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lanD acKnOWlEDgEmEnT 

1. We call upon all levels of government, in 
collaboration with Aboriginal Peoples, sports halls 
of fame and other relevant organizations, to provide 
public education that tells the national story of 
Aboriginal athletes in history.

2. We call upon all levels of government to take action 
to ensure long-term Aboriginal athlete development 
and growth, and continued support for the North 
American Indigenous Games, including funding to 
host the games and for provincial and territorial 
team preparation and travel.

3. We call upon the federal government to amend 
the Physical Activity and Sport Act to support 
reconciliation by ensuring that policies to promote 
physical activity as a fundamental element of 
health and well-being, reduce barriers to sport 
participation, increase the pursuit of excellence 
in sport, and build capacity in the Canadian sport 
system, are inclusive to Aboriginal Peoples.

4. We call upon the federal government to ensure that 
national sports policies, programs and initiatives are 
inclusive of Aboriginal Peoples, including, but not 
limited to, establishing:

i. In collaboration with provincial and territorial 
governments, stable funding for, and access 
to, community sports programs that reflect 
the diverse cultures and traditional sporting 
activities of Aboriginal Peoples.

ii. An elite athlete development program for 
Aboriginal athletes.

iii. Programs for coaches, trainers and sports officials 
that are culturally relevant for Aboriginal Peoples.

iv. Anti-racism awareness and training programs.

5. We call upon the officials and host countries of 
international sporting events such as the Olympics, 
Pan Am and Commonwealth Games to ensure 
that Indigenous Peoples’ territorial protocols are 
respected, and local Indigenous communities are 
engaged in all aspects of planning and participating 
in such events.

From coast to coast to coast, we acknowledge the ancestral, unceded, and unsurrendered territory of 
all the Inuit, Métis, and First Nations Peoples that call this land home. We also acknowledge the deep-
rooted grief, trauma, and loss caused by Canada’s colonial systems and policies. As we take part in 
sport and physical activity across Turtle Island, we need to recognize the caretakers of the land where 

we live, work and play. We encourage you to learn about the original caretakers and inhabitants of the land where 
you reside. Think about how you may benefit from the land and its resources. Above all, we must recognize and 
respect Indigenous Peoples’ connection and kinship to the land. Ask yourself, how do I be a good guest here? 

We must commit to make changes in and through our work in the sport system, 
starting with the five calls to action related to sport in the report published by the 
Truth and Reconciliation Commission of Canada:

Visit native-land.ca to learn more about the 
territory on which you live, work and play.
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DOcUmEnT acKnOWlEDgEmEnTs 
We also thank our 14 Winning Plays 2021 organizations 
who completed the Playbook between January 
2020 and March 2021; a special thank you to the 
organizations who provided evidence of impact data 
found in the Impact section of this report.

Completing an internal review on gender equity can 
be challenging and eye-opening. The 32 organizations 
who completed the Playbook recognize the importance 
of gender equity and demonstrate great leadership in 
the sport sector. We appreciate their honesty in this 
process and their willingness to make change. 

Dr. Alison Doherty and Abigail Perfetti (Western 
University) provided expert stewardship in the data 
analysis and content writing for the project. Their 
expertise and commitment were instrumental to 
its realization. We are grateful to the Department of 
Canadian Heritage for their support in the development 
and delivery of the Gender Equity Playbook and of this 
report. And to Ryerson University’s* Dr. Cheri Bradish 
(Future of Sport Lab) and Dr. Wendy Cukier (Diversity 
Institute) for their role in the development of the Gender 
Equity Assessment.

Canadian Women & Sport Knowledge Translation Team
Danielle Cyr
Stephanie Talsma

We thank the 18 organizations who 
took part in the Playbook program, 
completing the process between March 
2021 and December 2021, for inviting 
us into their organizations and for their 
participation and engagement in this 
important work. These 18 organizations 
make up the bulk of data presented in 
Winning Plays 2022. We show extreme 
gratitude to these organizations for 
giving us permission to use their 
organizational insights and Playbook 
experiences to create this report to 
benefit others. Their commitment to 
continuous learning in and beyond their 
organizations is incredibly inspiring  
and appreciated. 

*In August 2021, Ryerson University announced that it would begin a renaming process for a more inclusive future.WINNING PLAYS  |  20223



ExEcUTivE sUmmaRy

inTRODUcTiOn
Canadians continue to want and strive for safe, 
equitable, diverse and inclusive sport. Canadian Women 
& Sport’s Gender Equity Playbook (“the Playbook”) is 
the leading program in the sport sector to expedite 
this call to action. This second edition of the Winning 
Plays 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 (NSO) and multi-sport (MSO) 
organizations (the Playbook organizations). 

This report explores 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.

THE PlayBOOK PROcEss
The Playbook is a three-stage learning, assessment and 
action planning process that helps sport organizations 
examine their policies, processes and programs using 
an intersectional gender lens. The Playbook process 
is grounded on principles of continuous learning – a 
critical aspect to building sport leaders’ competence 
and confidence to sustain this work.

PaRTiciPanTs
This report presents landscape information from 32 
NSOs and MSOs with a specific focus on the most 
recent 18 organizations to complete the Playbook. As 
gender equity must be a true team effort, organizations 
are asked to assemble a group of key decision 
makers to learn, contribute to the data gathering and 
collaborate on solutions during the Playbook process. 

Participants include staff, board members, senior 
leaders, volunteers, athletes, national team coaches 
and officials. Positively, a majority of organizations had 
senior leaders and board involved in all phases of the 
Playbook, a key factor in ensuring sustainable success. 

TOP insigHTs
 > Before organizations set out on their Playbook 

journey, participants identified a lack of women 
and members of other equity-deserving groups in 
leadership and participant roles as an important 
organizational issue. A lack of intentionality and 
strategic effort for gender equity and diversity was 
another common issue identified by participants. 

 > 38% percent of Playbook participants believe 
that men continue to have more opportunities to 
advance than women in their organization while 57% 
believe the opportunities are equal, however several 
indicated that roles continue to be filled by men due 
to the “old boys club”, gender bias against women 
and male-dominated decision making. Organizations 
may be providing the same opportunities for 
everyone, however, women may not access or benefit 
from them because of unaddressed barriers.

 > Most common changes organizations want to see  
in themselves over the next 5-10 years  
(% of organizations that reported):

• (61%) Increased representation of girls, women, and 
people from other equity-deserving groups, in all 
roles, and especially women in coaching.  

• (50%) Strong(er) culture and environment of equity, 
diversity and inclusion, and a system/plans that 
align with that. 

“We know there is much more to do to make sport accessible to all Canadians. 
Along with the Canadian sport community, we will work together to tackle the 
many challenges we face, such as improving diversity and inclusion in sport 
in Canada and building a safe and healthy sport environment.”  

— The Honourable Pascale St-Onge, Minister of Sport and Minister
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KEy THEmEs
Across the 18 2022 Playbook organizations, two themes 
emerged in terms of gaps, issues and limitations, 
desired changes for the future, and recommendations 
and planning priorities. 

1. The underrepresentation of girls, women and people 
from other equity-deserving groups as participants, 
technical leaders and decision makers must be 
addressed. 

• The underrepresentation – limited engagement 
– of these groups was noted, even when it 
was perceived that more equal opportunities 
are available. Despite some progress and 
improvements with culture, policies, and 
programs, girls, women and equity-deserving 
groups still face barriers as participants and 
leaders in sport. 

2. Intentional gender equity and diversity efforts are 
required. 

• While some progress has been made in valuing 
an inclusive culture that supports gender equity 
and diversity, real change will not happen without 
intentional efforts (e.g., implementation plans 
that build on policies or committees that are 
mandated to drive and achieve targets of equity 
and diversity).

• Intentional efforts must be informed by data-
driven insights to demographics, needs, and 
perceived barriers.

ExEcUTivE sUmmaRy
imPacT
Six months or more after completing the Playbook 
process, 10 organizations provided an update on gender 
equity actions they have taken, and any supports or 
barriers experienced. 

As a result of participating in the Playbook, 
organizations indicated that they stopped relying on the 
status quo and informal (including unwritten) practices 
around gender equity and diversity. Organizations 
reported a wide array of behaviours they started doing 
because of the Playbook including prioritizing equity, 
diversity and inclusion in all aspects of the organization. 

Overall, 84% of the 111 action plan priorities across the 
organizations were either in progress or completed. This 
progress is exciting considering the COVID-19 pandemic 
challenges organizations have faced. Organizations 
identified board and senior leaders’ support for gender 
equity/diversity and change as critical to taking action. 
A dedicated staff person to lead the action and change 
was also indicated as fundamental to effective efforts 
across the organizations. Organizational capacity, 
especially human resource/staff capacity, was the 
most common barrier to implementation. These 
findings highlight the importance of senior leader and 
board commitment, as well as the continued need for 
prioritization, funding and support for gender equity. 

cOnclUsiOn
Advancing gender equity within the sport system is 
an ongoing process and requires strong, continued 
government and partner support to ensure deep 
and lasting change. The commitment shown by the 
participating Playbook organizations and their leaders 
is evidence of tremendous progress toward creating 
the conditions required for gender equitable, diverse 
and inclusive sport. The data and feedback gathered 
from the Playbook process highlights the positive 
impact the program plays in helping organizations make 
sustainable change.
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What You Can Learn
Get a behind the scenes look at Playbook 
organizations’ learnings, key areas of growth  
and visions for improved gender equity including 
top insights (p.11) and key themes (p. 13).  
Impact
Hear about the progress and sustainable change 
sport organizations have made since completing 
the Playbook

Summary 

Appendix

Land Acknowledgment 

Document Acknowledgments 

Executive Summary
Read a summary of the key facts and findings  
of the Winning Plays 2022 report

Introduction
Learn about the ‘why’ of the Gender Equity 
Playbook and how the program entered the 
Canadian sport sector as a solution to address 
common gender equity challenges sport 
organizations face

The Playbook Process
Explore the pathway Playbook organizations 
follow as they embark on sustainable and 
impactful change

Participating Organizations
Meet the 2022 Playbook organizations and 
learn about who is around the table during the 
Playbook process

2

3

4

7

9

10

11

18

20 

21

TaBlE Of cOnTEnTs

THis REPORT Has BEEn DEvElOPED fOR:
1. 	 sPORT lEaDERs & DEcisiOn maKERs – learn from experiences and best 

practices of others in the sector and gain actionable tools no matter where 
you are in your gender equity journey.

2.	 fUnDERs & PaRTnERs –discover opportunities for continued investment, 
policy and support to enable real and long-lasting change.
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inTRODUcTiOn

THE sOlUTiOn:
The Gender Equity Playbook helps organizations identify and address the inequitable 
structures that girls, women, and equity-deserving groups experience. 

By developing a deep understanding of gender equity gaps and solutions, sport organizations 
can improve conditions and capacity to create meaningful and lasting change by:

 > Developing their understanding of gender equity for women and girls in sport

 > Deepening their commitment and broadening buy-in to change

 > Understanding areas for action tailored to their organization

 > Creating a specific and measurable plan for moving forward

THE cHallEngE:
Due to systems of oppression including colonialism and cisheteropatriarchy, sport has historically 
excluded or restricted access and safety for girls, women, and other equity-deserving groups. These 
systems of oppression continue to drive many of the policies, processes, and program decisions today. 

Although many sport leaders and organizations are keen to change this system, sport 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

Without the know-how, efforts toward inclusion do not go deep enough and often focus on supporting 
women and girls rather than addressing the systems and structures that uphold and continue inequity.

Visit our glossary to learn more about 
colonialism and cisheteropatriarchy.

womenandsport.ca/glossary
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inTRODUcTiOn
The Gender Equity Playbook (“The Playbook”) was 
designed and piloted in 2019-2020 as a program to 
advance systemic change in and across Canadian sport 
organizations. Collaborating with Ryerson University’s* 
Diversity Institute and Future of Sport Lab, Canadian 
Women & Sport launched the Playbook in 2019. 

The Playbook is a collaborative program that aims 
to build capacity and confidence with organizational 
leaders, supporting them to implement tangible and 
meaningful gender equity action. 

As of December 2021, 32 national level sport and 
multisport organizations have completed the Playbook 
process. This report provides aggregated data from the 
18 Playbook organizations that completed the process 
between March 2021 and December 2021 – we have 
named this cohort Winning Plays 2022. 

The Winning Plays 2021 organizations completed the 
Playbook between January 2020 and March 2021. We 
revisit this group in the Impact section of the report, 
providing a progress check for those organizations 
that were at least 6 months out since completing the 
Playbook. As Canadian Women & Sport continue to work 
with additional organizations and follow the journey of 
previous participating organizations, we look forward to 
building on the data gathered to date to help understand 
the long-term impact of the Playbook.

This report explores 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.

“The growth of [the sport] in Canada is 
very much tied to how successful we 
will be in gender equity.”

— Winning Plays 2022 Playbook Organization

*In August 2021, Ryerson University announced that it would begin a 
renaming process for a more inclusive future.
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THE PlayBOOK PROcEss
The Playbook is made up of three elements that build on each other, helping sport 
leaders and organizations take on deep gender equity work. The Playbook process 
is grounded on principles of continuous learning – a critical aspect to building 
sport leaders’ competence and confidence to sustain this work. To learn more 
about the Playbook process please visit Appendix 1. 

1.	Gender	equity	
lEns E-lEaRning 
mODUlE:
Building playbook participants’ 
competence to apply a gender 
lens in day-to-day decisions 

 > The Gender Equity LENS 
e-learning module builds 
understanding of gender 
equity and develops skills to 
apply a gender equity lens in 
day-to-day decisions; a key 
activity to engage effectively 
in the subsequent phases of 
the Playbook.

2.	OrGanizatiOn	assessment:
Identifying gender inequities through multiple data 
sources to develop a recommendation report 

 > Pre-assessment Survey - Playbook organizations 
share their perceptions about the organization’s 
gender equity gaps. 

 > Gender Equity Assessment & Consultation 
- With Canadian Women & Sport, Playbook 
organizations use a tool that assesses 
organization processes, practices, and policies 
to identify growth areas. Learn more about the 
assessment tool in Appendix 2. 

 > Recommendation Report - Canadian Women & 
Sport summarizes and analyzes the information 
gathered and offers evidence-based solutions 
tailored to each organization.

3.	actiOn	PlanninG:
Evidence-based course of action for measurable change 

 > Pre-action plan survey and consultation - Organizations reflect on 
important changes they would like to see and how gender equity could 
help their organization.

 > Action planning with follow-up support - Playbook organizations 
prioritize the provided recommendations and identify the top three 
areas to focus on for action planning.
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ParticiPatinG	OrGanizatiOns
This report presents landscape information from 32 National Sport and Multi-Sport 
Service Organizations including Canadian Sport Institutes (NSOs/MSOs/CSIs). 
We have separated these organizations into two cohorts: Winning Plays 2022 and 
Winning Plays 2021. 

The bulk of this report focuses on the 
Winning Plays 2022 organizations. We 
will specify when Winning Plays 2021 
data is included in a particular section. 
For additional insight and fulsome 
aggregated data from Winning Plays 2021 
organizations, please see the Winning Plays 
2021 report here. Data in the reports are 
aggregated across the organizations.

Participating Playbook organizations are 
asked to assemble a group of key decision 
makers to learn, contribute to the data 
gathering, and collaborate on solutions 
during the Playbook process. 

When reflecting on progress in implementing their action plans, Playbook organizations identified board and 
senior leaders’ support for gender equity and change was critical to success - it is encouraging to see that many 
organizations had decision makers at the table. To advance sustainable gender equity change, it is imperative 
organizations have decision makers involved. Engaged leadership provides the direction, commitment and 
accountability needed to drive gender equity, diversity and inclusion in organizations.

Finished Playbook process between 
March 2021 and December 2021

… in all cOnsUlTivE PHasEs Of THE PlayBOOK PROcEss (two assessment and two action planning sessions)

WinninG	Plays	2022	OrGanizatiOns

aDvancing gEnDER EQUiTy is a TEam EffORT WHicH is REflEcTED in THE vaRiETy Of ROlEs 
enGaGed	in	the	PlaybOOk	PrOcess.

WinninG	Plays	2022	PlaybOOk	ParticiPant	PrOFile

Finished Playbook process between 
January 2020 and March 2021

WinninG	Plays	2021	OrGanizatiOns

48%
sTaff

18% BOaRD 
mEmBERs

15% sEniOR 
lEaDERs

8% vOlUnTEERs

4% aTHlETEs

5% naTiOnal TEam 
cOacHEs

2% Officials

nsOs
11

msOs/ 
csis3

nsOs
14

msOs/ 
csis4

of organizations had 
board members involved...

56%
of organizations  

had staff involved…

100%
of organizations had 

senior leaders involved…

78%
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WHaT yOU can lEaRn

Vs.

“I believe the most important change will be 
in setting the example and becoming a leader 
in diversity, equity and inclusion, and in turn, 
influencing the member associations and 
clubs to become more diverse and inclusive. 
Using our platform to better the system will be 
critical in the next few years.” 

— Winning Plays 2022 Playbook Organization Participant

of participants 
believe men continue 
to have more 
opportunities to 
advance than women

of participants believe opportunities are equal, however 
several indicated that roles continue to be filled by men 
due to: the “old boys” club, gender bias against women, 
male-dominated decision making, and perception that 
the pool of qualified women is too small. Organizations 
may be providing the same opportunities for everyone, 
however, women may not access or benefit from them 
because of unaddressed barriers. This is an example of 
equality, not equity. 

57%38%
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1. 	 OF	the	PlaybOOk	OrGanizatiOns

2.	 the	WinninG	Plays	2022	PlaybOOk	
OrGanizatiOns	had a larger focus for equity, 
diversity and inclusion work beyond gender equity 
compared to 2021. This shift signals the awareness 
of organizations to approach equity, diversity and 
inclusion work holistically, recognizing systems of 
oppression are interconnected.

3.	 nsOs anD msOs 	recOGnized	their	rOles	
as lEaDERs in THE sPORT sysTEm TO 
EnacT cHangE:

TOP insigHTs

Equity ensures fair access for all based on their 
needs – a focus on getting people to the finish line.

Equality is giving everybody the same tools 
and resources – the same starting line.

EQUaliTy EQUiTy

BUT WHaT is THE DiffEREncE BETWEEn EQUaliTy anD EQUiTy?

The Playbook participants reported a perceived balance in opportunities for advancement was attributed to: 
organizations being aware and intentional with their gender equity focus, including a culture of support and unbiased 

structures and policies. This is equity in action – organizations are intentionally addressing historical imbalances. 
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TOP insigHTs cOnTinUED
4.	 mOst	cOmmOn	chanGes	OrGanizatiOns	Want	tO	see	in	themselVes	OVer	the	next	

5-10	years	(%	OF	OrGanizatiOns	that	rePOrted):

Increased representation 
of girls, women, and 
people from equity-
deserving groups, in all 
roles, and especially 
women in coaching.

61% Strong(er) culture and 
environment of equity, 
diversity and inclusion, 
and a system/plans that 
align with that.

50% Removal of barriers to 
equal opportunities 28%
Become a national leader 
in equity and diversity in 
the sport

22%

5.	 mOst	OrGanizatiOns	
BEliEvE THaT gEnDER 
EQUiTy anD DivERsiTy Will 
HElP TO sTREngTHEn THEiR 
OrGanizatiOn	because of 
the new, additional and balanced 
perspectives that will improve 
decision making. They believe they 
will be in a better position to serve 
their members, with more equitable 
and accessible opportunities, which 
will help to grow the sport.

6.	 WinninG	Plays	2022	PlaybOOk	
OrGanizatiOns	nOted	PersOnnel,	
financial caPaciTy and a culture not 
supportive of gender equity and change as barriers 
to implementing action plans

7.	 the	cOVid-19	Pandemic	Was	the	mOst	
cOmmOn cHallEngE Winning Plays 2021 
Playbook organizations faced to implementing 
action plans, due to reduced capacity and pivoting 
to address other challenges.

Gender equity work gets sidelined due to organizational challenges and competing priorities, 
stressing the need for specific dedicated funding and support as well as embedding gender equity, 

diversity and inclusion priorities into organizational strategy and planning. 
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KEy THEmEs
Across the 18 Winning Plays 2022 
organizations, two general themes 
emerged in terms of gaps, issues and 
limitations, desired changes for the 
future, and recommendations and 
planning priorities:

inTERsEcTiOnaliTy anD aDDREssing 
equity,	diVersity	and	inclusiOn	beyOnd	
gEnDER EQUiTy WERE sTROng inTEnTiOns 
acrOss	the	18	PlaybOOk	OrGanizatiOns.	
Intersectionality considers the diverse systems of 
oppression and layers of a person’s identity, and how 
these layers interact to create different experiences 
for different people. The term intersectionality 
was coined by Dr. Kimberlé Crenshaw and is used 
to express the interconnected, overlapping, and 
interdependent systems of discrimination and 
oppression that create disadvantage based on 
identities including gender, sexuality, class, (dis)
ability, race, and indigeneity.

1.	 the	underrePresentatiOn	OF	Girls,	
WOmEn anD PEOPlE fROm OTHER EQUiTy-
deserVinG	GrOuPs	as	ParticiPants,	
TEcHnical lEaDERs anD DEcisiOn maKERs 
must	be	addressed.

 > The underrepresentation – limited engagement – of 
these groups was noted, even when it was perceived 
that more equal opportunities are available.

 > Despite some progress and improvements with culture, 
policies, and programs, there are still barriers to 
engagement for women and people from other equity-
deserving groups.

2.	 inTEnTiOnal gEnDER EQUiTy anD 
diVersity	eFFOrts	are	required.

 > While some progress has been made in valuing 
an inclusive culture that supports gender equity 
and diversity, real change will not happen without 
intentional efforts –such as implementation plans that 
build on policies or committees that are mandated to 
drive and achieve targets of equity and diversity.

 > Intentional efforts must be informed by data-driven 
insights to demographics, needs, and perceived barriers.

To learn more about 
intersectionality, checkout  
Dr. Crenshaw’s TedTalk or  
Canadian Women & Sports 
Intersectionality resources.
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KEy THEmEs
as	OrGanizatiOns	set	Out	On	their	PlaybOOk	jOurney,	they	identiFied	the	FOllOWinG	GaPs:

HigHligHTs Of THE assEssmEnT PHasE

all	OrGanizatiOns	had	at	
lEasT OnE BOaRD mEmBER  
or senior staff leader who is a 
woman or member of another 
equity-deserving group.

halF	OF	the	OrGanizatiOns	
HavE sPEcific gOals  
in their strategic plan for improving 
equity for girls and women, and 
people from equity-deserving 
groups, and half have explicit 
policies and implementation plans.

While	mOst	OrGanizatiOns	
HavE gEnDER EQUiTy 
and	diVersity	POlicies,	
Only aBOUT a THiRD HavE 
imPlEmEnTaTiOn Plans  
FOr	them.	
Without an implementation plan, it 
becomes very difficult to create or 
take tangible and meaningful actions.HOWEvER lEss THan a 

third	OF	OrGanizatiOns	
have a policy in support of Board 
equity and diversity.

33%

lEss THan Half HavE 
a gEnDER EQUiT y anD 
DivERsiT y cOmmiT TEE  
or senior leader responsible  
for such efforts.

50%

100% 50% 33%

Policies help to formalize culture and values. Implementation plans 
operationalize an organization’s policies and commitment to gender 
equity and diversity. Without implementation plans, policies are ineffective 
at creating conditions for equity. Without having a senior leader or 
equity, diversity and inclusion committee responsible for such efforts, 
organizations are left with goals and targets without a means to implement.

This initial self-assessment 
was further supported by 
organizational data gathered 
through the assessment 
phase. To learn more and 
see key findings from the 
Playbook assessment across 
organizations, visit Appendix 2.

 > lack of gender balance and fewer women 
high performance coaches and officials, 
board members, and organizational leaders

 > lack of diversity in board and senior 
leadership roles

 > underrepresentation of girls, women, and 
people from other equity-deserving groups 
as participants in sport

 > lack of intentionality and strategic effort for 
gender equity and diversity
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KEy THEmEs
 > The organizations exercise open and accessible 

recruitment practices, however very few strategically 
target women or members of equity-deserving 
groups as board, staff or technical leaders. 

 > Selection processes are generally not well-executed: 
less than half have a diverse selection committee, 
nor do they use bias-free interviewing processes.

 > Promotion practices within the organizations are 
inconsistent, including very few considering gender 
or diversity targets in succession planning.

To achieve balanced representation, organizations must 
take equitable action. 

 > Most organizations report offering the same number 
and quality of program choices to women and men, 
and a third specifically promote opportunities for girls, 
women, and people from other equity-deserving groups.

 > However, very few organizations track, report and act 
on equity/diversity data, or evaluate activities and 
programs intended to promote equitable access. 

 > Less than a quarter of organizations consult with 
girls/women and people from equity-deserving 
groups to develop programs and services to meet 
their needs, interests, and experiences. 

Although organizations may have an equal number of 
programs for different genders or equity-deserving 
groups, the programs may not be meeting the needs 
of these participants. Using the Gender Equity LENS 
process can help you create more equitable programs 
by making inclusive decisions and questioning how 
things have always been done.

The Gender Equity LENS framework is a 
four-step process developed to help sport 
leaders make more equitable decisions 
by taking stock of relevant issues and 
barriers, challenging assumptions, 
prioritizing ideas, and making an 
action plan for equity. Some of the key 
questions to consider when using the 
LENS framework include:

1. Have I considered gender equity  
in these decisions in the past?

2. What gender and diversity gaps am  
I aware of?

3. What data can I collect or review  
to check my assumptions?

4. Who can I engage to learn about  
their experiences, their supports  
and barriers, and their suggestions 
for improvement?

5. What actions can I take with 
available resources/capacity  
to make the most impact?
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KEy THEmEs
 > Most organizations ensure there is inclusive language 

and images in communications and promotional 
materials, and profile girls and women and their 
contributions in various sport roles. As a result, girls 
and women are more likely to “see it to be it”.

 > However, only about half ensure that stereotypes 
about gender and people from other equity-deserving 
groups have been eliminated in all organizational and 
promotional material, or have a policy about inclusive 
language and images. As a result, efforts may not be 
sustained and are vulnerable to staffing changes.

From the data gathered throughout the Playbook process, the most common recommendations for Playbook 
organizations continued to align with the themes of addressing the underrepresentation of girls, women, and 
people from other equity-deserving groups as participants, technical leaders, and decision makers and the need for 
intentional gender equity and diversity efforts. 

REcOmmEnDaTiOns

the	tOP	5	mOst	cOmmOn	recOmmendatiOns	included:	

1. Communicate the core values of gender 
equity and diversity to organizational 
stakeholders.

2. Develop implementation plans to accompany 
gender equity and diversity policies, outlining 
focus areas, targets and strategies. 

3. Mitigate (unconscious) bias through 
formalized gender equity and diversity 
training, and use of a skills matrix, to 
help recognize and manage bias in hiring 
decisions. Learn more about unconscious 
bias here. 

4. Create a dashboard of gender and diversity 
data, and ensure continuous tracking and 
regular progress updates, including exit from 
the organization or the sport.

5. Develop, and regularly review and update, 
policy on the use of inclusive language 
and images in all recruitment and 
marketing materials.
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To address the underrepresentation of women, girls, 
and people from other equity-deserving groups, 
organizations plan to: 

 > Increase board diversity (with targets)

 > Increase the diversity of voices in strategic planning

 > Ensure diverse hiring committees

 > Identify, recruit, train, mentor and retain women 
coaches and officials

 > Extend recruitment (and expand the pool) with 
outreach to untapped individuals and groups

 > Use data to know and track participants and sport 
leaders, at all levels of the sport, and thereby identify 
particular gaps in participation and leadership

the	actiOns	taken	address	the	OrGanizatiOnal	GaPs	identiFied.

To address the requirement for more intentional 
gender equity and diversity efforts, organizations 
plan to:

 > Establish a gender equity, diversity, and inclusion 
committee that serves an advisory and accountability 
role to the board, the organization, and partners

 > Establish board and committee terms of reference 
with regard to diverse composition

 > Ensure gender equity, diversity, sensitivity and 
bias-free training throughout the organization, from 
orientation/on-boarding

 > Establish a business case for gender equity and 
diversity

 > Use skills matrices in nomination and selection 
processes 

 > Review job posting language and unconscious 
biases and barriers

 > Lead the way by sharing gender equity, diversity 
and inclusion policies, and promote training, among 
PTSOs and clubs

 > Generate data and insights to understand the 
experiences (including motives and barriers to 
engagement) of women and people from other 
equity-deserving groups as participants, coaches, 
and officials, and revised/develop programming 
accordingly

 > Apply a critical gender equity/diversity lens to 
coaches and officials development programs

 > Increase the meaningful visibility of women in sport

KEy THEmEs

Each organization’s action plan priorities stem from the recommendations Canadian Women & Sport provides.  
The action plan priorities represent what areas of growth the organization has identified to focus on immediately, 
and how they will go about addressing them. The range of priority plans reflects the different needs of the 
organizations. There is not a one size fits all strategy for gender equity and diversity in sport.

acTiOn Plan PRiORiTiEs
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imPacT
Commendable progress has been made by Playbook organizations to champion 
change. As a result of completing the Playbook, immediate steps were reported by 
participants to change day-to-day behaviour while a large majority of action plan 
priorities are in progress or have been completed (84%). This is an extremely positive 
sign given the COVID-19 pandemic conditions organizations have faced during their 
Playbook process. 

the	imPact	sectiOn	hiGhliGhts	PrOGress	FrOm	the	WinninG	Plays	2022	OrGanizatiOns	
and	WinninG	Plays	2021	OrGanizatiOns.	

Six months or more after completing the Playbook 
process, organizations are asked to complete a 
survey describing actions they have taken and 
supports and barriers experienced. Four of the 
Winning Plays 2022 organizations and six of the 
Winning Plays 2021 organizations provided progress 
updates. The progress of these 10 organizations 
is reported in this section. Visit Appendix 3 for a 
breakdown of progress specific to the Winning Plays 
2022 cohort and Winning Plays 2021 cohort. 

The most common organizational practice that was stopped as a result of participating 
in the Playbook was a reliance on the status quo and informal (including unwritten) 
practices around gender equity and diversity.

As a result, continued prioritization, funding and support are imperative to ensure positive change for gender equity, 
diversity and inclusion are actioned and sustained. 

Organizational capacity, especially 
human resource/staff capacity, was 
the most common barrier to taking 
action. For the Winning Plays 2021 
organizations, that capacity was 
particularly diminished with the 
COVID-19 pandemic and the need 
to pivot to address the consequent 
challenges facing their sport. 

Prioritizing equity, diversity and 
inclusion in all aspects of the 
organization, including more open 
discussions, and initiating and 
financially supporting a number of 
tangible actions were immediate 
changes Playbook organizations 
made. Organizations also started 
applying gender equity and diversity 
lenses to their hiring practices.

Organizations identified board and 
senior leaders’ support for gender 
equity/diversity and change was 
critical to taking action. A dedicated 
staff person to lead the action 
and change was also indicated as 
fundamental to effective efforts 
across the organizations. 

immEDiaTE 
cHangEs BEcaUsE 
OF	the	PlaybOOk...

cRiTical TO  
takinG	actiOn...

BaRRiERs TO  
takinG	actiOn...

Completed Playbook  
March - December 2021 
[Winning Plays 2022]

Completed Playbook 
January 2020 - March 2021 
[Winning Plays 2021] 

nsOs
11

msOs/ 
csis3

nsOs
14

msOs/ 
csis4
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111	Gender	equity	PlaybOOk	actiOns	Were	identiFied	
acrOss	the	ten	OrGanizatiOns’	actiOn	Plans.	  
OF	these	111	actiOns,	OrGanizatiOns	rePOrted:

similaR PERcEnTagEs Of acTiOns HavE 
BEEn cOmPlETED acROss THE TWO cOHORTs 
OF	OrGanizatiOns,	With	the	mOre	recent	
gROUP nOT yET sTaRTing a gREaTER 
PrOPOrtiOn	OF	actiVities,	as	tO	be	
exPected.	the	actiOns	that	bOth	GrOuPs	OF	
OrGanizatiOns	mOst	cOmmOnly	enGaGed	in	
RigHT aWay inclUDED: 

 > Ensuring relevant policies and practices are in place, 
including those specific to recruitment and selection. 

 > Organization-specific initiatives, such as using a 
gender equity and diversity lens for a sport forum 
and establishment of a women in coaching fund.

Notably, organizations are focused internally and 
externally on strengthening gender equity and diversity. 
This combination is important as setting a solid internal 
foundation through policies and practices is critical 
to ensure external promotion through initiatives and 
events are sustainable. 

THE acTiOns BOTH cOHORTs mOsT cOmmOnly 
HaD nOT sTaRTED inclUDED: 

 > Implementation of surveys and collection of  
baseline data

 > Establishment of recruitment strategies and 
programs for women coaches/officials and new sport 
participants.

These and other actions had not yet been started largely 
because of pandemic challenges and staff capacity. A 
few organizations also noted that a continued biased 
culture and lack of commitment to equity, diversity, and 
inclusion were barriers to getting some tasks started.  

Although each organization has its own unique journey, 
strong internal leadership prioritization, support and 
accountability are crucial. External supports including 
dedicated funding and expert guidance are also 
necessary to ensure progress is sustainable at the 
systems change level.

To explore the impact of the Playbook program and progress of action plan priorities for 
the Winning Plays 2022 organizations and Winning Plays 2021 organizations more fully 
visit Appendix 3. 

66%
in PROgREss

16%
nOT sTaRTED

18%
cOmPlETE

imPacT

acTiOn Plan PROgREss
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sUmmaRy

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 girls, women, and people 

from equity-deserving groups as participants, 
technical leaders, and decision makers 

2. the need for intentional gender equity and diversity 
efforts

These issues and their solutions are systemic and 
interconnected. The data gathered identifies that gender 
equity, diversity and inclusion efforts need to be embedded 
within individual and organizational values, actions and 
structures. Intentional strategies and conditions must be 
required to ensure girls, women and people from other 
equity-deserving are valued and supported.

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. Advancing 
gender equity within the sport system requires strong, 
continued government and partner support to ensure 
deep and lasting change. 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 strategy 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.

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 helping organizations make sustainable change.

To learn more about the Gender Equity 
Playbook or Canadian Women & Sport’s 
tools and customized gender equity 
solutions visit www.womenandsport.ca 
or contact us at info@womenandsport.ca 
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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. 
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.) 

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. 

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:

sETTing THE fOUnDaTiOn: 
THE gEnDER EQUiTy lEns

cREaTing a sHaRED 
UnDERsTanDing: 
OrGanizatiOnal	assessment

iDEnTifying THE PaTH 
fORWaRD: acTiOn Planning1 2 3

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

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

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

aPPendix	1
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aPPendix	2

GOVernance,	  
lEaDERsHiP & sTRaTEgy 
focuses on “tone at the top,” which is 
critical to signaling the importance 
of equity, diversity and inclusion.

ExPanDing THE POOl  
& OUTREacH 
refers to outreach strategies to 
connect and engage with (future) 
stakeholders and partners.

gEnDER EQUiTy & DivERsiTy 
acrOss	OrGanizatiOnal	
acTiviTiEs 
focuses on the principles and 
practices of equity, diversity and 
inclusion in the fundamental 
activities of an organization.

mEasUREmEnT & TRacKing 
EQUiTy & DivERsiTy 
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

Values,	culture,	  
flExiBiliTy & sUPPORT 
refers to the values, and related policies 
and practices, of equity, diversity and 
inclusion in an organization

recruitment,	selectiOn,	
traininG	&	retentiOn,	
PrOmOtiOn,	terminatiOn	
focuses on equitable and 
inclusive human resource 
practices, as well as the system 
for ensuring a pipeline for diverse 
representation.

the	Gender	equity	in	sPOrt	assessment	tOOl	(Gesat)
During the assessment phase of the Playbook, Canadian Women & Sport uses the GESAT to help assess the current 
landscape of gender equity, diversity, and inclusion in the organization. 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 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:

Appendix 2 provides aggregated data across the six GESAT dimensions for the 2022 Winning Plays organizations.
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 > All organizations reported having at least one board 
member or senior staff leader who is a woman or 
member of a diverse group (100%), however only 61% 
of the organizations have a policy(s) in support of 
gender equity and diversity for the board of directors.

aPPendix	2

 > Organization uses a skills matrix when selecting 
board members

66%	

 > Organization decision makers (board members and 
senior staff) reflect the diversity of the stakeholders 
in the sport’s ecosystem in Canada

50%	

 > Organization considers gender equity and diversity in 
that matrix.

GOVernance,	leadershiP	&	strateGy

50%	

50%	

 > Several characteristics speak to the organizations’ 
intentionality regarding gender equity and diversity: 

• Organization has specific goals in their strategic 
plan for improving equity for girls and women and 
people from  other equity-deserving groups

• Organization has explicit gender equity 
and diversity policies and corresponding 
implementation plans

39%	

• Organization has a gender equity and diversity 
committee as part of the board of directors, or 
a senior staff member responsible for a gender 
equity/diversity portfolio.

92%	

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 and resourcing to deliver on them.
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aPPendix	2

 > women or members of other equity-deserving groups 
as board members or staff

Finally, exit interviews are conducted by most 
organizations (78%) and the results acted upon (73%); 
however, no organizations include gender and diversity 
considerations in the exit interview questions (a third 
were unsure), and only one organization tracks gender 
and diversity in employee separations.

11%	

 > Only one organization has gender equity and diversity 
targets for internship, co-op and placement programs.

5.55%	(1/18) 

 > and coaches/officials

recruitment,	selectiOn,	traininG/retentiOn,	
PrOmOtiOn,	&	terminatiOn

20%	

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	OrGanizatiOns	exercise	OPen	
and	accessible	recruitment	Practices,	
HOWEvER vERy fEW sTRaTEgically TaRgET:

EQUiTy anD DivERsiTy TRaining is limiTED 
acrOss	the	OrGanizatiOns

 > A third of organizations (33%) have mandatory equity, 
diversity and inclusion training for all employees, 
team personnel, managers, contractors, board and 
committee members;

 > less than a fifth (17%) train program leaders and 
coaches on how to engage women and people from 
equity-deserving groups.

PROmOTiOn PRacTicEs aRE incOnsisTEnT 
acrOss	the	OrGanizatiOns:

 > About a third (31%) of organizations ensures 
opportunities and the processes for promotion are 
communicated clearly to all personnel; 

 > a third (33%) have career planning systems in place 
to support personnel, with a third (39%) offering 
mentorship opportunities for women and people 
from other equity-deserving groups; 

 > two-thirds (64%) give high-potential women or 
people from other equity-deserving groups access to 
specialized training and professional development to 
enhance their ability to succeed; 

 > however, in only a few organizations (22%) does 
succession planning take into account gender and 
diversity targets.

 > organization has a gender equitable and diverse 
selection committee

41%	

 >  individuals involved in the hiring process receive 
specialized training on bias-free selection

11%	

 > organization uses bias-free interviewing processes to 
mitigate unconscious bias 

29%	

sElEcTiOn PROcEssEs aRE gEnERally nOT 
WEll ExEcUTED:
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aPPendix	2

 > Gender Equity and Diversity

70%	

 > Flexible working arrangements

89%	

 > Mission and core values, in the narratives and 
stories, and in their brand

72%	

 > Safe Sport 

82%	

 > On-site and emergency child-care

88%	

 > Pay equity

23%	

 > Role sharing 

0%	

 > Workplace, programs and facilities are inclusive 
environments that are respectful of gender, race, 
ethnicity, culture, ability, body size, and sexual preference.

 > Harassment and Abuse prevention

100%	

100%	

100%	

 > Employees with access to coaching and counselling 
to manage workload/stress

76%	

 > Workplace

 > Code of Conduct and Ethics
 > Tools, technologies, and processes to accommodate 

persons with disabilities

75%	

 > Caregiver arrangements for the daily workplace or 
travelling for competitions

11%	

 > Programs

83%	

 > Facilities

66%	

valUEs & cUlTURE (Policies,	culture,	Flexibility	&	support)

Values and culture drive the day-to-day 
interactions that support true inclusion 
for women and other equity-deserving 
groups. Culture includes the taken-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.

POliciEs
Playbook organizations had the following policies:

flExiBiliTy & sUPPORT
Playbook organizations provide:

cUlTURE
Gender equity and diversity is embedded in organization:

However, only 1/3 of organizations have an 
implementation plan for these policies
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 > A majority of Playbook organizations (84%) indicate 
they allocate funds equitable to men’s and women’s 
competitive teams

 > Most of the organizations are performing well with 
regard to regular employee engagement surveys with 
self-reported demographic data (88%), and 

 > tracking and reviewing the number of girls/women 
and people from other equity-deserving groups who 
are involved as participants, coaches, officials, board 
members, staff, and volunteers (66%)

Collecting these data can be very helpful to assessing 
goal achievement, and adjusting goals and targets 
as necessary. However, very few organizations (16%) 
evaluate activities and programs to promote equitable 
access (33% are unsure), and only one tracks equity/
diversity and reports and acts on the results

aPPendix	2
mEasUREmEnT & TRacKing EQUiTy & DivERsiTy

Equity and diversity measurement and 
tracking provide important support 
and insight about an organization’s 
ecosystem for decision making. Through 
these activities and systems of tracking, 
decision makers can understand, 
monitor, evaluate and act on gender 
equity dynamics over time.
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66%	

 > organizations apply a gender equity and diversity lens 
to their research and development (R&D) activities

 > While only a few organizations communicate the 
importance of gender equity and diversity in all 
publications (internal and external) (29%), and 
relatively more communicate the importance of 
gender equity and diversity in media buys and social 
media strategies (55%) most ensure that:

• there is inclusive language and images in all 
communications and promotional material

 > Organizations consider gender equity and diversity in 
the design and development of programs and services

 > Organizations offer the same number and quality of 
program choices to women and men

 > organizations collaborate and support research and 
evaluation aimed at promoting effective gender equity 
and diversity interventions

 > Organizations specifically promote opportunities for 
women and girls and other equity-deserving groups to 
be involved with all aspects of the sport

• women (and girl) athletes, coaches, officials, board 
members, etc. are profiled as role models, focusing 
on their skills, achievements, and contributions

• the contributions, skills and expertise of diverse 
women (and girl) athletes and leaders are 
recognized in award and recognition programs

 > Nonetheless, only about half ensure that stereotypes 
about gender and other equity-deserving groups have 
been eliminated in all organizational and promotional 
literature (56%), and have a policy requiring inclusive 
language and images in such literature (50%).

 > Very few organizations (22%) distribute resources 
to staff to assist with the execution and monitoring 
of a gender equity and diversity policy and 
implementation plan. Only half the organizations 
indicated having such a plan (Governance), and its 
implementation was identified as a key issue/gap in 
the pre-assessment survey, perhaps in part because 
of the lack of resources.

 > These proportions are notable because a key issue/gap 
identified from the pre-assessment survey was that 
females and people from other equity-deserving groups 
are particularly underrepresentation as participants.

91%	

66%	

82%	

70%	

68%	

76%	

• the material is accessible, easy to use and in 
languages the community will understand

77%	

77%	

Embedding principles and practices of 
gender equity, diversity and inclusion 
across organizational activities ensures 
women and other equity-deserving 
groups are welcome, safe and included 
in sport organizations.

REsEaRcH & DEvElOPmEnT

PROgRam DElivERy

cOmmUnicaTiOns

Gender	equity	&	diVersity	acrOss	OrGanizatiOnal	actiVities
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aPPendix	2
ExPanDing THE POOl & OUTREacH

 > outreach and selection of potential clients and partners

 > organization aligns with associations and professional 
organizations in programs to promote their 
commitment to gender equity and diversity

 > philanthropic or sponsorship opportunities

 > and government relations

50%	

70%	

47%	

66%	

abOut	halF	the	OrGanizatiOns	cOnsider	
gEnDER EQUiTy anD DivERsiTy in:

These outreach activities can be an important mechanism 
for organizations to communicate and reinforce their 
commitment to gender equity and diversity.

hOWeVer,	at	the	leVel	OF	Outreach	tO	
EngagE PaRTiciPanTs;

 > about a third of organizations (39%) have programs 
or strategies for staff/coaches focused on recruiting 
and retaining athletes who are women and from other 
equity-deserving groups

 > less than a quarter (22%) consult women/girls and 
other equity-deserving groups in the community to 
develop programs and services that meet their needs, 
interests, and experiences 

 > One Playbook organization participant identified the 
need to understand what its (sport) community needs 
as a key issue/gap

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.
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aPPendix	3

imPact:	WinninG	Plays	2022	OrGanizatiOns
At the time of this report, five of the eighteen 2022 Winning Plays Playbook organizations were at the 6-month post-
Playbook timeline. Four of these five organizations provided a status check on action planning. 

A variety of gender equity priority areas were indicated across the four organizations, reinforcing that addressing gender 
equity and diversity is not a one-dimensional process. The most common gender equity priority areas are:

1. Inclusive Organizational Culture

2. Expanding the Pool and Outreach

3. Marketing, Media and Communications

46	Gender	equity	PlaybOOk	actiOns	Were	identiFied	acrOss	the	FOur	OrGanizatiOns	
actiOn	Plans.	OF	these	46	actiOns,	OrGanizatiOns	rePOrted:

Completed tasks focused on:

 > Establishing and renewing gender equity and diversity policies, 
and aligning existing policies with an equity and diversity lens

 > Increasing diversity of board applicants (via recruitment, 
applying diversity matrix) 

 > Increasing the promotion/awareness of women in the sport

 > Establishing a women in coaching grant

Tasks that had not yet started focused on:

 > Implementing an organizational culture survey

 > Recruitment strategy and programming for women and girls 
with targets

 > Extending the LENS module to others in the organization

 > Creating a more transparent international team coaches policy

 > Aligning equity objectives with international federation

56%
in PROgREss

22%
cOmPlETE

22%
nOT  
sTaRTED

imPacT insigHTs
Appendix 3 provides a breakdown of impact by cohort of Playbook organization based on completion timeline. Of the 32 
organizations that completed the Playbook by December 2021, 18 organizations were reported in Winning Plays 2022 and 
14 organizations were reported in Winning Plays 2021.

Completed Playbook  
March - December 2021 

WinninG	Plays	2022

Completed Playbook  
January 2020 - March 2021

WinninG	Plays	2021

nsOs
11

msOs/ 
csis3

nsOs
14

msOs/ 
csis4
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aPPendix	3
imPact:	WinninG	Plays	2022	OrGanizatiOns	cOntinued

cOnDiTiOns THaT EnaBlED acTiOn On 
PRiORiTy aREas:

 ü Support and prioritization of gender equity, diversity 
and inclusion by leadership (board, senior leaders) 

 ü Dedicated staff and funding to implement plan

cOnDiTiOns THaT cREaTED BaRRiERs TO 
immEDiaTE acTiOn On PRiORiTy aREas:

 Ï Personnel and financial capacity 

 Ï Culture that was not supportive of gender equity  
or change

 Ï Communication gaps with PTSOs

What	OrGanizatiOns	started	dOinG	as	a	
REsUlT Of PaRTiciPaTing in THE PlayBOOK:

 > Incorporating concrete plans to communicate gender 
equity and diversity targets, action plans,  
and commitments publicly 

 > Leadership in this space by creating awareness 
around our efforts and achievements 

 > More creative in outreach strategies to recruit diverse 
applicants

 > Training, onboarding and orientation more robust

 > More opportunities for women’s voices

 > Increase capacity to work with contractors and 
partners to implement plan and deliver initiatives

What	OrGanizatiOns	stOPPed	dOinG	as	a	
REsUlT Of PaRTiciPaTing in THE PlayBOOK:

 > Informal or “unwritten” checklists for gender equity 
and diversity metrics

 > Status quo 

 > Using a one size fits all approach

 > Trying to do too much too soon (i.e. using one 
pilot province versus trying to implement in all 10 
provinces)

None of the four organizations noted changes in action plan priorities.

There is early evidence to suggest that systems change is happening however, as demonstrated by the organizations, this 
work takes time and intention to ensure efforts are sustainable. This intentional effort works to change the culture which 
is key to enabling and sustaining progress. 
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aPPendix	3
imPact:	WinninG	Plays	2021	OrGanizatiOns
Seven of the 14 organizations from Winning Plays 2021 provided a status check on action planning. One of these 
organizations identified their actions would not be implemented until 2022-23 so did not have any updates to provide and 
therefore has not been included in the following data. 

The six organizations included were between 9- and 18-months post-Playbook. A variety of gender equity priority areas were 
indicated across the six organizations, again reinforcing that addressing gender equity and diversity is not a one-dimensional 
process. The most common gender equity priority areas across the six organizations included::

1. Governance, Leadership and Strategy

2. Gender Equity & Diversity Metrics and Tracking

3. Recruitment, Selection, Training, Promotion, Retention

4. Women as Coaches

64	Gender	equity	PlaybOOk	actiOns	Were	identiFied	acrOss	the	six	OrGanizatiOns’	actiOn	
Plans.	OF	these	64	actiOns,	OrGanizatiOns	rePOrted:

Completed tasks focused on:

 > Safe Sport

 > Equity, diversity and inclusion strategy, policies, KPIs

 > HR committee with equity, diversity and inclusion 
mandate

 > Diversity matrix for recruitment and selection

 > Create greater awareness for females in sport, leadership 
and administration

Not started actions focused on: 

 > Understanding experiences of women coaches and 
officials, and creating strategy to recruit

 > Creating equitable and inclusive hiring guide

 > Creating communications plan for gender equity, diversity 
and inclusion

 > Collecting and reporting on baseline data

72%
in PROgREss

16% cOmPlETE

nOT  
sTaRTED12%
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aPPendix	3
imPact:	WinninG	Plays	2021	OrGanizatiOns	cOntinued

cOnDiTiOns THaT EnaBlED acTiOn On THEsE 
PRiORiTy aREas:

 ü Support, prioritization and commitment of equity, 
diversity and inclusion by leadership (board, senior 
leaders) and staff

 ü Having a lead person, committee, or working group 
designated as responsible for change

 ü Sport Canada Gender Equity in Sport grant  
(hired SafeSport/EDI Manager, implemented 
mentorship program)

 ü Additional support from Canadian Women & Sport 
and consultants

cOnDiTiOns THaT cREaTED BaRRiERs TO 
immEDiaTE acTiOn On PRiORiTy aREas:

 Ï COVID-19 pandemic reduced capacity and 
organizations had to pivot to address the resulting 
challenges in their sport.

 Ï Lack of leadership commitment/ direction

 Ï Competing priorities (I.e. Olympics)

 Ï Staff capacity

 Ï Lack of collaboration and alignment within NSO 
departments (ex: grassroots and high performance) 
and between NSO and Canada-wide grassroots level

What	OrGanizatiOns	stOPPed	dOinG	as	a	
REsUlT Of PaRTiciPaTing in THE PlayBOOK:

 > Deferring to status quo for practices, programs, 
policies and hiring

 > Relying on informal mechanisms

 > Having gender equity, diversity and inclusion on “one 
desk” - more organizationally driven now

What	OrGanizatiOns	started	dOinG	as	a	
REsUlT Of PaRTiciPaTing in THE PlayBOOK:

 > Prioritizing gender equity, diversity and inclusion in all 
aspects of work

 > Applying diversity lens for hiring

 > Seeking and acquiring funding to support initiatives

 > Enhancing data collection and analysis

 > Formalizing gender equity, diversity and inclusion 
through working groups, strategic plan and staff 
accountability

None of the six organizations noted changes in action plan priorities however some deliverables have evolved as new 
insights have been gathered. As the Winning Plays 2021 cohort of Playbook organizations move towards and beyond 
the 1 and 2-year completion marks, it is evident that gender equity and broader equity, diversity and inclusion work is 
truly a team effort. Although each organization has its own unique journey, strong internal leadership prioritization, 
support and accountability are crucial. External supports including dedicated funding and expert guidance are also 
necessary to ensure progress is sustainable at the systems change level.
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