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Executive summary

Project overview

Homeward Bound (HB) is a transformational leadership development initiative aimed at women
working in science, technology, engineering, mathematics and medicine (STEMM). Working with
cohorts of up to 100 participants in a year-long program, HB provides a range of tools and
experiences to participants—including a unique Antarctic expedition—to build the knowledge, skills

and networks of participants for affecting change.

The overarching objective of this project was to evaluate the impact of Homeward Bound’s first four

cohorts. Key steps in the evaluation were:

e Reviewing Homeward Bound documents (existing survey data, strategy documents, etc.)

e Reviewing and refining a simple theory-of-change for Homeward Bound to help understand
its core components and expected outcomes in the short, medium and longer-term.

e An online survey of participants from cohorts 1-4, focusing on participants’ self-reported
feedback on the impacts of the program (169 responses; 54% response rate).

e Semi structured interviews with four participants over Zoom to provide further depth of
insight on the impacts of Homeward Bound post-program.

Key findings

Overall, Homeward Bound appears to be delivering positive benefits for the majority of people
who responded to the survey. Many highlighted the transformative nature of the program and its
impact on a wide range of areas of their lives. For some, the benefits were more modest and, in a

few cases, participants had negative experiences, particularly during earlier voyages.

e Enhancing participants’ self-awareness was one of the areas of Homeward Bound’s
greatest influence on participants. Around four-fifths (80%) of respondents reported that
Homeward Bound either greatly or moderately improved their understanding of their own
strengths and behaviours and their understanding of others’ strengths and behaviours (79%)
and their clarity of personal goals and values (76%).

e Around two-thirds of respondents indicated the program greatly or moderately enhanced
key target skills relating to leadership (66%), strategy (64%) and interpersonal
communication (59%).

e Respondents also indicated that Homeward Bound strengthened or reinforced their
attitudes, values and motivation relating to collaboration, leadership and positive change.

Most survey respondents indicated that there was some flow-on from changes in their skills,
confidence and abilities into how they approached the professional environment.

o Almost two-thirds (63%) of survey respondents stated that Homeward Bound had a great or
moderate impact on their confidence in the workplace.
e 76% indicated they were ‘more’ or ‘much more’ effective in dealing with conflict or

contested situations.

In turn, about two-thirds of respondents indicated that Homeward Bound had contributed to
enhancements to their careers in terms of moving into more senior roles or positions of influence.
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e Around one-fifth of respondents (21%) have moved into a different role that ‘better aligned
with their goals and values’.

e QOver half of survey respondents (59%; 94/160) indicated that Homeward Bound contributed
(at least in part) to improved levels of career satisfaction.

Feedback from respondents indicates that there have also been negative outcomes from
participating in Homeward Bound, particularly (but not exclusively) among the first two cohorts.
Eight respondents reported lower levels of influence and/or satisfaction with their careers, including
five who explicitly expressed cynicism about the approach of the Homeward Bound leadership team
and the negative impacts that this has had.

Throughout the survey, many respondents referred back to the importance and the value of the
Homeward Bound network. Around three-quarters of respondents highlighted its value as a ‘brains
trust’ (74%) and two-thirds as a network for getting professional and personal support (71% and

68%, respectively).

Homeward Bound’s underlying theory-of-change is one of capability building. In strengthening the
capabilities of participants, it expects those participants will be able to go on to be more influential
and have bigger, broader impacts than they might have otherwise. Homeward Bound’s role in these
impacts is more diffuse and is typically a contributing, rather than causal factor. That said, 103
survey respondents identified ways in which the Homeward Bound program has contributed to
and informed their work, which in turn has had broader positive impacts in terms of:

e empowering others (25 examples)

e sharing their experience and knowledge (30 examples)

e implementing workplace changes (14 examples)

e enhancing social action (17 examples)

e enhancing their participation in environmental action/work (37 examples)

e organising events and projects (24 examples).

Participants also identified the broader impacts of collaborating with other Homeward Bound
alumnae through the network created by the program.

The majority of survey respondents indicated that they were likely to recommend Homeward
Bound to a friend or colleague but there are some participants that have substantial reservations
about the program. Participants from the later cohorts were more likely to recommend the
program than those from the first two cohorts, potentially reflecting improvements through time.

There are several aspects to the expedition that participants perceived to be more or less
important to the overall value and function of the Homeward Bound experience. Aspects of the
expedition that participants rated as being particularly important included:

e being removed from the demands of day-to-day life
e exposure to multiple perspectives
e being remote and in nature

e beingin alarge group of likeminded women.
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Feedback from participants also indicated that some components of the current expedition

experience are perhaps less important in terms of the overall impact of the program:

being in an environment that creates discomfort and that you cannot leave
Antarctica - while the trip to Antarctica was a draw card for many women, many also
expressed that this was not essential to the program.

While Homeward Bound has adapted and improved over the four completed cohorts, feedback from

participants suggests there is still opportunity to:

Increase the diversity of participants through working to make the program more
accessible and inclusive. Related to this, there is likely an opportunity to unpack in more
detail for whom Homeward Bound ‘works best’ and could or should target.

An opportunity for increasing and improving the use of the Homeward Bound platform
and the visibility of alumnae.

A need for clarity around the intentions of the program, including the level of focus on
leadership versus social and environmental change content.

Summary of recommendations

1.

Ensure that the Homeward Bound program objectives are reviewed and clarified.
Participants had various motivations for applying for the program and different expectations
about what it would cover. Current communication of the program appears to emphasise
both environmental issues (planet) and inequity (women in leadership). However, learnings
around leadership and self-awareness were more prominent than those around
environmental issues. There is scope to refine the rationale of the program and consider
how Homeward Bound is marketed and communicated to participants.

Consider how the program is conceptualised and communicated in terms of its underlying
theory-of-change. Homeward Bound has broad, aspirational goals about systemic change.
However, the main sphere of influence of Homeward Bound is the work it does building the
capability of participants. There is the potential for confusion — and tension —in what
Homeward Bound’s role is in achieving those broader impacts. Greater clarity and
transparency about where Homeward Bound wants its ‘accountability’ to end may help the
organisation be clearer about what participants expect of it and what it expects of them in
their future endeavours.

Homeward Bound should consider how the program can further improve its inclusivity and
increase the diversity of participants. Increasing the diversity of the program was
continually identified by participants as a key area for improvement. This is particularly
pertinent given the global objectives of the program, the interest in systemic change and the
value of diversity for participants’ learning. One key option is considering whether the cost
of the expedition to Antarctica is further entrenching systemic disadvantage.

Consider whether the expedition to Antarctica is critical to the delivery and impact of
Homeward Bound. While many women expressed that the trip to Antarctica was an
important part of the program, others indicated that other elements were as or more
important to its focus on ‘leadership’. Feedback also highlighted that the cost of the
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expedition to Antarctica is likely to be a key barrier to participation for some women and, in
turn, for ensuring diversity in program participants. The remoteness of the location and
being removed from everyday life were seen as more valuable aspects of the program which
should be maintained for future program delivery.

5. Homeward Bound should consider defining the role of the Alumnae Network/Convergence
Committee and reframing the network as something that alumnae can leverage to gain
skills, knowledge, connections and ultimately, deliver impact. There is an opportunity to
clarify the expectations for participants to contribute to the alumnae network and to
alumnae projects, to ensure it is understood as an ‘opt in’ opportunity rather than additional
responsibility. To help this, HB could consider providing a framework (of actions, roles,
responsibilities, options) within which alumnae can work, without necessarily ‘hand holding’
or driving action.

6. Homeward Bound should continue to work with trained social workers/mental health
practitioners to ensure that the program provides a safe environment and participants are
supported through the challenges faced on the ship. We note that concerns with
participant safety and wellbeing raised through HB1 have since been acknowledged and
addressed by the Homeward Bound leaderships for later cohorts, and that there are now
trained professionals on board who are available to support participants as needed.

7. The Homeward Bound Board, together with the support of the Homeward Bound MEL
Committee, should continue to monitor and evaluate the program, feeding results back
into program design.
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1 Introduction

1.1 Overview

Homeward Bound (HB) is a transformational leadership development initiative aimed at women
working in science, technology, engineering, mathematics and medicine (STEMM). Working with
cohorts of up to 100 participants in a year-long program, HB provides a range of tools and
experiences to participants—including a unique Antarctic expedition—to build the knowledge, skills
and networks of participants for affecting change. Over ten years, Homeward Bound’s goal is to
develop and support an international network of 1,000 women who collaborate, lead and create

better outcomes for the planet.

1.2  Objectives and scope

The overarching objective of this project was to evaluate the impact of Homeward Bound from the
first four cohorts. The scope of this piece of work included:

e developing and submitting a research ethics protocol

e reviewing and simplifying a preliminary Theory of Change for Homeward Bound

e collecting data from the first four cohorts and documenting the impacts of the Program on
these participants

e providing a survey summary report (this document), including key findings and
recommendations for strengthening the impact of Homeward Bound for future delivery.

The following aspects were out of scope of this evaluation:

e data collection from Homeward Bound faculty and board members

e anin-depth review of program processes and documentation.

In consultation with the HB MEL Committee and in line with the HB MEL draft framework, a set of
key evaluation questions were developed to guide the data collection for this project (See Appendix
1). Importantly, the findings from this impact evaluation are intended to complement the findings of
a ‘delivery’ monitoring and evaluation and the development of ‘impact stories’.

1.3 Report structure

This report:

e outlines the methodology we used for the evaluation (Section 2)

e provides a brief overview of Homeward Bound, including a theory of change that describes
the key components and intended outcomes of the program (Section 3)

e outlines results in response to the key evaluation questions, including the impacts on
participants, contribution to broader impacts and opportunities for strengthening the impact
of the program (Section 4)

o summarises the key findings and recommendations from the project (Section 5)
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2 Methodology summary

2.1 Overview

The key steps in our evaluation are outlined below:

¢ Aninitial inception meeting (via Zoom) was held between FPC and the MEL Committee on
the 15 July 2020. This meeting helped to confirm the objectives for the project, the
evaluation approach and project logistics. Following the inception meeting, we developed a
brief project plan to guide the delivery of the project.

e A brief review of documents and data. This included the existing program logic/theory of
change, the HB Strategy map, the draft MEL plan and data that had already been collected
as part of MEL activities. This helped to inform our understanding of the program and the
key gaps for data collection.

e Review and simplification of a preliminary HB theory of change. An initial workshop was
held with the HB MEL Committee to draft a theory of change for the program. This was then
tested and refined further with two key members of the Homeward Bound Board.

e Development of a project plan for the Impact Evaluation. This included consulting with the
MEL Committee to develop key evaluation questions and sub-questions to guide the
evaluation (See Appendix 1). We applied for and received research ethics approval under the
University of Tasmania’s Social Science Human Research Ethics Committee (project: 23457)

e Data collection for cohorts 1-4. This included:

o An online survey of participants from cohorts 1-4. This was the key source of data
for this evaluation. It focused on participants’ self-reported feedback on the impacts
of the program. A total of 316 survey invitations were sent via Qualtrics to 314
recipients (2 emails bounced), with a total of 169 responses with usable data
received (54% response rate; see also Appendix 2).

o Semi structured interviews with four participants over Zoom to provide further
depth of insight on the impacts of Homeward Bound post-program. Ninety-two
survey respondents took the option of self-nominating themselves for a follow up
interview. Interviewees were selected from this group to provide some
differentiation between career stage and location, with the number of interviewees
being limited by time and resources.

e Data Analysis — Qualitative data from the survey was coded and themed to identify key
outcomes, issues and other insights on the program. Descriptive statistics were used to
summarise the responses from scaled questions. For a few select questions, data was
analysed and compared to test if there were any differences between cohorts. However, in
line with the scope of this project and for the purposes of this report, detailed analysis of
survey responses was not undertaken and there is an opportunity for Homeward Bound to
undertake more detailed and inferential analysis of the survey data.

o Reporting — The key findings from the survey have been synthesised and summarised and a
set of draft recommendations have been developed and presented in this report. Following
a review of the draft and provision of feedback from the HB MEL Committee, we will revise
the draft to incorporate feedback and provide a final evaluation report.
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Limitations

A number of limitations to this evaluation have been identified and should be kept in mind when

reviewing the findings in this report:

The findings in this report are largely reliant on self-reported observations and reflections
provided through the survey (and four follow up interviews). As such, the data that has been
used is inherently subjective and may contain biases.

Self-selection bias — there is the potential for non-respondents to have different views to
respondents. The response rate here is reasonably good (54%), helping to reduce this risk,
but it is an important consideration to keep in mind. We have been careful to report that the
results apply specifically to the survey respondents. While it is reasonable that the broad
findings apply to other Homeward Bound participants (ones that did not complete the
survey) any generalisation should be done with caution.

The interviews were completed to provide further depth and detail. They should be
considered illustrative, but not representative.

As an impact evaluation, the focus of data collection was primarily on the impact of the
program. No data was collected from Homeward Bound faculty or Directors and no in-depth
review of program documentation was undertaken. As such, the recommendations provided
have primarily been informed by participant feedback on the program. Similarly, there is
further potential to explore the survey data in more detail, particularly more detailed
statistical analysis of the factors driving participants’ experiences.

While the program’s impact on participants can be reasonably inferred, we have been
unable to assess some of the broader impacts and longer-term outcomes expected to result
from Homeward Bound. As outlined in the theory of change, the underlying logic of the
program is that by enhancing participants’ leadership skills and networks, participants will
be more impactful in their jobs and lives and will therefore be able to influence and
contribute to wider organisational and systemic change. While this logic is sound, it is
important to remember that the Program will likely contribute to specific longer-term
outcomes, rather than be solely responsible for them.
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3 The Homeward Bound Program

3.1 Objectives and expected outcomes

As outlined in the Homeward Bound strategy map (Figure 1), the visionary goal of Homeward Bound
is to equip a 1,000 strong, visible, global collaboration of women with a science background to lead,
influence and contribute to policy and decision making as it informs the future of our planet within

10 years.
The strategic objectives of the program are to:

e realise the potential of every Homeward Bounder to lead for the greater good
e mobilise a global collaboration of women with a STEMM background
e visibly lead in the communities in which we live, work and serve

e establish a credible, diverse, sustainable faculty.

Homeward Bound Strategy Map 2017-2026
Visionary Goal:
Equip a 1,000-strong, visible, global collaboration
of women with a science background to lead, influence and contribute to policy and
decision making as it informs the future of our planet within 10 years.

Manage the planet as our home

Realise the potential of Mobilise a global collaboration Benefit the communities
every Homeward Bounder ‘of women with a science back in which we live, work and
to make a difference \ ground serve

Participants HB Community Organisations and Communities
P

“We are taking actions with
impact”

“lam willing and able to lead” “We are stronger together”

Pra N
HB Experience HB Community HB Impact

Deliver an inspiring and empowering Build a self-sustaining HB community to Influence policy and decision making for
experience | p leadersh the greater good
Facilitate an enduring leadership (2 .".d wppon!he mw‘:::’ | ild icalli
by, HB p: ir Build strategic alliances

Drive visibility and amplify our
collective voice

Foster networking and collaboration

HB
Foundation

Figure 1. Homeward Bound strategy map.

The Theory of Change (Figure 2) developed through this project in consultation with the MEL
Committee and HB Directors articulates the expected outcomes of the program. The short- to
medium-term outcomes are largely driven by the leadership program itself and the alumnae

network, and are focused on:

e increasing participants’ skills in leadership, strategy, science communication and
collaboration
e increasing participants’ motivation to address environmental issues

e increasing participants’ connections to a global network of women in STEMM.
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Central to the theory of change, is that there is an expansion of impact from the program and the

associated Alumnae Network over time. While the program is delivered at the individual level, it

ultimately aims to influence widespread system-level change.

3.2 Key components of the program

As outlined in the Theory of Change below (Figure 2), there are four key delivery components to

Homeward Bound:

e Developmental capacity-building sessions

e Expedition experience

e Alumnae network

e Raising awareness of HB and alumnae’s work

Table 1 below summarises the four core development components or ‘streams’ of Homeward

Bound.

Table 1. Homeward Bound development streams (adapted from the Homeward Bound website).

‘ Stream

Leadership

Description

A range of diagnostic tools are used, supported by dedicated coaching, Participants work on
developing and articulating purposes and values, explore motivation for leading, emotional
intelligence and how to manage difficult conversations.

Science

A key objective of Homeward Bound is to establish a global community to collaborate
towards impactful outcomes. The Science component of the program provides education to
enable a shared understanding on particular topics, including the Antarctic environment. The
program leverages the collective knowledge and expertise of the participants to collaborate
on chosen projects. Participants also learn about each other through the ‘Symposium at Sea’
presentations that each participant makes on board.

Visibility

A key gap between the will to lead and the ability to lead is finding and projecting your voice
— being visible, which means networking, presenting, public speaking, speaking up in
meetings, using social media, writing, media engagement and influencing. Participants are
guided to visualise themselves in the future, and to create a new narrative around their
professional and personal visionary goals. From this, a visibility plan is developed and aligned
with their personal strategy map.

Strategy

This component provides an understanding of how to map strategy in order to clarify and
communicate it, and then prioritise and align resources to make strategy happen. Strategic
capability is explored in both an organisational and personal context. The personal strategy
map is used as the framework to bring together the learning from the whole program, to
establish a basis on which to make the conscious choices required to live a more purposeful
life, and to embed new behaviours into habits.
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Increase participant skills in
leadership, strategy, visibility,
science knowledge, science
communication and collaboration

Participants have a more inclusive,
collaborative and legacy mindset

Participants are more reflective
and able to articulate their
strengths and goals

Participants are more motivated
to address environmental issues

o Increase trust among participants

Participants are better connected

Participants are more
effective and impactful in
their jobs

Participants take on more
opportunities to be leaders

Participants are more
effective and impactful in
other aspects of their lives

Participants have reinforcing
network of inspiration and

The visibility of HB and
women in STEMM is raised

Supportal::nni to a global network of skilled and
n influential women support (stronger together)
Raise awareness
of HB and 2
alumni’s work

Participants have more
influence on decisions that Positive outcomes for the
impact society and the planet
environment (better leaders)
Greater equity among
The decisions participants decision-makers (more women
make are more inclusive and at the table)
collaborative (better decisions)
New projects and initiatives to
i Widespread and systemic
promote equity, the planet and S = change starts to happen

systemic change

i Greater awareness of the
need for evidence-informed
decision

Other people are inspired to
address equity and

environmental challenges

Figure 2. Homeward Bound Theory of Change developed in consultation with the HB MEL Committee through this evaluation.
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4 Results

4.1 Impacts on participants

4.1.1 Overview

The survey results show that Homeward Bound has had beneficial impacts for the majority
respondents in terms of their self-reported skills, confidence levels and behaviours and
motivation. For many, this flowed through to outcomes for their professional careers.

In this section we outline feedback in terms of:

e the immediate outcomes on participants’ skills, knowledge, confidence and attitudes
e the flow on impacts for participants’ professional endeavours

e the role of the alumnae network in providing an ongoing connection to other participants.
4.1.2 Immediate outcomes — skills, knowledge, confidence and attitudes

Homeward Bound aims to improve participants skills in leadership, strategy, visibility, science
knowledge, science communication and collaboration (see Section 3). Part of this is enhancing
participants’ self-awareness, which was one of the areas of Homeward Bound’s greatest influence
on participants (Figure 3):

e Over three-quarters of participants reported that Homeward Bound either greatly or
moderately improved their understanding of their own strengths and behaviours (80%,
131/163), their understanding of others’ strengths and behaviours (79%, 128/163) and their
clarity of personal goals and values (76%, 123/163).

... it gave me the skills and tools to better understand what | was doing, and
extend these skills from a place of knowledge. ...My reactivity to situations has
changed and | can step back more often into "the blue" to make the most of hard
leadership situations. Using LSI to understand myself gave me so much insight
into my own leadership styles and shed a huge amount of light on difficult
relationships, both personal and professional. (Survey respondent, HB2)

e About two-thirds of participants indicated Homeward Bound greatly or moderately
improved their confidence in being a visible leader (68%, 111/163).

e Just over half of participants reported that participating in Homeward Bound greatly or
moderately increased their understanding of how to create positive change (51%, 84/163).

In addition to improvements in understandings and confidence, around half to two-thirds of survey
respondents noted they had moderate or great gains in relation to some of the core skills targeted
by the program (Figure 4):

e Around two-thirds of respondents indicated the program greatly or moderately enhanced
their leadership skills (66%; 108/163) strategy skills (64%; 104/163) and interpersonal
communication skills (59%; 95/160). The percentage of respondents who considered their
leadership skills had increased ‘minimally’ or ‘not at all’ was higher in earlier cohorts (27% in
HB1) as compared to later cohorts (0% and 10% in HB3 and HB4, respectively).
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The changes I've adapted from Homeward Bound is listening more and helping
coach others to develop solutions rather than figuring it out for them. I've also
gained confidence to be more assertive when needed. (Survey respondent, HB2)

e To alesser extent, participants also reported improved skills in collaboration and improved
skills in science communication with 47% (76/162) and 36% (58/160) respectively reporting
great or moderate improvements. Around a third (35%; 56/160) of respondents reported
that HB did not improve their skills in science communication or only improved them

minimally.

Understanding of your strengths and behaviours
(n=163)

Clarity of personal goals and values (n=163) 50% 26% 18% 5%A%

Understanding of others’ strengths and behaviours
(n=163)

Confidence in being a visible leader/role model
_ 33% 35% 19% 9% 4%
(n=163)
Knowledge of science and governance in Antarctica
(n=163) 16% 32% 29% 16% 7%

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

53% 27% 12% 6%2%

36% 43% 12% 7%2%

Proportion of respondents

H Greatly m Moderately Somewhat Minimally Not at all

Figure 3. The extent to which participating in Homeward Bound improved participants’ understandings and confidence
associated with leadership.

Skills in leadership (n=163) 25% 42% 21% 8% 4%
Skills in strategy (n=163) 18% 46% 19% 13% 4%
Skills in interpersonal communication (n=160) 19% 40% 22% 14% 5%

Skills in collaboration (n=162) 14% 33% 24% 23% 6%

Skills in science communication (n=160) 12% 24% 29% 21% 14%

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%
Proportion of respondents

H Greatly m Moderately Somewhat Minimally Not at all

Figure 4. The extent to which participating in Homeward Bound improved participants’ skills associated with good
leadership.
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Although we did not do a detailed exploration of the drivers of these immediate outcomes, an
exploratory factor analysis (see Appendix 3; Table 6) shows:

e Most of the changes in skills, knowledge and confidence are correlated — that is,
respondents who benefited from improvements in leadership skills also benefited in terms
of confidence (and vice versa).

e The exception is for ‘knowledge of science and governance in Antarctica’, which appears to
be less-well correlated with other outcomes (i.e. it appears to be an unrelated area of
learning/development).

e Combining the related items on skills, knowledge and confidence gives an overarching
‘impact measure/score’ (Figure 5). While there is a trend for this overarching score to be
higher in later cohorts, the difference is not significant! (but may be for specific outcomes
that have not been explored in detail in this report).

4.5

4.0

35
3.0
2.5
2.0
15
1.0
0.5
0.0
1 2 3 4

HB Cohort

Mean impact score

Figure 5. Mean impact score (calculated as the average response for all skill, knowledge and confidence impacts other
than ‘knowledge of science and governance in Antarctica’) for different HB cohorts. Error bars = +1 standard error.

More than building key skills, respondents also indicated that Homeward Bound strengthened or
reinforced their attitudes, values and motivation relating to leadership. In particular, around four-
fifths (79%; 128/163) indicated the program had greatly or moderately heighted or reinforced their
motivation to create positive change (Figure 6). Participants from later cohorts reported higher
levels of influence on their attitudes, values and motivation (Figure 7).2

HB helped me notice and change my very critical inner voice, empowered me to
act to my values on issues important to me in all aspects of my life, helped me
notice the positive impacts | have had and can have on others, reinforced my

1 F3,55= 212, p=0106
2 Welsch test F3 ;= 11.62, p<0.001
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existing belief that collaboration is the key to productivity and impact, raised my
awareness of inequities in society and their impact on our ability to build a
constructive and safe society, and more. (Survey respondent, HB3)

Your motivation to create positive change (n=163) 53% 25% 14% 5%%

The value of collaboration (n=163) 46% 30% 13% 7%4%
The value of inclusivity (n=163) 47% 26% 15% 6%6%

The importance of leading for the greater good (n=163) 46% 27% 14% 7% 6%

The importance of a legacy mindset (n=163) 35% 32% 15% 12% 6%

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%
H Greatly m Moderately Somewhat Minimally Not at all

Figure 6. The extent to which Homeward Bound heightened or reinforced attitudes, values and motivation relating to
leadership.

20

18

14
12

10

Average respondent score

HB1 HB2 HB3 HB4

Figure 7. Mean score for the extent to which Homeward Bound heightened or reinforced attitudes, values and
motivation related to leadership (i.e. an average value across respondents derived from adding the scores for the items
in Figure 6 together for individual respondents) for different HB cohorts. Error bars = +1 standard error. Bars that have
different letters show groups that are significantly different from each other (Games-Howell post-hoc test, p<0.05).
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When prompted to list any other skills, attitudes or lessons from Homeward Bound, most of the
feedback from respondents aligned with and reinforced the key outcomes above. This included:

e self-confidence and empowerment (21/84)

e self-awareness and reflection (19/84)

e the value of having a network and the collective power of women (17/84)

e understanding inclusivity and equity (11/84)

e storytelling and communication (9/84)

e the importance of self-care (8/84)

e understanding and being able to apply practical tools such as the 4MAT and LSI (6/84),
e activism and fundraising (5/84)

e dealing with conflict and challenges (5/84),

e mindfulness (3/84).

Homeward Bound inspired me that | am not lonely on this planet. No matter what
kind of situation, in particular bad ones, many sisters are sharing the same. They
can overcome, so can I. Thus | can be more brave to face the challenges in front of
me. (Survey respondent, HB3)

With respect to their perspectives on leadership in particular, survey respondents described a range
of ways in which Homeward Bound had changed their views of leadership/approach to leadership.
This included:

e recognising or valuing alternative forms of leadership (24/121)3

e recognising the importance of compassion, vulnerability, and authenticity (16/121)

e understanding the strength and value of diversity and inclusion (16/121)

e understanding the importance of good and effective communication, including listening to
others (15/121)

e importance of strategy for leadership (4/121).

I have a much clearer insight into what makes a great leader (and the special
values that women can bring). That we need to call out those groups which still
hold so much privilege in the workplace/society and make changes with a legacy
mindset and for the greater good. (Survey respondent, HB4)

HB has changed my view of leadership and my approach to every aspect of my
life, including my leadership. | am more aware of the importance of emotions,
attitude and just how transformational values-based leadership can be. (Survey
respondent, HB1)

3i.e. 121 survey respondents provided additional insights here, with 24 describing something to do with
recognising/valuing alternative forms of leadership.

Prepared for Homeward Bound
11



Homeward Bound Impact Evaluation

Others commented that taking part in Homeward Bound helped reinforce their existing

understanding of leadership (6/121).

[Homeward Bound] reinforced my ideas of alternative leadership models and not
needing to conform to outdated models. (Survey respondent, HB1)

It solidified my views that excellent leadership requires human qualities that are
grounded in self awareness, a deep understanding and application of leadership
behaviours and a disdain for personal power and elevation. It reinforced my view
that most people in leadership mistake facilitation skills, a gift for public speaking
and/or specialisation in a topic/discipline as leadership. It reinforced my
approach to leadership as requiring attributes of authenticity, humbleness, being
grounded and accountable. (Survey respondent, HB2)

4.1.3 Professional outcomes

Most survey respondents indicated some flow-on from changes in their skills, confidence and
abilities into how they approached the professional environment. Key changes here were:

e Almost two-thirds (63%; 102/162) of survey respondents stated that Homeward Bound
had a great or moderate impact on their confidence in the workplace (Figure 8).

e 76% (121/160; Figure 9) indicated they were ‘more’ or ‘much more’ effective in dealing
with conflict or contested situations. 71% (114/161) indicated they were now advocating
for changes they believe in ‘more’ or ‘much more’,

e Over half (58% (93/160) indicated they were now being more collaborative and inclusive in

the way that they approached tasks.

“I am more focused on my own strengths and how | can make a difference rather
than trying to emulate others or 'copy' their career trajectories. My conversations
are considered and careful particularly with people who are being loud and
aggressive. In the past, | would shy away from these interactions but now | work
out a way to continue the conversation.” (Survey respondent, HB4)

Prepared for Homeward Bound
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Figure 8. Survey respondent’s perception that participating in Homeward Bound improved their general confidence in
the workplace (n=162).

Being effective in dealing with conflict or contested T - »350 1'/

situations (n=160) _ 56% A A

Advocating for changes you believe in (n=161) 26% 45% 28% lk
Being collaborative and inclusive in the way you o . 2 |

approach tasks (n=160) | 22% [ 36% 42% 0%

Communicating your work to an outside audience 149 40% 44% 1*
(n=162) . 2
Being effective in your day-to-day job (n=162) &L 37% 49% 1
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B Much more m More About the same mLess M Much Less

Figure 9. The extent to which participants’ experiences with and learnings from Homeward Bound have flowed through
to behaviours at work (paid or otherwise).

The majority of survey respondents have also experienced changes to their career following
Homeward Bound (Figure 10). About two-thirds (69%; 111/160) indicated that Homeward Bound
was a ‘a contributor’, a ‘significant contributor’ or a ‘critical contributor’ to this (Figure 11).

o The largest career change reported was participants moving into more senior roles, with
the greatest changes reflecting the time since participants returned from Homeward Bound.
For example, 58% (19/33) of HB1 participants had moved into a more senior role since

Prepared for Homeward Bound
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returning late 2016 compared with only 26% (11/43) from HB4 who returned in 2019 (Figure
10).

I have progressed into more senior roles since Homeward Bound. While this
progression may have happened regardless, | am better suited to succeed in these
roles. | am more confident and assertive. My visibility has increased substantially.

Things are not perfect. Homeward Bound build relationships among incredible
women who | have been able to turn to for advice and support when | struggle.
(Survey respondent, HB2)

e Similarly, around two-thirds of survey respondents said that they had greater
responsibilities (67%; 106/159) and more power and influence for decision-making at work
(65%; 103/158).

e Around one-fifth of respondents (21%; 35/169) have moved into a different role that
‘better aligned with their goals and values’.

“Homeward Bound gave me the capacity, strength/confidence and awareness to
step back from my work slightly although still move forward and progress my
career. | gained the skills to identify when to throw my whole self into work, and
when | needed to/could step back and prioritise other aspects of my life. It helped
me value my skills and contributions in the workplace. This includes taking a
sideways step to allow my substantive team to see all that | had been doing and
value my work. | have since negotiated salary, work hours and location, and
fought to support my staff and other staff within the organisation.” (Survey
respondent, HB2)

e A fifth of participants (20%; 30/151) said that since HB they now sit on a key decision-making
committee, with a further 24% (36/151) saying that HB has enhanced their position sitting
on a key decision-making committee (see Appendix 2, Figure 20).

e Since participating in Homeward Bound, 64% (103/161) of survey respondents felt more
satisfied about their career trajectories (Figure 13)*. Based on the responses in Figure 11,
this suggests that over half of survey respondents (59%; 94/160) indicated that Homeward
Bound contributed (at least in part) to improved levels of career satisfaction.

| was already unhappy with my career trajectory before joining the program and
knew more or less the direction where | wanted to move. HB gave me the
necessary push to change things and try something very new. HB also equipped
me with the skills to better analyze my situation and gave me the motivation to
start changes here and now. The HB network has been a great help in this
ongoing process. (Survey respondent, HB4)

e Notably eight women reported lower levels of influence and/or satisfaction with their
careers since Homeward Bound. Seven out of eight of these respondents were from HB1 or
HB2. Among these women five explicitly expressed cynicism about the approach of the

4 This did not appear to differ between cohort (see Appendix 3, Figure 21); Kruskal Wallis test: H=0.42, p=0.936
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Homeward Bound leadership team and the negative impacts that this has had, including
impacts of confidence levels and mental health.

70%
60% 58%
50%

40%

0,
40% 35% 33%

29%

30% 26%

22%
20%

15%

14%

Proportion of respondents

10%
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Remained in the same role so far Moved into a different role that Moved into a more senior role
fits better with my goals and
values

mHB1 mHB2 wHB3 mHB4

Figure 10. Changes to participants careers since participating in Homeward Bound (n=169). Note participants could
select multiple responses.
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Figure 11. The extent to which participants reported that HB has been a contributor to their job changes (n=160). A
critical or significant contributor means changes were unlikely to happen without HB, a contributor means HB helped,
marginal contribution means participants are unsure if HB helped and no contribution means HB did not help.
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Figure 12. Changes to participants’ workplace responsibilities and roles since Homeward Bound.
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Figure 13. Participants’ satisfaction in their career trajectory since participating in Homeward Bound (n=161).

Supporting the quantitative data, survey respondents largely described that Homeward Bound
impacted their approach to their work and their career prospects through improved confidence and
self awareness. Open-ended responses about how Homeward Bound has influenced respondents
professional careers discussed the role of :
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e increasing their confidence (38/129)

e understanding, and aligning their work and values (31/129)

e becoming more aware of self and others (28/129)

e having greater skills in planning strategies and priorities (19/129)
e better communication skills, including listening (17/129)

e skills to deal with conflict and poor leadership (13/129)

e the HB network and collaboration (13/129)

e having greater visibility (8/129), and

e being more inclusive (6/129).

“I much more actively seek roles to develop strategies for teams and lead teams
through periods of change. Previously, | viewed my role as 'pitching in in the
background' and being a 'workhorse'. As a leader of teams | actively seek to work
out how I can support others to achieve their goals - recognising that the more
people | can bring up to reach their heights the better. | am also far more keenly
aware of bias in society and my role as a leader in seeking to overcome this.”
(Survey respondent, HB1)

Additionally, some participants also identified that Homeward Bound changed their approach to
their careers by teaching and showing them to be more considerate and compassionate (10/129),
and it helped others to feel more passionate about what they are doing (4/129).

“[Since HB | am] more open to talk about feelings, [and] provide emotional
support.” (Survey respondent, HB1)

4.1.4 Ongoing role of the Homeward Bound alumnae network

Throughout the survey, many respondents referred back to the importance and the value of the
Homeward Bound network. Those benefits considered to be of most valuable included:

e Having a ‘brains trust’ (74%, 115/155) and social networking (74%, 116/157), with around
three-quarters of participants agreeing that this was valuable or very valuable.

The HB network is an amazing space to bounce around ideas, problem-solve,
connect over some of the world’s biggest challenges. (Survey respondent, HB3)

e Participants also identified that the HB alum network was valuable in terms of providing
support both professionally and personally, with 71% (109/153) and 68% 104/151)
respectively stating that this was valuable or very valuable. This finding was also reflected in
the qualitative data, where 52 (out of 114) respondents commented that the professional
and personal support and advice was a key way that they have used the network.

e Other areas of the HB network that participants identified as valuable were the
opportunities to build mentor relationships (60%, 85/142) and enhancing work opportunities
(54%, 80/148).

Prepared for Homeward Bound
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e Half of the survey respondents agreed that the HB network was valuable or very valuable for
creating connections to foster collaborative projects. This was also supported by comments,
with 21 (out of 114) participants stating that they had used the network through
participating in collaborative papers and projects.

e A smaller proportion of participants (38%, 51/135) considered that the HB alum network
provided a network to connect with people outside the alumnae. One survey respondent
from HB2 commented “I use the network to find out about women working in areas relevant
to my work”. This example demonstrates how the HB network has helped women to
network and connect with others beyond the HB alumnae, particularly within their own
fields.

There did not appear to be a significant difference in how respondents from different cohorts rated
the network (see Appendix 3; Figure 22). However, respondents from later groups indicated they
were slightly more likely to continue using the network into the future (Appendix 3; Figure 23).°

A ‘brains trust’ for helping answer questions/share and

get feedback on ideas (n=155) 41% 17% " 8

A way of keeping in touch socially (n=157) 36% 20% 6%
Support in facing professional challenges (n=153) 32% 18% 11%

Support in facing personal challenges (n=153) 33% 19% 13%

Opportunities to build on relationships as 5 26% %
mentors/mentees (n=142) ° °

Professional connections that enhance work

fe _ 21% 31% 15%

opportunities (n=148)

Connections that help foster collaborative projects

(n=146) 23% 32% 18%

A network to connect with people outside of the
alumnae themselves (n=135)

I $
N

16% 34% 28%

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%
Proportion of respondents

M Very valuable Valuable Somewhat valuable Of little to no value

Figure 14. Participants’ perceptions of the value of the Homeward Bound alum network.

Survey respondents also described that they used the network:

e through social media platforms such as Facebook and WhatsApp, to learn and share
information and stay in touch (12/114)

5 Kruskal Wallis test: H=9.42, p=0.024

Prepared for Homeward Bound

[y

8



Homeward Bound Impact Evaluation

e to seek, or advertise opportunities at STEMM conferences and events, including speaking
events (12/114)

e to become more involved in Homeward Bound, through taking part in HB events and HB
committee groups (7/114)

e Several participants also commented on the benefits of the HB support groups (7/114).

For example, some participants stated:

Our HB4 support group is great support. We meet every couple of weeks and
discuss personal and professional issues in a structured way. | learn a lot from it.
Several times when | had a topic to discuss, an idea to share, or a question to ask,
| posted on [Facebook] and got valuable feedback from the network. | was
looking for professional connections in my area of interest and the network
helped me to connect to a few people. So far, not much has yet come out it, but it
was useful anyway. | enjoy reading HB posts in [Facebook] and learn a lot from
them. (Survey respondent, HB4)

4.2 Contribution to broader impacts

Homeward Bound’s underlying theory-of-change is one of capability building. In strengthening the
capabilities of participants, it expects those participants will be able to go on to be more influential
and have bigger, broader impacts than they might have otherwise. As such, Homeward Bound aims
to contribute — through participants — to benefits for ‘people and the planet’.

It is important to recognise that Homeward Bound'’s role is a supporting and enabling one —a
contributor to broader impacts, rather than a direct causal agent. That said, 103 survey respondents
identified a range of ways in which the Homeward Bound program has contributed to and
informed their work, which in turn has had positive impacts in terms of:

e |eadership and the equity of decision-making

e environmental action.

Examples of this work are outlined in Table 2.

Table 2. Areas of broader impact that Homeward Bound participants have contributed to since the program.

Area of impact  Description Examples

(# respondents
mentioning)

Leadership and the equity of decision-making

Empowering Drawing upon skills Mentorship was realised in a variety of ways, demonstrating the
others (25) developed during the HB  broad and wider-reaching ways in which HB’s impact has resonated
experience to assistand  as an ongoing impact. Examples include:
mentor other women in
the workplace/STEMM

fields 100 days of social media posts about climate change, mentoring

other HB participants (HB3)

I advocated for career development funding for women and other
underrepresented groups in my centre. This initially face a lot of
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Area of impact  Description Examples

(# respondents
mentioning)

opposition from many of the old, white, male, leaders. What finally
got it across the line was when | applied the 4MAT methods of
communicating my message. This was successful in reaching all
members of centre leadership and they all then voted to support the
initiative. (HB2)

Mentoring young people and my research team members about
managing own emotions and understanding other people's positions
and actions. (HB2)

Sharing their Knowledge and I had a ton of public speaking engagements as a result of being part

experience and  experience sharing was of the first all female flight crew to fly through a hurricane.

knowledge (30) identified as a way for Homeward Bound's visibility lesson helped me direct these
participants to reach opportunities in a way that encouraged and motivate women to
wider audiences, and participate in STEM fields. (HB2)

create impact by sharing
information and stories
(particularly relating to
the Antarctic trip, as a
way to spark interest
with an audience).

1 did a lot of media interviews after the program which | wouldn't
have had the confidence to do beforehand (HB1)

Implementing Participants explicitly I helped my old boss with difficult emotional issues within the lab -
workplace described introducing making our lab a better place.
changes (14) new practices, Using the network | helped make a communications part of a grant
techniques and writing program (HB1)
approaches to their
workplace that they
encountered during the At a personal level | have made substantial changes to various
HB experience. practices to decrease my waste (e.g. stopped using take away coffee

cups; started recycling soft plastics; started composting; switched to
plastic free toilet paper/tissues/paper towel; generally looked to
minimise single use items; reduced my meat consumption further;
looked to make more ethical purchases etc.). | have also prompted
more environmentally friendly practices within the workplace. | work
in the field of mental health and | feel that the program has put me
in a better position to have the capacity to create systemic change.

(HB2)
Enhanced social The HB experience I am directing my career to influence better policy outcomes for First
action (17) prompted some Nation Australians to have water rights. | have written and are
participants to actively implementing policy to start achieving these objectives, and I’'m
seek out new/further further developing policy in this space. (HB2)

social roles, and
promote social activity
and leadership within
their networks.

I lead workshops for college faculty on creating inclusive and
equitable courses. We have challenging discussions on racism and
White privilege in the USA. My understanding of how | respond under
stress - and how others respond (e.g., LSI, 4MAT) - has informed how
| facilitate discussions. (HB3)

Environmental action

Enhanced Participants identified Championing for MPA in Antarctica; advocating for inclusion
participationin  how the HB experience (webinars); being engaged in the city council to lead environmental
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Area of impact  Description Examples

(# respondents
mentioning)

environmental had motivated them to projects, but this is just beginning (HB4)

action/work either participate in

(37) greater environmental
activism, or to integrate
environmental action
and responsibility into
their professional roles.

I turned down a promotion for a job in a new area which wouldn't
not have done harm to the planet, but wouldn't have helped it much
either. As a result | have stayed in my broader work area and will
soon be promoted to a new role internally which will allow me to use
my collaboration skills to support coordinate climate research for

Australia (HB4).
Organising The HB experience Gave presentation to 800 7th graders about women and queers in
events and assisted some STEM. Created a virtual education program about Antarctica and
projects (24) participants to have the ~ women in STEM that was delivered to ~100 students. Presented
confidence, knowledge about person and heart-centred leadership to women graduate
and motivation to students at UCSD (HB3).

organise events and
projects relating to

; ; I have co-designed a program with local community members that
environmental action.

improves their connection to nature and improves natural habitats.
The experience of HB caused me to think about visibility of the
program and the group and how to manage this visibility upwards
and outwards to improve the impact and reach of the program
initiatives.(HB4)

For the 103 participants who identified specific examples of activities and approaches they have
instigated or participated in since participating in the program, the role of HB in informing this
action was explicit (see Table 2 above). Respondents directly linked their post-HB activities in
leadership and environmental action to the lessons and experiences they had during the program.

For nine of the respondents, this link between their current activities and the HB experience was not
as evident, or they had not had the opportunity to put their new knowledge or experiences into
practices.

Not yet, but | think the pandemic has also made this a lot more difficult. | had to
put many plans and projects on hold (20)

I have enhanced and deepened my firms work in the environment space. This has
been somewhat due to HB. (HB3).

Throughout my career, | have been an active advocate for the health of the
planet. However, | do not attribute my actions in this arena to Homeward Bound
specifically. (HB2)

Participants also identified the broader impacts of collaborating with other Homeward Bound alumnae
through the network created by the program. For some participants, HB provided a launch-pad to partner
with other members of the cohort to produce papers, run events or seek out public speaking opportunities
(Table 3).
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Table 3. Types of collaboration and action post-program, through the Homeward Bound network.

Area of
collaboration (#
respondents)

Environmental
projects and
initiatives (29)

Description

Due to the broad range of
interests and expertise of the
participants, alumnae projects
were wide reaching in scope and
impact. These activities were
framed as both an explicit output
of the HB experience, and a way to
expand upon pre-existing work.

Respondents also highlighted the
role of HB in explicitly informing
environmental action through the
alumnae network.

Examples and quotes

Alumnae projects included

- fundraising for environmental causes

- HB Unconference

- Workplace skills sharing sessions

- Establishing leadership groups

- Specialist skill groups (e.g. carbon neutral
initiatives)

- Gender fact sheet

- Antarctic Ambassadors/governance
groups

- Marine leadership groups

- Science weeks

- Women’s leadership groups

- Activist activities

During my HB year, | started several activist
projects on climate change and diversity and keep
working on them. Examples: workshops on ally
skills, workshops on climate change. I'm now
trying to introduce a framework to ensure more
justice in my organization. (HB4)

I took part in TV show and radio broadcast and |
wrote my last book about Antarctica and climate
emergency, and HB gave me a powerful boost.
(HB2)

Public speaking
occasions (23)

Public speaking included
opportunities to reflect directly on
the HB Antarctic experience, and
to speak more broadly about
women in leadership and
environmental science. These
public speaking opportunities
existed within HB specific-spheres
(e.g. the HB Conference), as well
as with external organisations.

For some participants, HB provided a launch-pad
to partner with other members and seek out
opportunities to share knowledge and
experiences.

[l have participated in] Conference presentations
on HB with cross-cohort authors. | have run
professional development workshops with HB
alum. | engaged a former HB faculty member to
run a workshop for my centre. (HB4)

I had started a scientific collaboration with
another alumni, and have been invited by an
alumni to give a couple of guest lectures at a
university. | was also put in touch with a museum
to discuss a possible collaboration. | was also
invited to give talks at schools, festivals, etc. for a
year or so. (HB2)

Conference presentations on HB with cross-cohort
authors. | have run professional development
workshops with HB alum. | engaged a former HB
faculty member to run a workshop for my centre
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Area of Description Examples and quotes

collaboration (#
respondents)

(HB2)

Research initiatives ~ Participants produced a variety of ~ Submitted a chapter to a book about Antarctica

and outputs (16) research outputs through the with a group of alum co-authors. (HB3)
alumnae network. These
publications, websites and other
research outputs related to three
key fields:

Project 11's work on trandisiplinarity, which has
included a Fellowship at the Rachel Carson Center
in Munich and two submitted papers, as well as
Antarctica blogs and ongoing work.(HB1)

Women in leadership

Environmental science and climate 1 gqgition to the above articles and media, | have

action given public presentations during the Melbourne
outdoor film festival, been interviewed about
HB/Antarctica on multiple radio programs, and
had written articles in newspapers, newsletters
and online. (HB4)

The case study below details the HB journey of Australian-based computer scientist Karin Verspour.
Karin’s HB experience enabled her to reconsider her career path to think about how to make the
biggest contribution to women in STEMM. She attributes her career progression to the confidence,
mind-set and approaches she learnt on the HB ship.

‘Shifting the Culture’: Learning to Make the Biggest Impact
Finding Peers

Computer scientist Karin Verspoor had always felt isolated, working in overwhelmingly male dominated
environments. Karin felt a responsibility to assist other women to be leaders in the growing tech field, and HB
perfectly aligned with her interests.

Going to Antarctica was a transformative experience, both in developing an understanding of her Life Styles
Inventory (LSI) and being plunged outside of a normal context to fully concentrate on the program.

Like many people | tend to work very much in a task driven mode at all levels. The ship
provided the chance to step back from that — my monthly ‘to do’ list was just this
program. | haven’t ever had a time in my life to just focus on myself.

Leadership Approaches

For Karin, a valuable part of the program was learning how to be a different kind of leader.

In my environment | have learned to be quite vocal — quite forward because | had felt like |
was representing all female computer scientists. And on the ship | felt like | didn’t need to

be heard that much...I realised that | wasn’t a pushy person, but that my environment had
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forced me to take that on. It allowed me to rediscover me.

On an inter-personal level, she developed new ways of communicating with colleagues that allowed for
greater empathy and listening. On a larger scale, the HB personal strategy map process helped to redirect
Karin’s career trajectory.

| was struggling with identifying my priority e.g. research or impact on academic
environment? Given the fact that | have been given a voice at the table, the latter was
more important to me. There are lots of academics who can do what I can do with Al
research but not many who care about shifting the culture — | started looking for
opportunities to do that.

New Career Path

On return from Antarctica, Karin immediately began seeking out new roles. An opportunity came up that was
slightly outside of her experience, but it provided a launching pad for other positions.

I looked at it and thought | wasn’t ready but | applied and | interviewed. And | wouldn’t
have done it if | hadn’t come out of HB. That led to other opportunities. | put myself out
there to learn more. Because of HB — | knew how to give a presentation with vision,
strategy, diversity and exclusion.

Eventually, Karin was approached to be the Dean of School of Computing Technologies at the Royal Melbourne
Institute of Technology.

There are very few women in Deans in schools of IT around the world and | am going to be
one!

Networks, Opportunities and Expectations

In addition to assisting Karin to progress her career, HB has also provided a network of women Karin can call
on for support. When she encountered a difficult professional dynamic, she turned to the WhatsApp group
from her HB cohort.

The amount of support | got from that was amazing. One of the staff recorded a
meditation for me and it helped tremendously to get that support.

However, there was also some uncertainty about the expectations of what it meant to be a ‘HB member for
life.” Karin contributed to the gender fact sheet but felt she was not doing enough, while also feeling over-
committed.

While Karin was lucky to receive university funding to support her trip, she was aware that not all potential
participants were as fortunate. She sees an opportunity for HB to assist applicants to advocate for funding
from their institutions, offering support and helping them to build their skills in advocating for themselves:

The financial side of it is tricky — helping women make the case to their management and
helping them navigate it is something that should be worked on.
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4.3  Opportunities for improvement

43.1 Overview

This section draws together evidence to address the evaluation question ‘“What opportunities are
there for improving Homeward Bound’s impact?’ through exploring the effectiveness of the key
mechanisms of the program. As such, the following sub-sections below provide:

e Areview of some key Homeward Bound components, and how these contribute to the
program’s overall impact.

e A summary of opportunities and suggestions for strengthening the structure of Homeward
Bound to improve its impact.

Overall, the majority of survey respondents indicated that they were likely to recommend
Homeward Bound to a friend or colleague (Figure 15), but that there are some participants that
have substantial reservations about the program. Notably, participants from the later cohorts were
more likely to recommend the program than those from the first two cohorts (Figure 16). This
suggests participants in the later cohorts have been more satisfied with the program than those in
the earlier cohorts.

This likely reflects a ‘journey of improvement’ that Homeward Bound is on. Issues and problems
were identified by participants in early voyages and have been addressed (or are starting to be
addressed) in later cohorts.® While the survey data highlights a significant positive trend’ and
increase in overall participant satisfaction (Figure 16), this evaluation also identified that — like most
programs - there remains further scope and opportunities for improvement.

6 Survey data collected as part of this evaluation, together with incidental feedback from HB committee
members indicate there were substantial issues with the inaugural program. Feedback and learning activities
were conducted to ensure that the issues were addressed (including a feedback session with participants and
staff while still on board the ship). As a result, HB implemented over 60 major changes. In each successive
cohort, detailed MEL surveys (with confidentiality and human research ethics approvals in place) have been
conducted with participants to help improve the experience.

7 based on Welch F-test: F370=4.84, p=0.004

Prepared for Homeward Bound
25



Homeward Bound Impact Evaluation

60
» 50
2
C
[}
2 40
o
Q
(%]
2 30
G
)
220
€
=}
Z 10 I

. B = B = _ =
A © ™
‘\@* o) % ) % o N &
N\ N
N >
e X
N ?

& s

S e
/Q/ 0/

N
Figure 15. Likelihood of recommending Homeward Bound to a friend (n=156)
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Likelihood of recommending the program (where O=not at all likely, 10=extremely
likely)

Figure 16. Average likelihood of recommending Homeward Bound by cohort (n=156). Error bars = +1 standard error.
Different letters represent groups that are significantly different to each other (post-hoc Games-Howell test, p<0.05).
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4.3.2 Elements of the expedition in contributing to Homeward Bound’s impact

As outlined through the Theory of Change in Section 1.1, the key components of the Homeward
Program are:

e Developmental capacity-building sessions
e Expedition experience
e Alumnae network

e Raising awareness of Homeward Bound and alumnae’s work

Each of these components contribute to the overall impact of the program, although there are
aspects that have been identified as more and less significant as mechanisms of change. The survey
explored in more detail the expedition as a core component of the Homeward Bound Program.

There are several aspects to the expedition that participants perceived to be more or less
important to the overall value and function of the Homeward Bound experience (Figure 17).
Aspects of the expedition that participants rated as being particularly important included:

e Being removed from the demands of day-to-day life - 84% (132) of respondents indicated
that this was a critical aspect of the expedition experience, with another 11% (18) noting
that it was a ‘very important’ aspect. Reflecting on why this was so valuable, survey
respondents highlighted the importance of being able to fully immerse themselves in the
program which allowed time for focus on introspection and the program without external
distractions:

It was immersive, which is why it was so transformative. No kids, no trivial day to
day matters to distract. First time in a decade that | only had to care for myself.
That was a true gift and meant I could fully immerse myself in the experience.
Being in Antarctica was a large part of that immersion. The isolation and the
focus on the environment were fundamental to the experience. (HB1 participant)

o Exposure to multiple perspectives - 77% (122) of respondents felt that this was extremely
important to Homeward Bound, though many also commented that this was an area in
which the program could be improved, specifically in relation to the diversity of the
participants involved (explored further in Section 4.3.6)

e Being remote and in nature — 66% (10%) of respondents felt that this was extremely
important to the program, and similarly, 61% felt that being in a beautiful and inspiring
location was also extremely important. Key points include:

o Theinescapable isolation forced participants to face and address the challenges
presented by the course content.

o The opportunity to observe the influence of human activities even on a remote,
‘untouched’ place helps to inspire action against climate change:

Being in a remote, beautiful and largely untouched 'last wilderness on earth' was
crucially important for learning about the Mother Nature Needs Her Daughters
legacy mindset of HB. It sets the program apart from other leadership initiatives.
(HB4 participant)
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o While many reflected on the significance of being in Antarctica, some felt that other
locations would have worked just as well:

| would do HB again in a totally different environment, though | think it being
remote and challenging is important. While | had always wanted to go to
Antarctica, the best thing about HB was being in a remote place with a group of
diverse women who cared about the world. (HB4 participant)

e Beingin a large group of likeminded women — 61% (97) felt that this was an extremely
important aspect of the program. More specifically, respondents reflected on:
o the importance of connecting with a group of women who cared about the world
o the value of networking with other professionals, particularly those who were
‘further along in their careers’ and from different countries.

The other women were absolutely the highlight and what was the most valuable
part of the experience. To develop that level of trust and intimacy with a group of
women is very rare - particularly for scientists. (HB1 participant)

Feedback from participants also indicated that some components of the current expedition

experience are perhaps less important in terms of the overall impact of the program:

e Beingin an environment that creates discomfort — Although there were mixed responses in
relation to how important this was, 26% (41) of respondents felt that this aspect provided
limited contribution to the experience. Notably, there were some comments related to this
from the HB1 cohort about lack of support on the ship- though many of these concerns
about participant wellbeing have since been addressed by the HB team, with the inclusion of
an on-board clinician to provide holistic mental health support to participants and faculty.
Whilst creating personal discomfort is a mechanism used in many leadership programsg, and
some alumnae advocate for the ‘transformational’ nature of the program, some participants
also found this challenging and even adverse to the intended outcomes of the program:

| think the "challenged by" the course delivery was problematic. It was not
intellectually challenging, rather the delivery was intentionally challenging "take
you through a low point and bring you out stronger" was how the delivery was
described which was not a productive approach for the audience (of highly
educated engineers and scientists). For me the delivery was the low point and
detracted from the goals. (HB1 participant)

e Beingin an environment that you can’t leave. Notably, there were mixed responses to this
aspect of the program. Some respondents commented that this contributed to a risk of
psychological distress, while others felt that constantly travelling on the ship was well suited
to the content of the program.

8see Boy van Droffelaar, Maarten Jacobs, (2017) "The role of wilderness experiences in leaders’ development
toward authentic leadership"”, Leadership & Organization Development Journal. And;

Watson, S. and Vasilieva, E. (2007), "“Wilderness Thinking”: inside out approach to leadership development",
Industrial and Commercial Training, Vol. 39 No. 5, pp. 242-245.
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e  While the trip to Antarctica was a draw card for many women, many also expressed that
this was not essential to the program. Reflecting on the importance of the trip taking place
in Antarctica, respondents noted:

o The expense of the trip may create barriers for some women, potentially leading to
a lack of diverse participants.
o Concerns with the environmental impact of the trip and associated guilt of visiting

an ‘untouched’ place:

Antarctica was the draw in combination with women in science and leadership. |
don't really promote | joined HB anywhere though. | have overall gratitude. Given
what we know so unequivocally now I don't think HB can continue in Antarctica, it
won't age well bringing large groups to this fragile place and with the emissions
even if offset it doesn't lend to inclusion with location and price (HB1 participant).

o Unclear links between the scientific Antarctica information and the other
‘leadership’ content. While almost all respondents acknowledged that the program
would not have had the same effect had it taken place in a city, many commented
that being in Antarctica specifically did not influence what they learned while being
there. Furthermore, some respondents commented that being in a ‘developing’
country may have had a greater influence on the program, while also providing

more opportunity for increasing the diversity of participants:

I personally didn't feel the trip to Antarctica was needed to inspire action against
climate change. | think being in a space where we could view the real-time impact
of environmental change on people may have had more impact. Much of the talk
on the ship was about how climate change affects developing nations and those
who had the smallest contribution - yet | felt so far removed from that reality.
(HB3 participant)
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Being away from the demands of day-to-day life (n=158)
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Being in an environment that challenges your thinking (n=158)

Being in a large group of like-minded women (n=158)
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56% 23% 4%4%

84% 11%

77% 16%

59% 24% 3%6%

61% 24% 6%

Being in an environment that creates discomfort (n=157) 27% 16% 8% 26%
Being in an environment that you can’t leave (n=158) 52% 18% 2% 14%
Being in the Antarctic (n=157) 41% 21% 8%  11%

Being in a beautiful and inspiring place (n=158)

Being remote (n=158)

Being in nature (n=158)

m Extremely important
Moderately important

0%

61% 23% 5%

67% 23%

66% 22% 3%

20% 40% 60% 80% 100%

H Very important
Slightly important

Not at all important

Figure 17. Respondents' perspective of importance of various aspects of the HB trip. Data labels under 3% have been
removed for clarity.

4.3.3 Role of and issues with the alumnae network

Another key component of the Homeward Bound program is the alumnae network which provides a
means for participants to remain connected to a global network of women, providing ongoing
benefits and support to participants. As highlighted and discussed in Section 4.1.4, participants
identified that the most valuable aspects of the network are that it provides a forum for ideas and
answering questions, support in facing professional and personal challenges and a means of keeping
in touch with other participants socially.

Overall, 89% of respondents indicated that they would be likely to continue to use the alumnae

network (Figure 18). However, some participants also reflected on some negative aspects of the
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network. Participants indicated that there was a high level of online discord because of conflicting
experiences of the program- including disagreements between cohorts as well as within cohorts (19
respondents).

The HB1 experience was very different to other cohorts and can be tainted by that
- particularly after the film. (HB1 participant)

Related to this, participants also noted that they had experienced negative comments or interactions
between alumnae members (18 respondents). More specifically, some respondents felt that the
social media platforms used were not conducive to effective connection and communication with
other alumna:

The network can have some long winded and very negative discussions that are
disturbing not only because of the content, but that FB [Facebook] and social
media are not really useful for these discussions. The context of these discussions
is usually missed, and the long-winded essays are exhausting and bring a
negative vibe to the network. (HB2 participant)

A lack of inclusivity was also identified as a limitation to the network. Some respondents
commented that the network can be ‘cliquey’ and that the same groups of people tend to be
involved in all the projects and initiatives that come out of the network (16 respondents)

[We] tend to create subgroups which is human nature, but we need to work to
keep open and welcome all difference and backgrounds. (HB2 participant)

Some respondents also noted that the network enhanced feelings of self-doubt and caused them to
develop an inferiority complex:

Generally | find the support positive. Sometimes when certain individuals post
incessantly about their multitude of achievements, it can make one feel
inadequate by comparison. (HB3 participant)

The size of network and the amount of information that is shared was felt to be overwhelming and
difficult to keep up with, and some respondents felt that there was a focus on visibility just for the
sake of visibility (11 respondents). Some participants also identified that the lack of organisation
and involvement from leadership was a potential limitation to the network achieving its full
potential. More generally, it was felt that the program could increase efforts to foster further
collaboration between participants.
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Figure 18. Respondents’ reported likelihood of continuing to use the network (n=160).

4.3.4 The challenges of participating in Homeward Bound

Respondents highlighted a range of challenges they experienced in participating in the personal
and leadership development program. These challenges were framed as both positively and
negatively (see Appendix 2 for full list). For those who identified positive challenges, there was a
strong sense that initial difficulties were able to be reframed as opportunities for growth and
development. Key positive elements included overcoming the feeling of ‘imposter syndrome’,
challenging self-doubt, and being pushed outside of their comfort zone.

Not feeling like I'm enough. Our whole cohort (HB3) learnt that we are all enough,
and it's the power of the mind that needed strengthening to be able to overcome
those negative thoughts. (HB3 participant)

Some respondents also reflected on how the challenges had ongoing positive impacts in their
leadership styles, workplace behaviour, and career trajectories.

Managing my time to actively participate in HB, while working full time in a job |
am passionate about was challenging, as was 'letting go' for a month at sea while
I had no reception and could not manage my projects. This time away to focus on
HB in such a spectacular location was so important. It showed me | could step
away and leave work in my very capable colleagues' hands until | returned, and |
could take that important time to reflect and focus on my leadership and growth.
Homeward Bound has changed my mindset from being very hard on myself, to
having a supportive inner voice - something so important coming straight back
into the horrific Black Summer bushfires and then a pandemic! (HB4)

Overcoming guilt and increased feelings of self-worth were also recurring themes for participants
who had positive experiences of the challenges faced during HB.

It was challenging to give myself permission to participate without feeling guilty
for leaving my family. While | didn't conquer the guilt completely, the program
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offered me other perspectives. E.g. | was setting a strong, positive example for my
daughters by doing it, and doing something for myself and the greater good. |
found it challenging to ask my work for support, but it was a good lesson for me
to just ask and if the response is no you've lost nothing. (HB4)

Challenges that had a negative impact on participants were varied, but the most prominent
themes were around the program design and leadership, and mental health. These themes were
often combined within the one comment, and participants from the HB1 and HB2 cohorts were
disproportionately represented here.® Note also that many of the respondents with negative
experiences only participated in the survey on condition of anonymity, and so direct quotes have not
been used here.

Observing leadership behaviours that were not leading by example. Seeing the
negative impact on others. Affrontages to my personal values. (HB1)

Some of these issues — particularly related the lack of mental health support — have been addressed
in later voyages. Nevertheless, they have left a lasting impression on early participants.

| faced severe mental health challenges aboard the ship and for a significant
amount of time after the voyage. While | take responsibility for my own health, it
was clear to me and many others in my cohort that the HB2 Leadership Team did
not adequately prepare for or respond to the mental health issues that arose on
the voyage (e.g., absence of independent clinical psychologist aboard the ship)
(HB2)

Financial and time-related challenges were also significant negative challenges for the
respondents.

The main challenge | faced with participating in Homeward Bound was the
financial burden. This impacted the progress of my PhD as a lot of time and
energy needed to be diverted from my research to generate the funding needed
to pay for Homeward Bound. (HB2)

A big challenge for me was that | hadn’t finished my PhD before embarking on the
trip and | used my downtime to work on my revisions ... the impact on me was
that I couldn’t fully be present all the time, and | didn’t feel | made the “deep
friendships” and networks | was supposed to. Though this change when |
volunteered my time for the program as alumni. (HB2)

Importantly, even in more recent voyages, some participants expressed frustration at a lack of
clarity around the program and confusing communications.

°Note: HB1 had coaches, but no person or faculty qualified in or focused on mental health support. HB2
included a psychologist. Since HB3, there has been a ‘Wellbeing’ stream, with a psychiatrist involved in the
selection of participants, support during the year-long online program and on the ship as a clinician,
independent of faculty.
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It typically presented as very disorganized and disjointed, with "too many cooks in
the kitchen". Staying engaged and interested in this environment is difficult for
me and led to feeling disappointed about much of the program. (HB4)

Communication wasn't very clear from HB HQ. It created confusion about what
HB is about and what form of correspondence and expectations. (HB3)

While some women found the challenges resulted in increased workplace confidence, for others
these challenges had a detrimental and ongoing impact.

As a direct result of this program | am now less confident in my workplace. | am
less confident in my decision making, and in advocacy for myself. (HB1)

The challenge of dealing with ‘systemic issues’ was also identified in the survey responses.
Participant responses suggest that Homeward Bound had a strong impact on some participants’
understanding and approach to systemic issues, but the HB content and style did not cater to all
participants needs.

e 39% (63) of all survey respondents commented that Homeward Bound had a positive impact
on their understanding of, and approach to, systemic issues. This was primarily reflected
upon in relation to participants gaining new tools to address systemic issues, as well as
having insights into different people’s perspectives and experiences.

e For 19 respondents, the HB content did not adequately address how to deal with systemic
issues. Three explicitly commented on the program having systemic issues of its own,
including being non-inclusive in its approach or promoting a ‘western’ style of leadership.

| have worked on systemic inquiries and don't believe that HB was equipped to
provide the theory or practice to equip real change of systems. | was already
aware of the systemic issues of paternalism and the power imbalances held by
both men and women of power. As discussed - HB did not provide a new model
of how to deal with this - in fact it reinforced that model. (HB2)

4.3.5 After Homeward Bound — challenges in the workplace

While not strictly related to the operation or delivery of Homeward Bound itself, participants
highlighted a range of challenges they experienced in applying the lessons from the program into
their workplaces. This may be relevant for the HB team to consider in relation to course content, or
to recognise in settling expectations about the challenges that participants may face after
completing the HB program. Respondent’s feedback also highlights the external factors that have
limited some participant’s ability to work towards the HB objectives of increased visibility and impact
for women in STEMM.

The reported challenges were focused in difficulties with:

e organisational barriers in participants’ workplaces (29)
¢ having sufficient time/energy to put the HB lessons into practice (21)
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e cultural and systemic barriers (19)

e issues with the practicality/application of lessons learned (12)
e the impacts of COVID-19 (7)

e alack of confidence to deliver changes (3)

There was a strong sense that translating the Homeward Bound lessons into action were limited by
existing hierarchies and patriarchal structures within workplaces.

Old white men who are stuck in their ways at the top. Or women who have forged
their way to the top by sacrificing everything and don't see the need to support
others because they did it without the support. The desire for change at lower
levels that isn't supported by executive or upper levels of management. (HB2)

These systemic issues in the field were viewed as both barriers to employing the skills and lessons
learned during Homeward Bound, as well a short-coming of the program in not including context
around real-world application of skills and lessons.

Homeward Bound does not focus enough on addressing systemic inequity that
women face nor on intersectionality. Given that it mainly focuses on a very white
Australian model of feminism and leadership and does not provide practical ways

to collaborate on strategic goals as a collective, | think it falls short of the
expectation put in place by the way it is advertised (HB2)

For others, while the lessons were beneficial, it was necessary to allow time for systemic change to
develop and flourish.

The initial transition from the Antarctic expedition back to 'normal’ life was a
challenge. It was important to trust that the impact of Homeward Bound would
come out over time. | will be able to bring forward the values of HB throughout

my work life, but it was hard not to feel everything needed to change at once.

(HB3)

4.3.6 Other opportunities for strengthening the impact of Homeward Bound

As noted earlier, Homeward Bound has adapted and improved over the four completed cohorts.
As with any program, there remains scope for further improvement and several issues and
opportunities for improvement have been identified through this evaluation. We note that some of
these opportunities and areas for improvement may already have been identified by Homeward
Bound management. Nevertheless, feedback from participants gathered through this evaluation
suggests:

o There is an opportunity to increase the diversity of participants, through working to make
the program more accessible and inclusive. Importantly:
o The program may not be reaching women who would most benefit.
o There were multiple comments from respondents about wanting increased diversity
of perspectives, both from participants and in the content that is delivered.
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o There is a risk that an unbalanced representation of women from developed
countries compared to developing countries may limit the broader impact of
Homeward Bound, particularly regarding the program objective of addressing global
issues.

Participants provided specific suggestions on how to strengthen the diversity of the program
including:

o The provision of scholarships, which would reduce the cost of the program for some
participants (69 respondents).

o Employing a more diverse leadership team, and providing diversity and cultural
training for leaders (34 respondents).

o More inclusive approach and leadership methodologies and including more diverse
content (31 respondents).

o Limiting the number of slots for Australian participants, and using less ‘Australian
slang’ and Australian-specific examples (27 respondents).

I also thought that there was a very Australia-slant on the program which | found
a bitirritating given that it was billed as an international program (HB1
participant).

o Using a more targeted and specific approach to engagement with the global south to
recruiting participants (21 respondents).
o Rethinking the focus on travel or changing the destination to reduce travel costs (13
respondents).
e An opportunity for increasing and improving the use of the Homeward Bound platform
and the visibility of alumnae. Key points include:
o Opportunities to foster more collaboration and networking of alumnae, including
mixing between cohorts and creating sub-groups based on field/language/location.
A desire for increased meet ups and events.
The need for a collective, tangible goal or project for alumnae to work towards. For
example, a number of respondents expressed a desire for the network to take on
more of advocacy role, or for each cohort to collaborate on a particular project.

Connect alumnae with the opportunity to contribute to significant global projects
(that contribute to positive social and environmental change) that are seeking
people like us. It's hard to find/ connect with these projects ourselves. E.g. COP /
National / international initiatives (HB4 participant)

o A need for improved coordination of the network. In particular, some respondents
felt that the network would benefit from HB leadership taking a more active role.
Participants also commented on the platform that was used, with some respondents
suggesting that Facebook was not the most inclusive platform.

o Other points raised included a desire for more positivity from the network and
improved transparency.

e A need for clarity around the intentions of the program, including the level of focus on
leadership versus social and environmental change versus STEMM content. There were
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multiple instances in survey responses where participants questioned the intentions of the
program, and specifically asked for this to be clearer:

Is the program supposed to support women in STEMM? Or is the program
supposed to give women in STEMM the skills to make them more confident
leaders to fulfil their potential and live their purpose and support/lift others up
too? Simply, the program should be designed (which it is/aims to do) to give
women the greatest opportunity and likelihood of being their best and leading
change in STEMM. HB should make it clear that it is a leadership program and
nothing else, as it simply doesn't have the capacity to be more. (HB2 participant)

As identified above in Section 4.3.2, the trip to Antarctica was a key motivation for some for
some women in applying for and participating in the Homeward Bound program. A high-
level review of survey responses has highlighted an underlying theme that in some cases,
this motivation aligned with their overall satisfaction with the program. For example, some
participants who applied for the program because of the trip to Antarctica expressed
disappointment with the low level of scientific and Antarctica-specific content in the
program. Similarly, some respondents had anticipated that the program would include more
sustainability and climate change-related content, and ultimately felt that the program was
too broad in its intentions:

It felt to me HB was trying to do too much and solve every problem to the extent
that no significant progress was made. When everything is a priority, nothing is a
priority. When | applied, | really did think it was a program to help work towards
addressing climate change, and in the end, that's not what | felt the result was.
(HB3 participant).

Contrastingly, some participants were not working in STEMM, and therefore, felt that there
was too much of a science or academic focus for a leadership program. Comments from
multiple participants throughout the survey suggest there is a need for increased focus on
dealing with broader structural issues within the sector, including sexism and societal
systems.

There was too much focus on what individuals can do and not nearly enough on
how to influence government policy, by various means, which is really what is
needed to tackle the climate emergency...too much emphasis on little stuff, use of
plastics, and not enough on re-imagining how our whole society works. The
thinking was too small (HB3 participant).
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5 Key findings and recommendations

5.1 Key findings

Overall, Homeward Bound appears to be delivering positive benefits for the majority of people
who responded to the survey. This is particularly the case for the skills, confidence, self-awareness
and sense of support gained from other participants. Many highlighted the transformative nature
of the program and its impact on a wide range of areas of their lives. For some, the benefits were
more modest and, in a few cases, participants had negative experiences, particularly during earlier

voyages.

e Enhancing participants’ self-awareness was one of the areas of Homeward Bound’s
greatest influence on participants. Around four-fifths (80%) of respondents reported that
Homeward Bound either greatly or moderately improved their understanding of their own
strengths and behaviours and their understanding of others’ strengths and behaviours (79%)
and their clarity of personal goals and values (76%).

e Around two-thirds of respondents indicated the program greatly or moderately enhanced
key target skills relating to leadership (66%), strategy (64%) and interpersonal
communication (59%).

e Respondents also indicated that Homeward Bound strengthened or reinforced their
attitudes, values and motivation relating to collaboration, leadership and positive change.

Most survey respondents indicated that there was some flow-on from changes in their skills,
confidence and abilities into how they approached the professional environment.

o Almost two-thirds (63%) of survey respondents stated that Homeward Bound had a great or
moderate impact on their confidence in the workplace.
e 76% indicated they were ‘more’ or ‘much more’ effective in dealing with conflict or

contested situations.

In turn, about two-thirds of respondents indicated that Homeward Bound had contributed to
enhancements to their careers in terms of moving into more senior roles or positions of influence.

e Around one-fifth of respondents (21%) have moved into a different role that ‘better aligned
with their goals and values’.

e QOver half of survey respondents (59%; 94/160) indicated that Homeward Bound contributed
(at least in part) to improved levels of career satisfaction.

Feedback from respondents indicates that there have also been negative outcomes from
participating in Homeward Bound, particularly (but not exclusively) among the first two cohorts.
Eight respondents reported lower levels of influence and/or satisfaction with their careers, including
five who explicitly expressed cynicism about the approach of the Homeward Bound leadership team

and the negative impacts that this has had.

Throughout the survey, many respondents referred back to the importance and the value of the
Homeward Bound network. Around three-quarters of respondents highlighted its value as a ‘brains
trust’ (74%) and two-thirds as a network for getting professional and personal support (71% and

68%, respectively).
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Homeward Bound’s underlying theory-of-change is one of capability building. In strengthening the
capabilities of participants, it expects those participants will be able to go on to be more influential
and have bigger, broader impacts than they might have otherwise. Homeward Bound’s role in these
impacts is more diffuse and is typically a contributing, rather than causal factor. That said, 103
survey respondents identified ways in which the Homeward Bound program has contributed to
and informed their work, which in turn has had broader positive impacts in terms of:

e empowering others (25 examples)

e sharing their experience and knowledge (30 examples)

e implementing workplace changes (14 examples)

e enhancing social action (17 examples)

e enhancing their participation in environmental action/work (37 examples)

e organising events and projects (24 examples).

Participants also identified the broader impacts of collaborating with other Homeward Bound
alumnae through the network created by the program.

The majority of survey respondents indicated that they were likely to recommend Homeward
Bound to a friend or colleague but there are some participants that have substantial reservations
about the program. Participants from the later cohorts were more likely to recommend the
program than those from the first two cohorts, potentially reflecting improvements through time.

There are several aspects to the expedition that participants perceived to be more or less
important to the overall value and function of the Homeward Bound experience. Aspects of the
expedition that participants rated as being particularly important included:

e being removed from the demands of day-to-day life
e exposure to multiple perspectives
e being remote and in nature

e beingin alarge group of likeminded women.

Feedback from participants also indicated that some components of the current expedition
experience are perhaps less important in terms of the overall impact of the program:

e beingin an environment that creates discomfort and that you cannot leave
e Antarctica - while the trip to Antarctica was a draw card for many women, many also
expressed that this was not essential to the program.

While Homeward Bound has adapted and improved over the four completed cohorts, feedback from

participants suggests there is still opportunity to:

o Increase the diversity of participants through working to make the program more
accessible and inclusive. Related to this, there is likely an opportunity to unpack in more
detail for whom Homeward Bound ‘works best’ and could or should target.

e An opportunity for increasing and improving the use of the Homeward Bound platform
and the visibility of alumnae.

e A need for clarity around the intentions of the program, including the level of focus on
leadership versus social and environmental change content.
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5.2 Recommendations

Based on the findings above and the more detailed results in Section 4, we recommend:

Recommendation 1: Ensure that the Homeward Bound program objectives are reviewed and
clarified. While this evaluation did not directly ask about motivations for participating in Homeward
Bound, responses indicated that participants had various motivations for applying for the program
and different expectations about what it would cover. Current communication of the program
appears to emphasise both environmental issues (planet) and inequity (women in leadership).
However, learnings around leadership and self-awareness were more prominent than those around
environmental issues. Differing expectations about the program content may be detracting from
people’s experience and the overall efficacy of the initiative.

There is scope to refine the rationale of the program and consider how Homeward Bound is
marketed and communicated to participants. This may include re-framing the program and further
setting expectations of the program content and program learning outcomes. This can be considered
in line with Recommendation 4, which suggests the Antarctic element of the program is one way in
which the program is delivering confusing messages.

Recommendation 2: Consider how the program is conceptualised and communicated in terms of
its underlying theory-of-change. Homeward Bound has broad, aspirational goals about systemic
change. This is captured in the simple theory of change that was refined for this evaluation project.
However, the main sphere of influence of Homeward Bound is the work it does building the
capability of participants. There is the potential for confusion — and tension — in what Homeward
Bound'’s role is in achieving those broader impacts. Greater clarity and transparency about where
Homeward Bound wants its ‘accountability’ to end may help the organisation be clearer about what
participants expect of it and what it expects of them in their future endeavours. By way of example,
two-thirds of the Homeward Bound strategy map (Community and Impact) deal with activities and
outcomes that the organisation arguably has minimal influence over (or at least have substantially
fewer resources invested) (See Figure 1). Key opportunities here include:

a) Treating the Theory of Change as a ‘living’ process and document and ensuring that
adjustments are continually made to reflect that shifting nature of the program.

b) Providing an opportunity for program participants and alumnae to engage with the Theory
of Change and provide input as part of the ongoing HB activities.

c) Any shortcomings of HB that have been identified through this evaluation and previous MEL
activities - particularly relating to the program’s capacity for systemic change - should be
addressed in the Theory of Change in future (i.e. by more clearly showing where Homeward
Bound’s sphere of influence ends).

Recommendation 3: Homeward Bound should consider how the program can further improve its
inclusivity and increase the diversity of participants. Increasing the diversity of the program was
continually identified by participants as a key area for improvement. This is particularly pertinent
given the global objectives of the program, the interest in systemic change and the value of diversity
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for participants’ learning. Key opportunities for increasing the level of diversity in the program
include:

a) Introducing pathways for financially disadvantaged participants (e.g. partial or full-funded
scholarships for target groups).

b) Clarifying the target audience for Homeward Bound and further considering whether it is
feasible and realistic for a program of its size to achieve global representation across
differing social, cultural and economic statuses.

c) Targeting marketing and promotion of the program in particular countries and to particular
groups of women.

d) Continuing to ensure that the program’s leaders and faculty are culturally, ethnically and
economically diverse to increase the level of diverse perspectives in the program.

One key option is considering whether the cost of the expedition to Antarctica is further entrenching
systemic disadvantage and whether an alternative, lower cost destination or approach may help
reduce the barriers to participation (see Recommendation 4 below).

Recommendation 4: Consider whether the expedition to Antarctica is critical to the delivery and
impact of Homeward Bound.

While many women expressed that the trip to Antarctica was an important part of the program,
others indicated that other elements were as or more important to its focus on ‘leadership’ (see
Recommendation 1). Feedback also highlighted that the cost of the expedition to Antarctica is likely
to be a key barrier to participation for some women and, in turn, for ensuring diversity in program
participants.

The remoteness of the location and being removed from everyday life were seen as more valuable
aspects of the program which should be maintained for future program delivery.

One option suggested by participants was to deliver the program in multiple different ‘hubs’ or
locations. These options may help to increase the accessibility of the program for some women and
may also help to lower the environmental footprint of the program. One caveat is, however, that
although the overall diversity may increase, it may hamper interaction between people from
different areas and the benefits of the program in exposing participants to this diversity.

Recommendation 5: Homeward Bound should consider defining the role of the Alumnae
Network/Convergence Committee and reframing the network as something that alumnae can
leverage to gain skills, knowledge, connections and ultimately, deliver impact. There is an
opportunity to clarify the expectations for participants to contribute to the alumnae network and to
alumnae projects, to ensure it is understood as an ‘opt in’ opportunity rather than additional
responsibility. To help this, HB could consider providing a framework (of actions, roles,
responsibilities, options) within which alumnae can work, without necessarily ‘hand holding’ or
driving action, which may provide an avenue to further facilitate the desired broader and global
impact of the program.
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Recommendation 6: Homeward Bound should continue to work with trained social

workers/mental health practitioners to ensure that the program provides a safe environment and

participants are supported through the challenges faced on the ship. We note that concerns with

participant safety and wellbeing raised through HB1 have since been acknowledged and addressed

by the Homeward Bound leaderships for later cohorts, and that there are now trained professionals

on board who are available to support participants as needed.

Recommendation 7: The Homeward Bound Board, together with the support of the Homeward

Bound MEL Committee, should continue to monitor and evaluate the program, feeding results

back into program design. Key opportunities include:

a)

b)

Ensuring the process and impact evaluations are integrated and streamlined. This is partly to
avoid duplication but also to ensure that any ‘in program’ surveying/data collection is well
targeted and designed based on clear needs and rationale.

Continuing to collect participant post-program feedback and adapting the program in
response to this. Including the perspective of faculty in future evaluations (particularly
process/delivery-focused evaluations) may also help to provide additional context and
insight.

Given the scope of this particular project, although extensive level of survey data was
collected, much of the data has been analysed at a high level. As such, there is likely scope
for more detailed analysis that could help provide a more thorough understanding of what
the program impacts are, how they come about and what the influential factors are. This
could include:

o Analysis of individual-level outcomes to understand individual journeys in greater
detail, contributing to a more detailed understanding of where and how the
initiative contributes to broader change. This could be supported with additional
interviews with participants and, potentially, with supervisors/colleagues who could
provide further insight on Homeward Bound’s effects on participants.

o Analysis of factors such as career stage, country of origin, area of work and other
factors that might help identify who the program is working best for (which may
help in program design and marketing in future).

o Analysis of differences between cohorts to help understand whether and where
changes to program delivery are having an effect.
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Appendix 1 Evaluation and survey questions

Table 4. Initial key evaluation questions that guided the evaluation.

Key evaluation question

Sub-question

1. What impact is Homeward Bound
having on participants?

a) How is HB improving participants’ confidence and skills in target
areas?

b) How is HB contributing to participants’ careers and participation
in leadership positions?

2. What impact is Homeward Bound
contributing to in the broader world?

a) How are Homeward Bound participants helping to address
environmental problems and issues of inequity?

b) What has been Homeward Bound’s influence here?

¢) What has the visibility of HB alumnae meant for women in
STEMM and perceptions of the role of science in decision-making?

3. What opportunities are there for
improving Homeward Bound'’s impact

a) How do each of the Homeward Bound components contribute
to its impact?

b) How can the structure of Homeward Bound be strengthened to
improve its impact?

Prepared for Homeward Bound

43




Homeward Bound Impact Evaluation

Homeward Bound survey questions

Q1 Thank you for following the link through to this survey. Information on the survey purpose,

risks and other considerations is outlined below and in detail here: Participant information

sheet

By marking the relevant boxes below and beginning the survey, you confirm that you have

read and understood the information sheet and in particular:

| understand that my involvement in this research will include completing an online
guestionnaire that should take around 30 minutes, but potentially more if | choose to write
extensive responses.

| understand that participation involves the risk of:

o Inconvenience. We are asking you to put aside time to complete an online survey.
Note that can start and return to the survey at any time and all questions are
optional.

o Discomfort. While the survey is focused on ‘post-Homeward Bound outcomes’, it
might resurface uncomfortable feelings about the Homeward Bound experience
(e.g. feelings of dissatisfaction, angst or anxiety). Participation is entirely voluntary
and you can exit the survey at any time.

o Lack of confidentiality. You can choose to participate anonymously, with no
identifiable details retained. However, you can also choose to have your name
associated with your responses to allow for longer-term analysis. This data would be
available to Homeward Bound and, potentially, to future researchers and alumni.
You may also choose to allow the use of attributed quotes in public reports. Note
that if you consent to unattributed quotes being used, you still might be identifiable
from what you say.

Any questions that | have asked have been answered to my satisfaction | understand that all
study data will be securely stored by First Person Consulting for initial analysis and reporting.
On completion of the project, the data will be stored by Homeward Bound for a minimum of
six years before being destroyed.

| understand that my participation in this research is voluntary

| understand that | am free to withdraw at any time, without explanation or penalty

If I wish, | may request that any data | have supplied be withdrawn from the research unless
| have participated anonymously or it has already been analysed.

Q2 | understand that my responses can be treated in a range of different ways. | chose to

participate:

Anonymously. First Person Consulting will remove my name and contact details on

downloading of the survey data. No identifiable information will be retained. No quotes will be
used from my responses. | understand | may still be identifiable from open-ended answers in the
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raw data because of the small group of people involved and might be used in future research on
Homeward Bound.

With my name linked to my responses but reported confidentially. My responses will be
linked to my name in the raw data. Quotes may be used in publications, but they will not be
linked to my name. | understand the raw data will be identifiable and might be used in future
research on Homeward Bound.

With my name linked to my responses and the potential use of attributed quotes. My
responses will be linked to my name in the raw data. Quotes may be used in publications and
they could include my name and/or position as reported in this survey. | understand the raw
data will be identifiable and might be used in future research on Homeward Bound.

Q3 | agree to participate in the study and consent to the above:

Yes

No (this will end the survey)

Q4 Homeward Bound is expected to contribute to a range of outcomes.
To what extent did participating in Homeward Bound improve your:
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Greatly Moderately

general confidence in the
workplace

understanding of your strengths
and behaviours

ability to understand others’
strengths and behaviours

clarity of personal goals and
values

skills in leadership

skills in strategy

skills in interpersonal
communication

skills in science communication

skills in collaboration

confidence in being a visible
leader/role model

ability to manage yourself —
regulate emotions, reach for
help, articulate your needs

knowledge of science and
governance of Antarctica

understanding of how to create
positive change

Somewhat

Q5 To what extent did Homeward Bound heighten or reinforce:
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Greatly Moderately Somewhat Minimally Notatall Don't know

your motivation to create
positive change

the value of collaboration

the value of inclusivity

the importance of a legacy
mindset (thinking about lasting
impact)

the importance of leading for
the greater good

Q6 Are there any other important skills, attitudes or lessons that Homeward Bound helped you
with?

Q7 Undertaking a personal and leadership development program is necessarily challenging.
What were the challenges you faced in participating in Homeward Bound and how have they
impacted on you?

Q8 How have your experiences with and learnings from Homeward Bound flowed through to your
behaviours at work (paid or otherwise)? To what extent are you now:
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Much more More Ab;‘:}:;he Less Much less Don't know

advocating for
changes you
believe in

being effective
in your day-to-
day job

communicating
your work to
an outside
audience

being
collaborative
and inclusive in
the way you
approach tasks

being effective

in dealing with
conflict or
contested
situations

Q9 How has Homeward Bound changed your view of leadership/your approach to leadership (if
anything)?

Q10 How would you describe your career since participating in Homeward Bound?

remained in the same role so far

moved into a different role that fits better with my goals and values

moved into a more senior role

other

Q11 More generally, to what extent do you have:
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Much more More Absc::];he Less Much less Don't know

greater
responsibilities

more decision-
making
power/influence

a larger team to
manage

Q12 Can you please describe how Homeward Bound has changed your approach to your job? How

do you do things differently now? (if anything)

Q13 How do you feel about your career trajectory since participating in Homeward Bound?

Much more satisfied

More satisfied

About the same

Less satisfied

Much less satisfied
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Q14 To what extent has your experience on Homeward Bound been a contributor to the job
changes above?

a critical contributor — it is unlikely to have happened without Homeward Bound

a significant contributor — it may not have happened without Homeward Bound or may have
taken much longer

a contributor — it helped it to happen

a marginal contributor — it is not clear whether Homeward Bound helped

no contribution - the Homeward Bound experience did not have a role

not applicable - | haven't had any relevant changes in my work since Homeward Bound

Q15 Please feel free to elaborate on how Homeward Bound helped, particularly thinking about how
its influence may have emerged over time:

Q16 Since Homeward Bound, which of the following applies (feel free to choose multiple options):

Has happened Has been Was already in Has not happened/
since HB enhanced by HB place not happened yet

| have a
senior/influential
position at work

| sit on a key
decision-
making/management
committee (at work
or otherwise)

| am a member of a
board of directors

I have formed a
business/non-
government
organisation
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Q17 Please feel free to describe these positions, or similar changes in your ability to influence, in

more detail:

Q18 What challenges or barriers (if any) have you faced in applying lessons from Homeward Bound

in your workplace or in trying to be more influential?

Q19 How valuable is the Homeward Bound alum network in providing:

Somewhat Of little to no Don't know/

V luabl Valuabl
ery valuable aluable valuable value Not applicable

support in facing
professional
challenges

support in facing
personal
challenges

professional
connections that
enhance work
opportunities

a ‘brains trust’ for
helping answer
questions/share

and get feedback

on ideas

opportunities to
build on
relationships as
mentors/mentees

a way of keeping
in touch socially

connections that
help foster
collaborative
projects (work-
related or
otherwise)

a network to
connect with
people outside of
the alumnae
themselves
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Q20 What is an example (or examples) of how you’ve used the network?

Q21 If you've not already described it above, do you have any examples of projects, research
initiatives and outputs, public speaking engagements or other initiatives that have stemmed from
the network?

Q22 Are there any negative aspects of the network?

Q23 How likely is it you continue to use the network?

Very likely

Likely

Unlikely

Very unlikely

Don’t know

Q24 How would you like to see the network evolve?

Q25 What is an example(s) of something you’ve done since Homeward Bound that has been
informed by your experience with the program (and that’s helped to improve outcomes for people
or the planet)?

Q26 How has your participation in Homeward Bound changed how you understand and approach
systemic issues?

Q27 Have there been any negative impacts from participating in the Homeward Bound program?
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Q28 Homeward Bound are interested in understanding what is it about the expedition—the
potentially transformative voyage to the Antarctic—that impacted on people.

Reflecting on the Homeward Bound Antarctic expedition, how important were the different aspects
of the trip in relation to what you gained from the experience as a whole:

Extremely Very important Moderately Slightly Not at all

important important important important

being in nature

being remote

beingin a
beautiful and
inspiring place

being in the
Antarctic

being in an
environment
that you can’t
leave

being in an
environment
that creates
discomfort

being in a large
group of like-
minded women

being in an
environment
that challenges
your thinking

being exposed
to different
perspectives
(disciplines/
ages/
nationalities)

being away
from the
demands of
day-to-day life

being exposed
to and
challenged by
the course
content and
delivery
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Q29 Feel free to elaborate on your responses above about the important elements of the Homeward
Bound experience and how they influenced you. This might include any points of differentiation with
other leadership programs you’ve done.

Q30 Homeward Bound aims to support women in STEMM to improve their clarity, confidence,
shared vision and strategic capability. In turn, it hopes to enhance their opportunity to take up
leadership roles and to proactively contribute to a sustainable world.

How can Homeward Bound better support women in STEMM?

Q31 Homeward Bound seeks to improve diversity and inclusion, but understands that many
challenges remain. How can Homeward Bound better support women with diverse backgrounds?

Q32 Are there any other ways in which Homeward Bound can better contribute to positive social
and environmental change?
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Q33 How likely is it that you would recommend Homeward Bound to a friend or colleague?

10

Q34 What is your current role/job title, including any leadership position you hold?

Q35 Is there anything else that we haven’t asked, that you would like to tell us.

Q36 We'd like to follow up and explore some of the impacts of Homeward Bound further. If you’re
open to being contacted by the evaluation team for a short interview, please leave your email
address below.
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Appendix 2 Survey respondent data

Table 5. Number and proportion of survey respondents by cohort (n=169).

Proportion of # Invites received Response rate
respondents in
sample

HB 1 33 20% 71 46%

HB 2 48 28% 76 64%

HB 3 45 27% 79 57%

HB 4 43 25% 94 46%

Overall 169 100% 314 54%

Figure 19. Location of survey respondents (n=161).
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Appendix 3 Additional survey data

Table 6. Exploratory factor analysis of the immediate outcomes of Homeward Bound as reported by survey respondent.
Note only one factor was identified that had an eigenvalue above 1.

Question items (‘To what extent did participating in Homeward Bound Factor 1 Uniqueness
improve your:’) GELITT

general confidence in the workplace (1) 0.763 0.419
understanding of your strengths and behaviours (2) 0.835 0.303
ability to understand others’ strengths and behaviours (3) 0.755 0.430
clarity of personal goals and values (4) 0.664 0.559
skills in leadership (5) 0.815 0.336
skills in strategy (6) 0.712 0.493
skills in interpersonal communication (7) 0.819 0.329
skills in science communication (8) 0.620 0.616
skills in collaboration (9) 0.746 0.443
confidence in being a visible leader/role model (10) 0.730 0.467
ability to manage yourself — regulate emotions, reach for help, articulate 0.785 0.384
your needs (11)

knowledge of science and governance of Antarctica (12) 0.885
understanding of how to create positive change (13) 0.793 0.372

3%

| have formed a business/non-government

organisation (n=151) 6% 8%

I am a member of a board of directors (n=155) PN 73

I sit on a key decision-making/management committee

0, 0, 0
(at work or otherwise) (n=151) — R —

| have a senior/influential position at work (n=144) 23% 27% 22%

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

m Has happened since HB B Has been enhanced by HB m Was already in place = Has not happened/not yet

Figure 20. Changes in participants’ professional outcomes since HB.
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Figure 21. Participants’ satisfaction in their career trajectory since participating in Homeward Bound (n=161) by cohort.

Table 7. Challenges identified by survey respondents and whether they were framed positively or negatively.

Themes relating to challenge experienced during Positive Negative
Homeward Bound

Program design and leadership 0 33
The environment (being on a boat/being remote) 0 18
Sense of balance 1 7
Cost 0 48
Mental health and self-care 7 18
Time 0 32
Visibility 3 2
Self-acceptance/awareness 5 7
Feeling included 5 12
Relationships and connections 4 11
Communications 3 7
Self confidence 5 14
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Figure 22. Mean score for the extent to which the Homeward Bound alum network is valuable (i.e. an average value
across respondents derived from adding the scores for the items in Figure 14 together for individual respondents) shown
for different HB cohorts. Error bars = +1 standard error. The difference between groups is not significant (F3 15,=1.34,

p=0.264).
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Figure 23. Respondents’ reported likelihood of continuing to use the alum network.
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