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ABSTRACT 

Due to the historical and contemporary underrepresentation of women and non-White people in leadership roles and in 
academic leadership programs in the United States, gender and racial identity carry implications for leadership education 
and experience-based learning. Gender differences in self-esteem and self-evaluation have been observed in leadership con-
texts, including in college and university leadership classrooms. Racial differences in self-esteem exist in a number of con-
texts and non-White leaders continue to experience discrimination in leadership positions. This quantitative study assessed 
the impact of gender and race on student self-evaluation scores in an undergraduate leadership minor course. Student 
self-evaluation scores were compared to supervisor scores during a field experience project to determine accuracy of 
self-evaluation of performance. Quantitative methods were used to assess the significance of gender and race for self-evalu-
ation accuracy. Results indicated that gender had a medium effect on accuracy and racial identity had a small effect (Cohen’s 
D). Implications for inclusive leadership pedagogy and equitable use of self-evaluation assignments are discussed. 
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INTRODUCTION 

In a variety of professional contexts, women and Black, 
Indigenous, People of Color (BIPOC) are underrepresented 
among leaders and on leadership teams. Only fifty-three of 
Global 500 companies were women in 2023. In the United 
States, organizational leaders overwhelmingly identify as 
White men. The first woman to join the Fortune 500 list of 
CEOs did not do so until 1972, and the first BIPOC (Black, 
Indigenous, People of Color) man did not join until 1981 
(Hinchliffe, 2023; Hinchliffe & Abrams, 2023; United 
Nations Foundation, 2023). Moreover, women and BIPOC 
leaders consistently identify workplace cultures, bias, and 
discrimination as factors impacting their presence and suc-
cess at work and in leadership roles (Lloyd, 2021; McKinsey 
and Company, 2022; Rosette et al., 2008). There exist 

significant pay gaps on the basis of gender and race and pay 
gaps for women and BIPOC women in leadership roles 
(Bureau of Labor Statistics, 2015; Hoisl & Mariani, 2017; 
Tsui, 1998). These differences represent an important 
consideration for academic leadership programs that seek 
to equitably prepare students to take on leadership roles in 
the workplace. 

Though significant research has been done on gender differ-
ences in self-esteem in leadership settings, and studies have 
been conducted on race and self-esteem in higher educa-
tion contexts, more work is needed to assess the impact of 
undergraduate leadership curriculum on students with dif-
ferent identities. This study examines identity differences in 
self-evaluation of project performance in an undergraduate 
leadership minor program at a large, public university in 
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the United States. The researchers aimed to assess the 
impact of gender and race on how accurately students eval-
uate their own performance on a leadership field project, in 
order to explore whether or not students with different 
identities evaluate their leadership performance differently. 

BACKGROUND 

Leadership studies is an interdisciplinary and evolving field 
of study. Overtime, Western academic conceptualizations 
of leadership have evolved, from centering theories focused 
on one man with innate leadership qualities to theories that 
apply a critical lens to the idea of leadership itself and 
reconceptualize traditional understandings of what effec-
tive leadership can look like. Traditional leadership theories 
have been designed principally by and for leaders who have 
identified as White men. The overrepresentation of White 
men in leadership positions underscores the need to explore 
the impacts of identity in leadership education and self-eval-
uation of performance (Dugan, 2024). 

Gender, Leadership, and Self-Esteem 

In a variety of contexts, American men and women tend to 
demonstrate differences in self-esteem and self-evaluation 
of performance, especially within fields in which women 
are underrepresented (Beyer, 1990; Feingold, 1994; Johnson, 
1989; Kling et al. 1999; Major et al. 1999; Rentzsch et al. 
2016). This has been found to be true in workplace settings, 
where men tend more often to step into leadership roles 
(Magee & Upenieks, 2019) and are more commonly found 
in leadership positions across industries in the United 
States (McKinsey and Company, 2022). 

Eccles et al. (1990) suggested that women and men differ in 
their gender socialization and are impacted by gender ste-
reotypes. This results in men and boys exhibiting stronger 
self-esteem than women and girls. In a quantitative study of 
German adolescents and adults, Rentzsch et al. (2016) 
found that women exhibited significantly lower self-esteem 
than men in a few specific dimensions: self-regard, social 
self-esteem, academic self-esteem, and physical self-esteem. 
Tsui (1998) suggested that self-confidence positively 
impacts leadership ability: “Because managerial skills imply 
the ability to manage, and thus to interact with others, it is 
reasonable to expect successful managers to be confident in 
their abilities to socialize with and lead others” (p. 365). 
Examining 941 individuals in business management careers, 
Tsui found that individuals who were more confident in 
their leadership abilities were earning a higher salary, and 

that men were more likely to have higher self-confidence in 
the field of management, and to earn more income. Schneer 
and Reitman (1994) found that pay disparities by gender 
grow over time as managers move up in their organizations. 
A Payscale report (2023) found that the gender pay gap still 
exists following the Covid-19 pandemic, even when we 
control for job titles. 

Some work has been done examining self-evaluation and 
peer feedback in graduate management (MBA) programs. 
One study by Mayo et al. (2012) found that students who 
identified as women were more influenced by critical peer 
feedback than their peers who identified as men. Women in 
the study tended to rate themselves lower in self-evalua-
tions of leadership ability after receiving peer feedback than 
men did. In undergraduate settings, some work exists on 
self-evaluation of leadership by gender. Sax (2008) sug-
gested that men tend to report more confidence in their 
leadership abilities than women in college settings. More-
over, Chan and Drasgow (2001) found that self-ratings of 
leadership ability partially predicted motivation and inter-
est in leadership after college. This mirrors research dis-
cussed earlier on the impact of self-confidence on leader-
ship performance in work settings. Blaney (2020) conducted 
a study of leadership development in undergraduate com-
puting programs and found that men reported more confi-
dence in their leadership abilities than women. Blaney pos-
ited that the underrepresentation of women in computing, 
along with sexism in the wider culture, may have contrib-
uted to these findings. Blaney’s work in particular has impli-
cations for the present study, though it did not take place in 
a leadership studies department. 

Race, Leadership, and Self-Esteem  

Research has suggested that Black individuals report higher 
self-esteem than White individuals, perhaps in part because 
self-esteem—and the solidarity that comes from member-
ship in a disadvantaged group—may counter negative per-
ceptions or bolster them against discrimination. Hispanic 
and Asian adults in the United States have been found to 
have slightly lower self-esteem than White Americans. 
Among minoritized groups, Black participants had the 
highest reported self-esteem, in spite of being the most stig-
matized and devalued minoritized population. Self-esteem 
was found to be particularly high among college-aged Black 
participants, and among Black participants in the Southern 
United States, suggested that education and proximity to 
Black cultural centers may support higher self-esteem 
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(Twenge & Crocker, 2002; Zeigler-Hill et al., 2012). 

One 1994 study (Crocker et al.) found that Black students 
seemed to be able to separate self-esteem in their own racial 
identity from how the public views their racial group. In 
contrast, Asian students in the study appeared to have their 
private feelings of self-esteem in their identity significantly 
impacted by their perceptions of public sentiment toward 
their racial group. White students also had a positive cor-
relation between public and private self-esteem in their 
identity (Crocker et al., 1994). Looking at the intersection of 
race and gender, de Santibañes et al. (2023) suggested that 
Indigenous women, and potentially other minoritized lead-
ers, were required to respond to resistance to and denial of 
their leadership identities and had to do additional identity 
reflection and work to reconcile these experiences. Green-
stein (2000) found that self-efficacy scores may be lowest for 
Asian American undergraduates, compared with other 
BIPOC populations, due to the impact of model minority 
myth expectations. 

Due to the deep entanglement of Western conceptualiza-
tions of leadership with European colonialism (Liu, 2019), 
race is a fraught topic in leadership studies. Research has 
found that the association between Whiteness and leader-
ship has not dissipated over time (Petsko & Rosette, 2023). 
Harper and Kezar (2021) have critiqued the lack of atten-
tion to race, racism, White supremacy and systems of 
oppression in leadership theory and leadership studies. 
Wiborg (2020) and Williams et al. (2022) have described the 
centering and reproduction of Whiteness in leadership pro-
grams in higher education, while Ospina and Foldy (2009) 
have written about the lack of diversity among participants 
in leadership research. Race-inclusive and anti-racist lead-
ership education requires confronting resistance in the 
classroom and in administrative spaces, and this resistance 
can harm BIPOC students (Wiborg, 2020). 

PURPOSE OF THE STUDY 

Due to the dynamic nature of contemporary careers, there 
is a growing need for workers to intentionally navigate 
changing circumstances (Savickas et al., 2009; Savickas, 
2013). Self-esteem supports career adaptivity, the capacity 
to adapt to changing career circumstances (Rudolph et al, 
2017; Savickas et al., 2009; Savickas, 2013). Identity differ-
ences in self-esteem and self-evaluation of performance 
warrant examination to better understand how to prepare 
aspiring leaders for career challenges, especially those who 
do not identify as White men. 

We attempted to fill a gap in the literature by examining the 
impact of identity on self-evaluation in an undergraduate 
academic department focused on leadership—specifically, a 
department within which students are pursuing various 
majors, but all have declared a minor in leadership studies. 
Students in this program were diverse in skills, personalities, 
interests, and identities, and yet had each demonstrated a 
commitment to leadership through their academic minor. 
The research team gathered data from an undergraduate 
leadership minor course and compared students’ individual 
self-evaluation scores to scores provided by students’ super-
visors. We sought to assess the premise that students who 
identified as women might rate themselves lower, on aver-
age, than students who identified as men. This finding 
would be consistent with Sax (2008) and Blaney’s (2020) 
findings that women in college settings—including leader-
ship settings—tend to rate themselves lower than men. In 
terms of racial identity, we sought to explore the relation-
ship between race and self-evaluation accuracy in an under-
graduate leadership context, since—to our knowledge—this 
type of study had not been done at the time of this writing. 

This assessment assumed that the difference in self-evalua-
tion accuracy would be reflected in the comparison between 
individual self-evaluation scores and scores provided by 
their supervisors. Our research question was: How do stu-
dents in an undergraduate leadership field course rate their 
performance on a project, and how might this vary by gen-
der and racial identity? 

METHOD 

Leadership Field Experience Course 

Students in the study were enrolled in an undergraduate 
leadership minor program at a large, public university in 
the United States. The leadership minor program has four 
required core courses, which each involve activity-based 
learning on topics related to teamwork, emotional aware-
ness, adaptive leadership, social change, and structural lead-
ership. There is a significant focus on self- and other-aware-
ness and learning to lead with ethical integrity and 
community stewardship. Inclusive leadership is a significant 
focus of the program. 

For this study, the research team examined self-evaluations 
of leadership on a work-based learning project in the third 
required course, which includes a field work project. By the 
time students find themselves in this field experience course, 
they have completed at least two previous leadership 
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TABLE 1 

Summary Statistics 

(a) Continuous Variables 

VARIABLE OBS MEAN MEDIAN STD. DEV. MIN MAX 

SelfEval 72 92.58 95 9.42 30 100 

SuperEval 72 87.42 94.5 16.67 25 100 

GPA 72 3.52 3.58 0.35 2.56 4 

Accuracy (A) 72 5.17 1 18.11 -60 70 

(b) Categorical Variables 

GENDER FREQUENCY PERCENT 

Men 19 26 

Women 53 74 

Total 72 100 

RACE FREQUENCY PERCENT 

BIPOC 27 37.5 

White 45 62.5 

Total 72 100 

CLASS YEAR FREQUENCY PERCENT 

Sophomore 14 19.5 

Junior 34 47 

Senior 24 33.5 

Total 72 100 

courses (6 total credits) in the minor. The field experience 
course combines a 40-hour, group project conducted in 
partnership with a local mission-based organization, with 
coursework on social change leadership. Students engage 
with their classmates often throughout the 15-week semes-
ter, attend classes in person, complete assignments and 
reading, and practice collaborative communication and 
decision-making through their field project. This is also the 
class during which students formally declare the leadership 
minor, indicating their commitment to the program. 

Participants 

The research team collected data for 72 students enrolled in 

four sections of a 3-credit field experience course in the 
Spring 2024 semester. These 72 students represented nearly 
all of the population of the 73 students who completed the 
field experience course that term; one student record was 
removed from the data set because the student did not 
identify within the gender binary. Demographic data was 
gathered through the university’s enrollment system. Table 
1 provides descriptive information about the 72 students 
included in the study. Seventy-four percent of the students 
in the data set identified as women and 26% as men. Sixty-
two-point-five percent of the sample identified as White, 
and 37.5% identified as BIPOC (Black, Indigenous, People 
of Color). Due to relatively small racial subgroup sizes, we 
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elected to represent racial identity as a binary: White or 
BIPOC. The demographic data collected also included class 
year and cumulative GPA. Students were enrolled in a wide 
variety of majors, including life sciences, social sciences, 
health sciences, business, sports management, communica-
tion, art and theatre, and others, along with a few students 
who were undecided. Each student planned to declare a 
minor in Leadership—and all were in sophomore, junior, or 
senior class years. Self-evaluation scores and individual 
supervisor scores for each student were collected and ana-
lyzed. The variable “SelfEval” represents students’ self-eval-
uation of performance (as a percentage out of 100%). The 
variable “SuperEval” represents the percentage score (out of 
100%) that students were provided by their project 
supervisor. 

Measurement 

This study aimed to assess the impact of self-reported gen-
der identity on the accuracy of leadership studies students’ 
self-evaluation of performance on a leadership project. Of 
specific interest was whether or not self-evaluation accu-
racy would differ by gender and racial identity. The study 
employed a quantitative research design, collecting the 
scores students assigned to themselves and the scores their 
supervisors assigned to them at the end of a 15-week lead-
ership field project. Data was collected at the end of the 
academic term for all four course sections at the field expe-
rience level of the program. Participants represent a sample 
of students, in the sense that data for all students in the 
program that semester was collected, but this was only one 
leadership program in a specific context. We hoped to 
explore implications for the wider population of leadership 
studies undergraduate students as well and used linear 
regression in our analysis. Institutional Review Board per-
mission was obtained before data collection. 

Individual Self-Evaluation and Supervisor Evaluation 

At the end of their time in the field experience course, 
students completed a self-evaluation of their leadership 
on the field project. This evaluation was worth approxi-
mately 10% of their course grade. Students were asked 
to reflect on their contributions to the project, and deter-
mine a grade for themselves—as a percentage score, with 
a maximum of 100% and a minimum of 0% (representing 
no contributions). 

Students’ group supervisors were asked to provide each 
individual student with a percentage score—just as students 

were asked to determine a score for themselves. These 
scores could range from 0-100%, representing the quality of 
their leadership contributions throughout the project. Stu-
dents’ individual supervisor-provided scores represented 
approximately 20% of their final course grades. 

Determining Accuracy 

Accuracy of student self-evaluation of performance was 
represented numerically as the difference between a stu-
dents’ self-evaluation score (s) and their supervisor-pro-
vided score (p). Beyer (1990) used a similar method to 
determine gender differences in self-evaluation of perfor-
mance accuracy. Accuracy (A) = (s) – (p). If a student’s 
accuracy (A) was found to be a negative value: A < 0, this 
indicated an underestimation of their own performance 
relative to their supervisor’s evaluation of their performance. 
If a student’s accuracy (A) was found to be a positive value: 
A > 0, this indicated an overestimation of their own perfor-
mance relative to their supervisor’s evaluation of their per-
formance. If a student’s accuracy (A) was 0: A = 0, that stu-
dent assessed their performance consistently with their 
supervisor, indicating more accurate self-evaluation of per-
formance. The greater the absolute value of students’ accu-
racy (A), the less accurate their self-estimation of perfor-
mance was relative to their supervisor’s evaluation.  

This study aimed for content validity (Messick, 1989) in that 
it was designed to deliver meaningful information about the 
target population: students who completed the leadership 
field experience course at a large, public university in Spring 
of 2024. We did not, therefore, use inferential statistics. 
Though the findings of this study may not be generalizable 
to other contexts, they do assess the impact of identity vari-
ables among students in this population. It is intended to 
illuminate the impact of identity on students’ self-evalua-
tion of leadership performance in this context in ways that 
may inform efforts to support students of minoritized iden-
tities within other leadership programs. 

Data Analysis 

Analysis of this data required statistical techniques common 
in educational research. First, descriptive statistics were 
used to summarize data and illuminate patterns. Then, sim-
ple statistical tests were used to assess the research question. 
We used Pearson Correlation (Cohen, 1988; Ritchey, 2008) 
to explore the relationship between cumulative GPA and 
evaluation accuracy (A). We also used linear regression to 
evaluate the variation in the response variable, accuracy (A), 
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to assess how much it might be attributable to gender and 
racial identity as explanatory variables (Richie, 2008). For 
Gender we set women as the reference group (women = 1, 
men = 0), for Racial Group we set White as the reference 
group (White = 0, BIPOC = 1). Though we were interested 
in the sample of students, we also wanted to explore iden-
tity dynamics in the wider population of leadership students. 

As a final measure, we calculated Cohen’s D in order to eval-
uate the magnitude of the mean difference in accuracy (A) 
among the four groups, women and men. Cohen’s D was 
used as a standardized measure of the difference between 
the variables (Cohen, 1988; McGrath & Meyer, 2006). 

TABLE 2 

Gender and racial group differences in evaluation and accuracy 

WOMEN MEN BIPOC WHITE 

SelfEval 

Mean 92.08 94 90.85 93.62 

Median 95 95 94 95 

Std. dev. 10.66 4.34 13.21 6.08 

Range 70 15 70 30 

SuperEval 

Mean 89.62 81.62 88.52 86.76 

Median 95 90 92 95 

Std. dev. 13.88 22.03 13.82 18.28 

Range 50 75 50 75 

Accuracy (A) * 

Mean 2.45 12.74 2.33 6.87 

Median 0 5 0 2 

Std. dev. 16.08 21.55 17.22 18.6 

Range 100 79 97 100 

*Accuracy values may be positive, negative, or zero since each students’ accuracy (A) is equal to “SelfEval”—”SuperEval” 

RESULTS 

Descriptive statistics and effect size for each identity 
group in accuracy 

Table 2 provides descriptive statistics for self-evaluation 
scores and supervisor evaluation scores for each identity 
group: women, men, BIPOC students, and White students. 
It also provides descriptive statistics for the accuracy of stu-
dents’ self-evaluation, by identity group. Both mean and 
median are provided to support a more holistic picture of 
the data, and a sense of more common responses.  

This table suggests that though students belonging to each 
of the four identity groups provided similar self-evaluation 
scores, especially as determined by median values, supervi-
sor evaluation scores varied more widely for men and White 
students. Women and BIPOC students had mean and 
median accuracy scores closer to zero, when compared 
with men and White students. For gender, the difference in 
mean accuracy was 10.29 (women were more accurate). For 
racial group, the difference in mean accuracy was 4.54 
(BIPOC students were slightly more accurate). 
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The distributions of accuracy scores by gender and racial 
group are represented in Figures 1 and 2. Negative values 
indicate when students underestimated their scores. Posi-
tive values indicate when students overestimated their 
scores. Visually, we did not find differences in accuracy dis-
tribution between men and women. 

FIGURE 1 

Accuracy distribution by gender 

FIGURE 2 

Accuracy distribution by racial group   

Figure 1 shows the spread of accuracy values by gender. “M” 
represents the accuracy scores for men in the sample, and 

“F” represents the accuracy scores for women. Outliers are 
represented by the dots at the top and bottom of the two 
plots. It is possible in this plot to see that men generally 

rated themselves more highly compared with women, and 
that women’s self-evaluation scores more closely aligned 
with their supervisor scores. 

Figure 2 shows the spread of accuracy values by racial group. 
It is possible in this plot to see that while the mean accuracy 
values for White and BIPOC students in the sample are 
similar, there is a small observable difference in outliers. 
White students had a few outliers with high scores relative 
to the mean, while one BIPOC outlier score was particu-
larly low. 

Cohen’s D 

Cohen’s D was calculated to assess the magnitude of the 
difference between means for gender and racial group. 
Table 3 provides Cohen’s D values for the difference in 
means for women and men, and BIPOC and White stu-
dents. Cohen’s D provides an indication of the effect size 
when comparing the mean accuracy for each group. 

TABLE 3 

Cohen’s D 

Cohen’s d* 95% CI 

Gender 

-0.58** [-1.11, 0.05] 

Racial Group 

-0.25 [-0.73, 0.23] 

*Estimated using pooled standard deviation 

**Where d is between 0.2 and 0.5 indicates a small effect 
size and where d is between 0.5 and 0.8 indicates a medium 
effect size. 

Confidence intervals are also provided. Effect sizes were 
drawn from Sullivan and Feinn (2012). The effect size for 
gender was medium (-0.58) and the effect size for racial 
group was small (-0.25). 

Pearson correlation and linear regression  

To complete the picture of how the variables of interest in 
this study related to each other, Pearson correlation was 
calculated and simple linear regression analysis was per-
formed. Pearson correlation was determined for the rela-
tionship between cumulative GPA and self-evaluation 
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accuracy. This is reported in order to provide a stronger 
picture of the data. The Pearson correlation was small: 
0.01886. Thus, the linear relationship between accuracy and 
cumulative GPA is almost non-existent, within the sample. 

Simple linear regression was used to explore the relation-
ship between accuracy and identity variables—gender and 
racial group. When running a simple linear regression of 
accuracy vs. gender, the regression coefficient of -10.28 
(lower mean accuracy percentage for women) had some 
evidence of statistical significance (standard error = 4.72, t = 

-2.18, and p-value = 0.31, on 70 degrees of freedom). The 
corresponding [R-squared] was 0.06. 

After running a simple linear regression of accuracy vs. 
racial group, we found a regression coefficient of -4.53 (lower 
mean accuracy percentage for BIPOC), which had no evidence 
of statistical significance beyond the sample (standard error = 
4.41, t = -1.03, and p-value = 0.31, on 70 degrees of freedom). 
The corresponding [R-squared] was 0.01. 

The regression coefficients for each variable indicated some 
association between gender and accuracy and race and 
accuracy for the sample. The regression coefficient for gen-
der was larger, indicating a stronger relationship. While the 
p-value for gender was less than 0.05, the p-value for racial 
group was not. Thus, gender appeared to have a statistically 
significant effect on accuracy in self-evaluation within the 
sample, and potentially in other similar contexts given the 
p-value. Racial group did not appear statistically meaning-
ful beyond the sample, though there was a small observable 
difference in mean accuracy between BIPOC and White 
students within the sample. 

DISCUSSION 

After examining the influence of gender and race on 
self-evaluation accuracy relative to supervisor evaluation, 
we found that gender appeared to significantly affect accu-
racy, while racial group did not appear to significantly affect 
accuracy beyond the sample. The linear relationship 
between accuracy and cumulative GPA was nearly non-ex-
istent. These findings reflect and build upon some of the 
existing literature on self-evaluation and identity. 

The significant relationship between accuracy and gender 
was consistent with our assumptions based on previous 
research (Blaney, 2020; Sax, 2008). Research conducted by 
Berg et al. (2006) suggested that women tend to be more 
conscious of how others may perceive their attributions of 
success. In other words, they may seek to demonstrate 

modesty in explaining their success.  The authors observed 
a self-derogatory attitude among participants. Given that 
women in this study knew that their self-evaluation would 
be visible to the teaching team, and would be shared 
with their teammates and supervisor in final reflection 
meetings, these participants might have chosen more mod-
est scores. If true, this might imply that women’s self-evalu-
ation would be more accurate if they were able to rate them-
selves privately. 

The fact that accuracy and race were not found to have a 
significant explanatory relationship beyond our sample car-
ries several potential implications. Previous research has 
found significant differences in self-esteem by racial sub-
group (Twenge & Crocker, 2002; Zeigler-Hill et al., 2012). 
The fact that some minoritized racial groups were found to 
have higher self-esteem than White groups, and some were 
found to have lower self-esteem, may have produced a can-
celling-out effect in our analysis on self-evaluation of lead-
ership. In fact, there were small observable differences by 
racial subgroup in our study. Though we chose not to ana-
lyze those differences due to small sample sizes, there were 
small observable differences between the average accuracy 
of students who identified as Black and students who iden-
tified as Asian, consistent with the results of Twenge and 
Crocker’s (2002) study. Of course, Twenge and Crocker 
looked at self-esteem, not evaluation of performance, a key 
difference. Self-esteem in general may differ compared with 
evaluation of performance on a specific project. 

Nonetheless, Black students’ average accuracy score in our 
study was higher than White students, while Asian students’ 
average accuracy was the lowest of any demographic in our 
sample, a negative value. It is also true that Black students’ 
supervisor scores were lower, on average, than any other 
group. Racial bias was not explored within the scope of this 
study. Thus, we cannot draw conclusions about self-esteem 
dynamics by racial subgroup. These subgroup differences 
do warrant further study in leadership education contexts. 

Though women represented a majority in our sample, 
they nonetheless tended to rate their contributions lower 
than men. Blaney’s (2020) examination of gender and lead-
ership development in undergraduate computing found a 
significant difference in computing leadership confidence 
among women in her study, compared to men. Blaney 
attributed this, in part, to the lack of representation in the 
field of computing. This was reinforced by her finding that 
women had more confidence in their general leadership 
abilities related to their discipline-specific leadership 
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abilities. The disciplinary context may have impacted wom-
en’s leadership confidence, according to Blaney. Though 
women are a growing minority in MBA programs, they still 
do not represent the majority (Reilly, 2021). Thus, one 
might expect women in an undergraduate leadership pro-
gram to evaluate their work more critically than men, due 
to their underrepresentation. Yet, since women were the 
majority in the population we assessed, this may suggest 
that underrepresentation itself is not enough to explain the 
lower self-evaluations among women in the study. 

It is also worth noting that Blaney’s (2020) research exam-
ined women’s ratings of their leadership confidence, not 
their self-evaluation of actual performance on a domain-spe-
cific project. McKee et al. (2018) found that women’s 
self-ratings of leadership were less inflated relative to other 
ratings than their participants who were men, suggesting 
that women may have higher self-awareness of their leader-
ship abilities. This is reflected in our study, since women’s 
accuracy was closer to 0 (more accurate) in our study. It 
may therefore be the case that, rather than women under-
rating their leadership, our findings suggest that men 
tended to overrate their leadership performance. It might 
be that women held a more realistic view of their perfor-
mance, or a more accurate understanding of how their 
supervisor might evaluate their work. 

Implications for Future Research and Practice 

This study contributes to the literature on gender and racial 
differences in self-evaluation of leadership in undergradu-
ate settings, and carries implications for leadership educa-
tion research and practice. Blaney’s (2020) findings sug-
gested that, for women, feeling a sense of belonging in the 
computing field was a strong predictor of confidence in 
leadership ability. Within the leadership studies minor in 
this study, significant curricular attention was paid to con-
nection and belonging for students. One core principle of 
the program was “connection before content.” In the first 
and second courses students completed before they reached 
the field experience course, they spent the beginning of 
each class session cultivating connection and belonging 
through structured personal storytelling and other commu-
nity-building activities. This aspect of the curriculum likely 
promoted a stronger sense of belonging among students, 
not just in the course and the minor, but in the field of lead-
ership itself. The program advocated for an “everyone leads” 
mentality, to counter gender and racial imbalances in the 
wider field. It may be that the emphasis on belonging in the 

program supported students’ self-esteem and encouraged 
positive self-evaluation. As we have seen, study findings 
demonstrate that women’s average self-evaluation score 
was still slightly higher than their supervisor evaluation, 
despite other research suggesting that women possess 
self-derogatory beliefs about their success (Herbst, 2020). It 
is possible that the strong emphasis on belonging supported 
students’ positive self-evaluations, and women’s more accu-
rate self-evaluation. This contradicts the assumption that 
women are less accurate than men in self-perception accu-
racy, at least in this context. 

Regardless, inclusive leadership curricula should represent 
a goal for leadership programs, at a minimum. White et al. 
(2021) described best practices for addressing equity in the 
classroom in the field of chemistry. White et al. provided 
evidence-based practices for inclusive curricula, and we 
have described a few below (2021, p. 332): 

• Fostering a sense of belonging 
• Validating students’ scientific identities 
• Allowing students to make mistakes 
• Cultivating relationships 
• Employing active learning and group work 

White et al. suggested these practices for reducing equity 
gaps with respect to identity. The shift to digital learning 
environments, White et al. suggested, requires even more 
attention to these practices. 

The nature of the field experience curriculum, in addition to 
the emphasis on relationships and belonging, is focused on 
project-based learning and group work. Building relation-
ships and embracing uncertainty and failure are written 
into rubrics in the class, including the self-evaluation. 
Adaptability and managing uncertainty are also important 
career capacities (McGowan & Shipley, 2020). The presence 
of these aspects of inclusive pedagogy in leadership and 
career education curricula may support less identity differ-
ence in self-evaluation of performance. Newer leadership 
theories suggesting more anti-racist and liberatory prac-
tices also hold important value for leadership education 
(Dugan, 2024; Harper & Kezar, 2021) and may strengthen 
self-awareness for students with dominant identities. 

Another important practice goal in this study was to explore 
whether or not a self-evaluation assignment in a leadership 
course, which is incorporated into a students’ course grade, 
may thus affect their final grade in the course. In other 
words, if women and minoritized students give themselves 
lower scores, do they therefore have lower course grades? 
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This is an ethical consideration for educators in these spaces. 
Though this study did not find significant racial differences 
in self-evaluation—at least for BIPOC students as a group— 
it did find significant gender differences, which also include 
differences for BIPOC women. Educators who ask students 
to self-evaluate, without awareness of identity differences in 
self-evaluation, may risk creating identity differences in 
course grades. Strategies for counteracting identity effects— 
such as letting students know that men tend to rate their 
performance more highly—may prompt all students to 
reflect more deeply on their work. Though self-evaluation 
of performance provides students with the ability to con-
tribute to their course grades in experiential learning mod-
els, and thus can be seen as a form of empowerment, it may 
also reproduce inequality if not conducted mindfully. 
Future research might explore these implications. 

LIMITATIONS 

One limitation of the study is the source of our gender and 
racial group information, which came from the university’s 
enrollment system, rather than directly from students 
themselves (with the exception of one student who volun-
teered their gender identity). Also, in a study on identity 
differences, it is important to note that the research team 
fully recognizes and upholds the understanding that gender 
and race are socially -constructed identities, and that gen-
der is not binary. For the purposes of this study, we do use a 
binary lens in order to explore the impact of socialized gen-
der in leadership education. Similarly, due to our sample 
size, we chose not to assess racial difference in accuracy by 
BIPOC subgroup (Black, Latine, etc.). Instead, we created 
binary racial groupings, BIPOC and White. This was a sig-
nificant limitation, especially because studies have indicated 
differences in self-esteem among BIPOC subpopulations 
(Twenge & Crocker, 2002; Zeigler-Hill et al., 2012).  

Another important limitation lies in the fact that this study 
did not explore gender or racial bias and discrimination 
among supervisors. Thus, students’ accuracy value repre-
sented the alignment between their self-evaluation and the 
supervisor’s evaluation, rather than a truly objective mea-
sure of their performance. Further research should explore 
bias among supervisor evaluations in addition to student 
perceptions. Another limitation was the focused nature of 
the inquiry during a specific period of time with a specific 
course level at a large, public university. We hope that more 
inquiry will explore the evaluation accuracy of women and 
minoritized students in other leadership studies contexts, 
especially as the racial literature in this area is sparse, and 
add a qualitative lens to a limited empirical picture. 

CONCLUSION 

This study attempted to fill a gap in the literature on the 
impact of identity on self-evaluation in undergraduate lead-
ership programs. Findings suggested significant gender dif-
ferences in self-evaluation relative to supervisor evaluation, 
where women more accurately evaluated their leadership 
performance. We did not find significant racial differences 
for BIPOC students—as a total group—relative to White 
students. This work contains implications for inclusive ped-
agogical approaches in gender and racially imbalanced 
fields, such as leadership education. Curricular focus on 
relationships, disciplinary belonging, identity representa-
tion, active learning, and embracing mistakes (White et al., 
2021) may partially address equity gaps in leadership educa-
tion, and liberatory approaches may further close equity 
gaps (Dugan, 2024; Harper & Kezar, 2021). At a minimum, 
these approaches may ameliorate the impact of gender and 
racial stereotypes in the classroom and in experiential 
learning settings. We hope that future research will con-
tinue to expand upon these themes, addressing identi-
ty-based equity issues in higher education. 
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