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Executive Summary
In sport, gender equity remains a goal and not yet a mission accomplished.1
Canadian Women & Sport’s Gender Equity Playbook (“the Playbook”) advances
gender equity in sport by helping sport organizations examine and align their
policies, processes and programs using an intersectional gender lens.
Due to institutional barriers, girls, women and other
equity-deserving groups often don’t feel valued, seen,
safe or heard in sport. The Playbook takes a tailored
approach to help organizations advance gender equity,
diversity and inclusion by identifying and understanding
gaps and building competency to address them.
This report provides sport leaders, funders and partners
an inside look at the Playbook process and the state
of gender equity within a cross-section of Canadian
National Sport and Multi-Sport Service Organizations
(the Playbook organizations). This report highlights
key learnings, triumphs, challenges and visions for
growth that can be used to inform policies, investments,
and actions broadly in the sport system. It is also an
opportunity to celebrate the commitment to real and
impactful change by the Playbook organizations.
Over 50 people across 14 sport organizations
completed the Playbook - a three-stage learning,
assessment and action planning process - between
January 2020 and March 2021. All data presented in this
report are derived from the Playbook activities and are
presented in aggregate form. As we continue to work
with additional organizations and follow the journey of
previous organizations, we look forward to building on
the data gathered to date to help understand the longterm impact of the Playbook.
Organizations identified the lack of women and other
equity-deserving groups in leadership roles and a need
to improve organizational conditions as the two most
common gender equity gaps and issues.

Key Areas of
Improvement Identified:
1. The underrepresentation of women
and people from other equitydeserving groups in governance,
leadership and coaching roles was a
key gap in the organizations.
2. Key issues surrounding
organizational conditions included
practices that privilege men, lack of
intentionality in the pursuit of gender
equity, diversity and inclusion, and
complacency with the status quo.
3. Gaps in gender equity, diversity and
inclusion practices across all six
organizational dimensions of the
Gender Equity in Sport Assessment
Tool (GESAT) indicate key areas
of improvement are not central to
one business operation but rather
gaps span across the full range of
organizational activities.

“The Gender Equity Playbook allowed our organization to create
a plan to address gender equity and diversity in our organization.
The Playbook translates the esoteric ideas into small attainable
actions that advance the organization.” – Playbook participant
3
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ORGANIZATIONS’ IDENTIFIED PRIORITIES ARE TO:
1. Address the underrepresentation of women and people from diverse groups
through setting clear target goals and developing recruitment strategies to
meet those goals
2. Focus on ensuring a vision, goals and policy for gender equity, diversity and
inclusion; training and support for stakeholders; and generating and using data
for informed action.
Positively, all Playbook participants feel empowered by
the Playbook experience to take on this challenge and
report they are highly committed to continue to grow
gender equity in their organizations and improve the
retention and advancement of women and girls in sport.

As reflected in the Playbook data, organizations are
not alone in needing support to advance gender equity
and much work still needs to be done. Continued
partnership and investment is required to meet the
Government of Canada’s goal of achieving gender
equity at all levels of sport by 2035.2

This report has been developed for:
1. Sport leaders and decision makers
sharing learnings, best-practices and actionable
tools no matter where you are in your gender
equity journey.
2. Funders and partners highlighting the need
for continued investment, policy and support to
enable real and long-lasting change.
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Introduction
In 2019, the Government of Canada set a target of achieving gender equality at all
levels of sport by 20352. Reaching this target requires significant commitment and
meaningful action by sport organizations and their leaders.
Research indicates that gender equity, diversity,
and inclusion results in improved organizational
performance and helps sport grow and adapt to meet
the needs of Canada’s diverse population3 - embracing
gender equity will improve sport for everyone.

However, while 92% of nationally
funded sport organizations believe
that gender equity is important or
essential 4 , organizations:
>> Struggle to understand their gender equity
gaps and to identify the root causes;
>> Lack clarity and confidence in what to prioritize
and what steps to take to create real change;
>> Find it difficult to independently review,
interpret and apply the available guidance to
their organization.

In response to these challenges,
Canadian Women & Sport endeavoured
to provide sport organizations with
customized, hands-on guidance to:

inclusion as a driver for success, and Future of Sport
Lab, Canadian Women & Sport developed and launched
the Playbook in 2019.
The Playbook is a comprehensive and collaborative
program that aims to build capacity and confidence
within organizational leaders, supporting them to
implement tangible and meaningful action.

Gender Equity is the process of
allocating resources, programs, and
decision making fairly to all genders
without discrimination, and addressing
any imbalances in the benefits available
to people of different genders. Canadian
Women & Sport uses gender as its first
lens of anti-oppression to advocate for
self-identifying women and girls.

>> Develop their understanding of gender equity
for women and girls in sport;
>> Deepen their commitment and broaden buy-in
to change;
>> Understand areas for action tailored to their
organization;
>> Create a specific and measurable plan for
moving forward.

The Gender Equity Playbook
(“the Playbook”)5 was designed and piloted

in 2019-2020 as a systematic, theory-driven
program of continuous learning towards systemic
change in and across Canadian sport organizations.
Collaborating with Ryerson University’s Diversity
Institute, with its 20+ years of research and impactful
programs that companies have used to harness
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Gender Equity Video

Intersectional Gender Lens
The Playbook applies an intersectional gender lens,
meaning gender is the first lens through which
organizational policy, program and processes are
examined, but this process is also grounded in the
principles and practices of diversity and inclusion.
For a more in-depth overview of this program, refer to
Appendix 1.5

We hope the information provided
inspires individual and collective
action to make systemic change.
Only through working together
can we ensure the full positive
benefits of sport are available to
all Canadians.

Playbook Process

1

Setting the Foundation:
The Gender Equity LENS

To build Playbook
participants’ understanding
and competence to apply
a gender lens in day-to-day
decisions.

2

Creating A Shared
Understanding:
organizational assessment
To provide Playbook organizations
the opportunity to identify gender
inequities, informed by multiple
sources of data, leading to a
recommendation report.
Key steps include:
>> Pre-assessment Survey
>> Gender Equity Assessment
& Consultation
>> Recommendation Report
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Identifying the Path
Forward: Action planning

To provide organizations with
tools and expert support to
create an evidence-based course
of action for measurable change.
Key steps include:
>> Pre-Action Plan Survey
& Consultation
>> Action Planning with
follow-up support

Participating Organizations
This report presents landscape
information from six National Sport
and Multi-Sport Service Organizations
(NSOs/MSOs) who completed the
Playbook pilot project phase in 20192020, and eight NSOs/MSOs who
completed the Playbook in 2020-2021,
for a total of 14 organizations.
Data in this report are aggregated
across the organizations. All data
shared here is from the Playbook
organizations, unless otherwise
indicated. The Playbook participants
held a variety of roles within the
organizations.

A mix of genders
participated in both
the assessment and
action phases, with
women comprising
about two-thirds of
participants.
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Profile

3.5%
OFFICIALS

3.5%
ATHLETES

5%
63.5%
STAFF

• Executive Director
• Staff Manager
• Senior Leaders

VOLUNTEERS

8%

NATIONAL
TEAM
COACHES

16.5%
BOARD
MEMBERS

Generally, the profile of participants for each organization stayed
consistent throughout the assessment and action plan phases, with
the exception of reduced involvement of board members in the action
planning phase.

1. Setting the Foundation:
The Gender Equity LENS

1

The Playbook process is grounded on principles of continuous learning – a critical
aspect to building sport leaders’ confidence and competence to take on this work
into the future. The Gender Equity LENS e-Learning Module6 is an opportunity for
participants to gain a baseline understanding of gender equity and to develop skills to
apply a gender equity lens in day-to-day decisions. The Gender Equity LENS is a key
activity for individuals to engage effectively in the subsequent phases of the Playbook.
211 members from participating Playbook organizations
completed the Gender Equity LENS e-learning module.
As a result of their engagement, participants reported
positive self-awareness of gender equity and most
individuals valued and recognized the importance of
gender equity as a strategic priority.

Participants understood how gender
equity can be a strategic priority for
sport organizations

93% VERY MUCH

3 ways to build your gender equity competence & confidence:
1. Take the Gender Equity LENS e-Learning
module and encourage others in your
organization to as well

2. Check-out the tools section of our
website for practical, do-it-yourself
learning and guide.

3. Contact us at Canadian Women & Sport for customized learning and solutions –
info@womenandsport.ca

9
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Setting the Foundation: The Gender Equity LENS

Key Gender Equity LENS e-learning module takeaways for participants included
principles and practices for gender equity, diversity and inclusion:
>> Enhanced understanding of equity and what it means to be equitable
>> How to apply a gender equity lens
>> The role of bias in policies and practices
>> The importance of awareness of equity, diversity, intersectionality and bias
As with any learning, live or virtual, true understanding and confidence with new knowledge comes with the use and
application of the information. For participants in the Playbook, this opportunity would come in the Assessment and
Action Planning stages.

My Takeaway from the Gender Equity LENS:
“Understanding that we all have unconscious bias that cause us
to make assumptions or create unintentional barriers.
Being aware of this is half the battle towards change.”
“Taking steps to address gender equity doesn’t have to be
overwhelming - it’s about identifying areas where you can make
changes, setting your focus, and developing and implementing
a plan - continuous improvement and learning!”

10
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2. Creating A Shared
Understanding The
organizational assessment

Together, Canadian Women & Sport and the Playbook organizations collect and
collate data and evidence about the organization’s policies, processes and programs,
identifying strengths and areas for improvement through a gender equity, diversity
and inclusion lens.

“What do you think?”: The Pre-assessment Survey
Each Playbook organization begins this process by sharing their perceptions about the organization’s gender equity gaps
through a pre-assessment survey. In this early stage, two themes arose from the data across the organizations:

1. Lack of women and other equitydeserving groups in leadership roles
A common perception across the Playbook organizations
was that there was an underrepresentation of women
and lack of diversity particularly on the Board of Directors
and in key coaching roles.

A balanced number of women and
men on boards expands innovation by
ensuring that multiple perspectives are
considered, particularly when faced
with complex decisions.7
Playbook Organizations’
Board Members

38%

WOMEN

47%

WOMEN

11

This is consistent with the
board representation across all
Canadian national and multisport organizations 4

Senior Leader Roles of
Participating Playbook
NSOs Organizations
These findings are consistent
with the senior leader
representation of Canadian
NSOs and MSOs 4
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2. Need to improve organizational conditions
A common perception across the Playbook
organizations was that it was challenging for women
to advance in the sport because of a “boys club”
that privileges men in the recruitment, selection and
succession for various roles.
>> Stereotyping and bias against women’s skills and
experience, and preference for (or against) a particular
style of leadership (particularly regarding coaching)
>> The organization is not intentional/active enough in
pursuing gender equity
Playbook participants perceived that within
their organization...

33%

Women and men have
the same opportunities.

43%

Men have more
opportunities than women.

10%

Women have more
opportunities than men.

14%
Unsure

2

Creating A Shared Understanding: The organizational assessment

Other perceived issues and gaps from the
pre-assessment survey included:
>> A lack of understanding of what a gender equity
lens is and how to use it, or complacency that “we’re
doing fine” on gender equity
>> Lack of equity and diversity training, and limited
policies and strategies to address inequity

“There are some attitudes of complacency or
lack of interest in exploring opportunities to
do better in this area. Because we are well
represented in some areas on a surface level…
many think there is no further work to do”

Representation doesn’t
equal inclusion
Organizations need to go beyond a
surface analysis of tracking numbers and
work to better understand and address
the inequities experienced by women and
other equity-deserving groups. Becoming
an empathetic ally is a great first step!
View Infographic

- Playbook participant

Taking a deeper dive: The Gender Equity Assessment
Next, organizations complete the Gender Equity in Sport Assessment Tool (GESAT)8, a tool that allows for a
comprehensive and systematic assessment of organizational processes, practices, and policies to identify growth areas.
The six GESAT dimensions were developed in partnership with the Diversity Institute (Dr. Wendy Cukier) and the
Future of Sport Lab (Dr. Cheri Bradish) at Ryerson University and derive from the Institute’s evidence-based Diversity
Assessment Tool (DAT), which is grounded in best practice. The Diversity Institute takes a holistic systems approach
to diversity and inclusion using the Ecological Model to map out the ecosystem.

The Ecological Model
Societal/macro
Sectoral/Meso
Organizational/meso

Individual/micro

THE 6 GESAT DIMENSIONS:
Government policy
Program Funding
Media Representation
Culture & Values
Sector & Discipline Norms
Organizational
governance and strategy,
leadership, metrics, HR,
value chain (programs,
funding, marketing
communications) culture,
outreach etc.
Individual knowledge
attitudes and behaviour
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1

Governance, Leadership,
and Strategy

2

Recruitment, Selection,
& Promotion

3

Values & Culture

4

Measurement &
Tracking Gender Equity,
Diversity, and Inclusion

5

Gender Equity &
Diversity Across
Organization Activities

6

Expanding the Pool
& Outreach

2

Creating A Shared Understanding: The organizational assessment

Canadian Women & Sport review the evidence submitted by each Playbook organization and facilitate two 2.5-hour
collaborative consultations with each respective organization. During the sessions, organizations can provide additional
context to the evidence they submit, providing Canadian Women & Sport with clarity and a deeper understanding of the
organizations’ policies, processes and programs. The consultation sessions also support the goal of continuous learning,
building Playbook participants’ knowledge of gender equitable practices.
The common gaps and strengths9 in the critical gender equity, diversity and inclusion practices outlined by the GESAT8
dimensions were aggregated across the Playbook organizations. The following sections outline the findings from the
Gender Equity Assessment.

1. Governance, Leadership, & Strategy
Governance, leadership and strategy provide the
direction and commitment needed to drive gender
equity, diversity and inclusion in organizations. These
elements also set out the accountabilities of the
organization and resourcing to deliver on them.
Many Playbook organizations indicated they have
one or more board members and senior staff who are
women or people from other equity-deserving groups.
Organization has board members and senior
staff leaders who are women and/or people from
other equity-deserving groups

93% YES
However, organizations having representation of the
range of stakeholders in the sport system remains an
area of growth:
Board members and senior leaders reflect the
diversity of the organization’s stakeholders in
the sport’s ecosystem in Canada

An additional area of growth is adopting policies with
implementation plans and strategic goals for improving
gender equity.
Organization has explicit gender equity
and diversity policies, or corresponding
implementation plans

15% YES 14% UNSURE
Organization has performance and compensation
for leaders tied to meeting gender equity and
diversity targets

7% UNSURE
Organization has specific strategic plan goals
to improve equity for girls and women and
people from other equity-deserving groups in
the organization

15% YES 14% UNSURE

22% YES 21% UNSURE

The “tone at the top” is critical to signaling
the importance of equity, diversity and
inclusion for everyone in the organization.
13
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Creating A Shared Understanding: The organizational assessment

2

2. Recruitment, Selection, Training
& Retention, Promotion, Termination
Fair and equitable Human Resource (HR) processes that
are transparent and include bias-mitigating mechanisms
are critical to improving diverse representation. Diverse
representation leads to better and more innovative
decisions, a better understanding of the target audience
and improved organizational reputation.

The Playbook participants reported a desire to adopt
best-practices in applying gender equity and diversity
lenses to their HR processes, however organizations
reported a lack of intentional gender equity and
diversity focus in their recruitment, hiring, and training:

Organization has gender equitable selection
committees

Organization has specific equity-deserving
groups recruitment strategy for:

Organization has training on bias-free hiring

23% YES

23% YES

Board & Staff

0% YES 7% UNSURE
Coaches & Officials

14% YES 14% UNSURE
Organization has succession planning with
gender equity and diversity considerations

7% YES
Organization has gender and diversity targets
for internships

0% YES

23% UNSURE

Organization has mandatory gender equity,
diversity & inclusion training for employees,
coaches, contractors or Board members

43% YES
Organization specifically targets women and
people from other equity-deserving groups in
recruitment efforts

23% UNSURE

14% YES 14% UNSURE
Organization tracks gender equity metrics in
employee separations

0% YES

Using an intersectional gender lens in HR practices ensures organizations are attracting
and retaining diverse perspectives, which will enhance decision making that reflects the
needs and experiences of the Canadian sport ecosystem.

14

WINNING PLAYS | 2021

2

Creating A Shared Understanding: The organizational assessment

3. Values, Culture – Policies, Culture, Flexibility & Support
Values and culture drive the day-to-day interactions that support true inclusion for women and other equitydeserving groups. Culture includes the take-for-granted assumptions and ways of doing in an organization - “how
we do things around here”. Putting an intersectional gender equity lens on organizational values and culture helps
ensure an inclusive environment that allows employees and members to do their best work.

Playbook organizations provided mixed evidence of specific policy and organizational supports for gender equity,
diversity and inclusion.
Harassment & Abuse Prevention Policy

100% YES
Code of Conduct & Ethics

100% YES
Flexible work arrangements

Three-quarters of the organizations
did not have implementation plans
in place for their Harassment and
Abuse Prevention, Code of Conduct
and Ethics, Accessibility or Safe
Sport policies (nor gender equity,
diversity and inclusion), or were
unsure if they did.

75%

On-site childcare or emergency day care services

100% YES

0%
Caregiver arrangements for daily work-life
while travelling for training and competitions

Did you know advancing
gender equity may be a
tool to help lessen genderbased violence and
champion safe sport?
View Infographic

0%
ROLE SHARING SYSTEM IN PLACE

0%
Pay equity policy

15%

Policies help to formalize culture and values. Implementation plans operationalize
an organization’s policies and commitment to gender equity and diversity. Without
implementation, policies are ineffective at creating conditions for equity.
15
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Creating A Shared Understanding: The organizational assessment

4. Measurement and Tracking Equity & Diversity
Equity and diversity measurement and tracking provide important support and insight about an organization’s
ecosystem for decision makers. Through these activities and systems of tracking, decision makers can understand,
monitor, evaluate and act on gender equity dynamics over time.

Across the participating Playbook organizations,
tracking and evaluating metrics, reporting the insights
and ultimately using the data to move forward on
gender equity, diversity and inclusion are seen as
critical but are incomplete practices:
Almost two-thirds of organizations engaged in tracking
and reviewing the number of girls, women and people
from other equity-deserving groups who engage in their
sport across a range of roles, however, less than a third
of organizations reported and acted on those results,
including benchmarking against other organizations.

Measurement & Tracking Equity & Diversity
Organizations that track and review # of girls, women
and people from other equity-deserving groups who
engage in their sport

62% YES
Organizations that reported and acted on those results,
including benchmarking against other organizations

22% YES
7% UNSURE
% of organizations

Employee engagement surveys to gain insight to the
experiences of women and people from diverse groups

0%

Equal pay audits or employee engagement
surveys with self-reported demographic data

AROUND 15%

Collecting and analyzing gender and diversity data helps identify or uncover any potential
gaps or inequities. This information can help organizations take a more targeted approach
to designing gender equity, diversity and inclusion strategies. In the absence of data and
discussion of the findings, inequity can proceed unchecked.
16
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Creating A Shared Understanding: The organizational assessment
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5. Gender Equity & Diversity Across Organizational Activities –
Research & Development, Program Delivery, and Communications
Embedding the principles and practices of gender equity,
diversity and inclusion across organizational activities
ensures women and other equity-deserving groups are
welcomed, safe and included in sport organizations.
Two-thirds of organizations were active in offering the
same number of program choices to women and men and
promoting (through accessible materials) information
about opportunities for all to be involved in different
aspects of their sport. However, many organizations
also struggled or simply neglected to consider gender
equity, diversity or inclusion across a range of related
organizational activities:

LEss
THAN

35%
of organizations
apply gender
equity and
diversity lenses
to the allocation
of resources

LEss
THAN

50%
take gender equity
and diversity into
consideration in
the organization’s
programs
or events

LEss THAN

25%

of Organizations
>> Consider or communicate the
importance of gender equity and/
or diversity in their procurement
processes and activities.
>> Communicate, or with any intent,
the importance of gender equity
and diversity in the organization’s
internal and external publications
>> Have a policy requiring inclusive
language and/or images in all
organizational communications
and promotional material

Reviewing communication practices, programs and events with an intersectional gender
lens helps organizations better understand the actions required to be inclusive and
relevant, especially when designing activities to meet the unique needs of girls, women,
and people from other equity-deserving groups.

The Value of Communicating Gender Equity, Diversity & Inclusion:
Achieve goals - Create alignment around
gender equity, diversity and inclusion goals

Improve culture - Improve buy-in when
asking folks to train and change behaviours

Coordinate efforts - Address deep-rooted
gaps in the sport to create more equitable
policies and practices

Expand the pool - Attract women and people
from other equity-deserving groups as
board, staff, volunteers and members

17
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Creating A Shared Understanding: The organizational assessment

6. Expanding the Pool & Outreach
Women and other equity-deserving groups face different individual, organizational and sociocultural barriers to
participation and leadership in sport. Gender equitable outreach strategies that aim to actively connect and engage
with diverse stakeholders and partners can help lessen access and inclusion barriers.

Expanding the pool was an area requiring growth for most organizations. The majority of organizations did not
consider gender equity or diversity in their partnership and outreach activities:
LESS THAN 25% of organizations considered or
communicated gender equity and diversity in:
Outreach, selection and assessment of potential
clients and partners

16% YES

OVER

75%

8% UNSURE

Philanthropic activities

18% YES

9% UNSURE

Women and girls make up more than
50% of the population but continue to be
underrepresented in sport. This stems
from a history of sport that has actively
excluded their participation. As a result,
organizations need to take an active
approach to include women and girls by
inviting, connecting, listening and valuing
them as participants and leaders in sport.

18
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OVER

50%

OVER

60%

of the organizations did not provide,
or it was not clear if they provide,
outreach to girls and people from
other equity-deserving groups in
schools or communities about
opportunities in the sport
did not consider the importance of
representation of women (& girls) and
people from other equity-deserving
groups in partnerships with educational
institutions (i.e., research, executive
education, training and development),
and another third were unsure whether
they did this or not

of the organizations did not work with
other institutions to support programs
to encourage women and people from
other equity-deserving groups to
participate in the organization (as a
member, athlete, coach, etc.)

Creating A Shared Understanding: The organizational assessment

2

Tailor-made: The Recommendation Report
Canadian Women & Sport then summarizes and analyzes the information gathered and provides each organization
with a summary Recommendation Report. Recommendations in the report offer evidence-based best practices
tailored to the unique needs of each organization to help them create gender equitable, diverse and inclusive sport.

ON AVERAGE, ORGANIZATIONS RECEIVED 53 RECOMMENDATIONS ACROSS THE SIX SECTIONS OF THE
GENDER EQUITY IN SPORT ASSESSMENT TOOL. RECOMMENDATIONS RANGED FROM AS FEW AS 32 TO AS
MANY AS 63. THE MOST COMMON RECOMMENDATIONS ACROSS THE ORGANIZATIONS ARE:

üüEstablishing/strengthening gender equity, diversity
and inclusion policies, related strategies and
implementation plans.

üü
üüEstablishing and enacting proactive recruitment

Increasing diversity in organizational leadership.

strategies aimed at women and people from other
equity-deserving groups.

üüMitigating (unconscious) bias in the selection process.
üüCollecting, analyzing and reporting on gender and
diversity data

üüUsing data for benchmarking progress and targetsetting

üüReviewing and evaluating programming and resource
allocation with a gender equity and diversity lenses.

HELPFUL GENDER EQUITY RESOURCES
Replace Canadian Women & Sport Logo with your logo and delete this text

Women in sPort LeadershiP
2021 SnapShot

GENDER EQUITY POLICY TEMPLATE
ORGANIZATION: _______________________________
Definitions
1. The following terms have these meanings in this Policy:
a) “Gender” - The socially constructed roles, behaviours, activities and attributes that a
society assigns to masculinity or femininity.
b) “Gender Equity” – the fair allocation of resources, programs, and decision making to
all individuals without discrimination on the basis of gender identity. Gender Equity
also involves addressing any imbalances in the benefits available to individuals of
different gender identities. For the purposes of this policy, when we consider gender
equity issues, we are referring to the experiences of all Individuals who identify as
girls and women.
c) “Individuals” – Individuals employed by or engaged in activities with, the
Organization including, but not limited to,, athletes, coaches, convenors, officials,
volunteers, managers, administrators, committee members, parents and guardians,
spectators at events, and Directors and Officers of the Organization.
Requirements for Gender Equity
2. Gender Equity requires:
a) Ensuring that everyone has access to a full range of opportunities to achieve the
social, psychological and physical benefits that come from participating and leading
in sport and physical activity;
b) Providing everyone with a full range of activity, program and leadership choices that
meet their needs, interests and experiences; and
c) Examining organizational practices and policies to ensure they do not hinder
participation or leadership based on gender.

Gender equity builds better sport. To encourage continued action on expanding representation of women in
decision making roles, Canadian Women & Sport and the E-Alliance surveyed all nationally funded sport organizations
to understand the composition of decision-making at National Sport Organizations (NSOs), Multisport Service
Organizations (MSOs) and Canadian Sport Institutes (CSIs).
Canadian sport Continues to make proGress. In a year where COVID-19 unfortunately sparked a “she-cession”
that threatened to roll back economic progress of women, it is encouraging to see key sport leadership roles held by
women either hold steady versus one year ago or move slightly up. But, while progress is exciting, at the current pace,
the national level of sport would not reach gender parity on boards until 20371 – 12 years past the Government of
Canada’s target date of 2024 for achieving gender-balanced boards. Intentional and sustained action is required.
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improved team collaboration2
Better understanding of a diverse end user3

caNadiaN sport orgaNizatioNs are MakiNg progress iN BriNgiNg geNder
diversitY to their Boards, With More WoMeN at the taBle versus four Years ago.
But, We still have Work to do:

57%

of nationally
funded sport
organizations
have yet to achieve
gender parity
on their board.

from
2020

30%

% of NSO/MSO/CSI

25%
20%

% OF WOMEN ON BOARD
2020
2021

15%
10%
5%
0
0-9%

10-19%

20-29%

30-39%

40-49%

50+%

3 in 4 organizations, with 4 new members this
year, are part of the “30% Club” – organizations
meeting the minimum threshold of women
holding board positions to realize the benefits of
diverse perspectives.2 And, a larger proportion
of sport organizations report having at least
30% women on their boards than in “corporate”
Canada, with a larger percentage of women
holding boardroom seats in national sport (40%)
vs TSX composite companies (28%) and a larger
proportion of organizations reporting at least
30% of their seats held by women (76% vs 40%)3

1 in 3

have fewer than 30% of women.

remember: equitable recruitment practices include reaching out to women directly for positions. Include women
on every slate.4

ensure equal speaking
opportunities for all directors and
showcase both genders as leaders
in communications, images and
leadership opportunities.

proactively recruit and invite
women. reach out to:
• institute of corporate directors
• canadian Women & sport
• athletes nearing retirement
• Women in your network outside
your sport

Check-out the
Women in Sport
Leadership Snapshot

university & college
coaches are women –
primarily in assistant roles.

one reason Why Women
are underrepresented:

Need More? Consider the Gender Equity LENS e-module
(womenandsport.ca/lens) or The Leading Edge
(womenandsport.ca under Resources)

Learn more
about gender
equitable boards

30%

of university & college
athletic directors
are women.

30%

of board chairs for
nationally funded sport
organizations are women.

unConsCious bias.

What is it? Unconscious bias is the automatic judgement our brain makes about people based on things we know
or assume about them, such as age, gender, skin colour, income or education.
Why it matters? If we don’t intentionally identify our unconscious biases, we run a risk of our biases impacting our
decision making, leading to unfairness against groups of individuals and harm our pursuits to improve inclusion in
sport and physical activity.

here are some of the types of unConsCious biases & hoW to CounteraCt them.
performanCe bias

attribution bias

We tend to underestimate women’s
performance and overestimate men’s. For
example, women are often hired on past
accomplishments while men are often hired
on “future potential”.

We see women as less competent than men,
so they receive less recognition for their
success, their success is often attributed
to help they receive and they receive more
blame for failure.
What you Can do: Understand that everyone gets help to
succeed in some form. Even with help, recognize that the
accomplishments are a result of an individual’s abilities.

likeability bias

maternal bias

We expect women to behave a certain way.
For example, we may describe a woman as
“too aggressive” in her leadership style while
men as described as “assertive”.
What you Can do: Consider carefully the power that
words have in how you describe people. Synonyms have
very different cultural meaning and acceptance.

for more on
unConsCious
bias:

1 Torchia, M., Calabrò, A., and Morner, M. (2015). Board of Directors’ Diversity, Creativity, and Cognitive Conflict: The Role of Board Members’ Interaction. International Studies of Management
& Organization, 45(1), 6-24.
2 Bear, J. B., & Woolley, A. W. (2011). The role of gender in team collaboration and performance. Interdisciplinary science reviews, 36(2), 146-153.
3 Center for Talent Innovation (2013). Innovation, Diversity, and Market Growth. Retrieved [March 19, 2020] from http://www.talentinnovation.org/publication.cfm?publication=1400.

Access GE
policy template

1 in 4

What you Can do: Establish selection criteria based on
skills before recruitment begins and a standard scoring
grid for all decision makers to use.

if Your Board is lackiNg WoMeN,
here are 3 ways to bring them to the table!

develop a skills matrix that
includes gender as a key
consideration.

Create leadership opportunities by intentionally
Countering our bias
Women are underrepresented aCross all elements of sport leadership.
Consider that just:

higher creativity1

Board LeadershiP

UP

but this progress isn’t being felt by all: there are still 9 sport organizations that either have no women or only
1 woman at the board room table.

See: https://womenandsport.ca/gender-equity/what-is-gender-equity/

research has coNsisteNtlY proveN that diverse Boards are stroNger Boards.

CUrrent LandsCaPe

3. Gender Equity does not require:
a) Making the same programs, education, training, resources and facilities available to
all individuals. Some may be the same as those offered to one gender, some may be
altered, and some may be altogether different to satisfy the requirements for equity.
Benefits of Gender Equity1
4. The Organization recognizes the following benefits of gender equity:
a) Attracting more girls and women to sport and physical activity enhances the revenue
base and increases the market segment to which the sport appeals;
b) Fully representing the population base and tapping the resources of every member
results in a larger, stronger and more effective organization;
c) Skilled girls and women can provide the organization with an important, larger talent

nsos:

Make Your Board Better through diversitY

Incorrect assumptions about career
commitment due to motherhood, which may
cause us to dismiss women for opportunities.
What you Can do: Don’t make assumptions. Ask the
candidate directly.

Gender Equity LENS: womenandsport.ca/lens
Catalyst: https://www.edx.org/course/unconscious-bias-from-awareness-to-action-2
Implicit bias test: https://implicit.harvard.edu/implicit/takeatest.html
Lean In: 50 ways to fight bias: https://leanin.org/gender-bias-card-program

Sources: Canadian Women & Sport, The Rally Report, 2020. • Ryerson University, https://www.ryerson.ca/content/dam/equity/documents/Types-of-Unconscious-Biases-and-Ways-to-Counteract.pdf
Lean In, https://leanin.org/gender-bias-cards/grid/bias-overview/

Learn more
about bias

We’re here to help

19

WINNING PLAYS | 2021

2

Creating A Shared Understanding: The organizational assessment

“We’re still in the beginning phases of making
changes but the biggest thing I’ve noticed is more
enthusiasm among those that participated in terms
of achieving the recommendations.”
- Playbook participant

The Playbook data highlight the underrepresentation
of women and other equity-deserving groups in
sport organizations, especially in leadership roles.
Intentional and targeted effort to recruit and retain
women combined with gender equitable hiring practices
will help to ensure sport organizations reflect the
diversity of stakeholders and sport’s ecosystem in
Canada. As identified, organizations must also address
organizational conditions to allow members and
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employees to do their best work including formalizing
an inclusive culture through policies. Tracking data with
an intersectional gender equity lens can help support
these initiatives.
Women need to be actively encouraged to join
and ascend in sport organizations as participants
and leaders while ensuring the conditions of the
organization are right to support and sustain them.

3

3. Identifying the Path
Forward: Action Planning
Through a shared understanding, built throughout the assessment, consultation and
recommendation process, the organizations move to the final Action Planning phase
of the Playbook with continued consultation, support and feedback from Canadian
Women & Sport.

Creating a Shared Vision: Pre-Action Plan Survey & Consultation
In an important visioning exercise before determining their strategic priorities for gender equity, diversity and inclusion,
organizations are asked to reflect on the most important changes they would like to see within the organization over the
next 5-10 years and how gender equity could help their organization.
The following themes were identified by the organizations:

The most important changes within our organization over the next 5-10 years will be:

1

Improved/balanced
representation of women
and diverse individuals
at all levels and roles
across the sport with a
particular focus on women
in coaching
athletes
officials
coaches
medical staff
admin staff
senior leadership
board of directors
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2

Organization conditions
that support gender
equity and diversity,
including:

üüA safe/welcoming environment

supported by culture of trust and
respect

üüRobust gender equity, diversity

and inclusion policy, and all
policies with gender equity and
diversity lenses

üüIntentional and sustained

equitable resource allocation,
professional development, and
gender equity and diversity
training on best practices

üüTransparent recruitment,

selection and promotion
practices, that increasingly
draw from the pool of athletes
in a sport

3

Taking a leadership role in
our sport, and across the
Canadian sport landscape,
in advocating for and
modelling gender equity,
diversity and inclusion
policies and practices.

3

Identifying the Path Forward: Action Planning

Gender equity & diversity can help our organization with:
>> Increasing organizational performance through
more balanced, representative and diverse
perspectives for better decision making and
problem solving

>> Improving organizational image and reputation
by eliminating the impression of being maledominated, and showcasing the growth and
integrity of the organization

>> Modelling diversity and representation that
encourages girls, women and people from other
equity-deserving groups to be involved at all
levels and roles of the organization

>> Enhancing stakeholder benefits as athletes
are able to work with both men and women,
women coaches and administrators have an
opportunity to grow to their potential, and the
organization aligns value-wise with partners and
the community

>> Promoting growth and development of the sport
through increased trust in the organization and
pride in the sport, increased inclusion of current
stakeholders, attraction of future stakeholders

From Insights to the Winning Play: Action Planning
Based on a solid understanding of their organizational gaps as indicated in the Recommendation Reports and
efforts underway to establish a clear gender equity vision, each Playbook organization reviews their report and are
asked to prioritize the recommendations. From the prioritized list, organizations identify the top three areas to focus
on for their action planning sessions with Canadian Women & Sport.

Looking across THE Playbook organizations,
the priority areas are consistent with what
the organizations identified in the assessment
process as gaps and issues:
1. Underrepresentation of women and people from
other equity-deserving groups.
2. Improving the organization conditions for gender
equity, diversity and inclusion.
To address these priorities, with the support of
Canadian Women & Sport staff, each organization
identified and developed customized actions that would
help it advance gender equity and diversity. The themes
that arose from those actions are presented here:

Addressing
underrepresentation:
>> Establish target goals of a minimum level of
representation of women and members of other
historically underrepresented groups on key
committees, the Board, as senior leaders, and
as coaches and officials
>> Develop recruitment strategies and plans, with a
particular focus on increasing women in coaching,
and increasing the diversity of the Board
>> Establish/revise nomination and selection
committees and policies, and succession
plans, with gender equity and diversity lenses

“From the action planning session we were able to provide our Board with specific and
measurable goals supported by data which facilitated the creation of a Board committee
with a focus on gender equity and diversity.” – Playbook participant
22

WINNING PLAYS | 2021

3

Identifying the Path Forward: Action Planning

Improving the organization
conditions:
>> Establish/commit to a vision and goals of
gender equity, diversity and inclusion
>> Involve, inform, and educate all stakeholders,
and partners, in the sport’s ecosystem about
the organization’s vision and goals
>> Revisit/revise gender equity, diversity and
inclusion policies, and all policies with gender
equity and diversity lenses
>> Promote/mandate gender equity and diversity
training, for all stakeholders
>> Provide financial and work-life support for
women in leadership and coaching roles
(including their development)
>> Generate and utilize data to understand
and improve the participant, coaching and
leadership experience of women and people
from other equity-deserving groups
>> Encourage the engagement of people from
equity-deserving groups throughout the sport
through increased visibility and equitable
resource allocation

So often organizations look to develop standalone
programs, events or initiatives for women and girls and
people from other equity-deserving groups, rather than
address the underlying structural inequities. Positively, the
findings indicate organizations are looking inward to make
change first before embarking on external strategies.
By establishing good internal policies, processes and
programs, organizations will continue to build their
competence and confidence to explore and solve for other
gender equity gaps. Canadian Women & Sport offered
a longer list of recommendations for organizations.
Playbook organizations are encouraged to start with their
priority areas and to address other organizational gaps as
they continue on their gender equity and diversity journey
of learning and advancement.
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A Journey of Continuous
Learning & Growth:
The Playbook [in] Review
In addition to guiding organizations to a tailored, actionable plan for gender equity,
diversity and inclusion, the Playbook is successful in promoting continual learning.
Continual learning encourages honest reflection and an openness to personal and
professional development through a no-judgement approach.

95% of Playbook participants learned new
information about gender equity and diversity
as a result of the Playbook process

Large majority of Playbook participants (97%)
will promote the Gender Equity Playbook among
staff, members and partners

95%
Over 50% learned specific skills about gender
equity and diversity that they can apply

97%
All participants felt they are fairly or very
confident that they can implement the ideas

50%

100%

Six months post-Playbook, the 2019-2020 Playbook participants reported they
personally were highly committed (or continuing to grow in their commitment) to:
>> gender equity in sport and physical activity as a priority
>> promoting the advancement of women in sport and physical activity
>> the retention of girls in sport and physical activity
At the time of this report, four of the six 2019-2020 Playbook organizations completed the 6-month survey reporting
they had commenced activities associated with their Playbook Action Plans.
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In Summary
The level of motivation and
commitment shown by
the participating Playbook
organizations and their leaders is
evidence of tremendous progress
toward creating the conditions
required for real and meaningful
change to happen. The data
and feedback gathered from the
Playbook process highlights
the positive impact the program
plays in enhancing organizations’
capacity to turn that motivation
into effective action.

Although work is underway broadly to
address organizational and sociocultural
barriers to gender equity, diversity
and inclusion, the two major areas
for improvement among the Playbook
organizations include:
1. The Underrepresentation of Women
as Leaders
2. Organizational Conditions
These issues and their solutions are complex and
interconnected. The data gathered in this report
suggests there is still much work to do across all
aspects of sport organizations. Bringing women
into organizations requires specific strategies and
conditions to ensure they feel valued and will remain in
the organization as participants and leaders.
Gender equity, diversity and inclusion are ongoing
processes and require a commitment from all
individuals in our sport system in all roles and at
all levels. For example, the Government of Canada
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has committed to gender equity on boards by 2024,
however, recent data suggests our current rate
of change won’t get us there until at least 2036 4.
Advancing gender equity within the sport system
requires strong, continued government and partner
support to ensure deep and lasting change. If we are to
reach gender equality at all levels of sport in Canada by
2035, we must act now and persist over time to realize
the intended results.
The Playbook’s progressive phases and activities with
expert support strives to expedite progress on achieving
this important call to action by promoting engaged
voices, continual learning, and collective responsibility.
It helps to empower organizations and leaders with the
knowledge, motivation, competence and vision to create
safe, welcoming, and inclusive opportunities. We are
encouraged by the outcomes of this program, value the
opportunity to use this data to continue to improve it
and look forward to working with more organizations
to support them in their gender equity, diversity, and
inclusion journeys.
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Appendix 1
The Gender Equity Playbook
The Gender Equity Playbook is a comprehensive service offered by Canadian Women & Sport to educate, assess and
create tangible action to improve the quality and effectiveness of sport and physical activity organization’s policies,
programs, and processes in advancing gender equity, diversity and inclusion. It involves three continuous and
progressive phases:

1

Setting the Foundation:
The Gender Equity LENS

To build Playbook
participants’ understanding
and competence to apply
a gender lens in day-to-day
decisions.

2

Creating A Shared
Understanding:
organizational assessment
To provide Playbook organizations
the opportunity to identify gender
inequities, informed by multiple
sources of data, leading to a
recommendation report.
Key steps include:
>> Pre-assessment Survey
>> Gender Equity Assessment
& Consultation
>> Recommendation Report

3

Identifying the Path
Forward: Action planning

To provide organizations with
tools and expert support to
create an evidence-based course
of action for measurable change.
Key steps include:
>> Pre-Action Plan Survey
& Consultation
>> Action Planning with
follow-up support

Phase 1 Setting the Foundation: The Gender Equity LENS

During this phase, participants from sport organizations that are engaged with the Playbook complete the Gender Equity
LENS e-learning Module*. Based on Gender-Based Analysis+, the module assesses and builds individual understanding
about gender considerations and how to apply an intersectional gender lens in the creation of policies and programming,
and in the leadership and delivery of sport. A post-module survey tracks learning and perceptions across participants.

Phase 2 Creating a Shared Understanding: Organizational Assessment

In this next phase, the current landscape of gender equity, diversity and inclusion in the organization is assessed through
several activities, and supported by a collaborative consultation process with Canadian Women & Sport. A team of
organization stakeholders, including two point people, representing the board, senior leadership, staff, coaches, officials,
athletes, and volunteers is expected and encouraged to be engaged in this and each phase of the Playbook. Canadian
Women & Sport offer guidance as to who should be involved. This ensures active voices throughout the process
representing a variety of perspectives and levels of the organization.
The data collection processes include:
>> Organization background data - The organization’s background and context is outlined as a starting point
for change through the Playbook process, with information collected from the organization and from publicly
available data.
>> Pre-Assessment - A “pre-assessment survey” is completed by the organization’s stakeholders, who share
perceptions about the context of gender equity, diversity and inclusion in their sport.
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Appendix 1
>> The GESAT - The Gender Equity in Sport Assessment Tool8 (GESAT©)* is also completed by organization
stakeholders, in consultation with Canadian Women & Sport during two half-day sessions. The GESAT provides
a robust measure of strengths and gaps across six dimensions that are fundamental to meaningful equity,
diversity and inclusion (Governance, Leadership and Strategy; Recruitment, Selection and Promotion; Values and
Culture; Measurement and Tracking; Gender Equity and Diversity Across Organization Activities; Expanding the
Pool and Outreach). Organizations are encouraged to identify “leads” who then consult and seek support from
others in the organization to ensure accuracy of information across the different sections of the GESAT.
With these three sets of insights, and in collaboration with the organization, Canadian Women & Sport generates a
Recommendations Report that outlines next steps for change tailored to each organization to address their gender
equity, diversity and inclusion gaps.

Phase 3 Identifying the Path Forward: Action Plan

During this final phase of the Playbook, the organization engages in evidence-based planning, outlining a course of action
to create measurable change. Collaboration with Canadian Women & Sport means continued guidance and support,
and opportunity for discussion and feedback with experts outside the organization. This includes a facilitated workshop
session with the key leaders and stakeholders who make up the organization’s Playbook team.
The phase begins with a pre-action planning activity that helps to focus the organization on its vision for gender equity,
diversity and inclusion. This is followed by identifying strategic priorities, and related critical steps, drawing from the
recommendations for change provided by Canadian Women & Sport. The result is a tailored, evidence-based action
plan for meaningful change that has a high degree of consensus and commitment behind it, and which continues to be
supported by Canadian Women & Sport for any follow-up needs.
Overview of Activities & Timelines
Setting the Foundation: The Gender Equity LENS
>> Gender Equity LENS e-learning Module
• 1 hour to complete, individually
• Playbook team members to complete within 30
days of initiation
Creating a Shared Understanding: Organizational
Assessment
>> Background research
• Completed by each organization’s Playbook team
and Canadian Women & Sport consultant, with
discussion
>> Pre-Assessment Survey
• Completed by Playbook organization team
members within a week
>> GESAT and Recommendations Consultation
• Completed by Playbook organization team (up to
3 weeks)

• Followed by two half-day consultation sessions
with Canadian Women & Sport
>> Recommendation Report
Identifying the Path Forward: Action Plan
>> Pre-Action Plan Survey and Consultation
• Completed by Playbook organization team
members at outset of action planning sessions
held over two half-days with Canadian Women &
Sport
>> Action Planning
• Developed during the two half-day consultation
sessions, finalized on own (with any feedback
provided, as requested, from Canadian Women &
Sport)
>> Follow-up Consultation
• 30 to 60 minute call with Canadian Women &
Sport

Measurement & Evaluation
One month and six months following the completion of all Playbook phases, participants complete online evaluations
to assess the impact of the Playbook on their knowledge, skills, attitude, motivation and confidence to advance gender
equity, diversity and inclusion. They are also asked about their organization’s commitment to the process at those points
post-Playbook. Canadian Women & Sport plans to continue collecting information from Playbook organizations to assess
the long-term impacts of the initiative.
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Appendix 2
The Gender Equity LENS e-learning Module
The Gender Equity LENS e-Learning module is a prerequisite for participating in the Playbook process. Hosted on
the Respect in Sport platform, the module was created to increase sport stakeholders’ understanding of gender
considerations in sport and enhance their competence in applying an intersectional gender lens to the creation of
policies and programming, and in the leadership and delivery of sport.
Canadian Women & Sport encourage organizations to offer the training to those individuals involved in the Playbook
and up to 50% of the organization’s key stakeholders (e.g., board members, staff, coaches, volunteers, etc.)

GENDER

EQUITY

LENS

The Gender Equity in Sport Assessment Tool (GESAT)
The GESAT is a comprehensive framework used to evaluate organizational processes, practices, and policies with equity,
diversity and inclusion lenses. Canadian Women & Sport partnered with the Diversity Institute (Dr. Wendy Cukier) and the
Future of Sport Lab (Dr. Cheri Bradish) at Ryerson University to develop the tool from the Institute’s foundational Diversity
Assessment Tool (DAT).
The Diversity Institute takes a holistic systems approach to diversity and inclusion using the Ecological Model, which
addresses three major levels of any ecosystem, including sport (see Figure 1 below). At each successive level are factors
that potentially support or constrain equity, diversity and inclusion:
1. The macro-level includes
government policies, political
structures, culture, media
representation, and other
societal-level factors;
2. The meso-level includes
sector (such as sport) norms
and structures, as well as
organizational practices;
3. The micro-level captures
individual agency (attitudes and
behaviour) in the framework.
These three levels intersect in
complex ways. It is necessary to
think about the entire ecosystem
and plan strategically in order
to advance equity, diversity and
inclusion throughout the levels.
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Societal/macro
Sectoral/Meso
Organizational/meso

Individual/micro

Government policy
Program Funding
Media Representation
Culture & Values
Sector & Discipline Norms
Organizational
governance and strategy,
leadership, metrics, HR,
value chain (programs,
funding, marketing
communications) culture,
outreach etc.
Individual knowledge
attitudes and behaviour

Figure 1: The Ecological Model

Appendix 2
Organizations have the greatest amount of control at the meso level with organizational practices and decisions.
This is the level at which the GESAT operates. The GESAT guides a comprehensive and systematic assessment of
organizational processes, practices, and policies to identify the areas that could be improved from a gender equity,
diversity and inclusion perspective. The GESAT measures multiple organizational aspects within six dimensions that
are considered critical to equity, diversity and inclusion:
1. Governance, Leadership, and Strategy – focuses on “tone at the top,” which is critical to signaling the importance
of equity, diversity and inclusion
2. Recruitment, Selection, and Promotion – focuses on equitable and inclusive human resource practices, as well
as the system for ensuring a pipeline for diverse representation
3. Values and Culture – refers to the values, and related policies and practices, of equity, diversity and inclusion in
an organization
4. Measurement and Tracking Gender Equity, Diversity, and Inclusion – refers to the important activities and
systems that support understanding an organization’s ecosystem, and monitoring, evaluating and acting on any
shifts (or inertia) over time
5. Gender Equity and Diversity Across Organization Activities – focuses on the principles and practices of equity,
diversity and inclusion in the fundamental activities of an organization (such as programming, marketing,
resource acquisition and allocation)
6. Expanding the Pool – refers to outreach strategies to connect and engage with (future) stakeholders and partners
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