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Abstract 

 

A number of researchers have investigated the barriers that women often face in attempting to 

reach the senior leadership levels in sport management organizations (Acosta & Carpenter, 2014; 

Burton, Grappendorf & Henderson, 2011; Forsyth, Jones, Duval, & Bambridge, 2019; Kane & 

LaVoi, 2018; LaVoi & Dutove, 2012). This research extended the work of Hancock, Darvin, and 

Walker (2018) and focused on aspiring sport leaders at a different stage in their careers, 

specifically when they were in the senior years of their undergraduate programs. The researcher 

used the Career Pathways Survey instrument (P. Smith, Crittenden, & Caputi, 2012) to produce 

interval data from men and women undergraduate sport management students enrolled in one of 

nine Canadian universities offering a sport management program. The survey gauges the 

respondents’ perceptions of the barriers that women may face in order to advance in the sport 

industry. Prior to the onset of the data collection procedures, the students were provided with a 

context slide that highlighted the men and women currently occupying President and Vice-

President positions in sport management, presented in proportionate ratios. The data were 

analysed across four themes, namely: resilience, denial, acceptance, and resignation. Once the 

data were collected and analyzed, a focus group meeting was held with sport management 

professors from the nine universities to assess their reaction to the results and discuss 

corresponding strategies to ensure that their soon to be graduates understand the benefits of 

equality, equity, diversity, and inclusion. The results allowed the researcher to conclude that men 

and women do not have different career expectations for senior leadership, but they do differ 

with regards to barriers women may face to reach this level. Women felt more strongly than men 

that a glass ceiling exists for women as they progress in the field. Women also felt more strongly 

that women do not accept management positions. The two groups did agree that women are often 
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overlooked for promotions due to social and organizational barriers and that women are resilient 

in their pursuit for senior leadership. Finally, the professors that teach these sport management 

students agreed that they needed to continue to heighten awareness and sensitivities in their 

students on the topics of equality, equity, diversity, and inclusion. They believed that they could 

do this in their classes, meetings, and mentorship sessions. 
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Summary for Lay Audience 

 

This study was conducted in two parts. Part A researched the perceptions that 

undergraduate sport management students have of the barriers that women face to advance in the 

sport industry. It was found that men and women are equally aspiring to senior leadership roles 

in the sport industry. As well as, men and women have different perceptions of the barriers that 

make up the glass ceiling but they both agreed equally that women overcome barriers to gain 

these positions. Part B turned to these students’ professors and asked them how they teach 

barriers in their classrooms and how these barriers could be taught better in the future. Professors 

felt as though equity, equality, diversity, and inclusion were key topics that should be taught in 

their courses, mentorship sessions, and meetings. This field is significant because there are not 

many women in senior leadership roles in the sport industry, in Canada. A senior leadership role 

can be defined as a president or vice president position. Research has been conducted that states 

having women in these positions promotes overall organizational function. However, equal 

opportunities still are not seen for women compared to men at these senior leadership levels. 

There are few women who do achieve these positions and research has been conducted where 

these women say they faced barriers to advance. These barriers can be things like, gender 

discrimination, access and treatment discrimination, stereotypes, juggling multiple 

responsibilities, and being discounted for things like promotions. Conducting research that will 

aid in a cultural change to debunk and break down these barriers is meaningful. Gender equity at 

the senior leadership level is necessary due to the fact that both men and women deserve to be in 

these positions equally and ultimately organizations will benefit. The value behind this research 

is increasing gender equity, ultimately for all and making the sport industry more powerful and 

successful as a result.  
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Chapter I – Background to The Problem 

 

The purpose of this chapter is to underscore the need for additional research into the real 

or perceived barriers that women may face when attempting to advance their careers in sport 

leadership. A number of researchers (Acosta & Carpenter, 2014; Burton, Grappendorf & 

Henderson, 2011; Forsyth et al., 2019; Kane & LaVoi, 2018; LaVoi & Dutove, 2012) have 

studied the issue from the perspective of women in professional roles. This research follows the 

lead of a smaller group of researchers (e.g., Forsyth, Jones, Duval, & Bambridge, 2019; 

Hancock, Darvin, & Walker, 2018; Harris, Grappendorf, Aicher, & Veraldo, 2015) who have 

analyzed the perspectives of graduates as they are about to enter into the field. These researchers 

sought to uncover the perceptions of barriers women face in attempting to secure senior level 

leadership positions in sport. The current study aims to build on their research to determine the 

gender differences among senior undergraduate students currently studying sport management 

regarding the barriers that women may face in advancing in the sport industry. The results of this 

research could have implications for the approaches sport management professors employ to 

prepare their students to advance their careers in the industry. The results could also help 

professors implement strategies to educate their students to be inclusive, to be open to gender 

equality, and a diverse, and equitable workplace. This chapter is portioned into seven sections 

which are: (a) Gender Differences in Sport Leadership; (b) Barriers and Obstacles to Senior 

Leadership; (c) Research Questions; (d) Definition of Terms; (e) Limitations; (f) Delimitations, 

and; (g) Summary.  

Gender Differences in Sport Leadership  

 

As of July of 2018, only 3.3% of women held Chief Executive Officer (CEO) positions in 

the companies on the Toronto Stock Exchange (“Women in the Workforce,” 2018). In addition, 
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only 30% of these companies had a woman as an executive officer (“Women in the Workforce,” 

2018). Various researchers have confirmed that there are a minimal number of women in 

leadership positions in business (Dean, 2016; Desvaux, Devillard-Hoellinger, & Baumgarten, 

2007; Hartmann-Tews & Pfister, 2005; Lyness & Grotto, 2018; Sanchez & Frey, 2019). The data 

for sport organizations reveal a similar trend. For example, men significantly outnumber women 

in various types of positions in sport, such as athletic trainers (Mazerolle, Burton, & Cotrufo, 

2015), sport physicians (Stern, Gately, & Barrett, 2013), sport coaches or head coaches (Acosta 

& Carpenter, 2014; Kane & LaVoi, 2018; Reade, Rodgers, & Norman, 2009; Walker & Bopp, 

2010), female sport academics (Whakley & Krane, 2012), and executive roles within organized 

sport (Acosta & Carpenter, 2014; Burton et al., 2011; Forsyth et al., 2019; Kane & LaVoi, 2018; 

LaVoi & Dutove, 2012). Recent research continues to state the inequality that is present at senior 

leadership levels, which happens in multiple sectors such as business, academic, and sport 

(Burton, 2019; Hideg & Shen, 2019; Seo & Huang, 2017). Although numbers of women on 

executive boards are increasing, inequalities with respect to representation still exist (Seierstad, 

Warner-Søderholm, Torchia, & Huse, 2017; Torchia, Calabro, Gabaldon, & Kanadli, 2018).  

These inequalities are concerning because increasingly more young women are 

graduating from undergraduate programs (Statistics Canada, 2017). In 2006, 32.8% of women 

aged 25 to 34 held a bachelor’s degree or higher, while 24.8% of men did (Statistics Canada, 

2017); by 2016, this rose to 40.7 % of women, and 29.1% of men (Statistics Canada, 2017). 

Furthermore, the same source reports that 50.6% of women held a doctorate degree from the 

ages 25 to 34 (49.5% business, management, and public administration, 73.6% from education, 

and 62.4% from health-related fields). It is clear that more women are graduating than men, but 

there is not a direct transfer to the gender breakdown within the senior leadership ranks in a 
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number of sectors. Unfortunately, this pattern is also played out in the sports industry where 

women are disproportionately underrepresented at senior leadership levels, despite the increase 

of women enrolling in sport management programs (Simmons, 2011). In fact, there is a 

“glacially slow progress toward the advancement of women into sport leadership” (Burton & 

Leberman, 2017, p. 16). In Canada, as of 2018, women only held 2% of positions on boards in 

sport organizations (Facts and Stats, n.d.). To be specific, in Major League Sport in Canada (i.e., 

Major League Soccer, Major League Baseball, the National Hockey League, The National 

Basketball Association, and the Canadian Football League) there are 98 Vice-President and 

President positions available. Fourteen of these positions are occupied by women (15%). More 

women are being prepared in educational institutions, but something happens along a career path 

that perpetuates this imbalance. Unlike many other studies, this research focuses on a different 

time period to determine if students understand the barriers that women may face in advancing 

their careers and determine if a gender difference exists. The results of this research could have 

implications on the preparation of students and rectifying the inequality and inequity for future 

generations of sport leaders.  

In addition to rectifying an inequity and gender inequality, the presence of women in 

leadership roles has been proven to have positive implications on an organization’s effectiveness. 

For example, researchers Desvaux et al. (2007) have determined that the presence of women in 

leadership roles correlate to better decision-making processes, a diverse perspective, richer set of 

ideas, increased financial performance (i.e., increased return on equity, stock price growth, and 

operating result). In addition, researchers have determined that when women sit on Boards of 

Directors they contribute organizational innovation and better decision-making around conflict, 

preparation, and involvement during board meetings (Torchia et al., 2018). Moreover, current 
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thinking in leadership calls for advanced communication skills (Robinson, Lloyd, & Rowe, 

2008; Yang, Chawla, & Uzzi, 2019); heightened levels of emotional intelligence (Ashkanasy & 

Humphrey, 2011), and; a higher ability to emotionally relate with one’s experiences (Mayer, 

Caruso, & Salovey, 2016). Researchers have confirmed that these skills are generally more 

prevalent in women opposed to men (Lee & Chelladurai, 2018; Zheng, Surgevil, & Kark, 2018). 

Additionally, leadership theorists place a high premium on these skills that are typically more 

prevalent with women (Khattab, Shemla, & Paluch, 2018; Seierstad et al., 2017; Torchia et al., 

2018).  

Many organizations have attempted to address the inequity by implementing diversity 

and gender equity policies (Facts and Stats, n.d). For example, 47% of Canadian sport 

organizations, stated that they committed to implementing a gender equity policy to their 

governance documents by January of 2019. Furthermore, 17% of these sport organizations made 

the same commitment for their senior staff officers in their organizations (Facts and Stats, n.d). 

Additionally, affirmative action laws and employment equity legislation have been put in place 

within organizations as per government policies and change is still being seen at a snail’s pace 

(Lough & Grappendorf, 2007; Moore, Parkhouse, & Konrad, 2001). However, as many 

researchers (Acosta & Carpenter, 2014; Burton, 2015; Burton & Leberman, 2017; Hancock et 

al., 2018; Kamphoff, 2010; Lovett & Lowry, 1994; Mazerolle et al., 2015; Shaw, 2006; P. Smith 

et al., 2012) have highlighted, institutional and social barriers like the glass ceiling, glass cliff, 

glass wall, homologous reproduction, role congruity theory, “old boys network”, sexual 

harassment, discrimination, access and treatment discrimination, and stereotypes continue to 

contribute to the underrepresentation of women in leadership positions in organizations including 

those from the sport domain. Some (Burton, 2015; Forsyth et al., 2019; Kay & Shipman, 2014; 
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Moreau & Leathwood, 2006) suggest that women put parameters on their own advancement. 

They suggest that the realities of working in a male-dominated industry, the lack of mentors, role 

models, and sponsors, might contribute to a decrease in self-confidence. Women often 

underestimate their contributions and abilities, they often think that they lack the skills and 

ability to position and promote themselves relative to their male counterparts and leave middle 

management roles early due to a perceived lack of support, recognition, and respect (Burton & 

Leberman, 2017; Aman et al., 2018). This is also described by other researchers (Aman, Yusof, 

Ismail, & Razali., 2018; Helfat, Harris, & Wolfson, 2006; Pell, 1996; Ragins, Townsend, & 

Mattis, 1998; White, 2004) as the leaky pipeline. A number of researchers have thus discovered 

these barriers by interviewing the women who have broken through the barriers and moved into 

senior leadership roles (Cosentino, 2017), or have experienced the sport industry firsthand 

(Burton, Borland, Mazerolle, 2012; Kamphoff, 2010; Mazerolle et al., 2015; Mazerolle & Eason, 

2016). Perhaps it would be valuable to secure the insights and perceptions of those on the way 

up, namely the men and women undergraduate students who are studying sport management and 

potentially preparing for senior leadership roles. Consulting the students’ professors would also 

help to determine if, and how they are preparing their graduates to effectively navigate the 

industry and help ensure a more equitable, equal, inclusive, and diverse workplace. 

Barriers and Obstacles to Senior Leadership  
 

Many women pursuing senior leadership roles face barriers that impact their 

advancement in the workplace (Burton & Leberman, 2017; Hancock et al., 2018; Jones & 

Palmer, 2011; Pfister & Radtke, 2006). These barriers include role congruity stereotypes, glass 

ceilings, glass cliffs, glass walls, barriers to being heavily involved and committed to their 

families, and discrimination by employees and employers (Burton & Leberman, 2017; Hancock 
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et al., 2018; Jones & Palmer, 2011; Pfister & Radtke, 2006). Women in senior leadership 

positions, primarily in the United States, have indicated that these barriers were significant 

barriers to overcome in their advancement of their careers (Eason, Mazerolle, & Goodman, 2014; 

Hancock & Hums, 2016; Mazerolle & Eason, 2016). Research has been conducted in Canada on 

women and girls in sport (The Rally Report, 2020), Women in Canadian Sport (Demers, 

Thibault, Briere, & Culver, 2019), decision maker’s in Canadian sport (Danylchuk & 

Chelladurai, 1999), Canadian Sport Centre Partnerships (Babiak & Thibault, 2004), race in 

Canadian sport (Darnell, Joseph, & Nakamura, 2012), the barriers women face as coaches and 

administrators in intercollegiate athletics (Inglis, Danylchuk, & Pastore, 2000; Pastore, Inglis, & 

Danylchuk, 1996; Wells, & Kerwin, 2016). To the researcher’s knowledge there is no 

information on how undergraduate students in Canadian sport management programs perceive 

barriers that women face to progress in the sport industry.  

Hancock et al. (2018) conducted a study of sport management students in the United 

States using of the Career Pathways Survey (CPS) instrument. These researchers found that there 

is a complex navigation of the barriers that was once termed a “glass ceiling” but should now be 

looked at as a “leadership labyrinth” (Hancock et al., 2018). This is where women in particular 

will experience barriers, but in different ways and at different points in time (Hancock et al., 

2018). In similar context, Harris et al. (2015) used focus groups to determine perceptions of 

undergraduate female students. Three major themes emerged from the results of the focus 

groups, specifically: (a) concern about job discrimination (i.e., gender stereotypes, and gender 

discrimination); (b) concerns that were specific to the sport industry (i.e., difficulty networking, 

job market constraints, long work hours, low salary range, multiple role conflict, excitement 

regarding entrance into the field), and; (c) high levels of enthusiasm about the prospects of 
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entering the sports industry (Harris et al., 2015). Forsyth et al. (2019) also used focus groups to 

address this issue and the results of this research were captured in four themes, specifically: (a) 

gender junction; (b) women as barriers to themselves; (c) importance of role models, and; (d) 

token equality. Additional research is clearly needed with future sport management 

professionals, and especially those studying in Canadian universities. They are the next 

generation of leaders of sport in the country. As noted, there is unequal representation of women 

in senior levels of sport leadership in spite of the stated objectives of organizations, their 

commitment to equality, equity, diversity, and inclusion, and the purported benefits of women as 

leaders. This study helps to understand if students understand the issue, and if their professors 

are doing what they can to foster greater sensitivity and awareness to its importance.  

Research Questions  

 

1. Do men and women senior undergraduate students studying sport management have 

different career expectations for a senior leadership career in sport?   

2. Do men and women senior undergraduate students studying sport management have 

perceptual differences regarding the barriers that women may face in advancing in sport 

to senior leadership roles?  

3. What are professors doing to prepare men and women students to advance in their careers 

in sport leadership? 

Definition of Terms  

 

Affirmative action.  

 

Governmental policies that have been put in place to create improvement in hiring 

practices of organizations (Moore, Parkhouse, & Konrad, 2001). Specifically, employment laws 

that promote equality of opportunity within organizations (Moore, Parkhouse, & Konrad, 2001).  
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Allyship.  

 

Members of dominant social groups pursuing meaningful change to work together to 

break down systemic change on a societal issue (Bishop, 2002). In the context of this research, 

the term allyship was used when talking about gender inequalities and inequities in the sport 

industry. Allyship can be used to create a more diverse and inclusive sport industry.  

Barrier. 

 

 A barrier is defined as something that is in someone’s way when they are attempting to 

complete a task or goal.  

 Equality.  

 Providing fair opportunities to all (Sun, 2014). In the context of this research, providing 

fair opportunities to both men and women.  

 Equity.  

 Providing fairness to all parties involved (Sun, 2014). In the context of this research, 

providing women the same tools to achieve success as men while advancing to and in senior 

leadership positions.  

Diversity.   

 Valuing, accepting, and understanding the differences between people (Mondal, 2020). 

“Treasury Board” (2018) described a diverse workforce as being made up of the current and 

evolving population of Canada by having a vast amount of identities, abilities, backgrounds, 

cultures, skills, perspectives, and experiences.  
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Gender. 

 

For the purpose of this study, gender will be defined by character traits of masculine and 

feminine as opposed to sex, and by those who identify as a man or as a woman (“Government of 

Canada,” 2020).  

Glass ceiling. 

 

The Glass Ceiling is a phenomenon that states that there is a lack of access for women to 

move up the organizational hierarchy to achieve leadership positions (Weyer, 2007). 

Inclusion.  

 

Incorporating all people to promote participation, collaboration, support, contribution, 

and ultimately create a respectful environment (Mondal, 2020). As per “Treasury Board” (2018) 

an inclusive workplace is one that reinforces Canada’s human rights framework by being: fair, 

equitable, supportive, welcoming and respectful. People with various identities, abilities, 

backgrounds, cultures, skills, experiences and perspectives should be supported in this 

environment.  

Leadership.  

 

In the context of this study, leadership can be defined by Barrow (1977) as “…the 

behavioural process of influencing individuals or groups toward set goals…” (p. 232).  

Leadership labyrinth.  

The leadership labyrinth is comprised of various barriers that promote unusual paths, 

dead ends, detours, and complexities. Women may face this leadership labyrinth when they 

advance to senior leadership roles. However, each woman may face the labyrinth at various time 

points and in different ways than their other women colleagues. (Burton, 2019; Eagly & Carli, 

2007; Hancock et al., 2018; Martin, 2007).  
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Leaky pipeline.  

This phenomenon describes women who enter the sport industry but then leave due to 

various reasons (e.g., personal commitments, structural barriers, and individual barriers) prior to 

being considered for management positions in the field (Aman et al., 2018; Helfat et al., 2006; 

Pell, 1996; Ragins et al., 1998; White, 2004).  

Privilege.  

“The very processes that confer privilege to one group and not another group are often 

invisible to those on whom that privilege is conferred” (Kimmel, 2003, p. 04). There are various 

domains that one can experience privilege in, including but not limited to the following: 

racial/ethnic gender, sexual orientation, and age (Black & Stone, 2005).  

Role congruity theory.  

Role congruity theory is examining the possible congruence that may be present between 

both gender and leadership roles (Eagly & Karau, 2002). 

Limitations 

 

 The researcher acknowledges the following limitations for this research:  

1. The questionnaire was distributed online as a result of COVID-19 and this may have 

affected participation rates due to the overwhelming number of online tasks students were 

being asked of at the time.  

2. The Career Pathways Survey was developed for professionals working in industry and as 

a result, and in spite of the context setting produced prior to survey completion, the 

students participating in this study may have felt that some of the statements fell outside 

their scope of knowledge and experience.  
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3. It is possible that the participants of this study may not have given their full attention or 

effort to the questions asked of them due to lack of interest in the focus of the research.  

4. The study results may be limited by the psychometric properties of the research 

instruments.  

Delimitations  

 

 The researcher has outlined the scope of this study in the following ways:  

 

1. The study was delimited to undergraduate students in Canada who are senior students 

(considered third, fourth, or fifth year) at a school that offers a sport management 

program.  

2. The survey was delivered to students studying at one of the nine universities that offer 

sport management undergraduate programs in Canada who participated in this study.  

Summary  
 

 Sport management continues to be an area of growth in higher education. Students 

enrolled in these programs aspire to have careers in the field upon graduation. However, some 

later report as professionals that there are barriers to progression to be in senior leadership 

positions, especially for women colleagues. Women still face barriers to advancement into senior 

leadership roles in the sports industry (Burton & Leberman, 2017; Hancock et al., 2018; Jones & 

Palmer, 2011; Pfister & Radtke, 2006).   

 This study investigates the degree to which senior undergraduate students studying sport 

management perceive these barriers for women to advance into leadership positions. It will 

explore where perceptual differences exist at this developmental stage. Finally, the sport 

management professors teaching these students will be asked how they are preparing their 

students for career progression, if they are educating their students on the barriers, and how they 
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are incorporating this content in their lectures or class. Strategies will be discussed to increase 

students understanding and awareness of the barriers women face to advance into senior 

leadership positions in the sport industry, and the importance of fostering equality, equity, 

diversity, and inclusion in the workplace.  
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Chapter II – Review of Literature 

 

An increasing number of women are studying in undergraduate and graduate programs 

(Statistics Canada, 2017) and higher percentages of women are entering sport management 

programs (Simmons, 2011). By volume alone, it is logical to assume that a higher number of 

women sport management students have aspirations to hold senior leadership positions in the 

sport industry upon graduation. However, we know that this is not the career reality for many 

women currently in the sport industry (Acosta & Carpenter, 2014; Burton, 2015; Burton & 

Leberman, 2017; Hancock et al., 2018; Kamphoff, 2010; Lovett & Lowry, 1994; Mazerolle et 

al., 2015; Shaw, 2006; P. Smith et al., 2012). 

The purpose of this chapter is to present the rich literature on the topic of women in 

leadership and sport leadership. The literature review is presented below in five sections, which 

are: (a) Agentic and Communal Traits; (b) Barriers to Leadership; (c) Theoretical Framework; 

(d) Student Perceptions and Expectations, and ; (e) Mentorship and Networking for the Future.  

Agentic and Communal Traits  

 

Strong, effective leadership helps an organization to grow and prosper. Leadership is 

described by Barrow (1977) as “the interpersonal process of influencing members toward the 

attainment of organizational goals” (p. 232). A few things can be unpacked from this definition 

that relate to goal attainment of an organization. Weese (2018) described successful leadership 

using the 5 C Leadership Model. His model suggests that leadership encompasses five key 

components, namely: (a) credibility; (b) compelling vision; (c) charismatic communicator; (d) 

contagious enthusiasm, and; (e) culture builder (Weese, 2018). Weese’s concept draws on 150 

years of leadership research and is consistent with the latest thinking in the area that places a 

heavy premium on communication, emotional engagement, and teamwork.  Ironically, 
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researchers have concluded that women typically excel in these areas relative to their male 

colleagues (Desvaux et al., 2007; Torchia et al., 2018). 

Apart from developing one’s leadership style using the 5C Leader Model, it is thought 

that men and women would approach this differently, and thus approach leadership differently 

(Zheng et al., 2018). Wood and Eagly (2012) explained this concept using agentic (i.e., 

aggressive, dominant, self-confident) and communal (i.e., gentle, nurturing, passive, helpful, 

affectionate) characteristics. The presence of stereotypes of the ideal traits that women should 

display as leaders contributes to role incongruity that may be present between both gender and 

leadership roles (Eagly & Karau, 2002; Koenig, Eagly, Mitchell, & Ristikari, 2011; Rosette & 

Toast, 2010). Role congruity theory was adapted from the social role theory, which examines the 

expectations men and women occupy about their roles in society (Eagly & Karau, 2002). Weiner 

and Burton (2016) provided an example of social role theory in leadership, where traits that are 

considered “leadership” traits are agentic and women tend to display more communal traits. The 

attributes and behaviours of leaders and the attributes and behaviours for each gender are 

prescribed by social mores and is a role incongruence that women face in leadership roles (Eagly 

& Karau, 2002; Koeing & Eagly, 2014). Women tend to cope or fit into the organization by 

counteracting their stereotyped gender role by using less emotion (J. S. Smith et al,, 2016). This 

may be due to the stereotype that states women are those who take care and men are stereotyped 

as those who take charge (Dodge, Gilroy, & Fenzel, 1995; Heilman, 2001; Hoyt & Burnette, 

2013; Hoyt, 2010). With this act outside of a woman’s typical gender role, women often receive 

a negative response and are then penalized within the workplace with words of “unemotional” 

and “neutral” (Rudman & Glick, 2001). Based on stereotypes, women feel that they need to act a 

certain way in leadership positions and if they do not act this way they will be criticized or 
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presented with various barriers to overcome (Shaw & Hoeber, 2003; Zheng et al., 2018). Women 

have dual standards when it comes to leadership positions, being stereotyped to have to display 

both agentic and communal traits causes evident role incongruity (Zheng et al., 2018; Rosette & 

Toast, 2010). As stated by Zheng et al. (2018) women are expected to accept this role 

incongruity that is present in leadership positions. Zheng et al. (2018) described three strategies 

that women use to accept role incongruity as: (a) weakening one’s communal traits by enhancing 

their agentic traits through being more assertive, having control, being tough, and displaying 

strength; (b) presenting the value that communal traits bring to leadership roles, by rejecting the 

stereotype to display only agentic expectations, (this could include being collaborative in the 

leadership role, open, and enhancing the value of mutual respect through being more relationship 

focused), and; (c) attempting to combine both agentic and communal, this strategy has been 

proven to be especially effective, advantageous, and attributed to follower satisfaction for 

women who utilize this strategy in their leadership positions (Zheng et al., 2018). Therefore, 

according to this logic and consistent with the findings of Desvaux et al. (2007); Torchia et al. 

(2018); and Zheng et al. (2018) women can be equally, if not more effective than men in 

leadership positions by displaying both agentic and communal traits.  

Barriers to Leadership  

 

The research literature presents clear evidence that having more women in leadership 

positions is good for business (Hoobler, Masterson, Nkomo, & Michel, 2018). Their meta-

analysis indicated that women in leadership positions and holding senior executive roles or a 

position on the Board of Directors generally leads to improved company performance (Hoobler 

et al., 2018). Current literature which focuses on women in business leadership presents similar 

conclusions to research on women in sport leadership. In spite of the continuation of women 
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enrolling in sport management programs (Simmons, 2011), and the fact that performance gains 

can be realized by having women in senior leadership roles (Desvaux et al., 2007; Hoobler et al. 

(2018), they are not represented equally in the industry (Aman et al., 2018; Burton, 2019; 

Burton, 2015; Hideg & Shen, 2019; Sartore & Cunningham, 2007; Walker & Bopp; 2010).  

Workplace power dynamics affect women in leadership positions within physical 

education, causing misrepresentation of women in leadership in the schools where girls are 

taught to be strong leaders (Webb & Macdonald, 2007). If girls see women in leadership 

positions, they see and feel that they can achieve these positions (Sperandio & Kagoda, 2008). 

Education department heads and physical education teachers were interviewed in a study 

conducted by Webb and Macdonald (2007) on topics such as careers, work and non-work life, 

physical education, culture, job duties, and power relevance in their work environment (Webb & 

Macdonald, 2007). Power was a very relevant theme in the social relations discussed by 

participants of this study. Examples of power that were relevant included masculine dominance, 

male gaze to the female body, gender expectations and appearance, dominant male leadership, 

and exclusion from networks dominated by males (Webb & Macdonald, 2007). These themes are 

also evident in the work of Sperandio and Kagoda (2008) who spoke to the need for women in 

leadership positions in education. Specifically, this research focused on the underrepresentation 

of women in educational leadership positions in developing countries such as Uganda (Sperandio 

& Kagoda, 2008). Women in leadership roles within such contexts can provide young women 

with role models and serve as visible evidence of social justice (Sperandio & Kagoda, 2008).  

In similar context, the identity theory and identity control process were used by Sartore 

and Cunningham (2007) to investigate the effect that self-concept, stereotypes, and gender-role 

meanings have on women in upper leadership positions in sport. These three concepts were used 
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to develop a model that can be used in a sport organization environment (Sartore & Cunningham, 

2007). The model proposes that women do not pursue top leadership positions in sport 

organizations due to self-limiting behaviours such as low self-efficacy when overcoming barriers 

like discrimination (Sartore & Cunningham, 2007). This phenomenon needs to be investigated 

further, specifically with the women who may or may not apply for these positions or desire to 

advance to these positions: women in sport related undergraduate programs. In a sporting 

environment, women may quite often feel that they need to prove themselves to their colleagues 

by working harder (Betzer-Tayar, Zach, Galily, & Henry, 2017; Burton et al., 2012; Kilty, 2006; 

Norman, 2010a; Norman & Rankin-Wright, 2018; Walker & Bopp, 2010). In addition, Ryan and 

Haslam (2005) emphasized the fact that women achieve top positions, but they are more risky or 

precarious than that of the positions that men achieve. It has been reported that women face 

greater challenges when climbing the corporate ladder, and greater challenges (i.e., criticism, 

negativity, job insecurity) once in the same position as men (Ryan & Haslam, 2005). 

In continuum to the above, there are various barriers that are thought to contribute to the 

glass ceiling phenomenon (Hancock et al., 2018; P. Smith et al., 2012). These include barriers 

that reward and value men’s activities (Knoppers, 1992) and barriers that contribute to making 

workplace environments hostile, antagonistic, and discriminatory (Cunningham, 2008). 

Moreover, sport being male-dominated creates male-dominated leadership in sport (Burton, 

2015) and as a result, this creates a power dynamic within the workplace that tends to favour 

men (Knoppers & Anthonissen, 2007; Sartore & Cunningham, 2007). In turn, this influences 

behaviours and attitudes in the workplace (Sartore & Cunningham, 2007). These barriers are 

named and described in terms of structural (i.e., organization specific) and individual (i.e., to the 

individual) barriers to leadership below.  
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Homologous reproduction “is a tendency for those hiring…to give employment to those 

who are the most similar to them, as a means of reducing organizational uncertainty” (Forsyth et 

al., 2019, p. 82). In a sport setting, homologous reproduction is typically white, middle class 

men, hiring white, middle class men (Forsyth et al., 2019). This is a structural barrier to women 

advancing in leadership that refers to a concept often described by researchers as the “old boys 

club” (Forsyth et al., 2019; Shaw, 2006). In sport settings this could be a strong barrier for 

women to progress in sport-related fields (Acosta & Carpenter, 2014; Kamphoff, 2010; Lovett & 

Lowry, 1994; Mazerolle et al., 2015). Despite the research on bridging the contradictory 

consequences of utilizing agentic and communal characteristics in women’s leadership, women 

still struggle to advance to the top due to other structural barriers that are present in workplaces 

that hinder their advancement (Zheng et al., 2018). Various phenomena express negative 

advancement opportunities that present women with a glass wall, ceiling, cliff (Burton & 

Leberman, 2017). The glass wall refers to the opportunities that women are provided with, in that 

there is a lack of access to working in sport (Burton & Leberman, 2017). The glass ceiling refers 

to the lack of support that women receive to advance, in other words there is an inability to 

progress in the organization (Burton & Leberman, 2017). The final glass phenomenon is the 

glass cliff, characterized by a lack of support or consistency for women, resulting in higher risk 

and ultimately prompting failure when women are promoted to positions (Burton & Leberman, 

2017). Hancock et al. (2018) challenged the idea of the glass ceiling by stating that women 

actually experience a leadership labyrinth and the ceiling is too general. They stated that not 

every woman will hit a glass ceiling; however, most women hit the leadership labyrinth in which 

they experience challenges but at different timepoints and to different extents in their careers 

(Hancock et al., 2018). There is a need for continued research on the increase of responsibility 
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that women face as they age and advance in their careers, such as competing responsibilities like 

having a family, and working long hours that are prominent in a non-traditional sport job 

(Burton, 2015; Harris et al., 2015; Whitmarsh, Brown, Cooper, Hawkins-Rodgers, & Wentworth, 

2007). Despite programs that have been put in place as a result of affirmative action, women are 

still facing the biological timeclock as a barrier. The responsibility of child rearing contributes to 

the leadership labyrinth and should be further discussed when creating organizational policies. 

Employers need to be more accommodating and supportive of this responsibility for both men 

and women.  

The second component of barriers to advance are the barriers that women put on 

themselves. These are individual barriers otherwise known as self-limiting behaviours (Kay & 

Shipman, 2014). According to Steel, Chelladurai, and Brown (1987) both male and female 

university students have comparable aspirations and potential. That being said, it is possible that 

at different career stages, women may have differences in self-confidence and self-belief and the 

ones who do have these traits pursue a career in sport (Forsyth et al., 2019). This could attribute 

to the low numbers of women who are working in sport (Forsyth et al., 2019). Women tend to 

undermine their confidence in themselves compared to males (Kay & Shipman, 2014). It is 

stated that men will apply to jobs when they meet a minimal percent of the requirements (Kay & 

Shipman, 2014), whereas women will only apply to the job when they meet all of the 

requirements (Kay & Shipman, 2014). Therefore, confidence is a self-limiting behaviour that is 

potentially limiting women from advancing to top leadership in their careers (Kay & Shipman, 

2014). This lack of confidence ultimately leads women to apply for positions they qualify for and 

deserve, and consequently leave positions in senior leadership and coaching (Burton, 2015). This 

results in a leaky pipeline consistent with findings from various researchers (Aman et al., 2018; 
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Helfat et al., 2006; Pell, 1996; Ragins et al., 1998; White, 2004). Both emotional and cognitive 

processes are present when working in a male-dominated industry, and thus there is an identity 

comparison (the women feeling as if they have to conform to the stereotypical masculine traits 

exhibited in leadership) and women feel they need to engage in these stereotypes in order to “fit 

into” this male dominated area (Sartore & Cunningham, 2007). This can be attributed to the lack 

of respect and recognition that women receive in careers like coaching (Burton, 2015; Norman 

2010b). Overall, there are both structural and individual barriers that contribute to leadership 

advancement for women who choose to advance in the sport industry. Due to the fact that hiring 

women leads to an increase in organizational performance as per Hoobler et al. (2018), solutions 

to address and minimize these barriers should be researched further in both education and 

industry settings.  

Theoretical Framework  

 

This study was based on the rich glass ceiling research literature base. The glass ceiling is 

a metaphor that is commonly used in research when referring to the barriers and obstacles that 

women commonly face when they are seeking promotions in the top levels of organizations 

(Burke & Vinnicombe, 2005; International Labour Office, 2004; McLeod, 2008; P. Smith et al., 

2012). This approach was originally mentioned in 1986 by the Wall Street Journal and states that 

there is a lack of access to move up the organizational hierarchy to achieve leadership positions 

for women (Weyer, 2007). Women receive a lack of support when seeking to advance and this 

creates a lack of progression for women in the organization (Burton & Leberman, 2017).  

The glass ceiling metaphor was investigated by P. Smith et al. (2012) where the 

researchers developed a measure – the Career Pathways Survey (CPS) – to determine how 

women in management positions perceived the glass ceiling barriers that women face when 
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advancing. Namely four factor models of attitude were evaluated: denial, acceptance, resilience, 

and resignation. Overall, denial refers to beliefs that the glass ceiling no longer exists. 

Acceptance about the glass ceiling in the survey demonstrates why women are happy and 

satisfied to stay in the position that they are in. Resilience are statements that describe how 

women overcome challenges and describe that women will continue to move forward in their 

journey despite the glass ceiling. Resignation refers to women deciding to give up or fail to strive 

to achieve promotions due to various obstacles such as social and organizational (P. Smith et al., 

2012). Overall, this instrument was created to gather data on gender inequality in organizations 

both from male and female perspectives; the researchers hoped that this instrument would be 

used to find gender differences in the perceptions of the glass ceiling in the future (P. Smith et 

al., 2012). In order to ensure reliability of this four factor measure, P. Smith et al. (2012) 

conducted two studies utilizing the CPS. Both studies utilized a snowball sampling approach to 

women first in the newspaper, and then secondly more specifically the researchers recruited 

participants from women’s networks in Australia. The instrument was edited after study one with 

the addition of some statements regarding the glass ceiling. The purpose of this study was to 

develop a reliable measure to prove that women indeed do have beliefs of the glass ceiling, and 

they can be measured on the four factors of resilience, denial, acceptance, and resignation.  

To the researcher’s knowledge, Hancock et al. (2018) are the only researchers who have 

developed a study that aimed to determine how male and female students perceive the glass 

ceiling in the sport industry. Hancock et al. (2018) used the 38-item CPS in conjunction with a 

demographic profile survey to measure students’ perceptions of the glass ceiling. Students rated 

the perceived barriers of acceptance, denial, resilience, and resignation on a seven-point Likert-

type scale. Key findings from this research were that: (a) males felt more strongly than females 
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that barriers to advancement for females no longer exist; (b) males felt that women were content, 

more so than the female respondents, with not seeking positions at high levels in sport 

management; (c) males and females both believe that women will overcome the barriers that 

compose the glass ceiling; (d) even though males state that barriers to advancement for females 

are non-existent, they also believed that females will overcome the barriers to advancement, 

and;(e) females were less likely to agree that women give up or fail to advance in sport 

organizations as a result of obstacles (Hancock et al., 2018).  The researchers concluded that the 

career advancement for women may resemble more of a leadership labyrinth as opposed to a 

glass ceiling (Hancock et al., 2018). This is due to the fact that women navigate multiple barriers 

such as bias and discrimination to advance in their careers (Hancock et al., 2018) 

Student Perceptions and Expectations  

 

Forsyth et al. (2019) employed a qualitative research design to explore female 

perceptions of employment in the sport industry. Three focus groups were utilized that 

incorporated a group of high school females aged 15 to 16 (n = 20) who were studying or 

interested in sport, students in a university sport-related degree (n = 8), and graduated students 

from sport-related degrees (n = 7). Four specific themes emerged from the focus groups being: 

(a) gender junction; (b) women as barriers to themselves; (c) importance of role models, and; (d) 

token equality (Forsyth et al., 2019). Gender junction was termed by the participants as 

themselves being a junction at some point in their career (Forsyth et al., 2019). Terms such as 

stereotypes, gender discrimination, and gender discriminative attitudes all came up in the three 

focus groups as being junctions within the women’s careers at some point in time (Forsyth et al., 

2019). Some examples were provided of women having to change their appearance, dressing 

more conservatively, and encountering issues that involved their sexuality (Forsyth et al., 2019). 
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It was apparent across all three focus groups that women are also barriers to themselves and put 

individual barriers on themselves (Forsyth et al., 2019). The focus groups indicated that in order 

for women to succeed they need to have self-confidence and self-belief as opposed to believing 

that they do not fit the typical gender stereotype (Forsyth et al., 2019). It is important to note that 

the women who participated in this study felt that they had self-confidence and self-belief 

(Forsyth et al., 2019). They attributed these feelings to the reason for their success (Forsyth et al., 

2019). The participants felt that perhaps women who do not believe in themselves and do not 

have self-confidence are not succeeding (Forsyth et al., 2019). The other barrier that was 

expressed as more of a structural barrier was the multiple role conflict that the job presents by 

having to work weekends and long hours that conflict with traditional family time or childcare 

responsibilities (Forsyth et al., 2019). Multiple role conflicts have also been expressed in other 

research done by (Harris et al., 2015; Kamphoff, 2010; Kilty, 2006; Mazerolle et al., 2015; 

Pfister & Radtke, 2009).  

The third theme that emerged from the three focus groups is the need for role models for 

women, and both the importance of role models and the impact that a lack of role models has 

(Forsyth et al., 2019). This is seen in previous research, which states that the lack of role models 

may be due to the although increasing, still minimal number of women studying and advancing 

in sport careers (Harris et al., 2015; Simmons, 2001; Walker & Bopp, 2010). This statement 

exemplified the importance that having women role models to encourage and help young women 

pursue a “if she can do it, why can’t I” attitude (Forsyth et al., 2019, p. 86). The final theme 

found as a result of the focus groups is token equality (Forsyth et al., 2019). Token equality was 

defined as the members of the focus group feeling that although there are efforts being done in 

order to represent females, these efforts are not enough and are not the right efforts to solve the 
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particular problems (Forsyth et al., 2019). Overall, the main conclusions of the study done by 

Forsyth et al. (2019) were that role models for women are needed, and organizations should 

promote the success of women achieving both sport and general business employment. If 

possible, structural barriers within organizations can be decreased and hopefully non-existent 

with the use of flexible childcare, networking, and not disclosing gender on applications (Forsyth 

et al., 2019). Open discussion on stereotypes are needed within educational settings, and finally 

self-confidence, belief and the creation of one’s networks should be a focus for females as 

opposed to deeming themselves incapable or not confident (Forsyth et al., 2019).  

Harris et al. (2015) investigated perceptions of undergraduate sport management females 

toward their future careers in sport. This study had participants aged 20-22 (N=16) from one 

large NCAA Division 1 institution in the southeast of the United States. The majority of 

participants were single, had no children or dependents, and were Caucasian with one African-

American student (Harris et al., 2015). This study used three different focus groups to gather 

qualitative data, as well as a supplemental survey with demographic questions on race, gender, 

grade level, grade point average, collegiate athletic participation, entry-level salaries, and work 

experiences (Harris et al., 2015). The majority of participants stated that their expected-level 

salary upon entry to the sport industry was $35,000 to $39,000 or less with two participants 

stating over $40,000 (Harris et al., 2015). Upon analysis of the focus group sessions using 

transcription, the following three themes emerged: (a) various concerns related to job 

discrimination (i.e., gender stereotypes, gender discrimination); (b) industry specific worries 

(i.e., difficulty networking, job market constraints, long work hours, low salary range, multiple 

role conflict), and; (c) despite these concerns, enthusiasm to enter the field (Harris et al., 2015). 

The researchers concluded that there was significant concern from participants regarding gender 
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stereotypes in the workplace (Harris et al., 2015). This finding is supported in the sport 

management literature base (Burton et al., 2011; Grappendorf & Lough, 2006; Harris et al., 

2015, Quarterman, DuPree, & Willis, 2006). However, additional research is still required on the 

topic.  

Women continue to experience limiting gender-role stereotypes that impact their career 

progression in sport management (Harris et al., 2015). Job discrimination during the hiring 

process in the workplace has also been documented by previous researchers and was a theme 

discussed by the participants in the Harris, et al. (2015) study. Kirchmeyer (2002) found that 

discrimination in the workplace impacts progression and raises more concern for mid-career 

women more than it does men. Furthermore, bias and discrimination contribute to the 

underrepresentation of women who are athletic directors (Grappendorf & Lough, 2006). 

Confidence of these women is lost before they even apply to positions in their sport career 

because of the potential job discrimination (Eccles, 1987; Harris et al., 2015). Other concerns 

such as difficulty networking, job market constraints, and long working hours were also evident 

in the Harris et al. (2015) findings. These concerns were directly linked to concerns in the sport 

industry and were attributed to being a woman in a non-traditional job in sport, such as working 

nights and weekends, and the gender make-up of their field being predominately male making 

networking more difficult and thus a career in sport seem less attainable (Harris et al., 2015).  

The overall conclusion was that women who are successful in their careers should be 

encouraged to mentor female sport management students through speaking to them and giving 

presentations (Harris et al., 2015). The final conclusion was that the job market is very 

competitive as students are not only competing against males in their respective programs, but 

also females and males in business programs attributing to the limited availability of job 
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positions in sport (Harris et al., 2015). Overall, despite the perceptions of the barriers indicated in 

Harris et al. (2015) the women were still eager to enter the sport field and it is hoped that this 

encourages others to enter the field.  

These articles exemplify the need for undergraduate and graduate students to be aware of, 

and sensitive to barriers that women frequently face as they endeavour to advance their careers in 

the sport industry.  

Mentorship and Networking for the Future  

 

In the 21st century, increasingly, women are pursuing university degrees in higher 

proportions to men, but they still are not achieving top levels of leadership (Johnson, 2016). This 

non-diverse community created in organizations hinders institutional progress and success 

(Block & Tietjen-Smith, 2016). Mentorship from men is important for these women but more 

importantly they need mentorship from other women (Block & Tietjen-Smith, 2016).   

A consistent theme that women have expressed in qualitative studies within the literature 

is that there is a small number of women employed in sport, which makes networking 

opportunities challenging (Walker & Bopp, 2010). As a result, there are also fewer mentors for 

other women in sport (Kilty, 2006), and thus, women-specific support groups would be helpful 

to create mentorship and network opportunities and increase both the confidence of women and 

their employment rates (Burton et al., 2012; M'mbaha & Chepyator-Thomson, 2018). The 

minimal number of networking and mentorship opportunities accessible to women could be 

attributed to the minimal number of women employed in sport (Forsyth et al., 2019; Harris et al., 

2015).  

Interviews have been used by Bower and Hums (2009) to produce data from colleges and 

universities within international physical education departments on the importance of women 



 

 

 

 

27 

mentoring women to achieve leadership positions. Conclusions from this study reinforced the 

underrepresentation of women in leadership roles within national sport and physical education 

organizations (Bower & Hums, 2009). They found that mentoring helped women overcome 

various barriers that prevented others from advancing their sport management careers in North 

America (Bower & Hums, 2009). The motives expressed for women deciding to mentor another 

woman included a professional obligation and a desire to help. They indicated that they wanted 

to especially help other women in the area of professional decorum, communication, knowledge 

acquisition, gaining confidence, and knowing one’s limitations (Bower & Hums, 2009). Finally, 

experience is relevant to securing future roles so a focus on career building was also identified as 

a popular and valued theme of the mentoring sessions (Bower & Hums, 2009).  

In conclusion, women face both structural and individual barriers that have been 

explained by various theoretical positions and are perceived by many people involved in their 

advancement within both sport and regular organizations. Better resources can be established to 

help women navigate the barriers that they may face when advancing in their careers. More 

importantly a greater understanding could be established by minimizing these barriers and 

teaching them to undergraduate students. This would create an increase in mentorship and 

networking available to women to advance in sport leadership. This can be done through more 

research in undergraduate and graduate students’ perceptions of the barriers, and an increased 

understanding through teaching to generate more networking and mentorship to women in 

similar professions.  
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Chapter III – Methodology 

 

The purpose of this chapter is to outline the procedures that were taken to address the 

research questions that guided this study. The chapter is divided into seven sections which 

include: (a) Research Ethics Board Approval; (b) Research Design; (c) Research Questions; (d) 

Study Population; (e) Instrumentation; (f) Data Collection Procedures, and; (g) Data Analysis 

Procedures.  

Shortly after this study was approved and data collection was about to proceed the 

COVID-19 pandemic emerged. Universities immediately suspended face-to-face interactions and 

the data for this study could not be collected as proposed. Permission was granted by the 

Western Universities Research Ethics Board (REB) and the candidate’s prospectus committee to 

collect the data questionnaire and focus group data electronically. An added benefit of this 

transition to an on-line mode was the expansion of the original four Universities to nine 

universities dispersed throughout Canada.  

Research Ethics Board Approval  

 

Before conducting any research on this project an REB Application was submitted to 

Western Universities REB. Western Universities REB approved this project on December 16th, 

2019. Following committee approval on February 24th, 2020 data collection began. As a result of 

the COVID-19 pandemic, an amendment to move the original study to an online platform was 

granted on March 13th, 2020. A second amendment was granted on March 27th, 2020 to allow 

recruitment at all universities in Canada that offered an undergraduate sport management 

program, according to the North American Society of Sport Management (NASSM) (NASSM, 

n.d). A final amendment was approved on April 21st, 2020 to conduct the focus group via an 
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online platform, specifically via Zoom. All REB amendments and approvals are presented in 

Appendix A.  

Research Design 

 

This descriptive study was designed to explore and describe perceptions that men and 

women undergraduate students have about the barriers women may have in advancing their 

careers to the senior leadership levels within the sports industry. A second purpose of the study 

was to secure the reaction of their professors and uncover the strategies that they were employing 

to ensure that their graduates understood the importance and the benefits of gender equality in 

the workplace and thus advancing an equal, equitable, diverse, and inclusive workplace.  

The quantitative data for this study were generated through the completion of the Career 

Pathways Survey (CPS), a valid and reliable instrument specifically designed to produce interval 

data on the perceptions respondents have about the barriers that might exist to impede career 

progression for women. It measures the degree to which respondents believe a glass ceiling 

exists for women across four independent factors of attitude, namely: resignation, acceptance, 

resilience, and denial. It has been used in a project focused on sport management students in the 

United States (Hancock et al., 2018). The CPS instrument is presented in Appendix B. 

Permission to use the CPS instrument in this research was obtained (letter appears in Appendix 

C).  

The CPS produced quantitative data about the perceptions that senior men and women 

undergraduate students studying sport management (n = 93) had of the barriers women may face 

to advance in the sport industry.  

The qualitative data for this study was generated by an on-line focus group with the 

students’ sport management professors (n = 9) from the nine universities participating in the 
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study. The goal of the focus group was to secure the professors reactions to the quantitative 

results of the study and have them discuss how they were or could be preparing students for 

career progression and advancing concepts of equality, equity, diversity, and inclusion with their 

graduates.  

Research Questions  

 

 Three research questions were prepared to guide this research project. These questions 

were: 

1. Do men and women senior undergraduate students studying sport management have 

different career expectations for a senior leadership career in sport?   

2. Do men and women senior undergraduate students studying sport management have 

perceptual differences regarding the barriers that women may face in advancing in sport 

to senior leadership roles?  

3. What are professors doing to prepare men and women students to advance in their careers 

in sport leadership? 

Study Population 

 

 This research study was conducted at the nine universities that offer a sport management 

program in Canada as per the North American Society for Sport Management (NASSM) 

(NASSM., n.d). The study population involved 93 undergraduate students (Year III, Year IV, 

and Year V+), and nine of their professors (one from each university). The Universities that 

participated in this study were Brock University, Mount Royal University, University of Alberta, 

University of New Brunswick, University of Ottawa, University of Regina, University of 

Waterloo, Western University, and University of Windsor. It is important to note that 14 

Canadian universities offer a Sport Management program according to the North American 
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Society of Sport Management NASSM (n.d). However, one university (Memorial University) 

only offered a course in the area, one university (Laurentian University) was unable to 

participate in the research, and three universities (Nippising University, Trinity Western 

University, and York University) did not reply to the recruitment email. An overview of each 

participating university and its sport management program is presented in Appendix D.  

The CPS was completed by senior students taking sport management as an undergraduate 

degree program or senior students enrolled in a sport management course at the time of survey 

distribution. The courses that the students were enrolled in at the time of survey distribution 

covered the following sport management topics: Marketing, Business, Event Management, 

Statistics, Economics, Policy, Government, Innovation, and Sport Issues. A total of 966 enrolled 

students were eligible to participate in the study. Students listed in two or more sport 

management classes were asked to complete one survey.  

Instrumentation  

 

The researcher collected both quantitative and qualitative data in this research. 

Quantitative data were collected using The Career Pathways Instrument, a 38-item survey that 

produces internal data on a seven-point Likert type scale (i.e., 1 = “strongly agree” through 7 = 

“strongly disagree”). The instrument was designed to measure differences across four glass 

ceiling phenomena (i.e., resignation, acceptance, resilience, and denial). Each of the four factors 

are discussed below. 

Denial is a measure of the belief that both men and women will have the same 

experiences when seeking leadership positions; in other words, the glass ceiling no longer exists 

(P. Smith et al., 2012). Ten of the-38 items in the Career Pathways Survey measure denial, and 

the internal consistency was also determined (∝  = 0.81) (P. Smith et al., 2012). 
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Acceptance is a measure of women being content with not seeking careers in senior 

leadership; in other words, high-level positions in sport management (Hancock et al., 2018).      

P. Smith et al. (2012) determined that the internal consistency of the acceptance factor was ∝ = 

0.72. Seven of the 38-items in the Career Pathways Survey measure acceptance (P. Smith et al., 

2012). 

As per Hancock et al. (2018), resilience refers to the fact that women will overcome the 

barriers that they face and that women will keep pushing forward to achieve senior leadership 

positions in sport. The internal consistency (∝  = 0.70) was measured for resilience (P. Smith et 

al., 2012). Eleven of the 38-items in the Career Pathways Survey measure resilience (P. Smith et 

al., 2012).   

Resignation is a measure of the perception that women give up or fail to achieve 

promotions because of social barriers (i.e., role congruity theory) or organizational obstacles 

(i.e., sexual discrimination, harassment) (Hancock et al., 2018). Ten of the 38-items in the Career 

Pathways Survey measure resignation (P. Smith et al., 2012). P. Smith et al. (2012) determined 

that the internal consistency of the resignation factor was ∝ = 0.71.  

Two of the factors have a reverse coding mechanism built into the scale to detect 

response set errors that threaten the validity of the data. P. Smith et al. (2012) verified the 

internal consistency of the instrument by computing Cronbach Alphas for each factor. All 

exceeded the threshold of 0.70 that Santos (1999) established as critical.  

The instrument was designed to measure variables that were critical to the aims of this 

research and following a phone discussion with the researchers who used the instrument in a 

similar study (Hancock et al., 2018), the CPS was deemed to be appropriate for use in this study.  
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Qualitative data were collected via a focus group session conducted following the 

procedures outlined by Patton (2014).  Focus groups typically consist of open-ended questions 

with five to eight participants (Patton, 2014). Focus groups are a cost-effective method of 

gathering deep insights into a research question. They facilitate researchers to bring in large 

groups of participants (Patton, 2014) to focus on a specific issue. Data quality and richness are 

enhanced when participants can interact and elaborate on their opinions, conform or challenge 

the opinions of others, and elaborate on a discussion issue (Patton, 2014). The focus group was 

used to obtain high-quality data that may be presented in social context by professors testing 

their ideas with each other and responding to a series of open-ended questions.   

Data Collection Procedures  

 

Permission to conduct the study was obtained from each of the sport management 

professors at the nine universities. As per Western University’s REB, the REB’s at the other 

institutions were completed upon their specific universities REB protocols for online survey 

distribution to students. 

The quantitative data from the undergraduate sport management students was collected 

using the Qualtrics program, an on-line platform that is ideal for conducting survey research. 

This approach was chosen due to the fact that professors needed to quickly distribute the survey 

forms to students given the immediate campus closings and shift to an on-line program delivery 

due to the impact of the COVID-19 virus. The professors at the nine Universities distributed a 

survey link to their undergraduate students enrolled in senior sport management classes at their 

institution (years three, four, or five). The survey link along with the letter of information, the 

consent letter, and the purpose of the study was outlined in the opening section of the survey 

form. A context slide was then provided for the students which had images of head and shoulders 
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pictures, job titles, and organizations of the men and women in senior leadership within sport 

organizations in Canada (these documents can be found in Appendix E). The images represented 

the Presidents and Vice Presidents of Major League sport teams and the leagues that operate in 

Canada. They were presented in the exact proportion that they exist in 2020. A caption 

accompanied the image that read:  

“Pictured below are a number of men and women who hold senior leadership positions in 

sport in Canada. They are either vice presidents or presidents in sport organizations like 

the Montreal Canadiens, Winnipeg Jets, Saskatchewan Roughriders. Perhaps you are 

interested in this kind of role in the future. Fifteen percent of the President and Vice 

President positions in Major League Sport in Canada are occupied by women. Eighty-

five of the President and Vice President positions in major League Sport in Canada are 

occupied by men.”   

 

Students were required to identify if they had read the slide with a yes or no answer. If students 

answered no they were eliminated from the study.  

A two-step non-response procedure was enacted to maximize participation rates. A 

reminder email was distributed to the students one week after the initial distribution of the 

questionnaires (see Appendix F). After four weeks the site was closed and the collected data 

were uploaded to an excel spreadsheet to facilitate the analysis.  

The focus group with the nine professors was one-hour in duration and took place on 

May 6th, 2020. The nine professors who agreed to participate in the focus group process received 

a letter of information and consent form in a recruitment script (presented in Appendices G and 

H). Three introductory questions were asked (see Appendix I) to inform them of the topic of the 

focus group and get them interacting (Patton, 2014). The professors were provided with a brief 

overview of the study and they were thanked for their assistance in securing the participation of 

their students and for participating in the focus group session. The results of the quantitative 

component of the study were presented to the professors for their information and to seek their 
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preliminary reaction to the findings. The researcher then asked the professors a series of open-

ended questions designed to uncover their perspectives on the topic (presented in Appendix I). 

They were asked about the real or perceived barriers that their female students may face in 

securing senior leadership roles in sport. They discussed their strategies for creating awareness of 

the issue with their students and for helping their students understand the need and benefits of 

having an equal, equitable, diverse, and inclusive workplace. They also discussed their 

pedagogical strategies and what they could do to help bring awareness to and improve the 

situation. The facilitator allowed the professors to determine which areas warranted more in-

depth discussion and deeper reflection (Patton, 2014). The researcher followed the advice of 

Patton (2014) to ensure that respondents were not influenced by her and/or the group did not 

succumb to “group think” which can be an issue for research using a focus group technique 

(Patton, 2014). This was done by creating a safe place where all opinions were welcome and 

encouraged, as well as by utilizing the chat function of Zoom to express additional opinions and 

statements that one may not have felt comfortable saying out loud.  

The session was recorded with permission of the professors and the researcher took field 

notes to ensure that data were effectively and accurately captured (Patton, 2014). To allow the 

facilitator to appropriately moderate an on-line focus group, the professors were asked to 

electronically raise their hand when they wanted to speak, and to put any additional comments in 

the Zoom chat box. A copy of the focus group presentation can be found in Appendix J.  

Data Analysis Procedures 

 

The quantitative data analysis for this study was computed using the Statistical Package 

for Social Sciences 26 (SPSS). A chi-square analysis was computed to determine if there was a 

statistically significant difference between career aspirations of men and women students. A chi-
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square test was chosen due to there being two dichotomous items being cross-tabulated with 

another (i.e., “yes to senior leadership” versus “no to senior leadership” and these results were 

cross-tabulated with gender men or women). The analysis was undertaken following the 

guidance of Tabachnick, Fidell and Ullman (2007). This generated a 2 x 2 matrix where the chi-

square was able to evaluate the observed or expected values in this matrix to determine if there 

was a statistical difference (Tabachnick et al., 2007). Computed values were compared to critical 

values at the 95% confidence interval level. Adjusted residuals were also calculated to confirm 

statistical significance. Finally, the phi coefficient association was calculated to determine 

strength between the variables.  

Descriptive statistics were computed on the data produced by the quantitative instrument. 

The four types of barriers (i.e., acceptance, denial, resilience, and resignation) served as the 

dependent variables in the study. Means and standard deviations were calculated for each of the 

variables. A MANOVA was computed to determine if a significant difference existed between 

gender, specifically the perceptions that men and women students had regarding the barriers 

women face to advance. The MANOVA was used due to the fact that there were multiple 

dependent variables (Tabachnick et al., 2007). Computed F ratios were compared to the critical F 

ratios at a 95% confidence interval level. Wilk’s Lambda post hoc analyses was not computed to 

determine precise areas of disparity due to the fact that there were only two independent groups 

and it was apparent which group was larger. Alpha values were computed to ensure continued 

reliability and validity of the CPS instrument. When calculating the means for each student, for 

each factor of the CPS, missing data were filled in using the SPSS’s function for missing data to 

provide the best estimation for these values. 



 

 

 

 

37 

The qualitative data analysis procedures were undertaken following the guidance of  

Patton (2014). The qualitative data was gathered and transcribed by the researcher using Braun 

and Clarke’s (2006) six phase framework to identify themes. The six phase framework is widely 

used throughout the psychology discipline and was used to analyze the qualitative focus group 

data in the Forsyth et al. (2019) study. In phase one the researcher transcribed the data from an 

audio file to a text file. The researcher then re-read the data and highlighted the initial themes or 

ideas (Braun & Clarke, 2006). The researcher listened to the recording of the focus group three 

times to ensure that the transcription was as accurate as possible. The researcher then read the 

transcribed focus group in full three times while also highlighting quotes that were deemed 

significant based on the literature bias that the researcher had. Words that were repeated more 

than once that attributed to a significant theme later were also highlighted. Phase two involved 

taking the highlighted words and generating initial ideas of potential themes (Braun & Clarke, 

2006). The researcher created a mind map of the highlighted words (Appendix K). Phase three 

involved searching for the themes in the transcribed data by matching the quotes from phase one 

to the mind map from phase two (Braun & Clarke, 2006). The researcher utilized NVivo Coding 

Software 12 to assist with breaking the themes down into a smaller mind map and placing 

relevant quotes underneath the listed themes. It was also in this phase that similar themes were 

grouped under one main theme (Braun & Clarke, 2006). A copy of the second mind map is 

presented in Appendix L. Phase four of the qualitative data analysis procedure consisted of 

reviewing the identified themes and refining them, ensuring that the coded themes were similar 

to what the participant had stated when stating their answer (Braun & Clarke, 2006). After the 

pockets of data were reviewed in NVivo to fulfill phase four, phase five involved the creation of 

a final mind map. The final mind map involved summarizing, defining, and creating a story of all 
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the identified themes based on the original data set (Braun & Clarke, 2006). The primary 

researcher of this study was the primary reviewer of the qualitative data. Consistent with the 

process of Forsyth et al. (2019), two secondary reviewers were commissioned to independently 

review the data following a training and testing program to ensure interrater reliability. Both 

secondary reviewers utilized Braun and Clarke’s (2006) transcribing framework. The use of two 

secondary reviewers increased the researcher’s confidence in the trustworthiness of the 

qualitative data. The secondary reviewers’ notes were submitted to the researcher and the 

researcher followed up with each of them individually to discuss their findings. Prior to the 

primary researcher proceeding to phase six (i.e., the writing and interpreting themes) final 

approval was received from each reviewer. Any themes (not applicable) and sub-themes 

(applicable) that were not in the researcher’s original thematic map were then added. Following 

the individual discussions a final copy of the thematic map (see Appendix M) was sent to each 

reviewer. 
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Chapter IV – Results 

 

This chapter outlines the study’s findings from both the qualitative and quantitative data 

analysis procedures in the following three sections (a) Response Rate; (b) Quantitative Results of 

the Study, and; (c) Qualitative Results of the Study.  

Response Rate 

 

One hundred eighteen surveys were collected for a 12% response rate. Ninety-three of the 

118 surveys were completed in their entirety and therefore usable (n = 93) in the study. Of the 93 

surveys, 41 students identified as women and 52 students identified as men. Fifty six percent of 

the women indicated that they aspired to senior leadership positions in sport, while 67% of the 

men indicated that they were looking to achieve senior leadership positions in sport. Sixty-seven 

students stated that they were enrolled in Sport Management, 11 stated that they were enrolled in 

Kinesiology and 17 stated “other”. There was an option to specify which program the “other” 

students considered themselves to be enrolled in and these programs included: Business, 

Sciences, Sport and Recreation Management or Studies, Human Kinetics, Political Sciences, 

Mathematics, Bachelor of Arts in Recreation and Sport Tourism, and a Minor in Sport 

Management. Twenty-nine students identified as third year students, 54 students identified as 

fourth year students, and ten students identified as fifth year plus students. The students ranged 

in age from 20 years of age to 34 years of age. Eighty-four percent of the respondents were 

between the ages of 21 and 24 years of age.  

Quantitative Results of the Study   

 

A chi-square analysis was computed on the quantitative data collected to address the first 

research question in this investigation which was: 
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1. Do men and women senior undergraduate students studying sport management 

have different career expectations for a senior leadership career in sport? 

 The computed chi-square statistic (χ2 (1) = 1.23,  p = 0.27) did not reach statistical significance 

within a 95% confidence interval. As a result, the observed or expected values within the 2 x 2 

matrix was not statistically significant. Additionally, the association (phi coefficient) between the 

variables is 0.12, indicating no relationship between the variables (gender and senior leadership, 

yes or no). These computations are presented in Table 1. Therefore, the null hypothesis was 

accepted that there are no differences with respect to career aspirations between men and women 

senior undergraduate students.  

Table 1 

  

Men and Women Senior Leadership Career Aspirations 

 

Men  Women  

Yes (n) 35 23 

Adjusted 

Residuals 
1.1 -1.1 

No (n) 17 18 

Adjusted 

Residuals 
-1.1 1.1 

 

χ2 (1) = 1.23,  p = 0.27 

 

The researcher also tested the psychometric properties of the CPS instrument. Cronbach 

Alpha were computed for each of the four factors to determine the internal consistency values. 

The results from this analysis are in harmony with the results P. Smith et al. (2012) produced 
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when the instrument was created. All but the resignation variable exceeded the threshold of 0.70 

that Santos (1999) established as a reliable score.  

Table 2  

 

Internal Consistency Measures of the Career Pathways Survey Instrument  

 

 

Factor 

 

Cronbach 

Alpha 

 

Denial 0.84 

Acceptance 0.77 

Resilience 0.71 

Resignation 0.69 

 

A multivariate analysis of variance (MANOVA) was computed on the quantitative data in 

order to address research question two which was stated as: 

2. Do men and women senior undergraduate students studying sport management 

have perceptual differences regarding the barriers that women may face in 

advancing in sport to senior leadership roles?  

This statistical treatment was appropriate given the interval data produced by the CPS instrument 

and the nature of the research question. The computations were carried out using the SPSS 

program.  

The gender variable had two levels (men versus women) and was evaluated as the 

independent variable in this analysis across the four dependent measures produced by the CPS 

instrument (i.e., denial, acceptance, resilience, and resignation). The CPS factors were evaluated 

on a seven-point Likert type scale found in table 3. Descriptive statistics were initially computed 

for the dependent variables and they are presented in Table 4. 
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Table 3  

Career Pathways Survey Seven Point Likert Scale  

 

Strongly 

Agree 

Agree Somewhat 

Agree 

Neither 

Agree nor 

Disagree 

Somewhat 

Disagree 

Disagree Strongly 

Disagree 

 

Table 4  

 

Descriptive Statistics for the Career Pathways Survey Measures 

 

 

 

 

 

 

 

CPS Factor  

                            

Men 

(n = 52) 

 

Women 

(n = 41) 

 

 

Mean 

 

Standard 

Deviation 

 

95% Confidence 

Interval  

 

 

Mean 

 

Standard 

Deviation  

 

95% Confidence 

Interval  

 

Denial 4.22 0.70 (3.97, 4.47) 5.16 1.02 (4.88, 5.44) 

Acceptance 4.90 0.90 (4.67, 5.13) 5.55 0.75 (5.29, 5.81) 

Resilience 2.37 0.56 (2.22, 2.52) 2.20 0.52 (2.04, 2.37) 

Resignation 3.97 0.74 (3.77, 4.16) 3.96 0.64 (3.75, 4.18) 

 

The results of the MANOVA uncovered a significant difference (at the 95% confidence 

interval) between men and women on the overall CPS measure. A Pillai’s Trace measure of  

F(4,88)=8.287, p=<0.001, 2 = 0.27 illustrated the difference.  

Univariate comparisons were computed to identify the precise source of the differences. 

between the men and women respondents. Per Hummel and Sligo (1977)  a statistically 

significant multivariate effect indicates a “protected F’ allows researchers to interpret the 

univariate effects without adjusting the per-comparison alpha. It was determined that gender 

differences did exist on the denial factor (F(1,91) = 25.09, p <0.001, 2
 = 0.22) with women (M 

=  5.16, SD = 1.02) feeling much stronger about its presence than men (M =  4.22, SD = 0.70). 
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Men and women respondents also significantly differed on acceptance (F(1,91) = 13.71, p 

<0.001, 2
 = 0.13) with women (M = 5.55, SD = 0.75) feeling more strongly that women do not 

accept the employment realities than men respondents (M= 4.9, SD= 0.90). No significant 

differences were found on the resilience, F(1,91) = 2.23, p = 0.139, 2
  = 0.02 or resignation, 

F(1,91) = 0.000, p  = 0.988, 2
 = 0.000 factors. These computations are presented in Table 5.  

Table 5 

Univariate Statistics and Confidence Intervals Computed Across all Four Dependent Variables 

and Gender as the Independent Variable  

 

 

 

 

CPS Factor 

 

 

 

df 

 

 

 

F 

 

 

 

p 

 

 

 

2 

 

Mean Difference 

between Gender 

(Men n = 52, 

Women n = 41) 

 

95% Confidence 

Interval for the 

Difference between 

Men and Women 

 

Denial 

 

(1,91) 

 

25.09 

 

<0.001 

 

0.22 

 

0.94* 

 

(0.57, 1.31) 

 

Acceptance 

 

(1,91) 

 

13.71 

 

<0.001 

 

0.13 

 

0.65* 

 

(0.30, 0.99) 

 

Resilience 

 

(1,91) 

 

2.23 

 

0.139 

 

0.02 

 

0.17 

 

(-0.56, 0.40) 

 

Resignation 

 

(1,91) 

 

0.000 

 

0.988 

 

0.000 

 

0.02 

 

(-0.29, 0.29) 

 

 

*p < 0.05.  

 

Qualitative Results of the Study 

Qualitative data were collected and analyzed with sport management professors from the 

nine universities participating in the study to address the third research question which was stated 

as:  
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3. What are professors doing to prepare men and women students to advance in 

their careers in sport leadership? 

Three main themes emerged from an analysis of the qualitative data. These themes were: (a) 

Awareness; (b) Barriers to Advancement, and; (c) Purposeful. Each theme has four sub-themes 

that also aided in answering research question three. A display of these themes and sub-themes 

are illustrated in Figure 1.  

Figure 1. Themes and Sub-Themes of Part B Focus Group Qualitative Analysis  

 

Figure 1. The above figure represents the themes and sub-themes that were uncovered in the 

focus group in order to answer research question three of this study, which is found at the centre 

of the mind map.   

The first theme that was identified from the focus group was Awareness. This refers to an 

improvement in awareness regarding sport management as a program and career, but a lack of 

awareness from students on the barriers women face when advancing. From teaching in a sport 

management program, professors identified a need for a greater awareness of the barriers that 
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women face when advancing in the sport industry. It was mentioned that this has been seen 

through The Canadian Association for the Advancement of Women and Sport and Physical 

Activity (CAAWS now known as Canadian Women & Sport) and The Sport Information 

Resource Centre (SIRC). These are groups that aim to increase awareness of gender equity, as 

demonstrated by the comments of both Professor Two and Professor Seven:  

“…there is a lot going on in the Atlantic provinces right now with CAAWS leading the 

way and some of those other groups really pushing for equality and as a result there is a 

greater awareness…”  

 

“We also have SIRC and maybe because they are so close we partner closely with them 

you see us on their newsletters you see job postings every day…” 

 

Having groups like CAAWS and SIRC has the potential to reduce barriers and promote equity 

and diversity within the leadership ranks in sport management. However, while there has been 

progress, a discrepancy remains. This observation is consistent with the quantitative findings of 

this study. A lack of awareness and appreciation for the issue persists with students as 

highlighted in a quote from Professor One: 

 “…I think there is starting to be more awareness in general social inequities from 

students coming up generally about race and sexuality and gender this is still happening 

this is still a common situation of both men and women, and I would say not thinking that 

there are any gender inequities. The denial part I completely could see that this is 

something that I struggle with when I go to teach this lack of awareness a lack of 

accepting that this might be happening. …they can easily come up with one or two 

examples of women who might be in senior leadership positions and so for them that 

means the problem is not there. When I push them to ask them for more significant 

examples give me more than one they can’t and maybe that is when they kind of start to 

see that it is a bigger problem but the fact that there is a few makes them think it is not 

really for both men and women a big deal.”  

 

The qualitative data grouped under Awareness was further subdivided into four sub-themes that 

were labelled: (a) Career Opportunities; (b) Alumni; (c) Modeling, and; (d) Privilege. Each are 

expanded upon in the following section. 
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Career Opportunities captured a need for students to have a clearer understanding that 

there are jobs available in each sector and at multiple levels in the sport industry. They need to 

be taught that there are opportunities at the non-profit level and in smaller communities, as 

opposed to solely working in professional sport, which is now dwindling due to fewer 

opportunities in this sector. There is a dose of realism when students start their undergraduate 

programs in sport management. Professor Four spoke to this point with the following quote:  

“…this industry is massive and so maybe it is a rethinking of what actually is within the 

sport industry and helping students to understand the sort of number of opportunities that 

might come in front of them…just the scope that possible careers are out there is maybe 

starting to become a greater understanding of what that might look like…from students I 

should say.” 

 

Career opportunities are still challenging for students to gain due to Business Schools that offer 

sport management programs or the fact that there is still a stigma around gaining a sport-related 

position without a sport related degree. This is exemplified in a quote from Professor Three: 

 “…I think that the mainstream business schools are a bit of a challenge cause sometimes 

they are calling it sport management even though they have no courses or faculty with 

expertise in that area but then still they have student groups around sport and that is the 

interest of those students nothing wrong with that but it is a threat to us and makes it 

challenging for our students to continue to differentiate themselves.” 

 

Career opportunities could be increased through work integrated learning opportunities like 

internships and cooperative education programs. An increase in sport management 

specializations offered by business schools that do not necessarily have the faculty expertise in 

sport compounds the program. Work integrated learning options like internship programs and 

cooperative education programs allow students to gain valuable experience in the field, better 

understand the rules of engagement in the workplace, and make students more competitive for 

entry and progression in the industry due to their advanced level of preparation.  
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The second part of the Career Opportunities sub-theme referred to when professors 

discuss these sectors and levels in class. The group felt that there needed to be a greater 

understanding of the need for women in senior leadership positions. Professors need to offer 

more examples of women in senior leadership roles in their class discussions. They need to 

integrate women leaders as guest speakers and in video presentations. They need to engage 

students in this issue and present it as a problem as well as highlight the benefits of an equal, 

inclusive, diverse, and equitable workplace. However, one example is not enough. As Professor 

One noted: “…they can easily come up with one or two examples of women who might be in 

senior leadership positions and so for them that means the problem is not there…”. Highlighting 

this problem and giving it importance, and also incorporating other minority groups (people who 

experience a disability, indigenous groups) into the picture can help to debunk the myth that 

there is no problem when advancing in the sport industry for minority groups. This was also seen 

in the quantitative analysis where denial and acceptance were significantly impacted by gender. 

Professor Eight provided an example of how this could be done in a lecture on organizational 

culture: 

“It is similar to talking about indigeneity or any other kind of it just has to become part of 

what we do. If you are lecturing on organizational culture you have to talk about culture, 

the research that is done and shown that you have to have a diverse workforce that leads 

to increased performance you know all of those kind of things but I think if you treat it as 

a section of a class it is not going to be successful.”  

 

The suggestion of utilizing both men and women members of the Alumni to speak on the 

issue was brought up multiple times in the focus group to heighten awareness on the issue. 

Specifically, professors often have Alumni coming into classes as guest lecturers. Having men 

and women members of the alumni speak about the rules of engagement in organizations and the 

need to be more equitable and inclusive can be a powerful learning experience for students.  
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Professor Five stated that these interventions need to be purposeful. This professor noted that:  

 “…I do think we need to be purposeful with guest lectures the alumni that we choose to 

profile...”. This ultimately increases exposure of students to recent grads to increase 

connections through guest speakers. It was also mentioned that more alumni are 

graduating with sport management degrees and then those alumni are also hiring students 

with sport management degrees.  

 

Professor Three noted that:   

“…there are more alumni out there too which helps because there are more people saying 

they have a sport management degree and then hiring other people with that degree...”.  

 

Professors in the focus group all highlighted the responsibility that professors have to 

bring this issue to the attention of students and by modeling a commitment to diversity through 

highlighting examples of women in senior leadership roles. Images and quotes from these 

women need to be integrated into class content. Woman as well as men need to be brought into 

the classroom. Having men speak and also address the issue can be powerful and impactful for 

students. Professor Eight and Professor Seven both noted that: 

 “…I tend to find an example that would surprise them so I think the best example of that 

would be women who are taking the lead in professional sport so for example a women 

becoming an assistant general manager of an NFL team, an assistant coach of an NBA 

team... …say well ya women should have all of the same kinds of opportunities but they 

still think it is odd or seems a little bit off kilter that you have a women in that role 

because historically it has always been men so I think that is kind of a moment you can 

use to explain well the fact that you think this is a little bit odd is showing you that there 

is a systemic issue here...” 

 

 “…whenever I give examples of sport managers I will refer to them as she or I will use 

cases where the sport manager is a women and so you will see their reaction they are not 

expecting that perhaps…it is one of the techniques I also try to use in the imagery and the 

examples that I use to break that barrier so those are some techniques without really 

teaching about the barriers kind of confronting them with that.” 

 

Teaching students how to recognize their privilege through critical thinking was also 

described as an important topic of discussion for professors when teaching their students. Further 

discussions should then be had with the students to show how privilege relates to leadership in 

sport as both Professors Eight and Professor Six noted:  



 

 

 

 

49 

“The male students just don’t see the problem that is in front of them you know and that 

is a problem that is just a function of you know for me as a professor coming up through 

a system that privilege is white males you know going back and seeing I can see these 

things but in the moment I don’t see them because you are in a current right if I am 

floating in a current I don’t feel the current until I have to go against the current.”  

 

 “…circling back to something that Professor Eight said about privilege and you know 

whether a person is a male or female in particular given the ratio uhm you know the focus 

is on critical thinking and having students be aware of the privilege that they hold and so 

I guess the short answer is absolutely and you know Professor Three putting the 

imperative to not just teach but to model I think that is absolutely imperative as well.” 

 

 The second overall theme that emerged from the focus group was Barriers to 

Advancement. Four sub-themes emerged from the Barriers to Advancement theme and they were 

identified as: (a) Leadership Efficacy; (b) Understanding; (c) Sport Management Career, and; (d) 

Gender Norms.   

 Leadership Efficacy and how it relates to the importance of self-efficacy was an 

important consideration emphasized in the focus group. It is important that men and women 

sport management students are confident in their abilities to compete for and are confident in 

applying and advancing to leadership roles in sport. This is especially important for women sport 

management students. Professor Six noted that:   

 “…how female young adults typically compared to their male counterparts feel as 

though with respect to self-efficacy and leadership efficacy that is lower than males so if 

they have a lower belief in themselves then compared to their male counterparts then how 

does that actually relate to how they feel as though they have advantages in actually 

attaining leadership roles regardless of actually advancing within those roles and then that 

leads me to the systemic barriers that females are up against…I believe coming from a 

leadership self-efficacy standpoint that I am not sure that they feel that they have 

advantages and the literature also supports that once you get into the most senior it is less 

females for sure.”  

 

Thus, it is important to recognize the confidence and capabilities of the parties involved when 

discussing advancement. The distinguishable traits between men and women leaders and how 

this influences the positions that women are in, such as masculine and feminine traits (e.g., being 
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“too emotional”) can influence the leadership-efficacy and self-efficacy of the particular 

individual. 

Understanding was another sub-theme under the Barriers to Advancement theme. It is 

particularly important due to the fact that increasing the level of understanding is a critical step to 

addressing the misrepresentation and making change. The professors who participated in the 

focus group were not surprised by denial being significantly less for the men completing the CPS 

instrument. They commented that this is a systemic issue and we need to do more to change the 

channel on this issue with students. Professor Eight noted that:  

 “I am not surprised by the results and I agree with what Professor One is saying in the 

sense that I think that times have changed since twenty years ago when you know you 

could see examples quite easily of men being dismissive of you know women in the 

workplace and you don’t see those things anymore but that doesn’t necessarily mean that 

they are not there anymore but the problem is that I think for men because they haven’t 

experienced what it is like they don’t see the cues in the same way that women do and so 

I think that generally speaking men that are coming up as undergraduate students are 

supportive of opportunities for everyone but they are still missing a lot of sort of 

structural issues that are there it’s not that they are not helpful or progressive it’s just they 

are clueless they just don’t see the problem that is in front of them you know…”  

 

 The Sport Management Careers sub-theme refers to the barriers that sport management 

students may face to gain and advance within careers in the sport industry. For example, there 

are long hours, low pay, extensive travel, which become increasingly challenging for those with 

competing responsibilities. There is less of a work-to-life balance required from students when 

they first enter into these careers. The expectations that the students have of these jobs prior to 

entering differ from the reality when they do enter. Professor Three suggested that as women 

progress and mature in their lives, they feel greater pressure when advancing in their careers due 

to constraints of the job and their commitments which increase responsibility. This professor 

noted that:  
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“…I think with entry level jobs they are typically getting those out of school when they 

are much younger with much less work family conflict at that stage in life and so I think 

you know at that level hopefully we are seeing less disadvantage but I think then that 

shifts as women move on and have their other chapters of life whether it is child raising 

whether it is caregiving for parents or neighbour or others that is where we start to see 

some and I have heard from some of our Alumni certainly as they get into their late 

twenties early thirties and they are asked to move up into higher positions that is when 

they start to feel the intense pressure because a lot of those positions in the sport industry 

are not the typical nine to five jobs they involve a lot of travel they involve uhm 

international calls at interesting hours and other constraints so I think that could be one of 

the reasons why we are not seeing entry level but then we are seeing some more 

challenge for women as they move through different management ranks.” 

 

Overall, this statement is consistent with the literature that there are barriers in the sport 

management industry which usually transpire into mid - and senior - career levels.  

The last sub-theme related to the Barriers to Advancement theme was identified as 

continued Gender Norms that are prevalent in society. This was highlighted by several of the 

professors who participated in the focus group. Professor Four stated that: “…we live in a world 

with embedded gender norms in sport and within society as a whole and so I would hesitate to 

say that it is a fully equal landscape for graduates…”. When asked about equal opportunities to 

enter the sport industry, the professors agreed with the literature base in the area. There were 

equal opportunities for men and women when entering the field. Professor Two noted that:   

“…in some ways anecdotal but there are opportunities and I don’t see there being a disadvantage 

at least in the Atlantic provinces right now.”; Professor Four: “…anecdotally similar to what 

Professor Seven said I don’t see our graduate numbers immediately there being some 

discrepancy on who gets jobs like blanket statement…”  

Professor Seven noted that :  

“…our graduate students going to the NSO’s I don’t see inequality at the entrance level. I 

think they both have equal opportunities I mean I haven’t it is anecdotal I can’t speak for 

everybody and everything and all of the positions, but I haven’t seen it or it wasn’t 

evident for me.” 
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Further support for this notion was provided by Professor Three who noted that: 

  

 “…I think with entry level jobs they are typically getting those out of school when they 

are much younger with much less other work family conflict at that stage in life and so I 

think you know at that level hopefully we are seeing less disadvantage…” 

 

There is general agreement that there is equal access and opportunity to entry level positions in 

sport management for men and women graduates. However, as careers unfold, the situation 

appears to become less equitable. As women progress to higher levels, there is more inequality 

due to embedded gender norms. There are clear gender stereotypes that are present that relate to 

gender, specifically for women as described by Professor One who noted that:  

“…make it real you know we still face stuff like that that if I get emotional I will get 

backlash but if my male colleagues get emotional that is maybe seen as they maybe just 

blew up and it is not a big deal.”  

 

 The final theme to emerge from the focus group session with the professors was 

identified as Purposeful. The Purposeful theme refers to having mindfulness and meaning when 

educating students about the values of equality, equity, inclusion, and diversity. It is important 

that graduates understand these concepts and are influenced to be aware of them as they navigate 

their careers in the field. They also need to understand the legal issues as well as the benefits to 

decision-making, organizational culture, and organizational effectiveness, when these values are 

upheld and practiced. Four sub-themes were identified under the Purposeful theme and these 

sub-themes were: (a) Teaching; (b) Inclusiveness; (c) Social Support, and; (d) Explicit about 

Experiences.  

 The professors stated that increasing awareness around the barriers for students is their 

responsibility as professors. Professor Seven stated that: “Obviously I think it is our 

responsibility to make them aware of those barriers and show them those inequalities…”. 

Students need to learn about these barriers, stereotypes, gender inequities, inequalities, and issues 
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regarding inclusivity and diversity in the classroom and in reflection activities undertaken about 

experiences outside the classroom. They can learn these concepts through a variety of 

pedagogical modalities including, but not limited to: lectures, case study analyses, guest 

speakers, and guided reflection activities.  

Not only did professors feel as though they need to teach the barriers, but they also 

needed to be inclusive when they teach. The barriers need to be integrated into everything that 

professors do in order to make change. As Professor Eight noted, inclusiveness:   

 “…has to be a part of everything we teach we can’t have a section in our class on this 

because it then seems as though it is something that we have to address or deal with. It is 

similar to talking about indigeneity or any other kind of it just has to become part of what 

we do. If you are lecturing on organizational culture you have to talk about culture, the 

research that is done and shown that you have to have a diverse workforce that leads to 

increased performance you know all of those kind of things but I think if you treat it as a 

section of a class it is not going to be successful.” 

 

The sub-them Social Support was evident when talking about how the barriers can 

continue to be minimized. Allyship between all colleagues and departments was discussed and 

deemed to be critical. It was suggested that it can help create a cultural change and aid women in 

overcoming barriers that impede their career progression. The issue has to be discussed. As 

Professor One noted:  

 “…we also need to have ally ship because I know that if I am the only person talking 

about it becomes the women talking about it or the victim talking about it or we need the 

ally ship from like if my dean says this and he is a male and is white this is going to have 

a lot more clout and a lot more power than if it is just me so it has to come from both 

because he can’t speak for me and what I experience but he also can speak to how we 

have to change and how we have to do things differently and recognize that so it has to 

come from all of my colleagues it cannot just be me as the one female who teaches this so 

it has to be a whole cultural change it has to be a collective and not just one person.” 

 

Professor Three also stated that allyship needs to be taught to students in order to increase 

understanding of the barriers to career advancement and allow both men and women students to 
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more effectively recognize and appreciate how they can support others who encounter these 

barriers along their career paths. This professor noted that: 

 “I think we could do a better job helping our male students understand what male ally 

ship is as they move into the workplace and make them more conscious of actions they 

can (and should) do if they want to change culture.”  

 

There also needs to be greater support for students who want to be prepared to enter the 

workforce and when they are in the workforce. This can be done by increased exposure through 

co-op program components to sport management programs. A final thought about support came 

from Professor Seven who stated that: 

“I think the expectations of the sport management jobs make it difficult to combine with 

family responsibilities; women need social support to make this happen. It’s not just 

colleagues, it is also the family support, emphasizing the support that is needed from 

families at home when working in the sport industry”.  

 

 The final sub-theme in the Purposeful theme was identified as being Explicit about 

Experiences. This theme represents continuing the discussion about barriers, and stating that they 

do still happen, and being honest about these experiences. Honesty in accepting that women are 

still facing these barriers even though they may not be present (through things like teaching 

evaluations and masculine or feminine traits in leadership) as described by Professor One who 

noted that it:  

 “…has to come from multiple places so some of the honesty has to come from me and 

some of the honesty has to come from you know teaching evaluations and how women 

still get commented on their clothing and my male colleagues never get commented on 

clothing. Uhm so it is stuff like that to kind of make it real you know we still face stuff 

…”.  

 

From the qualitative analysis of this focus group, it can be concluded that professors are 

aware of the barriers that women face to advancement in the sport industry and are continually 

developing strategies to minimize the barriers, and help students understand the barriers that 

women face when advancing in the sport industry to aid them in their career progressions. 
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However, it is evident that not only women face these barriers; the conversation needs to extend 

by including other minority groups and topics such as ageism, sexism, indigenous groups, and 

people who experience a disability. As well as, an allyship needs to be developed between 

individuals with gender-based privilege and those who do not, to continue the conversation and 

make greater necessary changes. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

 

 

56 

Chapter V – Summary, Discussion, and Conclusions 

 

The purpose of this chapter is to address each research question and draw conclusions 

based on the qualitative and quantitative results discovered in chapter four. This chapter is 

portioned into five sections, which include: (a) Introduction, (b) Discussion of the Research 

Findings; (c) Implications for Sport Management; (d) Recommendations for Future Research, 

and; (e) Conclusions.  

Introduction 

 

There are a minimal number of women who occupy senior leadership roles in the sport 

industry globally (Acosta & Carpenter, 2014; Burton et al., 2011; Forsyth et al., 2019; Kane & 

LaVoi, 2018; LaVoi & Dutove, 2012). Specifically, out of 98 possible positions in senior 

leadership (i.e., Vice-President or President) roles in Major League sport in Canada, only 14 are 

occupied by women. Many researchers have turned to women in senior leadership roles to find 

that these women faced barriers in order to advance in their careers (Acosta & Carpenter, 2014; 

Burton et al., 2011; Cosentino, 2017; Forsyth et al., 2019; Kane & LaVoi, 2018; LaVoi & 

Dutove, 2012). Various barriers such as sexual discrimination, access and treatment 

discrimination, gender norms, and stereotypes have been discussed (Burton & Leberman, 2017; 

Hancock et al., 2018; Jones & Palmer, 2011; Pfister & Radtke, 2006). Additionally, glass walls, 

glass ceilings, and glass cliffs are metaphors used to describe these barriers (Burton & Leberman, 

2017; Hancock et al., 2018; Jones & Palmer, 2011; Pfister & Radtke, 2006). A minimal number 

of studies have investigated how undergraduate and graduate students perceive these barriers to 

advancement for women (Forsyth et al., 2019; Hancock et al., 2018; Harris et al., 2015), and this 

void served as the motivation for conducting this study. It is important to focus on future 

employees and ascertain their career ambitions and perceived barriers to realizing these 
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aspirations. The researcher studied senior undergraduate students studying sport management to 

see how they perceive these barriers that women face. This will help researchers to determine 

what their career aspirations are and if they perceive the barriers for women as they progress. 

This study investigates the gender differences in the perceptions that senior undergraduate 

students studying sport management have of the barriers that contribute to the glass ceiling 

phenomenon that other researchers have studied (Burton, 2015; Burton & Leberman, 2017; 

Hancock et al., 2018; Forsyth et al., 2012; Jones & Palmer, 2011; Pfister & Radtke, 2006). The 

professors that teach these senior students were also integrated into this analysis to better 

understand their position on the issue and determine how they were currently preparing their 

students for career progression in the sports industry.  

Discussion of the Research Findings  

 

The purpose of this study was twofold. Quantitative data was collected using a valid and 

reliable instrument to determine the perceptions that senior undergraduate students studying 

sport management in Canada have about the barriers that women may face to advance to senior 

leadership roles in the sport industry. Secondly, qualitative data was collected in a focus group 

meeting with professors of these students to determine how they were or could be preparing their 

students to appreciate the need for equality, equity, inclusion, and diversity and help them 

effectively navigate their careers in the industry. The professors were asked to elaborate on how 

they are educating their students on this literature base and if they felt that they had a role to play 

in educating students on the barriers that they may face. They were also asked to share the 

strategies they use to incorporate the barriers into their courses. In this chapter the researcher will 

interpret the results from the quantitative and qualitative data analyses, draw conclusions from 
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the findings, and outline the implications of the research based on the three research questions 

that framed this study.  

 The first research question focused on the career expectations of men and women senior 

undergraduate students studying sport management, to see if their expectations differed. No 

significant difference was uncovered between the men and women students with respect to their 

career ambitions. The men and women students had similar career expectations, and the majority 

aspired to senior leadership roles in the field. To the best of the researcher’s knowledge, this is a 

new finding in the sport management literature. Men and women have similar desires for senior 

leadership careers in sport. Statistics Canada (2017) indicates that more women are graduating 

then men from Canadian universities. Ninety-three students completed the survey instruments 

and 42 identified as women (45%). Given the proportion of women in both universities and sport 

management education program as per Simmons (2011), one would expect more women in 

senior leadership roles in sport. However, this is not the case. As noted earlier, the advancement 

of women into senior leadership roles in sport has been slow (Burton & Leberman, 2017). In 

Canada, and as of 2018, women only held 2% of positions on boards in sport organizations 

(Facts and Stats, n.d.) and of the 98 Vice-President and President positions in Major League 

sport, only 14 (15%) are occupied by women. More women are being prepared in educational 

institutions, but something happens along a career path that perpetuates this imbalance. 

However, as many researchers have suggested (Acosta & Carpenter, 2014; Burton, 2015; Burton 

& Leberman, 2017; Hancock et al., 2018; Kamphoff, 2010; Lovett & Lowry, 1994; Mazerolle et 

al., 2015; Shaw, 2006; P. Smith et al., 2012) institutional and social barriers like the glass 

ceiling, the glass cliff, the glass wall and a host of other factors contribute to the low percentage 

of women in leadership positions in senior leadership in sport.  
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The second research question asked whether men and women undergraduate students 

studying sport management had perceptual differences with regards to the barriers identified that 

impeded the advancement of women into senior leadership roles in the sports industry. The CPS 

instrument produces quantitative data of four factors of the glass ceiling, namely, denial, 

acceptance, resilience, and resignation. The results of the MANOVA uncovered a significant 

difference between men and women on the overall CPS measure. Women do feel stronger about 

the presence of the glass ceiling that impedes women’s progress when compared to the 

perceptions held by their counterparts who identify as men. The univariate statistics determined 

that the root of the differences were nested on two factors, namely denial, and acceptance. No 

significant differences were found on the resilience or resignation factors.  

Students who identified as men were neutral to the fact that the glass ceiling does not 

exist or is a myth, and opportunities are equal for men and women. Students who identified as 

women felt differently. They had stronger feelings about the presence of a glass ceiling that 

could impact their career progress. This finding was confirmed by the observations of the 

professors in the focus group. The professors explicitly indicated that they felt that men do not 

understand the glass ceiling concept, and many believe that their students who identify as men 

did not think that it even exists. However, the professors believe that their students who 

identified as men are supportive of the women in their classes advancing into senior leadership 

roles in sport. It could be possible that they are likely less positive about them taking roles that 

they may wish to occupy. Furthermore, the professors indicated that they do not believe the men 

fully understand how they can support women due to their lack of understanding. This statement 

explains men being neutral to the concept of denial. They are taught in class that these barriers 

exist, but they do not encounter them in the same way women do and therefore they are more 
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neutral to the prevalence of glass ceilings for their women colleagues. The women students are 

perhaps more sensitive to the concept and do not deny its existence. The same might be said for 

the area of acceptance. If men do not experience the glass ceiling, and question its existence, 

they may not feel the need to acknowledge that women do not accept management positions.  

Perhaps women have a greater understanding of the acceptance issue because they may have 

faced barriers at school such as gender inequality in school clubs or in social circles. They may 

better understand the concept and thus have a better understanding of women not wanting to 

accept management level positions. However, they may not have strongly agreed because they 

are aware of the glass ceiling and accept that it is as an unfortunate reality for being employed in 

the male-dominated industry.  

There was no statistical difference between men and women undergraduate students in 

the areas of resilience and resignation. This may be due to the experience that these women have 

had in their lives. They may have had sport backgrounds that have helped build a level of 

persistence and a “never quit” attitude. Their professors were not surprised by these findings 

knowing their students, their backgrounds, and the levels of persistence women have in 

overcoming these barriers represented by the resilience factor in the CPS. This aligns with 

current literature that states women know that they will likely face barriers to senior leadership 

advancement as they advance in the sport industry (Burton & Leberman, 2017; Hancock et al., 

2018; Jones & Palmer, 2011; Pfister & Radtke, 2006). Their confidence levels and experiences 

to date might suggest that at this point in their lives they believe that when they enter these 

positions they will persevere and overcome these barriers, therefore attributing this perception to 

other women facing the barriers. Perhaps they feel that women will just work harder to get ahead 

(Burton, 2015; Burton & Leberman, 2017; Hancock et al., 2018; Jones & Palmer, 2011; Pfister 
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& Radtke, 2006). The men likely see this behaviour in class and other university settings. It 

could be possible that they have other women role models in their lives such as mothers, sisters, 

grandmothers, and friends who have overcome challenges in life and therefore, they know that 

women are resilient. It is also possible that they know of the barriers that women face as they 

progress due to the material they have learned in class, and therefore that explains their response 

to the resignation factor. Likewise, with women, who felt strongly about the existence of the 

glass ceiling for women, and who also feel strongly about resignation. It is not surprising that 

women agreed to women being both resilient and being discounted for promotions due to their 

response on the acceptance and denial scales.  

The third research question asked what professors are or could be doing to prepare their 

students to advance in a career in sport leadership. Multiple themes and sub-themes emerged but 

four clear conclusions can be made from this data. Professors reported that they are: (a) 

educating their students about barriers in their classrooms by modeling them through imagery 

and examples ultimately leading to a potential increase in their understanding of the barriers; (b) 

helping students to gain different perspectives regarding careers that they could potentially 

advance to in the sport industry by bringing in alumni to explain and speak to barriers they have 

faced; (c) being purposeful in their teaching of the barriers where they emphasize meaningful 

discussions and keep students out of their comfort zone to increase learning, and; (d) increasing 

their own understanding about the barriers that women still face by being honest and explicit 

about the experiences women have to advance in the sport industry, but also in academia so that 

they can ultimately better educate their students.  
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The results of this research presents significant implications on the preparation of 

students, and action today could help rectify systemic inequity and inequality for future 

generations of sport leaders. 

Hancock et al. (2018) used the CPS instrument to measure the perceptions of 

undergraduate and graduate sport management students in the United States about the prevalence 

of the glass ceiling. The results in Hancock et al. (2018) were both similar and different to the 

results in the current study. Men and women in the Hancock et al. (2018) study believed more 

strongly that the barriers of the glass ceiling no longer existed. The women in this study felt 

differently, although they were confident that women could overcome the limitations imposed by 

the glass ceiling. The men and women who participated in the Hancock et al. (2018) study 

believed that women were content with not seeking high positions. The findings of this study 

were different. Both men and women students indicated a desire to secure a senior leadership 

position in the field during their careers. Students in the Hancock et al. (2018) study believed that 

the glass ceiling barriers no longer exist, and implied that women accept that other women do not 

need to seek high positions. This could indicate that the students who participated in the Hancock 

et al. (2018) study did not necessarily understand these barriers. Perhaps students are more aware 

of the realities of the glass ceiling due to the research literature that has been published recently 

on the topic (Burton, 2019, Hancock et al., 2018). This information may be working its way into 

the lecture materials of sport management classes outside of the scope of this study. In addition, 

the Hancock et al. (2018) research was conducted in the United States while the current study 

was set in Canada. It is possible that the cultural and political differences that are present in both 

of these countries could have impact on the data that is being seen from the current study. Taking 

the recent result of the COVID-19 pandemic and analyzing the difference in political action from 
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both governments, perhaps this culture plays a role in opinions of people who reside in the 

United States or Canada. Overall, it can be concluded that the men and women senior 

undergraduate students in the current study do indeed perceive the barriers that women face to 

advance in the sport industry. It also can be concluded that the students in the current study are 

more cognizant of the barriers than the students in Hancock et al. (2018). This could be due to a 

number of reasons; professors in the focus group of the current study confirmed that they are 

attempting to provide students with a better understanding of these barriers through increasing 

their awareness using examples, imagery, and guest lectures from alumni currently in the field. 

Professors are also being explicit about the barriers that they face to increase the conversation 

around barriers for women in the sport industry, and perhaps their students are observing this in 

the classrooms and around the university. Additionally, students in the current study were 

oriented to what senior leadership in the sport industry looked like. They were told prior to 

completing the study that there are a minimal number of women in senior leadership positions 

compared to men. This could have also contributed to the pattern of results that are being seen in 

the quantitative data. Advocacy literature that supports the notion that women do indeed face 

barriers to advancement is prevalent in Canadian organizations such as Canadian Women and 

Sport (formerly CAAWS) and SIRC. The programs and services that these organizations offer 

might be bringing more awareness to gender equity in sport, it is possible that students are 

becoming even more aware as a result of these organizations initiatives. Finally, it is possible 

that the sport management program curriculum is different across universities in Canada 

compared to the Universities in the United States. Perhaps, barriers to advancement are not 

widely included by professors in the United States with the use of examples, imagery, and 

alumni.  
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When it comes to career progression, professors stated that they are being honest about 

what a career in sport management entails. They are making students aware of the long hours, 

the competitive market, and the various sectors that are available. Emphasis was placed on the 

competitive job market, which does not seem to be a changing factor considering Harris et al. 

(2015) also stated that the job market is continuing to stay competitive, but also because of 

business schools. The professors in the current study recognized and stated many of the barriers 

that women students and previous women students face to advancement. They also 

acknowledged the fact that the perceptions of these barriers are different between men and 

women when looking at denial. This may be causing the gender inequality and inequity that is 

present in senior leadership positions in the sport industry. Once women are in the same position 

as men, Ryan and Haslam (2005) stated that they then face greater challenges, such as criticism, 

negativity, and job insecurity, when they climb the corporate ladder. One of the main themes in 

the focus group was increasing the understanding of the barriers for students through examples, 

imagery, and alumni. There was a very important point made in the focus group which was, in 

order to make any kind of change the professors have to provide social support for each other 

and be explicit about their experiences towards the barriers in order to reduce them. If the 

professors continue the conversation, barriers will potentially be made more evident to the 

students outside as well as inside the classroom when continuing the conversation becomes a part 

of everything that the professors do.  

Students’ understanding of barriers increases when they are pushed outside of their 

comfort zones, and thus they become better prepared for their future. The students in this study 

are encountering discussions that promote gender equality and equity in the university classroom 

as sport management professors feel a responsibility to teach barriers in their classrooms. 
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Professors are modeling diversity and inclusiveness through imagery and examples of women in 

power in sport within their lectures. Alumni are being brought in as mentors for these students. 

The importance of mentorship is emphasized in the literature especially for young women (Block 

& Tietjen-Smith, 2016; Bower & Hums, 2009; Clarke, 2011; M’mbaha, & Chepyator-Thomson, 

2018). An analysis of the literature base in this area highlight the difficulties women often 

experience in networking within the sports industry (Aman et al., 2018; Burton, 2015; Shaw & 

Frisby, 2006; Shaw & Hoeber, 2002). This is especially problematic if there are few women in 

the industry. Women do not have access to the same number of women peers, mentors, 

advocates, and sponsors (Darvin, Taylor, & Wells, 2019; Deane et al., 2015; Weiner & Burton, 

2016). The sport management field is unbalanced and often a less sustainable career option 

industry for women who seek greater balance not afforded by long working hours, evenings, and 

or weekends (Harris et al., 2015; Savickas, 2005).  

Forsyth et al. (2019) noted that the success of women achieving both sport and general 

business employment should be promoted and having an Alumni Day where women in sport 

come into a professor’s classroom to inspire other young women would prove beneficial. Kay 

and Shipman (2014) commented on the lack of confidence that women hold for themselves 

compared to men. Hopefully the increased mentorship from alumni, peers, and professors, can 

potentially increase the confidence of these young women to continue to achieve their goal of 

senior leadership, even if they face barriers. It is evident from the results of this study, that 

women are striving to achieve senior leadership positions in the sport industry, as 57% of women 

answered yes to having career aspirations for a senior leadership role in sport. If more professors 

outside of those who participated in the focus group of this study continue this important 

discussion piece and create a safe space for ally ship, mentorship, and networking to happen in 
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their classroom, women may have more of the tools (i.e., confidence, networking, understanding 

of the barriers, allies, strategies for securing mentors, and sponsors) to achieve their goals of 

senior leadership and break through the glass ceiling to advancement (Zenger, 2018). As Darvin 

et al. (2019) noted, securing a sponsor is an especially valuable strategy for women seeking to 

advance in senior leadership.  

As per recent findings from Burton (2019), the metaphor glass ceiling implies to readers 

that no women will reach the top when they are aiming for a senior leadership position, that the 

barriers they face will be from a distance, and that the barriers are just one thing to overcome. 

This is not true given there are a number of women in top leadership positions currently and in 

sport specifically (Burton, 2019). Some examples of women who have achieved senior 

leadership roles in the sport industry include leaders like Lisa Borders who is the president of the 

Women’s National Basketball Association, and Dawn Hudson who holds the Chief Marketing 

Officer position for the National Football League (Burton, 2019). Some examples of women who 

have achieved these positions in Canada are Teresa Resch who is the Vice President of 

Basketball Operations and Player Development for the Toronto Raptors in the National 

Basketball Association, and France Margaret Belanger who is the Executive Vice President 

Chief Commercial Officer for the Montreal Canadiens with the National Hockey League. 

However, there are numerous barriers that women who are in senior leadership positions in sport 

have faced which are extremely real, noticeable, and not at all indirect (Burton, 2019). These 

women are clearly getting to the top levels of the leadership hierarchy in sport (Burton, 2019), 

but not in proportions commensurate with the proportionate numbers seen in sport management 

educational programs (Simmons, 2011). Barriers do exist and must be deconstructed (Shaw & 

Hoeber, 2003; Weiner & Burton, 2016). Scholars have expended upon the glass ceiling metaphor 
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since the term was introduced in 1986. Contemporary scholars use a more comprehensive 

concept and suggest that the barriers that women need to navigate are more like a leadership 

labyrinth (Burton, 2019; Eagly & Carli, 2007; Hancock et al., 2018; Martin, 2007). “The 

labyrinth is a series of complexities, detours, dead ends, and unusual paths” (Martin, 2007, p. 90) 

that may impact a woman’s career progression and trajectory (Eagly & Carli, 2007). The 

leadership labyrinth is a complex concept and has utility when discussing the situation women 

face when they aspire to senior leadership levels in sport. The results of this investigation align 

with those of the Hancock et al. (2018) study in highlighting the complexity of the situation. Men 

need to be educated about the barriers to overcome their denial and views on acceptance of their 

prevalence in organizational life. Some of these students will advance into decision-making 

positions. They need to clearly understand the need of equality, equity, inclusion and diversity in 

the workplace. They need to be sure that they serve as mentors and sponsors of men and women 

colleagues. Women students need to remain resilient beyond their academic years. Resilience 

alone is not the answer. Women have to also be strategic and employ strategies (i.e., preparation, 

securing a sponsor) proven to be successful in advancing in the industry to avoid resignation 

(Darvin, et al., 2019).  

Based on recent literature from Burton (2019), previous research on the barriers that 

women face to advancement (Burton & Leberman, 2017; Hancock et al., 2018; Jones & Palmer, 

2011; Pfister & Radtke, 2006) and literature on the leadership labyrinth (Burton, 2019; Eagly & 

Carli, 2007; Hancock et al., 2018; Martin, 2007) it can be concluded that the glass ceiling is too 

simple to describe the barriers that multiple women are facing at various timepoints and in 

various ways throughout their careers in the sport industry. Although this study has been 

evaluated from a glass ceiling perspective, it has become more evident that women from the 21st 
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century are facing more of a leadership labyrinth in their advancement to senior leadership 

positions in sport.  

Implications for Sport Management  

 

 The researcher focused on students studying sport management and their professors. The 

results indicated that both men and women aspire to senior leadership roles in the industry. 

However, only 15% of the Vice-President and President roles in Major League Sport in Canada 

are held by women. A number of researchers (Acosta & Carpenter, 2014; Burton et al., 2011; 

Forsyth et al., 2019; Kane & LaVoi, 2018; LaVoi & Dutove, 2012) have analysed the reasons 

from the perspectives of professionals in the industry. This research contributes to a much 

smaller research base (e.g., Forsyth et al., 2019; Hancock et al., 2018) and focussed on the 

perceptions and aspirations of students as they were preparing for careers in the industry. Men 

and women students feel differently about the issue. Higher education influences may be able to 

change this during these formative years. Professors and mentors may also be able to influence 

future leaders to uphold and celebrate the presence and benefits of equality, equity, diversity, and 

inclusion in the workplace. In addition to being fair and just, these principles make sense from an 

effectiveness perspective (Desvaux et al., 2007; Torchia et al., 2018).  

Men and Women sport management students both seek senior leadership positions in 

sport in their careers. They do perceive the barriers that women will face differently. The results 

brought light to the fact that men are supportive of women reaching top senior leadership 

positions but are less aware of the barriers women will face as outlined in the research literature. 

They will require more empirical information and to develop a greater understanding of how to 

help women overcome these barriers. Men can be important allies for change in the sport 

industry. Although professors in this study have indicated they are educating their students on 
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the barriers women face, it may not be enough. In order to make change, Sperandio and Kagoda 

(2008) suggested that an emphasis needs to be put on social justice for equality. Therefore, in 

order to create a change in the gender inequality that is present in the sport industry, support 

needs to be provided from and for all parties involved. This study will help other professors in 

sport management develop various strategies that will help them to educate students regarding 

these barriers when giving a course or a lecture. An infographic has been developed and can be 

found in Appendix N to assist professors in educating students on these barriers in their 

classrooms, as well to give them strategies on how to continue the conversation. Not only do 

students need to be pushed outside of their comfort zones when learning about these barriers, 

professors also need to be pushed outside of their comfort zones to produce change on what is 

stigmatized as a sensitive topic. This can be done by being diverse and inclusive in the images 

and examples that are provided within the curriculum. This theme of inclusiveness should 

continue at the department level and can also be transferred to the greater sport industry. The 

conversation of “Barriers to Advancement” must continue with support from all to become allies 

in this change. It is important to remember that having just three women on a board will aid in 

better decision making, organization, conflict resolution, and increased financial performance 

(Desvaux et al., 2007; Torchia et al., 2018). If a lack of awareness on the barriers women face in 

the sport industry to advance continues from students, it could lead to a lack of awareness and 

thus perpetuate inequality and inequity at higher leadership levels in the sport industry. This 

could in turn create a more challenging, limited environment for not just women, but other 

minorities, and ultimately enabling the systemic stereotypes that are already current and being 

buried by silent conversations.  
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The results of this study also have important implications for women students and women 

in the industry. While the results indicated that women have resilience to the barriers, something 

does change. Women frequently leave sport organizations at mid-career levels and therefore are 

not available or eligible for more senior level roles in the sport industry. White (2004) labelled 

this phenomenon as the “leaky pipeline”.  Scholars who have studied this (Aman et al., 2018; 

Helfat et al., 2006; Pell, 1996; Ragins et al., 1998; White, 2004) suggest that women often leave 

organizations at a mid-career stage (e.g., personal priorities, lack of social support). The pipeline 

that delivers qualified candidates for senior leadership roles, especially in sport (Hancock & 

Hums, 2016) is often devoid of women. The aspirations and potential that men and women 

students appear to have in equal measures as students per Steel, Chelladurai and Brown (1987) 

may dissipate in women as their careers unfold despite their hopefulness for being resilient to the 

barriers and not giving up or quitting. Human resource policies and a more inclusive, 

encouraging workplace culture may be needed to alter this trend in sport organizations.  

Recommendations for Future Research  

 

 While this research contributes to the growing literature base, and the results can be 

helpful in informing both preparation and practice. Research often generates more questions than 

answers, and in that spirit a number of areas for future research emerge for this study.  

When conducting research it is important to recognize its limitations. Fortunately, these 

limitations open opportunities for further research to be conducted and explored. In the focus 

group a statement that was brought up was that not only women experience these barriers. Thus, 

further research needs to be conducted on how other groups such as indigenous, people who 

experience disabilities, people of colour, and other visible minorities perceive and experience 

barriers to advancing in the sports industry. Furthermore, race was not a variable that was 
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explored in the demographic data collected within this study. In future research this variable 

should be explored further, to investigate other concepts in more detail such as privilege which 

was mentioned in the focus group. It would be interesting to see if perceptions differ for graduate 

students but also for people who are currently in and experiencing the sport industry. It would be 

interesting to conduct a longitudinal study of these students and follow them throughout their 

careers to see if and or when their opinions change regarding the glass ceiling barriers (i.e., 

denial, acceptance, resilience, and resignation). It would be interesting to follow the senior sport 

management students who stated that they would like to achieve senior leadership positions in 

their careers, as they advance in the sport management industry, to determine if and where 

women are failing or dropping out of the sport industry. Making specific notes on their sport 

background to see the influence that sport had on their desire to senior leadership would also be a 

topic worth considering. It would be interesting to follow the paths of women who secure 

sponsors and determine if they persevere and advance more at a higher rate than those who do 

not link with a sponsor. Studying organizations that have different human resource policies or 

workplace cultures to determine if it helps patch a “leaky pipeline” and results in more women 

qualifying for and advancing into more senior leadership roles in sport would be beneficial. 

Additionally, turning to the decision makers in these organizations to see how they feel social 

support networks would enhance the number of women in senior leadership positions, as well as 

to gain their perspective on equity, equality, diversity, and inclusion would enhance the literature 

base on this topic.   

If women and men equally want to achieve senior leadership positions at the 

undergraduate level, then further research needs to be conducted to determine where the drop off 

point is between their undergraduate degrees and achieving senior leadership. A study looking at 
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the effect of teaching and not teaching students about the barriers women face to advancement in 

the sport industry could be beneficial to see how the professors behaviour around the barriers 

influences the students learning of the barriers.  

Conclusions  

 

The results of this research confirm that the men and women undergraduate students in 

Canadian universities studying sport management have similar aspirations for senior leadership 

roles in the field upon graduation. However, they have different perceptions about the barriers 

that women may face as they attempt to advance into these roles. Additionally, the students 

professors are incorporating education of the realities a career in sport management entails, to aid 

in career progression for their students.   

The results of this study, coupled with the results of related studies in this area can help 

students better understand what might lie ahead of them, and allow them to adopt strategies to 

more effectively navigate their way in the industry. The results could also inform the teaching 

and mentorship strategies of professors who are committed to helping their students realize their 

career ambitions. Professors in sport management can better prepare their students to advance in 

their careers in sport leadership by increasing their awareness of the barriers that impede 

advancement, and how they especially impact the success of women. Finally, the results may 

help current and future leaders in the industry ensure that their human resource policies and 

workplace culture support and facilitate the principles of equality, equity, diversity, and 

inclusivity.   
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Appendix D  

University Overviews  

 

Brock University.  

Brock Universities motto is to “Experience. Success.” They have 120 programs available, 

a success rate of 96% in employment rates once students graduate, and 19,000 students enrolled 

(Welcome to Brock University, n.d.). Brock University has a multi-faceted understanding of the 

sport industry that influences their comprehensive curriculum and overall, expands the 

understanding of their student’s knowledge (Sport Management, n.d.). Being the only solely 

sport management program in Canada, they are able to offer a wide range of engaging the public, 

non-profit, and commercial sectors to maintain relationships for their students by staying in 

touch with their alumni (Sport Management, n.d.). Brock has three components to their degree, 

which include career opportunities, application through course work and field placements (Sport 

Management, n.d.).  

University of Waterloo.   

 The University of Waterloo has been ranked the most innovative university in Canada for 

27 years. It is the number one comprehensive research university for the eleventh consecutive 

year and is ranked number one in the world for student-employer partnerships (Home, 2019). 

Being the only school with a Recreation and Sport Business degree in Canada, they offer their 

students the number one opportunity for hospitality and leisure management research, as well as 

the opportunity to earn a Bachelor of Arts in Recreation and Sport Business (Discover 

Recreation and Sport Business, 2019). 
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Western University.  

 The University of Western Ontario offers Canada’s best student experience, they are first 

in North America for The Undergraduate Awards with the world’s leading undergraduate awards 

program, they have 5,800 international students from 128 countries, and have opportunities for 

students to go abroad to 40 countries in 170 programmes (“Department of Communications,” 

n.d.) The School of Kinesiology offers a range of courses in sport, recreation and active living 

management (that may be taken in conjunction with other KIN courses and programs or 

modules), an Honours BA Specialization in Sport Management, as well as Master's and Doctoral 

programs are available (Sport Management at Western, n.d.).  

University of Windsor.  

 

 The University of Windsor has over 200 majors and 50 minors for students to choose 

from when they are tailoring their academic experience, they have a low student-to-faculty ratio 

which enables students to find the program that they like and with professors who care for the 

students (“Future Students,” n.d.). They offer competitive edge learning opportunities that not 

only take place in the classroom, but outside of the classroom (“Future Students,” n.d.). Their 

Sport Management program is associated as a major under the Kinesiology program and it offers 

a variety of careers upon graduation with the degree ranging from a scientist to a sport marketing 

specialist (“Future Students,” n.d.).   
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University of Ottawa.  

The University of Ottawa has 550 undergrad and graduate programs for students to 

choose from in which they offer a high-quality education that encompasses learning outside of 

just a lecture hall (This is uOttawa, n.d). At the University of Ottawa the Sport Management 

program is found as a field in the School of Human Kinetics. They have five research areas as 

part of the description of the program which are: (a) Governance of sport organizations, systems 

and events; (b) Marketing, branding, and ambush marketing of sport organizations and evens; (c) 

Social and economic impacts, legacies, and leveraging of sport events; (d) Athlete development 

and experience in major sports events; and (e) Leadership and organizational culture in sport 

organizations (University of Ottawa, n.d.).  

 Mount Royal University.  

 Mount Royal University (MRU) was established in 1910 and offers various programs 

such as a Bachelor’s degrees, University transfer, diplomas, Certificates, and Community 

Service Learning Citation for multiple learners (Programs & Courses: MRU, n.d.). MRU offers a 

Sport and Recreation Management program with practical experience in business, program 

development, sport, athletic or recreation centre management, community development, and 

lifetime leisure. The Sport and Recreation Management program is a specialization under the 

Bachelor of Health and Physical Education. There are three research opportunities that MRU 

offers students expertise on which are: (a) Olympic bids – how to host the games; (b) Sport and 

recreation community program impact; and (c) marketing strategies within sport and recreation 

(Sport and Recreation Management: MRU, n.d).  
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University of Alberta.  

 The University of Alberta (UA) offers more than 200 undergraduate and over 500 

graduate programs for students to learn in. They also offer over 300 extension courses and 40 

credentialed programs for an additional variety of learning (University of Alberta, n.d). UA 

offers a Bachelor of Arts in Recreation, Sport, and Tourism with concentrations in Community 

Development, Sport and Recreation Management, and Tourism and Natural Environments. They 

also offer a practicum component to this program and a variety of courses for students to enroll 

in such as Sport and Leisure in Canadian Society: Sociological Perspectives and Human 

Resources Management in Recreation, Sport and Tourism in which these are both senior 

undergraduate courses (Bachelor of Arts in Recreation, Sport, and Tourism, n.d).   

 University of New Brunswick.  

 The University of New Brunswick (UNB) has been leading discovery and innovation 

since 1785. They offer a 15:1 student to faculty ratio, with over 230 years of history, and over 75 

undergraduate and graduate programs for students to choose from (About UNB, n.d.). UNB 

offers a Bachelor of Recreation and Sport Studies (BRSS) with an internship component as a part 

of the program. They offer three program streams: management, education, and wellness. They 

have connections in the management stream with various national or provincial recreation and 

sport organizations, the Commonwealth or Canada Games , Quebec Major Junior Hockey 

leagues teams, and Hockey Alberta. They also offer hands-on practicums in teaching, coaching, 

program delivery, and event coordination in the education stream. Finally in the wellness stream 

internships at Special Olympics, NB Power, the YMCA, and Government sport and recreation 

departments are available (Search UNB, n.d.).  
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University of Regina. 

 The University of Regina (UR) was established in 1974, although it has been Regina 

College since 1911 where the institution started as a high school. UR has nine faculties and 120 

undergraduate programs (University of Regina, n.d.). UR offers a Bachelor of Sport and 

Recreation Studies with a major in either Sport and Recreation Management (SRM) or 

Therapeutic Recreation (THRC). They offer students a variety of courses in both of these majors 

as well as in the discipline of Kinesiology (Bachelor of Sport & Recreation Studies, n.d.).  
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Appendix E  

Student Survey  

 
Assessing the Expectations and Perceptions of Undergraduate Sport 

Management Students to advance in Senior Leadership  

 

      Survey Form 
 

Letter of Information and Consent   

 

Project Title: Expectations and Perceived Barriers to Senior Leadership Positions in Sport 

Management: Perceptions of Undergraduate Students  

 

Invitation to Participate  

You are invited to participate in a research study about undergraduate sport management 

students’ perceptions and expectations to advance in their future careers. The perceptions and 

expectations received from the survey results will be analyzed for gender differences. This letter 

is to provide you with the necessary information to make an informed decision to participate in 

this study.     

 

Study Background 

The purpose of this study is to gain insight on student perceptions and expectations in advancing 

in their future careers and to explore the gender differences that may be present.    

 

Length of Study  

There is a survey for you to complete if you choose to participate in this study. It will take 

approximately ten minutes to complete the study, and your consent is assumed by submitting the 

completed survey.    

 

Risks 

You will be completing the study by an online survey operated by Qualtrics. When information 

is transmitted or stored on the internet privacy cannot be guaranteed. There is always a risk your 

responses may be intercepted by a third party (e.g., government agencies, hackers). Qualtrics 

temporarily collects your computer IP address to avoid duplicate responses in the dataset but will 

not collect information that could identify you personally.  It is possible that some of the 

questions that you will answer in the enclosed survey as a participant may cause emotional 

reactions. There are questions that pertain to barriers women may face when advancing in their 

careers, as well as gender issues in sport management and career aspirations that could be 
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upsetting for you as a participant. Please refer to the contact information at the end of this form 

to find a resource for these possible discomforts.   

 

Study Procedure  

If you agree to participate then you will be asked to answer as many questions as you can in the 

survey after clicking the next arrow.     

 

Benefits  

There are no direct benefits to you as a participant in participating in this study. However, the 

results of this research will help researchers to further understand the barriers that undergraduate 

sport management students perceive and expect when approaching and advancing in their future 

careers.    

 

Participant Withdrawal  

If you decide to withdraw from the study, you may do so at any time by leaving the survey. Due 

to the anonymous nature of your data, once your survey responses have been submitted, the 

researchers will be unable to withdraw your data.    

 

Confidentiality  

Your survey responses will be collected anonymously though Qualtrics (an online survey 

platform). The data will be entered into an excel spreadsheet and be stored on the researcher’s 

password protected laptop. The student will delete the data from her laptop at the conclusion of 

her degree and the PI will be responsible for long-term storage of the data. The data will then be 

deleted off of the researchers laptop upon graduation from her degree and it will be stored on a 

secure server at Western University and will be retained indefinitely and could be used for future 

research purposes by the PI (e.g., to answer a new research question). By consenting to 

participate in this study, you are agreeing that your data can be used beyond the purposes of this 

present study by either the current or other researchers. Please note that in the future a summary 

of the data collected from the survey results will be used as probing questions for focus groups. 

Professors from various Ontario University institutions will be participating in these focus 

groups to help us as researchers and professors to better understand how we can help 

undergraduate students in sport management advance in their careers.   The Research Ethics 

Board may require access in order to monitor the ethical conduct of the study. If the results of 

this study are published, only de-identified information will be made available.    

 

Compensation  

There is no compensation for participating in this study. Participation is completely voluntary, 

and we thank you for your time.    

 

Rights of Participants  

Your participation in this study is voluntary. You may decide not to be in this study. Even if you 

consent to participate you have the right to not answer individual questions or to withdraw from 

the study at any time. If you choose not to participate or to leave the study at any time it will 

have no effect on your academic standing. You do not waive any legal right by consenting to this 

study. By agreeing to participate in the study you are not waiving your legal rights or releasing 

the investigator(s) or involved institution(s) from their legal and professional responsibilities.  
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Contact Information  

If you have questions about this research study please contact the researcher. Please note that the 

“Good 2 Talk” helpline is a free confidential 24/7 365-day helpline for post-secondary students 

that you can call in a time of distress. They can be contacted at: 1-888 925-5454 to talk. If you 

have any questions about your rights as a research participant or the conduct of this study, you 

may contact the Office of Human Research Ethics (519)-661-3036, 1-844-720-9816, 

email: ethics@uwo.ca. The office oversees the ethical conduct of research studies and is not part 

of the study team. Everything that you discuss will be kept confidential.   

 

This letter is yours to keep for future reference. 

 

Q19 Thank you for participating in this research project looking at your perceptions and 

expectations of aspiring to senior leadership careers in the sport management field. There 

are no right or wrong answers, we are interested in your own perceptions and 

expectations.  

 

Q3 How do you identify? 

o Woman  (1)  

o Man  (2)  

o Non-Binary  (3)  

o Prefer not to say  (5)  

 

 

Q4 What year were you born? 

________________________________________________________________ 

 

 

Q5 What year are you in in your undergraduate program? 

o 3  (1)  

o 4  (2)  

o 5+  (3)  
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Q6 What program are you in? 

o Sport Management  (1)  

o Kinesiology  (2)  

o Other (please specify)  (3) ________________________________________________ 

 

 

Q22 Are you aspiring to attain a senior leadership role in your sport management career (e.g., 

President or Vice-President)? 

o Yes  (2)  

o No  (3)  

 

 

Q24 What school do you currently attend? 

o Western University  (1)  

o Brock University  (2)  

o Windsor University  (3)  

o The University of Waterloo  (4)  

o University of Alberta  (8)  

o Mount Royal University  (9)  

o University of Ottawa  (10)  

o University of Regina  (11)  

o University of New Brunswick  (12)  
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Q26 Pictured below are a number of men and women who hold senior leadership positions 

in sport in Canada. They are either vice presidents or presidents in sport organizations like 

the Montreal Canadiens, Winnipeg Jets, Saskatchewan Roughriders. Perhaps you are 

interested in this kind of role in the future.  

 

 
 

 

 

Q28 Please confirm that you have read the above slide.  

o Yes  (4)  

o No  (5)  
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Q27 The next portion of this survey measures your perceptions of the barriers that women 

may face while advancing in their career in sport management.  
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Strongly 

agree (1) 

Agree 

(2) 

Somewhat 

agree (3) 

Neither 

agree nor 

disagree 

(4) 

Somewhat 

disagree 

(5) 

Disagree 

(6) 

Strongly 

Disagree 

(7) 

Women face 

no barriers to 

promotions in 

most 

organizations. 

(1)  

o  o  o  o  o  o  o  

Women prefer 

a balance life 

more than 

gaining highly 

paid careers. 

(2)  

o  o  o  o  o  o  o  

Networking is 

a smart way 

for women to 

increase the 

chances of 

career success. 

(3)  

o  o  o  o  o  o  o  

Talented 

women are 

able to 

overcome 

sexist 

discrimination. 

(4)  

o  o  o  o  o  o  o  

Smart women 

avoid careers 

that involve 

intense 

competition 

with 

colleagues. (5)  

o  o  o  o  o  o  o  

Women are 

capable of 

making critical 

leadership 

decisions. (6)  

o  o  o  o  o  o  o  
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Women who 

have a strong 

commitment 

to their careers 

can go right to 

the top. (7)  

o  o  o  o  o  o  o  

Jealousy from 

co-workers 

prevents 

women from 

seeking 

promotions. 

(8)  

o  o  o  o  o  o  o  

Women and 

men have to 

overcome the 

same problems 

at the 

workplace. (9)  

o  o  o  o  o  o  o  

Even women 

with many 

skills and 

qualifications 

fail to be 

recognized for 

promotions. 

(10)  

o  o  o  o  o  o  o  

Women 

leaders are 

seldom given 

full credit for 

their 

successes. (11)  

o  o  o  o  o  o  o  

Women have 

the same 

desire for 

power as men 

do. (12)  

o  o  o  o  o  o  o  

Women have 

reached the 

top in all areas 

of business 

and politics. 

(13)  

o  o  o  o  o  o  o  
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Women 

commonly 

reject career 

advancement 

as they are 

keener to 

maintain a role 

raising 

children. (14)  

o  o  o  o  o  o  o  

Women in 

senior 

positions face 

frequent 

putdowns of 

being too soft 

or too hard. 

(15)  

o  o  o  o  o  o  o  

The support of 

a mentor 

greatly 

increases the 

success of a 

woman in any 

organization. 

(16)  

o  o  o  o  o  o  o  

If women 

achieve 

promotions 

they might be 

accused of 

offering sexual 

favours. (17)  

o  o  o  o  o  o  o  

Women are 

just as 

ambitious in 

their careers as 

men. (18)  

o  o  o  o  o  o  o  

Women are 

more likely to 

be hurt than 

men when 

they take big 

risks necessary 

for corporate 

success. (19)  

o  o  o  o  o  o  o  
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A supportive 

spouse/partner 

or close friend 

makes it easier 

for a women 

to achieve 

success in her 

career. (20)  

o  o  o  o  o  o  o  

Women are 

less concerned 

about 

promotions 

than men are. 

(21)  

o  o  o  o  o  o  o  

Motherhood is 

more 

important to 

most women 

than career 

development. 

(22)  

o  o  o  o  o  o  o  

Daughters of 

successful 

mothers are 

inspired to 

overcome 

sexist barriers. 

(23)  

o  o  o  o  o  o  o  

Women's 

nurturing 

skills help 

them to be 

successful 

leaders. (24)  

o  o  o  o  o  o  o  

Women 

leaders suffer 

more 

emotional pain 

than men 

when there is a 

crisis within 

their teams. 

(25)  

o  o  o  o  o  o  o  



 

 

 

 

111 

Women have 

the strength to 

overcome 

discrimination. 

(26)  

o  o  o  o  o  o  o  

Women reject 

the need to 

work 

incredibly 

long hours. 

(27)  

o  o  o  o  o  o  o  

Women 

starting 

careers today 

will face sexist 

barriers. (28)  

o  o  o  o  o  o  o  

Women 

believe they 

have to make 

too many 

compromises 

to gain highly 

paid positions. 

(29)  

o  o  o  o  o  o  o  

Successful 

organizations 

seek and want 

to retain 

talented 

female staff. 

(30)  

o  o  o  o  o  o  o  

Higher 

education 

qualifications 

will help 

women 

overcome 

discrimination. 

(31)  

o  o  o  o  o  o  o  

Even very 

successful 

women can 

quickly lose 

their 

confidence. 

(32)  

o  o  o  o  o  o  o  
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Women know 

that work does 

not provide 

the best source 

of happiness 

in life. (33)  

o  o  o  o  o  o  o  

Women 

executives are 

very 

uncomfortable 

when they 

have to 

criticize 

members of 

their teams. 

(34)  

o  o  o  o  o  o  o  

Being in the 

limelight 

creates many 

problems for 

women. (35)  

o  o  o  o  o  o  o  

The more 

women seek 

senior 

positions, the 

easier it will 

be for those 

who follow. 

(36)  

o  o  o  o  o  o  o  

It will take 

decades for 

women to 

reach equality 

with men in 

high level 

management 

positions. (37)  

o  o  o  o  o  o  o  

When women 

are given 

opportunities 

to lead they do 

effective jobs. 

(38)  

o  o  o  o  o  o  o  
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Women have 

the same 

desire for 

power as men 

do. (39)  

o  o  o  o  o  o  o  
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Appendix F  

Student Recruitment Script  

 

Initial Recruitment Script:  
 

Hi Dr.   

  

Thank you for your time and efforts in helping me collect data for my thesis. I know that Dr. X 

also appreciates your assistance. 

  

Could you please distribute the following to your students via email: 

  

This email is to introduce you to a study opportunity a 2nd year masters student in the Sport 

Management and Leadership program at Western University is conducting. We would appreciate 

your voluntary participation and the survey takes under 10 minutes to complete. This research 

study is looking at undergraduate sport management students’ perceptions and expectations to 

advance in their future careers. The survey can be found at this link. If you have any questions or 

are interested in learning more about the study please email the researcher. This study has 

approval from the University of Regina Research Ethics Board. 

 

   

Could you please let me know when you would be sending out the email and/ posting the slide so 

I can monitor the participant numbers from your class and follow-up with you once distributed. 

  

I thank you for your time and understanding to help me collect my thesis data. This is a unique 

situation and I am deeply grateful for your support and assistance. 

  

Researcher  

 

Follow-up Recruitment Script:  
 

Good Morning Students,  

  

We would appreciate your voluntary participation in a survey that takes under 10 minutes to 

complete. This research study is looking at undergraduate sport management students’ 

perceptions and expectations to advance in their future careers. The survey can be found at 

this link. If you filled out the survey last week please do not complete it again. If you have any 

questions or are interested in learning more about the study please email the researcher.  

  

Thank you for your time and help,  

  

Researcher  

 

 

 

https://uwo.eu.qualtrics.com/jfe/form/SV_0BNVx17WCExiw9D
https://uwo.eu.qualtrics.com/jfe/form/SV_0BNVx17WCExiw9D
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Appendix G 

Professor Recruitment Script 

 

Recruitment Script to Professors 
Dear Colleagues,  

 

I hope this email finds you well. You are receiving this email because you aided my thesis 

student in her data collection process for her thesis.  

We are now conducting part two of this study which involves a focus group discussion. In this 

discussion we will be looking at a summary of the survey results from part one and discussing 

how we can better educate, inspire, and execute our students to leadership positions in sport.  

If you are interested in hearing more about the study, please let me know and the researcher will 

be in contact with you. Your participation is completely voluntary. The time commitment to 

partake is approximately 45-60 minutes and the focus group will occur via Zoom sometime the 

week of May 4th between the hours of 9:00 am and 5:00 pm. 

 

 Thank you for considering participation in this study. 

 

 

Email Script for Participation  
 

Subject Line: Invitation to Participate in Research  

 

Hello Dr. ,  

 

Dr. X has informed me that you are interested in participating in the focus group that is part two 

of my thesis study. Please find some information on the study below:  

 

You are being invited to participate in a study that Dr. X and I are conducting. Briefly, the study 

involves participating in a forty-five to sixty-minute focus group.  

 

Please find attached a copy of the letter of Information. If after reading it you would like to 

participate in this study please click this link which will take you to a copy of the Consent form 

for you to sign electronically.  

 

Thank you,  

 

Researcher  

 

 

 

 

 

https://uwo.eu.qualtrics.com/jfe/form/SV_01z5SwTY1xx6lzn


 

 

 

 

116 

 

 

Appendix H 

Focus Group Letter of Information and Consent Form 

 

Focus Group Consent Forms 

Letter of Information     

Project Title: Expectations and Perceived Barriers to Senior Leadership Positions in Sport 

Management: Perceptions of Undergraduate Students            

               

Invitation to Participate  

 You are invited to participate in a research study to determine ways to inspire, educate, and 

execute students to senior leadership positions in sport. Due to your position as a University 

professor, your knowledge and expertise will have valuable contribution to our focus group. A 

survey was distributed to yours and other undergraduate students across Canada who were 

enrolled in a sport management course this term or were sport management or kinesiology 

students. Their perceptions and expectations for women to advance to senior leadership positions 

were analyzed for gender differences and to see if their perceptions of the barriers influenced 

their desire to achieve senior leadership positions in their future. These results will be discussed 

to determine ways to inspire, educate, and execute students to senior leadership positions in 

sport. Therefore, you are eligible if your class was recruited, for the survey that will be discussed 

in this focus group. This letter is to provide you with the necessary information to make an 

informed decision to participate in this study.   

 

Study Background 

 The purpose of this study is to determine ways to inspire, educate, and execute students to senior 

leadership positions in sport. 

 

Length of Focus Group 

 There is a focus group for you to participate in if you choose to participate in this study. It will 

take approximately forty-five to sixty minutes to complete the study. If you choose to participate, 

you will be notified via email and provided with the date, time, and meeting ID for the focus 

group. This letter of information is yours to keep. If you would like to participate after reading 

this letter please sign the consent form that follows.    

 

Risks 

 The possible risks and harms to you include the risk of participating in an online meeting room 

and some of the questions asked during the focus group may cause distress. These risks are 

outlined here. You will be participating in the study via an online meeting room operated by 

Zoom. When information is transmitted or stored on the internet privacy cannot be guaranteed. 

There is always a risk your responses may be intercepted by a third party (e.g., government 

agencies, hackers). Zoom temporarily collects your computer IP address but will not collect 

information that could identify you personally. It is possible that some of the questions that you 

will answer during the focus group as a participant may cause emotional reactions. There are 
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questions that pertain to barriers women may face when advancing in their careers, as well as 

gender issues in sport management, and career aspirations that could be upsetting for you as a 

participant. Please refer to the contact information at the end of this form to find a resource for 

these possible discomforts.   

 

Study Procedure  

 If you agree to participate then you will be asked to log into the Zoom meeting room with the 

specific Zoom ID 15 minutes prior to the time of the meeting. From then you will be asked to 

introduce yourself using your first and last name. There will be approximately four questions 

asked in this focus group after a short presentation of the survey summary results. You will be 

asked to answer as many questions as you can in the focus group. During this meeting you will 

be both audio and video recorded. If you do not want to be audio and video recorded you may 

not participate in this study.    

 

Benefits  

 The possible benefits to you may be new teaching strategies to incorporate into your lectures as 

a professor, as well as new ways to inspire and execute your students to leadership positions in 

industry. The results of this research will also help other researchers (including you) to further 

understand teaching and leadership strategies that undergraduate sport management students 

could benefit from when approaching and advancing in their future careers.     

 

Participant Withdrawal  

 You have the right to withdraw from the study at any time. However, in the event you choose to 

withdraw from the focus group during or after the session, we cannot guarantee that comments 

made in the focus group session will be removed from researcher’s notes as it is an active 

discussion and we will be unable to reliably track who said each comment.    

 

Confidentiality  

 Your focus group responses will be collected via a zoom meeting recording and notes through 

the primary investigators of this study. While we do our best to protect your information there is 

no guarantee that we will be able to do so. When you speak your response will be noted with 

your initials. Following the meeting the data will be coded for themes. Please note that this will 

mean that your data is not anonymous. Once the video recording is no longer needed and all 

information has been coded the video recording will be deleted. The coded data will be entered 

into an excel spreadsheet and be stored on the researcher’s password protected laptop. The 

student will delete the data from her laptop at the conclusion of her degree and the PI will be 

responsible for long-term storage of the data on a secure server at Western University and will be 

retained indefinitely and could be used for future research purposes by the PI (e.g., to answer a 

new research question). If the results of the study are published, your name will not be used. By 

consenting to participate in this study, you are agreeing that your data can be used beyond the 

purposes of this present study by either the current or other researchers. The Research Ethics 

Board may require access in order to monitor the ethical conduct of the study. If the results of 

this study are published, only de-identified information will be made available.   Compensation  

 There is no compensation for participating in this study. Participation is completely voluntary, 
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and we thank you for your time. You will receive a copy of the summary article once completed 

by the researchers via email.    

 

Rights of Participants  

 Your participation in this study is voluntary. You may decide not to be in this study. Even if you 

consent to participate you have the right to not answer questions or to withdraw from the study at 

any time. You do not waive any legal right by consenting to this study. By agreeing to participate 

in the study you are not waiving your legal rights or releasing the investigator(s) or involved 

institution(s) from their legal and professional responsibilities.   

 

Contact Information  

 If you have questions about this research study please contact the supervisor. Please note that 

the “Crisis Services Canada” helpline is a free confidential 24/7 helpline for adults that you can 

call in a time of distress. They can be contacted at: 1-833-456-4566 to talk. If you have any 

questions about your rights as a research participant or the conduct of this study, you may 

contact the Office of Human Research Ethics (519)-661-3036, 1-844-720-9816, 

email: ethics@uwo.ca. The office oversees the ethical conduct of research studies and is not part 

of the study team. Everything that you discuss will be kept confidential.    

 

This letter is yours to keep for future reference. 

 

Q11 Please enter your first and last name:  

________________________________________________________________ 

 

Q4 I agree to have my name used in the dissemination of this research. 

o Yes  (1)  

o No  (2)  

 

Q5 I consent to the use of personal, identifiable quotes obtained during the study in the 

dissemination of this research.  

o Yes  (1)  

o No  (2)  

 

Q6 I consent to the use of unidentified quotes obtained during the study in the dissemination of 

this research.  

o Yes  (1)  

o No  (2)  
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Q7 I agree to have my [other directly or indirectly identifiable information; e.g., professional 

title, organization names, institution names, your personal name, names of people or students 

mentioned, etc.] used in the dissemination of this research.  

o Yes  (1)  

o No  (2)  

 

Q8 I consent to the use of my data for future research purposes.  

o Yes  (1)  

o No  (2)  

 

Q12 Please provide your signature below:  

 

 

 

 

Q13 Please provide the date:  

________________________________________________________________ 

 

Q14  

Thank you for taking the time to sign the consent forms. We will be in touch to let you 

know the  zoom meeting ID.    
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Appendix I 

Focus Group Questions 

 

As a follow up to the survey data, Part B this study will be a focus group. This 

component will include a set of two focus groups to round out the study’s data. Four professors 

will be participating in these focus groups and they will last up to one hour in length each. In 

these focus groups the analyzed results of the CPS surveys will be discussed. The second part of 

the focus group will be focused on what the professors are doing to prepare their students for 

their careers and how they are doing this. To add, future directions will be discussed as to how 

professors in sport management can help to better prepare their students to advance in their 

careers and address their expectations and perceptions when advancing. The questions that will 

be specifically asked in each focus group are below:  

1A. In 30 seconds → Introduce yourself, your school, how long you have been teaching in sport 

management at the undergraduate/graduate level 

1B. What is your sense of the career progression prospects for your graduates? 

1C. Do you think that the situation has improved or become more challenging throughout the 

years? 

2. What is your reaction to the quantitative results? 

3. Do you think your female graduates have advantages or disadvantages when it comes to 

gaining entry-level roles in the sports industry? 

4. Do you think your female graduates have advantages or disadvantages when it comes to 

advancing to senior leadership roles in the sports industry? 

5. Do you feel that university professors have a role to play in helping our students understand 

the barriers to inclusion that some of our undergraduates may face? 
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6. What strategies do you currently employ in your teaching that might be helpful to breaking 

down some of the barriers that some women suggest impacts their entry/advancement into roles 

in the sport industry? 

7. Do you have any final comments/suggestions? 
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Appendix J  

Focus Group Presentation 
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Appendix K 

Mind Map One 
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Appendix L 

Mind Map Two  
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Appendix M 

Mind Map Three 
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Appendix N 

Educating the Barriers to Advancement Infographic 
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Athlete, Triathlon Club of Burlington, Burlington, Ontario  

 

Team Leader Impact Experience Fall Reading Break                            November 5th to 8th, 2019   

Alternative Spring Break, Habitat for Humanity London, Western University, London, Ontario  

 

Member, Society of Graduate Students Rep, Seminar Leader                     September 2018 to May 2019 

Kinesiology Graduate Students Association, Western University, London, Ontario  

 

Co-Team Leader Alternative Spring Break Experience                      October 2018 to March 2019  

Alternative Spring Break, ISL Colombia, Western University, London, Ontario  

 

Member, 4th Year Rep, Secretary, Event Coordinator, 3rd Year Rep                                                                     September 2016 to April 2018  

Kinesiology Students Association, Brock University, St. Catharines, Ontario 

 

 

 



 

 

 

 

134 

SCHOLARSHIP, ACADEMIC HONOURS AND AWARDS 

 
Western Graduate Research Scholarship, Western University                                         2019 

 

Most Improved Athlete, Triathlon Club of Burlington                   2019   

 

Packianthan Chelladurai Award, Western University                     2019  
 

Western Graduate Research Scholarship, Western University                                         2018 

 

Graduate with Honours, Brock University                           2018 

 

Brock University Entrance Scholarship, Brock University                  2014 

 

Graduated with Honours, Westmount Secondary School                                2014

  

Bronze Female Athlete of the Year, Westmount Secondary School                 2014 

 

Highlander Wildcat Leadership Award, Westmount Secondary School                 2014 
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