
as intimidating or ‘difficult’ by men
receive dismissive treatment. This
tragedy creates roadblocks for women
who are team players serving the mis-
sion of the agency, thereby wasting
time and human capital. 

Though it’s easy to identify and rec-
ognize the bias behind the overt exam-
ples of discrimination on the basis of
gender, it’s the nuanced biases in the
workplace that are more difficult to
capture in words. Additionally, it’s
mentally and personally exhausting to
wonder if I am misreading the situa-
tion. For example, at one meeting, I
was not recognized as a member of a
statewide coordinating group in front
of several hundred attendees. Was it
my gender or my agency affiliation
that reduced my status in the speaker’s
dismissal of my statements? Or was it
an accidental oversight? Being recog-
nized for one’s accomplishments is
important for promotions and leader-
ship opportunities, and there is a track
record for women’s accomplishments
being deliberately overlooked. While
some female colleagues have suffered
substantially, I’m lucky to have few
experiences like these that can cloud
what are otherwise positive memories
throughout my career. 

Looking ahead
As younger generations have

entered the workforce, I have noticed
an increase in respectful language and
actions across ranks and gender, as
well as use of objectivity in speech and
tone over the years. I have considered
that these attributes of a professional
work environment are more notice-
able now too that we have stronger
workplace platforms for equality. And
it may be that previous generation
who had ‘grown up’ with more tradi-
tional experiences of gender-based
roles in the household and workplace
thought this bias was part of our socie-
ty, not regarding it as discriminatory. I
believe that us mid- and late-career

professionals advanced our profes-
sionalism through these practices and
positive examples; it’s likely that we
accepted more and dealt with more
nuanced and overt communications
among our colleagues based on the
generation in which we were raised.
These generalities are not the rule, just
my perspective.

This younger generation is also
demanding greater attention to salary,
opportunity, and work-life balance.
Since I came from the school of paying
your dues by working 50-hour weeks
for $10/hour to run around the moun-
tains with a compass and clinometer,
my patience for delivering higher pay
to younger colleagues was limited.
However, it become clear to me that
excelling at assigned tasks and keeping
a positive attitude in the workplace
deserved merit increases when annual
evaluations were due. The cost of liv-
ing really does increase over time, and
pay commensurate of work completed
must be delivered. This applies to all
employees regardless of age or sex.

Aside from my time with ALA, and
apart from the few instances during my
career where I felt a sincere sense of
inequality with my peers, I have been
lucky to work in organizations where
respect and dignity were delivered
equally among my colleagues. In writ-
ing this article, I spoke with other
women about their experiences and
heard quite a range of perspectives. It is
my hope that as the younger genera-
tions continue to enter the workplace
and societal norms change to allow for
a more equitable workplace that my
experiences and those of my colleagues
will only be heard in reminisces of
“when I was in forestry.” Yes, it will take
time, but we forestry professionals are
accustomed to adapting and respond-
ing to changing conditions. WF

Sue Rodman is the program coordina-
tor with Alaska Department of Fish

and Game. An SAF member and Fellow
with the Cook Inlet chapter, she is the
scholarship committee chair for AKSAF.
Rodman can be reached at srodman6@
gmail.com.
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Editor’s Note
By Andrea Watts

Assuming the duties of editor
of the Western Forester
included inheriting the

mid-1950’s era production files of
the Western Forester. In spite of the
six decades between my files and
these files, the production files
remain very much the same: edit-
ed articles, photos, and editor cor-
respondence, although mine are
now mostly electronic. But the
most notable difference is the
published issues of the Western
Forester. The few women featured
were wives of the SAF male mem-
bers; in contrast, last year every
issue’s lead article was written or
cowritten by a woman. 

In this “Women in Forestry”
issue, what’s noticeable is the jux-
taposition of the past and present.
Sue Rodman reflects upon her
nearly 30-plus years in forestry,
while Tia Beavert shares how she,
as a young professional, navigates
the workplace and encourages her
younger employees. The experi-
ences of Mindy Crandall and
Jessica Leahy, while studying
forestry in undergrad, inspired
them to develop SWIFT. And
WOWNet builds upon existing
extension programming to offer a
learning environment that better
meets the needs of participants.  

As always, thank you to all the
people who were interviewed or
contributed articles to this issue.
The Western Forester would not be
possible without these volunteer
efforts. And many thanks to the
loyal advertisers who continue to
support this publication and the
AKSAF, OSAF, and WSSAF members
whose dues also fund the produc-
tion of the Western Forester. WF

Correction
In the spring 2021 issue, the map on page 3 did not display all the federally recog-
nized tribes in Oregon and Washington State due to zoom extant that was selected.
To view the map in its entirety, visit https://biamaps.doi.gov/indianlands/.

https://biamaps.doi.gov/indianlands/

