0%
35.0%
30.0%
25.0%
20.0%
15.0%
10.0%
5.0%
0.0%

40.0%
26.7%
20.0%
6.7%

Education

6.7%

State,
City, County, or Non-Profit or
Other Local NGO (including Provincial, or
Regional
International)
Government
Government

Other (please
specify)

Figure 7. Female CPP MPA Students’ Future Career Plans by Industry
The figure above shows that at least two-thirds of female students plan to pursue a career
in the public sector with at least forty percent of them planning to pursue a career in local
government.
All the respondents’ answers to the question about their job title were aggregated
and can be found in Appendix C. Their job titles were researched in the online job
market; and, based on job descriptions and required qualifications, they were categorized
into the following three main categories: entry-level, experienced, and mid-level
manager. The percentage of respondents in each category can be seen in the figure below.
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60.0%
47.4%46.7%

50.0%
40.0%
30.0%

50%

40.0%
36.8%

25%

25%

20.0%
13.3%
10.5%

10.0%

5.3%
0.0%

0%

0.0%
Entry-Level

Experienced

All Students

Mid-Level Manager

Female Students

Unemployed

Male Students

Figure 8. CPP MPA Students by Work Experience Categories
Most female students and more broadly, MPA students, are currently in an entry-level or
experienced job. A job title is considered entry-level if it is attainable with a bachelor’s
degree and minimal work experience that could feasibly be attained as an undergraduate
student. An experienced job title signifies additional experience greater than one-year
post bachelor’s degree or continued education in addition to a bachelor’s degree. A midlevel manager job title signifies a supervisory capacity in addition to an experience
requirement. Unemployed signifies that the respondent self-identified as not working.
Exposure to City Management
The following data was collected to gauge the respondents’ exposure to city
management, specifically City Manager or CAO careers, in a brief and effective manner
across the following three metrics: interaction with current City Managers or CAOs and
where they have met them, familiarity with City Manager career paths, knowledge of the
position itself, and knowledge of the requirements for the City Manager role. The
breakdown of how many CPP MPA students have met a City Manager or CAO is found
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in the figure below:
The number of City Managers (also known as Chief Administration
Officers) I have met is
50.00%

47.37%

45.00%
40.00%
35.00%
30.00%

26.32%

25.00%
20.00%
15.00%

10.53%

10.00%

10.53%
5.26%

5.00%
0.00%
None

1-3

4-6

7-9

10 or more

Figure 9. CPP MPA Student Interaction with City Managers or CAOs
This figure shows that at least a quarter of CPP MPA students have never interacted with
a City Manager or CAO, and three-quarters of CPP MPA students have met at least one
City Manager or CAO where almost half of CPP MPA students reported meeting 1-3
City Managers or CAOs.
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I have met City Managers or CAOs through
45.00%

42.86%

40.00%
35.00%
30.00%

28.57%

28.57%

Work

Professional Network

25.00%
20.00%
15.00%
10.00%
5.00%
0.00%
Cal Poly Pomona MPA
Program

Figure 10. CPP MPA Students’ Connection to City Manager or CAOs
The figure above shows that of those students who have met City Managers or CAOs, the
largest connection to industry and meeting City Managers or CAOs was the CPP MPA
Program. All other respondents were split equally between work and a professional
network.

20%

80%

Female

Male

Figure 11. MPA Students who have not met City Manager or CAO by Gender
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Four of the five students that have not met a City Manager or CAO are female as shown
in the figure above.
The figure below shows a comparison of male and female responses as well as the
aggregate mean responses for perceptions and attitudes towards careers in city
management, specifically the City Manager or CAO role.
5.0

Strongly
Agree
4.0

3.6 3.7

Agree

3.0

Neutral

3.3 3.4
3.0

3.2

3.1

3.0

3.3

3.5

3.3
3.0

3.1 3.0

3.0
2.6

2.5

2.5

2.0

Disagree

1.0
I am interested I am confident I see myself
pursuing a
in pursuing a that completing
career in city my MPA will career path in
employment
city
give me the
requirements of management.
technical skills management
various
required of a and ultimately
positions
City Manager or becoming a City
leading to the
Manager or
CAO position.
position of City
CAO.
Manager or
CAO entail.

Strongly I am familiar I know what the I am familiar
with the
Disagree with career position of City
paths in city
management.

Manager or
CAO entails.

All MPA Students

Female MPA Students

Male MPA Students

Figure 12. CPP MPA Student Familiarity and Perceptions of City Manager or CAO
Positions Response Means
The figure above shows that, in general, CPP MPA students are relatively neutral across
all six metrics. Additionally, there is a very small variation in female responses compared
male responses. The differences greater than 0.5 between female and male responses are
in familiarity with career paths in city management where the male average is relatively
lower and in identity with City Manager or CAO roles where the female average is
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relatively lower.
Hypothesis
After reviewing the literature and research on gender equity in City Manager or
CAO positions, this study aims to decipher whether, at the MPA level, Cal Poly Pomona
students’ gender is correlated and/or a predictor of the following six metrics:
1. Familiarity with City Manager or CAO positions
2. Knowledge of City Manager or CAO positions
3. Familiarity with employment requirements for City Manager or CAO
positions
4. Interest in City Manager or CAO Positions
5. Self-Efficacy in City Manager or CAO Positions
6. Self-Identity in City Manager or CAO Positions
Additionally, this analysis will examine if there is a correlation between items one
through three and four through six in the list shown above.
Correlation Analysis
The variable, gender, was normalized to a categorical variable, and the remainder
of the variables, based on a Likert scale, were normalized to nominal.
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Self-Identity in City
Manager or CAO Positions

Self-Efficacy in City
Manager or CAO Positions

Interest in City Manager or
CAO Positions

Familiarity with employment
requirements
for CM or CAO Positions

Knowledge of CM or CAO
Positions

Familiarity with CM or
CAO Positions

Interaction with CM or
CAOs

Gender

Table 3. Correlation of Variables

Gender
Interaction with
CM or CAOs
Familiarity with
CM or CAO
Positions
Knowledge of
CM or CAO
Positions
Familiarity with
employment
requirements for
CM or CAO
Positions

1.0000
0.1126

1.0000

0.1810

0.1115

1.0000

0.1341

0.4094

0.6210

1.0000

0.1662

0.3856

0.5908

0.8553

1.0000

Interest in City
Manager or
CAO Positions

0.0826

0.5206

0.1354

0.5148

0.4657

1.0000

Self-Efficacy in
City Manager or
CAO Positions

0.0840

0.0624

0.3382

0.6000

0.3649

0.2304

1.0000

Self-Identity in
City Manager or
CAO Positions

0.1678

0.1093

0.3140

0.4661

0.4434

0.7661

0.4261

1.0000

The variables with a correlation coefficient greater than 0.5 are bolded in the table. From
the table, the following pairs of variables exhibit a positive correlation greater than 0.7:
•

Familiarity with employment requirements for CM or CAO Positions and
Knowledge of CM or CAO Positions

•

Self-Identity in City Manager or CAO Positions and Interest in City Manager or
CAO Positions

These types of correlations are expected, since the questions themselves are similar in
nature. However, it is important to note that gender is not strongly correlated with any
one of the other variables.
Regression Analysis
When a multiple linear regression analysis of the data was conducted, gender was
not a significant predictor of interest, self-efficacy, or self-identity in City Manager or
CAO positions. The regression analysis shows that interaction with a current City
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Manager or CAO is a statistically significant predictor of interest in City Manager or
CAO roles as shown in the table below:
Table 4. Regression of Interest in City Manager or CAO Roles
Regression Statistics
Multiple R
R Square
Adjusted R Square
Standard Error
Observations

0.5206
0.2710
0.2281
1.0896
19

ANOVA
df
1
17
18

SS
7.5024
20.1818
27.6842

Coefficient
s
-0.2909

Standard
Error
0.6668

t Stat
-0.4363

P-value
0.6681

0.5091

0.2025

2.5139

0.0223

Regression
Residual
Total

Intercept
Interaction with current CMs or
CAOs

MS
7.5024
1.1872

F
6.3196

Significanc
eF
0.0223

The regression analysis shows that knowledge of the position is a statistically significant
predictor of self-efficacy in City Manager or CAO roles as shown in the table below:
Table 5. Regression of Self-Efficacy in City Manager or CAO Roles
Regression Statistics
Multiple R
R Square
Adjusted R Square
Standard Error
Observations

0.6000
0.3600
0.3224
0.6838
19

ANOVA
df
Regression
Residual
Total

SS
4.4716
7.9494
12.4211

1
17
18
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MS
4.4716
0.4676

F
9.5626

Significance
F
0.0066

Intercept
Knowledge of CM or CAO
position

Coefficients
2.3090

Standard
Error
0.4556

t Stat
5.0684

P-value
0.0001

0.3989

0.1290

3.0923

0.0066

The regression analysis shows that interest in the position is a statistically significant
predictor of self-identity in City Manager or CAO roles as shown in the table below:
Table 6. Regression of Self-Identity in City Manager or CAO Roles
Regression Statistics
Multiple R
R Square
Adjusted R Square
Standard Error
Observations

0.7661
0.5869
0.5626
0.7704
19

ANOVA
df
Regression
Residual
Total

Intercept
Interest in CM or CAO
Positions

1
17
18

SS
14.3320
10.0891
24.4211

MS
14.3320
0.5935

F
24.1492

Coefficients
0.4836

Standard
Error
0.4715

t Stat
1.0258

P-value
0.3194

0.7036

0.1432

4.9142

0.0001

Discussion
Based on the statistical analysis conducted above, it is clear that for this sample of
CPP MPA students, almost double the students who currently work in the city
management or local government sector plan to do so after completion of their MPA
degree; this number is even higher for female subjects. Based on this analysis of gender
for this sample of CPP MPA students, gender is not statistically significantly correlated
with awareness, interest, or self-efficacy in City Manager or CAO roles. Combining this
57

information with the graduation rates of females in public administration programs shows
that the issues that are affecting women from attaining senior executive leadership
positions happen in the workplace not in their academic preparation for these roles. The
goal of the mentorship program for CPP MPA students is to use the relational data
outlined above to equip students especially female students to face the obstacles that may
arise in the workplace preventing them from attaining and persisting in City Manager or
CAO positions. A qualitative analysis of interviews with current CPP MPA students and
current female City Managers or CAOs can be found below to gain a deeper
understanding of how the mentorship program can address such obstacles.
Limitations
A majority, approximately 83.3%, of female students responded to the online
survey whereas only 30.8% of male students responded. This may be attributed to the
title of the study which may have given the perception that the study was only for female
students. Further and similar research should make it clear that the research study is
intended for participation from all students regardless of gender. Furthermore, since the
critical mass needed for statistical significance was not achieved, the results speak only to
the subjects participating in the study and are not representative of the entire CPP MPA
program. However, the results could and should be used to further research of the
program and design the pilot city management mentorship program.
Phone Interviews with Female CPP MPA Students
Summary of Findings
For this study, five female CPP MPA students were invited to be interviewed via
phone of which four accepted and participated in the interview. The script for the
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interview can be found in Appendix E. The interviews were recorded and transcribed;
condensed notes can be found in Appendix F. A summary of the findings for each
interview question can be found in the table below:
Table 7. Summary of Interviews with Female CPP MPA Students
Interview Questions
When did you start the MPA
program?
What were you doing before
the program?

Why did you enroll in the
CPP MPA program?
What do you hope to gain
from the program?
Have you ever considered a
career in city management?
What do you know about city
management, specifically
City Manager, careers?
What interests or doesn't
interest you about the career?
Were there any classes or
academic experiences in
particular that led you to an
"Ah-ha!" moment where you
realized this was the career
path you wanted to pursue?
Did you have any experiences
either in or outside of school
that exposed you to "the life
of a city manager"?
What do you think you need
to become a city manager?
Do you think that it is
something you could attain in
your career trajectory? Why
or why not?
Do you see yourself as a city
manager? Could you envision
yourself as one? What does it
look like?

Summary of Responses
All respondents started the CPP MPA Program within one academic year.
Half of the participants work or have worked in the public sector where
one of these two respondents works in local government.
The respondents were split equally between their desired outcomes of the
program were either a career switch into the public sector or career
progression within their current roles. Based on these responses, threequarters of the respondents plan to work in the public sector, two of them
plan to continue working or transition into local government.
Two of the respondents had academic or knowledge-based goals, and the
other two respondents identified career-oriented goals.
All of the respondents have considered a career in city management. Two
of them decided that the field was not a right fit for them.
All of the respondents identified the importance of CM's supervisory role
and the high level of responsibility for the city.
Two of the respondents reported the sense of "fulfillment" as an interest
for the city management career. Three of the four respondents reported
politics as a reason they are not interested in the CM position.

Two of the respondents reported an experience that involved a personal
connection to the career choice. One respondent reported a fulfilling job
appointment in the form of an internship.
Three of the four respondents reported meeting a city management
professional through the MPA program that exposed them to the life of a
CM. One respondent who currently interacts with a CM regularly through
their job appointment, reported this as the primary exposure to the "life of
a CM".
Half of the respondents reported the need for an MPA degree and many
years of experience. The other two respondents mentioned soft skills
including leadership.
Two of the respondents are confident in their ability to attain the CM
position within their career trajectory. The other two respondents did not
outright say "No", but they are unsure because they are unclear about the
career path.
Only one respondent sees herself as a CM. She acknowledges the high
levels of responsibility, but she also highlights how fulfilling the role
would be. The other three respondents feel that the cons of the high levels
of pressure and responsibility outweigh the pros of fulfillment.
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Discussion
Based on the results of the phone interviews with the four female CPP MPA
students, a career in city management is a prevalent career path for CPP’s MPA students
regardless of gender. Additionally, students hope to gain professional development and
soft skills from their experience in the MPA program in addition to the academic or
specialized knowledge gained. There was a wide spectrum on the respondent views
toward city management as a field and career choice. It is important to note that those
students who are interested in pursuing a career in city management, and more
specifically the City Manager role, have interacted with a City Manager on a more
consistent basis. Both students’ interactions with the aforementioned City Managers
happened coincidentally, as in these situations were not sought out; and, these
interactions resulted in the students’ career choice in city management. This is critical to
this study, because a mentorship program for MPA students will provide access to these
types of opportunities, so that more students, particularly female students, will be able to
consider city management as a career choice. As could be expected, those students that
interact with a City Manager regularly, were able to speak about city management careers
with specificity and clarity; the other two students gave generic answers and selfidentified that they did not know specific information about “what the career is actually
like”. When asked about what interests and disinterests students have with the City
Manager position, all respondents mentioned sense of fulfillment as an interest and
concern over politics as a disinterest. This is important, because it sheds light on the types
of perceptions that students have about city management and the City Manager or CAO
role. Most students identified the CPP MPA program as the medium for learning about
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the “life of a City Manager”. This means that, for most students, the CPP MPA program
is the gateway for gaining a deeper and more realistic understanding of the City Manager
position. Additionally, most students believe that they could attain the position of City
Manager with their MPA degree, but do not want to pursue this position. When the
students described what the position of City Manager looked like, the responses were
more negative than they were positive. Lastly, it is important to note that all students
noted a concern for the responsibility, pressure, and work-life balance associated with the
City Manager position where one respondent specifically identified a concern for their
ability to fulfill their familiar role as a mother concurrently with the City Manager
position. This is consistent with the findings for one of the deeply rooted gender issues
affecting women in the City Manager and other executive roles.
Limitations
Limitations to these interviews may include biased or dishonest answers based on
the respondent’s conceptions about the study. For example, participants may be inclined
to answer in a way that they deem favorable to the CPP MPA program administration.
Additionally, the fact that the primary investigator and the participants are colleagues in
the same program may lead to answer bias even though only one participant personally
knew the primary investigator.
Phone Interviews with Female City Managers in Los Angeles County
Summary of Findings
For this study, all female city managers in Los Angeles County were invited to
participate in a phone interview via email. The script for the interview can be found in
Appendix E. The interviews were recorded and transcribed; condensed notes can be
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found in Appendix G. A summary of the findings for each interview question can be
found in the table below:
Table 8. Summary of Interviews with Los Angeles County Female City Managers or
CAOs
Interview Questions
Tell me about your
trajectory to City
Manager from childhood
to present.
What do you need to
become a city manager?
Did you have any
experiences either in or
outside of school that
exposed you to "the life
of a city manager"?
Were there any classes
or academic experiences
in particular that led you
to an "Ah-ha!" moment
where you realized this
was the career path you
wanted to pursue?
How has the position of
City Manager been
different than your other
roles within city
management?
How do you feel that
being female has
influenced your ability to
attain the position of
City Manager?
How did your
educational background
help prepare you for a
career in city
management?
What role did
mentorship have in your
career trajectory?
How do you feel MPA
programs can help bring
awareness and increase
interest, self-efficacy,
and identity in city

Summary of Responses
All respondents did not intend on pursuing the City Management role at
the start of their career. Half of them did not even intent on pursuing a
career in city management. It was through working on another project or
work assignment closely related to city management that exposed them
to the industry and the role of City Manager. A majority of respondents
reported having to “work their way up” to the City Manager position.
Some common themes include leadership, being a generalist and multidepartmental director, and being able to manage up to the city council as
well.
Only one respondent had early exposure, before graduation of her
bachelor's degree, to "the life of a CM"; this respondent had a familial
connection to a council member, and therefore had a mentor in city
management early on.

None of the respondents highlighted a class experience that led them to
pursue city management.
Respondents highlighted the importance of developing supervisory and
people skills specifically for this role. Additionally, two respondents
highlighted the importance of outside professional networks for
professional development within the role.

There was variation in the responses with respect to gender and their
role. One common theme is that their experience with gender stereotypes
varies from organization to organization.

Respondents agree that their experiences in higher education have
provided for a foundation necessary for careers in city management.
All respondents agree that mentorship has played a major role in their
career trajectory. Two respondents emphasized the importance of young
professionals to actively seek out mentorship even outside of their own
organizations.
A common theme in responses was the importance of exposure and
onsite experience whether voluntary or internship experiences. MPA
students should interact with as many professionals in city management
as they can.
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management careers to
females?
Lastly, if a mentorship
program for CPP MPA
students is launched this
fall, would you be
interested in
participating as a
mentor?

When asked if they would be willing to participate in a mentorship
program, all respondents were willing to support a mentorship program
and showed excitement for the program.

Discussion
The insights from the interviews with the current female City Managers highlight
critical themes and environmental factors in local government that should be included in
the mentorship pilot program. Firstly, based on the responses, most female city managers
did not have the City Manager position in their career plan until late in their careers. One
respondent even stated:
“Up until 4 years ago, I absolutely did not want to be a City Manager… I was Assistant
City Manager, and still sure I didn't want to do that. With the guidance of my current
City Manager, I realized that maybe I could be a City Manager on my own terms, and as
long as I found a place where my skillset would be appropriate, it would work out.”
These types of statements from respondents were common even with the respondent who
grew up in a family that was civically engaged and had a council member parent. This is
important, because it aligns with what the CPP MPA can do to better prepare students for
careers in city management, specifically City Manager or CAO roles. All respondents
mentioned the word, “exposure” – or a type of activity that increased students’ exposure
to the role of a City Manager, or CAO – as a critical component of supporting MPA
students in pursuing a city management career.
Furthermore, when asked about how their gender has influenced their ability to
attain their current position, respondents agree that their experience can be vastly
63

different based on the city or organization where they are working or applying. One
respondent stated that she did not feel that her gender has affected her career trajectory or
experience in the City Manager position. At least half of the respondents mentioned that
one of the determining factors with pursuing the City Manager or CAO position was
work-life balance. They quoted the long hours, high levels of commitment and
responsibility, and feeling that they are always “on-call” as factors that would deter them
from the position for this reason.
Generally, the respondents’ educational backgrounds were not related to public
administration; and, those respondents which pursued an MPA degree did so later in their
careers. They agree that the content that they learned in their MPA degrees was a
foundation of concepts and theories which they could apply to their careers, but it was not
the career channel for their transition into city management or the City Manager position.
None of the respondents quoted any experiences in their academic trajectory that exposed
them to “the life of a City Manager or CAO”, but at least half highlighted the impact that
such an experience can have.
All respondents agree on the importance of mentorship for a successful career
trajectory to and through the position. One respondent stated:
“Mentorship is important not only to get here (City Manager position), but once you are
here. When you are essentially the CEO of the city, you need a network of executives in
similar positions to learn from and reach out to. As a City Manager, we are somewhat
isolated… so, these mentors and support groups are key to keeping us sane and
connecting about how to address different problems.”
Respondents agree that mentorship at an earlier part of their career would have benefited
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them in “figuring out” they wanted to be a City Manager sooner and preparing for the
role appropriately. For most of the respondents, a mentorship relationship, both informal
and formal, served as a catalyst for their pursuit of the City Manager role. This is shown
in the following quote from one of the respondents:
“One of my CM mentors, really pushed me. I really didn’t want the CM job, and I didn’t
know why. He made me think critically about “Why not?”. I was already wearing a lot of
hats and had been department head for a few departments. And sometimes, it takes
someone else to see something in you that you didn’t see in yourself – and to help you
break those internal barriers, keeping you from moving forward, down.”
The final respondent comment that is important to note about mentorship is the
importance of “meaningful” mentorships. She emphasized the power that mentorships
can have if both parties invest the time and energy to make them work; she warned about
the industry trend of using this word without mentors and mentees actually connecting,
engaging, and following through with their goals. This is an important note to keep in
mind during the design, implementation, and evaluation of the CPP MPA mentorship
pilot program. In sum, respondents agree on the following three main points:
1. Exposure is a critical step to being able to promote the role with female MPA
students.
2. Gender stereotypes and respondent experience to gender stereotypes varies
greatly between organizations.
3. An effective and structured mentorship program can have a lasting impact that
goes beyond a student’s graduate program.
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Limitations
The questions included in this interview required participants to disclose their
perceptions about their personal and career lives. Their answer may be dishonest or
biased based on their commitment to representing their organization and answering
strictly from their City Manager point of view. To counteract this bias or dishonesty,
respondents were assured that their responses would be kept anonymous and confidential
for the purpose of this study.
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CHAPTER 5: RECOMMENDATIONS AND CONCLUSION
Executive City Leaders Development Program (ECLDP)
Design
Based on this study and the existing literature and research addressing gender in
City Manager or CAO positions, the design for the ECLDP program follows the
following framework:

Exposure

• "A Day in the
Life of a CM"
• "Truth about
being a CM"
• "Gender in the
CM Role"

SelfEfficacy

• Leadership
Assessment
• Career Map
• Addressing
Gender
Stereotypes

Identity

• Case
Competition
• Real-world
implementation
project
• Elective
Workshop

Table 9. ECLDP Program Design Framework
Exposure
Exposure is the first step of the mentorship program, because students must be
able to know what the role is in order to give it consideration. Given the current gender
representation rates for women in City Manager or CAO roles, this step is critical in
ensuring that women have equal access to this career opportunity. This step includes the
following three activities:
1. “A Day in the Life of a City Manager”: A day where a mentee (student) shadows
their mentor (current City Manager) in their daily setting. Ideally, the mentee will
be able to observe a part of their workday in their office as well as a project
outside of the office. The objective is to increase mentee awareness of the City
Manager position in a hands-on way.
2. “Truth about being a City Manager”: This is a panel event where five mentors are
invited to sit on a panel where mentees are allowed to ask questions about the
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profession in a low stakes and judgment free zone. The objective is to provide
students with an opportunity to relate to City Managers and engage with City
Managers in an informal setting.
3. “Gender in the CM Role”: This is an interactive session, where mentees learn
about the current state of women in local government, specifically the City
Manager or CAO role.
Self-Efficacy
Self-Efficacy is the second step of the mentorship program, and it aims to increase
mentee’s confidence in pursuing a leadership role in local government, emphasizing the
City Manager or CAO role. This step includes the following three activities:
1. Leadership Assessment: Mentees and mentors will both participate in this activity
that will use a researched leadership model evaluation tool to identify their
strengths and weaknesses as leaders. Subsequently, participants will develop a
“Leader in the Making” plan where they hold each other accountable. The
objective is to increase student’s confidence in their leadership skills as measured
by an evaluation tool and progress tracking.
2. Career Map: Mentees and mentors will work together to develop a Career Map
that is pragmatic yet effective. The objective is to give mentees a tangible and
visual of a possible career trajectory for the City Manager role that incorporates
mentor feedback.
3. “Addressing Gender Stereotypes”: This workshop would ideally be led by a
diversity and inclusion subject matter expert in the public sector, who can give
mentees the tools that they need to address gender stereotypes in the workplace.
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The objective is to empower mentees in an effort to mitigate and minimize the
negative effect that they may experience if they encounter these stereotypes in the
workplace.
Identity
Identity is the last step of the mentorship program, and the goal of this step is to
give mentees the opportunity to see themselves as City Managers. This step includes the
following three activities:
1. Case Competition: Mentees and mentors work together in teams to work on
relevant challenges that City Managers are facing. Students prepare a presentation
for a panel of judges that include city management executives and council
members. The objective is to give mentees the opportunity to perform the
strategic thinking process that city managers practice when facing a problem
within their city.
2. Real-world Implementation Project: In this project, students work with their
mentees on a specific project where they provide analysis, insight, or reporting
that is directly applicable or used in the project. The objective is for the mentee to
see how their work product and contribution can be applied to a real world project
in city management.
3. Elective Workshop: In this activity, mentees will have the opportunity to learn in
a TED-talk styled lecture setting from industry professionals on the following
topics:
a. Managing work-life balance
b. Breaking through the glass ceiling in local government
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c. Salary negotiations
The objective of these workshops is to educate mentees on the researched issues
that are affecting women in executive level positions in local government.
Implementation Plan
This pilot program should be student-led with support from CPP MPA
administration. In addition, access to program alumni in city management to recruit as
mentors for the program will be imperative. The goal would be to launch the program
with the start of the academic year where each component of the mentorship program
outlined above is three months long. Implementation of the program would involve the
following steps:
1. Development of a mentorship handbook to guide mentees and mentors through
the program while holding both parties accountable to each other.
2. Recruitment of mentors and mentees for the program. Partnerships are crucial to
the successful recruitment of mentors and industry experts to contribute to
specialized functions of the program including the case competition and elective
workshops. Special attention should be paid to partnerships with professional
organizations and other MPA programs in the area.
3. Create an official schedule based on the academic year and the program design.
4. Launch the program in Fall 2019.
Evaluation Plan
Since this is a pilot program, evaluation will be a critical component of
continuous improvement during the first few years of implementation. Therefore, preand post- surveys of each of the program components will be important for immediate
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feedback. In addition, individual interviews of the pilot program participants at the end of
the program will be helpful in tracking immediate post program impact; moreover, the
CPP MPA program should ensure to track the career trajectory of students participating
in the program. A longitudinal evaluation will allow the MPA program to measure longterm impact of the mentorship program. In the same way, mentors should be invited and
encouraged to participate in a focus-group survey in order to evaluate and document their
perspective of the program as well as how the program can be enhanced. One of the
female City Managers interviewed in this study highlighted that mentorship programs are
not only important for the mentees but also for the mentors and the organization, because
it helps prepare the next generation of executive leaders in a personalized way.
Conclusion
Based on the analysis conducted in this study and the literature reviewed, there is
a need for longitudinal research on gender in City Manager or CAO roles. Many research
centers are tracking data about other senior or executive leadership positions in
government and in the private sector, but no published research is capturing and
publishing data trends for gender representation rates in City Manager or CAO roles.
Furthermore, an evaluation of this pilot program can be used in the development and
implementation of future mentorship programs that address different minority groups that
may experience similar issues in local government. Lastly, the outcomes of the literature
reviewed and the research study sheds light on an opportunity to implement the type of
mentorship program within an organization where junior employees are mentees and
directors or executive level employees are mentors; this type of program would address
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the crippling organizational culture that some of the City Manager interviewees stated
could affect a young female professional’s career progression.
Gender equity in the workplace is improving, but it is still lagging in some
industries, specifically local government (CAWP, 2019). The current research suggests
that there are many reasons why women are still experiencing inequities and stereotypes
in the workplace, and for the most part, these reasons are still deeply rooted in gender
issues that have affected women for over a century (Barnett, 2004, p. 666). The research
study conducted aimed to identify what type of gender issues exist in the workplace for
organizations in local proximity to CPP, whether these gender issues are affecting
students’ perspectives before they enter the workplace, and the female CPP MPA
perspective on executive careers in city management, specifically the City Manager or
CAO role.
The quantitative and qualitative studies conducted herein found for the sample of
CPP MPA student participants, gender was not correlated to their perspectives in city
management. However, when female students were interviewed, some of their concerns
with pursuing a career trajectory to the City Manager or CAO role were founded on
gender norms, specifically their concern for being able to manage their professional role
and their families. Furthermore, based on all three methods, it is clear that in order to
increase student interest in City Manager or CAO roles, exposure is a key component.
The mentorship program outlined above aims at addressing the representation issue
within City Manager and CAO roles to not only benefit the women who hold them, but
the organizations and communities that they serve. By increasing gender equity in local
government and promoting more diversity in senior leadership, implementation of public
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policy and administration will be more inclusive of all members of a community (Fox,
2001, p. 390). Lastly, further research of the mentorship program included will provide a
framework for a mentorship program that will promote diversity and inclusion in
leadership positions for all underrepresented groups.
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APPENDIX A
Table 10. MPA Graduation Rates in the United States by Gender
Master in Public
Administration
Degrees Conferred
2014-2015

Total
34,896
11,187

Female
Male

Percentage
75.72%
24.28%

46,083
Master in Public
Administration
Degrees Conferred
2013-2014

Total
33,674
10,834

Female
Male

75.66%
24.34%

44,508
Master in Public
Administration
Degrees Conferred
2012-2013

Total
32,727
10,864

Female
Male

75.08%
24.92%

43,591
Master in Public
Administration
Degrees Conferred
2011-2012

Total
31,243
10,494

Female
Male

74.86%
25.14%

41,737
Master in Public
Administration
Degrees Conferred
2010-2011

Total
28,841
9,793

Female
Male

74.65%
25.35%

38,634
Master in Public
Administration
Degrees Conferred
2009-2010

Total
26,864
8,865

Female
Male

75.19%
24.81%

35,729
Master in Public
Administration
Degrees Conferred
2008-2009

Total
25,587
8,346

Female
Male

75.40%
24.60%

33,933
Master in Public
Administration
Degrees Conferred
2007-2008

Total
24,889
8,140

Female
Male

33,029
Total
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75.35%
24.65%

Master in Public
Administration
Degrees Conferred
2006-2007
Master in Public
Administration
Degrees Conferred
2005-2006

23,373
7,758

Female
Male

75.08%
24.92%

31,131
Total
23,373
7,572

Female
Male

75.53%
24.47%

30,945
Master in Public
Administration
Degrees Conferred
2004-2005

Total
22,182
7,370

Female
Male

75.06%
24.94%

29,552
Master in Public
Administration
Degrees Conferred
2003-2004

Total
14,109
3,789

Female
Male

78.83%
21.17%

17,898
Master in Public
Administration
Degrees Conferred
2002-2003

Total
19,503
6,391

Female
Male

75.32%
24.68%

25,894
Master in Public
Administration
Degrees Conferred
2001-2002

Total
18,943
6,505

Female
Male

74.44%
25.56%

25,448
Master in Public
Administration
Degrees Conferred
2000-2001

Total
18,724
6,544

Female
Male

74.10%
25.90%

25,268
Master in Public
Administration
Degrees Conferred
1999-2000

Total
18,786
6,808

Female
Male

73.40%
26.60%

25,594
Master in Public
Administration
Degrees Conferred
1998-1999

Total
18,369
6,556

Female
Male
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73.70%
26.30%

24,925
Master in Master in
Public
Administration
Degrees Conferred
Degrees Conferred
1997-1998
Master in Public
Administration
Degrees Conferred
1996-1997

Total
18,119
7,025

Female
Male

72.06%
27.94%

25,144
Total
17,824
6,957

Female
Male

71.93%
28.07%

24,781
Master in Public
Administration
Degrees Conferred
1995-1996

Total
17,302
6,927

Female
Male

71.41%
28.59%

24,229
Master in Public
Administration
Degrees Conferred
1994-1995

Total
16,631
6,870

Female
Male

70.77%
29.23%

23,501
Master in Public
Administration
Degrees Conferred
1993-1994

Total
15,427
6,406

Female
Male

70.66%
29.34%

21,833
Master in Public
Administration
Degrees Conferred
1992-1993

Total
14,529
6,105

Female
Male

70.41%
29.59%

20,634
Master in Public
Administration
Degrees Conferred
1991-1992

Total
13,474
5,769

Female
Male

19,243
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70.02%
29.98%

APPENDIX B
Table 11. Current City Manager or CAO Job Postings in the Municipal Management
Association of Southern California’s Online Job Database (MMASC, 2019).
Title

City
Manager

City
Manager

City
Manager

City
Manager

Location Requirements

Bell, CA

Candidates should possess significant experience in municipal government. A
Bachelor’s Degree in Public Administration, Business Administration, or a related
field is required, Master’s degree is preferred. Bilingual candidates
are strongly encouraged to apply.

Union
City, CA

The City Council seeks an experienced and visionary manager, particularly with a
background in economic development. The successful candidate will embody the
core values of safety, tolerance, and caring, both internal to the organization and as
a visible member of the community. The Council desires a manager with a
collaborative spirit and a track record for developing positive relationships with
agency and community partners, such as the school district. The successful
candidate should demonstrate past success in attracting and retaining businesses,
particularly with experience in balancing jobs, housing, and transportation needs.

Jurupa
Valley,
CA

The City of Jurupa Valley is a special city characterized by its small-town feeling,
exceptional natural beauty, and distinctive communities. The City is a non-PERS,
contract City with a blended staff. Citizens in Jurupa Valley enjoy the scenic views,
the Santa Ana River, the equestrian lifestyle, the natural environment, and friendly
residents. One of the most unique aspects of Jurupa Valley is the variety and
number of distinct communities located there. The City’s Motto is: “A Community
of Communities". The City of Jurupa Valley is seeking a highly qualified,
enthusiastic candidate to fill its City Manager position. The ideal candidate will be
a natural leader of people possessing excellent communication skills and a strong
desire to provide superior service. Candidates must possess a Bachelor’s degree in
the area of Business or Public Administration and a minimum of five (5) years’
experience managing public sector operations; or an equivalent combination of
education and experience. A Master’s degree in Business or Public Administration
is preferred. In addition, bilingual candidates who can speak English and
conversational Spanish are highly desirable. The salary range for the City Manager
position is open, negotiable, and dependent upon qualifications.

Palos
Verdes
Estates,
CA

Desire a bachelor’s degree in public/business administration,
political science, economics, finance, urban planning or a related
field; and municipal management experience; or any equivalent
combination of training and experience which provides the
required skills and knowledge. A master’s degree in public
administration or business administration is desirable.
California experience is preferred. Candidates from both the
public and private sectors will be considered, as will candidates
who are Assistant/Deputy City Managers or Department Heads, particularly with
strong experience in finance. Having worked for
an organization with its own Police Department would be ideal,
as would experience with a coastal city and having worked in a
unionized environment.
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Figure 13. Visual Representation of Paper Version of Online Student Survey
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APPENDIX D
Table 12. Job Title Category Classification
My current job title is
Specified Job Title
Psyop Specialist
Administrative Assistant
Early Childhood Parent Coach
Operations Manager
Administrative supporter and Sales representative
Management Analyst
Executive Coordinator
Senior Environmental Resource Specialist
College Tutor
Merchandising specialist
Unemployed
Unemployed
Service Coordinator
Confidential, Executive Assistant
Cal Poly Pomona Administrative Support Assistant
Analyst Specialist
Procurement Coordinator
Accounting Technician II
Senior Institutional Research Analyst
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Category
Experienced
Entry-Level
Experienced
Mid-Level Manager
Entry-Level
Experienced
Entry-Level
Experienced
Experienced
Experienced
Unemployed
Unemployed
Entry-Level
Entry-Level
Entry-Level
Experienced
Entry-Level
Experienced
Experienced

APPENDIX E
Table 13. Current Salaries of Los Angeles County City Managers or CAOs. (Nevada
Policy Research Institute, 2019).
Salary 2017

Total
Compensation
- 2017

$232,768.58

$282,249.63

M

UNK

UNK

Alex Hamilton

M

UNK

UNK

Hawthorne

Arnold Shadbehr
(Interim)

M

$233,359.00

$336,859.00

Cerritos

Art Gallucci

M

$225,817.00

$344,077.19

Inglewood

Arte Fields

M

$304,695.00

$472,676.00

San Dimas

Blaine Michaelis

M

$230,967.85

$284,729.32

La Puente

Bob Lindsey

M

UNK

UNK

La Verne

Bob Russi

M

$224,527.64

$338,222.73

Covina

Brian Saeki

M

$196,705.00

$301,241.95

Temple City

Bryan Cook

M

$190,518.00

$215,569.50

Vernon

Carlos R. Fandino

M

$297,245.00

$388,461.18

Compton

Cecil W. Rhambo,
Jr.

M

$198,687.50

$231,385.50

Signal Hill

Charlie Honeycutt

M

UNK

UNK

Duarte

Darrell George

M

$245,476.85

$294,718.13

West Covina

David Carmany
(Interim)

M

$198,433.00

$270,063.08

Avalon

Denise Radde

F

UNK

UNK

Arcadia

Dominic
Lazzaretto

M

$219,516.96

$308,256.20

Rancho Palos Verdes

Douglas Willmore

M

$207,070.66

$257,482.61

Commerce, City of

Edgar Cisneros

M

$168,961.65

$323,427.26

Gardena

Edward Medrano

M

UNK

UNK

Rolling Hills Estates

Elaine Jeng

F

UNK

UNK

Hawaiian Gardens

Ernie Hernandez

M

$188,000.00

$268,927.00

La Habra Heights

Fabiola Huerta

F

$97,621.00

$119,674.00

Sierra Madre

Gabriel Engeland

F

$141,342.01

$172,404.31

Calabasas

Gary J. Lysik

M

UNK

UNK

Downey

Gilbert A. Livas

M

$256,370.00

$375,906.43

Rosemead

Gloria Molleda

F

UNK

UNK

Incorporated City of Los
Angeles County

City Manager
or Equivalent

Pico Rivera

UNK

Glendora

Adam Raymond

El Monte
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Gender

El Segundo

Greg Carpenter

M

$221,991.00

$302,737.64

Agoura Hills

Greg Ramirez

M

UNK

UNK

Diamond Bar

James DeStefano

M

$117,251.97

$205,980.19

Lancaster

Jason Caudle

M

UNK

UNK

La Mirada

Jeff Boynton

M

$197,672.96

$286,946.50

Whittier

Jeff Collier

M

$246,485.00

$277,065.00

M

$216,215.18

$304,614.62

F

$190,587.58

$267,848.00

Maywood

Jeffrey Lee
Stewart
Jennifer E.
Vasquez

Norwalk

Jesus M. Gomez

M

$195,000.00

$317,945.46

Palmdale

Jim Purtee

M

$241,503.00

$354,798.00

Redondo Beach

Joe Hoefgen

M

$234,770.17

$367,692.76

Culver City

John M. Nachbar

M

$266,999.49

$409,540.74

Paramount

John Moreno

M

$203,016.00

$293,037.00

Cudahy

Jose E Pulido

M

UNK

UNK

Lynwood

Jose Ometeotl

M

UNK

UNK

M

$240,000.00

$367,910.12

M

$266,830.40

$387,567.67

Bellflower

Santa Clarita

Kenneth C.
Farfsing
Kenneth W.
Striplin

Hidden Hills

Kerry Kallman

M

UNK

UNK

Bradbury

Kevin Kearney

M

UNK

UNK

Torrance

LeRoy J. Jackson

M

$268,382.00

$380,058.00

Pomona

Linda Lowry

F

$229,365.57

$320,870.55

Beverly Hills

Mahdi Aluzri

M

$302,399.97

$411,454.16

San Marino

Marcella Marlowe,
PhD

F

UNK

UNK

Manhattan Beach

Mark Danaj

M

UNK

UNK

San Gabriel

Mark Lazzaretto

M

UNK

UNK

M

UNK

UNK

M

UNK

UNK

Carson

Palos Verdes Estates

Mark R.
Alexander
Mark Velez
(Interim)

Alhambra

Mark Yokoyama

M

$196,493.00

$356,044.70

South Gate

Michael S. Flad

M

$234,304.00

$298,356.00

San Fernando

Nick Kimball

M

UNK

UNK

Monrovia

Oliver Chi

M

$209,868.88

$317,421.39

Long Beach

Patrick H. West

M

$267,579.00

$367,620.00

West Hollywood

Paul Arevalo

M

$337,528.00

$471,009.00

La Canada Flintridge
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Bell

Paul Philips

M

$280,499.88

$360,354.95

Montebello

Paul Talbot
(Acting)

F

$213,249.90

$319,239.69

Bell Gardens

Philip Wagner

M

UNK

UNK

South El Monte

Rachel Barbosa
(Acting)

F

UNK

UNK

Rolling Hills

Raymond R. Cruz

M

$175,270.00

$218,958.94

Santa Fe Springs

UNK

M

UNK

UNK

Malibu

Reva Feldman

F

$218,861.00

$306,667.00

Huntington Park

Ricardo Reyes

M

UNK

UNK

Los Angeles

Richard H.
Llewellyn, Jr.

M

$269,679.00

$283,782.42

Santa Monica

Rick Cole

M

UNK

UNK

Westlake Village

Rob de Geus

M

$221,602.40

$324,610.67

Walnut

Rob Wishner

M

$209,342.00

$281,308.00

Monterey Park

Ron Bow

M

UNK

UNK

Burbank

Ron Davis

M

$281,565.00

$416,909.00

Lomita

Ryan Smoot

M

UNK

UNK

Azusa

Sergio Gonzalez

M

$139,263.00

$175,265.00

M

$212,664.75

$305,569.52

F

UNK

UNK

M

UNK

UNK

Lawndale

Shannon
Yauchzee
Stephanie
DeWolfe
Stephen N.
Mandoki

Pasadena

Steve Mermell

M

$274,999.93

$404,678.21

Hermosa Beach

Suja Lowenthal

F

UNK

UNK

Claremont

Tara Schultz

F

UNK

UNK

Lakewood

Thaddeus
McCormack

M

UNK

UNK

Industry, City of

Troy Helling

M

$141,730.56

$207,941.45

Irwindale

William K. Tam

M

UNK

UNK

Artesia

William Rawlings

M

UNK

UNK

Glendale

Yasmin Beers

F

$235,549.27

$326,169.08

Baldwin Park
South Pasadena
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APPENDIX F
Female CPP MPA Student Phone Interview Script
•

General phone greetings and notice of recording

•

PI: Thank you for taking the time to speak to me today. I want to brief you on a
few things before we get started. This study involves research into gender equity
in the city management industry. I will ask you a few questions, and the entire
interview should take fifteen to twenty minutes. I will ask you questions about
your gender, professional life including industry and job title, interaction with
City Managers (also known as Chief Administration Officers, or CAOs), your
perceptions about city management. All of your information will be aggregated
with other respondents to ensure your anonymity. I don’t anticipate you
experiencing any discomfort or other negative feelings in this interview, and your
participation in this study is completely voluntary. Should you decide to stop the
interview, please let me know and we will do so immediately. Sound good?

•

When did you start the MPA program?

•

What were you doing before the program?

•

Why did you enroll in the CPP MPA program?

•

What do you hope to gain from the program?

•

Have you ever considered a career in city management?

•

What do you know about city management, specifically City Manager, careers?

•

What interests or doesn't interest you about the career?

•

Were there any classes or academic experiences in particular that led you to an
"Ah-ha!" moment where you realized this was the career path you wanted to
pursue?
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•

Did you have any experiences either in or outside of school that exposed you to
"the life of a city manager"?

•

What do you think you need to become a city manager?

•

Do you think that it is something you could attain in your career trajectory? Why
or why not?

•

Do you see yourself as a city manager? Could you envision yourself as one? What
does it look like?
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APPENDIX G
Female City Manager or CAO Interview Script
•

General phone greetings and notice of recording

•

PI: Thank you for taking the time to speak to me today. I want to brief you on a
few things before we get started. This study involves research into gender equity
in the city management industry. I will ask you a few questions, and the entire
interview should take fifteen to twenty minutes. The goal of this study is to
develop a mentorship program for CPP MPA students. I will ask you questions
about your gender, career trajectory, and specific experiences that may have led
you to your current position. All of your information will be aggregated with
other respondents to ensure your anonymity. I don’t anticipate you experiencing
any discomfort or other negative feelings in this interview, and your participation
in this study is completely voluntary. Should you decide to stop the interview,
please let me know and we will do so immediately. Sound good?

•

Tell me about your trajectory to City Manager from childhood to present.

•

What do you need to become a city manager?

•

Did you have any experiences either in or outside of school that exposed you to
"the life of a city manager"?

•

Were there any classes or academic experiences in particular that led you to an
"Ah-ha!" moment where you realized this was the career path you wanted to
pursue?

•

How has the position of City Manager been different than your other roles within
city management?

•

How do you feel that being female has influenced your ability to attain the
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position of City Manager?
•

How did your educational background help prepare you for a career in city
management?

•

What role did mentorship have in your career trajectory?

•

How do you feel MPA programs can help bring awareness and increase interest,
self-efficacy, and identity in city management careers to females?

•

Lastly, if a mentorship program for CPP MPA students is launched this fall,
would you be interested in participating as a mentor?
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APPENDIX H
Table 14. Condensed Notes from Interviews with Female CPP MPA Students
Interview
Questions

Participant 1

Participant 2

Participant 3

Participant 4

Fall 2018

Fall 2018

Winter 2017

Public Sector:
Federal

Private Sector

Fall 2018
Public Sector:
Local
Government

Why did you
enroll in the CPP
MPA program?

Career switch to
the public sector

Career switch to
the public sector

Career growth
within same
sector

Career growth
within same
sector

What do you hope
to gain from the
program?

Network to
transition into
public sector

Specialized
knowledge.

Base-level
knowledge about
the field.

Have you ever
considered a
career in city
management?

Yes. Not at this
time. Maybe in
the future.

When did you
start the MPA
program?
What were you
doing before the
program?

What do you
know about city
management,
specifically City
Manager, careers?

-Oversee
financial health
of the city
-Oversee
community
planning

What interests or
doesn't interest
you about the
career?

Pros:
-Meaningful
work
-Prevent
corruption
Cons:
-Could be a bad
experience if a
work culture
promotes "ego
wars"

Launch career in
city management
Yes. Decided yes
after interaction
and experience
with city
manager.

-Make sure that
the community is
served
-CM makes sure
that the city is
operating at its
full potential all
the time
Pros:
-Working with
the community
-Benefiting the
community
Cons:
-Lack of
consensus
-Negative people
that won't
support you
-Politics
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No.

Higher
Education

-CM oversees all
city operations
-Answer to
elected officials
-"CEO" of the city

Yes. Decided no.
-Have to start
from the bottom.
-Benefits and
contracts are not
guaranteed
-High-stress
level
-Long work
hours are not
good for family
work balance.

Pros:
-Knowledge
gained
Cons:
-Politics

Pros:
Event Planning
Cons:
-Personal
investment you
have to make
including time

Were there any
classes or
academic
experiences in
particular that led
you to an "Ahha!" moment
where you
realized this was
the career path
you wanted to
pursue?
Did you have any
experiences either
in or outside of
school that
exposed you to
"the life of a city
manager"?

Personal career
choice based on
how my family
has benefited
from this service.
-CM Kevin
Kearney, CM of
Bradbury
-MMASC Rep
Visit
-LA Controller
Visit

What do you
think you need to
become a city
manager?

-Leadership
-Credibility
-Fairness
-Motivational
-Accountability
& ownership

Do you think that
it is something
you could attain
in your career
trajectory? Why
or why not?
Do you see
yourself as a city
manager? Could
you envision
yourself as one?
What does it look
like?

Not sure.
-The trajectory is
not quite clear.
-Starting from the
bottom is a
commitment.
No.
Yes.
-Would be an
honor.
-Confident.
-High levels of
pressure.
-Rewarding.

Working under
the supervision
of a CM on a
project directly
affecting the
community

Has not had this
moment yet.

Summer program
internship

-Shauna Clark,
Professor of
Public Finance
-Close personal
relationship to a
CM

-Current position;
interacts with CM
regularly

-Tammy
LeTearneau,
Professor
-CM Kevin
Kearney, CM of
Bradbury

-Degree
-Experience
-Knowledge of
multiple
departments

-Leadership
-Communication
-Intelligence
-Flexibility

-Degree
-Experience
-Network

Yes.
-Interact with
CMs regularly.
-Know the path.
-Have the
network.

Maybe.
-Would know for
sure after having
management
analyst
experience.

Yes.
Yes.
-Fulfilling.
-Lots of
responsibility.
-High levels of
pressure.

No.
No.
-Overwhelmed.
-Takes over your
life.
-Feel empowered.
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Yes.
-Possible with
MPA degree, but
don't want to
pursue.
No.
No.
-Tired.
-Exhausted.
-No time for
family.
-Could be
rewarding.

APPENDIX I
Table 15. Condensed Notes from Interviews with Female City Managers in Los Angeles
County
Interview
Questions

Participant 1

Participant 2

Participant 3

Participant 4

Tell me about your
trajectory to City
Manager from
childhood to
present.

No jobs available
in initial career
plan, but secured
internship in
recreation
department of
local city. Worked
their way up.

Worked their way
up through HR.
Found a position
as CM where
skillset was
appropriate.

Started in public
sector as City
Manager previously in
private sector.

Started on Parks &
Rec bond
campaign then
worked their way
up.

What do you you
need to become a
city manager?

Did you have any
experiences either
in or outside of
school that
exposed you to
"the life of a city
manager"?
Were there any
classes or
academic
experiences in
particular that led
you to an "Ah-ha!"
moment where
you realized this
was the career path
you wanted to
pursue?

How has the
position of City
Manager been
different than your
other roles within
city management?

No.
Had no experience
to the "life of a
CM" until they
worked in city
management.

No.

-Knowledge of
organizational
theory
-Lead the
department heads,
or subject matter
experts, effectively
-Be able to direct
the council
No.
Respondent gained
experience to the
"life of a CM"
early in life. Father
was a
councilmember.
Had a CM mentor
at a very young
age.

No.

No.

No.

No.

Usually, no one in
the organization
has been in the
CM role, so need
to be proactive
about seeking help
to get better.

Need to be flexible
with the needs of
the entire
organization.

Need more people
skills than any
other role.

It's a lonelier type
of leadership.
Professional
associations are
very important.

-Exposure to
different
areas/departments
-Learning how to
supervise people

-Self-awareness
-Willingness to
learn and
flexibility
-Comfortable with
power
-Resiliency
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-Experience
-Be a professional
generalist
-Be able to lead
and manage the
council

No.
Had no experience
to the "life of a
CM" until they
worked in city
management.

It really depends
on what
organization you're
working for.
"Some
organizations you can feel the
gender stereotypes
as soon as you
walk in. Others
celebrate diversity
and are happy to
have you"

Does not feel that
being female has
affected the ability
to attain the
position, but
aspects of being
female have
deterred them from
pursuing the
position sooner.

Can feel that
gender is
associated with a
certain type of
leadership; "being
strict is seen
as"mean or bitchy
- I don't know if
that would be the
same for my male
colleagues".

Provided a
foundation

Having a PhD has
been a hinderance
more than helpful.

Organizational
theory taught in
MPA programs is
a critical
foundation for the
role.

Able to apply all
concepts and
principles from
formal education
to the job.

What role did
mentorship have in
your career
trajectory?

-Current CMs
have been greatest
mentors.
-First CM played a
big mentorship
role and "showed
me the ropes"

-It's extremely
important.
-Should
proactively seek
out mentors
instead of waiting
for mentor to find
you.
-Mentorship
should be taken
seriously and not
be a buzzword.

-Very important.
-Leveraged
professional
associations to
find mentors.

-Very important.
-Without the role
of a mentor, would
not pursue the CM
role.

How do you feel
MPA programs
can help bring
awareness and
increase interest,
self-efficacy, and
identity in city
management
careers to females?

Give students the
opportunity to take
chances in a safe
environment. It's
an opportunity to
grow where you
do not have to
worry about being
perfect all of the
time.

Share value
proposition for the
city management
career path. MPAs
want to move up
to quick without
valuing
experience.

Increasing
exposure and
identity. Young
professionals
should know what
they are getting
into and the earlier
they can see if it's
a right fit, the
better.

Increasing
exposure through
partnerships with
city organizations
in the form of
internships and onsite experiences.
It's the only way to
find out if it's right
for you.

Lastly, if a
mentorship
program for CPP
MPA students is
launched this fall,
would you be
interested in
participating as a
mentor?

Yes.

Yes.

Yes.

Yes.

How do you feel
that being female
has influenced
your ability to
attain the position
of City Manager?
How did your
educational
background help
prepare you for a
career in city
management?

It has not really
affected my
experience.
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