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Research Context:
Extensive research demonstrates that women and girls remain 
significantly underrepresented in sport coaching.
International context: Women represented 6% of head coaches on 
the 2016 Canadian Olympic team8

National context: Women represented 24% of head coaches for 
women’s teams in the 2019-20 Usports season7

National hockey context: Women and girls represented less than 5% 
of all ice hockey coaches in Canada in 2019-2013

Literature review of 27 academic sources and 20 organizational 
documents pertaining to: 
❑Barriers and supports for women coaches
❑Retention and recruitment strategies for women in coaching
❑The current environment for women coaches in Canada
❑The current environment for women ice hockey coaches

Ecological Systems Model22 employed to analyze existing 
literature. 

Research Questions:
RQ1: What barriers and supports impact women’s involvement and persistence in coaching?
RQ2: What recruitment and retention strategies can be employed to increase women’s representation in ice hockey coaching?

Societal influences that impact our 
understanding of leadership in sport6

Organizational practices, values, culture, 
and structure6

Interpersonal interactions and relationships 
(athletes, parents, staff, other coaches)6

Individual Interpersonal 
Self-perceptions of leadership, personal 
intersectional variables6

• Perceptions of limited 
career mobility 
6,12,16,24,25

• High expectations 
2,6,9,17,21,24

• Low confidence 
11,17,18,21,23,25

• Intersecting identities 
12,16,22,23,24 

• Coaching 
confidence 
2,3,4,5,19,21,24,26

• Feeling valued 
1,2,5,11,24,

• Enjoyment of 
coaching 6

• Limited opportunities 
for advancement
1,2,6,11,23,24,25,27,28

• Lack of appropriate 
gender equity practices 
6,9,16,18,20,22

• Lack of support from 
administrators 1,6,21,24,25

• Well-supported policies 
and practices 
4,6,10,16,18,21,24,25,26,27

• Opportunities for coach 
development 
1,2,5,6,18,19,24,26,27

• Strong coach-
organization relationships 
1,2,4,11,21,24

• Gender-based 
stereotypes 
6,9,11,16,17,18,22,24,25

• Under-representation 
4,11,17,18,20,23,27,28

• Intersectionality 
4,9,16,22,23,24

• Sport system values 
6,17,22,24

• Challenging 
stereotypes 
4,10,12,17,24

• Early 
socialization
11,18,22,26

• Work-life balance 
6,11,17,23,25

• Negative 
interpersonal 
interactions
1,6,17,21,24,25

• Feeling isolated
1,24,27

• Strong support 
networks 1,2,3,6,12,19,25

• Women coach role 
models 1,2,5,11,17,18,25

• Positive 
relationships 
1,2,3,5,6,24,27

Many significant barriers to recruitment and retention of women 
in coaching exist at the organizational and sociocultural levels, yet 
the vast majority of existing programs exclusively target individual 
coach development4,5,14,15. When implemented in isolation, this 
type of strategy frames the coach as the problem, which 
perpetuates gender-based stereotypes and fails to address 
systemic barriers in sport organizations4,6,15,20. In addition, many 
current initiatives focus on development for existing elite-level 
coaches4,5,14, which ultimately overlooks recruitment strategies 
that may increase the pool of young women coaches. A more 
strategic, bottom-up approach is necessary to alleviate systemic 
barriers for women in coaching.

Support for women in coaching should take a multi-level approach 
that fosters sustainable long-term development. Potential 
strategies could include:
❑ Implementation of gender equitable policies and practices 

2,6,16,18,26

❑Development of programs and pathways for young coaches 18,26

❑Development of a women in coaching portfolio 2,4,5,25

❑Education for coaches and administrators 6,17

Organizations that strive to improve recruitment and retention of 
women coaches should review existing research, consider their 
organizational capacity, and determine desired outcomes prior to 
developing their strategic initiatives.
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