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Our industry has entered a transition. As senior leaders
retire, the next generation of managers and supervisors

are stepping forward. Yet the path to promotion remains
narrow, putting the industry at risk of losing talent. Behind
closed doors, leaders weigh three questions of potential
candidates: Can they do it? Will they do it? Will others follow
them? Often, these discussions also carry a subtle gender*
undertone we don’t talk about out loud.

Men and women tend to navigate the climb toward
advancement in remarkably di!erent ways. Men often lead with
confidence, sometimes missing the subtler interpersonal cues
that build trust. Women frequently sense those cues deeply,
yet hesitate to assert themselves in systems that haven’t
always felt built for them. These aren’t flaws or fixed traits;
they’re learned responses molded by an industry that has long
rewarded horsepower over heart.

The good news is that the outdoor industry has made
visible progress. Women now lead at every level. The C-suite is
no longer o!-limits, and there’s a stronger blend of leadership
strengths from both genders shaping the culture.

But the gateway can still be narrow. The bottleneck isn’t just
gender; it’s that elusive something that makes someone the next
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right person. You know it when you see it, but the question worth
asking is: What do those people have that others don’t?

Many leaders with tenure never ascend, despite being next
in line. Advancement today is earned by cultivating executive
presence: a combination of polish, perceived readiness and
trust. It’s how managers carry their influence and balance their
natural style with the skills they’re deliberately developing that
don’t come as easily — this is where growth happens.

Here, we’ll examine career advancement from the
employee’s perspective, with scenarios and checklists that can
be used to address common pitfalls for those who’ve been
overlooked for promotion. A companion article to follow will focus
on the leader’s lens: how to notice potential early, challenge bias
and intentionally prepare the next generation for growth.

Visibility & Credibility, Gifts & Gaps
A key area that quietly limits advancement is visibility. In fact,
it was an aspiring female operations manager at a Rocky
Mountain resort — frustrated from doing everything right yet
feeling stalled — who inspired this article. Her dilemma o!ers
a chance to reframe. Advancement isn’t about trying harder;
it’s about trying di!erently: building visible sponsorship,
asking how you’re perceived, reviewing readiness criteria and
cultivating allies. These steps widen the gateway for promotion.

It’s easy to assume that good work will speak for itself. It
rarely does. Visibility doesn’t mean self-promotion; it means
context-setting, helping others understand the impact and intent
behind your work. Sometimes, it’s appropriate to remind upline
leaders of the value you’ve delivered and the insight you bring.

The following gender perspectives are shared separately
not to draw lines, but to bring clarity. Women often lean on
interpersonal strength, men on independence. Each approach
carries both gifts and gaps.

Many women I work with know how to read a room, but they
also take ownership for everyone’s comfort in it. The instinct to
be the peacekeeper can dilute influence. On the other hand,
many men I work with are decisive and self-reliant; they move
quickly and trust their instincts. But that same independence can
sometimes keep them from seeking input or building alignment,
leaving others feeling left out of the process.

The invitation here is to lead with both heart and
horsepower, and for men and women to become greater allies
to each other. What follows are mirrors, not judgments. Each
section o!ers a self-audit followed by reflection tools to help
leaders calibrate presence, balance and authority.

*While gender identity and expression exist on a spectrum, the data
cited in this article comes from research comparing the experiences
of women and men in the ski industry. For clarity, we use that language
when discussing documented trends.








