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Abstract 

Through an analysis of formal and informal sport organisation recruitment and selection, 

promotion and retention practices, this study investigated women’s and men’s gendered 

sport management career experiences by answering the primary research question: How 

do women and men in sport organisations interpret the effects of gendered practices on 

their career trajectories?  

I used a Foucauldian poststructural feminist lens to frame my research. With an emphasis 

on critiquing the gendered construction of power relations, this theoretical framework 

enabled me to unearth, problematise and understand the fluid and complex power 

relations shaping women’s lived experiences of sport management. Using this theoretical 

framework allowed my research to reveal the hidden dimensions of gendered power. This 

approach contributes to moving debates in the field of sport management away from 

understandings which have strengthened the idea that ‘gender is … “natural,” biological, 

and essential’ (Martin 2004, p. 1261) by considering how gender is the ‘historico-material 

product’ of practices (Bruni, Gherardi & Poggio 2005, p. 5) enacted within and across 

diverse structural, cultural and interactional contexts.   

The research used a multiple case study approach with four Australian national and state 

sport organisations. My analysis of the study organisations’ human resource management 

(HRM) policies and practices revealed how formally documented and managerially 

endorsed recruitment and selection, promotion and retention policies were not always 

enacted in sport workplaces. Instead, there were ambiguities, tensions and gaps between 

formally espoused hiring and promotions policies, managers’ interpretations of those 

policies, and women’s and men’s experiences of the practices routinely enacted to recruit, 

promote and retain sport personnel. How sport organisation employees interpreted and 

experienced these disparities provided me with a unique window into the complexities of 

how, in the case organisations, gender was understood and enacted, and how gender 

power relations differentially and inequitably shaped women’s and men’s sport 

management careers.  

The case organisations’ managers typically interpreted that gender inequities were no 

longer an organisational concern. Managers suggested that recent organisational growth 
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and the ongoing professionalisation of HRM processes ensured that objective and gender 

neutral practices guided the appointment and promotion of sport personnel so that the best 

person for the job was appointed, and that employee career development and promotional 

prospects were based on merit.  

Where inequitable practices were acknowledged, managers justified their occurrence 

through their claims that gendered hiring and promotion decisions were unintentional and 

natural. By constructing organisational practices in these ways, managers’ interpretations 

reinforced the belief that gender inequities had been addressed and as a result, gendered 

recruitment and selection, promotion and retention practices remained unacknowledged 

and unopposed, and their legitimacy was normalised. This dissertation calls into question 

the naturalness and inevitability of these inequities, and of the gender relations that 

construct and reproduce them. It does so by finding out how power is exercised, and how 

women’s and men’s sport management careers are negotiated and regulated through sport 

organisation recruitment and selection, promotion and retention practices. As a result of 

these understandings, I establish a unique material and conceptual space where gendered 

practices and their differential effects on women’s and men’s sport management careers 

can be revealed, challenged and revised so that more equitable sport workplaces might be 

imagined and realised. 
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Chapter 1: Introduction 

In this chapter I discuss the study’s background, purpose and context. I reflect on how my 

research contributes to current academic debates and knowledge. I also discuss the 

research’s scope and limitations.  

1.1. Background and purpose of the study 

Over the past 30 years Australian Government policymakers, social commentators, 

organisation leaders and academics have been concerned with the issue of women’s 

unequal access to and involvement in domestic and international labour markets 

(Bennington & Wein 2000; Preston & Whitehouse 2004; Strachan, Burgess & Henderson 

2007). The Australian Government’s 2014–15 Workplace Gender Equality Agency 

report, ‘Australia’s gender equality scorecard’ stated that managerial appointments 

remain ‘heavily male dominated’ (p. 5) and despite some positive changes, women’s 

career development was still constrained by masculinised and inflexible career structures.  

Although Australian legislative and policy interventions have championed values such as 

equal treatment, there has been criticism that the inequitable gender power relations which 

continue to shape labour market participation for many women have not been adequately 

addressed. As Beirne and Wilson (2016) remarked, ‘it is possible to acknowledge … 

progress in employment rights and workforce participation for women without accepting 

that recent change is sufficient or secure’ (p. 221). Instead, the equality principles 

underpinning employment legislation can perpetuate deeply ingrained and taken-for-

granted gendered workplace practices (Ainsworth, Knox & O’Flynn 2010; Ely & 

Meyerson 2000a; Lewis & Simpson 2012; Martin 1990; Strachan, Burgess & Sullivan 

2004; Thornton 2001). For example, Ainsworth, Knox and O’Flynn (2010) examined 

managers’ discursive accounts of organisations’ equal employment opportunity (EEO) 

frameworks and Affirmative Action (AA) programs. They found that managers claimed 

that their employment policies and associated practices were ‘merit-based’ and that there 

was ‘no difference in the treatment of male and female staff’ (p. 669). However, 

managers’ denials about the influence of gender ‘coexisted’ (p. 669) with conflicting 

interpretations. Thus, despite the enactment of legislative protections and associated 
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policy frameworks, managers’ knowledge and understanding of EEO had changed little, 

and so there had been ‘a blinding lack of progress’ (Ainsworth, Knox & O’Flynn 2010, 

p. 658) in many Australian workplaces. 

Gender equity issues have also arisen in ongoing debates relating to the management and 

administration of sport. Shaw and Leberman (2015) noted that while women’s 

participation in sport at all levels has increased, most sport organisations continue to be 

male dominated and women are significantly underrepresented at the higher levels of 

sports management and administration.  

The pervasive influence of sport in Australia makes it a ‘locus of political power, subject 

of everyday speech and maker of ethnic, racial, sexual and national identity’ (McKay et 

al. 2001, p. 245). Formal and informal practices in sport organisations influence this 

relationship in ways that differentially and inequitably shape women’s and men’s sport 

management careers. There are opportunities to identify and implement much-needed 

change, given that most governments provide national sport organisations with significant 

financial assistance and enact legislation and policy frameworks to support and regulate 

their activities (Shilbury & Ferkins 2011).  

In this thesis I argue the case for seeking ways critically to understand how inequitable 

gender power relations are constructed, contested and reproduced in sport workplaces 

(Claringbould & Knoppers 2008, 2012; Hoeber 2007, 2008; Shaw 2006a, Shaw 2006b; 

Shaw & Hoeber 2003; Shaw & Slack 2002). One of the key objectives of my research is 

to challenge sport managers’, policymakers’ and researchers’ perspectives and practices 

concerning women’s involvement in the administration and management of Australian 

sport. The relevance of this research objective is heightened because of the widely held 

belief that in sport organisations, inequities have been addressed and are no longer a 

concern requiring managerial attention (Burton 2015; Cunningham 2014; Hoeber 2007; 

Pfister 2006; Shaw & Hoeber 2003; Shaw & Leberman 2015).  

1.2. Policy context 

The policy context underpinning this study dates back to 1986 when a woman in sport 

task force was established by the federal government.  In 1987, the first inquiry into 

women’s sport, the National Policy and Plan for Women in Sport, was published. The 

most recent Australian federal government inquiry into women’s underrepresentation in 
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sport, The Senate Environment, Communications, Information Technology and the Arts 

References Committee Inquiry (2006) and the government’s 2012 response, cast an 

important light on the persistent issues shaping women’s involvement in Australian sport. 

The committee overseeing the 2006 Senate inquiry specifically acknowledged that the 

investigation into women’s participation in Australian sport ‘follows a large body of work 

over the last 25 years addressing the challenges facing women’ (2006, p. 117). (Refer to 

appendix 1, for a discussion of this current and past policy context). 

The federal government’s 2012 response to the 2006 Senate investigation also affirmed 

that equity issues related to women’s involvement in sport required further attention, and 

that there was a need to reinvigorate discussions because of a persistent lack of progress. 

The report’s introductory remarks acknowledged the ‘complex’ relationship between 

women’s participation in various facets of sport and the ‘broader social, economic, 

cultural and physical context of the lives of women and girls’ (p. 2).  

1.2.1. The 2006 Senate Inquiry: ‘About Time!’ 

The committee heading the inquiry sought to include a diverse range of organisations and 

individuals involved in Australian sport. The inclusion of a wide range of stakeholders 

was a response to criticisms levelled at similar inquiries which had frequently privileged 

the voices of senior personnel while overlooking the experiences of marginalised groups 

and individuals, such as athletes and entry-level personnel (Hoeber 2007, 2008). In total 

88 submissions were received. These submissions came from state and national sport 

organisations, special interest groups, academics, government departments, elite athletes 

and private individuals.  

While the Senate inquiry acknowledged that ‘for too long the governance and 

administration of sport has been seen as a low priority … [and] women are still 

underrepresented in sport leadership positions’ (p. 7), the longstanding issues surrounding 

women’s access to and involvement in the management of Australian sport was not 

formally addressed through the inquiry’s terms of reference. Thus, drawing on Foucault’s 

(1980c) work, silence and oversight can constitute discourse, and so omission can also be 

considered an agent of power.  
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1.2.2. The pitfalls of the ‘number’s game’ 

My research interest in the management of sport emerged from the (2006) Senate 

inquiry’s focus on the numbers and proportions of women’s participation in various facets 

of Australian sport. For example, section 5.3 of the inquiry drew attention to women’s 

numerical absence from leadership positions by stating that:  

Women continue to be under-represented in the decision-making structures of 

sports organisations. Statistics indicate that the number of women on National 

Sporting Organisations (NSO) boards is at a low level, with a national average 

of one woman to seven men on boards in 2005. This is consistent with the low 

number of women in executive positions, where women hold only 13 per cent 

of executive officer positions in the top 40 funded NSOs (p. 77). 

While investigating trends and issues in numerical and proportional terms can be a useful 

way to understand and draw attention to women’s unequal participation and 

opportunities, this approach can contribute to the challenges women and other minorities 

face because it neglects other dimensions of equity, such as gendered cultural values and 

practices (Poggio 2000; Shaw 2007; Shaw & Frisby 2006; Shaw & Penny 2003; Sibson 

2010; Soler et al. 2017). Supporting this understanding, Lewis and Simpson (2012) 

discussed how managers’ preoccupation with the numerical gender composition of work 

teams can contribute to reproducing workplace cultures where women’s absence as 

‘authorative knowers’ (Thornton 2001, p. 77) is further normalised. 

Sibson (2010) stated that ‘the gendering of sport organisations is not simply a numbers 

game’ (p. 379). Shaw (2007) questioned the usefulness of audit-based equality 

frameworks and concluded that they do little to ensure that equality is a central part of 

sport organisations’ values and practices. Instead, ‘focusing on a narrow “success” 

indicator based on numerical outcomes’ (Soler et al. 2017, p. 277) and achieving changes 

to the demographic profile of sport organisations can reproduce a situation where once 

the number of female employees increases, gender equity is no longer considered a 

concern. Thus, Shaw (2007) concluded that all that this approach achieves is ‘increased 

numbers of marginalised groups within organisations that are culturally … unchanged’ 

(p. 426).  
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Several 2006 Senate inquiry submissions drew attention to the cultural values and norms 

influencing women’s involvement in sports management. One submission addressed the 

masculinised culture of sport and suggested ways in which this culture might be 

meaningfully challenged: ‘In many respects we live in male dominated society. As such, 

women have to challenge prevailing attitudes that encompass their participation in some 

sports and in leadership roles within organisations’ (p. 80). In reference to challenging 

these attitudes, the submission also suggested that ‘different attitudes to gender relations 

must be developed in order to challenge and shift the traditional views that have caused 

discrimination against women in sport’ (p. 80). While the Senate inquiry shed light on 

gender equality issues, it did not address the institutional discourses and practices shaping 

women’s equitable involvement in the management of Australian sport.   

1.3. My research focus 

My research explores how formal and informal practices reveal and obscure how gender 

inequities ‘play out’ (Lewis & Simpson 2012, p. 142) in sport workplaces. Through this 

research focus, I am in part responding to Foucault’s (1980c) suggestion that silence can 

be an agent of power used to substantiate claims that sport workplaces are contexts where 

the values of fairness, meritocracy and equality are championed and enacted. I investigate 

ambiguities and gaps between formal policies and informal sport workplace practices as 

‘there are gaps between the “gender we think” and the “gender we do”’ (Gherardi 1994, 

p. 591). By understanding how sport organisation employees interpret and experience 

these gaps in gendered ways, my research contributes to debates which position gender 

as an enacted and dynamic practice rather than as an ascribed, natural and essentialised 

characteristic (West & Zimmerman 1987, 2009). Thus, gender is ‘interactional and 

institutional with its idiom drawn from the institutional arena where such relationships 

are enacted’ (West & Zimmerman 1987, p. 137).  

Building on the work of gender sport management scholars such as Shaw and Slack 

(2002) and Hoeber (2007, 2008), and drawing on a poststructural feminist framework, 

my research problematises how staff in different employment positions and departmental 

areas identify and explain gaps between espoused organisational values and enacted 

workplace practices as they shape how gender is understood and normalised in sport 

organisations. My research thesis is a response to academic claims that dominant values 

and entrenched privileges can remain hidden (Lewis & Simpson 2010, 2012), and that 
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they can reproduce workplace cultures where gender inequities linger in practices that are 

woven into organisational cultures (Meyerson & Fletcher 2000). These practices can be 

‘subtle and insidious’ (Ely & Meyerson 2000a, p. 105) and privilege some and 

disadvantage others (Claringbould & Knoppers 2012; Kolb & Merrill-Sands 1999; Martin 

1990; Shaw 2006a, Shaw 2006b), as the power of gender-normalising discourses lies, in 

part, in their invisibility (Lewis & Simpson 2010, 2012). For example, in relation to sport 

organisation selection processes, Hovden (2000a) found that although the formal 

selection discourses for membership of national sport committees implied equal 

opportunity for all qualified applicants regardless of their gender, women were typically 

overlooked and excluded from consideration. Connections between the heroic qualities 

typically associated with men and masculinised images of an ideal sport committee 

member meant that few women were appointed.  

From a theoretical perspective I have drawn on a Foucaldian poststructural feminist 

approach. This approach has been underutilised in management and sport organisation 

studies (Cunningham & Sagas 2008; Fink 2016; Hoeber 2008; Knoppers 2015; Shaw & 

Frisby 2006; Shaw & Hoeber 2003). Knoppers (2015) observed that a critical 

understanding of how power operates in sport organisations is largely absent, and that 

Foucault’s ideas can enable understandings of how power operates through the practices 

of sport organisations. 

As participants in an emerging field of study, sport management researchers are 

increasingly exploring women’s and men’s lived experiences of this context. However, 

Fullagar and Pavlidis (2014) argued that these studies can fail to interrogate adequately 

the specificities of women’s lived experiences of sport and sport management cultures. 

My research seeks to advance our understanding of gender and sport management to 

which poststructural feminism contributes. By drawing on a poststructural feminist 

approach, I was able to undertake a critical investigation of how knowledge, power and 

gender intersect to construct inequitable sport workplace practices. At the same time, this 

theoretical approach allowed me to position my research in a tangible and localised 

context (Australian national and state sport organisations), so that these ideas were 

applied empirically, so that they could contribute to bridging the gap between feminist 

theory and practice (Meyerson & Kolb 2000).  
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While Shaw and Frisby (2006) suggested that gender sport management researchers 

should more readily engage with poststructural feminist ideas to critique and challenge 

prevailing gender discourses and practices, few scholars have responded. Thus, a 

poststructural feminist framework underpins my contribution to knowledge as I explore 

the significance of ‘formal’ and ‘informal’ workplace practices and how these 

differentially and inequitably shape women’s and men’s sport management careers. If it 

were not used to document women’s gendered experiences of accessing and developing 

their sport management careers, this knowledge would remain unavailable. Hence, my 

main research question is:  

How do women and men in sport organisations interpret the effects of gendered 

practices on their career trajectories? 

To address this question I was guided by two subsidiary research questions: 

a. How do managers’ experiences and interpretations of legislative and 

policy frameworks influence the development and implementation of 

formal gender policies and practices in sport workplaces? 

b. How do women and men interpret the influence of informal sport 

organisation practices and interactional dynamics on their careers? 

1.4. Contribution to knowledge  

This research thesis offers several methodological, theoretical and practical contributions 

to existing knowledge. One contribution is that I investigated both women’s and men’s 

gendered sport management career experiences. Cunningham and Sagas (2008) argued 

that to advance the study of gender equity and sport management, scholars should include 

men in their analyses. In sport organisations it is typically men who maintain positions of 

hierarchical power and heightened status and legitimacy (Anderson 2009, Burton, 2015; 

Hoeber 2007; Knoppers & Anthonissen, 2008; Shaw & Leberman 2015; Spoor & Hoye 

2014). Thus, to be impactful, an ‘analysis of women’s oppression must involve research 

on the part played by men’ (Maynard 1994, p. 31).  

In specific reference to sport, investigating both women’s and men’s gendered sport 

career experiences contributes to deeper understandings of how constructs of femininity 

and masculinity are relational (McKay, Messner & Sabo 2000), and how they intersect 
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and shape women’s and men’s sport management careers. My research approach, in part, 

investigates this issue by drawing on the work of Martin (2001), which aims to make 

visible and open to critique ‘men’s recondite and abstruse, and normally unacknowledged 

concerted masculinity practices’ (p. 588). My research demonstrates how men can 

practise multiple masculinities, some of which are hegemonic and some of which are not 

(Billing 2011). Like their female counterparts, men who do not act in accordance with 

hegemonic masculinities can experience profound difficulties accessing and developing 

their sport management careers (Anderson 2009). 

Past studies have investigated workplace practices, such as employee recruitment and 

sport board and committee selection processes (Adriaanse & Schofield 2013; 

Claringbould & Knoppers 2008; Hovden 2000a; Sibson 2010). However, these practices 

have typically been considered in isolation, and research has focused on identifying and 

understanding the structural impediments to women’s sport management career access 

and development (Claringbould & Knoppers 2012) and many of these studies have 

focused only on the experiences of senior personnel (Hoeber 2007, 2008). In contrast, my 

research responds to Shaw and Leberman’s (2015) suggestion that there is very limited 

research on women’s ‘expectations and experiences as they progress their career’ (p. 2) 

as I investigate different stages of women’s and men’s sport management careers, 

including: their hiring experiences; how they navigate their daily work responsibilities; 

and how they develop and progress their sport management careers.   

By interrogating the tensions and gaps between formally espoused recruitment and 

selection, promotion and retention policies and the practices enacted to recruit and retain 

staff, my study seeks to contribute to an understanding of how concealment can reify the 

inequitable gender power relations which shape women’s and men’s sport management 

careers. Drawing on Lewis and Simpson’s (2012) conceptualisations I use the terms 

‘concealment’ and ‘revelation’ (p. 147) because the practices and interactional dynamics 

involved in constructing and reproducing gender inequities are often unacknowledged 

and passively accepted rather than named and challenged. 

Finally, from a theoretical perspective, my research seeks to contribute to current 

knowledge by advancing Foucauldian poststructural feminist understandings. While 

other feminist-orientated theories, such as liberal feminism, are similarly concerned with 

challenging unequal power relations, a poststructural feminist enquiry draws attention to 
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and interrogates how organisational values, meanings and practices contribute to the 

production and reproduction of inequitable relationships of power (Weedon 1987). Based 

on Foucault’s work, I understand that women’s and men’s gendered sport management 

career experiences can ‘[serve] as a testing ground for the analysis’ (Foucault in Rainbow 

1994, p. 7) of how, often in subtle and insidious ways, gendered workplace practices and 

the power relations underpinning them have shaped women’s and men’s sport 

management career access and development opportunities. I do this so that they can be 

challenged in the Australian context. 

1.5. Research context and limitations  

According to Shilbury, Deane and Kellett (2006), the Australian sport industry can be 

conceptualised as a four pyramid model with each side representing a sector of the 

industry. Sector one is constituted by regional sport associations and amateur clubs that 

are most often administered and managed by volunteer administrators. On the next level 

of this sector are state sport organisations (SSOs) and federations. At the third level are 

national sporting organisations (NSOs), the Confederation of Australian Sport and the 

Australian Olympic Committee. The activities of SSOs and NSOs are typically funded 

by government and increasingly managed by paid professionals. These sport 

organisations are increasingly professionalising their operations in response to the rapid 

expansion of the global sport industry (Dowling, Edwards & Washington 2014). My 

research focuses on the activities and practices of Australian state and national sport 

organisations through four case studies. Consequently, my research findings are specific 

to the activities and management practices of these national and state sport organisations 

and are not necessarily representative of the practices of the Australian sport industry in 

general.  

Analysing all sport workplace practices is beyond the scope of this research. I 

acknowledge that other sport workplace processes and management practices, such as the 

policies and practices underpinning employee remuneration, shape women’s and men’s 

sport management careers. Although the research findings are particular to the four case 

sport organisations and their management practices, I conceptualise this limitation as a 

de-limitation given the study’s research objectives and poststructural feminist theoretical 

and methodological frameworks. Studies underpinned by this theoretical approach are 

attentive to social, historical and cultural specificity (Weedon 1987).  
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For this reason, rather than drawing generalisable research conclusions I identify and 

problematise social processes and practices that are context specific and perhaps relevant 

to other sport organisations. By interrogating the plurality of women’s and men’s sport 

management career experiences and rejecting homogenous assumptions, my research 

attempts to challenge taken-for-granted gender understandings of women’s and men’s 

lives. Thus, a poststructural feminist approach provided me with a valuable but under-

utilised theoretical framework (Cunningham & Sagas 2008; Fink 2016; Hoeber & Frisby 

2001; Hoeber 2008; Shaw & Hoeber 2003; Shaw & Frisby 2006; Sibson 2010) for 

investigating how, within and through sport workplace practices, employees and 

managers construct their workplaces and the values and practices underpinning them, 

rather than simply reflecting them.  

1.6. Summary and outline of thesis 

This PhD thesis consists of ten chapters. In Chapter 2, I present my literature review. I 

review studies that address the themes of gender and sport management. I begin by 

investigating the work of researchers who have explored ideas and issues relevant to 

gender relations, organisations and management. More specifically, I examine the work 

of scholars who have explored how gender relations are shaped in sport organisations and 

review how sport organisations’ values, meanings and practices are constructed, resisted 

and refashioned in gendered ways.   

In Chapter 3, I outline the study’s theoretical framework and how poststructural feminist 

and Foucauldian ideals inform my research approach. In Chapter 4, I describe the research 

methods and methodological considerations guiding my response to the study’s research 

questions. I discuss how, drawing on reflexive methodologies, feminist research 

approaches and Foucauldian ideals enabled me to collect, interpret, frame and report my 

research findings and draw partial conclusions (Richardson 2000) relevant to the 

gendered ways that sport organisations recruitment and selection, promotion and 

retention practices, and the relational dynamics constituting them, shape women’s and 

men’s sport management careers. 

In Chapters 5, 6, 7, 8 and 9, I discuss the study’s major research findings. Formal 

recruitment and selection policies, and managers’ experiences and interpretations of these 

policies and practices, are discussed in Chapter 5. Employees’ experiences of these formal 
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policies and practices are explored in Chapter 6. I present findings on the ambiguities, 

tensions and gaps between managers’ and employees’ experiences and interpretations of 

the practices enacted to recruit and appoint personnel. In Chapter 7, I discuss the formal 

policies and processes managers draw on to promote and retain personnel. In Chapter 8, 

I explore how sport managers negotiate their daily managerial work in order to understand 

the gender discourses and norms constructing women’s and men’s managerial identities. 

In Chapter 9, I discuss how sport organisation employees experience and interpret formal 

promotion and retention policies and practices in different ways to their managers. 

Finally, in Chapter 10, I draw conclusions, offer recommendations and suggest future 

research directions so that sport workplace practices might be imagined and experienced 

in different and more equitable ways.  
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Chapter 2: Literature Review 

2.1. Introduction 

In this chapter I review gender and sport management literature germane to my research 

topic. I begin by discussing the work of scholars who have explored ideas relevant to 

gender relations in organisations (c.f. Acker 1989, 1990, 1992, 1994, 2000, 2006, 2012; 

Benschop & Doorewaard 1998; Billing & Alvesson 1994, 2000; Billing 2011; Calas, 

Smircich & Holvino 2014; Connell 1995, 2003, 2006; Connell & Messerschmidt 2005). 

Second, I examine the research of scholars who have explored how gender relations are 

shaped in sport organisations (c.f. Anderson 2009; Claringbould & Knoppers 2007, 2012; 

Cunningham & Sagas 2008; Fink 2008, 2016; Fullagar & Pavlidis 2014; Hoeber 2007, 

2008; Hoeber & Frisby 2001; Knoppers & Anthonissen 2005, 2008; Knoppers & Elling 

2004; Shaw & Frisby 2006; Shaw & Penney 2003; Shaw & Slack 2002). These 

researchers have varied perspectives on how sport organisations’ values, meanings and 

practices are constructed, resisted, and refashioned in gendered ways. 

I begin this review by examining the literature that investigates how gender has been 

defined and conceptualised. This is an appropriate beginning point as ‘conceptual 

definitions have implications for the … analyses we undertake’ (Martin 2004, p. 1250). 

2.2. Conceptualising gender as a social institution 

For the purposes of this research I understand that ‘gender is present in the processes, 

practices, images, ideologies, and distributions of power’ (Acker 1992, p. 567), as well 

as in other facets of organisational and social life. Accepting the notion that gender is a 

social institution enables ‘critical analysis and insights, particularly about gender's 

profound sociality’ (Martin 2004, p. 1250). It also avoids reductionist thinking and makes 

gender more ‘visible’ and ‘susceptible to intentional change’ (Martin 2004, p. 1250). 

Understanding that gender is a social institution informs my analysis of how, in 

multifaceted and complex ways, gender discourses and practices are normalised and 

maintained despite challenges and resistances to their dominance. 
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Positioning gender as a social institution acknowledges that gender norms are constructed 

in multiple and complex ways through ‘practices, constraints, conflicts, [and] power’ 

(Martin 2004, p. 1264) in personal and professional situations. Situating gender as a social 

institution enables Martin (2003) to centre her analysis on how gender is practised at work 

while also recognising that other dimensions and practices shape women’s and men’s 

work and non-work lives. My research and review of literature draws attention to how 

gender is practised in organisations by exploring women’s and men’s experiences and 

interpretations of gendered formal and informal human resource recruitment and 

selection, promotion and retention practices.  

2.2.1 Human Resource Management processes and practices 

In a broad and general sense human resource management (HRM) refers to the 

implementation of formal employee management systems and practices (Storey 2007). 

Typically, these systems and practices seek to achieve competitive advantage through the 

development of a highly committed and capable workforce.  According to Moore, 

Parkhouse and Konrad (2010) a ‘key’ and enduring question facing sport management 

academics and practitioners relates to whether the introduction of substantive human 

resources structures can be an effective means through which equal opportunities are 

enabled. While national and state sport organisations are increasingly professionalising 

their operations, in part through the implementation of more sophisticated human 

resource and associated management systems (Taylor & Ho 2005, Taylor & McGraw 

2006), the processes and practices enacted to appoint sport personnel are not always 

objective and fair (Knoppers, Claringbould & Dortants 2015).  

Recruitment and selection can be conceptualised in terms of several interrelated human 

resource management processes and practices. For example, Breaugh & Starke (2000) 

suggest that recruitment includes the processes of identifying and attracting potential 

candidates from within and outside the organisation for employment. Employee selection 

includes the practices organisations utilise to collect information about, measure and 

evaluate candidates’ suitability. Jewson and Mason (1986) labelled these practices 

‘criteria of selection’, meaning ‘the yard sticks used in selecting specific persons for 

employment’ (p. 44). Employee selection includes the processes and practices used to 

decide on an initial applicant pool (Dickens 1998), the criteria developed and 
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implemented to select staff, and the process of communicating with and interviewing 

prospective employees.  

While employee recruitment and selection include policies and practices used to attract 

and evaluate prospective employees, ‘to find the worker most suited for a particular 

position’ (Acker 2006, p. 449), scholars such as Dickens (1998) suggest that ‘rather than 

representing a potential advance for gender – and – other equality’ (p. 23) implementing 

apparently gender-neutral … HR concepts and policies’ (p. 23) can perpetuate rather than 

challenge existing inequities. For example, Cuneen and Sidwell (2007) identified 

significant differences in the recruitment experiences of male and female sport 

management interns. They found that female interns were overwhelmingly appointed as 

part time staff and were more likely appointed to clerical and administrative positions 

where they were supervised by other women. Other scholars, such as Schull, Shaw and 

Kihl (2013), have explored how in sport organisations informal networks ‘operate as 

gendered political processes based on the power inherent in such networks’ and so ‘the 

lack of access afforded to women’ (p. 60) can differentially shape women’s and men’s 

sport management career access and development opportunities.    

Workplace promotion HR practices relate to how work tasks are assigned and managed 

(Acker 1998, Claringbould & Knoppers 2012) and how employee work performance is 

evaluated and appraised. Appraisal is integral to HR performance management and is 

typically used to determine the distribution of organisational rewards, including 

development opportunities and promotion (Dickens 1998). While in professionalised 

sport organisations objective criteria supposedly underpin employee appraisal systems, 

nevertheless, perceptions of an individual’s work performance can be gendered (Dickens 

1998; Knoppers, Claringbould & Dortants 2015). For example, female sport managers 

have experienced difficulties developing their careers because their work performance 

was typically evaluated on the basis of normative masculine practices (Shaw & Hoeber 

2003).  Thus, objective measures of merit in employee performance reviews and 

promotion decisions should be thought of as ‘‘subjective, “performed” dimensions’’ 

(Simpson & Kumra 2016, p. 562). 

While learning and exhibiting masculine behaviours can help women advance their sport 

management careers, women’s attempts to be the same as their male counterparts both 

accepts and reinforces the hegemonic male standard as the norm (Welford 2011) in sport 
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workplaces and shapes women’s and men’s sport management career development and 

their decision to remain with their current employer or break off their employment.  

Employee retention and turnover depends on both formal and informal daily workplace 

interactions (Martin 2003, 2004, 2006). Spoor and Hoye’s (2014) research investigated 

practices shaping women’s decisions to remain with their current employer and develop 

their sport management career. In Australian sport organisations human resource 

management (HRM) equity practices and top management support of gender equity 

principles significantly impacted women’s decisions to remain with or break off their 

sport career (Spoor and Hoye 2014).  Equity HRM practices are an approach to increasing 

gender equity in which HR systems are drawn on to ‘increase numerical representation 

of women … as well as to support and develop women’s capacity to contribute to 

organization decision-making’ (Spoor and Hoye 2014, p. 409). In contrast Pfister and 

Radtke (2006) explored the experiences of male and female sport leaders who ‘broke off 

their employment and ‘who “dropped out” of their leadership positions’ (p. 111).  Pfister 

and Radtke (2006) described dropping out as the ‘process in the course of which, as a 

result of situations or events’ employees, ‘voluntarily break off the work they have been 

doing before the time at which they originally planned’ (p. 113). Their research identified 

that women more frequently than men broke off their sport leadership careers because of 

gender discrimination in the workplace.  

By situating gender as a social institution and focusing my analysis on how gender is 

practiced in sport workplaces through HMR I highlight the need to rethink past conceptual 

approaches so that future studies are better placed to explore the multiplicity and fluidity 

of gender power relations. Thus, a fundamental aim of my research is to challenge 

dominant conceptualisations and ‘make gender issues “thinkable” in different ways’ 

(Fullagar & Toohey 2009, p. 199). 

2.3. Gender in organisations 

Over the past 40 years a significant body of research has examined the nature and effects 

of gender inequality. Literature published during the 1960s and 70s typically drew on 

patriarchy as a concept central to conceptualising power relations in which women’s 

interests are subordinated to those of men (Lorber 1994). In patriarchal discourse, 

women’s appropriate and acceptable social role is principally defined in relation to a male 
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norm (Weedon 1987) and emphasises women fulfilling the position of ‘good wife and 

mother’ (Weedon 1987, p. 2).  

Patriarchal discourse has reinforced a belief that women and men are naturally better 

suited to particular professions and jobs (Weedon 1987). Studies framed from this 

perspective acknowledge that, while women’s social position has altered, feminine values 

and traditional ethics of care limit female involvement in traditionally masculine spheres 

(Carli 2001; Loutfi 2001), as women are often viewed as ‘less effective than men in 

leadership roles’ (Kawakami, White & Langer 2000, p. 50). These interpretations persist 

and are normalised because of subtle and often invisible gendered cultural assumptions 

that reinforce the belief, among others, that women do not aspire to managerial and 

leadership work; that is, that women fail to reach the top echelons of organisations 

because ‘they “don’t ask,” are “too nice,” or simply decided to “opt out”’ (Ibarra, Ely & 

Kolb 2013, p. 64).   

While empirical studies framed from this perspective have enabled steps toward 

identifying and potentially achieving the ‘political goal’ of dismantling and undoing, ‘the 

whole structure of male domination’ (Acker 1989, p. 235), patriarchal perspectives can 

be limiting, both conceptually and in practice (Lorber 1994; McNay 2013; Weedon 1987). 

For example, Lorber (2004) criticised the way scholars have conceptualised patriarchy, 

lamenting its ‘overuse and slippery conceptualization’ (p. 3). McNay (2013) argued that 

notions of patriarchal domination are limiting because they fail to acknowledge women’s 

individual and collective capacities to challenge their subordination.  

In reference to sport management research Scraton and Flintoff (2013) contend that 

patriarchal theorising can inaccurately and unfairly ‘homogenize all men as oppressors’ 

(p. 99) and in doing so can fail to acknowledge that men can experience exclusion and 

ridicule in their work and social lives if their behaviour deviates from socially constructed 

masculine norms. Thus, one objective of my research is to challenge patriarchal 

discourses by advancing poststructural feminist understandings of women’s and men’s 

gendered sport management career experiences through an analysis of how women and 

men are at once governed by and resist particular gender power relations. This stream of 

research emphasises how gender discourses and norms are continuously constructed, 

challenged and reproduced and, in part, responds to Foucault’s (1980a) suggestion that 

‘power would be a fragile thing if its only function were to repress’. That is why the 
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notion of repression which mechanisms of power are generally reduced to strikes me as 

very inadequate and possibly dangerous’ (p. 59).  

2.4. The body politic 

While some studies have an undue focus on biological understandings of sex and gender, 

literature that conceptualises the material body as irrelevant to understanding gender and 

other power relations can also oversimplify gendered societal and organisational 

practices, discourses and norms (Martin 2004).  For example, through her work Butler 

(1993, 1994, 1999) highlights the centrality of the material body and bodily 

performativity to understanding how gender norms are constructed and reproduced. 

Butler (1993) problematises the tendency to position the performativity of gender within 

a heterosexual matrix, as this approach fails to acknowledge the intersections between 

sexuality and the (re)production of gender norms. 

Exploring bodily performativity, constructed in the literature as the body politic, the 

revival of the body, or bringing the body back (Butler 1993; Canning 1994, 1999; Davis 

1997, 2002, Frank 1990) can also highlight how gender knowledge is at once normalised 

and resisted. For example, Davis (1997) has drawn attention to how feminist scholarship 

on the body has focused on the ways women’s bodies are dominated and violated. 

However, the ‘one-sided attention’ to how women’s bodies are regulated can ‘obscure 

women’s active and … knowledgeable engagement with their bodies’ (p. 12). Thus, a 

critical analysis of women’s and men’s embodied workplace experiences positions the 

body as a site where acts of resistance and compliance occur.  

Gender scholars such as Acker (1990), Lorber (1994, 1996, 1999) and Martin (2004) have 

advanced the idea that formal institutions are embodied, and that the practices and 

interactions ‘of “real” people with bodies that talk and act constitute social institutions, 

gender included’ (Martin 2004, p. 1251). In reference to recruitment and selection 

practices Acker (2006) discussed how images of gendered and racialised bodies affect 

perceptions and hiring. These perceptions reproduce a situation in which, in 

organisational settings, ‘white bodies’ are often preferred and ‘female bodies are 

appropriate for some jobs; male bodies for other jobs’ (p. 450).  

Scholars such as Dellinger and Williams (1997) and Dellinger (2002) have studied 

informal workplace practices such as women’s use of makeup and dress in the workplace 
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as a way to understand the gendered and sexualised appearance norms’ women negotiate 

at work. While women’s makeup use and style of workplace dress typically contribute to 

the (re)production of normative assumptions regarding heterosexuality and credibility in 

the workplace, women’s makeup use and dress can also be a source of pleasure and a 

subversive act through which women challenge institutionalised appearance norms.  

2.5. Intersectionality, gender and difference 

While gender relations have been conceptualised through some literature as separate and 

discrete processes (Knoppers & McDonald 2010), they are not detached from other 

aspects of social relations, such as race, ethnicity or class (Acker 1992, 2006).  Although 

‘early [research] efforts’ to acknowledge and address ‘multiple diversities and forms of 

oppression’ have brought heightened attention to issues of difference, this approach has 

done little to ‘solve the problem of putting them together’ (Acker 1992, p. 566) in ways 

that adequately account for the different ways in which individuals experience social 

processes. For example, Acker (2006) found that most studies of class, gender and racial 

inequalities have only been attentive to ‘one or another of these categories [class, gender 

and race], rarely attempting to study them as complex, mutually reinforcing or 

contradicting processes’ (p. 442). 

Crenshaw (1991) proposed and has drawn on the intersectionality construct as a way to 

challenge the propensity to theorise gender apart from other dynamics such as race. 

Crenshaw (1991) used the concept of ‘structural intersectionality’ (p. 1245), to explore 

how experiences of violence were shaped by multiple factors including gender, race and 

class. Intersectionality recognises the interactions ‘between gender, race, and other 

categories of difference in individual lives, social practices, institutional arrangements, 

and cultural ideologies and the outcomes of these interactions in terms of power’ (Davis 

2008, p. 68). Thus, sport gender research, underpinned by an intersectional agenda and 

positioned within a feminist poststructural conceptual framework, can contribute to an 

understanding of how ideologies of race, class and sexuality shape women’s lived 

experiences of sport management (Knoppers & McDonald 2010).  

Cho, Crenshaw and McCall (2013) examine how intersectionality is inextricably linked 

to power and so research from an intersectionality perspective ‘helps reveal how power 

works in … differentiated ways’ (p. 797). Cho, Crenshaw and McCall (2013) also drew 
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attention to a tendency to conceptualise, ‘receive and assess intersectionality entirely 

apart from the temporal and contextual dynamics of interpretation’ (p. 789). Therefore, 

intersectionality should not simply be viewed as an academic project. My research and 

review of literature, in part, responds to these efforts and understandings, which Cho, 

Crenshaw and McCall (2013) cite as fundamental to meaningful and sustained change. 

2.6. Gender, organisations and management 

In the late 1970s a body of literature began to explore gender in organisations and 

management (Broadbridge & Hearn 2008). One of these studies, Men and women of the 

corporation (Kanter 1977) attempted to combine and theorise ‘political, economic and 

managerial understandings’ (Broadbridge & Hearn 2008, p. 42) of gender discrimination 

in the workplace by drawing on a quantitative analysis of the numbers, ratios and 

proportions of women and men in organisations and in particular roles in a way that was 

ground breaking (Lewis & Simpson 2012). 

Kanter (1977) used numerical proportions which she conceptualised as ‘relative numbers 

of socially and culturally different people in a group’ (p. 965) to understand how in ‘a 

large industrial corporation’ (p. 970), groups of people became ‘uniform’. For Kanter 

(1977) ‘uniform groups’ were homogenous in respect of their ‘master statuses … sex, 

race, or ethnicity’ (p. 966).   

Kanter (1977) suggested that skewed groups existed where there were disproportionally 

larger numbers in one group of people compared to others. This numerically dominant 

group, who in the vast majority of cases were white heterosexual men, controlled the 

broader group and constructed the minority group, who were typically women, as ‘tokens’ 

(p. 966). Other scholars (e.g. Benschop & Doorewaard 1998; Billing & Alvesson 1994) 

established that in gender-skewed organisations, women had to work harder than their 

male counterparts in order for their knowledge, skills and performance to be recognised 

and rewarded. Further, in these environments female employees were more often ‘the 

subject of conversation, questioning, gossip, and careful scrutiny’ (Kanter 1977, p. 972). 

Prior to Kanter’s (1977) work, few studies had explicitly discussed the gendered 

implications of proportional representation. Some exceptions included Segal’s (1962) 

research exploring the experiences of male nurses in a female-dominated workgroup and 

Wolman and Frank’s (1975) study of women in a male-dominated training group, which 
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found that the women were ignored, isolated and constructed as deviants by their male 

peers. Men were found to ‘ally in male groups on the basis of imitation and identification’ 

(p. 168). These behaviours constructed an environment where the female employees 

became anxious and depressed and often resigned. 

2.7. Occupational segregation and gendered sport workplace 

practices 

The focus of much of the research on women in organisations and management has 

documented the persistence of sex segregation in occupations and organisations 

(Blackburn & Jarman 2006) to understand, through measurable constructs, why women 

are absent or underrepresented in managerial hierarchies (Calas & Smircich 2006). 

Concepts such as horizontal and vertical segregation have been used to describe women’s 

systematic over or underrepresentation in particular positional, departmental and industry 

contexts (Blackburn, Jarman & Brooks 2000; Gherardi & Poggio 2001).  

Horizontal segregation occurs when women and men are commonly employed in 

different types of occupations (Glover & Kirton 2006). While jobs and organisational 

hierarchies have often been represented in the literature as abstracted, genderless 

categories, a job is already gendered (Acker 1990) in the processes and practices enacted 

to recruit and appoint staff (Billing 2011; Dickens 1998). In sport organisations these 

practices construct and reproduce a situation where ‘it is “normal” to think that women 

[and men] are not suitable for certain jobs solely due to their gender when, in fact, gender 

has nothing to do with their capacity for success’ (Fink 2016, p. 3). 

Vertical segregation relates to positional hierarchies in organisational contexts and is 

often associated with the ‘glass ceiling’ (Atwater & Van Fleet 1997; Newman 1994; 

Poggio 2010), or ‘glass escalator’ (Williams 1992) constructs which suggest that 

structural factors and constraints influence women’s career development and their ability 

to access senior managerial appointments. This conceptual perspective suggests that men 

are more likely to be employed in powerful, well paid, permanent positions and women 

in lower status, low paid, and casual roles. Vertical segregation is especially evident in 

the largely feminised profession of nursing where men continue to occupy a 

disproportionately greater number of powerful posts (Evans & Frank 2003). In 

association with these research findings, scholars such as Fletcher (2004) have 



 34 

investigated the managerial roles women typically perform. Fletcher (2004) noted that 

women in management are often confined to positions that are thought to be natural for 

women. The challenge for women in these positions is that their work can be overlooked 

and they often receive limited recognition for their performance. 

Gender can also be a factor in accessing employment. Jenkins (1982), Jewson and Mason 

(1986), Dickens (1998) and Billing (2011) have challenged taken-for-granted 

assumptions which perpetuate the belief that the processes and practices enacted to 

appoint personnel are objective and fair. Job descriptions are not fixed; ‘a job’s apparent 

gender can change. Jobs that were conceived of as archetypically women’s (or men’s) 

jobs … have now changed gender or have a mixed gender’ (Billing 2011, p. 304) and 

there are distinct localised cultural variations as well. 

In reference to sport organisations, Hovden (2000a) found that while selection practices 

were ‘seen as gender neutral’ (p.17) job descriptions and personal specifications, 

interview processes and selection decisions concealed the valorisation of masculine 

norms. Accordingly, through her research Hovden (2000b) problematised what she 

conceived of as the ‘formidable’ space between the ‘rhetoric and reality’ (p. 75) in 

women’s selection experiences in Norwegian sport organisations.  

Exploring selection processes in intercollegiate athletic organisations, Burton, 

Grappendorf and Henderson (2011) challenged the objectivity and fairness of hiring 

practices. They found that while male and female candidates were rated as being roughly 

equal in their potential and likely employment success, female candidates were 

significantly less likely to be appointed. They concluded that the ongoing and widely held 

belief that ‘gender-related attributions are required for certain jobs’ (Burton, Grappendorf 

& Henderson’s 2011, p. 42) continue to limit women’s opportunities at senior positions 

in intercollegiate athletics. 

A growing body of research is exploring how contemporary organisations require more 

complex managerial skills and attributes that are often associated with femininity (Billing 

2011; Pfister 2010; Ritt 2004; Simpson, Ross-Smith & Lewis 2010; Sinclair 2005). For 

example, Billing (2011) suggests that assumptions about the skills and knowledge needed 

in organisations are increasingly being challenged. Billing identifies creativity, emotions 

and an ability to work in a team as important skills. Empathy, social intelligence and 

heightened communication skills are often associated with high performing managers and 



 35 

these attributes could contribute to the ‘dissolution of the symbolic cultural connection 

between men and leadership’ (Billing 2011, p. 305).     

However, Broadbridge and Simpson (2011) suggest that while the ‘masculine 

[management] domain is increasingly challenged through the valuing of apparently 

feminine managerial practices and values’ (p. 472) women may continue to be 

disadvantaged. Celebrating women’s unique managerial skills can reinforce the 

essentialist belief that women and men are somehow fundamentally different. 

Consequently, Beirne and Wilson (2016) have stated that this belief can have ‘a damaging 

effect in seeming to legitimize, rather than challenge, established divisions and 

inequalities’ (p. 224).   

White and Kay (2006) remarked that a ‘female perspective’ in sport management, 

managerial decision-making can enable ‘a greater multiplicity of skills, experience and 

values to be brought to the process of sport’ (p. 466). Advocating for women’s 

involvement in areas such as senior managerial work can ‘reflect a fundamental and 

positive attitude with regard to female representation’ (Alvesson & Billing 2009, p. 3).  

However, researchers such as Billing and Alvesson (2000) find the idea of ‘feminine 

leadership misleading and risky in terms of gender equality’ (p. 144) and argue that 

drawing on ‘feminine leadership as a slogan for promoting gender equality’ (p. 144) 

should be problematised and thought of in deeper ways. Although vertical and horizontal 

segregation have been widely drawn on to explain the factors constraining women’s full 

labour market participation, scholars such as Poggio (2010) have argued that ‘they yield 

only partial explanations’ (p. 431). Poggio argues that while labour market and societal 

structures have been found to impact women’s opportunities to access and develop their 

careers, researchers need to understand how gender is embedded in everyday practices 

and ‘actualised through social interaction’ (Poggio 2010, p. 431). 

2.8. Tokenism: challenges and limitations 

Kanter’s (1977) ideas have contributed to our understanding of gender and organisations. 

One contribution of her work has been to challenge the once ‘long standing … bias in the 

… scholarly literature … which has leaned toward blaming women for the difficulties 

they encounter’ (Yoder 1991 p. 189). However, scholars (Acker 1990; Lewis and 

Simpson 2012; Meyerson & Kolb 2000; Yoder 1991) have also criticised aspects of her 
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research. Yoder (1991) reasoned that attributing women’s negative workplace 

experiences to their numerical underrepresentation can draw attention away from ‘the 

root cause’ of women’s ‘token status’ and ‘men’s attempts to protect their ‘workplace 

advantage’ (p. 189). Acker (1990) criticised aspects of Kanter’s (1977) research because, 

while Kanter recognised that in organisations ‘a “masculine ethic” elevates the traits 

assumed to belong to men’ (Kanter 1977, p. 43), her empirical approach centres on 

organisational structures rather than gender relations.  

Meyerson and Kolb (2000) argued that conceptualising gender inequities as being rooted 

in the structures of organisations overlooks the cultural practices, values and beliefs that 

elevate masculinised processes and practices in organisations. Lewis and Simpson (2012) 

also claimed that Kanter’s (1977) approach is limiting because of its liberal feminist 

approach, and they contend that similar empirical studies actually conceal the ways in 

which gender relations are socially situated, ‘deeply embedded and continually acted out’ 

(Lewis & Simpson 2012, p. 142). For example, drawing on liberal feminist ideas, White 

and Kay’s (2006) investigation of women’s’ presence and influence in British National 

Sport Organisations reported and celebrated the achievement of ‘more respectable levels 

of female representation’ in sport workplaces (p. 470).  While, these research findings are 

positive, they do not address the gendered cultural values and practices regulating 

women’s sport management careers. Focusing on increasing women’s numerical 

presence in organisations can highlight how the dominance of ‘calculative regime[s]’ 

(Miller & Rose 2008, p. 41) and liberal-oriented change agendas can overlook and 

conceal gender power relations. 

The limitations and challenges of using numbers to measure inequality are highlighted 

through Thornton’s (2013) claim that rather than ‘numerosity providing a solution to 

gender inequality’ (p. 128), it sheds light on how and why women continue to experience 

challenges in accessing and developing what they conceive of as meaningful and 

satisfying careers.   

In the next section I discuss the work of organisational scholars who have drawn attention 

to how gender is embedded in the structures and practices of organisations.    
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2.9. Challenging gender neutrality and objectivity 

A growing body of feminist research has explored issues and ideas relevant to gender and 

organisations. For example, at a time when the majority of academic literature assumed 

that organisational structures were gender neutral, Acker’s (1990) work, highlighted how 

organisations can be highly gendered contexts. 

Acker (1990) claimed that many existing empirical studies ‘take us only part of the way 

to understanding how deeply embedded gender is in organizations’ (p. 145). Although 

feminist scholars have shown how workplaces are ‘infused with gender’ (Martin 2003, p. 

343), the conclusion that gender inequality is no longer an organisational concern 

continues to make problematic investigations of gender power relations in organisational 

contexts (Rhode 1997). Rhode (1997) drew on the phrase ‘the “No Problem” problem’ 

(p. 1) to illustrate how women’s increased opportunities in specific areas such as 

academia were taken as ‘evidence’ that gender inequality had been overcome more 

generally. Rhode (1997) problematised the belief that gender inequities have been 

adequately addressed and are no longer an organisational concern requiring managerial 

attention through her suggestion that denials of ‘gender inequality’ created a situation in 

which ‘the extent of the problems facing women’ (p. 2) remain unacknowledged. Hoeber 

(2007) found that in sport organisations ‘executive directors and other top administrators 

in national sporting organisations claimed their organisations were already gender 

equitable’ (p.262). The men in her study, who dominated senior appointments, were able 

to remove gender equity from agendas because of their power, ‘thus eliminating any 

possibility of directing attention to it’ (Hoeber 2007, p. 262). 

Denials of injustice can also perpetuate the belief that women actually receive undeserved 

advantages, and they can enable people to claim that the inequalities women experience 

are the outcome of women’s personal choices and lack of competency (Rhode 1997). In 

my research, I conceptualise these interpretations as backlash. Backlash is a ‘practice that 

halts or reverses the quest for equality’ (Greendorfer 1998, p. 75) and can ‘reproduce a 

situation where men can claim reverse discrimination’ (Acker 2006, p. 456). These 

attacks can enable men to downplay their privileged status and deflect the responsibility 

for ongoing inequitable practices onto others (Staurowsky 1996).   
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In respect to Australian employment legislation, Thornton (2001) found that the 

dominance of neoliberal philosophies has curtailed the reformist social agendas initially 

underpinning the enactment of anti-discrimination legislation. Thornton (2001), 

suggested that the emergence of ‘new corporatism’ replaced reformist social agendas 

based on the notion of ‘common good’ in favour of ‘privatisation, deregulation and profit-

making’ (p. 90), and that neoliberal discourses have gained ascendancy through 

popularised claims that ‘special measures’ for women have constructed a situation where 

equality measures have “gone too far” (p. 91). 

Rhode (1997) suggested that in organisations, gender inequalities are perpetuated because 

the men who dominate positions with the mandate to effect policy and practice changes 

do not believe that they are ‘neither part of the problem nor part of the solution’ (p. 3). 

Instead, Rhode (1997) suggested that there was a wide held belief that those people 

personally affected by inequities should be the people who take responsibility for 

eliminating them. Male sport administrators often claim that ‘gradual improvements’ 

(Hoeber 2007, p. 271) will alleviate systemic gender inequities. Using a poststructural 

feminist perspective, Simpson, Ross-Smith and Lewis (2010) argued that ‘discourses of 

choice’ can legitimate gendered workplace practices because organisations can ‘absolve 

themselves of responsibility’ (p. 205) for perceptions of differential access. Further, Tatli, 

Ozturk and Woo (2017) claimed that existing gender inequities and the lack of 

responsibility for tackling them has been legitimised ‘or rendered invisible through a 

belief in individual choice as the determining factor of career progression for women’ (p. 

407). Thus, ‘blaming the victim’ is a means of avoiding gender inequity. Instead, ‘it is far 

easier to blame women than … take on the male power elite’ (Staurowsky 1996, p. 206).  

2.10. Problematising hegemonic masculinity 

While my research is principally concerned with exploring women’s gendered sport 

career experiences, interrogating men’s workplace behaviours, practices and career 

experiences is fundamental to understanding how organisational practices are gendered 

and how these practices shape both women’s and men’s sport management careers 

(Hoeber 2007).  

Masculinities are ‘practices that are represented or interpreted … as masculine within a 

system of gender relations that give them meaning’ (Martin 2001, p. 588). These 
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gendering practices are routine and are so pervasive that they become a taken-for-granted 

part of organisational life. By directing their research focus toward understanding 

masculinity in organisations, a growing number of studies have problematised the 

construction of masculinised workplace cultural values and practices. Directing attention 

to these values and practices can reconfigure academic and policy debates ‘in such a way 

as to render men and masculinity visible as objects of critical interrogation’ (Knights & 

Kerfoot 2004, p. 432).  

Men practise multiple masculinities, not only masculinities that are hegemonic (Connell 

& Messerschmidt 2005, Martin 2001). Connell (1995) draws on the concept of 

‘hegemonic masculinity’, constructed as a process ‘of configuring practices through time, 

which transform their starting-points in gender structures’ (p. 72) to describe ideal and 

dominant forms of masculinity. According to Walker and Sartore-Baldwin (2013), 

‘hegemony refers to the literal and ideological forces that hierarchically organize and 

structure individual lives and social practices’ (p. 306). 

In sport organisations these forces have typically established a context where traditional 

meanings of masculinity that ‘accord women lower levels of social power and status’ 

(Walker & Sartore-Baldwin 2013, p. 306) are constructed and reproduced. Thus, 

hegemony works when the knowledge produced by a dominant group becomes privileged 

and is accepted without question (Alvesson & Deetz 2000). Billing (2011) suggests that 

while hegemonic masculinities can be pervasively practised in organisations, a more 

sophisticated analysis is required so that women’s and men’s various, complex and 

contradictory experiences of ‘becoming and being managers’ (p. 300) can be understood.    

As Billing (2011 p. 298) points out, the ongoing acceptance of the ‘male as the norm’ is 

inaccurately based on ‘rigid ideas’ about the qualities required to perform managerial 

tasks. Further, these rigid ideas do not adequately account for the ways other discourses 

and norms intersect and shape women’s and men’s careers. Thus, interpreting women’s 

positions in workplaces ‘in terms of exclusion connected to a dominant masculine norm’ 

(Lewis 2014, p. 1845) is limiting. Mobilising a postfeminist conceptual framework, 

Lewis (2014) argued that what femininity means in contemporary organisations is fluid 

and changeable, and so interpreting women’s experiences through a masculinised norm 

means that the variations, complexities and contradictions in women’s and men’s 

workplace experiences can be overlooked.   
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Other gender and organisation scholars have contributed to academic debates by 

positioning gender as a discursive and enacted practice that is constructed in interactive 

contexts such as organisations and mediated by language (Bruni, Gherardi & Poggio 

2005).  I examine their work in the next section. 

2.11. Gender: a discursive and enacted practice 

Studies dedicated to critically exploring gender, language and discourse from a 

poststructural feminist perspective provide a conceptual context in which scholars can 

critically explore prevailing prejudices about gender. This approach enables them to gain 

knowledge that can inform substantive and sustainable change as it relates to gender 

inequities (Weedon 1987). Consequently, in this section, and to foreground my discussion 

in Chapter 3, I review the work of scholars who have drawn on critical discursive 

approaches underpinned by poststructural ideas to examine how gender discourses and 

norms are (re)produced and resisted.     

In respect to sport management, and drawing on a feminist perspective, Knoppers and 

Anthonissen (2008) argued that the ways in which managers talk about their work is a 

discursive practice which contributes to the construction and reproduction of 

masculinised managerial norms in sport organisations. More specifically, they suggested 

that ‘discursive practices related to instrumentality, relationality, emotionality/passion 

and homogeneity’ (Knoppers & Anthonissen 2008, p. 93) construct and strengthen the 

gendered nature of sport managerial work. These discourses are especially influential as 

they ‘preserve, legitimize and naturalize’ (p. 101) the influence and privilege enjoyed by 

the white heterosexual men who often dominate senior appointments.  

Knoppers and Anthonissen (2008) found that sport managers often draw on a discourse 

of instrumentality, expressed as perseverance and strength, to describe their approach to 

achieving the commercial outcomes professional sport organisations demand. While 

these demands were presented as gender neutral because ‘“anyone can meet them “or “a 

woman can do this too”’ (Knoppers & Anthonissen 2008, p.96), men were typically 

perceived as being more likely to display the perseverance and toughness required to be 

a successful sport manager. 

In sport organisations, perseverance and commitment have also been associated with 

hours spent in the workplace (Knoppers & Anthonissen 2008). It has been assumed that 
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commitment and effective senior personnel will be able to manage their personal lives so 

that family and related commitments did not intrude on their professional responsibilities. 

Dickens (1998) argued that employee commitment is a gendered concept, and that the 

propensity to draw on ‘the male as the benchmark for the committed worker’ constructs 

and reproduces a situation where women have to ‘fit into … an employment template 

presented as gender neutral but designed around men’ (p. 25).  Referencing Connell’s 

(1987, 2005) work, Knoppers and Anthonissen (2008) concluded that the relationship 

between presentism and managerial commitment strengthens and institutionalises a 

gendered division of labour in domestic relationships and within sport workplaces. 

Perceptions regarding women’s domestic arrangements and their willingness and ability 

to work the hours that senior appointments demand can affect their careers because men’s 

domestic relationships have become the norm, and these arrangements are seen as being 

neutral and gender free (Dick & Nadin 2006; Hovden 2010; Knoppers 2015).  

Men in senior management positions are often more easily able to ‘contain their domestic 

responsibilities’ (Knoppers & Anthonissen 2008, p. 96) because their wives can take on 

the responsibilities of their private lives. These male managers are ‘able to show they are 

heroic and in control by working many hours and having someone else take responsibility 

for their family life’ (Knoppers & Anthonissen 2008, p. 96). While for women, the 

challenges of balancing domestic and work responsibilities can be pronounced, especially 

for women in ‘dual career households’ (Wheatly 2012, p. 815), despite HRM policies 

enabling flexible work practices (Dick & Nadin 2006; Dickens 1998). These women face 

difficulties as they attempt to manage conflicts between their household responsibilities 

and the patterns of work senior managerial appointments demand.   

My research contributes to an understanding of the influence of home and family 

responsibilities by interrogating how the discourses managers draw on to do their work 

shape women’s and men’s sport management careers. My research approach also enables 

me to investigate the differences between the case organisations’ formalised HRM 

processes and the daily practices enacted to appoint, promote, reward and retain sport 

employees.  

Shaw and Hoeber (2003) explored how the discourses current sport managers use to 

describe senior management and leadership positions are gendered and affect the 

positions women and men are appointed to, and then their ongoing career development 
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opportunities. They found that jobs typically associated with women and with feminine 

discourses are often devalued and marginalised. In contrast, senior managerial roles are 

principally associated with men and masculinities.  

Shaw (2006b) stated that it is important to understand how in sport organisations people 

talk about their gendered experiences, ‘because social reality is in part constructed by the 

ways in which people talk about their version of reality, as well as how they carry out 

their everyday lives’ (p. 518). Drawing on the content of semi-structured interviews Shaw 

(2006b) analysed how social processes are integral to the construction and reification of 

gender relations. Shaw’s (2006b) work builds on Ely and Meyerson’s (2000a) 

conceptualisation of social processes as ‘informal work practices, norms, and patterns of 

work; narratives, rhetoric, language, and other symbolic expressions; and informal 

patterns of everyday social interaction’ (p. 114) and links to my discussion of gender 

practices in the next section of this review.  

2.11.1. ‘Doing’ gender and workplace practices 

My review of the literature has identified how contemporary feminist scholars are 

increasingly analysing gender from a practice perspective that situates gender as 

something that people ‘do’ as distinct from something that they ‘have’ (Bruni, Gherardi 

& Poggio 2005, p. 6). For example, West and Zimmerman (1987) advanced the 

understandings of gender as ‘a routine accomplishment embedded in everyday activity’ 

(1987, p. 125) and called into question existing and widely held perspectives regarding 

sex and gender. West and Zimmerman’s (1987) research reconceptualised gender as not 

merely the ‘property of individuals’ but an ‘integral dynamic of social orders’ (p. 147) 

and contested understandings which position gender as a role, because attaching sex roles 

to biological status can lead to understandings which reduce gender to ‘two homogeneous 

categories’ (Connell 1995, p. 26). 

In the next section I discuss Martin’s (2003) positioning of gender as a ‘two sided 

dynamic’, of ‘gendering practices’ and ‘practicing gender’ (p. 353) in order to 

demonstrate how Martin’s (2003, 2006) work has informed my research approach. I 

examine her contention that these issues have been ‘ignored or addressed only implicitly 

in many studies of gendering dynamics at work’ (Martin 2003, p. 355). 

2.11.2. Twin dynamic: gendering practices and practising gender 
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According to Martin (2003) gendering practices (also referred to in the literature as 

gendered practices and gender practices) ‘stand for a class of activities that are … 

culturally, socially, narratively, discursively, physically, and so forth-for people to enact 

in an encounter or situation in accord with (or in violation of) the gender institution’ (p. 

354). Common gendering practices are widely known and accepted and include ‘dress, 

demeanour, language, expressions, actions and interests that are culturally … normatively 

or stereotypically associated with one or the other gender’ (Martin 2003, p. 257). Martin 

(2003) suggested that while women in organisations act in ways which adhere to 

organisational gender rules, such ‘playing by the rules’ (p. 361) does not necessarily 

guarantee women career success. For example, Caven, Lawley and Baker (2013) found 

that women have to negotiate ‘official and unofficial’ gendered and sexualised ‘aesthetic’ 

and behavioural norms to secure employment (p. 475). 

Martin (2003, 2004 & 2006) explored how people routinely practise gender at work 

without intending to. Martin (2003) refers to ‘practicing gender’, for example how women 

and men display, narrate, perform and mobilise gender on a daily basis in paid work 

settings. She describes practising gender as a fluid ‘moving phenomenon’ that is done 

quickly and typically in ‘unreflexive ways’ (p. 342). Through her research she observed 

that men and women behave in unreflexive ways, and that while people practise gender 

at work without intending to, their behaviour can and does ‘produce harm’ (Martin, 2004, 

p. 1263). Drawing on Martin’s (2003) concept of liminal awareness and a discourse of 

homogeneity, Knoppers and Anthonissen (2008) found that while male bonding through 

masculinised networks is fundamental to the way sport managers work they ‘did not see 

the gendered nature of these networks’ (p. 100). Although Dutch sport organisations were 

primarily managed by men, and although key sponsors, athletes, coaches and 

administrators were also men, the homosocial nature of their work world seemed to be 

irrelevant to these men (Knoppers & Anthonissen 2008). Thus, interpretation is central to 

understanding how gender relations are constructed and reproduced in organisations, and 

is foundational to my focus on understanding how women and men experience and 

interpret the ways in which gender practices shape their sport management careers.  

Martin (2003) also suggested that people can practise gender at work in reflexive ways.  

Reflexive practice is deliberate and involves employees carefully considering the 

implications of their behaviour. In respect to sport organisations, and using the construct 

of ‘gender suppression’, Shaw (2006a, p. 554) explored how managers knowingly 
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concealed and reflexively engaged in gendering practices while denying their effects. 

Gender suppression occurs when there is opposition to taking gender inequities seriously. 

There is a degree of intent in gender suppression; it is not merely ignorance or a lack of 

awareness.  

Cunningham (2014) suggests that when there is an awareness of injustices, such as gender 

discrimination and a failure to act, this inaction means that sport managers are complicit 

in its perpetuation. Thus, understanding how gender is actively suppressed in sport 

organisations can contribute to a fuller understanding of the largely under researched area 

of gender dynamics, especially in organisations where senior administrators claim that 

gender is not an issue requiring their managerial attention and that they appoint and 

promote the best people for the job ‘despite gendered processes and hierarchies within 

their organisations’ (Shaw 2006a, p. 555).     

2.12. The revelation and concealment of the effects of gender 

The suggestion that women and men practise gender in reflexive ways can in part be 

linked to the work of gender scholars Lewis and Simpson (2012) who proposed that 

gender dynamics are constructed and reproduced through both revelation and 

concealment. Through the vortex concept, which is representative of a poststructural 

perspective, Lewis and Simpson (2012) draw attention to the turbulent and shifting 

character of gender power relations and how they are simultaneously revealed and 

concealed around a central masculinised norm through an (in)visibility vortex (see Figure 

2.1). In this way, masculinity is seen to retain its power and influence as a social practice 

because of its transparency and invisibility. It is problematic to call into question what is 

hidden from view, and so Lewis and Simpson’s (2012) ideas contribute to illuminating 

the hidden discourses and practices that underpin inequitable gender power relations. 

Highlighting ‘latent manifestations of gender-based advantage and disadvantage’ is 

significant because of ‘recent tendencies towards “gender denial” and suggestions that 

‘the problem of gender in organizations has been “solved”’ (Lewis & Simpson 2012, p. 

141).  

Lewis and Simpson’s (2012) (in)visibility vortex also draws attention to the paradoxical 

effects of gender’s concealment and revelation, and illustrates how norms are constantly 

manufactured, resisted and reproduced. For example, some women can benefit from their 
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heightened visibility as organisational showpieces. Showpieces are highly visible and are 

presented by management as ‘living proof’ (Benschop & Doorewaard 1998, p. 793) that 

selection decisions and promotion practices are fair and equitable, especially in 

workplaces where women are underrepresented.  

While the presence of women in senior positions can be ‘flaunted and enjoyed’ (Lewis & 

Simpson 2012, p. 151) women can also be subjected to increased scrutiny and 

performance pressures if they are not representative of a normative and dominant 

masculinised workplace culture.  Accordingly, some women respond in ways which 

reduce their visibility by maintaining a ‘low profile’ or assimilating ‘into the world of 

men’ (p. 144).  

 

Figure 2.1: Lewis and Simpson (2012), The revised (In)visibility Vortex (p.152)  

In sum, the literature demonstrates that women and men practise masculinities and 

femininities in their work as managers and as staff in reflexive and unreflexive ways. 

Through complex interactions, these practices are revealed and concealed and 

differentially shape women’s and men’s sport management career access and 

development opportunities, despite formal policies seeking to ensure equal opportunities 

in hiring and promotion. In the theoretical framework chapter that follows, I extend this 

aspect of my review by exploring the work of gender and sport management scholars who 
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have drawn on poststructural feminist and Foucaldian understandings to frame their 

research. 
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Chapter 3: Theoretical Framework 

3.1. Introduction 

In this chapter I draw on three primary bodies of literature to theoretically frame my 

research thesis: poststructural feminism, gender in management, and sport management 

research framed by poststructural feminist perspectives and Foucaldian analysis of 

power/knowledge and subjectivity.  

My theoretical approach applies poststructural feminist ideas as a way to advance 

understandings of gender and sport management. I situate my theoretical approach within 

current feminist work in sport management that draws upon broader debates that are 

identified with feminist poststructuralism. Within these broader debates I draw upon 

particular conceptualisations of power that are informed by the work of Michel Foucault. 

Although many studies have explored issues and concerns relevant to gender and sport 

management, they have often drawn on liberal feminist ideas (Shaw & Frisby 2003) and 

have typically provided descriptive accounts highlighting women’s underrepresentation 

in sport management (Knoppers & McDonald 2010). My research builds on these 

frameworks by examining how women’s sport management careers are differentially and 

inequitably shaped by gender power relations. Addressing the complexities of power 

relations, Foucault (1982) critiqued assumptions about knowledge being somehow free 

from power. He argued that these assumptions ‘granted a certain privileged position to 

the question of how, and ‘by what means power relations are exercised’ (p. 786). 

Michel Foucault’s ideas concerning power/knowledge and subjectivity have been used 

by feminists to examine how gendered practices and the power relations underpinning 

them are constructed, contested and reproduced in sport organisations. Acknowledging 

that Foucault’s work is extensive and open to multiple readings, in this chapter I view 

theoretical constructs as ‘little tool boxes’ that are open to feminist scholars ‘to use this 

sentence or that idea … to short-circuit, discredit or smash systems of power’ (Foucault 

1975, ‘Interview with Roger Pol Droit’, cited in Paton 1979, p. 115). 
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3.2. Moving beyond liberal feminism in sport management 

By documenting in distributive and numerical terms the inequalities between women and 

men as decision-makers in sport, liberal feminist scholars have placed women’s issues on 

the agendas of sport organisations (Scraton & Flintoff 2002, 2013). These scholars have 

challenged the gender structures which have contributed to women’s unequal 

involvement in sport management.  

In a key paper, McKay (1994) identified how liberal feminist interventions have helped 

to dismantle some of the barriers preventing female sport managers from ‘competing on 

a level playing field with men’ (1994, p. 84). Shaw and Frisby (2006) also found that 

liberal feminist change frameworks have enabled some women to transgress hegemonic 

sport management structures. For instance, they highlighted the fact that women ‘hold 

major posts’ in organisations such as the International Olympic Committee, a situation 

which they describe as ‘unlikely 20 years ago’ (Shaw & Frisby 2006, p. 483).  White and 

Kay (2006) discussed women’s increased involvement in the management and 

governance of professional football and women’s increased appointed to senior and high-

profile positions in international and domestic sport organisations. 

While these developments are positive, gender discourses and norms continue to shape 

women’s sport career access and development opportunities. For example, McKay (1994) 

examines a joint 1991 seminar convened by the House of Representatives Standing 

Committee and the Australian Sport Commission Equity for Women in Sport Unit. 

McKay concluded that two key discourses emerged from the seminar, and that the 

dominance of these discourses limited the intended effects of legislative and policy 

interventions aimed at addressing gender inequality in sport management. 

The first discourse emphasised ‘playing by the rules’. McKay (1994) suggested these 

rules were heterosexual white men’s rules that were opposed to any gender equity 

initiatives. This opposition was, in part, founded on the belief that gender equity 

initiatives were an ‘unnecessary intrusion’ by government. Given that sport and its 

management was ‘meritocratic’ (McKay 1994, p. 83), this discourse assumes gender 

equity policies are unnecessary and would likely induce tokenistic practices based on 

gender, and would thus encourage reverse discrimination against men.    
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The second discourse from the Equity for Women in Sport Seminar was liberal feminist 

in orientation, underpinned by a ‘changing the rules’ approach. The key objectives of this 

discourse related to equality of access and opportunity, with ‘gender equity initiatives 

attempting to dismantle the barriers that prevented women from competing on a level 

playing field with men’ (McKay 1994, p. 84). However, in this model, the onus was on 

women to effect change. There was a widely held belief that the difficulties and inequities 

women experienced were related to their ‘personal deficiencies’ (McKay 1994, p. 84) and 

their individual career choices. In response, McKay (1994) suggested that change 

frameworks and policies emerging from the conference proceedings mistakenly focused 

on fixing these deficiencies and fast-tracking the careers of individual women.  

A continued focus on fixing women’s apparent deficiencies means that the historically 

produced circumstances limiting women’s sport management careers have been 

overlooked (Shaw & Frisby 2006). At best, women are held responsible, and at worst 

they are seen as being to ‘blame’ (p. 484) for the difficulties they experience accessing 

and progressing their sport management careers. Hence, it ‘follows that if gender equity 

is a women’s issue, then it is women’s responsibility to address it’ (Shaw & Frisby 2006, 

p. 485) rather than the responsibility of managers. 

While liberal feminist-orientated change agendas can enhance some women’s sport 

management career prospects, I draw on McKay’s (1994) conceptualisations to consider 

how ‘changing the game and promoting alternative discourse’ (p. 84) might contribute to 

more equitable outcomes for women. In proposing an alternative framework for sport 

management research, education and practice, Shaw and Frisby (2006) also 

acknowledged that gender research in sport management had until that point been shaped 

by liberal feminist theorising ‘which does little to challenge or alter dominant gendered 

discourses and power structures within sport organizations’ (p. 483).  

Referencing Shaw and Frisby’s (2006) alternative framework, Fink (2016) suggested that 

the use of poststructural feminist methodological and theoretical approaches can 

contribute to the ‘discovery of changes that positively transform sport organizations’ (p. 

5) at different levels and moments. Therefore, studies drawing on liberal feminist ideas 

can unintentionally promote a neoliberal agenda which inaccurately assumes that through 

individual hard work women are able to access and develop their careers on an equal 

footing with men (Noble & Moore 2006; Thornton 2000). The dominance of the liberal 
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discourse of the free and self-determining individual means that the critical analysis of 

gender power relations which poststructural feminism enables is often overlooked.  

3.3. Thinking through poststructural feminism 

Poststructural feminism has no fixed, agreed upon definition and is often articulated 

through diverse labels including third wave, fourth frame, and deconstructionist, 

linguistic and French theory (Aitchison 2005; Shaw & Frisby 2006; Weedon 1987). Like 

other feminist perspectives, poststructural feminism offers a critique of the gendered 

power relations that produce women’s inequitable social positions. Poststructural 

feminism’s uniqueness, and the reason why I have drawn on it to frame my research, 

relates to its defining features and foundational claims.  

Poststructural feminist thinking challenges the belief that all human beings, by nature, fit 

into the ‘unambiguous and oppositional bipolar categories of female and male’ (Kane 

1995, p. 191). It argues that positioning and categorising women and men in this way is 

limiting because it can reinforce binary modes of thought and action which construct 

women and men and femininity and masculinity in ways that commonly subordinate, 

marginalise, or undermine women with respect to men (Butler 1994, 2011; Knights & 

Keerfoot 2004).  

Poststructuralist feminism ‘argues for the deconstruction of the term “woman” and the 

recognition of a diversity of femininities, masculinities, and sexualities’ (Scraton & 

Flintoff 2013, p. 102). Poststructural feminism recognises that, rather than possessing a 

natural or essential nature, women’s lived experiences are diverse, fractured and fluid. By 

positioning women’s experiences in this way, poststructural feminist ideas provide a 

context in which the discursive construction of women’s gendered identities and the 

power relations sustaining them can be illuminated and problematised. Adopting this 

approach allows me to offer an account of how women’s and men’s gendered sport 

workplace experiences are performed, why they are complex and contradictory, and how 

they might be challenged.   

A feminist poststructural analytical approach regards women and men as agents in the 

negotiation of power relations and also recognises how agency is produced through 

specific localised contexts in which ‘gender power relations are constituted, reproduced, 

and contested’ (Weedon 1987, p. vii). It is an approach that attempts to disrupt the status 
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quo maintained and naturalised by traditional gender power relations. Thus, poststructural 

feminist theorising ‘makes visible the historical, cultural, social, and discursive patterns 

through which current oppressive or dominant realities are held in place’ (Gannon & 

Davies 2012, p. 81) so that they can be resisted, opposed and reimagined.   

3.4. Power-knowledge relations and women’s and men’s sport 

management career experiences 

Women’s and men’s gendered sport management career experiences are multiple and 

contested (Mills 2003) and so my research is concerned with unearthing and 

understanding the power relations and the effects of these multiple and shifting workplace 

realities through a poststructural feminist lens. Central to Foucault’s intellectual work and 

my research focus is the suggestion that the nature of knowledge and power should be 

thought of in terms of material-discursive relations that produce truth. For Foucault 

(1980a), ‘knowledge and power are integrated with one another’ and so ‘it is not possible 

for power to be exercised without knowledge, it is impossible for knowledge not to 

engender power’ (p. 50).     

Poststructural feminism brings attention to men’s and women’s ‘diverse, fragmented and 

contradictory lives in and around organizations’ (Collinson & Hearn, 1996, p. 10). Thus, 

my analysis of sport organisations and their formal and informal practices in relation to 

recruitment, retention and promotion is aimed at challenging rigid accounts of how power 

shapes gender hierarchies and structural understandings of gender in work organisations. 

This approach challenges the ‘truth’ that organisational human resource management 

processes and practices are inherently and typically objective, rational and fair (Dickens 

1998; Billing 2011). Thus, Dickens (1998) remarked that the implementation of 

apparently gender-neutral human resource policies can be part of ‘rhetoric rather than the 

reality’ (p. 23) of many women’s work experiences. From a Foucaldian perspective my 

research is not concerned with ‘scientific truth’ or the ‘verification of truth’. Rather, I 

explore ‘the way in which knowledge circulates and functions, its relations to power’ 

(Foucault 1982, p. 781). 

Understanding the productive role of language and communication practices in meaning-

making is central to a poststructural feminist critique of sport organisations (Hoeber 

2007). Language includes practices of speech, writing, textuality, images and metaphors 
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(Weedon 1987). I am mindful of Mills’ (2003) remark that the meanings of the terms 

‘discourse’ and ‘language’ are not the same: ‘“discourse” … is not the equivalent of 

“language”, nor should we assume that there is a simple relation between discourse and 

reality’ because ‘discourse does not simply translate reality into language’ (p. 55).  

A poststructuralist conceptualisation of language argues that ‘language gives a version of 

meaning rather than reflecting a meaning which is already fixed’ (italics in original 

Eveline & Bacchi, in Bacchi & Eveline 2010, p. 148). Thus, language is a context in 

which the social organisation of gender relations in sport management are defined and 

contested. It is a system existing in historically specific discourses ‘where our sense of 

ourselves, our subjectivity is constructed’ (italics in original Weedon 1987, p. 21). I 

discuss this further in section 3.8. 

3.5. Understanding how rules and practices regulate gender 

discourses   

Discourses can be conceptualised as modes of being, thinking and acting that are complex 

and frequently contradictory (Gannon & Davies 2012). For Foucault (1972), discourse 

can simultaneously enable and restrict the way knowledge about a particular topic is 

represented at a historical moment. Foucault (1972) was concerned with interrogating the 

rules and practices that regulate discourse rather than discourses themselves. In 

referencing Martin’s (2003, 2006) concept of gender practices, and considering 

Foucault’s (1972) notion of discourse, I understand that how ‘gender equality is spoken 

about can construct and reproduce forms of social knowledge that can make it challenging 

to think or to speak outside the terms of reference they establish for conceptualising 

people and social relations’ (Bacchi & Eveline 2010, p. 5). As Barad (2003) explains, 

‘discourse is not what is said; it is that which constrains and enables what can be said’ 

(Barad 2003 in Bacchi & Eveline 2010, p. 5). 

Foucault proposed two principal ways to interrogate the construction and reproduction of 

discourses: archaeology and genealogy. Through his ideas relating to archaeology 

Foucault (1972) was concerned with demonstrating and interpreting the rules that regulate 

the construction of particular discourses. In association to these ideas, through his 

construct genealogy Foucault (1977) considers the relations and events that shape 

discursive practices (Calas & Smircich 1999; Garland 2014). In relation to organisations, 
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Alvesson and Karreman (2000) propose that an archaeological investigation of discourse 

attempts to ‘isolate the level of discursive practices and formulate the rules of production 

and transformation for these practices’ (Davidson 1986 in Alvesson & Karreman 2000, 

p.1128). Foucault’s (1972) archaeological approach therefore broadly sets out the more 

general field of practices with which a genealogical study can be conducted.  

Foucault’s (1971) discussion of ‘external exclusions’ such as prohibition also frames my 

investigation. Foucault (1971) observed that ‘we know perfectly well that we are not free 

to say just anything, when we like or where we like’ (p. 8). In organisational contexts 

Martin (1990) sought to understand what she conceived of as ‘deconstructing 

organisational taboos’ (p. 339) to problematise how awareness of the impacts of gender 

is suppressed in organisations. She found that organisational policies and practices aimed 

at helping women manage home and work commitments, expressed as the organisation’s 

concern for the wellbeing of women employees and their children, can suppress and reify 

rather than challenge gender inequities. Martin (1990) proposes that this practice 

constructs a situation where gender inequities were ‘easier to deny’ and ‘harder to detect 

and combat’ (p. 340). 

Limiting discussion can also have the effect of producing narrow and simplistic 

understandings of ongoing gender issues in the workplace and how they might be 

addressed. For example, policy frameworks principally enacted to address gender 

inequities in sport have reflected a liberal structuralist orientation. Within this approach 

differential opportunity structures are thought to construct a ‘sloped playing field’ 

(Meyerson & Kolb 2000 in Shaw & Frisby 2006, p. 190) that characteristically 

advantages white heterosexual men. To redress women’s disadvantaged position on this 

sloped field, sport policy has tended toward the creation of equal opportunities. While 

equal opportunity has become entrenched as the common sense way to interpret gender 

equity, this approach does not recognise the masculinised values, cultures and practices 

that often shape the normal ways of working in sport organisations (Shaw & Frisby 2006). 

In turn, the ongoing acceptance of taken-for-granted practices, especially over time, 

means that prevailing inequitable gender practices are normalised rather than challenged 

(Meyerson & Kolb 2000).   

The influential work of Shaw and Slack (2002) has investigated how gender meanings 

are constructed and reproduced ‘within language’ rather than language being positioned 
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as a reflection of a ‘reality’ that exists beyond it. Shaw and Slack (2002) analysed the 

content of historical documents such as organisational newsletters to examine how 

women’s contributions were valued and devalued in British national sport organisations. 

Men who did not take women’s involvement seriously typically wrote the few formal 

references to women’s contributions. These accounts were ‘jokey and patronising’ (Shaw 

& Slack 2002, p. 92) in tone and their legacy could be seen through the organisations’ 

contemporary practices. For example, Shaw and Slack (2002) found that the language 

used by male managers to describe female sport administrators as ‘girlies’ was thought to 

‘associate women as “girls”, i.e., immature and undeveloped’ (p. 94) and reinforce the 

‘belittlement of “women’s input in the organization”’ (p. 93). The ‘gendering of 

language’ (p. 103) through organisational handbooks, specifically the deliberate use of 

‘chairman’ instead of the phrase ‘chair’, was a further example of how equity principles 

were circumvented and undermined in sport organisations (Shaw & Slack 2002).   

Citing Walsh’s (2001) conceptualisations of gender, discourse and language, Welford 

(2013) found that the historically produced masculine discourses constructing football 

management as a masculine context were typically strengthened. Women experienced 

significant resistance to their involvement in football management, and so interpretations 

regarding ‘traditional feminine values … outside their club context’ (p. 377) were also 

influential. 

Drawing on poststructural understandings Shaw and Hoeber (2003) analysed how gender 

discourses influenced the employment positions women and men were characteristically 

appointed to in sport. They found that in sport organisations discourses of femininity were 

mostly associated with employment roles that are undervalued, while managerial roles 

were dominated by discourses of masculinity that are characteristically related to men 

and are more highly valued in sport workplaces.  

Also, mobilising a poststructural theoretical perspective, Hoeber (2007) analysed how 

sport organisation stakeholders such as athletes and administrators drew on particular 

explanations to make sense of the meanings and practices of gender equity. Sport 

workplace practices such as programming, resource allocation and promotions provided 

Hoeber (2007) with a context in which to explore ‘discourse in operation’ and to 

understand ‘whose interests it serves at a particular moment’ (p. 267). 
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Hoeber (2007), Shaw and Hoeber (2003), Shaw and Slack (2002) and Welford’s (2013) 

research frameworks can also demonstrate the different ways that discourse is implicated 

in the everyday gendered practices that appear normal and natural in sport organisations. 

For example, Shaw and Slack (2002) drew on Alvesson and Karreman’s (2000) ideas in 

their investigations of policy documents and organisational artefacts such as newsletters. 

They found that these documents can be conceptualised as exploring gender discourses 

by illustrating the gendered ‘talked and textual nature of everyday interaction in 

organisations’ (Alvesson & Karreman 2000, p. 1126). In contrast, a poststructural 

feminist approach places a greater emphasis on ‘revealing the ambiguities of social 

constructions and the indeterminacy of organizational experiences’ (Alvesson & 

Karreman 2000, p. 1127) and on the investigation of how discourse contributes to the 

construction and reproduction of gendered social realities in a particular period.  

In considering the potential intersections between Foucault’s ideas concerning discourse 

and poststructural feminist theorising, in this thesis I explore questions that are oriented 

toward an understanding of how particular gender discourses are circulated in sport 

workplaces, and how they act to regulate women’s career choices and opportunities. 

Foucault (1980c) argued that ‘while disciples are the bearers of a discourse … the code 

they come to define is … that of normalisation’ (p. 106). By exploring women’s and 

men’s gendered career experiences, I problematise how in the case organisations gender 

normative discourses are constructed and reproduced in ways which shape women’s and 

men’s sport management careers. 

Gender discourses gain ascendancy through ‘a complex set of practices which try to keep 

them in circulation and other practices which try to fence them off from others and keep 

those other statements out of circulation’ (Mills 2003, p. 54). For example, Knoppers and 

Anthonissen (2008) examined the gender discourses that sport managers drew on to talk 

about their work. Referencing Martin’s (2003, 2006) studies they argued that research is 

needed to explore how senior managers’ discursive practices reflect how they do gender. 

They contend that collecting and reporting stories in which senior managers and their 

employees describe how they practise and experience gender is needed so that a fuller 

understanding of how gender is done ‘instead of only how it is ‘said’’ (p. 101) can be 

understood.  
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3.6. Regimes of truth and their normalising effects 

Through my focus on sport workplaces, I explore how gender discourses are circulated, 

and reiterated, and how dominant forms of knowledge develop into taken-for-granted 

gender truths.  Thus, the power and influence of common-sense knowledge arises from 

its status as natural, obvious and therefore true. In referencing Foucault’s ideas regarding 

discourse and truth, Said (1983) argued that the naturalness and authority of discourse 

means that ‘the will to exercise ... control in society and history has … discovered a way 

to … rarefy and wrap itself systematically in the language of truth, discipline, rationality, 

utilitarian value, and knowledge’ (p. 216).  

Truth was fundamental to Foucault’s approach to conceiving power/knowledge relations 

as central to subject formation. Such is its centrality that Foucault (1972) believed that 

truth is ‘essential to the structure and functioning’ (p. 132) of society and that ‘each 

society has its regime of truth’ (p. 131). Thus, discourse can legitimate some knowledge, 

‘that is the types of discourse which it accepts and makes function as true’ (p. 131) and 

subjugate others. It is this subjugation of other, alternative knowledge that contributes to 

the construction and reproduction of inequitable power relations.  

This theoretical approach helps to shed light on prevailing discourses which obscure 

issues of gender inequity within sport organisations that claim to have addressed them 

(Hoeber 2007; Pfister 2006; Shaw & Hoeber 2003). For example, drawing on the 

experiences of sport administrators, coaches and athletes from a Canadian athletic 

department, Hoeber (2008) found that women’s and men’s experiences and 

understandings of gender equity ‘were not unitary and shared’ (p. 58). Instead, she noticed 

tensions and gaps which complicated the implementation of gender equity programs and 

their intended outcomes.  

Hoeber (2008) argued that by identifying the multiplicity of meanings that groups like 

senior managers draw on to understand gender equity can demonstrate how the values, 

histories and practices that form the unquestioned, ‘normal’ way of working in sport 

organisations (p. 59) are constructed and reproduced. This approach can draw attention 

to inconsistences within and between managers’ interpretations and the experiences of 

other organisational stakeholders, especially employees who occupy positions with lower 

status and organisational influence. By illustrating and challenging these inconsistencies, 
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dominant discourses can be challenged and new and alternative meanings uncovered and 

valued. According to Weedon (1987), ‘resistance to the dominant discourse at the level 

of the individual subject is the first stage in the production of alternative forms of 

knowledge … of winning individuals over to these discourses and gradually increasing 

their social power’ (p. 111). 

The widely held belief that sport workplaces are contexts where values of equality, 

fairness and merit are championed can have the effect of silencing counter claims and it 

can reduce the possibility of directing attention to ongoing more latent inequitable 

practices and their gendered effects. Referencing Cunningham’s (2014) suggestion that 

‘equality in sport will only be realised through our collective actions—not our silence’ 

(p. 3), Fink (2016), stated that sport managers ‘must be willing to denounce the status quo 

relative to sexism in sport’ (p. 5). In Foucauldian terms, I argue that in order to challenge 

ongoing inequitable gender practices and their effects on women’s and men’s sport 

management careers, the in-depth study of ‘particular, local, regional knowledge, a 

differential knowledge’ (Foucault 1972, p. 82) is required. This approach also values 

discussions and understandings gleaned from multiple voices. A further objective of my 

research was to open up my discussions to a variety of voices, especially female 

employees whose voices and experiences in sport organisations have often been 

overlooked (Hoeber 2008).  

Situating my research within a poststructural feminist framework, I explore potential gaps 

between the values and principles articulated through formal policies and the everyday 

practices enacted to recruit, select, retain and reward employees. It is through an 

investigation of women’s and men’s experiences and interpretations of these gaps that 

‘disqualified’ and ‘differential knowledges’ might re-emerge. It is through this process 

‘that criticism performs its work’ (Foucault 1972, p. 82). 

3.7. Power relations, resistance and gender 

A Foucauldian poststructural approach to understanding power suggests that power is not 

simply repressive or exploitive; rather, power can be a productive and positive force 

(McNay 1992).  Foucault (1980d) remarked that ‘the notion of repression is quite 

inadequate for capturing what is precisely the productive aspect of power’ (p. 119). 
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Women and men can challenge, contest and resist the gendered dynamics of control and 

resistance which unfold in workplace settings. Thus, drawing on a poststructural feminist 

perspective, I understand that meaning is never ‘fixed once and for all’ (Weedon 1987, p. 

99). In relation to my research this means that while taken-for-granted gendered 

recruitment and selection, promotion and retention practices might differentially and 

inequitably shape women’s and men’s sport management careers, they can be challenged, 

reimagined and revised.  

For Foucault (1982) power relations are to be analysed by examining resistance against 

the effects of different forms of power. Power relations emerge ‘through the antagonism 

of strategies’ (Foucault 1982, p. 780). In my research, the struggles I examine are against 

the effects of power that is linked to gendered knowledge. Power relations are therefore 

manifestations of struggles against the ‘privileges of knowledge’ (Foucault 1982, p. 781). 

I draw on these conceptualisations to explore how in sport workplaces women and men 

subvert, resist and conform to gendered organisational norms. As Foucault (1982) 

remarked, in order to understand what power relations are about, we should also 

investigate the many and varied ‘forms of resistance and attempts made to dissociate these 

relations’ (p. 780). 

When addressing the idea of domination, Foucault (1980c) remarked that he did not have 

in mind a ‘solid’ or ‘global kind of domination that one person exercises over others’ (p. 

96), but what he refers to as ‘the manifold forms of domination that can be exercised’ 

(1980, p. 96). In this way Foucault (1982) was concerned with directing attention toward 

understanding ‘by what means power is exercised’ and discovering ‘what happens when 

individuals exert (as they say) power over others?’ (p. 786). 

In reference to my research, I explore how gender power relations are constructed, 

reproduced and resisted in various ways through women’s and men’s interpretations and 

experiences of everyday sport workplace practices such as hiring and promotion. By 

focusing my analysis on how these gender power relations are constructed within and 

through women’s and men’s experiences and interpretations of formal and informal sport 

workplace practices, I extend Foucault’s (1980c) suggestion that power should not be 

analysed as something ‘in anybody’s hands’. Rather, power ‘circulates’ and is ‘deployed 

and exercised through a net-like organisation’ (Foucault 1980c, p. 98). 
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I understand that in sport workplaces women and men often practise gender unreflexively. 

The gendered effects of these practices are ‘emergent, directional, temporal, rapid, 

immediate and indeterminate’ (Martin 2004, p. 1249) and can provide a context in which 

the subject positions women and men perform can be explored. Foucault (1982) said that 

he was not really interested in power per se but in the question of subjectivity or subject 

formation. This is the topic which I discuss next. 

3.8. Subjectivity and gendered subject positions 

In this section I discuss Foucault’s (1982) notion of the subject. This discussion is central 

to framing my research from a Foucauldian poststructural perspective, in part because 

Foucault himself stated that one of the principal and perhaps overarching goals of his 

intellectual work ‘has been to create a history of the different modes by which … human 

beings are made subjects’ (p. 777).  

Foucault’s conceptualisations directly challenge prior conceptions of the subject which 

describe the subject as an individual who is autonomous and stable. Thus, for Foucault 

(1980b) ‘there is a will to essentiality’ which we should ‘mistrust’ (p. 66). From this 

perspective I offer a critique of essentialist notions of subjectivity as determined by 

biological sex or by structural roles. I do so by investigating how gender (identities and 

actions, thoughts and feelings) are normalised within particular contexts. In turn, through 

my research approach I challenge reductionist accounts of an objective, fixed and fully 

known reality (Linstead & Thomas 2002; McLaren 2004; Weedon 1987). By situating 

my research within Foucaldian poststructural feminist ideas, I consider how women’s and 

men’s sport workplace identities are multiple, contested and constantly negotiated. In this 

way I understand the agency of those women and men who practise subjugated 

knowledge’s. Foucault’s concept of agency is useful for my research as he was concerned 

with challenging the apparent neutrality and independence of institutions which construct 

and reproduce an appearance of neutrality. Through his critique Foucault challenges, the 

liberal humanist notions of the subject as voluntaristic and free from power (individual 

choice). Agency in Foucault’s work is conceptualised in terms of practices of power 

which in fluid and fractured ways constitute subjectivities through repeated practices and 

techniques (Vintges 2012).  
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3.8.1. Subjectivity: control, dependence and self-knowledge 

According to Foucault (1982) ‘there are two meanings of the word “subject”: subject to 

someone else by control and dependence; and tied to his [or her] own identity by a 

conscience or self-knowledge’ (p. 781). Both these meanings propose a form of power 

which, through disciplinary processes and techniques, enable women and men to consider 

themselves as individual subjects while at the same time discouraging them from thinking 

otherwise. 

By focusing on understanding how gender discourses shape women’s and men’s sport 

management careers, I respond to Weedon’s (1987) suggestion that although discourses 

are ways of thinking and producing meaning, ‘they constitute the ‘nature’ of the body … 

mind and emotional life of the subjects they seek to govern’ (p. 108). Subjectivity is 

produced through the ways in which women are governed as gendered subjects in sport 

organisations, and by the ways in which women govern themselves.  

I situate my research within Foucault’s (1991) notion of disciplinary power and 

Bentham’s panopticon, which explores the relationship between visibility, power and 

subjectivity (Lewis & Simpson 2012). The point of the panopticon is that control is 

achieved through what Foucault (1991) calls disciplinary power – the gaze. The gaze is a 

form of power that is constant, typically unnoticed and internalised. Foucault (1980e) 

remarked: ‘there is no need for … material constraints. Just a gaze. An inspecting gaze, a 

gaze which each individual under its weight will end by interiorising to the point that he 

[she] is his own overseer … thus exercising this surveillance over, and against, himself 

[herself]’ (p. 155).   

Control is thus achieved through self-surveillance and the panopticon’s effects can be 

present in the practices of institutions such as prisons and schools. The invisibility and 

influence of the exercising of disciplinary power can also occur beyond these state 

institutions. Understood from a Foucaldian perspective, it is these ‘obscure and unspoken 

disciplines which carry out their shadowy operations … and thus constitute … 

mechanism[s] of power’ (Foucault 1980c, p. 106). In relation to workplaces and HRM 

frameworks, Deetz (2003) argued that human resource management processes and 

practices have a disciplining effect as their control and influence are dispersed into norms 

and standard practices. These normative practices are not without a gender dimension. 
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Lewis and Simpson (2012) contend that there is a gender dimension to the authorative 

and disciplining gaze emerging from the panopticon.  

In relation to sport management career experiences, female personnel who want to 

develop their sport careers, especially those aspiring to managerial appointments, have to 

negotiate masculinised career structures and questions regarding the legitimacy of their 

involvement in the management of men’s sport (Anderson 2009). In research conducted 

by Knoppers and Anthonissen (2008) women who do progress their managerial careers 

frequently reported needing to behave like their male counterparts by embodying heroic, 

competitive and other normative masculinities. However, for the women who do 

successfully embody these masculinities and progress their careers, there can also be 

sanctions (Collinson 2006) if they act in ways which deviate too far from expectations 

relating to feminised workplace norms. Practices of surveillance and assimilation can 

shape women’s careers in ways which confine them to less visible behind-the-scenes 

work which is less frequently rewarded (Welford 2011) and is subject to the whims (Ely 

& Meyerson 2000b) of male managers.  

Positioning my research within these frameworks enables me to explore how women and 

men are both the site and the subjects of discursive struggle for their identity (Italics in 

original Weedon 1987, p. 97).  I respond to Foucault’s (1980c) suggestion that ‘we should 

try to discover how it is that subjects are gradually … really and materially constituted’ 

(p. 97). 

Thomas and Davies (2005) have drawn attention to ‘the multidirectional and generative 

effects of identity construction’ (p. 683). Drawing from the experiences of UK public 

service professionals, they found that masculine and feminine subjectivities were 

simultaneously valued and devalued. For example, they found that some women claimed 

that their mothering responsibilities meant that they were naturally different to their male 

counterparts and better at their work. In this way women were conceptualised as using 

their mothering responsibilities as a ‘discursive resource’ in order to ‘resist the demands 

for competitive presenteeism and to recognize and respect a home/work life balance’ (p. 

692). However, Thomas and Davies (2005) also argued that the meanings women draw 

on to construct their workplace identities contributed to creating a situation where gender 

appropriate identities were legitimised and the dominance of competitive masculinities 

was reinforced.   
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By positioning my research within a poststructural Foucauldian understanding of 

subjectivity, I open up a conceptual space in which to explore how discourses of 

femininity and masculinity shape sport workplace practices and women’s and men’s sport 

management careers. Thus, while ‘masculine discourses are often implicit in their 

conditioning of subjectivities and practices’, I build on Knights and Kerfoot’s (2004) 

suggestion that these discourses ‘have to be rendered visible’ (p. 434) so that different 

and diverse subjectivities can be acknowledged and valued.  

In sum, my theoretical approach applies poststructural feminist ideas to advance complex 

and relational understandings of gender and sport management. I have drawn upon 

conceptualisations of power that are informed by the work of Foucault because his ideas 

enabled me to problematise and understand the nuanced ways gender power relations are 

constructed, contested and reproduced in sport workplace. 
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Chapter 4: Methodology 

4.1. Introduction 

In this chapter I discuss the methodology guiding my response to my primary research 

question: How do women and men in sport organisations interpret the effect of gendered 

practices on their career trajectories? 

The research is further guided by two subsidiary questions:  

a. How do managers’ experiences and interpretations of legislative and policy 

frameworks influence the development and implementation of formal gender policies 

and practices in sport workplaces? 

b. How do women and men interpret the influence of informal sport organisation 

practices and interactional dynamics on their career trajectories?  

Drawing on reflexive methodologies, poststructural feminist research approaches and 

Foucauldian ideas has enabled me to collect, interpret, frame and report my research 

findings. I draw ‘partial’ conclusions (Richardson 2000, p. 8) relevant to understanding 

how in gendered ways sport organisation recruitment and selection, promotion and 

retention practices shape women’s and men’s sport management careers. I use the term 

‘partial’ because poststructural feminist methodologies enable a conceptual space where 

selves can be positioned and understood as ‘multiple, open, negotiable, shifting, 

ambiguous, insecure and … contradictory’ (Simpson & Lewis 2005, p. 1428).  

By using reflexive methodologies, I acknowledge that my position as researcher shapes 

‘the process of knowledge production’ (Ramazanoglu & Holland 2002, p. 16). I discuss 

how ‘who I am, who I have been, who I think I am, and how I feel’ (Pillow 2003, p. 176) 

shaped the research questions I posed, the information I collected, and how I analysed 

and presented this information. I make my researcher position visible to call into question 

the notion of the assumed unembodied ‘neutral researcher’ who is ‘rendered invisible’ 

(Mauthner & Doucet 2003, p. 415) throughout the research process. I adopt the view that 

‘reflexivity under feminism is not only about investigating the power embedded in one’s 

research but … doing research differently’ (Pillow 2003, p. 178). 
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I begin the chapter by discussing how my methodological approach developed during the 

course of my research. Next, I present my approach, in part by responding to sport 

management and gender sport scholars’ (Aitchison 2005; Frisby 2005; Hovden & Pfister 

2006; Shaw 2006a, Shaw 2006b; Shaw & Hoeber 2016) calls for ‘critical’ and 

‘innovative’ (Amis & Silk 2005, p. 355) approaches to the study of gender and sport 

management.  

I then explore how poststructural Foucauldian principles have shaped the methods I drew 

on to collect my research material. I discuss the methods I used to access sport workplaces 

and invite employee involvement in my study. Finally, I conclude the chapter by outlining 

the interview processes I used and discuss how I analysed my research material. 

4.2. Developing my research approach  

I begin this section by providing an overview of how my research thesis emerged. This 

synopsis, in part, responds to Mauthner and Doucet’s (2003) suggestion that to make the 

process of data collection and analysis more complete, researchers should make visible 

the interpersonal, social and institutional contexts in which the research is undertaken. 

While I use the word ‘data’, I acknowledge that ‘data do not stand as transparent evidence 

of that which is real’ (italics in original Davies & Gannon, quoted in Somekh & Lewin 

2005, p. 319). Thus, my approach to analysing women’s and men’s gendered experiences 

of sport workplace practices understands that descriptions or performances of gendered 

ways of being can shed light on how sense is being made of gender and how it is being 

performed (Somekh & Lewin 2005).  

My thinking and the conceptual and methodological framework guiding my research, 

altered in the years following completion of earlier undergraduate and honours degrees. 

My honours research had a strong gender and feminist research focus. In this research, 

completed over 10 years ago, I employed a liberal feminist conceptual and 

methodological framework. At that time, I found that systems and structures constrained 

women’s involvement in sport management, as did Australian sport policy. My 

philosophical and methodological views were centred on the identification and removal 

of the internal and external constraints that were affecting women’s involvement in sport 

management. However, my thinking and knowledge have since shifted, owing in part to 

my engagement with Foucauldian and poststructural feminist ideals and my recent 
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personal and professional gendered career experiences. This change and growth in 

thinking can be understood through England’s (1994) contention that feminist research 

‘is a process not just a product’ and that a fundamental component of this process involves 

‘reflecting on, and learning from past research experiences’ as well as being able to ‘re-

evaluate … research critically’ (p. 82).  

My engagement with academic publications, including the work of Amis and Silk (2005) 

and Frisby (2005), initially sparked my interest and led my decision to widen my material, 

conceptual and methodological space for thinking about and undertaking critical 

approaches to the study of gender and sport management. It also led me to embrace a 

wider variety of questions, approaches and research methods. Frisby (2005) called for 

inquiries that go ‘beyond surface illusions’ because sport management ‘is an activity that 

is … ambiguous, political and fragmented’ (Frisby 2005, p. 5). 

My research reflects my understanding that policy and practice changes in Australian 

sport require a more nuanced and sophisticated understanding than that provided by 

liberal feminist approaches, because particular gendered meanings are privileged and 

their privileged status is constructed, resisted and reproduced. Thus, I draw on ‘activist 

subjectivities’ and respond to Patton’s (2002) contention that, ‘those engaged in 

qualitative inquiry as a form of critical analysis aimed at social and political change 

eschew any pretence of … objectivity’ (p. 270). In reference to sport, Frisby (2005) 

argued that sport management research cannot be neutral as one of its central goals is to 

‘promote social change by challenging dominant ways of thinking and acting that benefit 

those in power’ (p. 1). Thus, my methodological approach challenges the ontological 

belief that a single reality exists, and the epistemological claim that this reality can be 

known objectively (Ramazanoglu & Holland 2002). Further, my research could be 

classified as a political project as ‘it intervenes in the negotiation of how gender is 

understood and thus the (re)production of gender relations’ (Alvesson & Billing 2009, p. 

10).  

Like other feminist scholars (Flax 1990; Ramazanoglu 1993; Ramazanoglu & Holland 

2002; Weedon 1987), I position my qualitative research in both Foucauldian and 

poststructural feminist fields as they provide a means to understand how ‘materially and 

socially’ (Kerfoot & Knights 1998, p. 7), gendered practices shape women’s and men’s 

careers in sport organisations. My methodological approach builds on Hoeber’s (2007) 
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suggestion that in sport organisations there are gaps between espoused and enacted 

values, meanings and practices. Further, I understand that ‘there are gaps between the 

‘gender we think’ and the ‘gender we do’ (Gherardi 1994, p. 591).  I explore how sport 

organisation employees explain and experience these gaps as they shape how gender is 

understood and enacted.  

My focus on exploring how gender can be practised unreflexively (Martin 2003, 2006) 

required me to think about the methodological approach I was going to draw on to ‘catch 

in action’ (Martin 2006, p. 269) the particularities of how gender is practised in sport 

organisations. Analysing gender as a practice is challenging, in part because the dynamics 

constructing and reproducing gender power relations can be ‘hidden and elusive’ 

(Alvesson & Billing 2002, p. 10). Poststructural feminist methodological ideas provided 

me with a pathway to reveal, interrogate and understand the hidden dimensions of 

gendered power. As Foucault (1981) suggests, ‘power is tolerable only on condition that 

it mask a substantial part of itself. Its [power’s] success is proportional to its ability to 

hide its own mechanisms’ (Foucault 1981 cited in Weedon 1987, p. 121).  

At the beginning stages of my research, and while preparing for my confirmation of 

candidature, I proposed a research project underpinned by the aim of enabling ‘women’s 

voices’ (Oakely 1998, p. 708) and their gendered experiences in sport workplaces to be 

made known. Methodological frameworks underpinned by ‘women’s voice perspectives’ 

are valuable as they ‘attempt to “speak out” for women’ (Simpson & Lewis 2005, p. 1256) 

and have acknowledged women’s ‘weak presence’ (p. 1257) in gender literature and 

theorising. However, it also became apparent to me that to disrupt and transform the 

taken-for-granted gendered practices differentially shaping women’s sport management 

careers, my research needed to achieve more than consciousness raising. At the core of 

my research was a desire to unearth and problematise women’s and men’s complex and 

multiple gendered experiences so that taken-for-granted gender normative practices and 

the power relations underpinning them could be challenged.  My methodological 

approach recognises that women and men experience gender differently. In sport 

organisations men and masculinities maintain a privileged position because they most 

often physically embody, and are symbolically and culturally representative of, the norm 

(Hoeber 2007). Thus, drawing on a poststructural feminist methodological framework 

enabled me to understand how in the study organisations common sense knowledge arises 

from ‘its claim to be natural, obvious and therefore true’ (Weedon 1987, p. 77).  
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I also extended my initial research approach as masculinities, like femininities, are 

multiple and contradictory (Collinson & Hearn 1996) and are differentially valued and 

devalued in sport organisations and ‘what counts as masculine … at any given moment 

is itself diverse’ (Kerfoot & Knight 1998, p. 12). My methodology emerged from an initial 

focus on researching women to gender and how it is practised so I could illuminate and 

understand the ‘messiness’ of sport organisational life (Shaw & Hoeber 2016, p. 259). 

Given that men and masculinities dominate key positions in sport organisations 

(Claringbould & Knoppers 2012), I was initially ambivalent about studying men’s 

experiences. Nonetheless, men’s subjectivities, their experiences and their interpretations 

of sport workplace practices became central to my understanding of women’s gendered 

sport career experiences, as they provide points of difference. Therefore, my 

methodological approach, in part, follows Shaw’s (2006b) suggestion that research which 

‘explicitly outlines men’s inclusion within gender relations’ can more usefully ‘challenge 

traditional conceptualisations of gender as a women’s issue’ (p. 528). 

4.2.1. Disrupting dominant gendered sport organisational meanings and 

practices 

To challenge dominant ideas requires a research process in which the overlapping of three 

tasks is enabled. These tasks are (1) obtaining ‘insights’, (2) developing ‘critiques’ and 

(3) formulating ‘transformative redefinitions’ (Alvesson & Deetz 2000, p. 18).  

Alvesson and Deetz (2000) described ‘insights’ as a process of ‘seeing into the various 

ways in which knowledge and the objective character of objects and events are formed 

and sustained’ (p. 18).  My research insight involved revealing the taken-for-granted, less 

visible and latent gendered discourses and practices affecting women’s and men’s sport 

management careers, and understanding that revealing them was ‘the best way to deal 

with the injustice implicit in current configurations of practices is to make it visible’ 

(Poggio 2006, p.  231).  

‘Critique’ is conceptualised by Alvesson and Deetz (2000) as counteracting the ‘dominant 

taken-for-granted goals, ideas, ideologies and discourses which put their imprints on 

management and organisational phenomena (p. 18). In this way, critique points to the 

value of understanding women’s and men’s everyday working and non-working lives. 

The third of Alvesson and Deetz (2000) constructs, ‘transformative redefinitions’, was 
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also relevant to my methodological approach as it entails obtaining results that provide 

‘managerially relevant knowledge and practical understandings that enable change and 

provide skills for new ways of operating’ (Alvesson & Deetz 2000, p. 21). Thus, a goal 

of my research was to renew discussions about gendered power relations, especially given 

the misguided understanding that gender inequity is no longer an issue in sport 

organisations (Fink 2016). 

4.2.2. Researcher reflexivity 

In this section I discuss how my position as researcher, knower and writer influenced how 

my research materials were collected, analysed and presented in a reflexive way. I, in part 

respond to claims by scholars such as Shaw and Hoeber (2016) who contend that ‘very 

few’ (p.261) sport scholars explicitly discuss their personal experiences and identities and 

how they contribute to research findings and outcomes. Reflexivity involves continuing 

‘self-awareness during the research process’ which makes ‘visible the practice and 

construction of knowledge within research … to produce more accurate analyses of our 

research’ (Pillow 2003, p. 178) and provide insights into ‘how this knowledge is 

produced’ (Pillow 2003, p. 178).  

The process of writing, and my position as author of this thesis, required reflexivity.  

Drawing on a poststructural conceptual and methodological framework legitimates the 

use of different ‘writing practices’ and ‘disruptions of old ways of researching’ 

(Rheeding-Jones 1997, p. 193). Calas and Smircich (1999) encourage poststructural 

researchers to challenge normative writing by adopting techniques in which texts are open 

to ‘multiple readings; to decentre authors as authority figures’ and to ‘open text to 

infinitude of meanings’ (p. 665). Writing in a way that highlighted my voice (Richardson 

2000) as researcher and PhD student, while not negating the voices of the interviewees, 

was one of the most challenging aspects of my PhD. However, this process formed an 

important part of my research development and can be understood through Sparkes’ 

(2000) suggestion that writing in itself is a method of enquiry: ‘it is a way of knowing – 

a method of discovery and analysis’ (p. 22). 

Writing my thesis in a way that was attentive to the multiple meanings interviewees drew 

on to describe their experiences of gendered sport workplace practices was challenging. 

While I did not have the opportunity to spend extensive periods of time with the people I 
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interviewed, I transcribed, read, reread and continuously referred back to interview 

transcripts to convey respondents’ experiences in ways that reflected the complexities of 

their gendered experiences. My writing practices were an integral part of how I analysed 

my research material. As Ellingson (2009) suggests, ‘qualitative research methods, 

analysis and writing intrinsically intertwine’ (p. 12). 

Positioning self as an active participant and voice through the thesis text is, in part, a small 

‘subversive’ act (Rhedding-Jones 1997, p. 202) that can challenge conventional academic 

and PhD writing conventions in which the author usually passively presents research 

findings and is removed from the text. I refer to this as a small subversive act because 

poststructural scholars are increasingly drawing on ‘evocative writing techniques’, such 

as ethnographic fiction, poetic representation and ethnographic drama (Richardson 2000, 

p. 11), which challenge objectified and objectifying writing techniques and offer 

additional ways of exploring and representing the complexities and ambiguities of 

people’s lived experiences (Ellingson 2009).  

Drawing on England’s (1994) suggestion that feminist researchers’ ‘positionality and 

biography’ (p. 80) directly affect field work and research findings, I describe myself as a 

researcher, academic and past sport manager. I am a healthy, thirty-six-year-old, white, 

educated and employed married woman with a young son. My subjectivities impact how 

I interpret my lived experiences and affect my analysis as ‘how knowledge is acquired, 

organized, and interpreted is relevant to what the claims are’ (Pillow 2003, p. 176).  

Having worked in the sport industry for five years, I could relate to the experiences 

managers and employees shared with me. As a female former sport manager I was able 

to develop a rapport with female participants. Berger (2013) acknowledges that researcher 

familiarity with the research ‘field’ may contribute to respondents being ‘more willing to 

share their experiences with a researcher whom they perceive as sympathetic’ and ‘more 

knowledgeable’ (p. 2). However, my understanding of other women’s experiences could 

bias my research approach. As a former sport manager, I do not necessarily have a special 

claim to know gender or other women’s experiences, as a researcher’s familiarity with 

participants’ experiences can also see participants withhold information that ‘they assume 

to be obvious to [a] researcher’ (Berger 2013, p. 6).  

A conversation which occurred after I conducted my initial fieldwork provided me with 

a context in which to reflect on how my position as researcher shaped my analysis and 
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discussion. During a work-related event I met one of the female managers I had 

interviewed from organisation A. During this impromptu meeting the female manager 

observed my pregnant appearance and congratulated me on my pregnancy. Following her 

congratulations, she described and wanted to discuss changes to her workplaces’ 

maternity leave policy. During our initial interview she did not discuss organisation A’s 

maternity and parental leave policies. During my initial interviews with other women 

from her organisation, they discussed the absence of a formal policy or paid maternity 

leave arrangements. However, the organisation had since developed formal maternity 

leave policies, including a paid maternity leave scheme. Although the policy was ratified 

and implemented, paid maternity leave provisions remained a heated policy issue as 

several male board members were strongly opposed to providing female employees with 

paid maternity leave despite a precedent being set by OrgA’s national governing body. 

The female manager thought that without the political influence of a highly respected 

female board member, who was also on a very high profile board in the finance sector, 

and the willingness of a pregnant female manager to advocate for women, the policy 

would not have been ratified.  

The significance of positioning myself within the research process was also reflected 

during my fieldwork. While undertaking interviews I was conscious of constructing a 

physical space where staff felt comfortable sharing their sensitive and private experiences 

in a way that would not identify or implicate them as individuals, or would not be 

detrimental to their careers. This was important as several women sought assurance that 

discussing their experiences would not identify them to their manager or colleagues.  

Initially, I was troubled by these issues and questioned the approach I had taken to 

informing participants about the way the research was to be undertaken and how the 

research information would be analysed and reported. I concluded that the process I used, 

and the information I provided, were appropriate given that participants were provided 

with a research information sheet and signed the consent form required by Griffith 

University. Further, as a matter of process, at the beginning of each interview I explained 

the consent form and the research information sheet. The process of assigning 

pseudonyms to participants also ensured their confidentiality. Griffith University ethics 

approval required that involvement in the study was voluntary and could be withdrawn at 

any time (see appendix 2).  
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As employees discussed their sport workplace experiences, I noticed that the experiences 

they shared were indeed sensitive. In one instance a CEO framed remarks regarding 

gender and sexuality by saying, ‘so as not to start a grass fire … this is off the record’, 

which it has remained. Thus, building trust was fundamental to undertaking my research 

because ‘unless a relationship of trust is developed, we can have no confidence that our 

research on women’s lives … represents what is significant to them’ (Acker, Barry & 

Esseveld 1991, p. 149).  

Of further note was an interview I conducted with a male CEO. Having previously been 

given a copy of the information sheet and consent form, the male CEO leant back with 

his arms folded and asked me, ‘So what is your research really about?’ I was quite nervous 

about the interview and his question significantly added to my anxieties. I replied by 

saying that I was exploring how sport organisation practices, in gendered ways, had 

implications for women’s and men’s careers. To which he then replied, ‘I’m nearly at the 

end of my career, I’m near retirement … I’m going to tell you what it’s really like’. These 

remarks underpin the challenges and limitations arising from interviewing processes, as 

respondents may provide superficial and cautious responses (Alvesson & Willmott 2003) 

and accounts of their organisational practices if they do not trust the interviewer. On the 

other hand, they will be more candid if they do trust the interviewer. 

While I positioned myself as listener and facilitator rather than a director of interviews, 

several staff actively invited my engagement and personal thoughts regarding their 

workplace experiences and their interpretations of these experiences. For example, when 

I asked Gavin (OrgA) if gender affected women’s and men’s sport career access 

opportunities differently he remarked that gender did not impact women’s careers 

because, ‘with due respect to you and your generation x label, confidence isn’t an issue 

for young women these days’. Catherine’s (OrgD) remarks also challenged my facilitator 

role: ‘I would suggest to you that there are not many men out there that want a lesbian as 

their mentor. I’m not sure if that is true or not but what do you [researcher] think of that?’ 

I responded by stating that a mentor’s sexuality would not personally influence my 

perceptions, but that I could not speak for others.   

Finally, some participants were initially reserved and/or somewhat abrasive when I 

interviewed them. For example, when I interviewed a senior female manager from OrgB, 

I asked her to reflect on her managerial approach by saying: ‘How would you describe 
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yourself as a manager? What is your managerial style?’ to which she replied, ‘Is there a 

[managerial] style? Is there?’. Further, when I asked how, as a senior female manager, 

she was perceived by her male peers and others, she responded by saying: ‘I have no 

idea’. Despite my asking further probing questions, she replied that ‘you would have to 

ask them [colleagues]’ and remarked that her long tenure with her organisation was 

testament to how people perceived her managerial approach.  

At other times, some of the women I interviewed commented that they ‘felt better’ having 

spoken to me about their experiences and light-heartedly invited me back so they could 

‘get things off their chest’. These women’s remarks underscore the sociality of 

interviewing and England’s (1994) suggestion that women often thought that their 

involvement in research interviews was ‘cathartic’ (p. 85).  Thus, women’s involvement 

in feminist research was conceptualised by England (1994) as an important opportunity 

for them ‘to reflect on and re-evaluate their life experiences’ (p. 85) in ways that they had 

previously been unable to do. While conceptualising research in this way, she also thought 

that field work can be intrusive, and that as feminist researchers we must be sensitive to 

these intrusions and conduct our research with integrity to protect as best we can the 

participants’ vulnerabilities. 

4.3. Research methods 

In this section I discuss the methods I have used to collect my research information. First, 

I discuss how and why I have used a case study approach. Scholarship on case study 

research has proposed numerous ways to define a case study (VanWynsberghe & Khan 

2007). I draw on Yin (2003) and Creswell’s (2002) definitions of a case study as an 

‘empirical enquiry’ (Yin 2003, p. 13) enabling an ‘in-depth understanding of a “case” or 

bounded system’ (Creswell 2002, p. 61).  

I also draw on Yin’s (2003) suggestion that ‘a case study investigates a contemporary 

phenomenon within its real-life context, especially when the boundaries between 

phenomenon and context are not clearly evident’ (p. 13).  Yin’s (2003) approach reflects 

my aim to understand and problematise how gender intersections within and between the 

socio-historical and sport organisation contexts affect the ‘social and material realities’ 

(Davis 2008, p. 71) of women’s and men’s work lives.  
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4.3.1. Case study approach 

I utilised a multiple case study approach for three reasons. First, this approach is suitable 

for researching complex settings as it ‘advances the concept that complex settings cannot 

be reduced to single cause and effect relationships’ (VanWynsberghe & Khan 2007, p. 

84). Second, with its focus on multiple sources and methods of analysis, a case study 

approach enabled me to develop an in-depth picture of the case organisations’ cultural 

practices. Finally, by drawing on a multi-case approach, I gathered a volume and depth 

of information that enabled me to compare and contrast women’s and men’s experiences 

both within and across the four case organisations. While there is little consensus 

regarding the appropriate number of cases to investigate in one study, Stake (2006) 

suggests that the optimum number of cases for one piece of research is between four and 

fifteen, as this number of cases enables interactivity between the cases to be uncovered. 

During the time I spent in the case organisations conducting interviews and compiling 

field notes, I was provided with rich insights that helped me to understand the material 

and social contexts in which organisational practices were enacted. These contexts are 

not typically open to public scrutiny (Flyvbjerg 2006). I was invited to eat lunch with 

employees; I sat in staff lunch rooms and at ‘lunch benches’. I observed informal 

interactions between personnel. I noticed how lunch benches, tearooms and similar spaces 

were significant contexts in which informal gendered discourses and practices played out 

and differentially shaped women’s and men’s daily workplace experiences. I completed 

interviews while sport events were being conducted and was privy on occasion to staff 

meetings which further contributed to my understanding of the case organisations’ 

practices.  

While in these spaces, I engaged in a process of informal observational research. This 

was my preferred approach because unobtrusive research methods do not disrupt the 

social environment (Gratton & Jones 2004). As there are limitations which prevent the 

researcher from obtaining a full understanding of the complexity of the case study 

organisation context through what people say, observation can be useful (Patton 2002). 

This level of understanding links with Yin’s (2003) suggestion that observation is a 

valuable complementary research method where the particularity and complexity of a 

case is of central importance. 
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4.3.2. Case selection and recruiting participants 

My selection of cases was purposive, as the logic of this sampling approach ‘lies in 

information rich cases for in-depth study’ (Patton 2005, p. 2). In case study design the 

use of traditional sampling logic is misplaced (Yin 2003) and sampling should aim at 

gaining insight into the phenomena rather than being empirically generalisable (Patton 

2002). In keeping with poststructural feminist theorising, I recognise that the information 

collected through a case study methodology is only partial and is situated in terms of time 

and place and the context of the specific case organisations selected. 

I used several criteria to select the organisations and individuals involved in my study. 

First, I chose national and state sport organisations with broad functions and 

responsibilities relevant to ‘sport governance, development and policy formation’ (Smith 

& Shilbury 2004, p. 144). There were similarities and differences between the functions 

of the case study organisations. They all received the majority of their funding from 

government. This, together with their similar structures and activities meant that there 

were commonalities relevant to governance protocols, policy directions, funding and 

financial arrangements. There was also diversity across the case organisations, including 

the sports they managed. I also selected a state government department with a directive 

for sport funding and planning for further diversity of representation across the case 

organisations to contrast with the single sport, non-government organisations.  

As the first step in selecting the case organisations, I used the Australian Sport 

Commission (ASC) website to locate information about national and state sport 

governing bodies, their key personnel and their contact details. After this search I sent 

correspondence to the human resource manager, general manager or CEO of ten possible 

organisations to be examined. I received favourable replies from four sport organisations, 

which agreed to be involved. These became the four case organisations that I studied. I 

also received two formal responses indicating that the organisation was not willing to 

participate. In the remainder of cases I did not receive any return correspondence. While 

I expected that gaining access to national sporting organisations (NSOs) and state sport 

organisations (SSOs) would be challenging, I experienced greater difficulties than I 

initially anticipated.  
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In Chapters 5 and 7, I provide a detailed discussion of each case organisation’s past and 

present contexts.  Reflecting the confidentiality conditions of my Griffith University 

ethics and individuals interviewed are not identified. 

4.3.3. Interview processes 

Interviewees were initially contacted via email regarding their willingness to participate 

in a 45–60-minute interview. This email was sent on my behalf through each of the 

organisation’s HR manager, General manager or CEO. In one instance a senior manager 

from OrgC sent email correspondence inviting personnel to participate in the study, 

although she was not willing to participate in a formal interview. When concluding 

interviews, I asked participants to suggest colleagues who might participate in my study. 

Using this snowballing approach meant that several staff who had not previously 

confirmed their availability sent correspondence indicating their willingness to 

participate. There were also two occasions in OrgC where staff suggested colleagues who 

might be willing to participate in my study. However, when I sent email correspondence 

inviting their involvement they subsequently declined.  

I purposefully interviewed staff from different hierarchical levels, and departmental and 

positional areas. I interviewed senior and middle managers because of their positional and 

agenda-setting power and their contribution to constructing the shared and normative 

values informing sport organisational policies and practices (Hoeber & Frisby 2001; 

Hoeber 2008; Knoppers & Anthonissen 2008). I also interviewed both men and women 

as Rao, Stuart and Kelleher (1999) observed that organisations are gendered, and what is 

not important to men may be important to women. 

Although interviewing managers was essential for answering my research questions, the 

interviews I undertook with supervisory staff, coordinators and personnel working in 

entry level and coordinator level positions were equally important. Consequently, through 

my findings and discussion chapters I ensured that both managerial and employee 

experiences of gendered sport workplace practices were adequately, fairly and textually 

represented. My approach in part resonates with my initial research interest in enabling 

women’s voices to be heard by policy makers and sport organisation managers 

responsible for enacting gender equity and associated policy frameworks. Reflecting my 

study’s Foucauldian poststructural feminist approach I understand that including multiple 
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voices, especially the voices of employees who occupy entry level positions, can assist 

with disrupting the status quo and illuminating and understanding the taken-for-granted 

gender power relations shaping women’s and men’s sport management careers. As 

Foucault (1980c) remarked, in order to understand power’s complex techniques and 

procedures, ‘one must conduct an ascending analysis of power’ (italics in original p. 99).      

While making decisions on how to frame and present interviewees’ descriptions of their 

experiences, I was mindful of constructing a space where I was ‘honouring’ the specificity 

of interviewees’ experiences in their own ‘voices’ (Jansen & Davis 1998, p. 289). My 

approach responds to Martin’s (2002) criticism of researchers who emphasise the 

experiences of senior managers, as this approach can reinforce the belief that managers’ 

experiences reflect the experiences of other employees. Research which overlooks ‘the 

voices of those who lack status and power’ can ‘reinforce’ rather than challenge ‘existing 

power relations’ (Hoeber 2008, p. 60) as ‘the interests of a few’ can be inaccurately 

‘presented as the reality of many’ (Calas & Smircich 1999, p. 665).    

4.3.4. Semi-structured interviewing  

I used a semi-structured interview schedule so that participants were asked common 

questions (see appendix 3). However, the order in which I asked questions and my 

approach varied and was led by participants’ responses. My interest in understanding the 

sport careers and personal biographies of female and male personnel meant their diverse 

experiences, rather than a rigidly scripted interview schedule, guided interviews. This 

flexible approach provided me with an opportunity to ask further questions in response to 

the particularities of individual managers’ and employees’ experiences, and it links with 

Alvesson and Billing’s (2009) suggestion that methodologically ‘complex … issues are 

difficult to grasp through standardized questions’ (p. 10). 

To open the interviews, I initially adopted a story-telling approach. I encouraged staff to 

tell me how they ‘got here’ to open up discussions about their current positions in the 

context of their sport careers. I also used this initial stage of the interview to build rapport, 

and to begin to elicit information about how women and men experienced accessing and 

developing their sport management careers. The next phase of the interview was 

conducted using a semi-structured style that focused on set topics. These topics were 

developed with an emphasis on exploring women’s and men’s experiences of workplace 
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practices such as hiring and promotion. I also asked staff to reflect on their informal 

interactions with colleagues and organisational stakeholders, and how these interactions 

affected their careers. 

Senior and middle managers and employees from four Australian sport organisations 

participated in the study. To ensure participants and organisations’ confidentiality these 

are described in the discussion chapters as OrgA, OrgB, OrgC and OrgD. The 

participating organisations included one national and two state sport organisations and 

one state government department. Organisation C was the only organisation with 100 or 

more employees. Organisations A, B and D employed between 30 and 70 employees. In 

total I interviewed 48 employees from the four case organisations (refer to appendix 4) 

which outlines the number of participants interviewed from each case organisation). Of 

the staff I interviewed, 26 were appointed to either a senior or a middle managerial 

position. In addition to completing the initial 48 interviews, I also conducted 11 follow-

up interviews with staff, four of whom had recently been appointed to managerial 

positions or positions with new or additional tasks and delegated responsibilities. At the 

time of the initial interviews, these participants found it challenging to speak of their 

experiences. For example, one manager was appointed to her new position hours prior to 

our interview. Accordingly, I requested the opportunity to re-contact these interviewees. 

The remaining six follow-up interviews were principally undertaken so that I could clarify 

interpretations and experiences discussed during an initial interview. In one instance I 

conducted a follow-up interview because the initial interview was cut short due to the 

participant’s work responsibilities.   

The senior sport managers interviewed typically occupied positions with the formal titles: 

‘general manager’, ‘senior manager’ and ‘CEO’. Occupying a position with one of these 

titles was, in part, illustrative of a person’s formal status and positional power (Hoeber 

2007; Sibson 2010). Several staff also used informal nicknames to refer to senior staff. 

Informal names included: ‘the director, ‘the bosses’, ‘my boss’, ‘the boss-like positions’, 

‘the big man himself’ or in one case ‘the professor’.  

Since positional titles differed across the case organisations, throughout the following 

chapters I use the titles ‘senior manager’ and ‘executive director’ interchangeably. In 

contrast, I created a conceptual distinction between senior managers’ and middle 

managers’ roles. This difference was reflected in the case organisations’ charts and 
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internal designations. While it can be challenging to delineate management levels (Billing 

& Alvesson 1994), unlike their senior managerial counterparts, middle managers 

generally possessed a lower degree of responsibility and decision-making autonomy and 

were usually not responsible for staff supervision. Senior sport managers are key figures 

influencing workplace practices (Knoppers 2015; Knoppers & Anthonissen 2005). 

Typically, they are ‘answerable’ to ‘boards’ (Gavin OrgA), ‘councils’ and ‘commissions’ 

(Louise OrgD). For example, sport organisation structures meant that ‘the CEO reports 

and works with the board hand in hand. The upper management are answerable to the 

board as well’ (John OrgA).   

The semi-structured nature of interviews allowed me to develop thick descriptions 

(Ponterotto 2006) of women’s and men’s sport management career experiences. While 

these descriptions were valuable, they meant that I found it difficult to analyse the 

transcripts of their interviews in ways that adequately reflected the multiplicity and 

diversity of their experiences. All of the interviews I conducted were audio recorded. I 

transcribed each audio recording verbatim and then saved each interview as a separate 

Word document.  

Transcription of interviews became a fundamental component of my analysis. While 

transcribing audio files I was also conducting interviews. These simultaneous processes 

informed the development of my interview questions. As I conducted interviews, I felt 

more comfortable asking probing questions. Accordingly, I increasingly encouraged 

employees to direct their interviews. By doing so, I was able to elicit more in-depth 

descriptions and interpretations regarding the implications of organisational practices. 

Allowing employees to ‘take a lead in deciding what to talk about’ (Acker, Barry & 

Esseveld 1999, p. 68) meant that I came to uncover how practices, such as informal 

socialising, friendships, humour and dress, differentially shaped women’s and men’s 

sport management careers.  

I typically conducted interviews at the case organisations’ offices; in each instance I was 

provided with a private office space to complete interviews. Conducting interviews in 

these contexts enabled me to make detailed observations and field notes which further 

informed my analysis of organisational practices. I also conducted interviews, as enabled 

through my ethics protocol, via phone. These telephone interviews were only undertaken 

in two instances, once because a staff member was away on the days made available for 
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me to interview them. In the other instance the managers’ office was in a location that 

was not feasible to visit, due to geographical distance and travel costs.  

4.4. Document analysis 

In addition to interviewing staff, I conducted a document analysis as I was also concerned 

with exploring the relationship between managers’ experiences and interpretations of 

recruitment and selection, promotion and retention practices and the values, policies and 

practices underpinning these formal policies and practices. Principally, these 

organisational policies were available in the public domain via the case organisations’ 

websites.  The case organisations’ annual reports informed my discussion of sport 

workplace policies and practices. Strategic planning documents and reports, employee 

codes of conduct and associated documentation also available in the public domain, 

informed my understanding of the case organisations’ contexts, cultures and associated 

institutional practices.  

Prior to gaining research access to the case organisations and conducting interviews, 

reading the organisational documents enabled me to develop an understanding of the 

organisations’ primary activities and current policies and practices which, in part, 

informed my interview questions and approach. For example, in respect to OrgC, my 

preliminary analysis of formal policy documents found that, as a state government 

department, a robust policy framework clearly directed how recruitment and selection, 

and promotion and retention processes and practices should be enacted. In contrast this 

was not the case in OrgA, OrgB and OrgD, where there were fewer formal policies 

outlining human resource management practices such as employee promotion and 

retention.     

Document analysis can corroborate or contradict information from other sources (Punch 

1998). Documents can assist by contextualising the immediate natural and detailed 

behaviours of participants and shed light on the cultural context of that behaviour. For 

example, and referring to Benschop and Meihuizen’s (2002) analysis of gender in 

financial annual reports, I comprehend that annual reports are ‘social constructs’ that 

provided me with a further perspective for exploring how gendered organisational 

practices are contested and reproduced. Thus, ‘viewing annual reports as social constructs 
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is to see them as … value-laden rather than as unproblematic’ abstracted and objectified 

accounts (Benschop & Meihuizen 2002, p. 614).  

My analysis of the case organisations’ employee codes of conduct also provided me with 

context and background information relevant to the case organisations’ formally espoused 

values and beliefs. Codes of conduct are influential policies, as all employees are 

signatories to these documents and they formally outline behavioural expectations. 

Accordingly, understanding the values of sport organisations through formal codes of 

conduct is key to framing how sport employees experience their workplaces (Shaw & 

Allen 2009), how they interpret organisational values, and their daily workplace 

behaviours and practices.  For example, employees in each of the case organisations were 

required to demonstrate an understanding of a code of conduct and member protection 

policy (MPP) (refer to appendix 5), as part of their formal induction protocols. The 

principles and values underpinning employee codes of conduct and MPP’s typically 

included respecting the rights of others, and constructing a workplace culture free from 

discrimination and harassment so that all employees were treated equally regardless of 

their gender, ethnic origin or religious beliefs.   

I also retrieved documents relevant to governmental policy and employment legislation. 

By analysing employment legislation, ASC policies and associated documents I informed 

my approach to understanding current and future policy directions and identified how 

policy discourse intersects with and informs organisational practices, often in multiple 

and contradictory ways. As Foucault suggests through his work Discipline and Punish 

(1979), the role of the state in liberal democracies is to provide the conditions for the 

exercising of individual freedoms. However, the state can exercise control over these 

freedoms through narrowly defined legal and policy discourses ‘which are blind to the 

deep … inequality between individuals’ (Weedon 1987, p. 121).  

In light of the state’s influence and my analytical interest in understanding how 

legislation, policy and practice intersect and influence sport organisation practices, I have 

included a discussion of how political policies, declarations and frameworks have shaped 

the development and implementation of gender equity-related policy frameworks in 

relation to the management and administration of Australian sport (refer to appendix 1).   

Document analysis is a technique not without criticism. Documents are written for a 

purpose and have particular audiences in mind. Gratton and Jones (2004) warn 
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researchers not to unquestioningly use data from sources without critically assessing the 

validity of such data (p. 172). Consequently, I critically approached the content of the 

documents I have drawn on to support my thinking. Table 4.1 below summarises the 

document types, collection techniques and types of information found in these sources. 

Table 4.1: Document types and sources 

Document Type Collection Technique Information 

Current & previous annual 

reports of case study 

organisation 

Available electronically in the 

public domain 

a. general context information  

b. organisational policies & 

strategic priorities 

c. source of historical, 

longitudinal information 

relevant to the organisation  

Sport organisations’ websites 

& associated links 

Available electronically in the 

public domain 

a. contextual information  

b. affiliate/associate 

information 

c. media & e-publications 

d. job advertisements 

e. member protection policies 

& associated documentation 

Official organisational policy 

documents 

Available electronically in the 

public domain or 

approved/supplied by senior 

management 

a. HR & associated formal 

policies. 

b. strategic & operational plans 

Employment legislation (copies 

of current & past legislative 

acts) 

Available electronically in the 

public domain 

Legislative content relevant to 

employee: recruitment & 

selection, promotion & 

retention practices. 

 

4.4.1. Ethical considerations  

I engaged in a process of ethical review in accordance with Griffith University’s ethics 

protocols. The review process required me to detail my research approach, provide 

indicative research questions and interview checklists, and provide research participation 

information sheets and informed consent protocols and documentation (refer to appendix 

4).  

While a university requirement, the process of ethical review and the granting of 

permission to conduct my research were foundational to my approach to collecting, 

analysing and reporting my research findings. As I wanted to explore and understand 

women’s and men’s gendered experiences I was cognisant that discussing their careers 
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and associated experiences might unearth sensitive information related to their 

workplaces, managers and colleagues. In respect to defining sensitive research Lee (1993) 

contends that socially sensitive research involves studies where there is a ‘level of threat 

or risk’ to those studied (p. 4).   

I understand that research is sensitive when there is the potential of bringing to light 

previously hidden or unwelcome information, behaviours and practices. Consequently, I 

have de-identified managers’ and employees’ accounts and the sport organisations they 

work for. At the same time, I have presented my findings in a way that ensures that both 

the women’s and men’s experiences are communicated through their voices by limiting 

the use of paraphrasing when presenting their experiences and interpretations.  

While these practices contributed to reducing the misrepresentation of participants’ 

experiences and interpretations of their working lives, and further contributed to 

strengthening the development of reciprocal research alliances (Reid & Frisby 2008) 

between myself and sport organisation managers and employees, I am also conscious that 

I have inevitably mediated their voices because I have chosen what quotes to include, 

how they were analysed,  and how they were weaved throughout my research findings 

and discussion chapters. 

4.4.2. Research validity and reliability  

In this section I discuss issues of validity and reliability as they relate to qualitative and 

feminist poststructural research. While critique and evaluation of all research is necessary 

(Long & Johnson 2000; Rolfe 2006), feminist qualitative research cannot be adequately 

evaluated on the basis of validity and reliability alone (Ramazanoglu & Holland 2002). 

Rather, soundness, truthfulness and trustworthiness are perhaps more appropriate 

constructs to appraise the usefulness and value of my research. There are arguments 

regarding the usefulness of drawing on positivist validity criteria for qualitative research 

studies, the establishment of validity criteria that are distinct and separate from those 

adopted in quantitative research, and the rejection of the value of all predetermined 

criteria (Rolfe 2006). As Ramazanoglu and Holland (2002) remarked, feminist 

researchers can use different rules for ‘establishing what counts as true, or [they] can 

regard valid knowledge as impossible’ through the conception that ‘connections between 

knowledge and an independent reality cannot be specified’ (italics in original p. 13).  
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Making my researcher position visible and drawing on reflexive methodologies has 

contributed to the soundness and truthfulness of my research. Central to my 

methodological approach was an acknowledgment of the way my position as researcher 

influenced the research questions I asked, the information I collected and analysed, and 

consequently how, as a researcher, I interpreted how knowledge concerning women’s and 

men’s gendered sport workplace experiences and interpretations are framed, presented 

and understood. By acknowledging my research position, I am cognisant that I have made 

decisions about whose experiences, interpretations and meanings are presented through 

my thesis, even though I presented, in the form of verbatim quotes, women’s and men’s 

descriptions of their experiences.  

Further, I have drawn on other research information to support and contradict the 

interviewees’ experiences and interpretations. Organisational policy statements, annual 

reports and strategic plans, while similarly open to interpretation, have been carefully 

read, reread and analysed. For example, as a woman without children at the time of the 

interviews, I could not necessarily relate to how women with children experienced and 

interpreted the ways in which their mothering and associated care responsibilities affected 

their career development. However, being reflexive about my researcher position and 

participants’ multiple and nuanced experiences while analysing and reporting my 

research findings assisted me in being ‘alert’ to ‘unconscious editing’, which better 

enabled my ‘engagement with the data and more in-depth comprehensive analysis of it’ 

(Berger 2013, p. 3).  

The truthfulness of my research was also confirmed through peer debriefing. The 

debriefing process typically occurred with my supervisors and through peer reviewed 

paper presentations at research conferences. Supervisory meetings provided me with an 

opportunity to discuss my emerging thoughts, themes and findings and at times reanalyse 

my data. I concurrently conducted interviews, transcribed previous interviews and 

conducted preliminary analysis. Accordingly, reviewing and discussing the raw interview 

transcripts and receiving feedback on my preliminary findings meant my supervisors 

encouraged me to explore additional and alternative explanations and meanings 

throughout the data collection and analysis processes.  

Presenting my preliminary findings at academic sport management and management 

conferences also provided me with a context in which my methodological approach and 
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research findings were discussed, clarified and challenged. Interested audience members 

confirmed the potential importance of my research in challenging the widely held belief 

that gender and other inequities in sport organisations are not a concern. The gender and 

diversity streams where I presented my research were dominated by female presenters 

and audiences. Only a few men participated in intellectual or practical discussions 

relevant to the issues of the papers addressed in these sessions. 

During the course of my research, I participated in a mixed disciplinary PhD research and 

writing group at my place of employment and on a fortnightly basis I met with two other 

female colleagues who were completing their PhD research. These meetings proved 

especially valuable as they were an opportunity to share, discuss and question the 

approaches we were using to collect and analyse our research, and later how we were 

framing and presenting our research findings and conclusions. 

4.5. Analysis  

I have drawn on an inductive analytical technique to analyse my data for three main 

reasons. Firstly, inductive approaches encourage findings that emerge from the ‘frequent, 

dominant or significant themes inherent in raw data’ (Thomas 2006, p. 238). It is these 

themes, rather than the precise number of managers and employees who experienced or 

interpreted gendered practices, that are central to a method and methodology situated 

within a poststructural framework. I acknowledge the tensions between interpretivist 

method/thematic analysis and a poststructural framework that is concerned with 

discourse. In combining these approaches, my analysis does not fully embrace the 

ontological assumptions that decentre the humanist subject. While I theoretically frame 

my approach to power in a Foucaldian sense, I do not examine how it works discursively 

in the complete sense because a humanist subject is presumed. Although scholars 

(Berbary 2015, 2017; Fullagar 2017; MacLure 2013) have problematised the limitations 

of interpretative methodological and analytical approaches, I reject a fixed and static 

hierarchical logic of representation that conventional practices of interpretation and 

analysis can reinforce.  For example, I draw threads together through my analysis in order 

to move beyond liberal feminist perspectives. My poststructural feminist framework and 

Foucaldian exploration of the practices and effects of gendered power relations allow me 

to reveal and understand women’s and men’s interpretations of their gendered sport 
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management career experiences so that they can be challenged and envisaged in different 

and more equitable ways.  

My second reason for adopting an inductive analytical technique is that this approach 

marries with my study’s poststructural theoretical framework and Weedon’s (1987) 

acknowledgement that any analysis of power and discourse ‘denies the analyst … the 

security of knowing in advance how to read and measure power’ (p. 114). My third reason 

was that a deductive analytical approach centres on legitimating or disproving existing 

theoretical understandings (Thomas 2006) and, as such, would have clashed with my 

study’s theoretical and methodological approach. 

Analysing my data was a time-consuming, challenging and emergent undertaking. The 

first phase of my analysis involved carefully listening to and transcribing interviews. 

During this process and during the interview collection phase, I maintained detailed notes. 

I noticed both disparate and similar experiences of employees within and between the 

four different case organisations. These varied experiences and interpretations greatly 

contributed to the richness of the research information I collected. However, the 

complexities emerging from my preliminary analysis also highlighted the challenges I 

experienced in understanding and presenting the plurality of women’s and men’s 

gendered experiences and interpretations of the case organisations’ recruitment and 

selection, promotion and retention practices. 

As part of the initial process of organising and coding the interview transcripts, I printed 

each transcript and grouped transcripts by case organisation. Within the four case 

organisations I created two categories: (a) manager interviews and (b) employee 

interviews. I then replicated this process electronically using NVivo by creating folders 

and sub-folders in which I grouped the interview material.  After creating an NVivo 

project, uploading interview sources and creating the initial nodes, formal and informal 

sport workplace practices, I read through each transcript, first making notations regarding 

how managers and employees described, experienced and interpreted their organisation’s 

context and culture. At this point, my reflections and notes, first recorded on different 

coloured post-it-notes and later in electronic memos in NVivo, were descriptive. Yet this 

preliminary analysis enabled me to begin to conceptualise and situate the case study 

organisations’ contexts and discover the intersections within and between these contexts 

and managers’ and employees’ experiences in accessing and developing their sport 
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management careers. My written field notes and interview observations further 

contributed to this aspect of my thinking and preliminary analysis. 

Having engaged in the process of listening, re-listening and transcribing, I then used the 

NVivo (versions 9 and 10) qualitative software program to develop a coding framework. 

Using NVivo also allowed me to further familiarise myself with my research material. 

Through this process I read transcripts by drawing on key words and phrases to develop 

category/node labels. Having developed these nodes, I then established a description of 

each category.  

Returning to the processes I used to code interview transcripts, and in an effort to make 

this process of analysis transparent, I used overarching codes/nodes of formal and 

informal practices to conceptually differentiate between managers’ and employees’ 

gendered workplace experiences. My analysis of formal practices is drawn from both the 

written policies and transcripts from interviews with managers. I define formal/official 

sport organisation practices as formalised and written policies and procedures (Ely & 

Meyerson 2000a). My analysis of informal/unofficial practices is informed by themes I 

identified from interviewees who were not appointed to managerial positions or formally 

involved in managerial work. I conceptualised employees’ experiences as enacted 

(Hoeber 2007, 2008), unofficial and informal sport organisation practices (Shaw & Slack 

2002). 

In addition to formal and informal practices, I then established two further sub-

themes/nodes which related to the practices mostly identified by personnel as impacting 

their sport management careers in gendered ways. Although there were multiple formal 

and informal practices that shaped women’s and men’s careers, overwhelmingly 

interviewees discussed how gendered recruitment and selection, promotion and retention 

practices impacted their sport career access opportunities and, once appointed to a job 

role and work tasks, how they were treated. As a consequence, these and associated 

themes are not representative of exhaustive or exclusive categories, but to my approach 

to organising, managing and analysing managers’ and employees’ gendered sport 

management career experiences. 

Reflecting my study’s poststructural theoretical framework, I recognise that managers 

and employees, and the relations between them, are not separate and distinct. Rather, the 

relations and practices of managers and employees are mutually constituting and co-
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produced. Consequently, these broad categories allowed me to initially organise and 

begin to make sense of the significant volume of research information I had collected. 

Moving from these broad categories I then developed a series of codes/nodes relevant to 

formal and informal recruitment and selection, promotion and retention practices. I began 

by reading the transcripts of interviews with managers, who discussed their recruitment 

and selection experiences and the practices they enacted to recruit and appoint staff. I 

labelled these descriptions ‘formal sport organisation recruitment and selection practices’. 

I initially looked for similarities in these managers’ experiences and interpretations which 

I finally coded and labelled as: neutralising, rationalising and legitimising gendered hiring 

practices. The development of these labels and codes was not a linear process. Rather, I 

found that a process of reading transcripts, creating memos, and then re-reading 

transcripts contributed to my developing these final nodes. 

Once I completed this processes of reading, memo development and node creation, I then 

reflected on and examined employees’ experiences and interpretations of their 

organisations’ hiring policies and practices. Conducting my analysis in this way enabled 

me to consider what I referred to as ambiguities, tensions and gaps between managers’ 

interpretations and women’s and men’s experiences of the practices enacted to recruit and 

appoint staff. From a poststructural methodological perspective, the tensions and gaps 

(Hoeber 2007, 2008) between managers’ and employees’ experiences and interpretations 

enabled me to explore competing discourses and knowledge claims and how these 

knowledge claims differentially and inequitably shaped women’s and men’s sport 

management careers. Managers’ and employees’ multiple and competing descriptions 

and interpretations presented several challenges as I explored and analysed interview 

transcripts electronically and manually. 

I used the label ‘employee experiences of informal recruitment and selection practices’ 

to broadly organise my analysis of women’s and men’s hiring experiences. As with my 

reading of managers’ experiences and interpretations, I first looked for similar and 

recurrent words and phrases through, in this case, employees’ descriptions of their 

experiences and interpretations. While I initially looked for similarities I also explored 

the differences in women’s and men’s descriptions of their experiences. Again, I read and 

reread the transcripts, searching for recurrent interpretations of these gendered 

differences.  
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I then repeated the aforementioned process by analysing in the next instance managers’ 

and then employees’ experiences of formal and informal promotion and retention 

practices to understand how these gendered practices shaped women’s and men’s sport 

management career trajectories. I used the construct ‘career trajectories’ (Alvesson & 

Billing 2009, p. 147), because of the disparate meanings employees attached to their 

career development and success. For example, while reading and re-reading interview 

transcripts I found that managers’ experiences and interpretations typically constructed 

career success in terms of hierarchical mobility (Baruch 2004) -that is, an employee’s 

ability to progress upward to managerial and senior managerial appointments. Despite the 

dominance of the metaphor of climbing a career ladder to the top, this was not the way 

many employees constructed their career success.  

Through my initial analysis I framed promotion and retention as two separate analytical 

categories. However, I found it problematic to examine the case organisations’ practices 

in this way, in part because organisational policies and managers’ experiences and 

interpretations of these policies and associated practices constructed promotion and 

retention as related practices. For example, promotion and retention policies 

simultaneously affirmed commitments to providing personnel with ‘meaningful jobs’ and 

‘ongoing training, development and educational opportunities’ (OrgA). Thus, it is ‘not a 

single practice but configurations of these practices’ (Knoppers & Anthonissen 2008, p. 

101) that constructed women’s and men’s gendered sport career trajectories.  

Given the significant interview descriptions collected, I first analysed each case 

organisation separately. Having analysed the interview transcripts in this way, the next 

stage of my analysis involved manually searching for similarities and differences across 

the case study organisations. Through each of the four findings and discussion chapters I 

have included a detailed table outlining the labels/codes, nodes and sub-nodes I have used 

to organise and analyse my research data/information. 

While using NVivo software formed an important part of my analysis, I experienced 

challenges and difficulties approaching my research material from this framework which 

I next discuss. 
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4.5.1. Analysis: challenges and difficulties 

Managers’ and employees’ multiple and competing descriptions and interpretations 

presented several challenges as I explored and analysed interview transcripts 

electronically. Although the NVivo program provided me with an electronic platform to 

locate and search the contents of formal sport organisation policy documents and 

interview transcripts, its functionality and usefulness was limited. For example, while the 

program’s search and associated functions allowed me to examine the frequency of use 

of terms such as ‘recruitment’ and ‘selection’, and then ‘promotion’ and ‘retention’ to 

gain an overall impression of the case organisations’ practices, this function did not 

account for the nuanced ways managers and employees discussed accessing and 

developing their careers, which was a central focus of my research. For instance, my 

manual analysis of transcripts revealed that while discussing the formal policies, 

processes and practices they used to recruit and appoint staff, managers frequently used 

words and phrases such as ‘professionalism’ and ‘professionalised frameworks’.  

My manual reading and coding of transcripts also revealed that other managers used 

phrases such as ‘corporatisation’ and discussed professionalised hiring processes in the 

context of organisational growth. In further instances managers used more nuanced 

descriptions and metaphors such as, ‘they have started to appoint people … that have … 

serious business backgrounds and ‘we have … thrown those rules out the window’ to 

discuss the implementation of formalised and professionalised processes and practices 

which have challenged past gendered hiring decisions and promotion outcomes. 

Accordingly, I found that my manual searches of the interview transcripts allowed me to 

better capture the variety of ways personnel discussed these and other organisational 

practices than did using the query functions within NVivo and recording each use of a 

particular phrase. I typically maintained these themes as memos so that I could then 

consider links between word searches as discussed above, and I then conceptualised how 

these experiences were linked and intersected both within and across the case study 

contexts in more nuanced and complex ways.  

Although using NVivo contributed to the transparency of my analysis processes and the 

validity of my results by ensuring that all instances of a particular usage were found, I 

understand that ‘this searching needs to be married with manual scrutiny techniques so 

that the data are … thoroughly interrogated’ (Welsh 2002, p. 7), which I have done.  
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While my review of the literature, interview transcripts, formal organisation documents, 

field notes and informal observations informed my research questions, I did not 

triangulate the data. As Atkinson and Coffey (2002) note, triangulation assumes a 

measurable standard across qualitative research methods. As a result, this approach would 

have been inadequate in the context of my research. My data did, however, lend itself to 

crystallisation as a part of my coding process (Richardson 2000). In drawing on multiple 

information sources such as interview transcripts, policy documents, and the content of 

legislative acts, I comprehend that no one text or source of information offers up truth. 

Rather, crystallisation enables me to find a balance between ‘claims of truth [and a] 

recognition of the intersubjective nature of all knowledge claims’ (Ellingson 2009, p. 14).  

4.6. Methodology chapter overview 

In this chapter I have discussed the methodological considerations guiding my response 

to answer my main research question:  

How do women and men in sport organisations interpret the effects of gendered 

practices on their career trajectories? 

To address this question I was guided by two subsidiary research questions: 

a. How do managers’ experiences and interpretations of legislative and 

policy frameworks influence the development and implementation of 

formal gender policies and practices in sport workplaces? 

b. How do women and men interpret the influence of informal sport 

organisation practices and interactional dynamics on their careers? 

I discussed how drawing on reflexive methodologies, feminist research approaches and 

Foucauldian ideals enabled me to collect, interpret and frame my collection and analysis 

of data. In the next chapters I present my research findings and discussion. I draw ‘partial’ 

conclusions (Richardson 2000, p. 8) relevant to how, in gendered ways, formal and 

informal recruitment and selection, promotion and retention practices differentially and 

inequitably shape women’s and men’s careers in an effort to unearth, problematise and 

understand gendered power relations in the case organisations. 
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Chapter 5: Research Findings and Discussion 

5.1. Introduction 

I present my research findings and discussion across five chapters in order to capture in 

detail the different formal and informal sport organisation practices that shape women’s 

and men’s sport management careers. Each chapter focuses on a different aspect of sport 

organisation HR practices. The decision to structure the findings and discussion across 

separate, although interconnected chapters, arose from my analysis of organisational 

policies and interviews with employees. Employees discussed how formal and informal 

recruitment and selection, promotion and retention practices shaped their sport 

management careers. Hence, as shown in Figure 5.1, Chapters 5 and 6 address formal and 

informal recruitment and selection processes and practices. In Chapter 7, I discuss the 

formal policies and processes managers drew on to promote and retain personnel. In 

Chapter 8 I examine interactional workplace dynamics through which power is exercised, 

gender inequities are revealed and obscured, and women’s and men’s sport management 

careers are negotiated and regulated in gendered ways. Finally, in Chapter 9 I discuss how 

sport organisation employees experience and interpret formal promotion and retention 

policies and practices in ways that are different to their managers. While this chapter 

focuses on formal recruitment and selection processes, I begin by briefly explaining my 

interpretation of recruitment and selection, and promotion and retention practices.  
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Figure 5.1: Structure of reported research findings and discussion   

5.1.1. Conceptualising formal and informal recruitment and selection, 

promotion and retention practices 

The presentation of my findings and discussion differentiates between formal and 

informal recruitment and selection, promotion and retention practices. Formal practices 

are formalised and recorded in documented policies and procedures (Ely & Meyerson 

2000a). Managers’ interpretations of these policies are influential because the ‘symbolic 

representations … people draw on to make sense of … things’ (p. 129) can naturalise and 

normalise the way things get done in organisations (Ely & Meyerson 2000a). My analysis 

of formal practices (in Chapters 5, 7 and 8) is drawn from policy documents and 

interviews with senior and middle managers. In contrast, my analysis of informal 

practices (in Chapters 6 and 9) arose from interviews with employees who were not 

appointed to management positions or formally involved in sport managerial work.  

Employee recruitment and selection include the practices used to attract and evaluate 

prospective employees, ‘to find the worker most suited for a particular position’ (Acker 
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2006, p. 449). However, my analysis was also informed by an understanding that the 

processes and practices enacted to appoint staff are not always objective and fair (Billing 

2011; Dickens 1998; Knoppers, Claringbould & Dortants 2015). 

Promotion practices relate to how employee work performance is evaluated and 

appraised. Appraisal is integral to performance management (Dickens 1998) and is 

typically used to determine the distribution of organisational rewards, including 

development opportunities and promotion. While objective criteria underpin employee 

appraisal systems, perceptions of an individual’s work performance can be gendered 

(Dickens 1998; Knoppers, Claringbould & Dortants 2015).   

In relation to employee retention I draw on Spoor and Hoye’s (2014) finding that in 

Australian sport organisations, the likelihood of a woman remaining with her current sport 

employer, and her ability to develop her management career and access senior managerial 

appointments, will be significantly influenced by human resource management equity 

practices and top management support of gender equity principles. Spoor and Hoye 

(2014) define equity HRM practices as ‘an approach to increasing gender equity in which 

the HR system is used increase numerical representation of women … as well as to 

support and develop women’s capacity to contribute to organization decision-making’ p. 

409). As part of my discussion of retention, I also touch on ‘dropping out’, which Pfister 

and Radtke (2006) described as the ‘process in the course of which, as a result of 

situations or events’ employees, ‘voluntarily break off the work they have been doing 

before the time at which they originally planned’ (p. 113).  

While I divide my findings and discussion by using the abovementioned key terms, I 

acknowledge that in sport organisations there are interconnections and discrepancies 

between formal and informal practices which contribute to the reproduction of gender 

inequities. For example, unquestioned workplace practices can ‘support deeply 

entrenched divisions between men and women, often in subtle and insidious ways’ (Ely 

& Meyerson 2000a, p. 105). Hence, my analysis of ‘formal’ recruitment and selection 

practices is contained in this chapter, and is drawn from the analysis of document policies 

and the analysis of interviews with senior and middle managers. Formal practices are 

formalised and recorded in documented policies and procedures (Ely & Meyerson 2000a). 

Managers’ interpretations of these policies are influential because the ‘symbolic 
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representations … people draw on to make sense of … things’ (p. 129) can naturalise and 

normalise the way things get done in organisations (Ely & Meyerson 2000a).  

In Chapters 6 and 9 my analysis of ‘informal’ recruitment and selection, promotion and 

retention practices is informed by themes emerging from my analysis of interviews with 

employees who were not appointed to management positions or formally involved in 

sport managerial work. I conceptualise employee experiences in terms of the 

organisational practices sport managers enact (Hoeber 2007, 2008) in unofficial and 

informal ways (Shaw & Slack 2002). Framing the experiences of managers and 

employees in this way allowed me to explore ‘the multiple subjective understandings’ 

(Martin 2001, p. 590), and ‘the plural interpretations’ (Weedon 1987, p. 12) of personnel 

from different hierarchical levels and departmental areas in the four case organisations.  

Thus, through the findings and discussion chapters I explore how women and men 

interpreted their experiences of recruitment and selection, promotion and retention as 

gendered practices, and how these discourses construct and reconstruct meaning in 

relation to sport workplaces.  

5.2. Formal sport organisation recruitment and selection 

practices 

For the remainder of this chapter, I examine formal hiring practices by scrutinising the 

case organisations’ hiring policies, in order to answer the research question: How do 

managers’ experiences and interpretations of legislative and policy frameworks influence 

the development and implementation of formal gender policies and practices in sport 

workplaces? 

Policies shape organisational practices (Aaltio-Marjosola 1994; Benschop & Meihuizen 

2002; Martin 2006). Managers’ interpretations of workplace policies provided me with a 

context to examine the gendered nature of sport organisation hiring practices. Connecting 

with my study’s poststructural feminist framework, I understand that particular 

interpretations have gendered social implications (Weedon 1987). In the case 

organisations, senior managers were typically responsible for managing selection 

protocols and they maintained the power to hire and also veto hiring decisions. In light of 

the decision-making power sport managers routinely exercise (Knoppers & Anthonissen 
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2008), gendered power is enacted through decision-makers’ interpretative practices 

(Hoeber & Frisby 2001; Hoeber 2007). Thus, managers’ interpretations of organisational 

policies can contribute to the construction and reproduction of the shared gender 

normative values shaping workplace practices (Ely & Meyerson 2000a). 

5.2.1. Conceptualising formal recruitment and selection practices 

I use the terms recruitment, selection and hiring to collectively refer to the practices used 

to advertise for, select and appoint the ‘worker most suited for a particular position’ 

(Acker 2006, p. 449). Jewson and Mason (1986) label these practices ‘criteria of 

selection’, meaning ‘the yard sticks’ (p. 44) used to select personnel. Employee selection 

includes the processes used to decide on an applicant pool (Dickens 1998), the criteria 

developed to select staff and the practice of interviewing. Selection involves appointing 

a candidate and their allocation to a position and work tasks (Acker 2006).  

In the study workplaces, employment vacancies were usually communicated via 

organisational websites. Official websites hosted ‘jobs’ and ‘employment pages’ and in 

one organisation (OrgD), the organisation invited ‘expressions of interest for paid and 

voluntary appointments’. While managers coordinated hiring processes, in several 

instances (OrgA, OrgB, OrgC) third parties managed hiring protocols for ‘executive 

searches’. OrgC’s hiring policies addressed how the engagement of third parties to 

manage recruitment should occur, including the requirement that third party recruiters be 

briefed on and adhere to the organisation’s EEO principles.   

5.2.2. Situating recruitment and selection practices: the case study 

context 

Gender power relations are constructed and reproduced within and beyond sport 

workplaces (Knoppers & Anthonissen 2005; Scraton & Flintoff 2002; Shaw & Slack 

2002). As Foucault points out, ‘even if they [power relations] are embodied and 

crystallised in an institution … power relations are rooted deep in the social nexus’ 

(Foucault 1982, p. 791). Consequently, I begin my analysis of hiring practices by 

reflecting on the case study contexts.   

Hiring practices were particularly relevant to the experiences of staff from OrgA and 

OrgB. OrgA recently completed an organisational review and received funding from its 
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national governing body to ‘appoint six additional full time staff’ (Heath OrgA). Priorities 

arising from the review included recommendations to change existing departmental 

structures. The ensuing restructures generated HR needs in the newly created 

organisational units and existing departments.  

While I was interviewing personnel from OrgA, senior managers were appointing staff. 

An interviewee from Org A explained that, ‘[F]or the new roles we have had more than 

100 applicants … finding the skill set is hard’ (Heath OrgA). OrgB’s managers discussed 

an organisational review undertaken by the Australian Sports Commission (ASC), the 

federal government body responsible for sport. As a consequence of the review, one of 

OrgB’s governing bodies integrated some of its operational processes and offices were 

merged (Richard OrgB). These changes were not universally received positively (Peter 

OrgB). Peter (OrgB) thought that geographical relocation would result in resignations and 

‘a loss of 90%’ of personnel. While I was writing my research findings the office 

relocation occurred. Subsequently, several of the employees I interviewed left the 

organisation, including the CEO and general manager. 

In contrast, OrgC was experiencing a ‘recruitment freeze’. Staff reflected on how 

redundancies affected their job security. Staff discussed being stressed and scared because 

their employment contracts had not been confirmed: ‘it’s not a pleasant space to be in’ 

(Mark OrgC). OrgD recently applied for funding to recruit staff due to expanding 

operations. 

5.3. Analysing formal recruitment and selection policies and 

practices 

In this section I present my analysis of formal hiring practices in two sections. First, I 

discuss how the legislative frameworks constructing sport workplace policies shaped 

organisational hiring processes and practices. Organisations are ‘entwined with the state’ 

(Martin, 2004, p. 1258) as ‘state’ [governments] through legislative frameworks 

contribute to the construction and reification of ‘regulatory regimes of identity’ (Cho, 

Crenshaw & McCall 2013, p. 785). To examine how polity and legislative power 

construct hiring practices, I analyse employment law and workplace hiring policies to 

understand how employment legislation is socially produced.  
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In this section I also discuss managers’ interpretations of employment legislation, and 

their experiences of organisational hiring policies and formal hiring practices. Presenting 

my findings in this way connects with my study’s poststructural Foucauldian framework. 

While government has the power to institute legislation which influences, orders and 

regulates, in this case the processes and practices enacted to recruit and appoint staff, and 

the mechanisms of power shaping organisational practices are more complex. Foucault 

(1980b) remarked, ‘one cannot confine oneself to analysing the state apparatus alone if 

one wants to grasp the mechanisms of power in their … complexity’ (p. 72). He concluded 

that ‘power is quite different from and more complicated, dense and pervasive than a set 

of laws or a state apparatus’ (Foucault 1980e, p. 158), as my research findings and 

discussion will show.   

Managers’ experiences and interpretations, that is, the knowledge they draw on to make 

sense of employment legislation, contributes to the normative discourses and values 

underpinning sport organisational recruitment and selection practices. For Foucault 

(1980a) power and knowledge are inextricably linked through practices of government 

within the political sphere and in organisations where individuals regulate the actions of 

others and themselves in particular ways. However, Foucault (1980a) remarked that the 

relations between power and knowledge and the ‘articulation of each on the other’ (p. 51) 

have infrequently been studied in material and localised contexts. Thus, by analysing 

managers’ experiences and interpretations of employment legislation I explore how 

particular gendered knowledge regarding employment legislation was constructed, and 

how it differentially and inequitably shaped women’s and men’s sport management career 

access and development opportunities.  
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Figure 5.2: Intersections between legislative frameworks, the implementation of formal hiring 

policies and manager experiences of these policies and associated practices. 

In the case organisations, the principles underpinning hiring practices were not unitary 

or shared by all (Shaw & Penny 2003). Instead, I noticed multiple interpretations 

(Hoeber & Frisby 2001) of these policies. Through the ensuing chapters I discuss the 

gender dynamics arising through these contested meanings by: 

(1) examining how legislative discourses influence the construction of official 

recruitment and selection policies and practices 

(2) analysing managers’ experiences and interpretations of recruitment and selection 

policies and practices  

(3) interrogating how managers’ interpretations and experiences can simultaneously 

construct, conceal and preserve gendered recruitment and selection inequities. 

5.3.1. Legislative frameworks and formal recruitment and selection 

policies  

In Australia legislative directives have sought to redress the employment disadvantages 

many women experience (Strachan, Burgess & Sullivan 2004). The principles 

underpinning Australian employment law are based on the recognition that women 

experience greater difficulties accessing and developing their careers than do men 

(Ainsworth, Knox & O’Flynn 2010). Thus, Australian federal and state governments have 
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implemented numerous legislative and policy interventions aimed at redressing these 

difficulties.  

The federal Equal Opportunity for Women in the Workplace Act 1999 (the EEO Act), 

which replaced the Affirmative Action (Equal Opportunity for Women) Act 1986, is 

considered one of the most influential legislative remedies for gender inequality 

(Strachan, Burgess & Sullivan 2004). The EEO Act was constructed as an inclusionary 

model based on the ‘underlying principle of bringing women up to equality with men’ 

(Strachan, Burgess & Sullivan 2004, p. 197) by upholding the standard that employment 

for women should be based on merit, and workplace practices should eliminate gender 

discrimination (Strachan, Burgess & Henderson 2007).  

Typically, the principles underpinning EEO legislation were used by the study 

organisations to construct their hiring policies. As a result, investigating the construction 

and implementation of legislative frameworks was an appropriate beginning point for my 

research analysis and discussion, as legislation not only impacts policy but influences 

managers’ interpretations of workplace practices.  

In December 2012, the Australian Government endorsed the Workplace Gender Equality 

Act 2012, replacing the Equal Opportunity for Women in the Workplace Act 1999.  

Despite this change I frame my analysis on the 1999 Act for two reasons. First, the hiring 

policies I analysed were instituted before the new act’s amendments were passed. Second, 

the principles underpinning the 2012 Act remain similar to those in the Equal Opportunity 

for Women in the Workplace Act 1999.  

The Equal Opportunity for Women in the Workplace Act 1999 requires private 

organisations with more than 100 employees to develop EEO programs and report 

annually to the Equal Opportunity for Women in the Workplace (EOW) Agency. To 

comply with the legislation, organisations are required to take action on priority issues 

they identify when completing an organisational analysis. Responses to seven 

employment matters were required as part of this analysis, including recruitment 

procedures and selection criteria for the appointment of employees. Promotion 

procedures, employee transfer protocols and termination of employment are also 

addressed.   
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OrgC was the only study organisation legally required to report employment practices. 

As a public sector organisation, OrgC operates under a separate EEO program. EEO 

exemptions specific to government agencies were described as being related to identified 

positions and targeted recruitment and selection. These mechanisms were implemented 

to improve outcomes for disadvantaged groups by increasing the representation of diverse 

people in the workforce, in part through the creation of job entry points for equity groups 

such as people with a disability, Aboriginal and Torres Strait Islander people and people 

who are culturally and linguistically diverse.  

The NSW public sector has an exemption from the Anti-Discrimination Board of NSW 

to use ‘targeted recruitment and selection’ to redress inequities. State government 

agencies must plan their use of targeted recruitment in EEO Management Plans submitted 

under Part 9A of the Anti-Discrimination Act 1977.  Accordingly, the Anti-Discrimination 

Act 1977 (NSW) was a further legislative framework underpinning the case organisations’ 

hiring policies. Under the Act, it is unlawful for an employer to discriminate on the 

grounds of a person’s race, gender, marital status or sexuality in the arrangements the 

employer makes for the purpose of determining who should be offered employment, or 

in the terms on which the employer offers employment.  

While not legally required to implement an EEO program (Bennington & Wein 2000; 

Strachan, Burgess & Sullivan 2007), OrgA and OrgD both constructed policies based on 

the legislation’s guiding principles. OrgA’s and OrgD’s hiring policies outlining their 

commitments to EEO principles support Brzuzy’s (1998) conceptualising that policy to 

alleviate employment discrimination, ‘can set a national tone and put in place parameters 

of acceptable behaviour [and that it] … opens rights and privileges to previously excluded 

groups’ (Brzuzy 1998, in Bennington & Wein 2000, p. 23).   

The aim of OrgD’s HR policies was to establish a constructive and positive workplace, 

in part by observing the principles of fairness and equity. OrgC’s policy statements 

detailed commitments to enabling employment access for EEO groups and a culture that 

adhered to fair workplace practices.  

5.3.2. Formal employee selection policies: employing the ‘best person’ 

for the job 
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The case organisations’ hiring policies were constructed on the basis of objectivity and 

procedural fairness. Typically, skills and the functional demands of positions were used 

to select suitably qualified candidates. OrgA’s recruitment policy stated that the 

‘suitability criteria’ used to appoint staff were based on ‘the applicant’s qualifications, 

skills and experience’. My analysis of the content of organisational recruitment 

advertisements found that employment vacancies were constructed as gender neutral 

empty slots (Martin 2006) and the personnel required to fill them were constructed as 

disembodied (Acker 1990, 1992) ‘suitably qualified candidates’ who were ‘invited’ to 

‘submit a resume’ responding to a predetermined ‘criterion’ so the ‘best person’ would 

be appointed. By neutral, I do not mean ‘objective’. I take neutrality to mean the ‘content 

of knowledge, skills and ability profiles, or of candidate self-perceptions, is treated as 

largely reflecting the reality of the role or the person’ (Dick & Nadin 2006, p. 482).  

OrgC’s recruitment and selection policy stated that applicants were also assessed on the 

basis of a common selection criterion requiring that they demonstrate knowledge and 

understanding of EEO. Such a requirement can heighten awareness of the unacceptability 

of discrimination (Bennington & Wein 2000) and promote inclusive behaviours 

(Anderson & Ostroff 1997; Anderson 2001). HR literature has noted the benefits of 

employment legislation (Strachan, Burgess & Sullivan, 2004; Strachan, Burgess & 

Henderson 2007; Strachan & French 2008) and sport management scholars (Hoeber & 

Frisby 2001; Shaw 2007) contend that public policy has assisted in redressing some overt 

and structural discriminatory practices. 

Although hiring policies publicly affirmed commitments to merit-based selection, I 

noticed tensions between what scholars (Dickens 1998; Jenkins 1982; Jewson & Mason 

1986) have conceptualised as acceptability and suitability criteria. According to OrgA’s 

job advertisements communicated via their website, prospective employees were 

evaluated on their ‘skills, qualifications and previous experience’. Characteristics such as 

‘skills, technical ability to do the job’ and relevant experience can be constructed as 

‘suitability criteria’ (Dickens 1998, p. 29). However, required and desirable knowledge 

and experience are not always neutral properties. Formal techniques for assessing 

candidates can fail to acknowledge the gendered nature of jobs and the criteria mobilised 

to fill them. Thus, the assessment of prospective employees should be ‘understood in 

terms of power based relations of gender’ (Dickens 1998, p. 28).   
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For example, in OrgA, while prospective employees were formally evaluated on the basis 

of ‘job specifications’ they were also evaluated on what recruitment advertisements 

described as ‘team, organisation and cultural fit’ (OrgA). In the literature this 

acceptability criterion has been described as a judgement concerning whether a 

prospective employee will ‘fit into the organisation without creating any problems’ 

(Jenkins 1982 in Jewson & Mason 1986, p. 44). Thus, while Whisenant, Miller and 

Pedersen (2005) concluded that in sport organisations job descriptions are influential 

‘narratives that detail the various duties, responsibilities, working conditions, and 

activities involved in the performance of a specific job’ (p. 914), job descriptions are at 

once ‘socially and culturally constructed’ (Dickens 1998, p. 29).   

Intersections between gender, culture and fit can work against women (Heilman, Manzi 

& Braun 2015), reproducing an organisational culture where, ‘knowledge of what 

matches and what clashes within the organisation … as well as a particular occupational 

community inside it’ (Gherardi 1994, p. 594) differentially affects employees’ careers. 

Therefore, objective criteria designed to avoid biases might not automatically translate 

into gender- and race-neutral decisions. Instead, principles of ‘merit’ and ‘best person for 

the job’ discourses can be ‘deeply gendered and embodied’ (Acker 1990, p.15). 

Accordingly, in the next section, I discuss how acceptability and suitability criteria in the 

case study organisations perpetuated gendered hiring practices justifying unequal 

selection outcomes and concealing practices of gendered power (Lewis & Simpson 2012). 

Understood from a Foucaldian (1981) perspective, ‘power is tolerable only on condition 

that it mask a substantial part of itself. Its success is proportional to its ability to hide its 

own mechanisms’ (p. 86). I explore how in the study organisations the routine processes 

and practices enacted to recruit and select staff can become an effective means through 

which the normalising effects of gendered power were constructed and reproduced.  

5.4. Managers’ interpretations of formal recruitment and selection 

practices 

Sport managers play an important role in ensuring that their organisation’s practices are 

in line with the values underpinning formal policies and procedures (Hoeber & Frisby, 

2001). Knoppers and Anthonissen (2008) maintain that sport managers ‘hold a great deal 

of power’ (p. 94). Given their influence, I next discuss managers’ experiences and 
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interpretations of recruitment and selection policies and practices. My analysis of the 

transcripts of interviews with managers identified several recurrent themes. I frame them 

as (1) professionalising sport organisations (2) neutralising hiring inequities and (3) 

legitimising hiring inequities.  

The following table summarises the key themes emerging from my analysis of managers’ 

experiences and interpretations of their organisations’ formal hiring practices and the 

major findings related to each theme from their interviews.  

Table 5.1: Themes and sub-themes: managers’ interpretations of formal recruitment and 

selection policies and practices  

Theme Professionalising Neutralising inequities Legitimising inequities 

Definition Hiring inequities were 

considered a past concern 

redressed by 

professionalisation.  

Policies construct hiring 

practices in 

objective/non-gendered 

ways.  

 

Some managers 

acknowledged that 

gendered hiring 

inequities persist. 

 

Sub-themes Professionalisation has 

seen the enactment of: 

 

1. formalised HR systems 

to appoint personnel 

 

2. HR frameworks 

redressing inequities   

 

3. legislation & ASC 

policy directives that 

have redressed past 

gendered practices. 

 Inequities neutralised as: 

 

 

1. prospective employees 

constructed without 

gender identities 

 

2. inequities concealed by 

equality meanings  

 

3. working toward 

employee ‘gender 

balance’ 
 
4. women’s recent 

appointments 

substantiate gender 

equity claims.  

 

Inequities legitimised in 

three ways: 

 

1. gendered hiring 

decisions are 

unintentional & 

natural 

 

2. women’s difficulties 

accessing careers 

persist because of 

their personal choices 

 

3. the passage of time & 

generational changes 

will remediate gender 

inequities. 

 

5.5. Professionalising sport organisations  

Managers who experienced the gendered effects of hiring practices typically referred to 

them as ‘past’ practices. Their experiences served to enable the construction of a culture 

where employees were appointed without formally applying for their positions. Julie 

(OrgB) remarked that she ‘was a housewife’ and that through her father’s association with 

OrgB as an athlete, someone simply approached her and asked her if she wanted a job. 

Mary (OrgB) remarked: ‘my son has been in the sport [athlete] … it was through him … 
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I found out about the job’. Lily (OrgB) observed that OrgB’s first female employees ‘were 

mothers … sisters or daughters of male athletes’. David (OrgB) said that as a result of his 

‘lifelong association’ as an ‘athlete’ and ‘coach’ he was appointed when ‘an opportunity 

came up’. For Gavin (OrgA), his sport career was an ‘accident’ with an unexpected 

‘opportunity arising’.  

Although gendered hiring practices were seen as past practices, some managers discussed 

being appointed to positions without clear responsibilities. Mary (OrgB) remarked, ‘You 

name it, I just about do it’. Julie (OrgB) interpreted this practice to mean that she was 

responsible for tasks her male colleagues were unwilling to complete. While observing 

that OrgB was ‘going a bit corporate’, Julie (OrgB) had not been provided with a formal 

job description. Instead, she remarked that her ‘current role has just expanded’. 

Melanie (OrgA) also discussed the introduction of formal HR processes: ‘when I first 

came in there was no HR’. Melanie (OrgA) noted that despite significant changes to the 

nature and scope of her work responsibilities, her ‘job description had not been updated 

since she returned from maternity leave’ more than five years ago.  

While the case organisations developed hiring policies and associated processes, they 

were not necessarily enacted. Consequently, in the next section I discuss how gendered 

hiring inequities can persist because of the misguided perception that ‘once upon a time, 

women suffered serious discrimination, but those days are over’ (Rhode 1997, p. 3).  

5.5.1. Organisational growth and professionalisation 

One of the reasons managers described hiring inequities as a ‘once upon a time’ (Rhode 

1997, p. 3) concern related to sports organisational growth and professionalisation. Peter 

(OrgB) described his organisation as ‘doubling in size’. Lauren (OrgB) discussed an 

‘organisational overhaul’, a ‘new beginning’ and an ‘aim … to act more as a business’.  

Despite claims that professionalisation might be ‘detrimental’ to women’s involvement 

in sports management (White & Brackenridge 1985, p. 95), a positive relationship 

between professionalisation and women’s involvement in sports management has also 

been found (White & Kay 2006). White and Kay (2006) predicted that sports ongoing 

professionalisation would ‘eliminate the worst excesses of masculine hegemony’ (p. 471). 

Professionalisation can encourage the introduction of formal hiring processes, enable 
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women to compete for jobs on a ‘more level playing field’ and underpin ‘the development 

of new departments and the expansion of existing areas of employment’ (White & Kay 

2006, p. 471). Other scholars have supported White and Kay’s (2006) claims. For 

example, Whisenant, Miller and Pedersen (2005) suggest that structured hiring processes 

can minimise ‘disparate-treatment discrimination based on gender’ (p. 914). In the 

Australian sport context Taylor and Ho (2005) also discussed a positive relationship 

between the formalisation of sport organisation HR processes and improved gender 

equality outcomes. 

In light of commercial growth, Peter (OrgB) believed there was a relationship between 

the introduction of formalised HR systems and hiring practices. He described how his 

organisation was ‘coming out of a secretariat mode’ and how corporatisation enabled 

women’s sport careers: ‘We are looking at a corporate approach. There are a couple of 

women … we are not averse to that type of thing [appointing women]. We have a few 

officials who are females … there are a few of those’ (Peter OrgB). In contrast, OrgA’s 

managers thought that professionalisation was a challenge: ‘We are an organisation 

founded in the 19th century and struggling in the 21st’ (Gavin OrgA). Heath (OrgA) 

thought that while there was a ‘reluctance to change’ and managers ‘abused their power’, 

there had been ‘massive governance changes’ in his workplace. He remarked that: 

There are more women. They have started to appoint people … that have … 

serious business backgrounds. You would have to go back a while … traditionally 

… but not in the past five years … the traditional norms are changing. We have 

… thrown those rules out the window. Young people … different countries … 

male … female. It’s not so much jobs for the boys; it’s … getting the best people.  

Simon (OrgB) believed that ‘change’ was occurring in his workplace because what he 

referred to as ‘the old school mentality’ was being replaced through the appointment ‘of 

young people’. He remarked that the views of the ‘old school managers’ had ‘gone out 

the door’ because these people, who were men, were ‘retiring’ or were being ‘moved on’.  

Although gendered hiring practices were seen as a past issue, the senior management 

team responsible for OrgC’s strategy were all men and ‘the culture was [a] very…Anglo 

Saxon boy culture’ (Rachael OrgC). Thus, a culture of masculinised whiteness was 

maintained because the white men ‘in charge’ would ‘hire someone very similar to 

themselves’ (Rachael OrgC). Heath (OrgA) said that in his workplace, disembodied 
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people with ‘serious business backgrounds were being appointed’, these business people 

were overwhelmingly men. These comments are in line with Hovden’s (2000b) finding 

that while business people, as part of the professionalisation of sport, were increasingly 

being appointed, these people were typically ‘businessmen’ (italics in original p. 76).  

Lauren (OrgB) thought that professionalisation created opportunities for women: ‘[I]t’s 

turning … we are starting to employ more women. They are running a business; it’s not 

just playing sport’. For Nigel (OrgC), the ‘closed shop mentality’ was a past concern. 

Today there was a ‘corporate flavour’ and ‘more democratic and open [organisational] 

processes’. As part of his role Nigel (OrgC) trained senior managers in the area of policy 

compliance. Central in his training was remedying past inequitable practices and he 

suggested that: ‘It [culture] has changed dramatically … in the 1970s the ratio of women 

to men was maybe one to five. Going to ASC seminars … four out of five … in the room 

would be male … if you got a female presenter it was a rarity’. 

OrgD’s managers also believed that professionalisation challenged past gendered 

practices. Hayley (OrgD) said that hiring practices perpetuated inequities against men, 

‘the old stalwarts [female board] were quite horrified ... they don’t believe that men have 

a place’ in OrgD’s administration and management.  While the board, who were described 

as ‘the nannas’ (Penelope OrgD), were not directly responsible for ‘hiring and firing’ 

(Louise OrgD), their attitudes affected hiring practices. Despite the board’s misgivings 

regarding professionalisation and men’s recent appointments, Hayley (OrgD) used the 

metaphor ‘we are no longer a kitchen table organisation’ to view hiring inequities as a 

past concern: ‘[I]t doesn’t matter what gender they are … it’s the knowledge … 

personality. I will look at those things … it’s a business’ (Hayley OrgD).  

Jessica’s (OrgD) comments below can be understood by considering Shilbury and 

Ferkins’ (2011) suggestion that there is a tension between sport as a pastime and 

professionalisation. She remarked:  

Sports no longer run like a playtime event. Sport is no longer for the fun of it. We 

are sport, entertainment and business. Are women better armed to do the job? I 

don’t think so. The understanding of who [is] our audience is important … that 

doesn’t necessarily mean female or male.  



 107 

Despite Jessica’s remarks, OrgD was struggling in its transition to professional 

management practices. As a result, gendered hiring decisions continued to affect some 

men’s sport careers: ‘we still have got this balance of traditionalists and people who are 

more business focused. Professionalisation … has taken some people by surprise. Some 

are moving with the change kicking and screaming’ (Louise OrgD). 

In the next section I discuss how formalised hiring processes can still reproduce rather 

than redress gendered hiring inequities.  

5.5.2. Human resource frameworks and recruitment equity 

OrgA’s managers discussed the importance of the appointment of a HR manager: ‘[W]e 

[HR] are starting to look at the values that are fundamental to the recruitment processes’ 

(Heath OrgA). In the past, departmental managers were responsible for managing HR 

issues. For example, Emily (OrgA) discussed how hiring ‘issues’ frequently ‘came across 

her desk’ as her department was responsible for ‘administering payroll’ and ‘preparing 

employment letters’ of offer. Dickens (1998) suggested it was problematic for line 

managers to take on the responsibility of employee selection and appraisal, partly because 

they were infrequently provided with training in these areas and they were not given 

adequate support from more senior personnel when taking on this role.  

The managers I interviewed from OrgA valued the introduction of formal HR 

frameworks. The HR position was considered ‘pivotal’ and an ‘important senior 

management role’ (John OrgA), enabling managers to ‘better balance’ their HR 

accountabilities and the responsibilities of their substantive roles. Emily (OrgA) said, ‘I 

can focus on the office management and finance. However, scholars (Acker 2006; Bielby 

2000; Davies & Thomas 2000) have recognised that the relationship between 

formalisation and merit is not straightforward, as ‘more bureaucratic, rule-based, and 

seemingly objective personnel systems can also generate bias’ (Bielby 2000, p. 123). 

Moore, Parkhouse and Konard (2001) and Moore and Konard (2010) questioned the 

implied connection in sport workplaces between HR frameworks and women’s careers. 

While the presence of substantive HRM policies is mostly positive, they can also ‘serve 

as window dressing’ (Moore & Konard 2010, p. 101), in the absence of material changes. 

One such change involves how women’s decision-making capabilities are evaluated. 

Sarah (OrgA) discussed how male managers questioned her expertise: ‘it was very much 
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… she is just a young female. How is she going to give me advice?’ She further remarked: 

They [male managers] didn’t see the value of my role. My work isn’t tangible. It could 

be an hour conversation with someone because they are unhappy. They probably think 

I’m not worthy of … having a salary’. Accordingly, the formal protocols Sarah (OrgA) 

implemented were not well received by the ‘male management team’. Sarah’s (OrgA) 

experiences can illustrate how a culture which questions and undermines women’s 

expertise is reproduced (Benschop & Doorewaard 1998; Dickens 1998). She remarked:  

They [men] won’t look you in the eye. If I’m interviewing with [male managers] 

men will look at them. When people look at me they think I am a lot younger … 

it’s the baby face thing. I’m like, ‘I’m here too’. That’s happened with both 

generation Y and X males but I’m the one who signs off on recruitment.  

Sarah’s (OrgA) final remark, ‘I’m the one who signs off on recruitment’, illustrates that 

while women’s contributions are not always as highly valued as their male counterparts, 

women’s formal decision-making power is increasing.  

5.6. Gendered recruitment practices and Australian Sports 

Commission directives  

Several managers’ experiences indicated that there was a relationship between the 

introduction of formalised hiring practices and Australian Sport Commission (ASC) 

policy directives. ASC policies are influential because the study organisations received 

‘generous funding’ (David OrgB) from the ASC. David (OrgB) discussed an 

organisational review undertaken by the ASC. He remarked that his workplace was given 

‘a kick up the backside’ because HR practices were not in keeping with ‘acceptable’ 

practices. He thought that, ‘the ASC had done a very good job of moving sports along to 

keep in step with the general principles and values that most reasonable people accept as 

being correct’. David (OrgB) remarked: ‘[W]e have … females at the state level … a few 

coaches … officials. They are still a minority but at least they are starting to come 

through’. 

Two issues arising from OrgB’s review were the degree of commitment managers 

expressed toward enacting changes and the slowness of change.  Despite the external 

review, managers had not yet addressed the question of how practices would change. 
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Peter (OrgB) distanced himself from being responsible for following up, claiming he 

‘wasn’t sure what sparked’ the review and he had not seen the ‘full [ASC] report’ because 

it was handed down ‘before’ his appointment. Nigel (OrgC) thought that the ASC’s 

policies would create a culture where women were appointed for tokenistic reasons. 

Although ‘well intentioned’, these interventions had ‘gone too far’ invoking ‘special 

treatment’ and these ‘tokenistic hiring’ (Nigel OrgC) decisions had disadvantaged equally 

qualified men. Lauren (OrgB) said that while ‘token women’ had been appointed, ‘men 

were never going to employ you unless they think you can do the job’. She discussed a 

recent ‘initiative’ which had arisen in part from the principles underpinning the ASC’s 

gender equity policies. The initiative sought to transition female athletes into sport 

managerial roles: ‘[T]he ASC is really focusing on women … it’s something we are 

looking at’. Nevertheless, it was unclear how these initiatives would be evaluated. 

5.6.1. Legislative backlash: gendered effects on women’s and men’s 

sports career access 

In this section I explore how managers made sense of and interpreted the effects of EEO 

legislation. I argue that there is a relationship between managers’ sense-making efforts 

and how in the case organisations’ legislative frameworks can challenge and reinforce 

gendered hiring outcomes.  

Some managers discussed a ‘backlash’ arising from legislative reforms.  A backlash is a 

‘practice that halts or reverses the quest for equality’ (Greendorfer 1998, p. 75). Catherine 

(OrgC) thought that while ‘affirmative action, statistical gathering and reaching quotas 

were important’ the improvement was ‘short lived’ as ‘there is always a backlash … a 

community perception that it [the legislation] is not fair’. Catherine’s (OrgC) 

interpretations demonstrate the complexities associated with how legislation is socially 

reproduced (Thornton 2001). Perceptions that legislation unfairly benefitted women 

(Simpson, Ross-Smith & Lewis 2010) and equitable hiring practices meant that 

legislative interventions were alleged to have negatively affected men’s careers and 

detracted from women’s achievements by perpetuating a ‘damaging discourse of gender’ 

(Simpson, Ross-Smith & Lewis 2010, p. 202).  

Nigel’s (OrgC) remarks illustrate one of these damaging discourses:  
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Legislation was well intentioned but … you have the reverse. In this work 

environment the ratio is one male to four females. It opened the way for minority 

groups but … you have a number of women … in decision-making roles that are 

not heterosexual. They are feminists and lesbians. There are certainly more 

women but not based on merit.  

Nigel’s (OrgC) comments can be understood through McKay’s (1994) finding that one 

of the attitudes weakening gender equity initiatives are ‘conservative and misogynistic 

claims’ that these initiatives are ‘foisted on sport by radical feminists and lesbians’ (p. 

83). 

5.7. Neutralising gendered recruitment inequities 

In this section I discuss managers’ interpretations of hiring practices as ‘neutralising’ 

gender inequities (Acker 2006; Hoeber 2007; Shaw 2006a).  

5.7.1. Gender’s disappearance and appointing the best person for the 

job 

Using the language of hiring policies, managers referred to prospective employees as 

‘applicants’ without gender identities, ‘occupying the same cultural, historical, material, 

and political positions participating in the same ‘neutral organisational processes and 

impartial interpersonal interactions’ (Ely & Meyerson, 2000a, p. 129). John (OrgA) 

remarked: ‘You’re somebody and I’m somebody. I don’t think it matters if they are male 

or if they are female ….  I just look at them [prospective employee] as an individual’.   

Like their male counterparts, female managers viewed hiring practices in gender neutral 

ways: ‘In terms of the people you are appointing, recruitment and selection practices were 

completely equitable … gender plays no part in it, no part whatsoever’ (Linda OrgC). 

Peter (OrgB) commented that his ‘goal’ was that his organisation would become ‘an 

employer of choice’ for ‘people’ not ‘an employer of choice for women’.  Accordingly, 

Peter (OrgB) believed that OrgB’s hiring practices were underpinned by a culture ‘giving 

people opportunities’ and ‘assisting them to further their career development’ regardless 

of their gender.  
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Lauren (OrgB) thought that recruitment ‘should be who is the best for the job rather than 

being male or female’ [sic]. Sarah (OrgA) reflected on her male colleague’s hiring 

decisions (OrgA), remarking that ‘he never excludes anyone. Male versus female, it’s 

pretty equal’. Emily (OrgA) also saw recruitment and selection as an objectified process 

resulting in the appointment of the ‘best person’. ‘The best person for the job’ is an 

ideology based on the principle of sameness (Simpson, Ross-Smith & Lewis 2010), which 

ensures that women and men compete for jobs on the same basis. Emily (OrgA) believed 

that employment was offered ‘to the right person’ regardless of their cultural background: 

‘We accept people from all backgrounds’.  

While Linda (OrgC), Lauren (OrgB), Sarah (OrgA) and Emily (OrgA) believed that 

organisational hiring practices were gender equitable, in other aspects of the same 

interviews they discussed how informal gendered workplace practices, values and beliefs 

influenced their workplace experiences and careers. Kelan’s (2009) research has 

suggested that these beliefs can reproduce an organisational culture in which ongoing 

sources of gender inequality are unnoticed and rendered invisible.  

Further contributing to the dominance of meritocracy discourses, professionalisation and 

growth, Organisation A’s 2009–10 annual report detailed recent staff appointments, 

stating that ‘[sport x] continues to grow … with two brand new positions being created 

and filled’. Additionally, the annual report reported that ‘the best candidates were 

recruited and employed into the new positions’ (p. 10). 

Although managers believed that prospective employees competed for jobs on the same 

basis, I noticed a contradiction between a workplace’s ‘social reality organised on gender 

relations and gender neutral thought’ (Gherardi 1995, p. 18). Sport managers’ claims, ‘I 

have never really thought about it [gender discrimination]’ (Sarah OrgA) and ‘I have 

never really thought about it before … it’s possible, [gender discrimination] but I just 

don’t look at it’ (John OrgA), can demonstrate a lack of reflexivity in sport organisation 

practices (Claringbould & Knoppers 2012; Fullagar & Toohey 2009). 

Lewis and Simpson (2012) argued that the invisibility of gender is enabled because of 

‘tendencies’ towards ‘gender denial’ and the understanding that the ‘gender problem’ has 

been ‘solved’ (p. 141). Similarly, Shaw (2006a) argues that describing sport organisations 

as ‘free from gender’ is a discursive construct whose practice enables taken-for-granted 

gendered power relations to remain unopposed ‘and thus frozen’ (p. 559).   
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5.7.2. Recruitment inequities are concealed by the meanings given to 

equality 

Managers could construct hiring practices in non-gendered ways because they had 

achieved what Shaw (2006a) referred to as ‘gender balance’ (p. 561) and Claringbould 

and Knoppers (2008) called ‘balanced gender composition’ (p. 85). Managers Heath 

(OrgA), John (OrgA) Lauren (OrgB), Peter (OrgB) and Danielle (OrgD) drew on 

‘calculative discourses’ (Oakely 1998), and ‘calculative regime[s]’ (Miller & Rose 2008, 

p.41) to claim their hiring practices were gender equitable because they employed equal 

numbers of women and men. However, Bacchi and Eveline (2010) argue that a challenge 

arising from constructing gender equality as a balancing exercise is that a deeper 

understanding of the factors (re)producing gender inequalities is overlooked. It also 

encourages a gender-neutral understanding of the problem, in which gendered power 

relations are ignored, an issue which I discuss in the next section. 

5.7.2.1. Calculative rationalities 

In terms of the number of women who had been hired, Lauren (OrgB) thought that there 

were ‘more females’ and ‘the office is pretty much fifty-fifty’ and the ‘state offices’ were 

‘getting [employing] more women’. These changes were offered by Lauren (OrgB) as 

proof that EEO was an important organisational value. Peter (OrgB) also remarked: ‘We 

have a good mix of men and women’.  

Where gender balance had not been achieved in the case organisations, the managers I 

interviewed perceived that gender balance was inconsequential: ‘[W]e did have a female 

dominated staff but that’s a lot more even, for no other reason than that’s the way it is’ 

(Danielle OrgD). In OrgA and OrgB managers discussed working toward a gender-

balanced workplace: ‘Here, there is a fifty-fifty split. This is not our intention. Looking 

for the ideal person we are starting to get a gender balance’ (Peter OrgB) and according 

to Heath (OrgA), OrgA was ‘strategically’ working to achieve this balance by ‘searching 

for another female for that perspective and diversity of opinion’.  

While the above remarks by Lauren (OrgB), Peter (OrgB) and Heath (OrgA) demonstrate 

their heightened awareness of EEO legislation, like Hoeber (2008), I observed how the 

desire for gender balance reproduced a culture where managers ‘ignore other dimensions 

of equity’ (Hoeber 2008, p. 59). While reporting a desire for ‘gender balance’ managers 
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were not concerned with ‘the hierarchical positions of women and men represented within 

that balance’ (Shaw 2006a, p. 561).  

In sum, the case organisations’ cultures gave priority to ‘equal opportunities rather than 

the recognition of unequal practices’ (Benschop & Doorewaard 1998, p. 800). 

Consequently, I question Kanter’s (1977) claims that a more gender-balanced work group 

mitigates the problems women experience in accessing employment opportunities and 

developing their careers. Second, emphasising ‘number balancing as a social-change 

strategy’ fails to acknowledge resentment and ‘backlash from dominants’ (Yoder 1991, 

p.178). Instead, Lewis and Simpson’s (2012) re-reading of Kanter’s (1977) theory from 

a poststructural feminist perspective enabled me to consider how hiring practices and 

managers’ interpretations of these practices can reproduce gender’s ‘(in)visibility’ (Lewis 

& Simpson 2012, p.141). Ely and Meyerson (2000a) have also argued that these practices 

can disguise the gendered nature of institutional contexts. Taken-for-granted practices 

become institutionalised myths, which construct ‘as legitimate, neutral, and natural 

particular versions of reality that might otherwise be open to question’ (Ely & Meyerson 

2000a, p. 129).  

Managers’ understandings of ‘equity’ as ‘equality’ demonstrates the continued influence 

of liberal feminist change agendas (Hoeber 2007; Shaw & Penny 2003) and emphasise 

calculable gender equity outcomes. Like Shaw (2007), I understand that liberal feminist 

policy interventions driven by measurable outcomes can perpetuate an audit culture 

where once equal numbers of women and men are employed gender inequities are no 

longer seen to be an organisational concern.  

5.7.3. Paradoxical practices of gender neutrality 

In this section I examine what Claringbould and Knoppers (2012) described as 

‘paradoxical practices of gender neutrality’ (p. 407). I explore how gender can be 

concealed and revealed in highly visible ways (Benschop & Doorewaard 1998; 

Claringbould and Knoppers 2012; Lewis & Simpson 2012). I discuss how in paradoxical 

ways women’s heightened visibility as organisational show pieces can be a burden, 

‘flaunted and enjoyed’ (Lewis & Simpson 2012, p. 151). 

5.7.3.1. Recruitment practices and women’s showpiece status 
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By showcasing the ‘growing’ appointment of women, managers emphasised that EEO 

was an important value in sport organisations. For example, Heath (OrgA) thought that 

hiring practices were equitable because ‘there were more women than men’ in his 

workplace. Benschop and Doorewaard (1998) remarked that ‘female showpieces’ are 

often constructed as ‘the pride and joy of their departments’ (p. 793). Heath (OrgA) 

showcased the appointment of women to ‘the unit he managed’ and in doing so believed 

he was substantiating his claims that women’s and men’s career access opportunities were 

equal: ‘It’s just purely they were the best people placed to win those positions. On my 

team there are more females than males. We were 70 [men] 30 [women] at the moment 

60 [women] 40 [men]’ (Heath OrgA).  

Although women’s appointments were showcased, being a showpiece brought 

challenges. Some women attempted to escape the limelight by ‘fly[ing] under the radar’ 

(Rachael OrgC) and creating spaces where they could ‘remain unnoticed’ (Lewis & 

Simpson 2012, p. 150). However, some women’s attempts to escape the organisational 

limelight and their efforts to remain unnoticed could also disrupt their career 

development, especially in organisations where visibility was related to commitment and 

a desire to achieve promotion (Blomme, van Rheede & Tromp 2010a; Blomme, van 

Rheede & Tromp 2010b). I return to this discussion in Chapters 7 and 8. 

In contrast, in OrgD, men’s appointments were showcased. Appointing men brought 

heightened legitimacy to OrgD’s status as a sport organisation that had not enjoyed the 

same degree of ‘admiration’ or ‘support’ (Jessica OrgD) that men’s professional sports 

typically received: ‘People are going to look at you and say, “There is a bloke down 

there”. It’s a fantastic look. Men see a career in coaching [women’s sport x] as a serious 

option. He [coach] is not there for the fun; he is there for a serious career path’ (Jessica 

OrgD). 

The value accorded to men’s appointments was also contested. While the male coach was 

‘fitting in’ (Ava OrgD), women discussed ‘mixed reactions’ (Jessica OrgD) to his 

appointment: ‘The old stalwarts were horrified that there is a male … they live in the past 

… they don’t believe that men have a place in the sport’ (Jessica OrgD). However, Hayley 

(OrgD) remarked that: ‘If they’re [prospective employees] trained in their job … it 

doesn’t matter what gender they are’.  
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The appointment of women in Organisations A, B and C was in general not identified as 

conferring value beyond proof that the organisation observed the tenets of EEO. 

5.7.3.2. Valuing employee diversity and difference 

The difficulties women experienced accessing sport careers were considered by managers 

to be a past concern, because ‘diversity’ was now an important organisational value. 

Employees’ gender, age and ethnicity were offered by managers as proof that the former 

culture of masculinised whiteness had been transformed. Heath (OrgA) discussed 

appointing: ‘[a] person who is 25 five years older than me’. He further commented: ‘It’s 

the whole diversity thing. Ethnicity … different genders … age groups bring … different 

ways to approach situations’. Maple (OrgA) thought that OrgA employed a ‘good mix of 

male and female employees’ and ‘different people’ and ‘different cultures’.  

Diversity programs have increasingly supplemented EEO policies (Davies & Thomas 

2000; French & Maconachie 2004; Sinclair 2000; Strachan, Burgess & Sullivan 2004; 

Teicher & Spearitt 1996). Diversity initiatives focusing on gender and cultural differences 

are thought to construct a dynamic culture (Sinclair 2000) and reduce policy backlash. 

Despite the potential for these policy frameworks to influence organisational practices, 

several scholars (Acker 2006, 2012; Bacchi 2000; Davies & Thomas 2000; Grimes 2002; 

Knoppers, Claringbould & Dortants 2015; Smithson & Stokoe 2005; Strachan, Burgess 

& Sullivan 2004) have argued that some interpretations of the term diversity can conceal 

latent and less visible inequities. Where inequality is considered self-evident, practices of 

gender and racial normalcy may result in members of dominant and marginalised groups 

believing that their place in the system is ‘normal’ (Claringbould & Knoppers 2012, p. 

409) and as a result gendered and racially biased hiring practices may remain 

unquestioned. 

5.7.3.3. The business case for employee diversity 

In the case study workplaces, I observed two further principles underpinning the 

development of diversity initiatives. First, managers understood that to meet the needs of 

diverse stakeholders they should employ a ‘diverse workforce’ (Linda OrgC). Managers 

thought that the people they employed should be representative of the ‘clients they were 

servicing’ (Maple OrgA). Second, reflecting the principles underpinning EEO legislation, 

gender and racial diversity were valued for productivity outcomes (Strachan, Burgess & 
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Henerson 2007). Heath (OrgA), Maple (OrgA) and Linda (OrgC), thought that employee 

diversity would enable communication with ‘a wide range of people’ (Maple OrgA) and 

this reflects what Powell, Bagilhole and Dainty (2009) conceive of as a pluralistic image 

that might bring a ‘wider pool’ of ‘potential customers’ (p. 415). 

Characteristically, diversity was considered to be a worthwhile business strategy, not an 

ethical issue appealing to a sense of fairness (Benschop 2001; Davies & Thomas 2000; 

Dickens 1994, 1999; Knoppers, Claringbould & Dortants 2015). Maple (OrgA) 

remarked: ‘From a company perspective it [diversity] can only be a benefit. We are not 

even trying, and we are a multicultural company. Being able to communicate with a wider 

range can only be a benefit’. Linda (OrgC) commented: ‘[Y]ou get the most out of your 

workforce if you have a diverse workforce that reflects the population’. Linda (OrgC) did 

not ‘look at gender [of the applicant] as an issue’. Instead, she thought that employees 

should be reflective of ‘your clients’ and so ‘you should employ the people you service’.  

In sum, it became apparent to me that managers’ interpretations reproduced a workplace 

culture which reflected the values and gendered and radicalised assumptions of 

heterosexual white males (Doherty & Chelladurai 1999). Instead, like Knoppers, 

Claringbould and Dortants (2015) I found that ‘the management of diversity … made 

sense because its use was assumed to enhance the reputation of the organization as 

representative of the population and ensured improved ability to serve clients’ (p.266). 

Managers did not express a ‘moral sensitivity’ (Shaw & Frisby 2006, p. 502) to gender 

equity. In turn, to develop their sport management careers, women and men needed to 

adapt to masculinised norms. I return to this issue in Chapters 8 and 9. 

5.8. Legitimating gendered recruitment practices 

In addition to ‘neutralising’ gendered hiring inequities, managers legitimised, or, as 

Hoeber (2007) remarked, ‘justified’ or ‘rationalised’ their existence. Examining what 

Martin (2004) referred to as legitimation dynamics, wherein powerful elites can ‘justify 

to a broader social audience the rightness … of institutional arrangements that work to 

their benefit’ (p. 1254), enabled me to understand how those with positional authority 

denied injustices and maintained their status.  
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In the case study organisations, gendered hiring practices were legitimated and 

reproduced in three main ways which I have labelled: (a) unintentional and natural (b) 

individual women’s issue, and (c) generational change and time.  

5.8.1. Reproducing the naturalness of gendered recruitment and 

selection inequities 

Managers suggested that if hiring inequities persisted, they were unintentional. Peter 

(OrgB) claimed that gender imbalances were a coincidence: ‘I don’t think any 

organisation goes out there with the mindset of no females [not hiring females]. Different 

times … that imbalance may come out differently … on numbers; we aren’t any different 

from other sport organisations’. 

According to Weedon (1987), expectations which appeal to the naturalness of gender and 

associated difference, are considered ‘one of the most powerful aspects of common-sense 

thinking’ (italics in original p.4) because it is a way of maintaining gendered social 

relations. Consequently, I suggest that by accepting inequities as inevitable the male 

managers who dominated decision-making positions protected their position in the 

established order (Hovden 2006). By comparing their practices to other sport 

organisations, where women were numerically and culturally underrepresented OrgB’s 

existing hiring practices were justified. 

Melanie (OrgA) supposed that ‘the men [appointed] have been the ones who have met 

the skill criteria’. While interpreting hiring outcomes in this way, she also reflected on a 

‘recent recruitment’ process where ‘there were three females and one male [applicant]’. 

She discussed ‘perceptions’ regarding the male who was appointed: ‘The women [female 

applicants] felt that their gender impacted. Customer service roles … they tend to go to 

females. For the skill set … women seem to feel more comfortable. Males aren’t happy 

just to be in … customer service. You can only recruit from the pool of applicants … you 

have’.  

Melanie’s (OrgA) remarks inform my discussion for several further reasons. Her 

observations were based on the assumption that the criteria used to evaluate applicants 

are objective. As Dick and Nadin (2006) contend, treating job characteristics as neutral 

can construct a culture where masculine modes of competency are privileged, 

reproducing the idea that women and men are naturally better suited to different positions. 
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Further, Melanie’s (OrgA) comments presume that hiring inequities persist because of 

women’s choices. This understanding is problematic as it implies that gender inequity is 

a ‘women’s only issue’ and that gender equity is also the responsibility of ‘women only’ 

(Hoeber 2008, p. 68). These understandings can also have the effect of further isolating 

gender as a minority issue within sport organisations.  

5.8.2. Discourses of choice: legitimating gendered hiring inequities  

Describing hiring inequities as being the result of individual women’s choices, or in 

OrgD, individual men’s choices, enabled managers to reinforce the idea that women are 

responsible for the sport career difficulties they encounter. Framing hiring inequities in 

these ways can be understood through Noble and Moore’s (2006) claims that ‘the retreat 

from the equity agenda’ and movements toward neoliberalist agendas promoting 

individualism are underpinned by the assumption that ‘women act in the market place as 

free individuals … rational, independent players who can achieve success through hard 

work’ (p.599). Similarly, Knoppers, Claringbould and Dortants (2015) found that sport 

managers drew on ‘discourses of meritocracy, neo-liberalism, and culture’ (p. 266) to 

legitimise the underrepresentation of women and racially diverse employees. This means 

that organisations can ‘absolve themselves of responsibility’ (Simpson, Ross-Smith & 

Lewis, 2010, p. 205) for perceptions of differential access. Rhode (1997) used the 

construct ‘denials of responsibility’ (p. 3) to encapsulate these meanings.  

Individuals’ denials of responsibility can occur when people believe that ‘inequities exist; 

they are neither part of the problem nor part of the solution’ (Rhode 1997, p. 3).  In 

specific reference to sport, Whisenant, Miller and Pedersen (2005) concluded that by 

constructing inequitable hiring decisions as unintentional acts, managers do not see 

themselves as individually culpable. For example, John (OrgA) remarked: ‘I don’t know 

if that’s traditional or if there is a bit of sexism … have females applied? I suppose that’s 

the way you test. How many female … how many males … who got the job? Did gender 

have a bearing on the outcome?’ Gavin (OrgA) suggested: 

I would be very surprised if they [women] weren’t putting forward an 

application. With due respect to you and your generation … younger women 

certainly have the confidence and that’s important. But I would suggest that the 

generation that’s doing the culling and the interviewing is still gender biased.  
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John’s (OrgA) remarks were in conflict with Gavin (OrgA) and his interpretations can be 

used to support the understanding that women’s decisions, not the organisations’ hiring 

practices, impacted their career access opportunities: ‘There are opportunities. I think they 

[women] are not putting themselves forward’ (John OrgA). 

By claiming that women were not applying for vacancies, managers can distance 

themselves from being personally responsible for inequities. Staurowsky (1996) argued 

that ‘blaming the victim’ is an ideological means of avoiding responsibility for gender 

inequity. According to Staurowsky (1996, p. 206), ‘it is far easier to blame women than 

… take on the male power elite’ that is typically responsible for recruitment. 

Female managers also legitimised recruitment inequities by portraying them as being due 

to women’s self-limiting behaviours: ‘maybe women think … a male sport would not 

recruit me … that’s something we instil in ourselves’ (Anne OrgD). Lauren (OrgB) and 

Anne (OrgD) thought that women lacked ‘self-confidence’ instead of recognising that 

‘prevailing societal discourses … have historically privileged masculine versions of 

physicality and athletic performance’ (Hoeber & Frisby 2001, p. 181).  

While acknowledging women experience difficulties accessing sport careers, Lauren 

(OrgB) said ‘[I]t’s more so getting the job in the first place’. She believed women were 

not ‘taking advantage’ of opportunities, as ‘being a woman’ had never ‘disadvantaged’ 

their careers (Lauren OrgB). Lauren’s (OrgB) remarks can be understood through 

Pfister’s (2006) finding that women who have not experienced career obstacles can 

assume that other women have enjoyed similar positive experiences. By discursively 

distancing themselves from female staff, women managers can be implicated in the 

maintenance of gender norms (Rhoton 2011).   

5.8.3. Generational changes and time 

Several managers (Gavin (OrgA), Heath (OrgA), Sarah (OrgA) and Melanie (OrgA)) 

believed that inequities had decreased as the next generation of sport managers was more 

open to women’s involvement. Linda (OrgC) commented: ‘[Y]ou employ the people you 

service … that’s more important than gender’. However, by arguing that ‘generational’ 

and demographic changes were ‘more important than gender’, managers can further 

obscure gendered hiring practices and their discriminatory effects on careers. For 

example, Heath (OrgA) remarked:  
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Generation Y is different to a baby boomer. The younger generation there is a 

different approach. They [male managers] have worked hard to get more women, 

we have come a long way … it will take time to change. There will be more people 

of an ethnic background and women in major positions over the next ten years 

which is a massive pendulum shift … that’s starting to happen here.  

Sarah (OrgA) also commented:  

Back in [the manager’s] day, it was typical for women not to have a career … 

the male was the breadwinner. They haven’t grown up in the world we have. The 

way they see things is different. That’s breaking. With [younger male manager] 

maybe it’s because he grew up in the generation Y that he is more diverse 

whereas the others [older male managers] still have that ideology back in their 

head. 

In contrast, Robyn (OrgD) thought that generational changes could enable men’s careers 

in her organisation: ‘[I]t’s that mentality. People are still very hard in their beliefs. It’s 

seen as a women’s sport. It may be a generational change … with young people the 

thinking seems to be different’. Ava (OrgD) thought that her workplace could benefit 

from replacing ‘old women’ with ‘younger people’ because ‘it [the sport] has changed. It 

really is time for some of them [older women] to leave’. 

Thus, managers thought that the passage of time would redress many recruitment 

inequities. Hovden (2006) referred to this understanding that gradual improvements can 

alleviate systematic inequities as a ‘naturalised time-lag problem’ (italics in original p. 

47). However, some female interviewees were doubtful about how quickly such change 

might occur: ‘[I]t becomes more apparent people are taking the measures. It will become 

the norm. But … that’s … thirty years away’ (Charlotte OrgC). Catherine (OrgC) also 

commented: ‘[I]t will take a generational change. There is … a young female, doing a 

training program with us. She sees the world as open for women. Let’s hope that’s the 

case’. 

5.9. Concluding comments on the case study organisations’ 

formal recruitment and selection practices 
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In this chapter I discussed the case study organisations’ formal recruitment and selection 

policies and practices. I first reflected on how legislative frameworks influenced the 

construction of formal recruitment and selection policies. Characteristically, in the study 

organisations, formalised hiring policies were underpinned by the principles and values 

guiding EEO legislation and associated policy frameworks. Although not a legislative 

requirement for all of the case organisations, framing formal hiring policies and processes 

on EEO program principles demonstrates how legislative and policy frameworks can 

positively influence the development and implementation of objective and transparent 

processes for appointing personnel. However, the fact that the smaller organisations, Orgs 

A, B and D, were not required by the legislation to develop EEO programs, meant there 

were inconsistencies in the case organisations.  

As organisations A, B and D employed fewer than 100 employees each, they were not 

legally required to furnish EEO programs. Consequently, in Chapter 6, I examine the 

tensions and gaps between the case organisations’ hiring policies, the EEO principles 

upon which hiring protocols were based, and the informal gendered practices enacted to 

appoint personnel.  

In this chapter I also analysed and discussed managers’ experiences of formal hiring 

policies and practices so that I could interrogate how managers’ understandings of 

employment legislation and formalised hiring policies can contribute to the construction, 

concealment and reproduction of gendered recruitment and selection inequities. My 

findings demonstrated that managers’ experiences and interpretations of legislative 

frameworks and formalised hiring policies contributed to the concealment, and therefore 

the (re)production, of gendered hiring practices in three ways. First, managers rationalised 

that organisational growth and professionalisation encouraged the implementation of 

transparent and equitable hiring processes and practices. Second, managers’ attempts to 

substantiate EEO claims, including showcasing women’s appointments and initiatives 

aimed at achieving employee gender balance, can reproduce a culture in which, once 

equal numbers of men and women are employed, other gender inequities are overlooked 

and ignored. Finally, managers legitimised gendered hiring inequities. Their claims that 

inequities persisted because of women’s career choices reproduced a culture where 

gendered selection outcomes were unintentional and a view that the passage of time 

would adequately redress these issues.  
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In the next chapter I analyse and discuss ambiguities and gaps between formal recruitment 

and selection policies and women’s and men’s experiences of the informal practices 

routinely enacted to appoint sport personnel.  
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Chapter 6: Informal Sport Organisation 
Recruitment and Selection Practices 

6.1. Introduction 

In this chapter I examine how gendered recruitment and selection inequities are 

reproduced through the case organisations’ informal hiring practices. I explore how 

women and men negotiate and resist the gender power relations behind unsanctioned 

hiring practices and begin to answer the research question: How do women and men 

interpret the influence of informal sport organisation practices and interactional dynamics 

on their career trajectories? 

Through my analysis of my interviews with employees (personnel who were not formally 

appointed to a managerial role or involved in managerial work) I noticed differences 

between formalised hiring policies, managers’ experiences and interpretations of hiring 

protocols, and the informal work practices enacted to recruit, select and appoint 

personnel. Ely and Meyerson (2000a) use the construct informal work practices to 

describe the norms, narratives and rhetoric used in organisational contexts. Drawing on a 

Foucauldian poststructural feminist perspective, I understand that problematising the 

tensions and gaps between managers’ interpretations of formal hiring practices and 

employees’ experiences of the gendered informal practices enacted to hire sport personnel 

can draw attention to ‘knowledges that have been disqualified’ (Foucault 1980b, p.82). 

For Foucault (1980b), it is through the re-emergence of ‘low-ranking knowledges … even 

directly disqualified knowledges … that criticism performs its work’ (p. 82) and so my 

research examines the ambiguities and gaps between espoused and enacted recruitment 

and selection practices so that they can be challenged and reimagined in gender equitable 

ways. 

6.2. Conceptualising gendered informal recruitment and selection 

practices 

My analysis identified two themes in relation to informal hiring practices which I have 

labelled (1) informalism and (2) inferiorisation.  These themes and sub-themes are 

presented in Table 6.1. 
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Table 6.1: Themes and sub-themes of employees’ experiences of gendered informal hiring 

practices 

Theme Informalism Inferiorisation 

Definition Tensions between formalised HR 

frameworks & hiring practices. 

Women’s professional identities 

considered inferior to their male 

counterparts.  

 

Sub-theme  

1. HR frameworks obscure gender 

inequities. 

 

2. Gendered informal hiring 

networks dominated by men 

who block women’s sport 

management career access 

opportunities. 

  

 

 

1. women appointed to less visible 

positions 

 

2. relationship between athletic 

masculinities & the gendering of 

employment positions 

 

3. mothering responsibilities affect 

women’s sport career access 

opportunities. 

 

 

Informalism is a social process that contributes to the emergence of a social institution 

where women and some men can be devalued, in part, because of masculinised informal 

workplace relationships that are reproduced within organisations and ‘transcend 

organisational boundaries’ (Collinson & Hearn 1994, p. 15). Informal networks can 

support some employees in their achievement of work-related personal and social goals, 

typically through unofficial channels (McGuire 2002). For example, in sport workplaces 

Schull, Shaw and Kihl (2013) argued that informal networks ‘operate as gendered 

political processes based on the power inherent in such networks and the lack of access 

afforded to women’ (p. 60). In the case study organisations, informalism preserved 

gendered hiring inequities in two ways: (a) informal gendered hiring practices were 

obscured by formalised recruitment and selection processes (b) women’s sport career 

access opportunities were limited by men’s informal gendered recruitment networks.  

My analysis of women’s and men’s recruitment experiences also found that the enactment 

of informal hiring practices (re)produced a situation where women’s professional 

identities were considered to be inferior to those of their male counterparts. In the case 

study organisations, the inferiorisation of women’s professional identities was evidenced 

through three practices: (a) women were typically appointed to less visible positions and 

work (b) the gendering of particular employment positions and departmental areas (c) 

perceptions regarding women’s mothering responsibilities restricted women’s sport 

employment opportunities. 
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6.3. Informalism’s gendered effects: the preservation of 

recruitment and selection inequities 

In this section I discuss how women’s and men’s experiences of informal hiring practices 

influenced their career access opportunities.  

6.3.1. HR frameworks obscure gender inequities 

Female personnel (Melanie (OrgA), Maple (OrgA), Felicity (OrgC), Jen (OrgC), 

Cassandra (OrgC), Charlotte (OrgC), Lucy (OrgD) and Emma (OrgD)) said that 

managers circumvented formal hiring practices. While recruitment and selection policies 

required that selection decisions were to be guided by objective processes and fairness 

and equity principles, Felicity (OrgC) remarked that: ‘there are ways around rules and 

regulations’. Jen (OrgC) thought that although ‘policy is in place’; the attitudes of the 

managers responsible for hiring practices ‘didn’t reflect the policy’. Lucy (OrgD) 

remarked: I knew I wasn’t going to get the role … even before I stepped into the 

interview’. Despite formal hiring policies, Melanie (OrgA) contrasted her experiences 

with those of a male:  

He [male manager] was appointed without a university degree … without 

anything. He got into the position [management role] without any formal 

qualifications. It’s probably not even deliberate. I didn’t think about it at the time 

… when that role [new position] came up; he got given that role, he was given 

the opportunity without interview.  

Melanie’s experiences reflect Burton’s (2014) suggestion that women experience greater 

challenges building the networks necessary to access and advance their sport management 

careers. Melanie (OrgA) remarked that ‘management made it quite clear’ that she ‘had to 

pass the interview’, unlike her male colleague. She described a ‘stressful’ interview where 

she was ‘grilled’ by the male CEO ‘over and over again’ regarding her ability to fulfil the 

position’s requirements, especially given her ‘family situation’ and the substantive travel 

and the ‘out of hours work’ required. She stated that ‘she knew that by law’ the CEO 

wasn’t allowed to ask those questions but ‘there was nothing to be gained’ by not 

answering his questions. 
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Emma (OrgD) described a recent employment interview. Although NSW employment 

legislation does not permit applicants to be asked about their age and marital status, ‘he 

[the interviewer] actually asked me how old I was. He asked me how I would go being 

responsible for employees who were predominately male’. Emma (OrgD) did not 

perceive her age or gender as a concern: ‘I didn’t think it [gender] would be a problem’. 

However, ‘the person who did get the job, he is the same age as me but … male. If I was 

a male, it would have been different.’ 

The perception among some of the women interviewed from OrgC (Cassandra (OrgC), 

Charlotte (OrgC), Felicity (OrgC), Melanie (OrgC)) was that formalised processes still 

concealed gender biases. For example, Cassandra (OrgC) remarked: ‘Despite all the talk 

about equality … it [gender] impacts on women’s opportunities. They [management] 

have to be seen to be doing the right process but … it’s not as transparent as it appears’. 

Charlotte (OrgC) also commented, ‘It’s a pal or a mate. They do the whole independent 

thing [independent selection panels] but nine times out of ten they all know each other’. 

This practice created a culture where the panel convenor stacked selection panels with 

their ‘mates’ (Charlotte, OrgC) with the intention of influencing selection outcomes.  

While selection panels were not always composed of male colleagues and friends, in 

organisations A, B and C, men principally held senior appointments with the positional 

mandate to appoint selection panels and hire personnel. Charlotte (OrgC) thought that the 

aim of the selection panel policy was to create ‘a bucket’ of ‘independent’ panel members. 

Despite policy requiring that panel members disclose any pre-existing relationships, panel 

members did not necessarily disclose these relationships. Charlotte (OrgC) discussed a 

recent experience. She reflected on the practices of ‘a male convenor and a female 

independent’ who ‘absolutely swayed’ toward appointing a male friend. 

They said I didn’t have enough experience. That’s not true. You look at the 

demographic. You go [think to yourself] male, no issues with having to pick kids 

up from school. He has a master’s degree; I have a master’s. I have a lot more 

breadth of experience. You … wonder if it’s [gender] a contributing factor 

(Charlotte OrgC). 

Felicity (OrgC) also discussed the effects of informal hiring practices. She thought a male 

colleague was ‘slotted into a position’. She contrasted her male colleague’s experience 
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with a female who subsequently left. Despite her superior performance, qualifications and 

industry background, her female colleague’s ‘three-month contract’ was not renewed. 

The experiences of Felicity (OrgC), Melanie (OrgA), Jen (OrgC) and Alice (OrgA) 

conflict with White and Kay’s (2006) research that found that professionalism has led to 

the need for formal qualifications, and that women who have completed degree 

qualifications will more easily access employment opportunities in sport. Regardless of a 

women’s undergraduate, masters and other qualifications, these interviewees suggested 

that women continue to experience difficulties developing their sport management careers 

in these organisations. For example, Melanie (OrgA), who has an undergraduate sport 

management degree, reported only being able to access ‘a receptionist role’. In spite of 

having an undergraduate sport science and management degree, Jen (OrgC) was unable 

to secure full-time employment at her workplace. Alice (OrgA) remarked that her degree 

qualifications meant that she was more ‘formally qualified’ than the men who interviewed 

and appointed her.  

Female employees from OrgC said that informal hiring decisions shaped men’s access to 

career opportunities. Felicity (OrgC) discussed the hiring practices of some women, 

saying ‘it’s who you know. There seems to be special treatment. The administrative girls 

were just slotted in’. Catherine (OrgC) acknowledged her personal ‘gender bias’ and how 

this bias affected women’s and men’s employment opportunities: ‘We are in the process 

of getting program officer traineeships up … I think that will be boys. We are also getting 

trainees for the business services program … in my mind that’s girls, so my own inherent 

sexism needs progressing’. 

6.3.1.1. Heteronormativities: lesbian employee recruitment and selection  

One of the men I interviewed suggested that some women responsible for recruitment 

were lesbians who circumvented formal process to appoint other women. Nigel (OrgC) 

remarked that he was ‘very tolerant’ and ‘not prejudiced’ because of his ‘Christian 

values’. However, he also described non-heterosexual women as ‘lesbians who appointed 

other women’.  

 

Remarks of this nature were not only made by men. Some women’s perceptions 

(Charlotte (OrgC), Maple (OrgB) and Lara (OrgD)) demonstrated how gender and 

sexuality intersect to reproduce heteronormativity. Societal heteronormativity relates to 
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the misguided ‘assumption that there exist only two sexes with dichotomously affixed 

gender meanings that substantiate heterosexual attraction and relationships as the norm’ 

(Sartore & Cunningham 2009, p. 289). Rachael (OrgC) remarked: ‘Jobs for the boys … 

jobs for people they like. Gay women can have just as many cliques. The current manager 

… she is not advertising positions. She tends to hire people that physically look like her 

… very short hair, lots of small, petite kind of little women’. Charlotte (OrgC) thought 

that there was ‘a general consensus’ and ‘lots of negative connotations’ that to be 

employed by her organisation ‘you have to be a lesbian’. She thought that these 

assumptions ‘denigrate the position of women’ in her workplace. Maple (OrgA) discussed 

modifying her behaviour and appearance to avoid being labelled a lesbian: ‘there is a 

perception … if you are a female working in sport then you’re a lesbian’. Maple (OrgA) 

was conscious of how she was perceived because of her marital status: ‘I’m single’ and 

‘I play hockey … straight away you’re a lesbian’. She negotiated assumptions regarding 

her sexuality by ‘wearing make-up’ and ‘look[ing] feminine’. She also remarked: ‘I still 

try and make myself feminine. I’m wearing make-up today. Not that I’m there to prove 

that I’m not a lesbian. Working in sport should be equal for all’. Thus, Maple’s (OrgA) 

comments, in part, agree with Dellinger and Williams (1997) and Dellinger’s (2002) 

finding that dress is an expression of how norms regarding sexuality are reproduced and 

contested. 

For other women, their workplace dress was a way to enhance their professionalism. For 

example, Lara (OrgD) remarked: ‘I’m a male dresser. For my [job] interview I wore black 

pants and a shirt. It’s important to appear professional. [The interviewer] actually 

commented on the professionalism of my dress’.  

While my research cannot confirm whether informal hiring practices excluded lesbian 

and gay individuals from employment, the gendered knowledge upon which these 

practices were based supports my previous findings in Chapter 5, that while managers 

claim they are working toward the recruitment of a diverse workforce, recruitment and 

selection inequities are still perpetuated. 

6.3.1.2. Family discourses: the reproduction of heteronormativities 

One of the ways heteronormativities were perpetuated related to how notions of the 

normative heterosexual family were reinforced. In the case organisations senior personnel 

drew on heteronormative family discourses to describe themselves and others. Nigel 
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(OrgC) thought he was ‘a mentor’ and ‘fatherly figure’ for female athletes and 

administrators. Richard (OrgB) described his organisation as ‘a big family office’. Ruby 

(OrgB) described her female manager as ‘the work mum’ and ‘[male’s name] is the work 

dad’. Her interpretations are consistent with Powell, Bagilhole and Dainty’s (2009) 

suggestion that women’s professional identities are constructed against, ‘caricatured 

roles’, such as ‘the mother’ (p. 413), and this reproduces a situation where 

heteronormative ideals are reified and concealed through family discourses.  

Personnel from OrgD also drew on family metaphors to describe their workplace culture. 

While Jessica (OrgD) remarked that her team of younger female staff thought she was a 

‘motherly figure’, she described herself as ‘like a big sister’. ‘I’m … more comfortable 

with that [being a big sister]’. OrgA and OrgB’s annual reports repeatedly used these 

phrases, with ‘family’ and ‘community’ being used by managers to describe their 

departmental areas and the organisational work culture. Thus, in the case study 

organisations, women who identified as ‘gay’ and ‘lesbian’ could disrupt assumptions 

around the traditional family norm. The appointment of women who identified 

themselves as lesbians is a challenge to the taken-for-granted heterosexual ambience of 

organisations (Bruni 2006) and in the case study organisations this created a situation 

where they were described as ‘bitches’ (Felicity OrgC) and ‘narcissists’ (Rachael OrgC).  

Catherine (OrgC) discussed a male supervisor she appointed: ‘He said … our [she and 

her female partner’s] relationship was not part of God’s design. The point for me was he 

saw us as … different. I was absolutely gobsmacked. As a lesbian in this world … it’s 

just who I am’. For women who identified as lesbians, concealing their sexuality was a 

threat to their sense of integrity as, ‘you just can’t deny who you are’ (Catherine OrgC).  

There are costs associated with being ‘a lesbian in this world’ (Catherine OrgC). The 

remarks of the male staff member to Catherine (OrgC) ‘hurt and upset’ her.   

6.3.1.3. Informalism and gendered recruitment networks 

In this section I discuss how women’s and men’s informal networking affected their 

opportunities to find out about employment opportunities as ‘networking practices are 

gendering practices’ (Benschop 2009, p. 232).  

Interviewees described various expressions of these practices, which demonstrated how 

networking and gendering are intertwined. Interviewees reflected on the competitive 



 130 

sport employment context, noting ‘it’s a hard industry to crack’ (Richard OrgB) and the 

importance of networks. However, I noticed that differences in the composition of 

women’s and men’s networks typically gave men greater access to information. This 

finding supports Ely and Meyerson’s (2000a), suggestion that differences in the 

composition of men’s and women’s social and professional networks typically provides 

men with greater access to information and career support.  

Rachael (OrgC) thought that gendered hiring inequities were ‘blatant and ‘obvious’ 

because ‘everyone knows how the system works’. However, she was ‘astonished’ that 

her colleagues and superiors accepted ‘nepotism’ and ‘favouritism’: ‘It’s supposed to be 

transparent but it’s [selection decisions] not’. She discussed the practices some women 

used to influence male selection panel members. Rachael (OrgC) discussed ‘chairing a 

[recruitment] panel’ while interviewing a female candidate: ‘She came in with her 

cleavage [sic], in black fishnet stockings’. In the recruitment interview ‘she leant over in 

a very provocative way and batted her eyelashes. The other female was in hysterics. 

Needless to say she didn’t get the job’. Ruby (OrgB) reflected on a recent recruitment 

experience: ‘It’s a boys’ club. That’s just what you get. Going for interviews in other 

sport organisations, it still has been predominately men. When I was there [sport 

organisation name] for the interview … there was [sic] only two other girls. The rest were 

men’.  

6.3.1.4. Unreflexive practice and recruitment networks that are gendered 

The men who acknowledged that gendered professional networks affected women’s 

opportunities did so in two ways. Heath (OrgA) acknowledged that women’s access to 

networks was made difficult because of a culture where men were appointed to positions 

because they were ‘good blokes’. However, he also believed that this practice had 

changed, ‘traditionally putting those people [good blokes] in roles that they are clearly 

not capable for … that has changed’ (Heath OrgA). 

In contrast, other men (Michael (OrgA) and John (OrgA)) discussed how their gendered 

network associations positively impacted their employment opportunities and contributed 

to their current employment positions. Michael (OrgA) discussed developing 

relationships with other men and how he was appointed to his current role through 

networking:  
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A guy, he remembered me from a former role. I went in for a bit of a chat … he 

said he would keep me in mind. When this role [current employment role] came 

up, I … phoned him, which helped, to have insider knowledge. They are handy 

relationships to have in the future … it’s about who you know.  

John’s (OrgA) experiences further demonstrate the effects of informal gendered networks 

and connect with Heilman, Manzi and Braun (2015) finding that inviting applicants to 

apply for positions is a common sport organisational practice that typically advantages 

me. John (OrgA) remarked: ‘I came to be employed here [OrgA] because of the 

gentleman [points to male manager] who just walked past. He knew of me … he … head 

hunted me. He made me an offer … it would be silly for me not to come’. While OrgA’s 

hiring policies required that vacancies be formally advertised, John (OrgA) called on 

‘recommendations’ from ‘male coaches’ when recruiting personnel:  

I don’t tend to like to advertise for a job and go through the whole process. 

Networking … if you know someone is going to do a really good job … it’s been 

a recommendation … you will say, “You guys know anyone who is looking for 

[coaching] work?”  

John’s (OrgA) practices connect with Brink and Benschop (2013) suggestion that the 

tendency for male network gatekeepers to look for candidates based on the advice and 

recommendations of other men is a gender practice that ‘confines the potential 

candidates’ (p. 471).  

Although networks typically advantage men (Shaw 2006b; Sibson 2010; Welford 2011), 

some of the women in the case organisations (Louise (OrgD), Penelope (OrgD), Belinda 

OrgD, Lauren OrgB) attributed their employment to networking. Louise (OrgD) 

remarked that while it was ‘not unusual in the sports history for men to be running the 

organisation’, she thought that it was ‘advantageous’ for ‘a woman to manage the sport’. 

In OrgD, women discussed being appointed to positions because of ‘friendships’ with 

other women and deliberate attempts to ‘employ more women’. Penelope (OrgD) 

commented, ‘my mum knew [female manager] … so she [manager] gave me the 

opportunity’. This practice can also be understood through Shaw’s (2006b) suggestion 

that ‘women are not immune … from making gendered, exclusionary gestures within 

their informal networking’ (p. 513). However, women’s influence can be of less 

consequence as men in sport organisations have ‘more immediate … access to networks 
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through their appropriation and expression of discourses that are considered to be 

influential in male-dominated networks’ (Shaw 2006b, p. 513).  

When women benefited from men’s recruitment networks, they often relied on male 

gatekeepers to access these network associations (Brink & Benschop 2013). Lauren 

(OrgB) attributed her appointment to networking. However, she also remarked that: ‘One 

of the guys … he got me the job. I didn’t actually apply for [the job] formally … this guy 

… coordinated me coming on board’. Lauren’s (OrgB) experiences substantiate 

Timberlake’s (2005) finding that women can progress their careers by ‘borrowing social 

capital from men who have legitimacy’ (p. 40). Michael’s (OrgA) remarks also 

demonstrate this, as well as affirming the influential role of male gatekeepers: ‘One of 

the new community sport officers is someone I used to work with. I kind of put in a good 

word for her with [male manager] … it’s a lot about who you know’.  

Although some men were willing to share their network associations, female colleagues 

and friends can experience professional and personal difficulties because of these 

relationships. For example, Melanie’s (OrgA) remark that her female colleague was 

appointed to her position because she was ‘sleeping with the manager who appointed her’ 

illustrates how women’s professional expertise can be questioned and their reputation and 

professional identities damaged through gendered network associations. The former 

coach and now male manager who was the focus of these rumours was ‘married with 

three children’ (Melanie OrgA).  

Women were also cautious about the costs associated with benefiting from men’s 

recruitment networks. This finding can be understood through Shaw’s (2006) suggestion 

that while women can benefit from network associations with men, women can be 

reluctant to take advantage of these opportunities because the ‘possible personal sacrifice 

required to access them [men’s networks] is too great’ (p. 513). Belinda (OrgD) discussed 

her experience of being appointed to and working for a men’s professional sport 

organisation. Although networking contributed to her appointment, she was concerned 

that her networking with men might be perceived as being flirtatious or inappropriate. 

Belinda (OrgD) believed her romantic relationship with a male colleague reduced the 

likelihood of innuendo: ‘I was in a relationship at the time, my partner also worked with 

[sport x] … so it wasn’t so much a worry for me’. However, it was also possible that her 

relationship would result in claims regarding favouritism. 
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In sum, in sport organisations, gendered networks are a complex organisational 

phenomenon, and ‘they are far more than solely a women’s or men’s issue’ (Shaw 2006b, 

p. 522). 

6.4. Informal recruitment practices and women’s inferior 

professional identities 

In this section I discuss how gendered informal hiring practices shape women’s 

professional identities. I explore how gender norms affected the departments, positions 

and work tasks women and men are appointed to, and I examine how gender norms and 

the knowledge upon which these norms are constructed can reproduce a culture in sport 

workplaces where informal hiring practices limit the types of employment positions 

women and men can access.  

6.4.1. Employee selection decisions and the reproduction of gender-

segmented work cultures 

The informal language used to describe departments and positions can demonstrate how 

particular femininities and masculinities are valued and devalued (Shaw 2006b). 

Receptionists and administrative staff, who were almost exclusively women, were 

referred to as ‘worker bees’ Alice (OrgA), the ‘administration girls’ Catherine (OrgC) 

and ‘“my” and “our” administration girl’ Lauren (OrgB). In contrast, men who typically 

occupied operational, coaching and sport development positions in OrgA and OrgB were 

described by their colleagues as the ‘development guys’.  

In the case study organisations men were more often appointed to positions of formal 

authority, reproducing a culture where women’s professional identities were 

‘subordinated to men in the formal authority structure relative to gender’ (Martin 2006, 

p. 267). Men were mostly appointed to positions with titles and departmental 

responsibilities including commercial services, sport competition and high performance, 

athlete and coaching development, and officiating. Typically, these positions provided 

access to greater material resources and decision-making autonomy, as Melanie’s (OrgA) 

remarks suggests: ‘The guys all got an iPad and phone … we [females] are still waiting’.  

How men discursively construct women’s appointments can also demonstrate how men’s 

attitudes contribute to the inferiorisation of women’s professional identities and their 
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appointment to particular positional and departmental areas. For example, discussing the 

recent recruitment of two women, John (OrgA) described them as ‘young and helpful’. 

He remarked that they have ‘a positive outlook and a nice a nice sort of friendly nature’ 

unlike the male employee they replaced who was ‘crabby, male and not as helpful’.  

Job advertisements for OrgA used the words ‘friendly’ and ‘support’ to construct the ideal 

candidate for administrative work. Gavin’s (OrgA) remarks demonstrated how men’s 

attitudes affect the work roles women were appointed to: ‘One of the positions … I made 

an error taking a man. Women are in roles where you need to be organised … they get 

other people organised. The guy who works here … he has a female assistant that makes 

him tick. He would be nothing without her’. The practice of providing men with female 

assistants reproduces a situation where in the study organisations, women were 

responsible for ‘displacing the stresses’ of those men ‘higher up the managerial hierarchy’ 

(Kerfoot & Knights 1998, p. 9).  

Women overwhelmingly discussed being appointed to ‘support’ and ‘assistance’ roles. 

Lily (OrgB) reflected on the lack of influence her position formally accorded her by 

stating that ‘all the women were appointed to administration where they don’t have a lot 

of power’. The perceived lack of value conferred to naturalised women’s workplace roles 

can reveal how gendered power is reproduced by associating influential employment 

roles with discourses of masculinity (Dick & Nadin 2006, Shaw & Hoeber 2003). For 

example, Ruby (OrgB) thought that although women ‘play a pivotal role’ in her 

workplace they were ‘just secretaries’ and as a secretary she was ‘pushed around’ by men 

‘who belittled her’. Lucy (OrgD) also remarked: ‘I’m not just … waiting for a phone to 

ring. I get a lot of crap. They just see me as a receptionist’ and Charlotte (OrgC) noted 

that: ‘client services are all women … client service is much lower in the grades’. My 

findings echo the work of Moore, Parkhouse and Konard (2001) who observed how a 

male-dominated sport industry reproduces gender-segmented work cultures.   

Scholars (Shaw 2006b; Shaw & Hoeber 2003; Shaw & Slack 2002) have studied how in 

sport organisations’ gender discourses reinforced the different values attached to 

positions and departments as ‘a manifestation of the symbolic order of gender’ (Gherardi 

1994, p. 608). Sarah OrgA) remarked: 

After … assessing people’s skills … you have to think … how they are going to 

fit. I have advertised for the reception role, it’s predominantly females who have 
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applied. It’s not something we have done deliberately [appointed women]. I don’t 

know if it’s because they [men] think they are above that. Women, we get 

married, we have kids. It’s an entry level role … they’re the kind of roles you can 

get back into while … maintaining a family. 

Fit is conceptualised as an employee’s perceived compatibility with the job, organisation 

and community (Heilman, Manzi & Braun 2015; Mitchell et al. 2001) and can 

demonstrate how objectified and professionalised HR processes can conceal the 

subjective and value-laden criteria influencing selection decisions (Dick & Nadin 2006). 

For example, Alice (OrgA) and female managers Melanie (OrgA) and Maple (OrgA) said 

that in their workplace women were perceived as ‘more’ and ‘better suited’ to support 

positions: ‘There are decisions made about … what we are good at. So, women tend to 

be in administrative roles. There are roles that are clearly women’s. My role will always 

be a female. I’m at the bottom of the chain’ (Alice OrgA). Alice’s (OrgA) colleagues 

agreed:  

Women are looked at … traditionally women have … the typing skills … the 

phone skills. The other issue … the role [receptionist position] was offered to a 

man … he never actually showed up. The CEO … said, “I will never hire a man 

for that position again” (Melanie OrgA).  

Maple (OrgA) discussed a recent experience: ‘One guy and two girls were interviewed. 

[The woman] who was interviewing came out and said … “that guy was no good” … 

perhaps females are perceived as being better on the phones’. Maple’s (OrgA) remarks 

agree with Poggio’s (2000) finding that gender practices often reproduce a context where 

women are preferred for positions requiring ‘direct or telephone contact with the public’ 

(p. 390). Maple’s (OrgA) remarks could also be understood through McDowell’s (2001) 

suggestion that in contemporary workplaces masculinities are ‘unstable’ (p. 183) and 

differentially valued:  

There is probably a perception out there … if a guy is there [in reception] … they 

probably think they are gay or something … maybe that’s why they [men]don’t 

apply …. Everyone … looks at you [receptionist] as the shit kicker’ (Maple 

OrgA).  



 136 

Melanie’s (OrgA) remarks indicate that men can be unjustifiably deemed unsuitable for 

customer service and administrative work:  

It just seems to be the view that women are happier to do customer service … we 

have employed two males … they have just not worked. A male in the office 

actually said, “You can’t put a male into that [reception and customer service] 

role”.  

Interviewees had conflicting opinions as to why women were overwhelmingly appointed 

to administrative positions. Lily (OrgB) attributed this situation to women’s personal 

career choices rather than organisational hiring practices: ‘we have had … job vacancies 

in events and communications … more than 90 per cent of the applicants were women’. 

While women’s appointments to administrative and support orientated positions can be 

understood in this way, it is not the only possible interpretation. Maple (OrgA), Louise 

(OrgD) and Lara (OrgD) applied for entry-level appointments as a way to access sport 

careers. Maple (OrgA) said, ‘I started in the door here as a receptionist. It was off track 

but … an opportunity for full-time employment’. Louise (OrgD) commented: ‘When I 

came to [name of organisation] I took any job. I was happy to just mark a bit of time’. 

Lara (OrgD) also applied for a position below her skills to secure employment, describing 

her appointment as a ‘stepping stone’. However, Julie’s (OrgB) remarks demonstrate how 

this practice can restrict women’s sport management career development: ‘They [female 

administrative staff] have gone for jobs hoping they will get into other departments once 

they get their foot in the door. It’s not quite as easy as it looks’.  

6.4.2. Athletic masculinities and the gendering of employment positions 

Some women attributed the difficulties they encountered in being appointed to sport 

management positions to the informal knowledge required by hiring managers:  

It [a sport background] definitely helps. When we originally employed people to 

do the [sport x] membership and finance the lady we got … had no idea of the 

sport … even though she was just processing finance things, it was difficult (Julie 

OrgB). 

Melanie (OrgA) thought that her career access was made difficult because she did not 

have ‘an athlete background in the sport’, unlike her male counterparts. She remarked 
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how her colleagues: ‘were all … players and coaches. Most of the ex [sport x athletes] in 

our office are male’. This experience is in line with Anderson’s (2009) conclusion that 

the links between athletic masculinities and hiring practices can authenticate a manager. 

Further, through their investigation Knoppers and Anthonissen (2008) argued that women 

experience difficulties accessing opportunities in sport organisations because they are 

unlikely to have a shared history with their male colleagues of participation in sport. 

John (OrgA) acknowledged that ‘sport x is male dominated’. However, he suggested that 

the organisation was ‘trying to get more women involved’. Sarah (OrgA) also thought 

that male ex-athletes were advantaged by selection processes. However, she also believed 

that this practice was ‘slowly breaking down’ because ‘the perception … that [women] 

know nothing … you have not played the sport so how can you assist in any way is 

fading’. David (OrgB) thought that although women’s ‘presence’ was improving, OrgB 

administered what he described as ‘a men’s sport’ and so the sports ‘history’ impacted 

women’s employment opportunities: 

[Sport x] is a bloke’s sport … female membership is only 5 per cent. When I went 

away … in 1991 we took one girl. She was an honorary guy. It wasn’t a pleasant 

experience for her but that’s no longer the case. We have more female athletes 

… seeking a higher level management in the sport.  

Thus, appointing past female athletes was seen as one way to increase women’s presence: 

‘There are a couple of women. One … is an Olympian. The CEO and I spoke about 

approaching her. Hopefully … strong, and intelligent women … have a charm with the 

public, they will come through from athletes to administering the sport’ (Peter, OrgB).  

Some women from OrgB thought that male candidates were favoured because the sports 

male stakeholders preferred to deal with other men. Ruby (OrgB) thought these 

preferences ‘impact opportunities for women’, as OrgB was ‘predominantly a male sport 

… the athletes want a male talking. The … athletes feel more comfortable dealing with 

men’.  

Lily (OrgB) thought that men were appointed to the ‘development side [positions]’ while 

women were ‘administrators’ because: ‘members … want to deal with a male … 70 per 

cent … are men. They tend to have more faith in the male’. Other women such as Lauren 

(OrgB) thought that men were sceptical of their expertise: ‘I got the job when there 
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weren’t many women in development … they [men] have been dubious about why I was 

appointed to the position’. 

The difficulties of not having an athletic background also affected the opportunities for 

women applying for vacancies in OrgD, which governed a women’s sport: ‘I’m not a 

[sport x] person – that’s almost like having a third gender. There is a lot of nepotism. 

People don’t have a hook in me. I may as well be an alien’ (Louise OrgD). While the 

obstacles preventing non-athletic men from being appointed were less common, they 

were still in evidence. Simon (OrgB) discussed experiencing challenges being appointed 

to his current role because he ‘didn’t have a background in the sport’. He described how 

‘my old boss was an ex [sport x athlete], he was, ‘this is the way we used to do it when I 

was [a sport x athlete], so this is the way we do it now’. David (OrgB) was critical of new 

employees being hired who had not participated in the sport. David’s (OrgB) criticisms 

were stronger when women were involved, as OrgB managed what was historically a 

men’s sport: ‘It’s the part of the culture that’s missing … they don’t know the sport’ 

(David OrgB).   

Women are at an even greater disadvantage because male personnel with an athletic 

background were described as ‘big players’ (John OrgA) and were recognised for their 

‘serious [sport x] backgrounds’ (Heath OrgA). Renee (OrgB) was one of the few women 

interviewed who thought her athletic career assisted her sport career access opportunities: 

‘It’s made things a lot easier’.   

Ruby (OrgB) reflected on a recent appointment: ‘She used to be a [sport x] athlete. She 

gets respect. Sport knowledge is power’. However, Lauren (OrgB), who was recently 

appointed to a senior position, was mindful of affirming her commitment to appointing 

the best people: ‘Our administrator, she is an ex-athlete. She knows the board. It didn’t 

influence her appointment to the job … but because she was involved as an athlete, they 

are extremely supportive and they are men’. 

6.4.3. Gendered informal recruitment practices and women’s mothering 

responsibilities 

Mothering responsibilities affected how professional identity was constructed and valued 

in the case study workplaces. Motherhood influenced the types of positions the women I 

interviewed were offered and appointed to because of how narratives concerning the 
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family were reinforced. Julie (OrgB) remarked: ‘Females are more organised in their 

management than males … that probably comes from having a family and having to 

organise everybody’. Melanie (OrgA) thought that some positions would be ‘difficult’ for 

women with children as ‘they [women with children] have different priorities’. In her 

opinion women failed to apply for particular positions because they were not as ‘career 

minded’ as men; ‘women don’t want to do it’.  

Some men’s assumptions about the career aspirations of women with children reproduced 

a culture where normative judgements concerning women’s mothering responsibilities 

were (re)produced (Lewis & Simpson 2012). Gavin (OrgA) remarked: ‘I have done it … 

thinking, why would I employ a 26-year-old female who may have a baby?’ Gavin’s 

(OrgA) further comment that ‘people make assumptions’ but ‘you may not say them out 

loud’ can also demonstrate how gendered hiring practices are revealed and concealed: ‘If 

you have two people of the same ability but … different sexes, those kinds of things go 

through your mind. If we are not afraid of political correctness you should ask … are you 

going to have babies?’  

Women with children experienced heightened difficulties accessing opportunities in 

OrgA and OrgC. For example, Charlotte (OrgC) remarked: ‘They know they are getting 

issues when they employ you. Kids get sick; you get called to their school on random 

occasions. You have responsibilities’. So did Maple (OrgA):  

Women were perceived as a bit of an annoyance. It was, how dare she be 

pregnant type attitude. He [male manager] never said it to anyone’s face … you 

could just tell. He had to do the whole maternity thing [organise leave 

arrangements]. In his eyes it was all just too much.  

Supporting Maple’s (OrgA) claims, John (OrgA) remarked: ‘When they [pregnant 

women] return they are only able to do two days a week. Although they want to work it’s 

not really helping. You always have to cover them. They come back and they have all 

these rights’. John’s (OrgA) comments are in agreement with Poggio’s (2000) findings 

that in male-dominated work cultures women’s pregnancy and subsequent maternity 

requests are used by men to ‘justify discrimination’ (p. 389) levelled against women with 

children.  
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Melanie (OrgA), Felicity (OrgC), Samantha (OrgC) and Jen (OrgC), discussed 

concealing their motherhood and marital status to access career opportunities. One male 

manager also noted how a female subordinate concealed her motherhood plans. His 

remarks can demonstrate how women successfully concealed their motherhood plans to 

meet employment expectations which valued an unabridged commitment to work (Martin 

1990): ‘I had a manager whose work was … beyond reproach. I never found out … she 

and her husband were going through IVF … but, she never missed a beat at work’ (Gavin 

OrgA).  

Some women discussed concealing their mothering responsibilities when applying for 

their jobs: ‘I look at it this way; do you tell them you are married with children? Do you 

take your wedding and engagement rings off?’ (Melanie OrgA). Felicity (OrgC) 

expressed similar concerns: 

I recently applied for a position. I wasn’t going to put my married name [on 

employment application]. I didn’t want them to know … they will think … she 

will just go off and have a kid. You’re early to mid-thirties you are more 

discriminated against. It [children] raises … questions. When you have got four 

people who could do the job … and then they know you are a mum … you 

automatically get flicked [not shortlisted].  

In a follow-up interview conducted several months later, Felicity (OrgC) disclosed that 

she was in the early stages of a second pregnancy. She discussed concealing her 

pregnancy by wearing loose-fitting clothing and expressed ongoing concerns regarding 

her position and future career prospects. 

In contrast, some women thought that being unmarried and without care responsibilities 

was an advantage. Megan (OrgD) attributed her appointment to being a young woman 

without children: ‘I was young, no ties’. Lauren (OrgB) also remarked: ‘It [not having 

family] has been a positive. My role travels … so [family] doesn’t impact on me’.  

6.5. Concluding comments on informal recruitment and selection 

practices 

In this chapter I analysed and discussed unofficial recruitment and selection practices. My 

analysis of women’s and men’s hiring experiences revealed tensions between the formal 
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hiring policies and processes described in Chapter 5, and the informal practices typically 

enacted to recruit and select personnel discussed in this chapter. Thus, in the case study 

workplaces the implementation of formalised HRM frameworks has not prevented male 

managers from appointing personnel who share their valued masculine characteristics. I 

further discuss the effects of these gendered practices in Chapter 7, by exploring how 

women and men were treated in sport workplaces, and if this treatment differentially 

affected women’s and men’s sport management career development. 
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Chapter 7: Formal Promotion and Retention 
Policies and Practices 

7.1. Introduction 

In this chapter I analyse how sport managers’ experiences and interpretations of formal 

promotion and retention policies and practices differentially shape women’s and men’s 

sport management career development. I begin by examining managers’ interpretations 

of the values and principles underpinning the implementation of employment legislation 

and how legislative enactment has shaped formal promotion and retention policies in their 

workplaces. The findings and discussion in this chapter contribute to addressing the 

research question: How do managers’ experiences and interpretations of legislative and 

policy frameworks influence the development and implementation of formal gender 

policies and practices in sport workplaces?  

My approach to analysing managers’ experiences and interpretations of legislative and 

policy frameworks, in part, agrees with Bacchi and Eveline’s (2010) suggestion that 

policies are productive. That is, I first examine ‘how policies produce understandings of 

the “problems” they purport to address’ and second, I examine how, through this process, 

‘subjects are constituted’ (Bacchi & Eveline 2010, p. 9). By presenting my findings and 

discussion in this way, I also start to frame my discussion in Chapter 9, of the tensions 

and gaps employees identified between formal legislative and policy frameworks and the 

gendered informal practices enacted to promote and retain employees.  

By focusing on formal promotion policies and practices I was able to explore the gendered 

ways in which career development opportunities and work tasks were assigned and 

accomplished. This analytical framework was important to my understanding women’s 

and men’s gendered sport career trajectories as ‘the extent to which individuals have 

challenging job experiences is one of the most important determinants of career 

development’ (De Pater, Van Vianen & Bechtoldt 2010, p. 434). In relation to employee 

retention, how their managers and colleagues treated women and men differently 

influenced their propensity to stay with their current employer, or look for opportunities 

to develop and progress in their careers in other workplaces, or prematurely ‘break off’ 

their sport management careers (Pfister & Radtke 2006, 2009). 
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7.2. Managers’ interpretations: employment legislation, 

promotion and retention 

OrgC was the only case study organisation to develop and implement a formal written 

promotion and retention policy. In Organisations A, B and D, managers typically 

discussed unwritten policies and procedures for promotion and retention. Managers from 

OrgC characteristically discussed the implications of employment legislation and 

associated policy frameworks on their organisation’s promotion and retention processes 

and practices. 

Australian governments at various levels have endorsed remedial legislation aimed at 

redressing women’s systematic gender discrimination in employment (Thornton 2008). 

Under the Anti-Discrimination Act 1977 (NSW) (in New South Wales where all of the 

case organisations’ head offices were located), workplace discrimination is said to occur 

when someone is treated unfairly because they belong to a particular group of people or 

they have a particular characteristic. 

Through my analysis of the case organisations’ HR policies and managers’ interview 

transcripts, I uncovered two themes relevant to managers’ interpretations of gender 

employment legislation: (1) disrupting gendered promotion and retention practices and 

(2) normalising gendered promotion and retention practices, as summarised in Table 7.1. 

Table 7.1: Themes and sub-themes in managers’ interpretations of gender employment 

legislation 

Theme Disrupting Normalising 

Definition Legislation positively enhanced 

women’s careers 

Legislation reproduced career 

inequities: 

 

Sub-theme 1. past frameworks replaced by 

‘comprehensive’ & ‘mature’ 

approaches  

 

2. legislation enhanced awareness 

of EEO, harassment & 

discrimination 

 

3. socio-political changes 

enhanced women’s sport 

careers. 

1. men marginalised/required to fit 

feminised workplace contexts  

 

2. tensions between merit & 

women’s special treatment. 
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7.2.1. Disrupting gendered promotion and retention practices  

Managers from OrgA and OrgC thought that the introduction of state anti-discrimination 

legislation had challenged the inequitable practices affecting women’s sport management 

careers: ‘In the past anti-discrimination legislation was only coming in. Law was not 

comprehensive. Policies … were ad hoc … that didn’t help the course of promoting 

women through a sporting structure to the very top’ (Nigel OrgC).  

As an example of legislation encouraging awareness of the values underpinning anti-

discrimination legislation, Melanie (OrgA) discussed a compulsory education workshop 

for managers: ‘The big thing most people took out of [the workshop] was … one person 

might not see something as discrimination but … someone else might’. These workshops 

were also documented through OrgA’s 2010/2011 annual report: ‘[OrgA] launched a 

suite of policies around Equal Employment Opportunity, Harassment, Discrimination and 

Bullying. All staff were required to attend a facilitated training session based around these 

topics’ (p. 16). 

Charlotte (OrgC) believed that recent policy commitments could challenge gendered 

promotional inequities and positively contribute to women’s sport management careers. 

She noted ‘we have just had an international working group on women in sport. The 

legacy … The sex discrimination minister has come out and said funding is going to be 

channelled toward organisations that are more proactive on getting more females’. While 

she was enthusiastic about this approach, scholars have problematised such links between 

policy compliance and funding. It is claimed that linking gender equity to funding can 

create a situation where equity policies are a burden forced upon sport organisations 

(Shaw & Penney 2003). Thus, ‘this limited view of gender equity’ (Shaw & Penney 2003, 

p. 93) is unlikely to be challenged. 

Two managers (Catherine (OrgC) and John (OrgB)) drew on socio-political changes to 

support their claims that legislation positively influenced women’s career opportunities. 

For example, Catherine (OrgC) reflected on the appointment of Australia’s first female 

prime minister to support her claims that ‘things’ were changing and that these broader 

societal changes would positively influence future legislative protections and workplace 

practices: ‘A female prime minster … an unmarried woman in the lodge … a deliberately 

barren woman. Regardless of the politics … things have changed’. John (OrgA) also 

referred to societal changes to justify his claims that legislation and policy has and would 
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continue to positively shape organisational practices and the values and beliefs 

underpinning them. He ‘couldn’t see’ why a woman would ‘not one day become CEO’ 

because he recently ‘voted [for a female] prime minister’. A difficulty arising from this 

understanding is that managers can deny that their practices contributed to the 

reproduction of gender inequities. Attributing inequities to entrenched societal attitudes 

and beliefs can also have the effect of shifting responsibility for redressing gendered 

promotion practices away from the organisation (Hoeber 2007). Thus, my research 

findings, in part challenge Cunningham’s (2008) suggestion that increased societal and 

industry pressure on sport organisations challenge gender inequalities and generate 

greater commitment to diversity and inclusion. 

Catherine’s (OrgC) and John’s (OrgA) optimism regarding changing gendered societal 

norms was not shared by all managers. For example, Gavin (OrgA) remarked that 

although women were increasingly promoted to managerial appointments, ‘there was a 

long way to go’. He acknowledged that through his ‘25 year’ sport management career 

‘there aren’t many … female managers who have worked for me … so I am probably 

implicating myself’. Thus, while opportunities for women to progress their careers have 

been influenced by legislative, policy and societal changes, gendered discourses and 

practices continued to disrupt their sport management careers. 

7.2.2. Normalising gendered promotion and retention practices 

The second theme in relation to managers’ interpretations of the effects of employment 

legislation, ‘normalising gendered promotion and retention practices’ demonstrates how 

legislative frameworks and promotions policies addressing women’s absences from 

senior appointments can be detrimental to women’s and, in other instances men’s, sport 

management careers. Nigel (OrgC) remarked:  

There was a complete imbalance. A woman is there [promoted] based on her 

gender … that has an effect on the policy direction … the whole … culture. Your 

senior male managers, who are in a minority … are very careful about how they 

make decisions about women. I’ve been one … who has gone for a more senior 

position. It’s been mentioned to me … that I haven’t been promoted because I’m 

male. It’s difficult … someone else will get a more senior position based on the 

fact that they are female. 
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Rachael (OrgC) thought that managers were only superficially committed to legislative 

directives. She described an experience to illustrate the limitations of legislation and 

referred to the arduous ‘tooth and nail battle’ women continue to fight for gender equity. 

Reflecting on her involvement in marketing a ‘social sporting event’ with ‘a committee 

of 12 men’ she took exception to the sexualised image of ‘three … very attractive women’ 

proposed to market the event. She described being ‘shocked’ that her male colleagues did 

not see anything wrong with the image (Rachael OrgC).  

Although legislation provided her with a platform to challenge the committee’s decision 

to use the sexualised image to promote the sport event, Rachael (OrgC) thought that 

legislative requirements such as EEO did not challenge the deeply entrenched gendered 

cultural values and beliefs held by her male colleagues:  

It was a tie. The guy … in charge … because we were supposedly into EEO he 

came down on my side. That’s what the culture was like. They [men] would say 

“I’m not giving you a promotion because you’re [a] woman” … We really had 

to fight tooth and nail to get that equality.  

Louise’s (OrgD) remarks also demonstrated how policy approaches could be limiting 

because they were tokenistic and failed to address the gendered discourses and practices 

differentially shaping women’s and men’s sport management careers. Louise (OrgD) 

remarked:  

There was an initiative leading into the 2000 Olympics. The AOC [Australian 

Olympic Committee] ran a woman as future sport managers program. I found a 

file with a list in it, just the other day. It was quite interesting; when you look 

through it there are probably only three names that I have knowledge of [who 

are still working in sport]. It was fully funded … it was a token gesture leading 

up the 2000 Games. They brought in masses, about 150 women. Somehow over 

a weekend they selected to take some people forward. Next thing I received a 

letter, they brought about ten people in for a final thing. It was a hand-selected 

lunch; they flew me from [the state where she lived] for lunch basically.  

Despite the achievements of anti-discrimination legislation, Catherine (OrgC) thought 

that women’s involvement in sport management remained limited because of 

organisational and societal norms. Her remarks can be understood in terms of Martin and 
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Meyerson’s (1998) finding that some women in management positions thought that 

gender inequities were unlikely to change, and Smith’s (2008) claims that the 

effectiveness of Australian anti-discrimination laws has lessened rather than developed 

over the past 30 years. Catherine (OrgC) discussed ‘lecturing young women’ on the 

difficulties women continue to experience in the workplace in the hope that they would 

advocate for more substantive change. However, she thought that younger women did not 

identify with feminism or feminist activism: ‘I really want to explain to them [young 

women] what it was like. I felt it incumbent upon me to lecture some young women about 

this. How we marched … got arrested; we strongly said “no, we are not going to take it 

anymore”’. 

Building on these findings, I next discuss the intersections between managers’ 

interpretations of employment legislation and the development and implementation of the 

case study organisations’ formal promotion and retention policies. 

7.3. Formal promotion and retention policies 

OrgC was the only case organisation to implement a formal written employee promotion 

and retention policy. As part of this policy OrgC’s priorities included a commitment to 

developing and retaining ‘high performing … staff from diverse backgrounds’ and 

providing ‘opportunities for them to progress’. Managers were expected to play ‘a key 

role in fostering diversity within their teams’. Diversity was thought to make ‘good 

business sense’ and was ‘a vehicle for developing … a skilled workforce reflective of the 

diversity of our … communities’ (p.1). The key statistics which OrgC cited to 

demonstrate its achievements in this area included ‘an increased number of staff from 

under-represented groups participating in what were referred to as capability development 

opportunities … and 50% or higher representation of women in senior positions’ (p.4). 

Productivity and turnover can be improved when employees are provided with 

opportunities to balance their work and non-work commitments (Tremblay, Mary & 

Lorento 2011). Several managers thought that policies that promoted a healthy work–life 

balance (WLB) were fundamental to retaining ‘high-performing personnel’ (Heath 

OrgA). WLB policies typically included flexibility in the form of part-time work 

provisions and family-related leave. While in three of the case organisations (OrgA, OrgB 

and OrgC) WLB was loosely defined, it is a strategic HRM value that contributes to 
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employee retention and developing ‘an employee’s unique capacities’ (Mescher, 

Benschop & Doorewaard 2010, p. 22).  

Legislation requires organisations with more than 100 employees to publicly document 

flexible work policies. Although OrgC was the only case organisation required to 

formally report its policies, managers from Organisations A, B and D also discussed their 

approaches to providing personnel with flexible work arrangements. Heath (OrgA) 

remarked that while there wasn’t ‘anything in writing’, that ‘only means there is a lot of 

flexibility’. Emily (OrgA) described her workplace as ‘family friendly’ and ‘advocated 

for work–life balance’. To demonstrate the organisation’s commitments in this area she 

referred to a recent ‘annual review meeting’ where she approved ‘flexible hours’ for a 

middle manager. Further, she drew on her own mothering responsibilities to demonstrate 

her commitment to this organisational value. However, relying on the voluntary efforts 

of employers can reproduce a culture where work–life balance actually ‘worsens’ 

(Charlesworth 2005, p. 95).  

In OrgC part-time and flexible work arrangements were seen as a concession that could 

be revoked at any time. OrgC also implemented a working-from-home policy. These 

arrangements were only approved by managers on a short-term or one-off basis. Regular 

working-from-home arrangements were reserved for ‘exceptional circumstances’ and 

termination of these arrangements could ‘occur at any time’. Employees seeking flexible, 

part-time and working from home arrangements were almost exclusively women.  In 

contrasting his ‘work ethic’ with that of his female colleagues who had taken up flexible 

arrangements, Mark (OrgC) said that: ‘Women, they don’t have the passion. It’s my work 

ethic … I even check my emails on holiday. I’m 24/7 … my [female] colleagues are not’. 

Mark’s (OrgC) remarks can be understood through Ibarra, Ely and Kolb’s (2013) 

suggestion that the ways in which they value work differently shapes women’s and men’s 

careers. In organisations, ‘heroic work’ practices are typically rewarded, and these 

practices are ‘most often done by men’ (p. 7). 

In respect to sport organisations, Shaw and Frisby (2006) suggested that employee 

commitment is typically associated with masculine practices personified through the 

‘heroic individual’ (p. 494). Heroic people, who are characteristically men, ‘work day 

and night’ and are rewarded, while the woman ‘who manages her work smoothly … is 

invisible and undervalued’ (Rao, Stuart & Kelleher, in Shaw & Frisby 2006, p. 494). I 
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further discuss the effects of this practice on women’s and men’s career development in 

Chapters 8 and 9. 

Managers from each of the study organisations often discussed the additional hours of 

work required to meet their managerial responsibilities. To formally acknowledge these 

hours, OrgA’s staff were compensated in the form of time-in-lieu for their excess working 

hours. Generally, the policy was received in a positive light. However, some of the 

women interviewed discussed challenges they encountered when taking their days-in-

lieu. For example, Maple (OrgA) remarked that employees only have ‘two or three 

months to make use of the hours’. She thought this timeframe was unrealistic and that 

staff were ‘ticked off as they could not make use of hours owing’, due to ongoing 

unsustainable workloads. Melanie (OrgA) discussed accumulating ‘so much time in lieu’ 

that she stopped applying for it. Consequently, despite time-in-lieu arrangements, the 

image of the ideal worker as someone whose time is devoted to work above other 

commitments was reproduced, and this made things especially difficult for female 

managers and employees (Melanie (OrgA), Maple (OrgA), Emily (OrgA) Charlotte 

(OrgC), Catherine (OrgC), Ava (OrD) and Megan (OrgD)) with care responsibilities to 

negotiate. 

7.3.1. Maternity leave and flexible work arrangements 

During the months I was conducting interviews and analysing my findings there were 

changes to the provisions regarding maternity leave. From January 2010 ‘working parents 

were provided with a legislative right to 12 months’ unpaid parental leave or the right to 

request an extension of 12 months’ (Baird 2011). With this change came the right to 

request flexible work arrangements and the ability for parents to better balance child care 

commitments and work demands. In line with the 2010 federal legislative provisions, the 

Paid Parental Leave (PPL) scheme was implemented in January 2011. Previously, there 

had not been a nationally funded maternity leave scheme (Whitehouse et al. 2013).  

Melanie (OrgA), Maple (OrgA), Emily (OrgA) Charlotte (OrgC), Catherine (OrgC), Ava 

(OrD) and Megan (OrgD) discussed their organisations’ maternity leave and flexible 

work provisions. Their discussions and the issues emerging from these women’s care 

responsibilities are in line with Calas and Smircich’s (1996) suggestion that the private 

and public spheres are inherently interconnected. While anti-discrimination legislation 
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has created a separation between the private and public sphere, the boundary between 

them is not clearly defined as ‘organizations, families and societies are mutually 

constituted’ (Calas & Smircich’s 1996 p. 308).  

Melanie (OrgA) thought that her workplace should have a formal maternity leave policy 

detailing the arrangements women can draw on, especially when they return to work. In 

the absence of formal policies, she discussed the ‘challenges’, ‘difficulties’ and ‘stresses’ 

she experienced as the only female employee to have children and return to the workplace. 

The challenges Melanie (OrgA) experienced were substantiated through her female 

colleagues’ observations that male managers described women ‘as the annoying ones who 

go on maternity leave’ (Maple OrgA) and they reflect Martin’s (1990) claims that, in 

relation to pregnancy, ‘myths of harmony, unity and caring … conceal the opposite’ (p. 

340).  

In contrast, OrgC’s managers and employees discussed ‘very generous’ and ‘pretty 

generous’ arrangements in their organisation for parents, especially parents with 

preschool-aged children. For example, Felicity (OrgC), Cassandra (OrgC), and Samantha 

(OrgC) reflected on how the implementation of work–life policies enabled them to 

combine their career and mothering responsibilities, and that the flexibility they enjoyed 

as women in the public service was not necessarily present in other sport workplaces. 

Felicity (OrgC) commented: ‘I would probably move, but there is just too much 

flexibility’. Charlotte (OrgC) thought that: ‘Women in the public sector have it pretty 

good. I pity women in the private sector. I really don’t think they have the support to 

balance family and career’. Similarly, Rachael (OrgC) remarked: ‘[for] women with 

children, the public service has a lot better maternity leave and flex time; it makes it much 

easier in terms of childcare’.  

 

Felicity (OrgC), Charlotte (OrgC) and Rachael’s (OrgC) remarks are consistent with 

Marcinkus et al.’s (2007) and Bagilhole’s (2006) finding that when organisational support 

is provided to employees with children, there are significant retention benefits: ‘It’s a 

really supportive place … I have chosen flexibility … over ambition’ (Linda OrgC). 

However, Linda’s (OrgC) choice between taking up flexible work arrangements and 

making her career progression a priority also illustrates how dominant hegemonic 

discourses of ambition reproduce a culture where women with children experience 

difficulties fulfilling the ‘ambitious worker’ norm (Benschop et al. 2013, p. 700).  
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Further substantiating Linda’s (OrgC) experiences and interpretations, Charlotte (OrgC) 

noted that ‘being a mother’ limited her career:  

I’m still here [current role and organisation] because … I have the flexibility to 

work from home one day a week. I can drop the kids off to school … you feel like 

a better mum. From a management perspective I ... haven’t climbed the ladder 

… I’m … interested in a balanced life. I like to have satisfaction at work but 

family is the most important thing for me. 

Catherine (OrgC) encouraged women to take up maternity leave provisions: ‘we have all 

these entitlements … utilise them … this is a good thing … not … an inconvenience’. 

However, Rachael (OrgC) acknowledged that women who make use of these maternity 

leave entitlements can experience resentment upon their return to work (OrgC): 

The woman who came back [recently returned from maternity leave] with three 

kids; she has been put into a promotion position even though she has been off on 

maternity leave. She has been put into a position above her normal grade. This 

is above people who have been here while she has been away [on maternity 

leave]. There is resentment about that. Women who have been on maternity leave, 

they are seen as, they have not been here, why should they have as many rights 

as anyone else?  

This sentiment echoes the findings of scholars such as Smith et al. (2012), who observed 

that ‘even in organizations that have focused on women-friendly and more progressively 

family-friendly policies, the culture often … reflects a negative perception of women who 

do not follow the male model of putting work first’ (p. 54). Thus, flexible work 

arrangements are influenced not only by policy provisions, but also by ‘the organisational 

culture … attitudes and behaviours of colleagues’ (Tremblay, Genin & Lorento 2011, p. 

75). I next discuss how in gendered ways managers’ attitudes and behaviours shaped 

formal promotion and retention practices. 

7.4. Managers’ interpretations of formal promotion and retention 

practices 

My analysis of managers’ experiences and interpretations of promotion and retention 

practices identified two themes: (1) neutralising gendered promotion and retention 
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practices, and (2) legitimising women’s underrepresentation as ‘authorative knowers’ 

(Thornton 2001, p. 77). I outline these themes in the table below. 

Table 7.2: Themes and sub-themes emerging from managers’ interpretations of formal 

promotion and retention practices 

Theme Neutralising Legitimising 

Definition In the absence of formal written policies 

managers concluded that: 

 

Women’s increased involvement in 

managerial work substantiated claims that:  

 

Sub-

theme 

1. Employee performance and 

retention practices were objective & 

fair.  

 

2. Promotion and retention inequities 

are a structural not a gender issue. 

Thus, managers’ claimed that:  

 

2.1 Women’s & men’s careers were 

equally limited by the highly 

competitive sport industry & 

flat organisational structures. 

 

2.2 Recent organisation 

restructuring has enabled 

women’s promotion to 

managerial positions. 

 

 

1. cultural change was occurring in sport 

workplaces. 

 

2. women’s unique managerial qualities 

were valued & celebrated by senior 

management. 

 

Where inequities persist: 

 

1. Women are underrepresented in sport 

management positions because it is 

difficult to involve them.  

 

2. Women’s career decisions, especially 

their mothering responsibilities, 

influenced their ongoing career 

development.  

 

3. Women were absent from management 

positions because they were not as 

ambitious as men.  

 

7.5. Neutralising gendered promotion and retention inequities 

In this section I discuss how managers neutralised gendered promotion and retention 

practices in three ways.  In the absence of formal policies, managers and staff remarked 

that employee performance was evaluated against objectified and predetermined criteria, 

such as ‘skills, qualifications and achievement of work goals’ (Heath OrgA) and they said 

that their organisations ensured that opportunities were given to the most ‘deserving’ and 

‘high-performing employees’ (Gavin OrgA). Heath (OrgA) remarked: ‘I don’t think I 

have given any thought to male or female … when I’m in the room [conducting 

performance appraisals] … we are well past that. It’s just a person … an individual on 

the team looking at … how they are performing’.   

John (OrgA) denied the existence of gendered promotional practices through his belief 

that managerial skills and competencies were unrelated to gender: ‘The CEO is male. [A 
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male] heads up another department. It’s possible [that this is due to discrimination] but I 

just don’t look at it… I don’t think it matters if they are male or … female’. 

Sarah’s (OrgA) remarks substantiated John’s (OrgA) claims that while management was 

dominated by men, gender did not impact women’s career prospects: ‘I don’t think it has 

an effect on our culture … that hasn’t reflected in any way. I have never pinpointed that. 

If it is, it’s not obvious to me’. Melanie (OrgA) also thought that promotion practices in 

her workplace were fair and equitable: ‘most of the men have actually earned their 

position. [Male managers] have … worked their way up’.  Although OrgA’s managers 

constructed promotion practices in objectified and un-gendered ways, Dickens (1998) 

remarked that while ‘specific and objective’ criteria are used to evaluate performance and 

promote personnel, ‘it is possible for perceptions of the characteristics and abilities of 

men and women as groups to affect a manager’s perceptions of an individual’s abilities 

… and … for performance assessment to be gendered’ (Dickens 1998, p. 29). Instead, 

objective measures of merit in employee performance reviews and promotion decisions 

should be thought of as ‘‘subjective, “performed” dimensions’’ (Simpson & Kumra 2016, 

p. 562). 

7.5.1. Career development and promotion: a structural not a gender 

issue in sport workplaces 

The senior managers interviewed also thought that career progression was a structural 

issue rather than a gendered one: 

I wouldn’t say it [OrgA] has been at the forefront of … gender equity. In most 

state and national bodies 50, 60, 70 per cent [of employees] are women. In 

managerial positions … a lot less. Any sport organisational pyramid … as you 

go up the involvement of women decreases. When you move up to regional level 

… when you get to state level it would be less than 50 per cent. When you get to 

national level, if it was 25 per cent you would be screaming it from the rafters.  

There is a real issue for sport … just about every sporting organisation state and 

national in this country has a very flat structure. The distance between you and 

your overall superior or even the CEO isn’t that far. In some sports everyone 

reports to the CEO (Gavin OrgA). 
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Gavin’s (OrgA) comments demonstrate how gendered promotional practices were 

neutralised and legitimated. Because inequities were acknowledged and performance 

reviews were constructed in ungendered ways, there was little room to challenge the 

legitimacy of current practices. Gavin’s (OrgA) failure to address gender equity as a 

concern requiring his immediate attention demonstrates how sport managers can remove 

issues from organisational agendas, thus eliminating the need to direct managerial 

attention to them. Heath (OrgA) also thought the difficulties women encountered 

developing their sport management careers were based on structural concerns: ‘The 

structure was very flat. In this sport, management’s been male dominated. When the new 

CEO and president started, they worked really hard to get some females in management’.   

Some female managers from OrgA and OrgB did not acknowledge the existence of 

gendered promotional practices. Instead, they described how recent organisational 

changes positively affected their career development: ‘It’s only the last 18 months when 

they started to go a bit corporate … we have expanded … we then had to make managers. 

There is a more defined strategy’ (Julie OrgB). While Julie (OrgB) believed there was a 

positive relationship between the introduction of a more bureaucratic and hierarchical 

structure in her workplace and her career development, Martin (2003) has probelmatised 

this implied relationship by stating that ‘they [feminist theorists and researchers] have 

called into question claims that gender is irrelevant in rational-technical-legal 

bureaucracies governed by official ends-means considerations’ (p. 343).  

Further reinforcing the understanding that career progression was a structural rather than 

a gender issue, Lauren (OrgB) described how a departmental restructure assisted her 

career: ‘There was more of a career pathway’. However, she also discussed a past work 

environment, where she and her female colleague were ‘tending to do all the crappy jobs’. 

Sarah (OrgA) said that a recent restructure and associated leadership change positively 

influenced women’s career development opportunities:  

Our previous CEO … he didn’t pay attention to … things like gender equality 

and diversity. He just got stuck in the day to day. He didn’t look forward. When 

[the new CEO] came in we started strategic planning. If he saw potential in a 

female … he would make sure they progressed … he doesn’t discriminate. 

 



 155 

7.6. Legitimising women’s absence from sport managerial work  

Although managers thought that gendered promotion and retention practices were a 

structural problem, not a gender equity issue, several female managers’ (Melanie (OrgA), 

Maple (OrgA), Lauren (OrgB), Charlotte OrgC and Catherine (OrgC)) experiences and 

observations illustrated how men’s continued dominance of managerial positions was 

naturalised and legitimised. Lauren (OrgB) remarked: ‘Management’s mostly men’. 

Charlotte (OrgC) observed that in her workplace ‘It [management] is extremely male 

dominated. If you did a breakdown of the senior managers … they are male’. Catherine 

(OrgC) also remarked: ‘It’s a male-dominated recognition industry. The men who come 

through … they are looked up to by other men’.  

Melanie (OrgA) also commented: ‘Today we have a CEO and three male managers but 

we also have [female]. She is the first senior female manager’. Her observations 

concerning the first senior female manager’s appointment intersect with the next section 

of my discussion, in which male senior managers (Heath (OrgA), Gavin (OrgA), David, 

(OrgB) and Peter (OrgB)) express the view that the absence of women from managerial 

appointments had been redressed because there were increasing numbers of women in 

managerial positions in sport organisations. 

7.6.1. Female managers’ visible (in)visibility 

While some male managers acknowledged that men dominated senior positions, they 

drew on women’s ‘increasing’ involvement in their sport’s management to substantiate 

their claims that change was occurring. Heath (OrgA) remarked: ‘[Woman’s name] is 

here as one of four line managers … that represents 25 per cent’. He also referred to 

changes in OrgA’s national governing body by remarking that: ‘I see that at [sport x 

Australia] where there are two or three departments, major departments, managed by 

females. I think there is recognition that it’s [women’s involvement in the sports 

management] important’. Gavin (OrgA) observed how: ‘25% of our general managers 

are females. If you look around the office, we have more women [employees] than we do 

men’.   

In referring to statistical evidence to support their claims that women were increasingly 

being promoted to managerial positions the managers interviewed did not acknowledge 

the gendered cultural values and practices regulating women’s career development in 
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sport management. Instead, their focus on women’s increasing numerical presence in 

managerial positions further highlights how the dominance of ‘calculative regime[s]’ 

(Miller & Rose 2008, p.41) and liberal-oriented change agendas can conceal gender 

power relations. The emphasis on the increasing numbers of women who were being 

promoted and appointed to managerial positions also demonstrates ‘how some meanings 

have more transformative potential than others’ (Bacchi & Eveline 2010, p. 4). By 

equating gender equity with increased numbers and percentages of female employees, 

managers can claim that once equal numbers of women and men are appointed in their 

workplaces, gender inequities are adequately addressed and the problem no longer 

requires their attention. Thus, Shaw (2007) concluded that liberal orientated change 

agendas are limited because all that this approach achieves is ‘increased numbers of 

marginalised groups within organisations that are culturally … unchanged’ (p. 426). 

Gavin (OrgA) acknowledged that: ‘it’s [involving women in the management of sport] 

an issue in sport. I know guys … they all say … “It’s very hard to get women involved”’. 

Heath’s (OrgA) and Gavin’s (OrgA) remarks demonstrate how gendered promotion and 

retention practices were legitimated in two ways.  First, men’s attempts to legitimate 

women’s absence from managerial work demonstrate how ‘men might know how gender 

works in a tacit way’ but experience difficulties ‘reflecting on its processes and meanings’ 

(Martin 2001, p. 607). Second, instead of reflecting on their own practices, male managers 

can claim that women were to blame for the challenges they experienced developing and 

progressing their managerial careers. Gavin’s (OrgA) claim that the other CEOs also 

discussed the problems associated with encouraging women’s involvement in sport 

management, and his claims that ‘it is difficult to get women involved’ can be seen as 

implying that women’s absence from managerial work was due to individual women’s 

situations rather than gender-based discrimination. As Hoeber (2007) concludes, men 

who have not personally experienced gender discrimination are less likely to understand 

the experiences of women whose sport management careers have been affected by 

gendered practices. An alternative interpretation might also be that managers’ 

preoccupations with the ‘numerical composition’ of their teams produces situation in 

which women’s continued absence from managerial appointments is legitimated and so 

too are the ‘dominant values’ and the ‘entrenched privileges’ men in management 

typically enjoy (Lewis & Simpson 2012, p. 146).   
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7.6.2. Female sport managers’ special contributions 

In association with claims that women’s involvement in sport management was 

improving, managers (Gavin OrgA, Sarah OrgA, Heath OrgA, Peter OrgB, David OrgB 

and Louise OrgD) drew attention to women’s ‘special’ and ‘unique’ skills.  The skills the 

managers referred to included superior organisational, communication and people 

management skills. A growing body of research has explored how more complex 

managerial skills and attributes associated with femininity are increasingly favoured 

(Billing 2011; Pfister 2010; Ritt 2004; Simpson, Ross-Smith & Lewis 2010). In the 

literature creativity, emotional intelligence and good teamwork are identified as 

important skills. Empathy, social intelligence and heightened communication skills are 

also associated with high performing managers, and might lead to the ‘dissolution of the 

symbolic cultural connection between men and leadership’ (Billing 2011, p. 305).     

In a specific reference to sport management, White and Kay (2006) remarked that a 

‘female perspective in management and decision making allows a greater multiplicity of 

skills, experience and values to be brought to the process of sport’ (p. 466). Consequently, 

advocating for women’s involvement in areas such as senior managerial work can ‘reflect 

a fundamental and positive attitude with regard to female representation’ (Alvesson & 

Billing 2009, p. 3). However, focusing on feminine leadership as a means of promoting 

gender equality should be problematised and thought of in deeper ways to avoid 

essentialising claims about gender, as Louise’s (OrgD) remarks suggest. Because they 

draw on masculinised metaphors such as, ‘I have had to show that I have the balls to 

make tough decisions’, Louise’s remarks demonstrate how she was different from her 

male counterparts. Louise (OrgD) thought that ‘a male would not do this [her] job’. She 

supposed that a male CEO would struggle to negotiate OrgD’s culture because of the 

‘interference’ and ‘menial requests’ she regularly received from the board. She stated that 

a feminine ‘softly, softly’ management approach was required and suggested that a male 

CEO would likely ‘tell them [the board] to “jam it”’.  

Understood from a Foucauldian perspective, Louise’s (OrgD) experiences and 

interpretations can be seen as demonstrating how, in a material sense, power has the effect 

of constituting subjects and their subjectivity. While subjectivity, representation, 

knowledge and power can be self-reinforcing, women and men can either reject or 

conform to the subjectivity placed upon them (Foucault 1982). Thus, Louise’s (OrgD) 
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experiences can be seen as demonstrating how individuals are always the site of 

conflicting and contradictory forms of subjectivity.  

Louise’s (OrgD) observation that she had ‘the balls’ to make tough decisions while also 

taking a gentler feminine ‘softly, softly’ approach is consistent with Welford’s (2011) 

suggestion that while women draw on strategies which enable them to be the same as 

their male counterparts, this approach may be of limited benefit because perceptions of 

women as aggressive and confrontational do not equate with femininity, and these 

interpretations can limit women’s career advancement.  Further, Walsh (2001) found that 

women’s strategic attempts to draw on feminine and masculine professional norms is ‘not 

without risks’, and can lead to accusations of inconsistency and insincerity (p. 9). 

Heath (OrgA) was highly critical of the people management practices of several male 

colleagues: ‘The authoritarian approach isn’t a good thing. Not allowing enough time … 

and spending enough time with people. Just making decisions purely based on the opinion 

you hold’. Similarly, as recently appointed middle manager Jason (OrgB) remarked: 

‘Women tend to manage from the point of … empathy. Whereas men … [take] more of 

a dictatorial approach’. However, Heath (OrgA) thought that his approach was different 

to that of his male ‘baby boomer’ colleagues:  

It’s just different. In that generation [baby boomers] there is a different 

management style. In the younger generation there is more of a team managerial 

style instead of the old hierarchical approach. Everyone is a bit more involved 

in the decision-making.  

When male managers drew attention to women’s unique managerial skills they did so by 

constructing a relationship between women’s organisational skills and their domestic 

responsibilities: ‘Women are highly organised … it’s probably due to the fact that women 

are so organised in life in general’ (Gavin OrgA). Peter (OrgB) ‘preferred’ and ‘enjoyed 

working under women … maybe it’s a maternal thing’. However, these claims have been 

described as a ‘mixed blessing’ as they can reify ‘a conservative normalisation of women 

as caretakers of … children and family’ (Billing & Alvesson 2000, p. 150).  

Women’s managerial skills, such as their communication and interpersonal skills, and 

women’s supposed preference for collaborative approaches, appear to be increasingly 

valued in managerial settings and contemporary organisations. However, it is also the 
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case that gender inequities can become more salient and entrenched (Calas & Smircich 

2006, Hovden, Kvande & Rasmussen 2011). I further explore this issue in Chapter 8. 

7.7. Concluding comments on official promotion and retention 

practices 

In this chapter I have examined how the principles underpinning employment legislation 

influenced the development and implementation of the case organisations’ formal 

promotion and retention policies. I discussed managers’ gendered experiences and their 

interpretations of legislative frameworks and the case study organisations’ formal 

promotion and retention policies and practices, and I found that employment legislation 

has enhanced the awareness of anti-discrimination and EEO principles and challenged 

gendered promotional inequities.  

While the case study managers were committed to enabling further positive changes, 

women felt that this commitment was weak and that current legislative and policy 

directives did not challenge the gendered organisational and societal norms which 

perpetuated the assumption that men were more suitable for managerial work. Managers’ 

claims that employee performance and retention practices were objective and fair, and 

their belief that promotion and retention inequities were a structural rather than a gender 

issue had the effect of neutralising and legitimising ongoing promotional inequities.  

As women and men go about their everyday work, they routinely draw on gendered 

assumptions about those with whom they interact (Acker 2006). Consequently, in the next 

chapter I analyse and discuss how managers discussed negotiating and ‘doing’ (Martin 

2001) their managerial work. Interrogating how sport managers constructed their 

managerial positions and the activities they engage in to fulfil these roles can enhance 

understandings of how everyday practices and interactional dynamics strengthen the 

gendering of work in ways that characteristically privilege white, heterosexual 

masculinities. 
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Chapter 8: Gendered Managerial Practices: 
Doing Sport Managerial Work 

8.1. Introduction 

In this chapter I examine the gendered meanings and practices that the interviewee 

managers articulated regarding their work. Knoppers and Anthonissen (2008) suggest that 

gender shapes sport managerial cultures and discourses through masculinised norms that 

are taken for granted. Since ‘masculine discourses are often implicit in their conditioning 

of subjectivities and practices, they have to be rendered visible through analysis’ (Knights 

& Kerfoot 2004, p. 434). I examine how these discourses intersect with informal gendered 

promotion and retention practices to influence women’s and men’s sport management 

careers and their managerial identities.  

This aspect of my findings and discussion also responds to Foucault’s (1980b) suggestion 

that personal identity ‘is not a pre-given entity which is seized on by the exercise of 

power’ (p.74). Rather, in the context of my research, women’s and men’s gendered sport 

managerial identities are the ‘products of relations of power exercised over bodies, 

multiplicities, movements, desires, forces’ (Foucault 1980b p. 74).     

This chapter is structured around four key themes inductively derived from the data: (1) 

toughness and strength (2) patience, availability and time (3) impression management, 

and (4) emotionality. This part of my analysis sheds light on the research question: How 

do women and men interpret the influence of informal sport organisation practices and 

interactional dynamics on their career trajectories? It also responds to Knoppers and 

Anthonissen’s (2008) and Knoppers, Claringbould and Dortants (2015) suggestion that 

research is needed which sheds light on the gendered discursive practices of senior 

managers.  

8.2. Toughness and being strong 

The sport managers I interviewed frequently reported needing to be tough and strong in 

order to be recognised and rewarded in their workplaces and to get their work done.  

Managers from OrgA and OrgB perceived the sport industry as highly competitive and 

reported having to deal with ‘difficult people’, making ‘hard’ and ‘tough’ decisions and 
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operating in a culture where ‘mistakes were not tolerated’ (David OrgB). As a recently 

appointed middle manager, Jason (OrgB), described himself as ‘the new boy’ who needed 

to be ‘assertive to get the job done’. Gavin (OrgA) discussed making hard and unpopular 

decisions like ‘reining in spending’, and ‘screwing the hell out of budgets’ and 

organisational stakeholders to meet strategic objectives. There was a gender dimension 

to competitive masculinities, typically expressed by senior male managers as toughness 

and strength, which as I show in the table below influenced women’s opportunities to 

complete their daily managerial work, and develop and progress their managerial careers.  

Table 8.1: Gendered managerial discourses sub-theme: toughness and being strong 

Theme Toughness and being strong 

Definition Sub-themes 

Hyper-competitive workplace 

culture: 

 

 the language of annual reports described effective sport 

managers as tough and strong 

 accordingly, sport managers drew on masculinised 

competitive discourses to construct their professional 

identities 

 

Women draw on gender strategies 

to fit and manoeuvre within this 

masculine context by: 

 competing against and being better than men 

 strategically seeking to embody managerial masculinities. 

Women’s masculinising strategies 

valued and devalued: 
 an athlete background authenticated a male manager’s skills. 

 

 

The intersections between gender, competitive masculinities and the competencies 

perceived as necessary to be successful and get ahead in the case study organisations 

meant that the few women appointed to senior and middle management positions reported 

needing to be like their male counterparts and they said they often drew on masculinities 

to do so. Louise (OrgD) discussed needing to be like her male counterparts:  

I call it the hill to die on. You choose the hill very carefully. If you want to play 

this game [the sport management game] you have to be clever enough to work 

out what the hill to die on is. God help you if that’s the hill I’m going to make a 

dig on. I don’t like being beaten. I have really shown to have balls almost. 

Although men and women could equally become organisational heroes, male sport 

managers and their male colleagues principally constructed their management practices 

in heroic ways: ‘I wouldn’t … stand on the hill and say “follow me guys into war”. When 

the tough did get to happening, I was in the trenches’ (Gavin OrgA). Ely and Meyerson’s 

(2000b) suggest that ‘the celebration of heroes’ influences women’s and some men’s 
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career development prospects as it can reproduce a narrow set of criteria for judging 

whether people fit a normalised model of success. For example, Gavin’s (OrgA) comment 

that he was ‘in the trenches’, and his further statement that he ‘plucked’ a younger male 

from a ‘clerk role’ and promoted him to a senior position ‘running one of the biggest 

budgets in the joint [organisation]’ can be seen as demonstrating how discursive practices 

and informal managerial practices intersect and simultaneously enable and advance the 

careers of some men because of what Martin (2001, p. 603) called ‘interpersonal 

sentiments’. 

Annual reports affirmed that the masculine traits of toughness and strength were valued 

in managers. Through OrgA’s annual reports women’s and men’s managerial work was 

differentially acknowledged. Men were constructed as ‘heading up departments’, 

‘developing revenue streams’, demonstrating ‘entrepreneurial skills’ and driving 

commercial priorities. In contrast, Emily, OrgA’s only senior female manager, was 

described in OrgA’s 2010/2011 annual report as providing ‘wonderful’ and ‘great 

support’ to the ‘units’ her male colleagues managed.  

8.2.1. Masculinising strategies: being the same and better than the boys 

Through this section I explore how the discourses that managers drew on to construct 

managerial work simultaneously valued and devalued behaviours, such as lack of 

aggression, that were most often associated with women (Knoppers & Anthonissen 

2008). I also discuss how gender and ethnicity intersect in ways which influence women’s 

sport management careers. Gavin (OrgA) remarked:  

I had a manager at [past workplace] … she could handle anybody. She was a 

real fighter. Here, I have an ethnic manager who is very, very pedantic. She is 

always looking for guidance; she won’t make a tough call. But … staff have really 

warmed to her.  

Women appointed to management positions thought that because the sport industry was 

‘dominated by men’ they needed to be better than their male counterparts (Shaw & 

Hoeber 2003). Lauren (OrgB) remarked that she had to be ‘competitive against’ and 

‘better than’ her male counterparts. Women aspiring to managerial appointments reported 

needing to be like men to progress their careers. Renee (OrgC) observed that ‘you almost 
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become one of the boys’. So did Lauren (OrgB), ‘if you are a female working in sport … 

you are very competitive. Anything the boys do I will try and do … better’. 

Female managers Melanie (OrgA, Sarah (OrgA) and Maple (OrgA) discussed disliking 

‘confrontation’ and feelings of ‘intimidation’ and ‘inadequacy’ when dealing with men. 

Lauren (OrgB) needed to ‘find the strength to hold my own rather than just backing 

down’. Emily (OrgA) also commented: ‘[Men] are more strategic. The way they speak. 

They think … they have the expertise … so the questions you ask are dumb … I feel … 

[information is] withheld’. The challenges Emily (OrgA) experienced were heightened 

because ‘English is [my] second language. The things they [men] say relate to a particular 

event or cultural history.  I find it hard … I couldn’t laugh at the jokes’. Substantiating 

Emily’s (OrgA) experiences, Sarah (OrgA) remarked:  

She [female manager] has started to come out of her shell. All the other senior 

managers are males. If she takes a back seat she won’t be heard. Even though 

English is not her first language … she blends in with the Australian culture. She 

is willing to make the changes.  

In addition to ‘persevering’ and being ‘tough’ Danielle (OrgD), Emily (OrgA), Maple 

(OrgA) and Julie (OrgB) discussed the diverse skills and knowledge required to meet the 

competitive expectations of sport managerial work. Julie (OrgB) remarked that she was a 

‘Jack and Jill of all trades’. However, several female employees (Ruby (OrgB), Lily 

(OrgB) Felicity (OrgC), Samantha (OrgC), Lucy (OrgD)) experienced challenges in 

accessing opportunities to develop their skills and knowledge. For example, Ruby (OrgB) 

reported being overlooked for a career development opportunity:  

It made me feel angry. The boys are given first preference [for development 

opportunities], mainly because it’s a male dominated sport. There wasn’t going 

to be any room for me to grow … and develop. If you are not going anywhere 

then what’s the point of staying?  

Melanie (OrgA), Ruby (OrgB) and Lily (OrgB) discussed how the tasks they performed 

in former roles within the same organisation continued to impact their career 

development. Melanie (OrgA) said that as a ‘former receptionist’, she was still asked by 

male colleagues to complete menial tasks like ‘fixing a paper jam in the photocopier’ and 

she was asked why ‘stationery supplies were low’. Ruby (OrgB) and Lily (OrgB) said 
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that a male manager frequently asked them to complete what they considered ‘menial’ 

and ‘trivial’ administrative tasks not in their remit, for example ‘stuffing envelopes’. 

Ruby (OrgB) commented that:  

He [the male manager] comes to [female colleague’s name] and me for the trivial 

things. He never once goes to [male colleague’s name] for anything like that 

[menial tasks]. Obviously because [male colleague] is a man, he is one of his 

boys whereas we are just women. 

In line with this finding Allison’s (2017) investigation of ‘how expectations of women’s 

lower competence to men inform divisions of labor and authority in sport’ (p. 78) found 

that women were frequently asked by men to perform menial tasks that were outside of 

their position description.  

In sum, the strategies female managers drew on to describe and negotiate their sport 

managerial work demonstrated how women could make ‘hard decisions’ like ‘firing 

staff’, and that they have ‘the balls to make hard decisions’ and were ‘better than the 

guys’. These approaches illuminate how embracing ‘normative masculine practices’ in 

sport organisations (italics in original Welford 2011, p. 367) is predicated on the 

assumption that if women learn and exhibit the behaviours of their male counterparts they 

believe they can enhance their career prospects. However, women’s attempts to be the 

same as their male counterparts accepts and reinforces the hegemonic male standard as 

the norm (Welford 2011) and can contribute to the reification of masculine definitions of 

merit, skill and performance in sport workplaces. 

8.2.2. Sport managerial work and the normalisation of athletic 

masculinities 

Male managers discussed the passion they felt for working in sport. Peter (OrgB) 

described sport as a ‘lifelong passion’. Oliver (OrgB) discussed his ‘love of sport’ and 

Heath (OrgA) mentioned his ‘passion’ and aspirations to ‘rise to the top’ of the sport he 

managed. Similarly, there was a widely held perception that in addition to ‘sporting 

passion’ (Gavin OrgA) a playing background was something personnel needed to 

progress their careers, as Gavin’s (OrgA) remark suggests: ‘I’m looking to promote 

people who have that sport passion’. 
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Although ‘passion’ and ‘enthusiasm’ for sport were constructed by managers as gender-

neutral qualities, I noticed a relationship between women who did not have an athlete 

background and their career development prospects. For example, Melanie (OrgA) said 

that:  

I’m career ambitious but … there isn’t anywhere … to go. There is a perception. 

For a woman, you would have to have a [sport x] background to be accepted. 

Because he played [male]; he is basically second in charge. [Female manager] 

she … hasn’t been fully accepted. She doesn’t deal with anything that would 

require her to have a [sport x] background but that’s the perception.  

Maple (OrgA) also remarked: ‘If you know the background of the sport, that gives you 

power. Having been with the organisation for six years … you [women] have to prove 

yourself, you have to push buttons … you have to poke and prod to get ahead’. Not having 

a passion for the sport they managed, or a playing background in it, was challenging for 

female managers, in part because the sports they managed were constructed as 

traditionally men’s sports.  

Shaw and Hoeber (2003) and Anderson (2009) problematised the assumption that a 

competitive playing career is a precursor to management abilities, especially given that 

senior sport managers are typically removed from the sport activity itself. However, 

discourses about managerial work, passion and athletic masculinities differentially 

shaped women’s and men’s sport careers. Men often discussed using their elite and 

professional sport backgrounds: ‘I played [sport x], I was able to move to athlete 

development … then … a management role’ (Heath OrgA) and in one instance a ‘sport 

refereeing’ (Peter OrgB) background to advance their careers. Thus, I understand that, if 

‘competitiveness and toughness’ are ‘linked to men’s sport, the candidacy of women for 

high-ranking positions … may not be taken seriously’ (Knoppers & Anthonissen 2008, 

p. 96).  

Sarah (OrgA) organised what she described as ‘staff socials’ as part of OrgA’s recognition 

and retention activities. These events were usually sport participation or spectator 

focused, as Heath’s (OrgA) observations suggest: ‘social events could be as simple as 

competition [sport x] here on a Friday night and then up to the pub’. Events of this kind 

were considered inclusive because they were an opportunity for staff to get to ‘know each 

other on a more personal level’ (Sarah OrgA). Reinforcing this positivity, OrgA’s 
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2011/2012 annual report described staff socials as ‘a great success among staff’ (p. 16). 

However, women thought that these activities were based on their male managerial 

colleagues’ sport interests. Several women (Melanie (OrgA, Maple OrgA, Sarah OrgA, 

Alice OrgA) reported ‘looking stupid’ and reflected on the ‘jokes’ that their male 

colleagues, who were often past professional athletes, made about their lack of athletic 

prowess. 

Overall, in the study workplaces, ‘a past playing history’ was ‘a powerful [career] 

resource’ (Gavin OrgA). This resource was something men were more often able to call 

upon, while women, and those men who did not embody these characteristics, described 

experiencing difficulties developing and progressing their sport management careers. For 

example, John (OrgA) discussed the capabilities of a male manager who did not have a 

sport background: ‘He ended up resigning. There were rumblings … he knew nothing 

about [sport x]. That went against him’. 

In the next section I discuss how women interpreted and negotiated expectations 

regarding the time and commitment they needed to devote to their managerial work. 

8.3. Patience, availability and time 

The case study organisations’ managers typically referred to the significant ‘time’ and 

‘energy’ they invested in their work. My analysis found that loyalty and dedication, 

expressed in the literature as commitment (Dickens 1998), were often associated with 

career progression opportunities and successful sport management. However, there was 

a gender dimension to how managers talked about and negotiated perceptions concerning 

loyalty and dedication which differentially shaped women’s and men’s sport management 

careers. Table 8.2 outlines how women interpreted and negotiated expectations regarding 

the time and commitment they needed to devote to their managerial work. 

Table 8.2: Gendered managerial discourses sub-theme: patience, availability and time 

 Patience, availability and time 

Definition Sub-themes 

 

Delayed career development for 

women:  

 

 women needed to be patient to progress their careers 

 women reported how changing expectations & 

unboundedness limited their career development  

Managerial work & an unabridged 

commitment to work: 

 

 men better able to contain their domestic responsibilities 

 women’s careers delayed because of their perceived & 

actual mothering responsibilities 



 167 

Women managers’ mothering 

responsibilities constructed as a 

private problem: 

 women relied on external family support 

 women concealed care responsibilities 

 women delayed family plans to progress their careers. 

 

 

Melanie (OrgA), Maple (OrgA), Lauren (OrgB), Charlotte (OrgC) and Rachael (OrgC) 

reported working in managerial contexts where priority changes driven by senior male 

managers caused them significant difficulties and stress and they said that as a result, their 

career progression was delayed. For example, Rachael (OrgC) reported devoting 

significant time to work ‘no one ended up reading’ and being ‘invisible’ to her male 

superiors because she was an ‘older’ woman ‘nearing retirement’. 

In contrast, as a young woman, Lauren (OrgB) reflected on how her career progression 

was enabled in a changing organisational context: ‘As long as you are prepared to put the 

work in … if you are willing to pitch in they [male managers] invite and value that. You 

work ridiculous hours … if you are not willing to do that then you will fall off the radar’. 

Thus, despite being aware of the unrealistic expectations placed upon them, most female 

managers reported ‘rolling with the punches’ (Charlotte OrgC) rather than challenging 

these unrealistic expectations.  

8.3.1. Problematising expectations regarding career commitment and 

availability 

An ‘underbounded system’ (Ely & Meyerson 2000b, p. 595) in which expectations and 

deadlines constantly shift and ‘people care about hours rather than work outcomes’ 

(Caroly OrgC) was characteristically reported by female managers as negatively 

impacting their managerial work.  

One of the gendered practices arising from this work culture was that because women 

typically occupied middle managerial and support roles, their work was often ‘invisible 

to others’ (Fletcher 2001, p. 15) and so the time, commitment and energy they invested 

in their work was frequently not rewarded. For example, Alice (OrgA) remarked that 

women’s sport management career progress was blocked as they were appointed to 

positions to make ‘men look good’ and so women ‘were not noticed’ (Alice OrgA) in 

their workplaces. Many of the women interviewed (Alice (OrgA), Rachael (OrgC) Maple 

(OrgD), Danielle (OrgD)) thought that a lack of recognition negatively impacted their 

career satisfaction.  
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For example, Rachael (OrgC) commented that:  

I’m not valued. My boss, the one [female] he favours, is not nearly as efficient as 

the other … yet she got the promotion. The one [female colleague] who didn’t 

get the bigger job has done a master’s … very bright … articulate women. The 

other [female] … she is blond, young and attractive. 

Some women (Maple (OrgD) and Danielle (OrgD)) also suggested that their time 

commitments were not as highly recognised or rewarded as their male counterparts’. 

Maple (OrgA) was unmarried and without care responsibilities: 

The department I’m in is definitely outside nine to five … there is lots of weekend 

work. I work crazy hours. You have to be seen to be working long hours. It’s not 

necessarily about the work … you put in. You probably have to kiss a few egos. 

Although people say you are only supposed to work from 9.00 to 5.00.  I don’t 

think it goes unnoticed … putting in the hours [working additional hours] can 

get you the return [career progression]. If it takes you a little longer to get there, 

and it does for most women, just push through it. 

Danielle (OrgD) discussed how this practice was reproduced: ‘The CEO, he didn’t have 

good work–life balance … that was a very unhealthy culture … staff were working 

obscene hours. It becomes expected’. The expectation and value associated with working 

long hours was affirmed through OrgA’s and OrgB’s annual reports. For example, a 

senior male manager from OrgB was recognised for his ‘enduring service … His 

contribution has provided the benchmark for all others’ (OrgB annual report 2009, p. 24). 

OrgA’s 2010/2011annual report noted the kilometres travelled and hours worked as 

measures of staff achievements. However, these descriptions can contribute to 

reproducing a context where performance is inaccurately associated with legacy, 

longevity and hours worked instead of work outcomes.  

Although the time devoted to managerial work was often the same for women and men, 

the difficulties associated with meeting these working hours were significantly more 

challenging for women. Nigel (OrgC) was one of the few men who acknowledged this 

discrepancy:  



 169 

The women … that have got ahead here don’t have family. There is still 

discrimination. For a woman to get to a senior management level you have to 

give up a hell of a lot. It’s tough … being a woman, a mother and a wife.  

Likewise, Heath (OrgA) acknowledged that because he was ‘not married’ and ‘without 

kids’ he was ‘given more of an opportunity to continue moving forward’ with his career. 

Nigel’s (OrgC) and Heath’s (OrgC) remarks demonstrate how success and commitment 

were associated with the amount of time spent at work. Men and women without children 

could more easily make the onerous time commitments sport managerial work demanded.  

Female managers with mothering responsibilities who were interviewed experienced 

difficulties working within an ‘underbounded system’ (Ely & Meyerson 2000b, p. 595). 

This context shaped their sport management careers. This aspect of my discussion extends 

Rutherford’s (2001) discussion of how a long hour’s culture can exclude women from 

senior management positions while enabling men’s prospects for promotion. My 

discussion is also supported by Ely and Meyerson’s (2000a) suggestion that a practice 

that is ‘oppressively gendered is using unrestricted availability to work as evidence of 

one’s commitment to the organization, which disadvantages women’ (p. 116).  

8.3.2. Women, managerial work and negotiating dual responsibilities 

Female managers (Emily (OrgA), Melanie (OrgA), Megan (OrgD), Ava (OrgD)) 

experienced difficulties negotiating their work and non-work commitments and discussed 

the challenges of ‘getting up at 5.15am’ to get their children to school and ‘be in the 

office’ (Megan OrgD) and ‘working weekends or bringing work home’ (Emily OrgA) so 

they could ‘catch up’ once their children went to bed (Megan OrgD).  

Jobs, especially senior managerial appointments, come with certain expectations of 

worker behaviour. These expectations and ‘rules appear to be gender neutral but they are 

not’ (Acker 2012, p. 218). The work requirements in the case organisations, especially 

for managers, were based on expectations of an unencumbered employee who was 

typically a man, totally attentive to their work and willing to work long hours, if and when 

required. This finding agrees with Gascoigne, Parry and Buchanan’s (2015) suggestion 

that the drivers of work intensification and the normalisation of a long working hours 

culture derive ‘not from the ‘nature’ of managerial and professional work but from 
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working practices and occupational discourses which have developed to suit the gendered 

norms of ‘ideal workers’’ (Gascoigne, Parry & Buchanan 2015, p. 458). 

Melanie (OrgA), Catherine (OrgC), Louise (OrgD), and Ava (OrgD) discussed the 

personal and family sacrifices they made to progress their careers in comparison with 

those made by their male colleagues. OrgD’s female CEO remarked: ‘My career cost me 

my first marriage. I have probably done fifty hours this week. There is more of an 

unwritten rule that the women will do more’. Rachael (OrgC) referred to the substantial 

time she needed to devote to her managerial work and networking with male colleagues 

outside of business hours to progress her career. She was no longer willing to make the 

personal sacrifices she perceived as necessary to progress her career:  

I wasn’t willing to devote any more of my free time to work. It was very hard. You 

had to go drinking with the boys on a Friday night. You had to play the game to 

a certain extent. I just decided … I couldn’t be bothered playing games anymore. 

Four female managers discussed their approach to protecting their family time. Julie 

(OrgB) noted that: ‘Most of us work nine or ten hours … after that your time is your own. 

I have always tried to keep them [work and family] separate. We work weekends … on 

average … managers would accumulate over 20 days a year time in lieu but we don’t take 

it, it’s just part of what you do’. Charlotte (OrgC) said: ‘I’m not prepared to take work 

home. I do access my emails from home … although the last two days … I have made a 

conscious effort not to look at emails’. In contrast, Emily (OrgA) reported taking ‘work 

home’ most evenings and ‘relying’ on her mother’s support to meet the increasing 

demands of her managerial role. Melanie (OrgA) also relied on her mother’s help to 

‘juggle’ her work and other commitments: 

I had only started in the management role. I had to leave early to take [daughter] 

to the doctor. I didn’t tell work. They had already asked me about how I was 

going to juggle family. I didn’t want them to think that I couldn’t do it. They asked 

me how it would affect my family. I decided to answer the question. They weren’t 

allowed to ask … but that’s a question that you can’t not answer. My boss 

understands more than the others… she has a family. But, Development 

[department] is going on the road and they were talking about me going. I said 

to [male] “I’m out for August and [manager’s name] has approved that”. He 
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actually said … in front of everyone “why are you not going”? I said “I had been 

on the road for three weeks … the kids were struggling”.  

Emily’s (OrgA) and Melanie’s (OrgA) experiences can be understood through 

Marcinkus, Whelan-Berry and Gordon’s (2007) finding that for women, social support 

has a positive impact on work–family balance. However, since they draw on the social 

support of their mothers, another interpretation might be that rather than challenging the 

current culture of sport managerial work, women further contributed to reproducing 

current gendered managerial discourses and norms.  

The dual expectations of family and working life not only shaped female managers’ 

professional identities but also their career and broader life satisfaction. Charlotte (OrgC) 

remarked that: ‘You don’t fit in at school or work. The majority of mums at school don’t 

work. You’re not in their group. They meet each other every morning and afternoon after 

school. You are sort of not included there. There is a definite divide between working and 

not working mums. That’s just how it is’. 

To negotiate their dual responsibilities, some women tried to combine the time they spent 

with their children with performing their managerial work. However, their male 

colleagues did not necessarily look upon this practice favourably:  

You could literally count on one hand how many women have been national 

coaches. The last one … had two children. The head … would allow her to bring 

… a nanny. There were sports that would never … allow that.  [Male coach] … 

would have … laughed if you suggested that. Attitudes have changed but … there 

is a long, long way to go (Gavin OrgA). 

Although male managers were also working long hours, for some of the men interviewed 

(Gavin (OrgA), Heath (OrgA), John (OrgA), David (OrgB) and Richard (OrgB)) their 

total commitment to work was a ‘badge of status’ (Drew & Murtagh 2005, p. 264) as 

John’s (OrgA) remarks suggest: ‘It’s demanding. I can be here sixty hours. The higher 

management … are … working around the clock. That part of the culture is … we are 

here [management] … so you guys should be’. This attitude may be being perpetuated, 

as the male managers interviewed were more easily able to fulfil their domestic 

responsibilities because they were single, or had partners who took on the responsibilities 

of their private lives. These male managers were ‘able to show they are heroic and in 
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control by working many hours’ (Knoppers & Anthonissen 2008, p. 96). For example, 

Gavin (OrgA) remarked:  

I was always encouraged by the support that my wife gave me. When I moved to 

[sport x] it left her with two children; she did it with good grace. She [his wife] 

always said … “you are earning some big dollars so it’s important that you do 

that with a level of comfort”’ and I did.  

However, there were also challenges for men who took on the primary care giver role: 

‘My wife works so I have to look after the boys. I will have negative comments [from 

female colleagues]. There is not an acceptance … that I have responsibilities’ (Nigel 

OrgC). Jen (OrgC) also commented: ‘A colleague has been on paternity leave ...  some of 

the male staff … have been saying things like “Oh I wish that was around when I was 

younger”. Also, “is he going to show up today?” … He had a few eyes rolling’. These 

experiences demonstrate how some masculinities are valued and others are devalued as 

these men’s roles as care giver were in conflict with expectations regarding their primary 

breadwinner roles (Crompton 2006; Halrynjo 2009; Weedon 1987). 

8.4. Impression management 

Knoppers and Anthonissen (2008) argue that image management is an important part of 

sport managerial work. Dickens (1998) suggested that impression management can 

‘count for more than actual performance and achieving success’ (p. 29). Men typically 

benefit from this because they are more likely to be given formal workplace opportunities 

to create positive impressions among the men who characteristically appraise employee 

performance (Dickens 1998). Similarly, the female and male managers I interviewed 

placed significant value on how they were perceived, and they deliberately sought to 

construct a positive image among their colleagues commensurate with high performance. 

Table 8.3: Gendered managerial discourses sub-theme: impression management 

The table summarises the themes and sub-themes relevant to how, in gendered ways, impression 

management shaped women’s and men’s sport career trajectories. 

  Impression management  

Definition Sub-themes 

Image management:   managers placed significant value on how they were 

perceived among their managerial counterparts  
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 managers sought to construct an image commensurate with 

high performance, both on and off the sport field. 

 

Constructing & maintaining a 

professional image: 
Women concealing & revealing their gender by: 

 embodying managerial masculinities & hyper femininities. 

 

 

Professionalisation was fundamental to constructing a ‘slick brand’ (Louise OrgD). 

OrgD’s female CEO considered that the impression she made among male stakeholders 

was important because she was establishing commercial partnerships with ‘influential’ 

men’s sports: 

We need to be very professional. There is the grapevine … the gossip mill. When 

we first met up with the [male professional sport] there were five blokes … with 

their suits and ties. I trot in and they were looking behind me. They thought I 

would have my senior managers with me. The next step was to get our teams 

together. I nearly took everyone … to make it look like we had more people. They 

have never been to our office.   

Jen (OrgC), Charlotte (OrgC) and Catherine (OrgC) discussed how they maintained a 

professional and favourable image among male colleagues. Jen (OrgC) remarked: ‘It’s 

certainly male driven. It was … intimidating … where I was the only female. I was young. 

I’m a short little female that looks less than her age. I had to stand up for myself. I had to 

make sure that they took me seriously’.  

These women’s experiences can demonstrate how women engaged in self-surveillance 

by drawing on gender normative behaviours so they could progress their careers. Foucault 

argues that the effects of disciplinary powers (1991) are achieved through ‘a gaze’ and 

so there is no need for material constraints on individuals. Foucault remarked (1980e): 

‘just a gaze. An inspecting gaze … which each individual under its weight will end by 

interiorising to the point that he [she] is his own overseer … thus exercising this 

surveillance over, and against, himself [herself]’ (p. 155).   

Charlotte (OrgC), Catherine (OrgC), Maple (OrgB), Rachael (OrgC) and Louise (OrgD) 

drew a connection between their personal appearance and impression management. 

Presenting the right impression related to being mindful of how their bodies were judged. 

Needing to keep their weight down and looking fit was especially relevant to my 
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discussions with female managers. None of the male managers I interviewed discussed 

their appearance.  

Charlotte (OrgC) discussed her female colleagues’ concerns about their ‘weight’: ‘We all 

complain … we all need to lose weight and exercise more. We have to practise what we 

preach. We have an hour circuit that we do during lunch’. Similarly, Catherine (OrgC) 

constructed a relationship between impression management, appearance and age. She 

‘wondered’ how, at ‘55’ and as a ‘slightly overweight woman’, ‘looks’ and ‘age’ affected 

how she was perceived. In the study workplaces ‘the differential ability and willingness 

of men and women to engage in successful impression management is likely to be 

effected not only by their own gender but also by the fact that ‘managers-appraisers-are 

generally men’ (Dickens 1998, p. 29). Maple (OrgA) said that she enhanced her visibility 

through ‘self-marketing’ in order to create a positive image and impression on men 

because she was often unnoticed by them. She remarked:  

Self-marketing … when something goes well … I will be like “hey, I did it”. 

Supposedly no one listens; we all have our little open plan booths…bullshit. 

Everyone listens. It’s making … the male managers aware. You have to prove 

yourself. Senior management are the ones to give you the reward. There are big 

players in this sport. There is a perception … that it’s a boys’ club … a 

gentlemen’s club, so how do you break that tradition. I’m not intimidated … but 

maybe they [men] look at me as if I’m an idiot.  

8.4.1. Gender and professional dress 

How female managers describe their experiences of managing their image, sexuality and 

their bodies illustrated how women simultaneously reveal and conceal (Lewis & Simpson 

2012) their gender in order to complete their work and progress their careers. Rachael 

(OrgC) remarked: ‘You had to start to dress like the guys, everyone ended up in black 

suits. Women suddenly realised that the only way to get ahead was emulating the men. It 

was really old school … I think they are still’. Louise (OrgD) also commented: ‘I went 

to a forum. A woman spoke … about being a female in a male world. She was all about 

being female. If you are going to wear a black suit and look like the guys, put colourful 

earrings on. You don’t have to be one of the blokes’. Louise’s (OrgD) remarks can be 

understood through Shaw’s (2006) suggestion that women and men express their 
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individual identities through their clothing. Further, Louise’s (OrgD) conscious effort to 

wear feminine jewellery, specifically ‘colourful earrings’ demonstrated how it is possible 

to ‘dress in ways … signifying a rejection of current norms of femininity’ (Weedon 1987, 

p. 87).  

Some women also suggested that women are viewed sexually through dress. Gervais, 

Holland and Dodd’s (2013) suggested that men ‘visually inspecting or staring at a 

women’s body or sexual body parts’ (p. 557) affected women’s workplace identities. 

Maple (OrgA) remarked: 

I dress conservatively but … the men won’t engage me through eye contact … 

the guy’s eyes are diverted to your female assets. I am not big busted …I don’t 

dress that way. You are looked upon as a boob lady [rather] than a professional 

… it really ticks me off.  

Maple’s (OrgA) view that her professionalism was called into question, in part, because 

of perceptions regarding her appearance, agrees with Heflick and Goldenberg (2009) and 

Heflick et al. (2011) who found that perceptions regarding a woman’s physical 

attractiveness can also see them perceived as less competent. This is especially 

challenging for women, as women are more often evaluated on their physical appearance 

than their male counterparts (Dick & Nadin 2006), and women experience negative 

consequences in the form of objectification as a result. 

In contrast, John (OrgA) suggested that some women knowingly and provocatively used 

their bodies as a resource to influence male managers and influential decision makers at 

work:  

There was one girl … she had this meeting … these guys were senior figures. She 

wore … a very long plunging neckline. She was trying to work it her advantage 

… she told me she was trying to put them off their game. I thought … it’s going 

to work … but, the other girls … would have felt a bit disappointed.  

Louise (OrgD) discussed how she managed her appearance and behaviour as a younger 

female sport manager: ‘They were all male. So what is my behaviour? Am I part of 

them … outside? Residential situation … when you go back to the hotel … do you … 

have a drink? I really grapple with that’. Thus, Louise’s sense of heightened visibility 
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can demonstrate how some women experience ‘visibility detrimentally’ through 

feelings of ‘self-conscious self-representation’ (Lewis & Simpson 2011, p. 151). 

8.5. Emotionality 

My analysis also identified differences in how emotive displays were described, 

experienced and interpreted by managers and other employees. Table (8.4) summarises 

sub-themes that relate to how in gendered ways emotionality affected women’s and men’s 

sport career trajectories.  

Table 8.4: Gendered managerial discourses sub-theme: emotionality 

 Emotionality 

Definition Sub-themes 

Sport workplaces constructed as 

highly emotive contexts: 

 

 masculinised emotive displays were associated with 

aggression. Women negotiated rather than challenged these 

emotive displays by: 

 concealing their emotions  

 stroking men’s egos. 

 

 

8.5.1. Concealing emotionality: putting your game face on 

The ‘game face mask’ was a metaphor female managers drew on to construct their 

presentation of self in accordance with masculinised ‘aesthetic and emotional regimes’ 

(Tyler & Cohen 2010, p. 25).  For example, Ava (OrgD) remarked, ‘You have to have a 

game face on. You have to be in control, you have to smile’.  Penelope (OrgD) said: 

‘when you are under the pump you have to put your game face on’. Managers and 

employees in sport organisations participate in an ongoing ‘gendered masquerade’ 

(Linstead & Thomas 2002, p. 1) that, in part enables them to manage tensions emerging 

from the contradictory and gendered demands placed upon them.     

Male managerial colleagues expressed emotions differently. Two interviewees described 

men slamming doors, marching into offices unannounced, yelling and behaving 

irrationally. In OrgA men were infrequently reprimanded for these aggressive displays as 

Maple’s (OrgA) remarks suggest: ‘Being a boys’ club … it got very heated. I remember 

a physical punch up. [Female] … who was pregnant … stood in the middle to stop them 

[male managers becoming physically aggressive]’. Similarly, Alice (OrgA) discussed a 

male’s aggressive behaviour and her attempts to conceal her own emotions:  
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People will think you are weak. I am quite an emotional person … Here, I’m not. 

I don’t want that [emotionality] to be another thing that they can use against me. 

The male manager who gave me the death stares … I would like to put in a 

complaint but … you get a reputation. One guy … gets visibly angry … on 

numerous occasions he has yelled and screamed and sworn … but … no one 

would ever think about putting a complaint in.  

Not being cautioned about their behaviour can be understood through Knoppers and 

Anthonissen’s (2008) suggestion that men’s emotionality is seen as demonstrative of 

their passion and commitment to their job, their sport and their organisation. Thus, ‘the 

aggression with which this passion is displayed may be constructed as a masculine 

practice’ and ‘an unacceptable discursive practice of passion for women because of their 

gender’ (Knoppers & Anthonissen 2008, p. 99).  

Maple’s (OrgA) and Alice’s (OrgA) experiences of workplace conflict and aggression 

also illuminate gaps between the formal workplace values communicated through 

employee codes of conduct and the way managers and employees behave. While OrgA’s 

code of conduct specified that employees should respect others and refrain from any form 

of harassment, these formally communicated values were not necessarily enacted in these 

instances.  

My findings show that women often express ‘a passive self’ and that this self is ‘tension 

ridden and unfulfilling’ (Kerfoot & Knight’s 1998, p. 15). Maple (OrgA) remarked that 

‘I have had to stroke their [male managers] ego. I have had to include them in every 

bloody thing … so they have the power’. Similarly, Charlotte (OrgC) said she managed 

her male managers’ egos to get ahead: 

They [women] … manipulate men to get what they need. You sometimes have to 

let the men think it’s their idea … its really ego-stroking. That’s me manipulating 

my environment … but that’s what you have to do to get recognised. 

Charlotte’s (OrgC) experiences and the similar strategies other women drew on to 

negotiate their sport managerial work, demonstrate how women in the case 

organisations developed self-surveillance strategies to manage the normalised 

masculine practices that position women within different and often conflicting subject 
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positions as both managers and women with identities associated with care giving, 

feminine appearance and emotionality.  

8.6. Chapter summary 

In this chapter I have examined the gendered meanings and practices that managers in 

the case study organisation characteristically used in negotiating their managerial work. 

Through the themes (1) toughness and strength (2) patience, availability and time (3) 

impression management, and (4) emotionality I found that masculine managerial 

discourses were typically negotiated and reproduced.  

In the next chapter I identify and discuss ambiguities, tensions and gaps between sport 

managers’ experiences and interpretations of formal promotion and retention policies 

and the practices, experiences and interpretations of other personnel. A key focus of 

the next chapter is to more fully understand how employees interact and behave, and 

another focus is the gendered nature of sport career trajectories. By considering the 

admixture of informal social processes, interactions and support, I was able to further 

investigate the research question: How do women and men interpret the influence of 

informal sport organisation practices and interactional dynamics on their career 

trajectories?  
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Chapter 9: Informal Promotion and Retention 
Practices 

In this chapter I analyse how informal everyday work interactions between staff members 

contribute to the normalisation and contestation of gendered practices within the power 

relations of sport organisations. As women and men go about their everyday work, they 

routinely draw on gender-based assumptions about those with whom they interact (Acker 

2006). Hence, considering how staff experience and interpret the practices enacted to 

promote and retain personnel provided me with insights into how gendered values, beliefs 

and discourses reproduced informal and inequitable workplace practices.   

In this chapter I draw on Holmes and Schnurr’s (2006) suggestion that gender influences 

‘how we behave, and how we interpret others’ behaviour, even if our level of awareness 

of this influence varies from one interaction to another, and from moment to moment 

within an interaction’ (p. 33). In Foucauldian terms, I understand that my analysis should 

not be concerned with ‘power at the level of conscious intention … it should not attempt 

to consider power from its internal point of view’ (Foucault 1980c, p. 97). Rather, an 

analysis of power should focus on its ‘external visage … where it produces its real effects’ 

(Foucault 1980c, p. 97).  

I explore the nature and effect of informal workplace interactions that are gendered 

because women and men repeatedly created connections between their experiences of 

these interactions, their career development, their personal sense of satisfaction and their 

propensity to leave their employment.  

9.1. Ambiguities between espoused and enacted promotion and 

retention practices  

In this section I explore ambiguities and gaps between managers’ interpretations and 

employees’ experiences of the work practices enacted to promote and retain personnel.  

Several of OrgC’s female employees (Felicity (OrgC), Cassandra (OrgC), Samantha 

(OrgC)) thought that although formal policies were developed to support employee work-

life balance (WLB) they were not enacted and instead were used to ‘make the organisation 

look good’ because they had to be ‘seen as doing the right thing if an auditor came in’ 
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(Felicity OrgC). Rather than valuing WLB outcomes for parents with care 

responsibilities, Cassandra (OrgC) remarked than in her organisation: ‘All the talk about 

equality and encouraging women to have WLB. As far as people who want to work part 

time … informally there is negativity. That impacts on women’s opportunities’. These 

interpretations resonate with Baird’s (2011) claims that, while Australian employees have 

the right to request flexible arrangements, legislative provisions are limited. The right to 

request flexible work arrangements, enacted in January 2010, is limited to parents of 

preschool-aged children. Felicity (OrgC) remarked: ‘there are policies … because [my 

child] is school age I will have to forfeit my role unless I go back full time. When you’ve 

got kids there are zero opportunities’.  

The assumption that women with school-aged children should return to full-time 

employment was not reflected in the realities of many interviewees’ lives. Instead, the 

women discussed the stress associated with ‘school drop off and pick up’ and finding 

‘after school care vacancies’ (Charlotte OrgC). Melanie (OrgA) also remarked: 

It’s more to do with age [of children] and family responsibilities.  This thing 

[work commitment] this morning, it was a 7.30 am meeting. If I wasn’t able to 

get someone to look after the kids … I would not have been able to go. It’s still 

expected that the mother will do a, b, c and d, whereas the father doesn’t. I almost 

had a breakdown in the office trying to work out how I was going to do it. It was 

sort of mentioned to me that management could work something out but when I 

put it in writing they [management] … baulked at it. [CEO name] … he was 

worried about setting precedents … that’s why women are going to struggle to 

get to that higher level. 

9.2. Negotiating flexible work arrangements: challenges and 

contradictions 

I found, as have other scholars (Gordon & Whelan-Berry 2004; McDonald, Brown & 

Bradley 2005; Straub 2007; Tremblay, Genin & Lorento 2011), that managerial practices, 

rather than policy provisions, are the most influential in balancing staff members’ work 

and non-work commitments. Managers make ‘choices regarding the adoption of 

workplace practices’ and are ‘in a position to actively encourage or discourage 
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employees’ efforts to balance their work and family lives’ (McDonald, Brown & Bradley 

2005, p. 41). For example, Rachael (OrgC) remarked:  

It depends on your boss. It is so inconsistent. My boss is really good in that sense. 

He will let you take time off, work from home. But if you go to another section 

the boss may not let any of his staff work from home; he may be much fussier with 

that. 

There were issues for women who, as part of employee retention strategies, sought 

flexible work arrangements. In all but two cases the employees from the study 

organisations requesting flexibility were women. In spite of policies encouraging work–

life balance, the degrees of support these women received were dependent on their 

departmental managers. Despite formal policies encouraging flexibility, arrangements 

were contingent on formal managerial approvals. Unlike some of their male colleagues, 

‘he comes and goes as he pleases’ (Felicity OrgC), women said that they were not given 

the same flexibility in arranging their work. Further, WLB policy awareness among 

managers was low. OrgA had only recently appointed an HR manager and OrgB and 

OrgD did not have an HR specialist to provide guidance relevant to legislative obligations 

in this area. While OrgC had a longstanding formal HR structure, some female employees 

were unwilling to discuss issues with HR because they were concerned their manager 

‘might find out’ (Felicity OrgC) and evaluate their work performance negatively.   

Three factors (managerial considerations, co-worker support and organisation time 

expectations) impacted women’s experiences of flexible work arrangements. I illustrate 

these factors in the table below. 

Table 9.1: Themes and sub-themes in employees’ experiences negotiating flexible work 

arrangements  

 Work–life policies 

Definition Sub-themes 

Managerial support:  Men typically maintained the positional authority to approve 

flexible arrangements.  

 Women thought female managers were more willing to 

support requests for flexible work arrangements. 

 Social support:  Social support enables & constrains women’s career 

development. 

 Difficulties negotiating home commitments undermined 

women’s abilities to meet work commitments. 

 Co-workers’ interpretations negatively affected women’s 

career satisfaction and development opportunities. 
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Time expectations:   For the women & some men who sought flexible 

arrangements or valued work–life balance, their career 

development opportunities were undermined. 

 Where flexible arrangements were negotiated, they often used 

accrued time in lieu.  

 Current work arrangements were normalised and negotiated, 

not directly challenged. 

 

There was a positive relationship between the implementation of work–life policies and 

senior managerial support. Maple (OrgA) remarked: ‘Times are changing. You have a 

new leader [CEO]; he is … family focused … also business-orientated’. Peter’s (OrgB) 

experiences further illustrate a relationship between positive and proactive managerial 

support and the uptake of flexible work arrangements: ‘Having burnt out … I understand 

how critical work–life balance is. People need flexibility … or you get a revolving door.’ 

His remarks can be understood through Fujimoto, Azmat and Hartel’s (2013) finding that 

the commitment of managers to improved WLB for employees was strengthened when 

men were sensitive to family responsibilities and the needs of working women with 

children. However, Peter (OrgB) was one of few men in a senior management position to 

express a personal understanding of the pressures associated with balancing family and 

career. By virtue of their lived experiences, fewer men experience and intimately 

understand the challenges women experience negotiating their worker and care giver roles 

(Bagilhole 2006) and men were less empathetic, sensitive and proactive in this regard.  

In two cases men expressed an awareness of the difficulties their female colleagues with 

care responsibilities experienced: ‘It’s a real balancing act. You have that internal family 

conflict … that’s inevitably a real barrier for a lot of young women to come through the 

sporting sector’ (Nigel OrgC). Mark (OrgC) also commented: ‘Being a parent has made 

me more understanding. It must be difficult for the mother’. 

The women interviewed thought that female managers with children were more 

supportive than male managers. Megan (OrgD) remarked: ‘I came back … my daughter 

was 6 months; I did one day a week in the office. On the other day my [female] boss … 

let me do extra hours from home. I just don’t know how they [other women] manage’. 

However, not all female managers were supportive and empathetic. Felicity (OrgD) spoke 

of the flexibility a manager with children offered her staff: ‘She is a mother; she gets it’. 

In contrast, she talked about working for a manager ‘who has no children’. Felicity 

thought that while this manager had not explicitly ‘said she has a problem’, she noticed 
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‘a vibe about it’ because when she applied for family leave her manager gave her ‘dirty 

looks’.  Samantha (OrgC) reflected on the lack of support offered by the same female 

manager. She thought that in her workplace flexible arrangements were ‘an 

inconvenience’ to management and were based on a ‘false pretence’. Samantha described 

her experiences applying for maternity leave: ‘When I got pregnant … this was the 

reaction: “Oh, so what are we going to do about it?” I thought … I don’t give a shit’. 

Samantha (OrgC) contrasted her experiences with those of a colleague working for a 

different female manager who was more understanding about the challenges and stresses 

working women experienced:  

She [her colleague’s female manager] has kids … she understands. If you need 

a day off or the kids are sick, there are no questions [from the female manager]. 

I asked for a day off and her response [Samantha’s manager] was fine. I want to 

pursue my career but … because of the kids … I have been stuck. There is only 

one female manager who has children and has got ahead.  

9.2.1. Social support 

Social support can take the form of on-the-job networks, friendships and personal and 

non-work relationships (Marcinkus, Whelan-Berry & Gordon 2007). Social support 

impacts women’s sport management careers. This was especially the case for female 

interviewees who experienced difficulties meeting the competitive demands of the 

workplace, as they were unable to negotiate the sharing of household responsibilities with 

partners: ‘He [my husband] grew up in a family where the mother didn’t work but when 

I had the first baby I was the bigger income earner’ (Melanie OrgA).  

Melanie’s (OrgA) experiences and her husband’s expectations illustrate how men and 

women give meaning to their experiences and construct their sense of self, their 

subjectivity. For Melanie (OrgA) her motherhood status and her husband’s expectations 

that she remains at home were contradictory. However, Melanie (OrgA) returned to the 

workforce, and her commitment to pursuing her career goals also illustrates how women 

can resist normative societal and organisational gender discourses.  

The intersections between policy and societal and cultural discourses also contributed to 

women’s abilities to negotiate career and home stresses: ‘My husband is Greek … they 

[Greek men] are born not to do anything … my mother in law has raised him that way’ 
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(Samantha OrgC). Women with supportive partners, who sometimes challenged gender 

norms at the expense of their careers, were more easily able to negotiate the demands of 

sport managerial careers: ‘You are seen as not as reliable. [My husband] is very 

supportive. There is reverse discrimination. When my husband took time off … after the 

children were born, his career stalled. It wasn’t seen as the right thing for a male to do’ 

(Charlotte OrgC). Charlotte’s (OrgC) experiences are consistent with Burke’s (2002) 

finding that one of the practices constraining challenges to normative work arrangements 

is the tendency to see work and family as mutually exclusive propositions.  

Alice (OrgA), Renee (OrgA) and Belinda (OrgD) discussed not wanting to have a family 

or delaying their family plans to develop and progress their sport management careers. 

Alice (OrgA) remarked: ‘I don’t want to be tied up with kids and regret’ and ‘It’s a 

juggling act. You have to sacrifice … to have a high powered career. To be an attentive 

mother … you have to take a back seat in your career’. Renee (OrgA) commented: ‘I’m 

more flexible, having extra time to stay back. Any weekend workdays it’s easier for me 

to adjust my schedule. If a client says they want to come in before their working day I 

can. Today I was in at 7.30am’. Belinda (OrgD) remarked:  

Children get in the way. I would have to stop working. I travel for work … that 

would also be an impact. I don’t want to be an old mum … you are stuck between 

a rock and a hard place. My husband wants kids. For him it’s easier … [he] 

doesn’t have to give up [his] career and the loss of freedom that comes with that. 

Women from OrgC and OrgD who took up flexible arrangements also reported being 

given less important work, and they were sceptical about how these arrangements would 

impact their future career opportunities: ‘A colleague … she has come back from 

maternity leave … she has been given far less to coordinate. Women returning seem to 

be given the non-challenging work’ (Jen OrgC). Samantha (OrgC) also said that her work 

had been ‘less varied’ and she had been given ‘less freedom’ since returning from 

maternity leave. Megan (OrgD) said that since coming back from maternity leave: ‘I’m 

really looking for things that challenge me intellectually. What I do … it’s not stimulating 

intellectually’.  

In contrast, two other women with flexible working arrangements thought that they had 

excessive workloads: ‘I get loaded up as if I was a full-time staff member. I have to do 

the equivalent of full-time work in two days’ (Felicity OrgC). Charlotte (OrgC) said that 
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she had to work ‘harder’ because she made use of work–life policy provisions. To her 

dismay other women’s attitudes impacted her career: ‘I may be here [physically present 

in the office] four days a week … I definitely do five days’ work. There is one girl …. 

she says “I haven’t seen you, what days are [you] working”. Those comments; you get 

them all the time’.  

These women’s experiences can be understood through Wheatley’s (2012) finding that 

the implementation of non-standard employment contracts negatively affects some 

women’s promotional opportunities. A perception by men that women who made use of 

flexible work practices were not committed and dedicated to the workplace or their 

careers meant that flexible work arrangements did not necessarily assist women.  

9.3. Gendered spaces 

In this section I discuss gendered work spaces. Foucault (1991) also analyses the 

spatialisation of power relations such as the panopticon and argues that space is a dynamic 

part of the battle for control and surveillance of individuals (Crampton & Elden 2007, 

p.2). Tyler and Cohen (2010) suggest that space is ‘an actor in its own right–having 

agency, impacting and defining people in different ways’ (p. 34). The case organisations’ 

office spaces were constructed in powered and gendered ways. Alice (OrgA) constructed 

a relationship between organisational space, gender and the devaluation of her work. She 

said her office space had been relocated and felt that this relocation reinforced the value 

accorded to her position:  

I have been shoved down here. I have been kicked out of the office … people have 

just forgotten I’m here. I’m a women and I’m young. I am quite a reserved person 

… I don’t stand out’. ‘It’s very de-motivating I feel like I really want to go home, 

I really don’t want to go back to work’.   

In OrgB, private offices and the open plan office were spaces where gendered power was 

constructed, reproduced and challenged.  Ruby (OrgB) observed that private office spaces 

were infrequently occupied by women. Her female colleague’s recent promotion meant 

that she would occupy a highly sought-after corner office: ‘It’s fabulous that she got that 

managerial role. To be put in a position of power. [She] comes into the corner office. It 

will get the boys to take us a bit more seriously’.    
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In OrgA the HR manager provided me with a private office space to conduct interviews. 

When showing me to what was a corner office, she remarked that the male manager whose 

office space I would occupy, ‘was away’ and ‘it would be funny seeing a woman sitting 

there’. Further, when interviewing the male CEO, he remarked that it felt ‘unusual sitting 

on the other side of the desk’ and Emily (OrgA) remarked that she was ‘surprised I was 

sitting here’.  

Felicity (OrgC) said that women were watched and listened to in open office spaces:  

We joke and laugh but there is … a very certain line. If I want a promotion, people 

can hear what you are saying. I will moderate conversations; I will have very 

different conversations … I will go off site and have a coffee. We are also very 

careful about the mummy talk. [Male colleague] makes comments, ‘look at the 

old mothers … look at the mothers group’. If we talk about the kids he will email 

[younger female], ‘the old mothers group is together’.  

Genie (OrgB) also sought refuge outside her office: ‘I’m the only paid female employee. 

At times it can be … too much testosterone. The guys … they like to show-boat.  I’m 

fortunate because [sport x] is next door … there are females in that office. I can escape’. 

Melanie (OrgA) discussed how she negotiated surveillance and visibility in her the open 

plan office: ‘We were having lunch and one of the guys … he… said to me ... are you 

planning on having more kids. I replied more loudly than I had to, “no”. I actually wanted 

to say, “I had my tubes tied”. They are not allowed to ask those questions but it would be 

in the back of their mind’. Felicity (OrgC), Genie (OrgB) and Melanie’s (OrgA) 

experiences are in line with Tyler and Cohen’s (2010) finding that women who try to 

‘escape’ the excessive, ‘hyper-visibility’ (p. 35) of open plan office spaces can harm their 

career development opportunities, especially in workplaces where visibility is related to 

commitment and a condition to achieve promotion (Blomme, van Rheede & Tromp 

2010a; Blomme, van Rheede & Tromp 2010b).  

9.4. Humour 

Like Holmes (2000) and Holmes and Schnurr (2006), my research findings suggest that 

humour is a powerful practice through which gender discourses were reproduced and 

negotiated. ‘Joking’ and being ‘likable’ were constructed by men as one way to get ahead. 

Simon (OrgB) remarked, ‘You have to be a likable person. We tend to joke around a bit 
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over our side [male development staff] of the office’. However, for some women humour 

was a repressive gendered practice which restricted their careers. 

Exploring women’s and men’s humorous remarks provided insights into how a gendered 

culture was reproduced in the case organisations. Most previous understandings of 

workplace humour have focused on the intent of the person uttering the humorous 

remarks (Holmes & Marra 2002). My interest also relates to how the receiver experienced 

and interpreted these remarks. Like Mullany (2004) I understand that examining humour 

is important to understanding how light-hearted remarks can subtly reinforce gendered 

discourses and practices and negatively affect women’s sport career development and 

satisfaction. Managers and employees who make humorous gendered remarks can be 

protected from being accused of inappropriate behaviour because ‘jokes can masquerade 

as serious statements, while serious intentions may be camouflaged by apparently 

humorous comments’ (Collinson 2002, p. 272). My analysis of employees’ experiences 

revealed that jokes and humour were often used to mask less acceptable gender messages 

(Mullany 2004). For example, Sarah (OrgA) observed that: 

[Male manager] leaves his cups and plates on the sink. He is like, ‘Oh that’s a 

female’s job’. I’m thinking … are you joking … I think he does think that way. 

He hasn’t changed his behaviour. They [cups] are still in the sink. He will say 

joking comments like “where is the female manual on how to clean … where is 

the female manual on how to do this or that?  

Alice (OrgA) reflected on her female colleagues’ experiences: ‘There is … joking and 

banter. It’s not derogatory. Well, sometimes it is. [The manager] will banter with one girl; 

sometimes she will go “just shut up”. I wonder if he’s gone too far’. Similarly, Ruby 

(OrgB) remarked:  

They [men] pick on [female employee] … she is the baby [youngest employee] of 

the office. [Male manager] will take her lunch and eat it as a joke. The boys don’t 

go after their own [after one another]. The boys … there can be more competitive 

style joking.  
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Renee (OrgA) talked about accepting men’s jokes rather than challenging their 

acceptability:  

I don’t take things very personally in a way that maybe some females would. If a 

comment is made about females, if they [men] are joking, if it’s not directed at 

me personally [sic]. That has allowed me to be quite okay with them.  

Renee’s (OrgB) remarks reflect Powell, Bagilhole and Dainty’s (2009) suggestion that 

women can risk exclusion from social networks if they do not adapt to the joking 

practices of male co-workers.  

While humour can be used as a repressive gendered practice (Holmes 2002), there were 

instances in the interviews where women discussed using humour as a tool to manage 

their interactions with their male colleagues. Charlotte (OrgC) noted that: ‘[Female 

colleague] was behind my desk, and she was the acting manager. It was summer and she 

had a skirt on and these whacking big work boots, everyone was just in hysterics. It was 

a little dress and then look at my boots’. Maple (OrgA) discussed using humour when 

dealing with male managers: ‘There have been times where I have struggled to get my 

point across … before I knew it, I was coming out with humour’. Maple (OrgA) also 

reflected on how as ‘a younger woman’ she used humour to engage in informal 

conversations with male colleagues, in particular the male CEO who was ‘difficult to 

read’ and intimidating: ‘I use my humour. That’s how I deal with the problem. That’s 

why it’s easy for me to go into [CEO’s office] instead of thinking, “shit he is the CEO”. 

It can be gender … a female will find it harder to chat to a male CEO’. Thus, humour can 

enable women to veil their challenges to existing power relations (Holmes & Marra 

2002a; Holmes & Marra 2002b; Schnurr & Rowe 2008). 

Louise (OrgD) said her male colleagues used sexual innuendo when joking:  

I would do the teleconference at home. One ... [male manager] said what are you 

wearing, I said, “black lace” … it was just a bit of fun. One of them [male 

manager] was in [state x where I live] … he said, “Just meet me and we can do 

the teleconference together”. He said, “Guys she is not wearing black lace”.  

Bird and Rhoton (2011) suggested that engaging in ‘heterosexual banter’ with male 

colleagues and assuming the role of sexual object is a gender practice women draw on in 
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order to be accepted as one of the team (Bird & Rhoton in Jeans, Knights & Martin 2011). 

However, Powell, Bagihole and Danity (2009) noted that, by ‘allowing themselves to 

provide a source of humour’ (p. 412) and by playing the role of sexual object for their 

male colleagues, women can reinforce normative managerial masculinities.   

Men from OrgC discussed the need to sometimes censor their use of humour: 

You can’t be yourself. I’m mindful of how I’m perceived. There is certain 

language and mannerisms that I wouldn’t use, if another male said a rude joke 

[sic] … but there are girls here [female colleagues] …who are really macho. To 

them … I’m too soft … they’re not heterosexual … they are … I don’t like using 

the word, butch (Nigel OrgC).  

Mark (OrgC) discussed moderating his behaviour and remarks: ‘I’m very passionate … 

it can be misinterpreted. I’m conscious of not being loud. Among the guys there are more 

male conversations. We work in sport so there are sport nutters. I have been out to the 

rugby with [male colleague] …, I went to his birthday … I relate well to him’.  

Mark (OrgC) related a male colleague’s experience:  

The way they [female colleagues] speak to him … it’s belittling. When he has 

something to say they [women] will jokingly say, ‘Quieten down you’. They see 

it as fun but … there is … a pack mentality. I know she [manager who belittles 

male colleague] bats for the other team … there are a few lesbians here. 

Mark’s (OrgB) experiences and interpretations are relevant for several reasons. Like 

the women who discussed their experiences of joking and light-hearted remarks, Mark 

(OrgB) saw this practice as negatively impacting workplace experiences. Further, 

describing the female manager as ‘batting for the other team’ resonates with my 

previous discussion in Chapter 6, concerning how some women’s professional 

identities are undermined and informally devalued due to their sexual orientation. 

9.5. Informal socialising, friendships and gendered practices 

In this section I discuss how social relations in the case study organisations affected 

women’s and men’s career development and satisfaction in different ways. I follow 

Martin’s (2004) conclusion that exploring ‘gender’s profound sociality’ (p. 1250) can 
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challenge how legalistic, policy and managerial discourses obscure and reproduce 

gendered dynamics and practices.  

The women I interviewed thought that workplace social interactions and friendships were 

important to their career satisfaction. There were several ways women and men 

constructed workplace friendships. First, some women constructed workplace social 

relationships as a way to support and protect each another. Morrison (2009) contends that 

friendships and a discourse of protection are more important for women than men, 

especially in stressful work environments. Rachael (OrgC) discussed protecting her 

female colleague: ‘I go out with two other women for lunch. My friend and I protect a 

woman … she is quite a fragile woman. She was a high flyer here but she had a nervous 

breakdown’. Second, women with mothering responsibilities valued workplace social 

interactions and friendships as a break from their family commitments. Megan (OrgD) 

valued ‘being able to come to work without having children stuck to your legs. Having 

the break from the kids … having stimulating conversation’.  

Samantha (OrgC) saw the workplace as an escape from the challenges of mothering. The 

workplace was ‘deeper than just work’, as friendships were ‘absolutely important’ and 

the reasons why Samantha (OrgC) maintained her employment. Samantha’s (OrgC) 

colleague Felicity (OrgC) also saw friendships as important to her career satisfaction. 

However, Felicity (OrgC) thought that the organisation was not an environment ‘where 

you would discuss what you did on the weekend’. She described how her male colleague 

treated women’s workplace friendships: 

[Male colleague] records when [female] and I went for lunch. He recorded our 

daily movements. We do way more than our part-time hours. We are loaded up, 

we are under-staffed and he records when we might have an extended lunch. He 

is … a back stabber and always trying to cause problems for the women. 

Further reflecting the value women placed on friendships and social opportunities, 

women from OrgA described the ‘lunch bench’ as an informal space where they could sit 

and chat. While women saw the lunch bench in this way their male colleagues did not. 

Instead men ‘went off site’ for lunch or ‘went downstairs and played [sport x]’ (Melanie 

OrgA). Sarah (OrgA) remarked: ‘You hardly ever see a male around the lunch bench. 

They [men] … they go off on their own. Males … eat at their desk or with each other’. 
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The ‘lunch bench’ (OrgA) and ‘lunch room’ (OrgC) was a temporary space where women 

thought they could be themselves. This finding agrees with Fullagar and Pavlidis (2014) 

suggestion that the meaning of space is not predetermined’. Instead, ‘space is open to 

different, more fluid interpretations’ (p. 23). Maple (OrgA) remarked: ‘To me it’s an 

opportunity to find out about people other than in their work. You can be yourself. You 

can let your guard down a bit. Senior management, the male managers, don’t sit at the 

lunch bench’. Jen (OrgC) also commented: ‘The two males I work with … they all go to 

lunch at the same time with all the other boys. I wouldn’t go down to that lunch room. 

It’s a bit of their man time, they are all mates’. Jessica’s (OrgD) comments demonstrated 

the different values women and men attributed to social relationships and how women 

and men socialised: ‘There is not a culture here of having a beer. It’s not a beer; it’s not 

a … boy moment. It’s our girly version.’ 

Men reflected on and valued workplace socialisation involving drinking: ‘whenever I am 

in [state x] I catch up with him … have a drink and a chat’ (Richard OrgB). Similarly, 

Oliver (OrgB) remarked: ‘for a man … having a couple of beers on a Friday night … 

that’s important. Have a couple of beers and talk about work’.  

In the study organisations social opportunities and friendship in the workplace, unless 

developed for strategic reasons, were not important to most men’s career satisfaction. 

Similarly, Timberlake (2005) found that, while networks and friendships and the social 

capital accrued through them are important, when women do ‘access those networks that 

traditionally generate early promotions … for men, the networks are not as effective for 

women’ (p. 38).  

While social opportunities were typically associated with women’s career satisfaction 

there were instances where women’s socialising undermined the construction of an 

inclusive culture. For example, Rachael (OrgC) remarked that: ‘women can be their own 

enemies, I think there is a lot of competition between women … there is a lot of jealousy 

and bitching and back stabbing’. 

Managers and employees saw OrgD as a hostile workplace. Women were described as 

‘highly competitive’ (Lucy OrgD), ‘childish’ and ‘political’ (Hayley OrgD). The office 

was a highly political environment where particular ‘cliques’ were established. Lucy 

(OrgD) described a workplace culture where ‘political knowledge was important to 
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progressing your career. However, she lacked this ‘knowledge’ and ‘power’. Ian (OrgD) 

described the challenges of working in this female-dominated context: 

I do find it difficult … to relate; they will often be talking about … girly stuff. 

There were actually more males when I started. I tend to be more quiet … now 

there are fewer men. In the office I was the class clown; I was larger than life. 

The girls [female employees], there are some really close friendships. I don’t 

socialise with people [colleagues] outside of work. Most of them [colleagues] 

also have partners. If they were to bring a male into their social circles, it’s 

almost like a threat. 

Louise (OrgD) also remarked: ‘[Women] are very bitchy. With men, if someone 

offends them … they deal with it. I have tried to stamp it out, it actually got a little bit 

nasty. There are particular personalities but the cliques have diminished’. Lucy (OrgD) 

talked about how her female colleagues’ behaviour impacted her experiences and how 

her friendship with a male co-worker was misconstrued:  

There are cliques in the office. [He] was really the only person that spoke to me, 

when I started here. A rumour actually went around that we were seeing each 

other. It’s the same as [another male colleague], he and I get along really well, 

we … muck around. I get along better with men than women.  

Some women’s remarks (Megan (OrgD) and Lara (OrgD)) support my previous 

discussion in Chapter 8 concerning how particular managerial masculinities are 

associated with effective sport managerial skills, knowledge and behaviours:  

They [men] add the professionalism. Blokes … are quite competent about making 

decisions ... rather than playing games … being caught up in the argy-bargy. 

Back to primary school I always hung out with the boys. The difference with 

blokes … they would probably punch each other … and get over it. Women tend 

to let things fester.  

Lara (OrgD) also remarked: ‘Women get quite catty … I was thinking of not taking the 

role [employment offer]. I have always been the guy’s girl. Men will say their beef … 

women … make it bigger than Ben Hur … I would like to see more men’. By constructing 

their female counterparts as bitchy and expressing preferences for working with men, 
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women can reify masculinised ideal worker norms (Acker 1990, 2006) in sport 

management.  

9.6. Concluding comments informal promotion and retention 

practices 

In this chapter I analysed and discussed informal employee experiences of enacted 

promotion and retention practices. I also analysed how gendered informal social practices 

differentially shaped women’s and men’s sport careers. Often, the practices occurred in 

subtle ways and negatively impacted women’s and some men’s sport career development. 

Lewis and Simpson (2012, p. 141) refer to ‘surfacing these more latent manifestations of 

gender-based advantage and disadvantage’. The accounts in this chapter support previous 

findings that the denial, concealment and liminal awareness of gender inequities need to 

be interrogated in order to challenge gendered sport workplace promotion and retention, 

and associated practices. 

 

 

 

  



 194 

Chapter 10: Conclusions and Recommendations 
for Future Research 

In this concluding chapter I start by briefly revisiting my research questions and the gap 

in the literature I aimed to address. I then summarise my key research findings, outline 

the policy, practice and theoretical implications arising from my research, and offer 

recommendations for future investigation.  

10.1. Research questions and knowledge gap  

In Chapter 2, my review of the literature addressed the work of scholars who have 

explored ideas and issues relevant to gender relations, organisations and management (see 

Acker 1989, 1990, 1994, 2000, 2006; Benschop & Doorewaard 1998; Billing 2011; 

Billing & Alvesson 1994; Calas, Smircich & Holvino 2014). Through this review I 

identified several knowledge gaps to which my research responded. For example, 

Leberman and Shaw (2015) observed that research ‘about gender in sport management 

career paths [is] largely absent’ (p. 2). Further, they drew attention to the very limited 

research on women’s ‘expectations and experiences as they progress their [sport] career’ 

(p. 2).  

While some studies have investigated sport organisation practices, such as those relating 

to employee recruitment (Moore, Parkhouse & Konard 2001; Moore & Konard 2010; 

White & Kay 2006) and sport board selection processes (Adriaanse & Schofield 2013; 

Claringbould & Knoppers 2007; Hovden 2000a, 2000b; Sibson 2010), these practices 

have typically been considered in isolation. Past studies have also focused on identifying 

and understanding the structural impediments to women’s sport management career 

access and development prospects (Claringbould & Knoppers 2012), or have focused on 

the experiences of senior male personnel. Instead, I investigated a range of HRM policies 

and work practices related to women’s and men’s recruitment and selection, promotion 

and retention by asking the following question:   

How do women and men in sport organisations interpret the effects of gendered 

practices on their career trajectories? 

To address this question I was guided by two subsidiary research questions: 
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a. How do managers’ experiences and interpretations of legislative and 

policy frameworks influence the development and implementation of 

formal gender policies and practices in sport workplaces? 

b. How do women and men interpret the influence of informal sport 

organisation practices and interactional dynamics on their careers? 

By exploring the gendered intersections of sport workplace practices through interviews 

and document analysis, I was able to examine the relationships and power relations that 

shaped women’s and men’s experiences in four case study organisations. Interviewing 

personnel from a variety of hierarchical, positional and departmental areas and 

differentiating between their experiences provided me with an opportunity to expand 

current knowledge by analysing ‘the multiple subjective understandings’ (Martin 2001, 

p. 590) of sport management personnel. For example, managers’ and employees’ 

interpretations of the legislative and policy frameworks designed to ensure equitable and 

fair workplace recruitment, selection, promotion and retention practices often conflicted. 

My research found that such differences in experiences and interpretations contributed to 

the construction and reproduction of inequitable gender power relations and the 

normalisation of current policies and practices which, typically privileged men and 

masculinities. 

My research was also a response to the most recent Australian federal government inquiry 

into women’s underrepresentation in sport. The Senate Environment, Communications, 

Information Technology and the Arts References Committee Inquiry (2006), and the 

government’s (2012) response to the inquiry findings, cast light on the persistent issues 

shaping women’s involvement in Australian sport. While reinvigorating discussions 

about women’s unequal involvement as athletes and leaders, the inquiry did not 

specifically address women’s absence from the management of Australian sport or the 

inequities arising from their ongoing and notable absence.  

My research drew on Foucauldian poststructural feminist theories within an interpretivist 

methodology to examine how meanings are shaped by power relations. As an 

underutilised theoretical approach in management and sport management studies 

(Cunningham 2014; Fullagar & Pavlidis 2014; Hoeber 2008; Shaw & Frisby 2006), this 

framework provided me with the opportunity to contribute to new understandings of how 

knowledge, power and gender intersect in ways that construct inequitable sport workplace 
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practices and differentially shape women’s and men’s sport management careers. For 

example, by drawing on this theoretical framework I demonstrate the importance of the 

ways in which gendered power works through informal relationships and organisational 

contexts. By exploring these relationships and settings my research made gendered 

recruitment and selection, promotion and retention practices visible. Normative male 

privilege is often taken-for-granted and so are not open to critique or revision. For 

example, women’s pregnancy and maternity leave was considered problematic because 

the masculine body is considered to be the norm.  

By directing my research focus toward understanding how gendered power works in sport 

organisations, my research approach also underlines the importance of problematising the 

construction and reproduction of masculinised workplace values and practices. Making 

these values and practices visible can contribute to reconfiguring academic and policy 

debates ‘in such a way as to render men and masculinity visible as objects of critical 

interrogation’ (Knights & Kerfoot 2004, p. 432). In the case study organisations men 

practised multiple masculinities, not all of which were normative. Thus, interpreting 

women’s experiences through a masculinised norm means that the variations, 

complexities and contradictions in women’s and men’s workplace experiences can be 

lost.   

By mobilising a poststructural feminist conceptual framework I acknowledged that 

femininities and masculinities are practised in fluid and changeable ways. My theoretical 

approach recognised and made visible the experiences of male staff members who do not 

conform to normative masculine sport workplace and career ideals. For example, the few 

men who sought to balance their work and family commitments through taking up flexible 

work practices felt their sport management careers were stalled. They discussed the 

perceptions and behaviours of colleagues who made negative comments and rolled their 

eyes when they were leaving work early because of family commitments. These same 

men discussed the sometimes negative evaluations that supervisors and managers made 

about them because they did not aspire to climbing to the top of the sport management 

career ladder. 

Jobs and organisational hierarchies have often been represented in the literature as 

abstracted and genderless categories (Acker 1990, 1992). My research investigated how 

formal and informal practices reveal and obscure how inequities ‘play out’ in sport 
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workplaces (Lewis & Simpson 2012, p. 142). While organisational practices are 

characteristically thought to be objective, rational and fair, this belief can create and 

reinforce an appearance of neutrality and impersonality that conceals class, racial and 

gender inequities (Acker 2006). The ambiguities and gaps that were described by 

interviewees and identified in the document analysis evidenced gaps between the ‘gender 

we think’ and the ‘gender we do’ (Gherardi, 1994, p. 591). For example, although the 

case organisations’ recruitment and selection policies committed to transparent and 

objective protocols when appointing staff, and although senior managers claimed that the 

best person for the job was appointed, female employees repeatedly reported being 

overlooked for appointments because of their marital status and mothering 

responsibilities. Women described how they navigated these informal practices, for 

example by removing their wedding rings when applying for jobs or concealing their 

mothering and other family care responsibilities. The informal gendered power relations 

shaping women’s career access opportunities often remained unacknowledged by 

managers and went unchallenged by female employees.  

Exploring the practising of gender constituted through daily employee interactions 

enabled me to uncover ‘new things about gender and how it works in action and 

interaction’ (Martin 2006, p. 256) in sport workplaces. Through examining the gendered 

meanings and practices managers drew on to negotiate their sport managerial work, I was 

able to consider how these practices intersected with informal gendered promotion and 

retention practices to shape women’s and men’s sport management careers and their 

managerial identities. For example, in the case study organisations, there was a gender 

dimension to competitive masculinities, typically expressed by senior male managers as 

toughness and strength, which influenced women’s opportunities to complete their daily 

work, and develop and progress their managerial careers. The intersections between 

competitive masculinities, gender and the competencies perceived as necessary to be 

successful and get ahead in the case study organisations meant that the few women 

appointed to senior and middle management positions discussed needing to be like their 

male counterparts and they often drew on masculinities to do so. However, the female 

managers who displayed these characteristics and behaviours were often devalued by 

their co-workers who described them in some instances as ball breakers, bitches and 

butches who batted for the other team.   
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10.2. Study conclusions 

In this section I present my research conclusions and answer the study’s research 

questions. Through these research questions I wanted to challenge dominant 

conceptualisations such as the assumption that gender inequities were no longer a concern 

in sport organisations and ‘make gender issues “thinkable” in different ways’ (Fullagar 

& Toohey 2009, p. 199). My aim was to contribute to moving debates in the field of sport 

management away from understandings which strengthen the idea that ‘gender is … 

“natural,” biological, and essential’ (Martin 2004, p. 1261) by demonstrating how gender 

is the ‘historico-material product’ of practices (Bruni, Gherardi & Poggio 2005, p. 5).  

While offering these conclusions I acknowledge they comprise only one possible 

interpretation of women’s and men’s gendered sport management career experiences, as 

there is no singular truth to be found ‘within’ individual experiences (Ramazanoglu & 

Holland 2002; Richardson 2000). I do not draw unequivocal and absolute conclusions 

regarding my research questions. Rather than make simple judgements, I follow 

Foucault’s (1970) suggestion that ‘to know must … be to interpret’ (p. 32). My research 

conclusions are one window into the case study organisations. They provide one account 

of how the local production of gender power relations was experienced and interpreted. 

While I have framed my research by drawing on a Foucaldian poststructural and 

interpretivist thematic analysis, I acknowledge there are debates which problematise the 

tensions and inconsistencies between these paradigms (Berbary 2015, 2017; Fullagar 

2017; MacLure 2013). For example, these debates have addressed the incompatibility 

between the presumed coherence of the humanist subject and the multiplicity and 

discursively produced poststructuralist subject (Berbary 2015, 2017). To date, feminist 

poststructuralist research in sport management has largely not acknowledged these 

broader debates that call for a rethinking of methods, epistemology, humanist subjectivity 

and ways of reorientating our thinking (Fullagar 2017). Thus, while my theoretical and 

methodological approach works within the epistemological boundaries of the sport 

management field, I acknowledge that these boundaries are being challenged.   

10.2.1. Managers’ interpretations: formal gender policies and practices 

My research asked: ‘How do managers’ experiences and interpretations of legislative and 

policy frameworks influence the development and implementation of formal gender 
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policies and practices in sport workplaces?’ Drawing from my findings and discussion in 

Chapters 5 and 7, I offer several key conclusions and recommendations. First, managers 

typically drew on the principles of fairness, merit and equality to describe their 

organisations’ hiring and promotion policies. Their claims were most often expressed as, 

‘we appoint the best person for the job’. Through this stance, managers’ interpretations 

constructed prospective employees as genderless applicants who submitted a resume in 

response to an objective position description.  

Similarly, in relation to promotion practices managers thought that employee 

performance evaluations were objective and fair. While managers presented these 

practices and their effects as self-evident facts, they were discursively mediated and 

contradictory. According to the managers interviewed, employee performance was 

evaluated against objectified and predetermined criteria, such as employee skills, 

qualifications and achievement of work goals.  

The managers interviewed typically drew attention to recently formalised promotion 

practices, and showcased the recent promotion of women to managerial positions as 

evidence that career development opportunities were given to the most deserving and 

high-performing employees, regardless of their gender. Managers also described how 

ongoing commercial growth and corporatisation was encouraging the appointment and 

promotion of business professionals and personnel from different backgrounds, as well 

as a greater number of women. Each organisation said that greater employee diversity 

was important to the organisation’s self-image and was an appropriate response to a fluid 

and rapidly changing sport marketplace. While managers described diversity and equality 

outcomes in this way, they did not express an ethical or moral sensitivity to gender equity 

outcomes. Thus, to develop and progress their sport management careers women and men 

needed to adapt to masculinised norms. 

Managers’ interpretations and descriptions of organisational recruitment and selection, 

promotion and retention practices accord with the principles and values underpinning 

Australian EEO employment legislation and demonstrate how power works through 

policy development and implementation. In light of these findings, I conclude that in the 

study organisations, managers’ knowledge of employment legislation contributed to the 

development and implementation of formalised processes guiding the recruitment and 

selection, promotion and retention of sport personnel. There was a stated commitment to 
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gender equity outcomes, as evidenced through the development of formal recruitment 

protocols and a movement toward the development of formalised promotion processes 

and policy frameworks. My research findings in Chapter 5 demonstrate how power works 

through policy in complex ways to govern the practices of managers. This supports my 

conclusion that a focus on policy compliance can be limiting, in part because multiple 

meanings and performances occur under the equity banner.  

Where changes to workplace policies and practices were enacted, the primary goal for 

managers was to generate positive public relations and business outcomes. Despite anti-

discrimination principles and EEO policy initiatives aimed at enabling women’s access 

to sport management careers, equality of opportunity was not constructed as an important 

organisational concern in the study organisations. Instead, the principal organisational 

focus remained on delivering efficiency and effectiveness outcomes. For example, 

opportunities for women and minorities to access sport managerial careers was seen as 

strategic and a good angle, as distinct from an important organisational value. This 

research conclusion extends Moore, Parkhouse and Konard’s (2001) and Moore and 

Konard’s (2010) suggestion that top management’s philosophical and material support 

for gender equity is needed to improve employment outcomes for women.  

Managers showcased the promotion of women to managerial appointments and discussed 

working toward a more gender-balanced workforce as a way to support their claims that 

inequitable hiring and promotions practices were no longer an organisational concern. 

However, the dominance of this thinking means that a deeper understanding of the 

discourses and practices that are (re)producing gender inequalities has been overlooked. 

While liberal feminist-orientated change agendas can enhance some women’s sport 

management career prospects, in the organisations in this study, a continued focus on 

equality outcomes meant that a neoliberal agenda was unintentionally promoted. The 

preoccupation with the free and self-determining individual assumes that through 

individual hard work, women are equally able to access and develop their sport 

management careers, and so the effects of gender power relations on women’s and men’s 

careers were denied.  

In the study organisations the dominance of this thinking had the effect of legitimating 

and naturalising existing hiring and promotion practices. For example, managers 

constructed the difficulties women experienced accessing and developing their sport 
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management careers as unintentional and natural, and as being due to women’s personal 

career choices. Through these claims managers distanced themselves from being 

personally culpable for perpetuating inequities, and so it followed that they were not 

responsible for addressing them. This finding leads me to conclude that ‘discourses of 

choice’ legitimated gendered practices because organisations and individual managers 

were able to ‘absolve themselves of responsibility’ (Simpson, Ross-Smith & Lewis 2010, 

p. 205) for perceived differences in access. These ‘denials of injustice’ (Rhode 1997, p. 

3) demonstrate how movements toward neoliberalist ideals promoting individualism are 

underpinned by the misguided assumption that ‘women act in the [employment] 

marketplace as free individuals … rational, independent players who can achieve success 

through hard work’ (Noble & Moore 2006, p. 599).  

This research conclusion is further substantiated by my finding that managers legitimised 

hiring inequities through their claims that generational changes and the passage of time 

would remediate discriminatory practices. While Hovden (2006) conceptualised these 

meanings as a ‘naturalised time lag problem’ (italics in original, p. 47) where ‘gradual 

improvements’ (Hoeber 2007, p. 271) can alleviate systematic inequities, I conclude that 

the dominance of such assumptions meant that managers did not construct themselves as 

culpable for perpetuating inequities or as having a responsibility to address them. 

Managers drew attention to women’s special and unique skills. These typically included 

superior organisational, communication and people management skills. While valuing 

women’s involvement in areas such as senior managerial work can reflect a positive 

attitude with regard to female representation (Alvesson & Billing 2009), I conclude that 

despite this positive change in attitude gender inequities were reproduced and further 

strengthened. For example, when male managers drew attention to women’s unique 

managerial skills, they did so by constructing a relationship between women’s 

organisational skills and their domestic responsibilities. This strengthened ‘a conservative 

normalisation of women as caretakers of … children and family’ (Billing & Alvesson 

2000, p. 150). Thus, although feminine managerial skills, such as heightened 

‘communication’ and ‘interpersonal skills’, and women’s ‘supposed preference’ for 

approaches such as ‘collaborative working’ (Broadbridge & Simpson 2011, p. 475) are 

increasingly valued in sport organisations, these feminine attributes were only valued in 

a marginal way. Instead, they stand in contrast to the fact that the sport organisation 

continued to value rather than challenge masculine experience (Ely & Meyerson 2000). 
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Consequently, while some female interviewees sought to be like their male counterparts, 

other women attempted to create spaces where they could ‘remain unnoticed’ (Lewis & 

Simpson 2012, p. 150). These women’s attempts to remain unnoticed disrupted their 

career development prospects, especially where visibility was assumed to be indicative 

of commitment, which was a prerequisite for achieving recognition and receiving 

promotion. 

Due to the failure to recognise inequitable practices, a further key finding emerging from 

Chapters 5 and 7 was that some managers thought that gendered interventions had gone 

too far, and that they had resulted in special treatment for women, creating hiring and 

promotion decisions that unfairly disadvantaged equally qualified men. These 

understandings further demonstrate the limitations and challenges of EEO legislation, of 

the meanings attached to ‘equality’ and of the practices characteristically guiding them.  

My research findings and conclusions support calls from scholars (Acker 2006, 2012; 

Bradley & Healy 2008; Holvino 2008) for researchers to investigate the intersections 

between gender and other categories of difference, in order to enrich understandings of 

how ‘through [the] complex gendered processes at work’ (Benschop & Doorewaard 2012, 

p. 220) inequities are constructed and reproduced. In light of these findings I conclude 

that the difficulties women continue to experience in accessing and developing their sport 

management careers are, in part, an unintended outcome of legislative frameworks and 

associated policies and programs. In the study organisations, the white men who 

maintained the power to recruit and reward staff were able to draw on these discourses to 

downplay their privileged status by deflecting responsibility onto others (Staurowsky 

1996), and in this case by claiming ‘reverse discrimination’ (Acker 2006, p. 456).  

My research conclusions are quite different to White and Kay’s (2006) suggestion that 

professionalisation enables women to compete for jobs on a ‘more level playing field’ (p. 

471). My conclusions also challenge Whisenant, Miller and Pedersen’s (2005) suggestion 

that structured hiring processes minimise ‘disparate-treatment discrimination based on 

gender’ (p. 914). Rather, in the study organisations, the introduction of formalised 

techniques for appraising and selecting staff reproduced a situation where gender bias in 

recruitment and promotion became subtler and more difficult to name and challenge.  

In the next section I draw conclusions relating to the perceptions of people working in 

sport management and how staff negotiated, resisted, reinforced, enacted, supported or 
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ignored gendered practices that affected recruitment, promotion and retention in the four 

case study organisations.  

10.2.2. Informal organisation practices: gendered effects on women’s and 

men’s sport management careers 

In the study workplaces, women experienced difficulties challenging claims that all 

applicants received fair and equal treatment in recruitment and promotion. Consequently, 

the informal, gendered power relations differentially constructing women’s and men’s 

sport management careers were maintained. There were ambiguities and gaps between 

the formal policies governing recruitment, selection, promotion and retention, and 

women’s and men’s experiences of these practices in the workplace. I investigated 

informal practices in order to address my study’s second subsidiary question: How do 

women and men interpret the influence of informal sport organisation practices and 

interactional dynamics on their career trajectories? 

Despite policy frameworks and managers’ beliefs that their hiring and promotion 

practices were fair and equitable, many of the women in lower level positions interviewed 

had a different viewpoint. For example, they described how informal, gendered 

recruitment networks and hiring practices inaccurately and unfairly constructed women’s 

professional identities as inferior to men’s. For instance, women discussed being grilled 

during job interviews, inappropriately and unfairly questioned about their ability to 

manage men, and commitments outside of work, such as children. Female employees 

observed the appointment of former male athletes to positions and promotions without an 

interview and/or without the professional expertise or knowledge to perform the work 

these positions demanded. Scholars such as Shaw (2006) have discussed how the 

awareness of gender-based inequities is suppressed in sport organisations. Gender 

suppression occurs when ‘there is resistance to taking gender seriously’ as an issue and 

‘there is a degree of intent, not just naiveté or ignorance’ (Shaw 2006a, p. 557). By 

strategically calling on gendered networks to recruit and appoint staff, gender was 

actively ‘suppressed’ (Shaw 2006a, p. 554) in the study workplaces. Managers 

demonstrated their awareness of gender relations in addressing the question of EEO in 

recruitment and promotions. Further, senior managers discussed their approaches to 

leveraging career development opportunities through using informal male networks. They 



 204 

discussed calling on gentleman, mates and blokes they knew from previous positions and 

relationships enabled through male mentors, colleagues and friends.  

My findings extend Martin’s (2003, 2006) construct of liminal awareness, because 

liminality in this context is a practice of ‘doing gender’ that women and men engage in 

while doing their sport managerial work without questioning underlying assumptions. By 

drawing on Martin’s (2003, 2006) concept of liminal awareness I was able to understand 

how men, and, in other instances women, act in reflexive and unreflexive ways, and how 

‘people who practice gender at work without necessarily intending to can and do produce 

harm’ (Martin 2004, p. 1263). For example, in the case of OrgD, women discussed being 

appointed to positions because of friendships with other women and attempts to employ 

more women in decision-making roles. This practice had the effect of restricting the 

career access and development of men who may have been equally well qualified, or more 

highly qualified. 

My finding that women use personal networks to access jobs or promotions concurs with 

Shaw’s (2006b) finding that ‘women are not immune … from making gendered, 

exclusionary gestures within their informal networking’ (p. 513). However, in my study, 

women’s influence was typically of less consequence than men’s. This is again consistent 

with Shaw’s (2006b) finding that men generally have ‘more immediate … access to 

networks through their appropriation and expression of discourses that are considered to 

be influential in male-dominated networks’ (p. 513). The women interviewed who 

benefited from men’s recruitment networks relied on male gatekeepers to access these 

network associations and paid a price for their intrusion into this masculine domain in the 

form of innuendo and rumours regarding the appropriateness of their relationships with 

male supporters. These practices demonstrated the complexity of gender power relations 

and they call into question policy directives and managers’ claims of fair and equitable 

treatment for all regardless of gender. My findings are also consistent with Acker’s (1990) 

claim that organisations are not gender neutral. Managers’ attempts to construct their 

organisational processes, practices and work relations in gender neutral and disembodied 

ways reinforced taken-for-granted inequities. For example, in the study organisations, 

women were typically appointed to administrative roles and work. The women appointed 

to these positions felt that the work they completed was less visible and important. In 

contrast, female managers and employees said that men were appointed to roles and 

promoted to managerial positions that provided access to greater material resources and 
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decision-making autonomy. This perceived lack of value naturalised women’s roles in 

the workplace and reveals how gendered power is reproduced by the association of 

influential employment roles with discourses of masculinity (Shaw & Hoeber 2003).  

Although women were overwhelmingly appointed to administrative and support-

orientated positions, there were conflicting opinions offered as to why. These 

interpretations, in part, demonstrate how in the case study organisations gender power 

relations are constructed, reproduced and normalised in complex and sometimes 

contradictory ways. One interpretation expressed by several women related to women’s 

personal career choices. Thus, women were blamed for their positional inequities, rather 

than organisational practices. I also found that some women strategically applied for 

administrative and entry level positions as stepping stones to future promotions to 

positions that were more in line with their professional skills and expertise. The challenge 

arising from this practice is that gendered informal hiring and promotional practices were 

once again maintained rather than challenged. 

A further key finding emerged from my discussion in Chapters 6 and 9 and related to how 

women’s perceived mothering responsibilities undermined their sport career access and 

development prospects. This perception affected the types of positions to which they were 

appointed and promoted. There was an unfounded assumption that women with children 

could not devote as much time and energy to their work and so were less productive 

employees who were not committed to their sport management careers. The dominance 

of this interpretation constructed and reproduced a culture where women believed that in 

order to access sport management employment opportunities and progress their careers, 

they needed to conceal their mothering responsibilities, for instance by not speaking about 

their children at work, or delaying their family plans. 

On the other hand, employees who were unmarried without family care responsibilities 

thought their motherhood and marital status was a career resource. The complexity of 

gender power relations was illustrated when these women discussed instances where their 

status as unmarried women brought about questions concerning their sexuality and close 

working relationships with married male colleagues. Some women reported being 

labelled careerist lesbians who unfairly recruited and promoted other lesbians. These 

women’s experiences illustrate how informal gendered practices can at once enable and 

restrict women’s careers via heteronormative discourses. While women without children 
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drew on their gender as a resource, their career prospects were also made difficult because 

they did not act in accordance with norms regarding women’s appropriate roles as wives 

and mothers.  

My research findings demonstrated distinct differences between women’s experiences 

and managers’ claims that they provided flexible work arrangements and associated 

opportunities to enable an improved work–life balance for staff. Flexible work 

arrangements were not only influenced by policy provisions, but the interpretations of 

colleagues, the implications of which were often more challenging for women because 

they were typically responsible for childcare and other domestic responsibilities. This 

research finding supports Tremblay, Genin and Lorento’s (2011) conclusion that while 

organisations may have family friendly work policies in place, the cultural values and 

beliefs of colleagues significantly influence women’s abilities to make use of flexible 

work arrangements. Further, in respect to sport organisation practices, Knoppers and 

Anthonissen (2008) found that women experience greater challenges meeting the 

expectations of managerial appointments because their male counterparts more easily 

able to ‘contain their domestic responsibilities’ (Knoppers & Anthonissen 2008, p. 96) 

and ‘show they are heroic and in control by working many hours and having someone 

else take responsibility for their family life’ (p. 96). Thus, I conclude that perceptions 

regarding women’s domestic arrangements, and their willingness and ability to be 

available and work the expected long hours, negatively affected their sport management 

careers. This was because in the workplace, men’s domestic relationships, wherein non-

work responsibilities were contained through the support of wives and partners, were 

considered the norm, and were seen as being neutral and gender free.  

My research highlighted that humour, informal socialising and informal work requests 

differentially shaped women’s and men’s workplace experiences. For instance, several 

women suggested their male colleagues’ humour masked inappropriate and unacceptable 

gender messages. For other women, humour was a resource that they drew on to negotiate 

their male colleagues’ behaviour, and for other women, it was a means of playfully 

challenging gendered assumptions.  

The women I interviewed often constructed workplace social interactions and friendships 

as important to their job and career satisfaction, and as a way to support and protect each 

another. Socialising at work during lunch breaks provided important opportunities for 
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women to be themselves and get to know their colleagues. Men’s work friendships were 

often more often associated with the exchange of tangible rewards and favours (Morrison 

2008) and were developed for strategic reasons rather than as a means of increasing career 

satisfaction.  

Women’s and men’s descriptions of workplace socialising and informal interactions with 

colleagues and managers led to my conclusion that there are ambiguities, tensions and 

contradictions between formal and informal sport workplaces practices. This conclusion 

concurs with Martin’s (2004) suggestion that exploring ‘gender’s profound sociality’ (p. 

1250) can challenge how legalistic, policy and managerial discourses obscure and 

reproduce gendered dynamics and practices. While managers believed that their 

workplaces were equitable and fair, and that women and men were equally able to access 

and progress their careers, my research findings in Chapters 8 and 9 challenge these 

claims and highlight how, through informal practices and everyday interactional 

dynamics, gender power relations shape women’s and men’s sport management careers.  

10.3. Research policy, practice and theoretical implications 

The overarching question guiding my research focused on understanding how women and 

men in sport organisations interpret the effects of gendered practices on their sport 

management careers. The conclusions I have drawn in relation to my study’s subsidiary 

research questions highlight how women’s and men’s experiences and interpretations of 

gendered sport organisation recruitment and selection, promotion and retention practices 

are diverse, fragmented and contradictory. Taking these diverse experiences and 

interpretations as a source of knowledge about women’s and men’s sport management 

careers was complex, in part because their work and non-work lives were equally various 

and multifaceted. However, I found gaps and tensions between formal recruitment and 

selection, promotion and retention policies and the practices enacted to recruit, select, 

promote and retain sport personnel. These practices reproduced and normalised 

inequitable gender power relations. In association with this conclusion I discuss my 

study’s potential policy, practice and theoretical contributions and make suggestions for 

future research. Given the qualitative nature of my research and reflecting my study’s 

poststructural Foucauldian methodological and theoretical framework, I acknowledge 

that my research conclusions and recommendations are not generalisable. They are 

relevant to the local meanings and production of gendered knowledge in the four study 
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organisations I have explored. Through my research approach I contribute to increased 

knowledge regarding how gendered practices and power relations differentially and 

inequitably shape women’s and men’s sport management careers.    

To begin, the women I interviewed were more reflexive about their gendered work career 

experiences than their male colleagues. In the case study organisations, women were often 

acutely aware of their gender and discussed how their gender enabled, as well as 

constrained, their sport management career development opportunities. Rather than 

challenging the legitimacy of the gendered practices shaping their sport management 

careers, most women discussed how they negotiated masculinised sport workplace 

values, cultures and practices. From a managerial and practice perspective, there are two 

potential implications arising from this conclusion. The first relates to my finding that 

despite being aware of practices to the contrary, managers typically maintained the belief 

that gendered recruitment and selection, promotion and retention inequities were no 

longer an organisational concern. Managers were often unreflexive about their workplace 

policies and practices, and rationalised that recent professionalisation and the 

implementation of formalised hiring and promotion practices meant that gender was 

irrelevant in their workplaces. Thus, locating and making informal recruitment and 

selection, promotion and retention practices visible, and problematising their gendered 

effects, can challenge their ongoing legitimacy, resulting in more equitable sport 

workplace possibilities for women and men.  

While it was difficult to reveal the nature and effect of inequitable practices, their ongoing 

concealment further strengthens their legitimacy and influence. The women and men I 

interviewed had highly varied gendered sport workplace experiences. Men who did not 

act in accordance with the masculinised norms in these four sport organisations also 

experienced challenges and difficulties. Thus, by highlighting the often negative effects 

of unreflexive normative masculinities, there is the potential for a revision to workplace 

practices which more productively shape both women’s and men’s working lives. 

By presenting my research findings to senior sport managers, I might be able to encourage 

them to reflect on and revise their current recruitment, selection, promotion and retention 

practices. This approach, in part responds to Shaw and Hoeber’s (2016) suggestion that 

while case studies and interviews may generate interesting information ‘such research 
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does not, necessarily, reach out to, and work for, the very people who we should represent: 

that is women and men who are affected by gender relations in sport’ (p. 259).  

The importance of reflective practice was especially relevant to the study organisations 

because many of the informal gender practices enacted to hire and promote personnel 

were unquestionably accepted and not challenged.  In the few instances when male 

managers had a critical understanding of the challenges women and some men experience 

negotiating work and home commitments, the uptake of flexible work arrangements 

increased and the experiences of employees making use of these arrangements was 

enhanced. As fewer men experienced the challenges women experienced negotiating their 

worker and caregiver roles, a commitment to enabling flexible work practices, while a 

stated policy commitment, was not reflected in many women’s working lives.  

Overwhelmingly, women positioned male managers as less empathetic, sensitive and 

proactive in regard to flexible work arrangements. As Hoeber (2007) concluded, men who 

have not personally experienced gender discrimination are less likely to understand the 

experiences of women whose careers have been affected by gendered practices. In order 

to overcome this challenge, I draw from Shaw and Frisby’s (2006) suggestion that ‘it is 

only by emphasizing the importance of the process of change and … developing 

incremental shifts that we can alter our sport organizations’ (p. 505). Thus, working with 

men who have a critical understanding of gender equity issues, and working to enhance 

managers’ reflexive practice, may encourage incremental changes in sport workplaces. 

For example, OrgA was conducting workshops for managers and employees relating to 

workplace discrimination, gender equity and bullying. Managers who attended these 

workshops reported gaining important knowledge relevant to their legal responsibilities, 

as well as a greater understanding of how others interpreted and experienced colleagues’ 

behaviours and workplace practices. 

Second, my research findings could be an impetus for change in sport governing bodies 

such as the ASC, by challenging the belief that gender inequities are no longer a concern 

in sport organisations. My research was, in part, a response to the most recent Australian 

federal government inquiry into women’s underrepresentation in sport. While 

reinvigorating discussions about women’s unequal involvement as athletes and leaders, 

the government’s (2012) response to The Senate Environment, Communications, 

Information Technology and the Arts References Committee Inquiry (2006) did not 
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address women’s absence from the management of Australian sport or the inequities 

associated with their absence. Accordingly, my research findings could be a catalyst for 

the government to address issues relevant to women’s involvement in the management of 

Australian sport. Given the ASC’s funding and policy mandate, they are in a unique 

position to influence and shape current and future policy and sport workplace practices.    

Scholars such as Hoeber (2007) have concluded that relevant sporting bodies should 

further develop comprehensive policies related to gender equity, and that these policies 

‘must be enforced with penalties for non-compliance’ (p. 276). In contrast, I recommend 

that education and awareness programs, combined with legislative and policy provisions, 

can best bring about change. I offer this recommendation in light of my conclusion that 

women and men often practise gender unreflexively at work. While people practise 

gender at work without intending to, in the case study organisations, their practices 

created and reproduced inequities which differentially shaped women’s and men’s sport 

management career access and development prospects. Thus, education and reflexive 

awareness are foundational to challenging the effects of gender relations in sport 

organisations. My research contributes to moving debates in the field of sport 

management away from understandings which strengthen the idea that ‘gender is … 

“natural,” biological, and essential’ (Martin 2004, p. 1261) by demonstrating how gender 

is the ‘historico-material product’ of practices (Bruni, Gherardi & Poggio 2005, p. 5).  

Using a poststructural feminist approach enabled me to critically investigate how 

knowledge, power and gender intersect to construct inequitable sport workplace practices. 

This approach allowed me to position my research in a tangible and localised context 

(Australian national and state sport organisations), so that these ideas could be empirically 

investigated and my research could contribute to bridging the gap between feminist 

theorising and practice (Meyerson & Kolb 2000b).  

Through the research I have found that conducting a qualitative enquiry into women’s 

and men’s gendered career experiences is not a linear and discrete undertaking. Rather, 

the research processes I engaged in were emergent and fluid. By drawing on a reflexive 

poststructural feminist methodological and theoretical framework I was confronted with 

what scholars such as Pillow (2003) have referred to as the ‘messiness’ (p. 183) of 

research and the power relations that feminist researchers cannot ignore themselves, 

especially when representing the working lives of women and men through their research.   
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10.3.1. Areas of future research 

While my research contributes to a body of work which challenges the apparent 

objectivity and neutrality of organisational practices, there is still limited research on how 

to use this work in ways that change organisations (Meyerson & Kolb 2000), especially 

through changing their organisational practices, to bring about more gender equitable 

outcomes.  

Some of the managers I interviewed stated that their involvement in the study encouraged 

them to reflect on their workplace practices in ways they had not previously done. In 

order to further contribute to this reflexive practice, sport management gender researchers 

could draw on action research methodologies underpinned by critical feminist 

perspectives as a way to advance gender equity outcomes. A benefit of this 

methodological and conceptual approach is that participatory research is a departure from 

the research paradigms that continue to dominate sport management. For example, 

scholars such as Frisby et al. (2005) have suggested that participatory research better 

enables the communication of results and ongoing challenges to current practices, lived 

experiences and knowledge throughout the research process rather than its traditional 

position as the final phase of the research process.  

Although suggesting this area of future research I am cognisant of the difficulties gender 

and sport management researchers experience accessing organisational contexts in which 

to undertake their research. Thus, there are challenges associated with developing the 

relationships needed to enable this research approach (Frisby et al. 2005). Meyerson and 

Kolb (2000) have argued that feminist theorising can be brought from ‘the armchair’ (p. 

553) to workplaces in ways that enable the generation of alternative organising 

possibilities that can progress gender equity outcomes. By working with ‘a small group 

of collaborators’ within organisations (p. 555), they suggested that feminist theorising 

can make contributions beyond simple critique. They recommend that feminist 

organisational researchers consider how their research can change organisations in ways 

that make them more gender equitable.  

Amis and Silk (2005) challenge sport management scholars to remove their metaphorical 

‘blinkers’ and embrace a wider variety of questions, approaches and methods. Frisby 

(2005) called for inquires that go ‘beyond surface illusions’ (p. 5) because sport 

management ‘is an activity that is … ambiguous, political and fragmented’ (p. 5). While 
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my research contributes to this end by drawing on a poststructural feminist 

methodological and conceptual framework, other methods and methodological 

approaches could be employed to answer the same research questions. For example, 

although this research draws on intersectionality as part of its theoretical framework, other 

categories of difference, namely sexuality, age and ethnicity, future research could be 

studied together. Few gender sport studies have adequately explored how gender equity 

intersects with other forms of identity (Hoeber 2008). Thus, exploring how other 

categories of difference, such as social class, nationality and religion, intersect with 

gender in sport organisation contexts could offer further understanding of how gender 

and other power relations are conflated within and through sport workplace practices.  

Finally, this research utilised a multiple case study approach involving four Australian 

national and state sport organisations. The case study organisations cannot be considered 

representative of the Australian sport sector. The organisational practices that at one time 

and in one organisation limit the career access and development prospects of women may 

be different at other times in other workplace contexts (Acker 2009). A more 

comprehensive investigation involving a larger and more diverse number of Australian 

sport workplaces could confirm or reveal additional challenges and opportunities for 

redressing gendered sport organisation hiring and other workplace practices affecting 

women’s sport career access. Further, scholars such as Acker (2012) have suggested that 

studies of sport and other masculinised workplace contexts might include looking at 

clusters of organisations that could offer additional insights into how inequalities are 

constructed and reproduced. Researchers could also consider longitudinal research 

approaches, as one of the limitations of this study was the relatively limited time I was 

able to spend with employees and managers in their workplaces.  

10.3.2. Final remarks 

Overall, the aim of my research was to challenge and reinvigorate sport managers’, 

policymakers’ and researchers’ perspectives and practices concerning women’s 

inequitable involvement in the management of Australian national and state sport 

organisations. Drawing on sport workplace recruitment and selection, promotion and 

retention practices, my research findings and conclusions have demonstrated how, in 

multifaceted and less visible ways, inequitable gender power relations are constructed, 

contested and reproduced. By drawing on a Foucauldian poststructural framework my 
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research has contributed to making gender issues thinkable in different ways so that more 

equitable outcomes might be envisaged and enacted.  
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Appendix 1: Gender and sport management: declarations, commitments 

and policy  

In July 2010, the United Nations General Assembly established UN Women, the United 

Nations Entity for Gender Equality and the Empowerment of Women. The creation of 

this united entity was part of a broader reform agenda which brought together resources 

and mandates to accelerate progress towards achieving the United Nations goals on 

gender equality and women’s empowerment.    

While the UN Women entity and its mandates have championed and advanced the 

principles, practices and values underpinning gender equality and women’s global 

empowerment, UN-commissioned reports and their recent findings demonstrate that 

substantive international and national change still needs to occur. For example, the UN 

Women report ‘Progress of the World’s Women 2015–2016’ suggests that 

internationally, ‘critical imbalances’ (p. 2) between women and men continue to exist. 

The report’s foreword echoes several of my research aims, in part, through the suggestion 

that there continue to be ambiguities and gaps between the laws and policies that assure 

equal rights for women and their enactment. In this chapter I discuss how international 

and national commitments, declarations and policies have emerged and contribute to 

shaping the gender policies and practices of Australian national and state sport 

organisations.  

The first section of this appendix will explore the international gender and sport 

management policy context. Section two addresses the past Australian gender sport policy 

context. I will also consider how these and other contexts intersect and continue to shape 

gender and sport policy debates and directives. In part, this review, responds to Houlihan, 

Bloyce and Smith’s (2009) and Houlihan’s (2005) contention that, while government 

involvement in sport has significantly increased in the form of funding, policy and 

practice, this has not been accompanied by an adequate growth in the analysis of that 

involvement (p. 1). In the field of sport Cunningham and Sagas (2008) have suggested 

that research should examine how gender plays out in the ‘macro, meso and micro’ (p. 3) 

policy contexts as an understanding of the intersections between these settings is severely 

lacking.  
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International declarations and policy frameworks: gender and sport management 

The United Nations Universal Declaration of Human Rights and conventions such as the 

Elimination of all Forms of Discrimination Against Women have, in the field of sport, 

encouraged important proclamations such as the UNESCO 1978 International Charter on 

Physical Education and Sport (Kidd & Donnolly 2000).    

The United Nations has also recognised the power of sport as a catalyst for social change 

(Adriaanse & Claringbould 2016; Lyras & Hums 2009). Recognising the global influence 

of sport both on and off the field, the UN incorporated sport as a fundamental element of 

its Millennium Development Goals (MDGs). These goals emerged from the Millennium 

Declaration, which has been described as ‘an unprecedented global consensus reached in 

2000’ (Kluka 2008, p. 26). The MDGs recognise the importance of promoting gender 

equality and women’s empowerment. Further, Kofi Annan in his capacity as UN 

Secretary General declared that sport was ‘a universal language that can bring people 

together’ (Meier 2005, p. 9). In response to the UN’s focus on gender equality and the 

empowerment of women within and through sport, other international entities and 

agencies concerned with gender and women’s unequal treatment have drawn on the UN’s 

directives.  

In specific reference to sport and, in part shaped by the UN’s declarations regarding 

women’s equality and empowerment, in 1994 the British Sports Council, supported by 

the International Olympic Committee, hosted the first international conference on women 

and sport. The conference brought together policy makers and decision-makers who 

represented influential governmental and non-governmental entities, national Olympic 

committees, international and national sport federations and educational and research 

institutions. The overarching aim of the conference and subsequent declaration referred 

to as the Brighton Declaration was to accelerate the process of change that would equalise 

and redress the imbalances women face in their participation and involvement in all 

aspects of sport (Adriaanse & Claringbould 2016). Such was the level of support for the 

Brighton Declaration’s aims; it is regarded as ‘ground-breaking work on women and 

sport’ (Kluka 2008, p. 17).   

 

The first principle underpinning the Brighton Declaration was the achievement of equity 

and equality in society and sport. To achieve this principle, the declaration detailed that 

efforts should be made by states and governments to ensure that institutions and 
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organisations responsible for sport comply with the equality provisions of the Charter of 

the United Nations, the Universal Declaration of Human Rights and the UN Convention 

on the Elimination of All Forms of Discrimination against Women.  

 

The Brighton Declaration’s tenth principle was domestic and international cooperation. 

The principle recognised that ‘Government and non-government organisations should 

incorporate the promotion of issues of gender equity and the sharing of examples of good 

practice in women and sport policies and programmes in their associations with other 

organisations, within both domestic and international arenas’ (Brighton Declaration 1994, 

p. 4). In response to this aim of developing a sustained international focus on gender and 

sport, in 1994 Women’s Sport International was officially established (Hargreaves 1999). 

The vision of this newly formed coalition was to establish a coordinated global effort 

which would encourage a more ‘active, interventionist stance for women’ as few existing 

organisations ‘challenged patriarchal structures or practices (Hargreaves 1999, p. 464).  

 

Following its inception, The IWG has convened five World Conferences on Women and 

Sport. Broadly, the aim of each conference has been to ‘contribute to the achievement of 

gender equality in sport … through influencing sport organizations by providing guidance 

for policy and practice’ (Adriaanse & Claringbould 2016, p. 548). There have been further 

specific positive changes emanating from the establishment of the International Working 

Group on Women in Sport (IWG), Women’s Sport International (WSI), the Brighton 

Declaration and the first WSI conference titled ‘Women, Sport and the Challenge of 

Change’. Between 1994 and 1998 more than two hundred organisations around the world 

adopted the Brighton Declaration’s principles. The International Olympic Committee 

(IOC) adopted the Brighton Declaration in September 1995 and in a further show of 

support, and in direct response to WSI advocacy pressure, the IOC established its 

Working Group on Women (Hargreaves 1999).  

 

From Brighton to the Brighton Plus Helsinki (2014) Declaration on Women and 

Sport   

Since 1994, resolutions from the following WSI conferences have been adopted: the 

Windhoek Call for Action (1998), the Montreal Communique and Toolkit (2002), the 

Kumamoto Commitment to Collaboration (2006), the Sydney Scoreboard (2010) and the 

Brighton Plus Helsinki (2014) Declaration on Women and Sport. 
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Table A.1: Past and future Women’s Sport International conferences and legacy reports 

 

Year Location Theme Legacy Participants 

1994 Brighton, UK Challenge of Change Brighton Declaration 280 

1998 Windhoek, 

Namibia 

Reaching out for change Windhoek Call for 

Action 

400 

2002 Montreal, Canada Investing in Change Montreal Toolkit 550 

2006 Kumamoto, Japan Participating in Change Kumamoto 

Commitment to 

Collaboration 

700 

2010 Sydney, Australia Play, Think, Change Sydney Scorecard 500 

2014 Helsinki, Finland Lead the Change, Be the 

Change 

Brighton Plus Helsinki 

‘Lead the Change, Be 

the Change”’ 

800 

2018 Gaborone, 

Botswana 

TBA   

 

In this section I discuss the Montreal Toolkit (2002), the Sydney Scoreboard (2010) and 

the Brighton Plus Helsinki (2014) Declaration on Women and Sport. One of the legacies 

emerging from the 2002 Montreal conference is of relevance to my research aim of 

challenging gendered sport organisational practices. This was a toolkit which provided 

sport administrators with practical resources to enable gender equity outcomes in their 

workplaces. The toolkit’s development was also a response to ongoing criticism that 

while the Brighton Declaration illuminated the issues impacting women’s inequitable 

involvement in all aspects of sport, the 250 signatories had not necessarily taken active 

steps toward translating ‘strategic intent into quality management processes to attain the 

envisioned result’ (Kluka 2008, p. 17). While the Brighton Declaration’s legacy also 

emphasised strategies supporting increased numbers of women in sport coaching, 

advisory, decisions making and officiating (Adriaanse & Claringbould 2016) this 

outcome also remained elusive.  

 

The Montreal (2002) conference outcomes included the acknowledgment that informal 

and formal sport organisational structures negatively impacted the achievement of equity 

outcomes for women in sport. At the same time, the conference report and toolkit noted 

that in order to bring about change, sports gendered power structures needed to be 

challenged. Tips for challenging existing gendered power structures included recognising 

and being sensitive to existing cultures, values, and structures and the inclusion of 

resources aimed at supporting the development of advocacy strategies. 

http://iwg-gti.org/windhoek-1998/
http://iwg-gti.org/windhoek-1998/
http://iwg-gti.org/wpiwg/wp-content/uploads/2015/02/Helsinki-calls-the-world-of-sport-to-LEAD-THE-CHANGE-BE-THE-CHANGE.pdf
http://iwg-gti.org/wpiwg/wp-content/uploads/2015/02/Helsinki-calls-the-world-of-sport-to-LEAD-THE-CHANGE-BE-THE-CHANGE.pdf
http://iwg-gti.org/wpiwg/wp-content/uploads/2015/02/Helsinki-calls-the-world-of-sport-to-LEAD-THE-CHANGE-BE-THE-CHANGE.pdf
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Women’s Sport International held their Fifth World Conference on Women in Sport in 

Sydney, 2010. In her 2010 keynote address to delegates of the Sydney conference, 

Australia’s Sex Discrimination Commissioner Elizabeth Broderick stated that it was ‘well 

and truly time that we took decisive and effective action’ to increase women’s 

involvement in the leadership of sport. She was confident that through IWG’s activities a 

fairer world where women and men stand equal … both on the sporting field and off is in 

the making’ (Broderick 2010, p. 13). A legacy from the conference was the ‘Sydney 

Scorecard’, which was a means of collecting and displaying data on the gender balance 

of board members, chairpersons and CEOs of national and international sporting 

organisations. The scorecard was premised on the hope that showcasing the numbers of 

women and men in decision-making positions would trigger a worldwide and collective 

drive to increase women’s representation on sports boards (Adriaanse 2016, 2017).    

 

During and immediately preceding the conference there was renewed political support 

for the scorecard’s implementation. Attracting support from both within and outside 

sport, the scorecard’s objectives were thought to have significant potential. In turn, the 

then Australian sport minister Kate Ellis launched a new Australian national initiative 

called the Women in Sport Register. The aim of the register was to allow women to 

describe their skills and their interest in being involved in sport management, and in 

particular governance positions. Sport organisations would be able to access this 

information when looking for candidates and so challenge the widely held claim that 

women are not represented or involved in this aspect of sport because the senior 

administrators of national sporting organisations (NSOs) and state sporting organisations 

(SSOs), who are typically men, are unable to find appropriately skilled and qualified 

women.   

 

Despite the Women in Sport Register initiative and the initial support it received, four 

years after the Sydney conference, Women’s Sport International reported only a slight 

increase in the proportion of women directors in sport organisations worldwide. Thus, 

while there have been positive changes from the Brighton Declaration and subsequent 

conferences, declarations and commitments, the limitations of these change frameworks 

is evident in the proceedings of the 2014 Helsinki conference. The Helsinki Declaration 

(2014) addressed the persistent barriers shaping women’s involvement in sport and 

physical activity at all levels and in all functions and roles. Consequently, the Helsinki 
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conference participants called for the reinforcement of the Brighton Declaration on 

Women and Sport, and for the conclusions and recommendations on the conference 

themes to be endorsed as guidance for future developments to accelerate change. 

 

While women’s participation and representation in domestic and international sport 

arenas has greatly improved, the Helsinki conference proceedings also acknowledged that 

women continue to be significantly underrepresented in management, administration, 

coaching and officiating positions. This confirms the importance of my research focus. 

Several amendments to the Brighton Declaration arising from the Helsinki (2014) 

Declaration which inform my research focus relate to the fact that while women’s 

involvement in sport leadership remains a focus with special attention given to the 

recruitment, mentoring, empowerment, rewarding and retention of women leaders, the 

change agenda is these areas continues to focus on redressing the structural constraints to 

women’s involvement in sport leadership and the achievement equality outcomes. Given 

this focus, reforming structures and promoting equality through increasing the numbers 

of women involved in sport governance and leadership continue to be prioritised over 

equity outcomes. Further, the persistent focus on leadership can mean that the cultural 

practices affecting women’s broader access to and involvement in the management and 

administration of sport can be overlooked. Thus, scholars such as Kluka (2008) have 

claimed that the ongoing challenge lies in translating declarations and policy into practice. 

Referencing Bacchi and Eveline (2010) I also understand that a challenge arising from 

constructing gender equality as a balancing exercise is that a deeper understanding of the 

factors (re)producing gender inequalities is overlooked. It also encourages a gender-

neutral understanding of the problem, in which gendered power relations are ignored. 

 

Australian sport policy: gender and sport management 

In this section I examine the development of Australian gender sport policy with specific 

reference to federal government’s Australian Sports Commission’s (ASC) policies. The 

Australian Sports Commission was implemented under the Australian Sports 

Commission Act 1989 and was seen as a way to address the historical fragmentation of 

Australian sport policy and practice. In turn, the ASC is uniquely positioned, through its 

leadership and collaboration with Australian national sporting organisations (NSOs), to 

facilitate cultural and structural changes in sport.  
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I explore how past policy frameworks and the values, discourses and meanings 

underpinning their development and implementation have and continue to shape sport 

organisations’ current policies, and most significantly, their practices.   

Table A.2: Timeline of Australian national frameworks and policies relevant to gender 

and sport 

Date Policy Relevance 

1986 Women in Sport Task Force A 1983 policy document ‘Sport & recreation: 

Australia on the move’ drew attention to the lack 

of financial support for women’s sport in 

Australia. Subsequently a Working Group on 

Women in Sport was established (1984), and 

then the Women in Sport Taskforce. By 1986 

Women’s Sport became one of the major 

programs in the ASC’s strategic plan. 

1987 National Policy & Plan for Women in 

Sport. Women’s Sport Promotion 

Unit formed. 

Coordinated & resourced approach to 

supporting women’s sport. 

1991 Women in Sport Unit established ASC increased their support for women’s sport, 

establishing the Women in Sport Unit. Wider 

mandate, focus & increased influence in the 

Australian sport community. 

1991 ‘A chance to have a say’: equity for 

women in sport seminar  

 

Access & Equity Plan 1991–1994 

House of Representatives Standing Committee 

on Legal & Constitutional Affairs and the ASC 

jointly held the Equity for Women in Sport 

Seminar. Inquiry into equal status and equal 

opportunity for Australian women with specific 

reference to sport. 

1992 ASC Commission Report ‘Why so 

few? Women executives in Australian 

sport’ 

Report identified the main barriers to women’s 

involvement in the administration of Australian 

sport. Provided recommendations and change 

initiatives to redress these barriers.  

1992 Maintain the Momentum conference 

& policy 

Consolidated the position of Australian sport 

and sport funding. Specific emphasis on the 

ASC’s commitment to recognising the special 

needs of women & girls in sport. New Women 

& Sport Marketing Campaign, providing 

women’s sport & female administrators with 

management, marketing, media & other training 

opportunities.  

1992–1994 Australian Women in Sport & 

Recreation Strategy 1992–1994 

Compilation of separate Commonwealth, state 

and territory government strategies. Provisions 

made for government financial sanctions against 

funded sport organisations which fail to enact 

equal opportunity measures.  

1996–2001 Australian Women & Sport Strategy Response to & endorsement of the Brighton 

Declaration. Gender equity included in ASC 

funding & reporting criteria. Gender equity 

checklist developed for those responsible for 

policy/program development.  

 

1999 Shaping Up: A review of 

Commonwealth involvement in sport 

& recreation in Australia 

Widely held perception that the ASC’s 

commitments to women’s involvement in sport 

had decreased, in part, due to the disbanding of 

the ASC’s Women in Sport Unit. Subsequently, 

a statement that a continuing effort was required 
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to increase women’s & girls’ participation in 

sport at all levels. 

2000 Harassment Free Sport Guidelines & 

Strategy 

Strategy was based on revisions to the National 

Women and Sport Policy. 

2001 Play by the Rules Reinforces safety, fairness and inclusion on and 

off the sports field. Collaboration between the 

ASC, the Australian Human Rights Commission 

& state & territory anti-discrimination and 

human rights agencies. 

 

2001 Member Protection Policy & Toolkit ASC member protection toolkit & template 

developed to assist Australian NSOs to write 

their own specific policies to address issues 

including harassment & discrimination.  

2002 Sport Leadership Grants for Women Current program and has been in place since 

2002. Current partnership project between the 

Australian Government’s Office for Women & 

the ASC. Key objectives are to assist women 

with career opportunities in sport-specific 

leadership, coaching and officiating. 

2003 Sport Needs More Women Forum Forum identified the need for practical strategies 

& initiatives so the sport industry could deliver 

better service & education opportunities. Also 

highlighted the need for further work in respect 

to women’s sport leadership.  

2003 Towards better sport: good practices 

for women & girls in sport 

Showcased the strategies & initiatives 

implemented by Australian and international 

organisations to increase women’s & girls’ 

participation in all aspects of sport. 

2006 Senate Inquiry: About Time! Women 

in Sport and Recreation in Australia 

Inquiry commissioned by the Senate 

Environment, Communications, Information 

Technology and the Arts References 

Committee. Reinvigorated discussions about the 

contemporary issues relevant to women in sport.  

2010 Toward a level playing field: sport & 

gender in Australian media 

Addressed the issue of women’s sport coverage 

as well as women’s involvement in sport 

journalism. 

2010 Women in Sport Leadership Register The aim of the register is to enable women to 

describe their skills and interest in being 

involved in sport management and in particular 

governance positions. Sport organisations are 

able to access this information when looking for 

candidates. 

 

On 2 December 1987 the ASC enacted the first nationally focused policy and plan for 

women in Australian sport. The National Policy and Plan for Women in Sport (1987) was 

the outcome of a task force established in 1986. The goal was to achieve ‘equity for 

women in sport’ and the policy ‘formed the basis for the development and operation of 

the ASC’s Women’s Sports Promotion Unit’ (ASC Annual Report 1987–88, p. 51).   

 

The committee that constituted the initial Women’s Sport Promotion Unit was charged 

with the responsibility to promote women in sport and promote women to sport. Further, 
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and among other objectives, the unit sought to provide women with skills to advance their 

involvement in decision-making positions and encourage research into the ‘issues 

affecting women’s sport’ (ASC Annual Report 1987–88, p. 52). 

 

Following the 1987 policy implementation, the Chance to Have a Say: Equity for Women 

in Sport Seminar (1991) was jointly hosted by the House of Representatives Standing 

Committee on Legal and Constitutional Affairs and the ASC (McKay 1994). The seminar 

further contributed to the increased awareness and governmental commitments to 

enabling women’s increased involvement in all aspects of Australian sport. McKay 

(1994) argued that while the seminar increased the attention given to gender equity issues, 

there were numerous and often conflicting and damaging discourses which emanated 

from the seminar’s focus on how to challenge and redress inequity and discrimination in 

Australian sport.  

 

McKay (1994) wrote that the conflicting and influential discourses of gender equity 

included a ‘play by the rules’ discourse which was ‘misogynist[ic], homophobic, 

conservative and anti-feminist’ (p. 83). A second discourse, labelled ‘changing the rules’, 

articulated a liberal feminist approach to change. The fundamental premise of this 

perspective was that liberal-oriented gender equity initiatives would effectively challenge 

the barriers women experienced in accessing and being involved in sport, and would lead 

to the creation of ‘a “level playing field” with men’ (McKay 1994, p. 84). Finally, a 

‘change the game’ discourse that was supported by a much smaller group, wanted to bring 

about more ‘fundamental and influential alternatives to current sport policy and practice 

which promoted alternatives to the homophobic, hierarchical and competitive nature of 

sport’ (McKay 1994, p. 84). 

 

The dominance of liberal feminist gender equity initiatives emanating from the seminar’s 

discussions and outcomes is consistent with the previously discussed international policy 

context. By developing strategies aimed at individual women, the broader and perhaps 

more meaningful agenda of developing approaches for how women and minorities ‘might 

collectively challenge masculine hegemony in management and sport’ was lost (McKay 

1994, p. 85). 
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On a more positive note the ASC’s 1991–1992 annual report outlined the commission’s 

ongoing gender equity agenda. More specifically the ASC’s 1991–1992 annual report 

indicated that over a three-year period, the introduction of phased gender equity policies 

(p. 55) in national sporting organisations would occur. To receive ongoing federal 

government funding, NSOs would be required to develop and implement a 

comprehensive gender equity action plan.  

 

In 1992 the ASC hosted a Maintaining the Momentum Conference. The conference report 

(1992) cited the commission’s ongoing commitment to gender equity in sport. This 

commitment was described as an ongoing focus given the ‘special needs of women and 

girls in sport’ (p. 6). The report indicated that to encourage further change, sport 

organisations would be required to set gender equity targets. However, no detail was 

provided on how these targets should be created or implemented, or how their usefulness 

would be evaluated.  

 

Finally, and in respect to gender equity, a new campaign was launched to provide female 

administrators with training in areas including management, marketing and media. Again, 

while the conference proceedings and suggested change frameworks were encouraging, 

the initiatives proposed, framing them as gender equity issues, further encouraged a 

liberal feminist change agenda.  

 

Subsequent to the Maintaining the Momentum Conference and report, the Australian 

Women in Sport and Recreation Strategy (1992–1994) was launched by the then Minister 

for Sport Ross Kelly in July 1992. The policy was developed and implemented by the 

ASC to bring together the various and typically separate Commonwealth, state and 

territory strategies (Mowbray 1993).  

 

The strategy and its overarching goals led the Sport Minister to state that she was prepared 

to take a ‘big stick’ (Mowbray 1993, p. 152) approach if the sport community failed to 

comply with the strategy. In part demonstrating the intersections between women and 

sport and women and employment policy, Minister Kelly also specified that if sport 

governing bodies did not treat women equally in employment they risked losing federal 

financial support (Mowbray 1993). The inclusion of potential governmental financial 

sanctions for non-compliance represented a significant policy shift, described by 
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Mowbray (1993) as ‘some departure from mere exhortation and reliance on industry self-

regulation’ (p. 150). Responding to the 1994 international Brighton Declaration on 

Women and Sport, the ASC endorsed the Australian Women and Sport Strategy (1996-

2011).‘Shaping Up: a review of Commonwealth involvement in sport and recreation in 

Australia’ undertaken by the Department of Industry, Science and Resources (1999) 

reported that there was a widely held perception that the ASC’s commitment to women’s 

involvement in Australian sport had significantly diminished and that this trend was 

exacerbated by the ‘disbandment of the Women in Sport Unit’ (p.  94). The Shaping: Up 

report identified concerns relating to women’s involvement in sport leadership and 

management. Detailed recommendations were made to enhance women’s involvement 

including the provision of equity provisions in the ASC annual sports management 

processes with national sporting organisations. However, due to the report’s limitations 

and because the taskforce distanced itself from anything other than identifying gender 

issues, the taskforce was not responsible for developing or implementing specific change 

strategies.   

 

Of relevance to my research was the development of a reference tool for the Australian 

sport industry, ‘Toward better sport: good practices for women and girls in sport’ 

(Australian Sports Commission 2003). The tool focused on the practices of sport 

organisations. The tool was identified as providing an approach that would showcase 

current gender equity initiatives both domestically and internationally and encourage 

similar practices in all national and state sport organisations. 

 

In sum, in this appendix I have discussed past international and national declarations and 

policies addressing women’s inequitable access to and involvement in sport. By 

examining the international and national context, I have demonstrated the dominant 

discourses influencing their development and implementation, and how these declarations 

and policies have advanced women’s more equitable involvement in sport. I have 

identified the limitations of these change frameworks, especially as they relate to 

identifying and challenging the gendered values and practices affecting women’s access 

to and involvement in sport administration and management.  
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Appendix 2: Griffith University RHEC documentation 

INFORMATION FOR PARTICIPANTS 

 

Project Title: Culture, Power and Sport: A study of power relations in selected Australian 

sport organisations 

 

1. Who is conducting the research 

 

Maple O’Shea (student PhD 

researcher) 

Griffith University  

Dept of Tourism, Leisure,  

Hotel & Sport Mgt  

(02) 4620 3142 

m.oshea@uws.edu.au 

 

Professor Kristine Toohey 

(supervisor) 

Dept of Tourism, Leisure,  

Hotel & Sport Mgt. 

(07) 555 29204 

k.toohey@griffith.edu.au 

 

Associate Professor Simone 

Fullagar (supervisor) 

Dept of Tourism, Leisure,  

Hotel & Sport Mgt 

(07) 3735 6712 

 S.Fullagar@griffith.edu.au 

 

 
2. Why is the research being conducted? 

 

This research is interested in exploring the experiences and organisational life of female and male 

(middle and senior managers) in four Australian national and state sport organisations. 

Specifically, the research will focus on an exploration of the sport organisation’s cultural attributes. 

The study will address the way in which power and influence operate in sport organisational 

settings. Moreover, the research will investigate gender, diversity and diversity management 

within sport organisations. 

 

3. What you will be asked to do 

 

This research will involve an interview. During the interview you will be asked several background 

questions about yourself and the sport organisation you work for. This will include a description 

of your position within the organisation together with questions relating to your position and 

associated responsibilities, daily routines, decision making capacity and influence within the 

organisation. Additionally, you will be asked to reflect on your managerial and work style. You will 

also be asked questions relating to your organisation’s culture, communication, networking, 

mentoring, professional development opportunities and diversity/gender management. 

 

Prior to the interview you will be provided with a general interview checklist so you are aware of 

the nature and style of questions that may be asked. Your participation in this research is entirely 

voluntary and will not require you to impart any information that is confidential to your organisation 

or any information that you do not feel comfortable providing. You will also have the option to 

remain anonymous and withdraw from the research at any time. 

 

The interview will take between 30 minutes and an hour and will be recorded for later transcription. 

Once the interview is transcribed the recordings will be destroyed and details of your identity will 

be removed and kept separate from the transcribed notes. 

 

4. The basis by which participants will be selected 

 

The interviewer will seek to meet with middle level managers from your organisation.  

 

5. The expected benefits of the research 

 

The outcomes of this research will contribute to academic and industry understanding of sport 

organisations, their cultural attributes, internal management protocols and power relationships. 

 

  

mailto:m.oshea@uws.edu.au
mailto:k.toohey@griffith.edu.au
mailto:S.Fullagar@griffith.edu.au
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6. The potential risks associated with participation 

 

This research involves a case study of four Australian sport organisations. You will be given a 

choice as to whether you would prefer your comments to be kept anonymous or not. If you agree 

to have your identity known, the comments you make during the interviews will be identifiable 

when the final report is published. 

 

7. Your confidentiality 

 

You will be given a choice as to whether you would prefer your comments to be kept anonymous 

or not. In either case, the audio recording of your interview will be destroyed once it has been 

transcribed. Your interview will be identified by a code name and your details will be kept in a 

separate location. All material will be kept in locked cabinets, will not be accessed by anyone 

except the research team and will be destroyed after five years. 

 

8. Your participation is voluntary  

 

Your participation in this research is voluntary. You are free to withdraw from this research at any 

time without comment, explanation or penalty. 

 

9. Further questions 

 

If you have any further questions regarding this research please do not hesitate to contact me via 

phone (02) 4620-3142, or email, m.oshea@uws.edu.au. If you would prefer, you may contact my 

research supervisor, Professor Kristine Toohey on (07) 555 29204 or k.toohey@griffith.edu.au.  

 

10. Concerns about ethical conduct 

 

If you have any concerns regarding the ethical conduct of this project please contact the Manager, 

Research Ethics, at Griffith University Human Research Ethics Committee on (07) 3875 5585, or 

via research-ethics@griffith.edu.au  

 

11. Feedback to participants 

 

It is anticipated that this research will conclude in November 2011. At that time a summary of the 

research findings will be emailed to all participants who are interested in receiving this information. 

You will be asked to provide an email address at the time of interview if you would like to receive 

this information. In addition, the final research report (thesis) will be submitted online to the 

Australian Digital Thesis Program. When it becomes available online all research participants will 

be sent an email detailing how they can access it. 

 

12. Privacy statement 

 

The conduct of this research involves the collection, access and/or use of your identified personal 

information. The information collected is confidential and will not be disclosed to third parties 

without your consent, except to meet government, legal or other regulatory authority 

requirements. A de-identified copy of this data may be used for other research purposes. 

However, your anonymity will at all times be safeguarded. For further information consult the 

University’s Privacy Plan at www.griffith.edu.au/ua/aa/vc/pp or telephone (07) 3875 5585. 
 

 
 
 
 
 
 
 
 

mailto:k.toohey@griffith.edu.au
mailto:research-ethics@griffith.edu.au
http://www.griffith.edu.au/ua/aa/vc/pp
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EXPRESSION OF CONSENT 

 

 

Project Title: Culture, Power and Sport: A study of power relations in selected Australian 

sport organisations 
 
Research Team: 

 

Maple O’Shea (student PhD 

researcher) 

Griffith University  

Dept of Tourism, Leisure,  

Hotel & Sport Mgt  

(02) 4620 3142 

m.oshea@uws.edu.au 

 

Professor Kristine Toohey 

(supervisor) 

Dept of Tourism, Leisure,  

Hotel & Sport Mgt. 

(07) 5552 9204 

k.toohey@griffith.edu.au 

 

Associate Professor Simone 

Fullagar (supervisor) 

Dept of Tourism, Leisure,  

Hotel & Sport Mgt 

(07) 3735 6712 

 S.Fullagar@griffith.edu.au 

 

By signing below, I confirm that I have read and understood the information package and in 
particular have noted that: 

 I understand that my involvement in this research will be audio recorded; 

 I have had any questions answered to my satisfaction;  

 I understand the risks involved;  

 I understand that there will be no direct benefit to me from my participation in this 
research;  

 I understand that my participation in this research is voluntary; 

 I understand that if I have any additional questions I can contact the research team;  

 I understand that I am free to withdraw at any time, without comment or penalty;  

 I understand that I can contact the Manager, Research Ethics, at Griffith University 
Human Research Ethics Committee on 3875 5585 (or research-ethics@griffith.edu.au) 
if I have any concerns about the ethical conduct of the project; and  

 I agree to participate in the project.  

 

Name: ______________________________________________________________________ 

Signature: ___________________________________________________________________ 

Date: ______________________________________________________________________  

mailto:m.oshea@uws.edu.au
mailto:k.toohey@griffith.edu.au
mailto:S.Fullagar@griffith.edu.au
mailto:research.ethics@griffith.edu.au
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Appendix 3: Indicative Interview Questions 

Personal Biography 

Tell me a little about yourself?  (age, relationship status, number of dependants and their 

ages) 

Career Biography 

 Educational background, formal degree and other qualifications 

What previous positions have you held [responsibilities, years of service, sport and 

other organisations who have worked with]? 

 How did you come to be employed with the organisation [how did you find out about 

the position, application/interview process]? 

What is your current position [could you describe your daily responsibilities and tasks, 

reports/whom do your report to, decision making capacity]? 

Organisational values and workplace culture 

What metaphors, words or phrases would you use to describe the organisations culture? 

How/who gets things done around here? 

What values are prioritised in your organisation? 

Are these values different from the formal values communicated by your organisation 

(e.g. are the values in the organisation different to the values communicated in 

organisational policy documents?) 

Power and influence 

What are managerial styles exhibited and valued in your workplace  

What managerial approach do you best respond to? 

Do you think women and men have different styles of managing working? 

Who has power in the organisation? How do they express their influence? 

What power and influence do you have? 
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Can you recall any power struggles you have experienced or observed in your 

organisation? 

Workplace meetings 

Who directs/chairs meetings? 

Generally, who speaks the most and to what effect? 

Generally, who speaks the least and to what effect? 

Career experiences and development 

Who gets ahead in the organisation? [What attributes do these people display?] 

Have you experienced barriers/constraints to developing/progressing your career? 

Do you have a mentor or draw from professional networks to develop your career? 

Work Ideology 

Does your organisation have a formal written flexible work policy? 

What flexibility is offered to staff? 

Have you used any of these flexible options? What was your experience? 
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Appendix 4: Participant Information 

 Organisation A Organisation B Organisation C Organisation D 

Senior 

manager 

Gavin  David  Louise 

 Heath   Peter  Jessica 

 Emily  Richard  Linda 

  Lauren  Ava 

  Julie  Hayley 

    Anne 

    Robyn 

Middle 

manager 

John  Simon Rachael  

 Sarah Jason Catherine  

 Melanie  Oliver Nigel  

 Maple  Samantha Charlotte  

     

Employee  Ruby Danielle Belinda 

 Michael Lily Samantha Lucy 

 Renee  Mary Mark Emma 

 Alice  Clare Sandra Lara 

   Felicity Megan 

   Jen Penelope 

   Casandra Ian 

Total 10 13 11 14 
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Appendix 5: Excerpt from the ASC Member Protection Policy template 

 

 

 

 

MEMBER PROTECTION POLICY TEMPLATE 

FOR NATIONAL SPORTING ORGANISATIONS 

 

VERSION 9.1 (April 2016) 

 

IMPORTANT NOTE 
 
For this policy and other policies to be binding on national sporting organisations and their 
member’s organisations, members and other relevant persons, the policy needs to be: 
 formally incorporated or adopted into a national sporting organisation’s constituent documents 

(being the Memorandum and Articles of Association or Constitution of a company, or the rules 
of an incorporated association) or the rules, regulations or by-laws made under the constituent 
documents; and 

 agreed to as part of a membership application, agreement, form or other contract with the 
national sporting organisation, which relevant member organisations, members and other 
persons intended to come within the scope of the policy are required to sign. 

 
The national sporting organisation should ensure that state, regional, district and other affiliated 
associations and clubs formally adopt the national policy (with any relevant modifications to take 
account of state/territory legislative or other requirements) in accordance with that organisation’s 
constituent documents.  

 

[Insert name of NSO] 

[NATIONAL] MEMBER PROTECTION* POLICY / BY-LAW / REGULATION  

[*This template refers to the policy as a Member Protection Policy.  

Decide on the title you wish to use and, if different, update the template accordingly.] 

VERSION [insert version number] 
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[insert date created / updated] 

[Note: Change the header/footer in this template and insert page numbers on contents 

page. 

 CONTENTS          
  

[Preface] 
 
Review history 
 
PART A – [NATIONAL] MEMBER PROTECTION POLICY 
1. Introduction 
2. Purpose of this policy 
3. Who is bound by this policy? 
4. Organisational responsibilities 
5. Individual responsibilities 
6. Position statements  

[Decide which of the following from 6.4 onwards you wish to include in your 
policy] 
 6.1 Child protection  
 6.2 Taking of images of children 
 6.3 Anti-discrimination and harassment 
 6.4 Intimate relationships 
 6.5 Pregnancy 
 6.6 Gender identity 
 6.7 Responsible service and consumption of alcohol 
 6.8 Smoke-free environment 
 6.9 Cyber bullying 
 6.10 Social networking sites 

7. Complaints procedures 
7.1     Handling complaints 
7.2 Vexatious complaints and victimisation 
7.3 Mediation 
7.4 Tribunals 

8. What is a breach of this policy? 
9. Disciplinary measures 

9.1  Individuals 
9.2  Organisations 
9.3 Factors to consider 

10. Dictionary of terms 

PART B – ATTACHMENTS: CODES OF BEHAVIOUR 

[Decide which codes of behaviour you wish to include in your policy.] 

PART C – ATTACHMENTS: EMPLOYMENT 
SCREENING/WORKING WITH CHILDREN CHECK 
REQUIREMENTS 

[NSOs will need to include all attachments or at least refer to them. State 
associations and clubs need only to include those attachments relevant to the 
state or territory in which they are located.] 
C1. Member Protection Declaration 
C2. Working with Children Check requirements  
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PART D – ATTACHMENTS: COMPLAINT HANDLING 
PROCEDURES 

[Decide which procedures you wish to include in your policy. The following are 
examples] 
D1. Complaints procedure 
D2. Mediation 
D3. Investigation procedure  
D4. Tribunal procedures 

PART E – ATTACHMENTS: REPORTING REQUIREMENTS AND DOCUMENTS 
[Decide which reporting documents/forms you wish to include. The following are 
examples.] 

E1. Record of informal complaint 
E2. Record of formal complaint 
E3.  Procedure for handling allegations of child abuse 
E4. Confidential record of child abuse allegation 
 

Preface 

[Include a statement here from the President or CEO demonstrating a clear 
commitment at the highest level of your organisation to creating a safe, fair and 
inclusive sporting environment. 

The Preface could state: 

 that your organisation seeks to prevent all forms of harassment, discrimination and 
abuse and to promote positive behaviour and values 

 that inappropriate or unlawful behaviour will not be tolerated by the organisation 

 that the policy sets out codes of behaviour with which everyone associated with the 
organisation is expected to abide 

 that disciplinary action will be taken against individuals if there is a breach of the 
policy. 

Signature of CEO/President 

Name of NSO 

Date] 

Review history of [insert name of NSO] Member Protection 
Policy 
 
Version Date reviewed Date 

endorsed 
Content reviewed/purpose 

One Created [insert 
month/year] 

[insert month/ 
year endorsed] 

 [insert summary of amendments] 

Two [insert 
month/year 
reviewed] 

[insert month/ 
year endorsed] 

 [insert summary of amendments] 

Three [insert 
month/year 
reviewed] 

[insert month/ 
year endorsed] 

 [insert summary of amendments] 
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PART A: NATIONAL MEMBER PROTECTION POLICY 
 

1. Introduction  
[Insert your organisation’s core values, principles or mission statement.] 

 
2. Purpose of this policy 
This [National Member Protection Policy* (use the name of the document set out on the 
title page)] (“policy”) aims to assist [insert name of NSO] (“our”, “us” or “we”) to uphold 
its core values and create a safe, fair and inclusive environment for everyone 
associated with our sport.  It sets out our commitment to ensure that every person 
bound by the policy is treated with respect and dignity and protected from 
discrimination, harassment and abuse. It also seeks to ensure that everyone involved 
in our sport is aware of their key legal and ethical rights and responsibilities, as well as 
the standards of behaviour expected of them.  
 
The attachments to this policy describe the practical steps we will take to eliminate 
discrimination, harassment, child abuse and other forms of inappropriate behaviour 
from our sport.  As part of this commitment, the policy allows [insert name of NSO] to 
take disciplinary action against any person or organisation bound by this policy if they 
breach the policy. 
 
This policy has been endorsed by [insert name of NSO Board or Committee] and has 
been [insert relevant information e.g. incorporated into our constituent document, rules, 
regulations or by-laws]. The policy starts on [insert date] and will operate until replaced.  
 
The current policy and its attachments can be obtained from our website at: 
[insert website address]. 
 
[This policy is supported by Member Protection Policies that have been adopted and 
implemented by our member associations and affiliated clubs.] 
 

3 Who is bound by this policy 
This policy should apply to as many persons as possible who are involved with the 
activities of [insert name of NSO], whether they are in a paid or unpaid/voluntary 
capacity [amend any that are not applicable and/or to reflect club, state and/or national 
level as relevant] and including: 

3.1 persons appointed or elected to [national] boards, committees and sub-
committees 

3.2 employees of [insert name of NSO]; 
3.3 members of the [insert name of NSO] Executive; 
3.4 support personnel, including managers, physiotherapists, psychologists, 

masseurs, sport trainers and others; 
3.5 coaches and assistant coaches; 
3.6 athletes; 
3.7 referees, umpires and other officials;  
3.8 members, including life members of [insert name of NSO]; 
3.9 athletes, coaches, officials and other personnel participating in events 

and activities, including camps and training sessions, held or sanctioned 
by [insert name of NSO]; and  

[3.10 any other person to whom the policy may apply]. 
 

[This policy will continue to apply to a person even after he or she has stopped their 
association or employment with [insert name of NSO], if disciplinary action against that 
person has begun.] 
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It is also intended this policy will apply to: 
3.12 member associations 
[3.13 affiliated clubs and associated organisations. 
[3.14 any other associations, such as Coaches Association, Players 
Association, etc]. 

4. Organisational responsibilities 
[Insert name of NSO and other relevant organisations if required e.g. member 
associations] must: 

4.1   adopt, implement and comply with this policy 
4.2  ensure that this policy is enforceable 
4.3 publish, distribute and promote this policy and the consequences of any 

breaches of the policy 
4.4  promote and model appropriate standards of behaviour at all times 
4.5  deal with any complaints made under this policy in an appropriate 

manner 
4.6   deal with any breaches of this policy in an appropriate manner 
4.7   recognise and enforce any penalty imposed under this policy 
4.8  ensure that a copy of this policy is available or accessible to all people 

and organisations to whom this policy applies 
4.9 use appropriately trained people to receive and manage complaints and 

allegations of inappropriate behavior [e.g. Member Protection 
Information Officers] 

4.10 monitor and review this policy at least annually. 

5. Individual responsibilities 
Individuals bound by this policy must: 

5.1 make themselves aware of the contents of this policy; 
5.2 comply with all relevant provisions of the policy, including any codes of 

conduct and the steps for making a complaint or reporting possible child 
abuse set out in this policy; 

5.3 consent to the screening requirements set out in this policy, and any 
state/territory Working with Children Checks if the person holds or 
applies for a role that involves regular unsupervised contact with a child 
or young person under the age of 18 or where otherwise required by 
law; 

5.4  place the safety and welfare of children above other considerations; 
5.5  be accountable for their behaviour: and, 
5.6 comply with any decisions and/or disciplinary measures imposed under 

this policy. 

6. Position statements 

6.1  Child protection 
[Insert name of NSO] is committed to the safety and well-being of all children 
and young people who participate in our sport or access our services. We 
support the rights of the child and will act at all times to ensure that a child-safe 
environment is maintained.  
 
We acknowledge the valuable contribution made by our staff, members and 
volunteers and we encourage their active participation in providing a safe, fair 
and inclusive environment for all participants. 
 

6.1.1 Identify and analyse risk of harm 
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We will develop and implement a risk management strategy, including a 
review of our existing child protection practices, to determine how child-safe 
our organisation is and to identify any additional steps we can take to minimise 
and prevent the risk of harm to children because of the actions of an 
employee, volunteer or another person. 

 

6.1.2 Develop codes of behaviour 
We will develop and promote a code of behaviour that sets out the conduct we 
expect of adults when they deal and interact with children involved in our 
sport, especially those in our care. We will also implement a code of behaviour 
to promote appropriate conduct between children. 
 
These codes will clearly describe professional boundaries, ethical behaviour 
and unacceptable behavior. (Refer to the attachments in Part B of this policy.) 
 
6.1.3 Choose suitable employees and volunteers 
We will take all reasonable steps to ensure that our organisation engages 
suitable and appropriate people to work with children, especially those in 
positions that involve regular unsupervised contact with children. This will 
include using a range of screening measures.  

 
We will ensure that Working with Children Checks are conducted for all 
employees and volunteers who work with children, where an assessment is 
required by law. If a criminal history report is obtained as part of their 
screening process, we will handle this information confidentially and in 
accordance with the relevant legal requirements. (Refer to the attachments in 
Part C of this policy.) 

 

6.1.4 Support, train, supervise and enhance performance 
We will ensure that all our employees and volunteers who work with children 
have ongoing supervision, support and training. Our goal is to develop their 
skills and capacity and to enhance their performance so we can maintain a 
child-safe environment in our sport. 
 

6.1.5: Empower and promote the participation of children  
We will encourage children and young people to be involved in developing and 
maintaining a child-safe environment for our sport. 

 
6.1.6: Report and respond appropriately to suspected abuse and neglect 
We will ensure that all our employees and volunteers are able to identify and 
respond appropriately to children at risk of harm and that they are aware of 
their responsibilities under state laws to make a report if they suspect on 
reasonable grounds that a child has been, or is being, abused or neglected. 
(Refer to the attachments in Part E of this policy.) 

 
Further, if any person believes that another person or organisation bound by 
this policy is acting inappropriately towards a child, or is in breach of this 
policy, he or she may make an internal complaint to us. (Refer to the 
attachments in Part D of this policy.)  

 
6.2 Taking images of children 
There is a risk that Images of children may be used inappropriately or illegally. [Insert 
name of NSO] requires that individuals and associations, wherever possible, obtain 
permission from a child’s parent/guardian before taking an image of a child that is not 
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their own. They should also make sure the parent/guardian understands how the 
image will be used.  
 
To respect people’s privacy, we do not allow camera phones, videos and cameras to 
be used inside changing areas, showers and toilets which we control or are used in 
connection with our sport. 
 
When using a photo of a child, we will not name or identify the child or publish 
personal information, such as residential address, email address or telephone 
number, without the consent of the child’s parent/guardian. We will not provide 
information about a child’s hobbies, interests, school or the like, as this can be 
used by paedophiles or other persons to “groom” a child.  
 
We will only use images of children that are relevant to our sport and we will 
ensure that they are suitably clothed in a manner that promotes participation in the 
sport. We will seek permission from the parents/guardians of the children before 
using the images. We require our member associations and clubs to do likewise. 
 
6.3 Anti-discrimination and harassment 
[Insert name of NSO] is committed to providing an environment in which people 
are treated fairly and equitably and that is, as far as practicable, free from all forms 
of discrimination and harassment.   
 
We recognise that people may not be able to enjoy themselves or perform at their 
best if they are treated unfairly, discriminated against or harassed. 
 
6.3.1 Discrimination Unlawful discrimination involves the less favourable 
treatment of a person on the basis of one or more of the personal characteristics 
protected by state or federal anti-discrimination laws.  
 
The personal characteristics protected by anti-discrimination laws include 
attributes such as race, age, disability, gender and race.  The full list of protected 
personal characteristics is in the “Definitions” set out in the Dictionary of Terms.  
 
Discrimination can be either direct or indirect.  
 

 Direct discrimination occurs if a person treats, or proposes to treat, a 
person with a protected personal characteristic unfavourably because of 
that personal characteristic. 
 

 Indirect discrimination occurs if a person imposes, or proposes to impose, 
a requirement, condition or practice that will disadvantage a person with a 
protected personal characteristic and that requirement, condition or 
practice is not reasonable. 

 
For the purposes of determining discrimination, the offender’s awareness and 
motive are irrelevant. 
 
6.3.2 Harassment 
 
Harassment is any unwelcome conduct, verbal or physical, that intimidates, 
offends or humiliates another person and which happens because a person has a 
certain personal characteristic protected by State or Federal anti-discrimination 
legislation.  
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The offensive behaviour does not have to take place a number of times, a single 
incident can constitute harassment.  
 
Sexual harassment is one type of harassment. Sexual harassment is unwelcome 
conduct, remarks or innuendo of a sexual nature. It covers a wide range of 
behaviours and can be verbal, written, visual or physical. Sexual harassment is not 
limited to members of the opposite sex. 
 
6.3.3 Prohibition against discrimination and harassment 
 
We prohibit all forms of harassment and discrimination based on the personal 
characteristics listed in the “Definitions” set out in the Dictionary of Terms [see 
clause 10].  
 
Any person who believes they are being, or have been, harassed or discriminated 
against by another person or organisation bound by this policy is encouraged to 
raise their concerns with us. A person may make an internal complaint, and in 
some circumstances, they may also be able to make a complaint to an external 
organisation. (Refer to the attachments in Part D of this policy.) 
 
6.4 Intimate relationships 

 
[Insert name of NSO] understands that consensual intimate relationships 
(including, but not limited to sexual relationships) between coaches or officials and 
adult athletes may take place legally.  However, this policy will help ensure that the 
expectations of coaches or officials are clear and, to ensure that if an intimate 
relationship does exist or develop between a coach or official and an adult athlete, 
that relationship will be managed in an appropriate manner.  
 
Coaches and officials are required to conduct themselves in a professional and 
appropriate manner in all interactions with athletes.  In particular, they must ensure 
that they treat athletes in a respectful and fair manner, and that they do not engage 
in sexual harassment, bullying, favoritism or exploitation.   
 
We take the position that consensual intimate relationships between coaches or 
officials and the adult athletes they coach should be avoided as they can have 
harmful effects on the athlete involved, on other athletes and coaches and on the 
sport’s public image. These relationships can also be perceived to be exploitative 
due to the differences in authority, power, maturity, status, influence and 
dependence between the coach or official and the athlete.  
 
We recommend that if an athlete attempts to initiate an intimate relationship with a 
coach or official, the coach or official should discourage the athlete’s approach and 
explain to the athlete why such a relationship is not appropriate.  
 
If a consensual intimate relationship does exist or develop between an adult 
athlete and a coach or official, the coach or official is expected to ensure that the 
relationship is appropriate and that it does not compromise impartiality, 
professional standards or the relationship of trust the coach or official has with the 
athlete and/or other athletes. 
 
In assessing the appropriateness of an intimate relationship between a coach or 
official and an adult athlete, relevant factors include, but are not limited to:  
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 the relative age and social maturity of the athlete; 

 any potential vulnerability of the athlete; 

 any financial and/or emotional dependence of the athlete on the coach or 
official; 

 the ability of the coach or official to influence the progress, outcomes or 
progression of the athlete’s performance and/or career;  

 the extent of power imbalance between the athlete and coach or official; 
and 
the likelihood of the relationship having an adverse impact on the athlete 
and/or other athletes.  

 
It will often be difficult for a coach or official involved in an intimate relationship with 
an adult athlete to make an objective assessment of its appropriateness and 
accordingly they are encouraged to seek advice from [the Member Protection 
Information Officer, Complaints Manager or other official] to ensure that they have 
not involved themselves in inappropriate or unprofessional conduct. 
 
If it is determined that an intimate relationship between a coach or official and an 
adult athlete is inappropriate or unprofessional we may take disciplinary action 
against the coach or official up to and including dismissal. Action may also be 
taken to stop the coaching relationship with the athlete. This could include a 
transfer, a request for resignation or dismissal from coaching duties. 

 
If a coach, official or athlete believes they are being, or have been, harassed they 
are encouraged to seek information and support from [the Member Protection 
Information Officer, Complaints Manager or other official]. Our complaints 
procedure is outlined in Part D of this policy. 

 
6.5 Pregnancy 
[Insert name of NSO] is committed to treating pregnant women fairly and to 
removing any unreasonable barriers to their full participation in our sport. We will 
not tolerate any discrimination or harassment against pregnant women.  
 
[Insert name of NSO] will take reasonable care to ensure the continuing safety, 
health and wellbeing of pregnant women. We will advise pregnant women that 
there may be risks involved with their continuing participation in sport, and we will 
encourage them to obtain medical advice about those risks. Pregnant women 
should be aware that their own health and wellbeing, and that of their unborn child, 
is of utmost importance in their decision-making about the extent they choose to 
participate in our sport.  
 
We encourage all pregnant women to talk with their medical advisers, make 
themselves aware of the facts about pregnancy in sport and ensure that they make 
informed decisions about their participation in our sport. Pregnant women should 
make these decisions themselves, in consultation with their medical advisers and 
in discussion with [Insert name of NSO]. 
 
We will only require pregnant women to sign a disclaimer in relation to their 
participation in our sport whilst they are pregnant if all other participants are 
required to sign one in similar circumstances. We will not require women to 
undertake a pregnancy test. 
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If a pregnant woman believes she is being, or has been, harassed or discriminated 
against by another person or organisation bound by this Policy, she may make a 
complaint. (Refer to the attachments in Part D of this policy.) 
 
6.6 Gender identity  
 
Gender identity means the gender-related identity, appearance or mannerisms or 
other gender-related characteristics of a person. This includes the way people 
express or present their gender and recognises that a person’s gender identity 
may be an identity other than male or female.  Some terms used to describe a 
person’s gender identity include trans, transgender and gender diverse. 
 
6.6.1 Gender identity discrimination and harassment  
 
Federal, state and territory anti-discrimination laws provide protection from 
discrimination against people on the basis of their gender identity. (See definition in 
Dictionary of terms).   
 
[Insert name of NSO] is committed to providing a safe, fair and inclusive sporting 
environment all where people can contribute and participate. We will not tolerate 
any unlawful discrimination or harassment of a person because of their gender 
identity.  
 
All persons, regardless of gender identity, are entitled to be treated fairly and with 
dignity and respect at all times.  We will not tolerate any unlawful discrimination or 
harassment of a person because of their gender identity.  This includes 
discrimination or harassment of a person who is transgender or transsexual, who is 
assumed to be transgender or transsexual or has an association with someone who 
has or is assumed to be transgender or transsexual. (Refer to the attachments in 
Part D of this policy.)  
 
We expect all people bound by this policy to act with sensitivity when a person is 
undergoing gender transition/affirmation. 
 
If any person believes that they are being, or have been, harassed or discriminated 
against by another person or organisation bound by this policy because of their 
gender identity, they may make a complaint.    
 
6.6.2 Participation in sport 
 
[Insert name of NSO] recognises that excluding people from participating in 
sporting events and activities because of their gender identity may have significant 
implications for their health, wellbeing and involvement in community life. We are 
committed to l supporting participation in our sport on the basis of the gender with 
which a person identifies.  
 
If issues of performance advantage arise, we will consider whether the established 
discrimination exceptions for participation in sport are relevant in the 
circumstances. Discrimination is unlawful unless an exception applies.  
 
For Olympic Sports Only [Insert name of NSO] is aware that the International 
Olympic Committee (IOC) has established criteria for selection and participation in 
the Olympic Games. Where a transgender person intends to compete at an elite 
level, we will encourage them to obtain advice about the IOC’s criteria which may 
differ from the position we have taken.   
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Drug testing procedures and prohibitions also apply to people who identify as 
transgender. A person receiving treatment involving a Prohibited Substance or 
Method, as described on the World Anti-Doping Agency’s Prohibited List, should 
apply for a standard Therapeutic Use Exemption. 

 
6.6.3. Intersex status 

 
Federal anti-discrimination law, and some state and territory anti-discrimination 
laws, provide protection from discrimination against a person on the basis of their 
intersex status. (See Dictionary of terms). 

 
[Insert name of NSO] is committed to providing a safe, fair and inclusive sporting 
environment where all people can contribute and participate. We will not tolerate 
any unlawful discrimination or harassment of a person because of their intersex 
status.  

 
6.7 Responsible service and consumption of alcohol 
[Insert name of NSO] is committed to conducting sporting and social events in a 
manner that promotes the responsible service and consumption of alcohol.  We 
also recommend that state associations and member clubs follow strict guidelines 
regarding the service and consumption of alcohol. 
 
In general, our policy is that: 

 alcohol should not be available or consumed at sporting events involving 
children and young people under the age of 18; 

 alcohol-free social events be provided for young people and families; 

 food and low-alcohol and non-alcoholic drinks be available at events we 
hold or endorse where alcohol is served; 

 a staff member is present at events we hold or endorse where alcohol is 
served to ensure appropriate practices in respect of the consumption of 
alcohol are followed; 

 safe transport options be promoted as part of any event we hold or endorse 
where alcohol is served. 

 
[Further guidance on developing an Alcohol Policy is available at: 
www.playbytherules.net.au/resources/club-toolkit.] 
 
6.8 Smoke-free environment  
[Insert name of NSO] is committed to providing a safe and healthy environment at 
all sporting and social events that we hold or endorse. 
 
In general, our policy is that: 

 no smoking shall occur at or near sporting events involving children and 
young people under the age of 18. This policy shall apply to coaches, 
players, trainers, officials and volunteers; 

 social events shall be smoke-free, with smoking permitted at designated 
outdoor smoking areas; and 

 coaches, officials, trainers, volunteers and players will refrain from smoking 
while they are involved in an official capacity in our sport, both on and off 
the field. 

 
 

 

http://www.playbytherules.net.au/resources/club-toolkit
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6.9 Bullying 
[Insert name of NSO] is committed to providing an environment that is free from 
bullying. We understand that bullying has the potential to result in significant 
negative consequences for an individual’s health and wellbeing, and we regard 
bullying in all forms as unacceptable in our sport.  
 
Bullying is characterised by repeated, unreasonable behaviour directed at a 
person, or group of persons, that creates a risk to health and safety. Bullying 
behaviour is that which a reasonable person in the circumstances would expect to 
victimise, humiliate, undermine, threaten, degrade, offend or intimidate a person. 
Bullying behaviour can include actions of an individual or a group.  

 
Whilst generally characterised by repeated behaviours, one-off instances can 
amount to bullying. 

 

The following types of behaviour, where repeated or occurring as part of a pattern 
of behaviour, would be considered bullying: 

 verbal abuse including shouting, swearing, teasing, making belittling 
remarks or persistent unjustified criticism;  

 excluding or isolating a group or person;  
 spreading malicious rumours; or 
 psychological harassment such as intimidation. 

 
Bullying includes cyber-bulling which occurs through the use of technology. New 
technologies and communication tools, such as smart phones and social 
networking websites, have greatly increased the potential for people to be bullied 
though unwanted and inappropriate comments. [Insert name of NSO] will not 
tolerate abusive, discriminatory, intimidating or offensive statements being made 
online.  Frustration at a referee, teammate, coach or sporting body should never 
be communicated on social networking websites. These issues should instead be 
addressed – in a written or verbal statement or a complaint – to the relevant 
controlling club, league or peak sporting body. 
 
If any person believes they are being, or have been, bullied by another person or 
organisation bound by this policy, he or she may make a complaint. (Refer to the 
attachments in Part D of this policy.) 

 
6.10 Social networking 
[Insert name of NSO] acknowledges the enormous value of social networking to 
promote our sport and celebrate the achievements and success of the people 
involved in our sport. 
 
Social networking refers to any interactive website or technology that enables 
people to communicate and/or share content via the internet. This includes social 
networking websites such as Facebook and Twitter. 

 
We expect all people bound by this policy to conduct themselves appropriately 
when using social networking sites to share information related to our sport. 

 
In particular, social media activity including, but not limited to, postings, blogs, 
status updates, and tweets: 

 must not contain material which is, or has the potential to be, offensive, 
aggressive, defamatory, threatening, discriminatory, obscene, profane, 
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harassing, embarrassing, intimidating, sexually explicit, bullying, hateful, 
racist, sexist or otherwise inappropriate; 

 must not contain material which is inaccurate, misleading or fraudulent; 

 must not contain material which is in breach of laws, court orders, 
undertakings or contracts; 

 should respect and maintain the privacy of others; and 

 should promote the sport in a positive way. 
 
[Further guidance on developing a Communications Policy is available at: 
www.playbytherules.net.au/resources/club-toolkit.] 
 

7. Complaints procedures 
 

7.1 Handling complaints 
[Insert name of NSO] aims to provide a simple, confidential and trustworthy 
procedure for resolving complaints based on the principles of procedural fairness.  
 
Any person (a complainant) may report a complaint about a person, people or 
organisation bound by this policy (respondent) if they feel they have been 
discriminated against, harassed, bullied or there has been any other breach of this 
policy. 
 
In the first instance, complaints should be reported to the [insert relevant official 
e.g. Member Protection Information Officer, Complaints Manager, CEO].  
 
[If a complaint relates to behaviour or an incident that occurred at the: 

 state level, or involves people operating at the state level, then the 
complaint should be reported to and handled by the relevant state 
association in the first instance 

 club level, or involves people operating at the club level, then the complaint 
should be reported to and handled by the relevant club in the first instance. 

 
Only matters that relate to, or which occurred at, the national level, as well as 
serious cases referred from the state and club level, should be dealt with by the 
national body.] 
 
A complaint may be handled informally or formally.  The complainant may indicate 
his or her preferred option and the [insert relevant official e.g. Member Protection 
Information Officer, Complaints Manager, CEO] should consider whether that is an 
appropriate way to handle the particular complaint. For example, the law may 
require that the complaint/allegation be reported to an appropriate authority. 
 
All complaints will be dealt with promptly, seriously, sensitively and confidentially. 
Our procedures for handling and resolving complaints are outlined in Attachment 
[D1].  
 
Individuals and organisations may also seek to have their complaint handled by an 
external agency under anti-discrimination, child protection, criminal or other 
relevant legislation. 

 
7.2 Improper complaints and victimisation 
[Insert name of NSO] aims to ensure that our complaints procedure has integrity 
and is free of unfair repercussions or victimisation against any person making a 
complaint.  

http://www.playbytherules.net.au/resources/club-toolkit
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We will take all necessary steps to make sure that people involved in a complaint 
are not victimised.  Disciplinary measures may be undertaken in respect of a 
person who harasses or victimises another person for making a complaint or 
supporting another person’s complaint. 
 
If at any point in the complaint handling process the [insert relevant official e.g. 
Member Protection Information Officer, Complaints Manager, CEO] considers that 
a complainant has knowingly made an untrue complaint, or the complaint is 
malicious or inappropriately intended to cause distress to the respondent, the 
matter may be referred  in writing to the [insert relevant official/committee/Tribunal] 
for review and appropriate action, including possible disciplinary action against the 
complainant.  
 
7.3  Mediation 
[Insert name of NSO] aims to resolve complaints quickly and fairly. Complaints 
may be resolved by agreement between the people involved with no need for 
disciplinary action.  
 
Mediation is a confidential process that allows those involved in a complaint to 
discuss the issues or incident in question and come up with mutually agreed 
solutions.  It may occur before or after the investigation of a complaint.  
 
If a complainant wishes to resolve the complaint with the help of a mediator, the 
[insert relevant official e.g. Member Protection Information Officer, Complaints 
Manger] will, in consultation with the complainant, arrange for an independent 
mediator where possible. We [will/will not] allow lawyers to participate in the 
mediation process.  
 
More information on the mediation process is outlined in Attachment [D2]. 
 
7.4 Tribunals 
In accordance with [Insert name of NSO] rules a Tribunal may be convened to 
hear a proceeding: 

 referred to it by [CEO or other designated official] 

 [referred to it or escalated by a state association] [because of the serious 
nature of the complaint, because it was unable to be resolved at the state 
level or because the policy of the state association directs it to be] 

 for an alleged breach of this policy].  
 
Our Tribunal procedure is outlined in Attachment [D4]. 
 
A respondent may lodge an appeal to the Appeal Tribunal in respect of a Tribunal 
decision. The decision of the Appeal Tribunal is final and binding on the people 
involved. Our appeals process is outlined in Attachment [D4]. 
 
Every organisation bound by this policy will recognise and enforce any decision of 
a Tribunal or Appeal Tribunal under this policy. 
 
[Note: NSOs must ensure that this procedure accurately reflects their tribunal and 
appeal rules, constituent documents and other rules, regulations or by-laws.] 
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8. What is a breach of this policy? 
 

It is a breach of this policy for any person or organisation bound by this policy to do 
anything contrary to this policy, including but not limited to: [adapt the suggestions 
below] 

 
8.1 breaching the codes of behaviour (see Part B of this policy); 
8.2 bringing the [sport and/or the NSO] into disrepute, or acting in a manner 

likely to bring the [sport and/or the NSO] into disrepute [remove if already 
in constitution]; 

8.3 failing to follow [insert name of NSO] policies (including this policy) and 
our procedures for the protection, safety and well-being of children; 

8.4 discriminating against, harassing or bullying (including cyber-bullying) any 
person; 

8.5 victimising another person for making or supporting a complaint; 
8.6 engaging in an inappropriate intimate relationship with a person that he or 

she supervises, or has influence, authority or power over; 
8.7 verbally or physically assaulting another person, intimidating another 

person or creating a hostile environment within the sport; 
8.8 disclosing to any unauthorised person or organisation any [insert name of 

NSO] information that is of a private, confidential or privileged nature; 
8.9 making a complaint that they know to be untrue, vexatious, malicious or 

improper; 
8.10 failing to comply with a penalty imposed after a finding that the individual 

or organisation has breached this policy; and 
8.11 failing to comply with a direction given to the individual or organisation as 

part of a disciplinary process. 
 

9. Disciplinary measures 
 

[Insert name of NSO] may impose disciplinary measures on an individual or 
organisation for a breach of this policy.  
 
Any disciplinary measure imposed will be: 

 fair and reasonable; 

 applied consistent with any contractual and employment rules and 
requirements; 

 be based on the evidence and information presented and the seriousness 
of the breach; and 

 be determined in accordance with our constituent documents, by-laws, this 
policy and/or the rules of the sport. 

 

9.1 Individual 

Subject to contractual and employment requirements, if a finding is made by a 
Tribunal that an individual has breached this policy, one or more of the following 
forms of discipline may be imposed. 

[Adapt the suggestions below]. 

9.1.1 a direction that the individual make a verbal and/or written apology; 
9.1.2 a written warning; 
9.1.3 a direction that the individual attend counselling to address their 

behaviour; 
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9.1.4 a withdrawal of any awards, scholarships, placings, records, 
achievements bestowed in any tournaments, activities or events held or 
sanctioned by [insert name of NSO]; 

9.1.5 a demotion or transfer of the individual to another location, role or 
activity; 

9.1.6 a suspension of the individual’s membership or participation or 
engagement in a role or activity; 

9.1.7 termination of the individual’s membership, appointment or engagement; 
9.1.8 a recommendation that [insert name of NSO] terminate the individual’s 

membership, appointment or engagement; 
9.1.9 in the case of a coach or official, a direction that the relevant organisation 

de-register the accreditation of the coach or official for a period of time or 
permanently; 

9.1.10 a fine; 
9.1.11 any other form of discipline that [insert designated official/committee] 

considers appropriate. 
 

9.2 Organisation 

If a finding is made that [a NSO member or affiliated organisation] has breached 
its own or this Member Protection Policy, one or more of the following forms of 
discipline may be imposed by [insert relevant official/committee/Tribunal].  

[Adapt the suggestions below]. 

9.2.1 a written warning; 
9.2.2 a fine; 
9.2.3 a direction that any rights, privileges and benefits provided to that 

organisation by the national body or other peak association be 
suspended for a specified period; 

9.2.4 a direction that any funding granted or given to it by the [NSO or a peak 
association] cease from a specified date; 

9.2.5 a direction that the [NSO and peak associations] cease to sanction 
events held by or under the auspices of that organisation; 

9.2.6 a recommendation to [the national body and/or the association] that its 
membership of the [national body or peak association] be suspended or 
terminated in accordance with the relevant constitution or rules;  

9.2.7 any other form of discipline that the national body or peak organisation 
considers reasonable and appropriate. 

[Note: Ensure the above actions can be taken or enforced under your constituent 
documents or disciplinary rules; delete any action that cannot be enforced.] 

9.3 Factors to consider  
The form of discipline to be imposed on an individual or organisation will depend 
on factors, such as: 

 the nature and seriousness of the breach 

 if the person knew, or should have known, that the behaviour was a 
breach of the policy 

 the person’s level of contrition 

 the effect of the proposed disciplinary measures on the person, including 
any personal, professional or financial consequences 

 if there have been any relevant prior warnings or disciplinary action 

 the ability to enforce disciplinary measures if the person is a parent or 
spectator (even if they are bound by the policy) 

 any other mitigating circumstances. 
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PART B: CODES OF BEHAVIOUR 
 

 
We seek to provide a safe, fair and inclusive environment for everyone involved in our 
organisation and in our sport.  
 
To achieve this, we require certain standards of behavior by players/athletes, coaches, 
officials, administrators, parents/guardians (of child participants) and spectators. 
 
Our codes of behaviour are underpinned by the following core values. 
 

 To act within the rules and spirit of our sport. 
 

 To display respect and courtesy towards everyone involved in our sport and 
prevent discrimination and harassment. 

 

 To prioritise the safety and well-being of children and young people involved in 
our sport. 

 

 To encourage and support opportunities for participation in all aspects of our 
sport. 
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Appendix 6: Introduction to the About time! Women in sport and 

recreation in Australia, Enquiry. 

Chapter 1: Introduction 

1.1 On 29 March 2006, the Senate asked the Environment, Communications, Information 

Technology and the Arts References Committee to conduct an inquiry into women in sport and 

recreation in Australia, for report by the first sitting day of September 2006. On 15 August 2006 

the Senate granted the Committee an extension of time to report to 6 September 2006. 

1.2 The terms of reference were to inquire into women in sport and recreation in Australia, with 

particular reference to: 

(a) the health benefits of women participating in sport and recreation activities; 

(b) the accessibility for women of all ages to participate in organised sport, fitness and recreation 

activities, with additional reference to state and federal programs, including: 

(i) the number of women actively participating in organised sport, fitness and recreation 

activities, 

(ii) characteristics of women not participating in organised sport, fitness and recreation 

activities (including, for example, socioeconomic strata, age, women with a disability, 

Indigenous or Culturally and Linguistically Diverse (CALD) women), 

(iii) constraints, including strategies to overcome the constraints that may prevent these 

women from participating, 

(iv) the effectiveness of current state and federal grant programs that encourage women 

to participate, 

(v) the retention and attrition trends of grassroots participation, including comparisons 

with male athletes at a similar level, 

(vi) the remuneration, recruitment, retention and attrition of elite female athletes, 

including comparisons with elite male athletes, 

(vii) retention of athletes competing in senior and open age state and national sporting 

competitions, with possible strategies to retain female competitors in elite and sub-elite 

competition, 

(viii) opportunities and barriers for national team members and competitors in 

international competition, and 

(ix) the financial status, success and viability of women’s national league competitions, 

including strategies to improve these factors; 
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(c) the portrayal of women’s sport in the media, including: 

(i) the role of the government to regulate and review the coverage of 

women’s sport in the media (print, radio and electronic), 

(ii) the influence of pay television on the coverage of women in sport, 

(iii) the promotion and publicity of women’s national league competitions, 

(iv) the financial status and success of women’s national leagues, and 

(v) strategies to improve the amount and quality of media coverage for women’s sport; 

and 

(d) women in leadership roles in sport, including: 

(i) the number and proportion of women in coaching, administrative and officiating roles, 

(ii) the issues associated with women in leadership roles in both elite and grassroots 

activities, 

(iii) trends and issues for women in organisational leadership roles, and 

(iv) strategies to improve the numbers of women in coaching, administration and 

technical roles. 

Note on references in this report 

1.3 References in this report are to individual submissions as received by the Committee rather 

than a bound volume of submissions. References to Committee Hansard are to the proof Hansard 

transcript of hearings. Page numbers may vary between the proof and the official Hansard 

transcript. 

Conduct of the inquiry 

1.4 In accordance with its usual practice, the Committee advertised details of the inquiry in The 

Australian. The Committee also wrote contacted a range of organisations and individuals, inviting 

submissions. It received 88 written submissions, as listed at Appendix 2. Public hearings, and the 

documents tabled at them, are listed in Appendix 3. The context of this inquiry is outlined in 

Appendix 1. 

1.5 Public hearings of the committee were held in Sydney, Melbourne and Canberra, which 

included teleconferences with witnesses from South Australia and the Northern Territory. Details 

of the hearings are at Appendix 3. The committee thanks everyone who made themselves 

available for hearings, particularly those who travelled to make it to the capital city locations. 



 251 

1.6 Physical activity amongst school-age children emerged as an issue in submissions and 

hearings, and this led the committee to write, on 3 August 2006, to all state and territory 

departments of education, asking them a number of questions about the status and extent of 

physical activity within school programs. By the time of reporting, the Australian Capital 

Territory, New South Wales, Tasmania, Victoria and Western Australia had responded to this 

query. Their replies are included in Appendix 

4. It is the committee’s intention to pursue responses to its query and it will publish them on its 

website as they become available. 

1.7 Late in the inquiry process, the committee sought information from the outdoor recreation and 

fitness sectors, and is very grateful to the individual businesses and organisations who responded 

promptly to the committee’s queries. 

1.8 This inquiry was an inquiry into women’s participation in sport and recreation. However, the 

evidence quickly revealed three important points that the committee believes are useful to express 

in the opening chapter of this report. 

1.9 First, the challenges faced by women are not challenges they face alone. There are great health 

benefits for all Australians that come with being physically active, and there is a need for everyone 

women and men, boys and girls to be more active, and for governments and sporting organisations 

to play roles in facilitating that activity. There are hurdles that elite sportsmen and women both 

face in their efforts to compete at an elite level. Outside the sports that have the lion’s share of 

media coverage, and which are financially strongest, most elite sports people are working hard 

with relatively few direct financial rewards. 

1.10 Second, the solutions to the challenges faced by women’s sport are not forewomen alone to 

implement. It has to be a partnership of women and men working together to create change. The 

committee received evidence from men and women alike about how sporting endeavours and 

recreational activities can be enhanced through equal opportunities for women to participate in 

playing, coaching, administrating, officiating and governing sport and recreation. Sporting and 

recreational bodies and all participants will be the beneficiaries of policies and attitudes that 

remove barriers to women’s involvement at all levels. 

1.11 Third, all sportspeople have a part to play in ensuring everyone can enjoy their game or 

activity and all parents have a part to play in ensuring their boys and girls stay active and healthy. 

Everyone in the media, male or female, needs to take every opportunity to give the diversity of 

sports the coverage they deserve. It is about time that women have enhanced opportunities, access, 

media coverage and roles in all sports and activities. 
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