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Abstract 

Although gender equity has become an espoused organizational value for amateur sport 

organizations, research illustrating continued gender inequities at all levels of sport signal 

that it is not always enacted (cf. Fink & Pastore, 1997; Inglis, Danylchuk, & Pastore, 2000; 

McKay, 1997; Shaw, 2001; Theberge, 2000a, 2000b). A post-structuralist feminist lens 

emphasizes the local meanings and the production of gendered knowledge, encourages 

critique of the embeddedness of dominant discourses in organizational cultures, and 

provides strategies for uncovering alternative meanings and organizational practices 

(Alvesson & Deetz, 2000; Fletcher, 1999a). The purpose of this study was to understand and 

critique the meanings and practices of gender equity for athletes from the perspectives of 

administrators, coaches, and athletes in a Canadian university. 

This was accomplished tlirough case studies of four sport programs that varied in terms of 

structure and history in one athletic department. Data were collected from interviews with 5 

administrators, 6 coaches, and 20 athletes, observations of practices and competitions, and 

analysis of related documents and field notes. These data were coded and categorized using 

Atlas.ti. 

The findings revealed multiple but narrow meanings of gender equity that were not fully 

implemented into organizational practices. Overall, respondents were complacent about 

changing the status quo and used a variety of arguments to justify the observed gaps 

between meanings and practices. While it was assumed that gender equity had been achieved 

because the total number of men's and women's teams were similar, a number of inequities 

in terms of funding, promotion, and treatment were observed. The findings challenged the 

assumptions that there are unitary and widely shared understandings of organizational values 

and that espoused organizational values are fully put into practice (cf. Agle & Caldwell, 1999; 

Martin, 2002; Meglino & Ravlin, 1998). To move further with a gender equity agenda, 

discussions in sport organizations must be initiated to disrupt existing discourses and 

develop new ways of addressing and implementing this organizational value. 
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Prologue 

F o r five years as a n unde rg radua t e s tuden t at a C a n a d i a n u n i v e r s i t y , I v o l u n t e e r e d as 

the m a n a g e r o f a w o m e n ' s u n i v e r s i t y b a s k e t b a l l t eam. F o l l o w i n g that, I w a s e m p l o y e d b y the 

a th le t ic d e p a r t m e n t f o r t w o years as a s p o r t even t manager . I w a s a t t rac ted to u n i v e r s i t y 

a thle t ics because o f the s p e c i a l b o n d s that are c rea ted o n the t eams a n d the status a n d 

p r iv i l eges a s soc ia t ed w i t h el i te l e v e l spor t , s u c h as the o p p o r t u n i t i e s to t r a v e l a n d to m e e t 

p e o p l e . A l t h o u g h I r e a l i z e d that I was p r i v y to m a n y expe r i ences that w e r e n o t a f f o r d e d to 

m a n y o t h e r s tudents o n c a m p u s , I was a l so aware o f a n d t r o u b l e d b y the d i s c r epanc i e s 

b e t w e e n the m e n ' s a n d w o m e n ' s b a s k e t b a l l teams. 

F e w fans a t t ended the w o m e n ' s b a s k e t b a l l games . W h i l e the p o o r r e c o r d o f o u r t e a m 

c o u l d p a r d y e x p l a i n th is , the s c h e d u l e d start t i m e o f 6:15 p m a l so p l a c e d us at a d i sadvan tage 

to the m e n ' s g a m e tha t was s c h e d u l e d at a m o r e r easonab le t i m e o f 8:00 p m . I a lways 

w o n d e r e d w h y i t was that the w o m e n ' s g a m e h a d to b e s c h e d u l e d first . W h a t w o u l d h a p p e n 

i f the t imes w e r e reversed? W o u l d m o r e fans a t t end o u r games i f i t w a s s c h e d u l e d at a m o r e 

c o n v e n i e n t t i m e , o r w o u l d , as the a th le t ic d i r e c t o r i n d i c a t e d o n seve ra l o c c a s i o n s , fans leave 

after the m e n ' s g a m e , thus nega t i ng the c h a n g e i n t ime? 

B o t h the m e n ' s a n d w o m e n ' s t e a m r o o m s w e r e l o c a t e d near the g y m n a s i u m , b u t that 

is w h e r e the s imi la r i t i e s e n d e d . T h e w o m e n ' s t e a m r o o m w a s a s m a l l , u n l o c k e d space l o c a t e d 

w i t h i n a larger , p u b l i c w o m e n ' s l o c k e r r o o m . It c o n s i s t e d o f a s m a l l b e n c h a n d 2 5 l o c k e r s 

a n d w a s v i r t u a l l y i m p o s s i b l e f o r the en t i re t e a m o f 14 p layers t o b e i n the r o o m at the s ame 

t ime . I n con t ras t , the m e n ' s t e a m r o o m was large a n d spac ious . S i n c e i t w a s l o c a t e d separate 

f r o m the m e n ' s p u b l i c l o c k e r r o o m , the t e a m w a s able to m a i n t a i n p r i v a t e access to i t . I t was 

f u r n i s h e d w i t h o v e r 50 l o c k e r s , a l o n g b e n c h , a p r iva t e w a s h r o o m , a c h a l k b o a r d , a n d c o u l d 

easily a c c o m m o d a t e a l l the p layers a n d s taff fo r mee t ings . I w o n d e r e d w h y the w o m e n h a d 

to take tu rns c h a n g i n g i n the c r a m p e d a n d u n c o m f o r t a b l e r o o m , w h e n the m e n h a d p l e n t y 

o f r o o m a n d w e r e u n l i k e l y to b e c o n c e r n e d a b o u t t eammates m v a d i n g the i r p e r s o n a l space. 

I n a d d i t i o n , I n o t i c e d d i f fe rences i n the l e v e l o f s u p p o r t f r o m s p o n s o r s , the ava i l ab i l i t y o f 

s c h o l a r s h i p m o n i e s , a n d the ex ten t o f m e d i a a t t e n t i o n t o n a m e a f e w inequ i t i e s . I t h o u g h t 

that these inequ i t i e s w e r e i n e v i t a b l e because the w o m e n ' s t e a m w a s n o t succes s fu l a n d thus 

h a d l i t de p o w e r to i n f l u e n c e change i n the depa r tmen t . H o w e v e r , w h e n the m e n ' s t e a m 

s tar ted l o s i n g t o o , b u t w a s s t i l l a f f o r d e d w i t h m a n y p r iv i l eges , I w o n d e r e d w h y w a s i t that 



the men were taken better care of than the women. I also began to question why women 

accepted their disadvantaged situation as many of my teammates, myself included, did little 

to advocate for change. For my doctoral research, I became curious about whether similar 

discrepancies existed at other Canadian university athletic departments, i f various 

stakeholders, including athletes, were cognizant of them, and i f there was an interest in 

addressing them. 

My master's work on strategic decision making in the Canadian university athletic 

system piqued my interest in the role organizational values play in organizations (Hill, 1996; 

Hi l l & Kikulis, 1999). In much of the management literature, successful and productive 

organizations are those in which organizational members espoused and enacted shared 

values. In my study, I found that some of the athletic directors whom I spoke with were 

committed to broad-based programming, while others believed it was more advantageous to 

specialize in a few sports. Some of them strongly believed in maintaining ties to historical 

rivals, regardless of the travel costs, while others were committed to re-configuring the 

conference boundaries and estabhshing new rivalries between universities in order to control 

costs. Even though these athletic directors all belonged to the same regional conference and 

the literature would suggest that they espoused the same values, the findings from my 

master's study suggested that they did not espouse the same values. From this, I turned my 

attention to one organizational value in particular — gender equity. Based on my previous 

experiences, I wondered what the connections were between what coaches, administrators, 

and athletes said and what they did, as it appeared to me that there were gaps between 

meanings and practices. 

I decided to carry on in some ways with the research I did for my master's degree, 

because I was dissatisfied with the lack of research being paid to gender equity in the 

Canadian university athletic system. In the early stages of my doctoral research, I was 

questioned by academics, students, friends, and colleagues i f gender equity really was an 

issue. The implication was that there were no problems in the Canadian system. The gaps 

between men's and women's teams did not appear as great as they have been documented at 

some universities and colleges in the United States. A t the university in which this research 

was situated their equity office compiled an annual report on equity. In 1999, only 1% of the 

205 cases (approximately 2 cases) of harassment and discrimination were from athletics, 

while in 2000, 2% of 136 cases (approximately 3 cases) dealt with cases pertaining to the 



athletic department. From this, some could conclude that there were few inequities in the 

department, but I had a hard.time accepting that argument as I had experienced numerous 

inequities. 

Finally, I was drawn to post-structuralist feminist theory as a lens for examining the 

questions I had about gender equity and athletes, because critical questions were not being 

adequately addressed by most of the sport management literature that has relied on a liberal 

feminist stance. Instead of proposing that inequities existed because of some natural 

deficiencies of women or that there were structural barriers, post-structuralist ferninist 

theory, with its emphasis on discourses, knowledge, power, and gender, directed my 

attention to the embeddedness of gendered discourses in organizational cultures. This 

dissertation is my attempt to uncover and disrupt the assumptions we take for granted, but 

which perpetuate inequities in university athletics. 
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1 
Introduction 

From my past experience in university athletics', I was aware of how easily and 

nonchalandy coaches, acuriinistrators, and even athletes justified gender inequities. It was not 

uncommon to hear the argument that men's teams deserved a greater share of the resources 

because they generated more revenue that helped to subsidize women's teams. I heard that it 

was virtually impossible to increase the size of the women's locker room because it would 

cost too much to renovate the facility. I heard that attendance was higher at men's games 

because their display of strength and physicality made the game more exciting to watch. 

These explanations were accepted even by women athletes, who were the most 

disadvantaged in the university sport system, because the reasons seemed logical and normal 

given the historical context that privileged male athletes. It is through the acceptance of such 

arguments as natural, instead of questioning them, that one becomes victimized by the 

power in the production of knowledge and the social construction of dominant discourses 

that protect the status quo. A n aim of this study was to understand and critique dominant 

discourses of gender equity11 as an organizational value that are espoused in Canadian 

university athletic departments and to raise questions about how such knowledge is 

produced and put into practice. 

Gender Equity and Sport 

Athletic achievement, financial responsibility, national recognition, mass 

participation, excellence, and fair play are some of the typical and potentially conflicting 

organizational values espoused by managers of sport organizations such as national 

governing bodies and university athletic departments (Hinings, Thibault, Slack, & KikuHs, 

1996; Puder & Wolfe, 1999; Wolfe, Hoeber, & Babiak, 2002). In recent years, gender equity 

has also become an organizational value that appears in the mission and policy statements of 

these types of sport organizations (cf. Hoeber & Frisby, 2001; Shaw, 2001). For example, 

the Canadian Interuniversity Athletic Union (CIAU) 1 1 ', which is the national governing body 

for university athletics in Canada, established an equity and equality committee and 

developed goal statements that demonstrate a commitment to this organizational value 

(CIAU, 1999). Certainly institutional pressures in the form of government legislation such as 
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the National Policy on Women and Girls in Sport, Research and Physical Activity (1999) in 

Australia, the Sport Canada Policy on Women in Sport (1986) in Canada, the Making 

English Sport Inclusive guidelines (2000) in England and Tide I X legislation (1972)'v in the 

United States have motivated some sport organizations to adopt gender equity. Yet, calls for 

greater gender diversity in leadership and athletic participation (cf. Doherty & Chelladurai, 

1999; Fink & Pastore, 1999, Fink, Pastore & Riemer, 2001), coupled with research 

illustrating continued gender inequities at all levels of sport (cf. Fink & Pastore, 1997; Inglis, 

Danylchuk, & Pastore, 2000; McKay, 1997; Shaw, 2001; Theberge, 2000a, 2000b), signal that 

gender equity is an organizational value that is not always enacted, even when it has been 

incorporated into policies and organizational mission statements. 

Gender Equity in University Athletics 

In the past thirty years, the opportunities for Canadian female athletesv to participate 

in university sports has increased (Danylchuk & MacLean, 2001; Hums, MacLean, Richman, 

& Pastore, 1994; Inglis, 1988; Keyes, 1974; Pomfret, 1988). In the early 1970s, there were 

only four national championships for women in the sports of basketball, gymnastics, 

swimming and diving, and volleyball (Keyes, 1974). Currently there are 10 national 

championships for women in the sports of basketball, cross-country running, field hockey, 

ice hockey, rugby, soccer, swimming, track and field, volleyball, and wrestling, which is one 

more than the number of national championships for men (see page 86, chapter 4) (CIS, 

2002a). However, despite these increases in programrning opportunities, male athletes 

continue to outnumber female athletes. In 2002, there were 5,417 registered male athletes 

(54%) compared to 4,536 female athletes (46%) registered in the Canadian university system 

(CIS, 2002b). This discrepancy is primarily due to the large number of males playing 

football. 

A t first glance, athletic department administrators may assume that gender equity has 

been successfully put into practice because there are significantly more opportunities for 

female athletes to participate. This liberal feminist approach to gender equity is based on the 

idea that removing structural and bureaucratic barriers will result in equal opportunities for 

women and men (Meyerson & Kolb , 2000). While this goal of achieving equal numbers may 

have contributed to the expansion of the number of teams for women, it ignores other 

dimensions of inequity (Hall, 1996; Hargreaves, 1990). Research has shown that women 
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receive fewer scholarships than men, women's teams are promoted less often, and men's 

teams generally receive a greater share of operating budgets (CIS, 2001, Danylchuk & 

MacLean, 2001; Inglis et al., 2000). Furthermore, adding more teams for women and 

estabUshing goal statements does not, as some may expect, adequately address inequities 

because the prevailing gendered culture, power imbalances, and the allocation of resources 

have not been challenged or altered (Gherardi, 2001; Rao, Stuart, & Kelleher, 1999). 

Alvesson and Billing (1997) noted that despite the social pressures to be gender equitable 

the commitment to it often borders on tokenism because it is rarely translated and 

embedded into organizational practices. 

There have been few documented cases of gender cuscrimination at Canadian 

university athletic departments, which contrasts sharply with the American situation where 

Tide I X legislation has forced athletic departments to assess their practices and address 

inequities. Compliance with Tide I X legislation has been contentious and there have been 

several notable examples of legal action taken on behalf of athletes (cf. Greendorfer, 1998; 

Fink & Pastore, 1997; Staurowsky, 1996a, 1998). Some may conclude that the absence of 

publicly documented legal cases in Canadian universities points to successful policy 

implementation. However, prevailing societal discourses that have historically privileged the 

physicality and athletic performances of men over those of women reinforce inequities in 

athletic structures, policies and practices (Hall, 1996; Hargreaves, 1990; Shaw, 2001). The 

privileging of one version of truth that argues gender equity is not a problem over evidence 

of continued gender inequities demonstrates that hegemony is operating to perpetuate them. 

Drawing on Gramsci's theory of hegemony, Alvesson and Deetz (2000) and Fraser (1997) 

contended that hegemony operates when the knowledge produced by dominant groups 

becomes privileged and takes on the status of common sense, and thus often goes 

unquestioned, while the preferences of the dominated groups go unnoticed, especially when 

they consent to the existing order characterized by asymmetrical power relations. A danger 

for stakeholders in sport is that they may become complacent by assuming that equal 

numbers of participants or sport teams for men and women adequately address this 

organizational value and thereby ignore other strategies that would lead to a more 

comprehensive approach to gender equity for athletes. It is precisely because it is taken for 

granted that Alvesson and Skoldberg (2000) have argued that we should "ask questions that 

are an insult to common sense ... to promote a kind of thinking which differs radically from 



4 

established modes" (p. 132), and in turn, calls into question the arbitrary nature of the 

production of knowledge. 

Through case studies of four university sport programs situated in one university 

athletic department at a Canadian university, this study sought to question the status quo 

and challenge the taken for granted assumptions that influenced the understandings and 

practices of gender equity as an organizational value. This study was informed by post-

structuralist feminist theory that provided a lens for understanding the local meanings and 

the production of gendered knowledge, promoted a critique of the manner in which 

dominant discourses are embedded in organizational cultures, and encouraged discussion of 

transforming meanings and practices (Alvesson & Deetz, 2000; Fletcher, 1999a). Studying 

gender equity as an organizational value provided a way of understanding the "unobtrusive 

ways that gender inequity is sustained and reproduced in organizations" (Fletcher, 1999b, p. 

2). In doing so, we can enter into discussions about the ingrained meanings and practices 

that perpetuate inequities and entertain possibilities for transformation. 

Studying Organizational Values 

Schein (1985), one of the early researchers of organizational culture, conceptualized 

organizational values as windows into the deep structures of organizations or the "collection 

of values, history, culture and practices that form the unquestioned, 'normal' way of working 

in organizations" (Rao et al., 1999, p. 2). I argue that studying gender equity as an 

organizational value with multiple potential meanings will challenge dominant discourses 

and reveal alternative ways of embedding it more deeply and fully into organizational 

practices. 

Agle and Caldwell (1999) reviewed eight definitions of organizational values, most of 

which conceptualized them as preferences about desired behaviours (e.g., cooperation, 

efficiency) or organizational outcomes (e.g., profit, success). For example, Enz (1988, p. 287) 

defined organizational values as: 

the beliefs held by an individual or group regarding means and ends 
organizations "ought to" or "should" identify in the running of the 
enterprise, in choosing what business actions or objectives are preferable 
to alternative actions, or in estabHshing organizational objectives. 

While Agle and Caldwell (1999) maintained that the proliferation of definitions is indicative 

of a well-defined construct, most of these definitions portrayed organizational values in a 
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rationalistic manner that failed to tap into their political or socially constructed dimensions 

(cf. H i l l & Kikulis, 1999; Hoeber & Frisby, 2001). 

Martin (2002) was critical of the rational perspective because espoused 

organizational values are not always widely shared or understood by organizational members 

and are not always reflected in organizational practices. Rather, espoused organizational 

values may merely serve as corporate propaganda to maintain the status quo and divert 

attention away from gendered power relations that sustain inequities (Martin, 2002). For 

example, it is commonly assumed that organizational cultures and values are gender neutral 

and that organizational practices objectively reward meritorious skills, abilities, and 

achievements. Yet, a growing body of organizational research has shown that practices and 

discourses presumed to be gender neutral are highly gendered and contribute to systemic 

inequities (cf. Acker, 1990, 2000; Benschop & Doorewaard, 1998; Ely & Meyerson, 2000; 

Fletcher, 1999a; Martin, 1994; Martin & Meyerson, 1998; Rao et al., 1999). It is generally 

assumed that the characteristics of a good worker, such as working independentiy, 

sacrificing one's private life for work and attending to crisis in a heroic manner, are gender 

neutral. Yet Rao et al. (1999) and Fletcher (1999a) argued that these qualities favour men 

over women who are still largely responsible for domestic and childcare tasks in the home, 

because of prevailing societal attitudes about the gendered division of labour. Likewise in 

sport, it has been shown that employment roles and hiring processes are underpinned by 

gendered assumptions (Hovden, 2000, Shaw, 2001; Shaw & Hoeber, 2003). Shaw (2001) 

demonstrated that while men and women were not explicidy singled out for particular 

positions in English national sport governing bodies, the role of regional development 

officers have traditionally been associated with femininity and women because they required 

individuals who were loyal, caring, and well-organized. In contrast, senior management roles 

were typically linked with masculinity and men because they required leaders who acted in a 

professional manner and would not be distracted by family commitments (Shaw, 2001). 

Based on this conception, it is important to determine whether understandings of 

organizational values are shared, whether there are multiple meanings attached to them, and 

whether they are actually embedded in organizational practices. 
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Turning to Post-structuralist Feminism 

In the sport management literature, explanations for gender inequities and the 

barriers that block women's access to administration or participation have focused on 

organizational structures and deficiencies in individual skills and abilities (Doherty & 

Varpalotai, 2000; Hall , 1996). While this research has been helpful in demonstrating that 

inequities continue to exist, it does not explain the deeper mechanisms by which they are 

sustained and reinforced. Shaw (2001) was one of the first sport management scholars who 

argued that research must "progress from analyses of what occurs within sport organizations 

to an examination of how and why they continue to be arenas in which gender relations are 

far from equitable" (p. 4). This suggests that the role of the researcher is to "initiate open 

discussion of images widely spread by dominant groups and mainstream management 

thinking by drawing attention to hidden aspects and offering alternative readings" (Alvesson 

& Deetz, 2000, p. 17). Although largely untapped as a conceptual framework in the sport 

management literature, post-structuralist feminism offers an exciting new lens for examining 

gender equity. This theory focuses on the construction of meanings and the implementation 

of particular meanings in practice (Fletcher, 1999a). It is useful for this study because it 

acknowledges "the gendered nature of knowledge production and the way it maintains and 

reinforces the power relationships between the sexes" (Fletcher, 1999a, p. 21). In this 

process of gendered knowledge production, "advantage and disadvantage, exploitation and 

control, action and emotion, meaning and identity are patterned through and in terms of a 

distinction between male and female, masculine and feminine" (Acker, 1990, p. 146). In this 

way, gender hierarchies and distinctions are made to appear normal, which in turn furthers 

the interests of some dominant groups (Fletcher, 1999a). 

The aim of post-structurahst ferrrinism is to disrupt the status quo and traditional 

power structures by critiquing taken for granted assumptions and establishing contexts and 

conditions whereby individuals can draw upon alternative vocabularies to produce new 

meanings and practices that go farther in reflecting and enacting desired organizational 

values (Alvesson & Deetz, 2000). By adopting this perspective, my attention was directed 

toward the identification and analysis of gender equity discourses to reveal the meanings that 

organizational members of an athletic department used to make sense of it and how it was 

manifested in practices. 
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Although gender equity is a frequent topic of discussion and research, Bryson and de 

Castell (1993) argued there is littie agreement about how to define and interpret it. This is 

problematic because discourses are constructed and power is enacted through the meanings 

or the manner in which people make sense of organizational realities (Ely & Meyerson, 

2000). Post-structuralist feminism recognizes that power is located " in systems of shared 

meaning that reinforce mainstream ideas and silence alternatives" (Fletcher, 1999a, p. 17). 

Thus, i f it is assumed that understandings of gender equity are unitary and shared, it takes on 

the status of being a taken for granted organizational value and little effort will be made to 

promote further change. 

With a post-structuralist approach to the study of organizational values, it is argued 

that organizational cultures are a struggle where the dominant groups' understandings are 

usually privileged and seen as normal, with little or no consultation with other organizational 

members (Alvesson, 1987). Recognizing that socially constructed meanings that are or are 

not contested reveal the "gender we think" (Gherardi, 1994, p. 591), one purpose of this 

research was to determine i f there were multiple meanings of gender equity for athletes from 

the perspectives of various stakeholder groups in university athletics (e.g., adrrrinistrators, 

coaches, and athletes). I examined the meanings held by those at different levels of the 

organizational hierarchy to avoid the problem that pervades the management literature 

where the views of top administrators are assumed to represent the views of all other 

organizational members (Martin, 2002). 

According to Alvesson and Deetz (2000), the insight gained from the perceptions of 

those who are studied are valuable for understanding the common and accepted meanings 

of a phenomenon, but this must be balanced with an awareness of how discourses operate 

to shape the understandings of those being studied. Depending on the particular setting, 

individuals draw upon existing discourses to understand their experiences (Alvesson & 

Deetz, 1996; Weedon, 1997), suggesting that not all discourses are accessible to all 

individuals in this process of constructing reality. It also recognizes that "there is no 

subjective reality independent of the socially constructed forces that create it" (Fletcher, 

1999a, p. 39). It is through the "observation of social process" (Alvesson & Deetz, 2000, p. 

70) that we become aware that certain interpretations of values are implemented and 

maintained by dominant powerful groups in an effort to suppress conflicting interpretations 

that may pose a threat or challenge to existing power structures. 
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In her study of gender equity in the British higher education system, Bagilhole (2002) 

argued that examining organizational practices related to it was useful in determining which 

meanings were enacted and to pinpoint gaps between meanings and practice. Recognizing 

that gender inequities are socially constructed and that organizational practices are "carriers 

of cultural meaning, drawing upon and producing gendered ideas . . . and assumptions" 

(Alvesson & Billing, 1997, p. 106), by identifying which ones contribute to them, discussions 

can be raised about how to alter them to promote social justice (Kenway, Willis, Blackmore, 

& Rennie, 1998; Meyerson & Kolb , 2000). 

Since practices reveal the enacted understanding of organizations or the "gender we 

do" (Gherardi, 1994, p. 591), the other aims of this research were to determine which 

meanings of this organizational value were implemented into practice, and how stakeholders 

accounted for any observed gaps between meanings and practices. Critiquing the 

mainstream and accepted views about the potential incongruities between meanings and 

practices can disrupt the status quo and establish a space to construct new ways of drinking. 

Context and Purpose of the Study 

The purpose of this study was to understand and critique the meanings and practices 

of gender equity for athletes from the perspectives of administrators, coaches, and athletes 

in a Canadian university context. This was accomplished by utilizing a qualitative approach 

and conducting case studies of four sport programs at one Canadian university. I posed 

three specific research questions: 

RQ1: What meanings did administrators, coaches, and athletes associate with gender 

equity for athletes? 

RQ2: Which meanings of this organizational value were implemented in organizational 

practices related to four different sport programs? 

RQ3: How did the administrators, coaches, and athletes explain any uncovered gaps 

between meanings and practices? 

Alvesson and Billing (1997, p. 104) argued that understanding meanings rooted in 

organizational cultures requires a research design that emphasizes the fostering of insight 

and critique through "unpacking the deeper aspect of a phenomenon." A qualitative 

approach was suitable for this study because it encouraged a nuanced appreciation of the 

local context through rich descriptions of settings and advocated a sensitivity to the 
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meanings held by those being studied (Alvesson & Deetz, 2000; Fletcher, 1999a; Marshall & 

Rossman, 1999). These are important considerations since the production of knowledge 

occurs at the local level, even though it is embedded in a broader historical, social, and 

political context (Alvesson & Deetz, 2000). 

University athletics provided a rich site for examining and critiquing the taken for 

granted assumptions underpinning gender equity for three main reasons. First, sport has 

traditionally been identified as a male domain, but recent advances made by female athletes 

may lead to complacency about gender equity. Second, since athletic departments have 

sports with different histories and gender structures, it is important to examine the 

complexities that are deeply embedded in their cultures. Third, there are identifiable 

stakeholder groups at different levels of the organizational hierarchy (e.g., athletes, coaches, 

administrators) with potentially different understandings of this organizational value and 

how it should be implemented. As explained further in chapter 3, for this study I selected 

four sport programs in one Canadian athletic department with different institutional 

conditions. In three of the sports, the men's and women's programs operated separately 

with teams having separate coaching staff, schedules, operating budgets, and equipment. 

One sport operated in an integrated manner where the male and female athletes shared 

access to resources. In two sports, both the men's and women's teams had comparable long 

histories on campus, while for the other two sports, the men's teams had a long history on 

campus which contrasted with the recent additions of women's teams in the athletic 

department. I expected that I would find various practices and meanings of gender equity as 

a result of the different institutional conditions. 

Overview of Remaining Chapters 

This dissertation consists of eight chapters. In chapter 2,1 provided the conceptual 

framework for this research, which was informed by three bodies of literature: post-

structuralist feminism, organizational values, and gender equity in sport. In chapter 3,1 

described the research methods, my role as the researcher, and how I analyzed the data. 

Since post-structuralist research is grounded in a rich understanding of the local context, I 

devoted chapter 4 to describing the larger historical, political, social, and economic contexts 

surrounding the athletic department under investigation along with the specific institutional 

conditions of the four case study sport programs. In chapters 5, 6, and 7,1 discussed the 
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major findings: respondents' meanings of gender equity are found in chapter 5; practices of 

gender equity are in chapter 6; and the explanations respondents used to justify the gaps 

between meanings and practices appear in chapter 7. Finally, in chapter 8,1 drew 

conclusions, made recommendations, and suggested future directions for research. 

1 The term 'intercollegiate athletics' has long been used to describe the context in which teams from American 
colleges and universities competed against each other and were members of the same league, the National 
Collegiate Athletic Association ( N C A A ) . In Canada, sport teams from Canadian colleges and post-secondary 
institutes are members of the Canadian Colleges Athletic Association ( C C A A ) and use the term 'intercollegiate' 
to describe their structure. Sport teams from universities compete in a separate system governed by Canadian 
Interuniversity Sport (CIS), formerly the Canadian Interuniversity Athletic Union, and use the term 
'interuniversity' to identify their structure. Thus, for this study, I referred to the context as 'university athletics' 
rather than the more common label of 'intercollegiate athletics' that pervades the sport literature. 

u Labeling an organizational value as gender equity presumes that there is an intimate and unique relationship 
between gender and die experiences of equity. It fails to consider the intersectionality of subjectivities in that 
one's experiences of equity are interconnected between gender and other aspects such as, but not limited to, 
age, ability, class, and sexuality. Nevertheless, I choose to focus specifically on gender equity as an 
organizational value because at the time of data collection that was how the value was positioned. 

m In 2001, members of the C I A U voted to change the name of their organization to Canadian Interuniversity 
Sport. Since the data was collected before the name change, I used the C I A U acronym in the body o f the text, 
except when citing organizational documents published after the name change. 

l v Title I X legislation was established in 1972 by the United States Congress to address gender discrimination in 
federally funded educational programs, including university athletics. Specifically, the policy states that "No 
person in the United States shall, on the basis of sex, be excluded from participation in, be denied the benefits 
of, or be subjected to (nscrimination under any education program or activity receiving Federal financial 
assistance" (Tide I X Educational Amendment o f 1972, Tide 20 U.S .C. sections 1681 to 1688). See 
Greendorfer (1998) for a more detailed account of this piece of legislation in relation to the working of the 
N C A A , the prominent governing body for university athletics in the United States. 

v In academic and popular literature university athletes are commonly referred to as 'student-athletes.' Despite 
its widespread use, there is some criticism and calls for change of this term. In the United States, concerns 
have been raised that although these individuals are technically enrolled as students in universities, for some of 
them the majority o f their time and energy is focused on their athletic pursuits (Eitzen, 2003). Emphasizing the 
'student' role also diverts attention away from the exploitation of these individuals by universities and athletic 
departments that financially benefit from their athletic accomplishments. Others have argued that the term is 
redundant as only students can legitimately participate as university athletes. The Drake Group, a national 
American group composed of faculty members who advocate for greater academic integrity in athletic 
departments, have proposed that the term 'student-athlete' be replaced by either 'student' or 'college athlete' to 
emphasize one or the other roles, but not both simultaneously (Drake Group, n.d.). I elected to refer to them 
as athletes in part because of these concerns, but also because, in the context of this study, very few of those 
with whom I spoke discussed their role as students, the value of education, or the connection between athletics 
and education. 
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2 
Conceptual Framework 

Some sport organizations are formally incorporating gender equity as a value in their 

mission statements and policy documents. Despite this espoused commitment, we know 

little about the meanings of this organizational value for organizational members and how it 

is enacted. In this chapter, I drew upon three bodies of literature, post-structuralist 

feminism, organizational values, and gender equity in sport, to inform my study about the 

meanings and practices associated with gender equity for athletes in a Canadian university. 

First, I developed the need to examine gender equity from a post-structuralist 

feminist perspective. In this section I described and highlighted the fundamental 

characteristics of post-structuralist feminism, the advantages of using it, and recent research 

on gender equity from this perspective. 

Next, I addressed the organizational values literature because I situated gender equity 

as an organizational value for this study. Although this literature was a subset of a larger 

body of literature on organizational culture, some of which has embraced perspectives 

similar to post-structuralist feminism, many studies continued to followed a positivist 

tradition. In this section, I argued that a post-structuralist feminist perspective was beneficial 

because it disputed the assumption of shared unitary meanings of values, it does not 

privilege the voices of upper administrators, and it focused attention on the connection 

between espoused and enacted values. In doing so, new ways of dunking and doing gender 

equity can be uncovered, created or developed (Fletcher, 1999a; Rao et al., 1999). 

While there has been a significant amount of research devoted to examining gender 

equity in sport organizations. Many of the studies have identified individual and structural 

reasons for gender inequities in sport (cf. Doherty & Varpalotai, 2000; Hall, 1996), but most 

have overlooked explanations grounded in the organizational culture literature. Using a post-

structuralist feminist perspective acknowledged that assumptions about gender are 

embedded and ingrained within organizational cultures in areas like organizational values, 

formal and informal practices, symbols, rituals, and social interactions (Acker, 1990; 

Alvesson, 1987; Meyerson & Kolb , 2000; Rao et al., 1999). These underlying assumptions 

provided valuable meanings because they reinforced guidelines and delineated boundaries 
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about what was normal or expected in the organization (Alvesson & Billing, 1997). To move 

beyond traditional notions of gender equity and avoid simplistic practices that reinforce 

inequities, conflict, and misunderstandings amongst organizational members, researchers 

must identify and contest those underlying assumptions and iUuminate and analyze multiple 

meanings to more fully understand how the value can be enacted. 

Post-structuralist Feminism 

Post-structuralist feminism' is a theory about the complex relationships among 

knowledge, power, and gender (Kenway, Willis, Blackmore, & Rennie, 1994; Mumby, 1996; 

Weedon, 1997). It draws on both the philosophy of post-structuraUsm, particularly the work 

of Michel Foucault, with its critique of language and power and the political nature of 

feminist thought with its emphasis on social change (cf. Alvesson & Skoldberg, 2000; Calas 

& Smircich, 1996, 1999; Fletcher, 1998, 1999a; Fraser & Nicholson, 1990; Hearn & Parkin, 

1993; Olesen, 2000; Rail, 1998; Scott, 1990; Weedon, 1997). While structurahsts study the 

symbolic system of language and see it as a fixed or universal entity", post-structuralist 

feminists are interested in the use of language recognizing that it is socially constructed and 

relevant in the practices of knowledge production that contribute to the dominance of 

particular ideologies (Fraser, 1997). They recognize language as a tool that people use to 

establish meaning and determine a reality for themselves (Jacobson & Jacques, 1997; Scott, 

1990; Weedon, 1997). Thus, post-structuralist feminist researchers analyze how meanings 

and knowledge are produced, contested, and changed (Kenway et al., 1994; Mumby, 1996). 

While feminist inquiry is focused on identifying examples of oppression, power imbalances, 

and inequities, as well as challenging and changing existing patriarchal structures in society 

(Calas & Smircich, 1996), post-structuralist feminist inquiry involves challenging "inequitable 

relationships of power which involve gender" as evidenced through meanings and 

discourses and hidden in organizational practices and cultures (Kenway et al., 1998, p. xviii). 

As Weedon (1997) pointed out, researchers who use it analyze "the relationship between 

language, social institutions and individual consciousness which focuses on how power is 

exercised" (p. 19). Since this study concerned the meanings of gender equity and how it is 

played out in organizational practices, post-structuralist feminism was an appropriate lens to 

guide the analysis. 
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Key Features of Post-structuralist Feminism 

There are many defining features of this perspective and many ways to interpret it 

(Kenway et al., 1994). For my research, I was interested in the meanings individuals 

associated with gender equity, the influence of institutional conditions on the production of 

meanings and practices, how gender equity was espoused and enacted, and the potential for 

alternative understandings of it. To address these issues the identification and analysis of 

discourses and gendered power relations was central. The idea that discourses provide 

"competing ways of giving meaning to the world and organizing social institutions and 

processes" (Kenway et al., 1998, p. xvii) suggests that there is a tight relationship between 

meanings and power. Using post-structuralist feminism as a lens encouraged me to look for 

multiple meanings, to recognize the subjectivity of the participants and myself in the 

production and analysis of these meanings, and to use deconstruction as an analytical tool to 

disrupt taken for granted assumptions. 

Discourses. 

According to Phillips and Hardy (2002, p. 3), a discourse is defined as "an 

interrelated set of texts, and the practices of their production, (hssemination, and reception, 

that brings an object into being." Similarly, Fletcher (1999a, p. 143) defined the term as "the 

social arena in which common understandings are manifest in language, social practices, and 

structures." This understanding of discourses is contested. Some researchers conceptualize 

them more narrowly by focusing on the words, phrases, and statements in verbal and written 

texts (cf. Weedon, 1997). In contrast, others, like Phillips and Hardy (2002), considered 

discourses more broadly, in that texts, or where the practice of knowledge production 

occurs and meanings surface, included a variety of forms such as the spoken word, written 

texts, artifacts, symbols, physical arrangements, gestures, and pictures. Phillips and Hardy 

(2002) also focused on how discourses take shape and are experienced in particular contexts. 

This is important because discourses are also connected to power through their "inscription 

in institutional structures and practices and in cultural products" (Kenway et al., 1998, p. 

xvii). For the purposes of this research, I relied on the broader understanding of discourses, 

recognizing that in order to understand gender equity, it would be important to consider the 

context and institutional conditions under which respondents make sense of this 

organizational value. 
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Discourses are socially constructed and are situated in complex social, cultural, and 

historical contexts that produce versions of truth that become the common sense way of 

doing things (Alvesson & Billing, 1997; Scott, 1990; Weedon, 1997). Depending on the 

particular context, individuals are exposed to, draw upon, or adopt existing discourses to 

give meaning to their experiences, to act as representatives of their interests and values, and 

to communicate with others (Alvesson & Deetz, 1996; Weedon, 1997). These discourses 

produce meanings that make sense in a particular context and help individuals shape and 

frame their version of reality (Oswick, Keenoy, & Grant, 1997; Scott, 1990). For example, 

during an elite-level basketball game, the coaches, players, and officials engage in a particular 

discourse or way of making sense of the game. They communicate and generate meaning 

using particular words (e.g., foul, hoop), phrases (e.g., zone defense, pick and roll), and 

gestures (e.g., an official with both hands in the air and showing three fingers on each hand 

to indicate the completion of a three-point shot). In other settings, such as a hospital 

emergency room or a coffee shop, many of these same gestures and phrases would not have 

the same meaning. Post-structuralist feminists recognize that "times and places cannot be 

isolated from the wider politics of the state and civil society .. . understanding the local is 

what is considered important strategically" (Kenway et al., 1998, p. xviii). Therefore, it was 

important to understand how the particular meanings of gender equity related to the 

institutional conditions of the sport programs and to the larger historical, political, social, 

and economic contexts of the athletic department and its governing body, the C I A U . 

Discourses do not simply describe situations; they play a significant role in 

constructing reality (Oswick et al., 1997). They shape "what can and cannot be said; what 

constitutes the mandatory, the permissible, and the forbidden; and the boundaries of 

common sense" (Jacobson & Jacques, 1997, p. 48). They work to promote particular views 

and divert attention away from alternative versions of reality (Garnsey & Rees, 1996). As 

Fletcher (1999a, p. 22) stated, "the production of knowledge [is] an exercise in powerwhere 

only some voices are heard and only some experience is counted as knowledge." This 

implied that there is a relationship between discourses and power, with some discourses 

taking on "the status of objective knowledge" (Scott, 1990, p. 136), which becomes difficult 

to challenge. Fletcher (1999a, p. 22) added that: 

The process of producing knowledge is an exercise in power that is 
especially potent because it is not open to question: What is "true" is so 



15 

consistent with the dominant ideology that it is supported by notions of 
common sense, nature, and divinely inspired order. 

In her study, Fletcher (1998, 1999a) job shadowed and interviewed six female 

engineers in one organization and found evidence of four categories of relational job 

practices. These included preserving, where the well-being of a project was protected and 

maintained; mutual empowering that involved enabling others to accomplish tasks and 

objectives; achieving that required using relational skills to enhance one's achievements; and 

team builciing that was established by creating a positive and social work environment. She 

maintained that while these relational work practices were apparent in the organization she 

studied, they "disappeared as work because [they] violated the masculine logic of 

effectiveness" (1999a, p. 91). She (1999) argued that these practices lacked relevance because 

of the misattribution of motives and the limits of language. First, it was assumed that those 

who engaged in relational practices did so not because it was essential to the effectiveness of 

their work, but because of a personality trait such as naivete or tiioughtfulness. Second, 

engineers described relational practices using words and phrases (e.g., being nice, helping 

out, being approachable) that related to ferruninity or the private sphere, which in turn 

"diminishfed] its organizational relevance and its ability to be perceived as work" (1999a, p. 

106). As a result, these practices went unrewarded because they did not fit the dominant 

discourse of work where "autonomy, self-promotion, and individual heroics were highly 

prized" (1998, p. 175). Her research illustrated that the dominant discourse normalized a 

masculine view of work, and as a result, relational work was disregarded and marginalized. 

Fletcher (1998, 1999a) argued that as this view is challenged, work discourses will change to 

recognize alternative meanings of it. 

Two aims of post-structuralist feminism are to identify dominant and marginalized 

discourses and to reveal the multiple meanings of them (Scott, 1990). These are particularly 

important because challenging the status quo requires Hstening to multiple interpretations so 

that new ideas or ways of thinking can be uncovered (Rao et al., 1999). To illustrate, in his 

study of the Australian Sports Commission's conceptualization and development of a gender 

equity policy, McKay (1994) uncovered three conflicting discourses. He labeled the 

dominant discourse "play by the rules," and this was touted by individuals who believed 

gender equity was unnecessary because sport was based on a fair and gender neutral system 

of merit based on achievements and dedication. The "change the rules" discourse was based 
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on liberal feminist notions and was espoused by some politicians, athletes, coaches, and 

administrators who recognized the inequities, but saw them stemming from women's 

inability to play by the existing rules, rather than as a function of "competitive practices, 

hierarchal structures and men's values" (McKay, 1994, p. 84). A third discourse, named the 

"change the game" discourse, was espoused by a few women who advocated radical changes 

to the patriarchal and competitive culture and structure of sport. This discourse was an 

example of a counter-discourse that resisted dominant discourses and provided an 

alternative version of reality that is obscured or discounted as knowledge (McDonald & 

Birrell, 1999). 

Power. 

Another prominent feature of post-structuralist feminism is the emphasis on the 

relationship between knowledge and power, particularly the recognition that power is 

exercised in the production of knowledge and operates through discourses (Weedon, 1997). 

Halford and Leonard (2001) identified three key components of Foucault's post-structuralist 

view of power: i) it is exercised and diffuse, meaning that all social actors have access to it 

and all are involved in constandy shifting and complex power relations; ii) it operates 

through discourses, and iii) the exercise of it shapes understandings of what is considered to 

be the truth. Adding a feminist perspective extends these ideas to consider the implications 

of gendered power relations. 

The first component argues that power is exercised and is not possessed or invested 

in someone, which is a critique of a traditional view of power (Kearins, 1996; Kenway et al., 

1998). Power is diffuse in that all organizational members are "subjects and bearers of power 

relations" (Halford & Leonard, 2001, p. 33), but the context will dictate whether it is 

exercised. Since the post-structuralist feminist view suggests that no one is simply oppressed 

or dominant (Halford & Leonard, 2001), researchers must pay attention to who exercises 

power, particularly in regards to the construction, implementation, and dissemination of 

meaning. 

Second, power "operates through the construction of 'truth' through language and 

discourse" (Halford & Leonard, 2001, p. 32). Researchers must pay attention to how power 

is exercised in relation to language and the production of knowledge (Alvesson & Skoldberg, 

2000). This process of constructing meanings is "influenced by and influences shifting 

patterns of power" (Kenway et al., 1994, p. 189) and involves the selection of particular 
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vocabularies and the exclusion of alternative meanings (Calas & Smircich, 1999). Power is 

used to establish "truth rules" that are grounded in ideology and are used to define and 

establish what is true or false, legitimate or iUegitimate, natural or deviant, acceptable or 

unacceptable (Fletcher, 1999a; Hardy & Clegg, 1996). The strength and power of these 

discourses when put into action is that they appear to be natural, obvious, and free from 

scrutiny (Fletcher, 1999a; Martin & Meyerson, 1998). This suggests that there will be 

dominant discourses that are given more legitimacy and marginalized discourses that are 

ignored; yet, there is always the potential for the meanings to be disrupted and contested 

(Green, Parkin, & Hearn, 2000). Even though to those in power discourses may appear 

fixed which makes them hard to change, they are contextually based and the potential exists 

for their meanings to be challenged and altered over time or across various settings 

(Alvesson & Deetz, 1996; Kenway et al., 1994; Linstead & Grafton-Small, 1992; Scott, 

1990). Calas and Smircich (1996, p. 244) argued that the "politics of knowledge" contributes 

to gendered power relations and the naturalization of truths. 

Third, researchers who employ a post-structuralist feminist perspective pay attention 

to the way that power is exercised "through discourses of truth [that] shape how each of us 

perceives ourselves, others, and the world around us" in relation to gender (Halford & 

Leonard, 2001, p. 32). Revealing discourses that are embedded in the deep structure of 

organizations, mcluding practices, informal norms, and cultural manifestations (Fletcher, 

1999b; Kenway et al., 1998), helps to disrupt the notion of gender neutrality by 

demonstrating how women have been marginalized (Martin & Meyerson, 1998). For 

example, the processes of hiring and promotion have long been deemed as gender neutral by 

employers who argue that their decisions are based on the merit of the applicants. Yet 

researchers like Acker (1990), Fletcher (1999a), and Hovden (2000) have demonstrated that 

these practices are underpinned by gendered assumptions, such as the willingness to work 

long hours, which compromises some women's and men's commitment to their families. 

From this perspective then, researchers consider the impact of discourses to produce, 

develop, and reinforce gendered power relations in the culture of organizations and question 

the gender categories that have been viewed as sacred, stable, and taken for granted 

(Alvesson & Skoldberg, 2000; Calas & Smircich, 1996; Martin & Meyerson, 1998). 

Rao et al.'s (1999) conceptualization of power is useful as it provides more detail on 

the ways that it is exercised to shape versions of truth and to marginalize other meanings of 
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gender equity in organizations. They envision power as "empowering and mfinite, and 

practiced as inclusionary [that] is conducive to a gender-equality agenda" (p. 6), but they also 

recognize it is still exercised in an exclusionary manner to perpetuate gender inequities. In 

other words, power can be exercised to secure meanings or it can be used to make available 

alternative meanings (Weedon, 1997). This conceptualization is consistent with a post-

structuralist feminist perspective because it acknowledges that power can be "positive and 

productive, not simply repressive" (Kearins, 1996, p. 9). 

Exclusionary power refers to the idea that not all organizational members have 

access to it or can exercise it (Rao et al. 1999), because power relations are gendered. They 

argued however that "power exercised to dominate or exclude needs to be effectively 

countered" (p. 9) in order for meaningful change to happen. They described five key ways 

that exclusionary power is employed: positional power, agenda-setting power, hidden power, 

power of dialogue, and power of conflict, each of which has an impact on the production of 

knowledge and the influence of gender equity discourses. Although power can be used to 

maintain discourses that serve the interests of privileged men in sport organizations, it can 

also be used to destabilize them and pressure for changes to existing systems to foster 

gender equity. The literature suggests that in sport power is most often used to maintain the 

status quo (cf. Blinde, Taub, & Han, 1993, 1994; Greendorfer, 1998; Hall , Cullen, & Slack, 

1989, 1990; Kay, 1996; McClung & Blinde, 2002; McKay, 1997, 1999; Shaw, 2001; 

Staurowsky, 1996a, 1998; Taylor, 2001). The implication is that the direction gender equity 

takes in organizations depends on who has access to sources of power and how it is 

exercised. 

Positional power relates to one's formal status and tide in an organization. Post-

structurahst feminists are not interested in the possession of power because of one's 

position, but rather are concerned about the influence of one's position on the production 

of knowledge. This is particularly important because in male-dominated cultures, those in 

upper management positions have greater access to forums and mechanisms (e.g., formal 

decision making processes) that allow them to influence dominant understandings of gender 

equity. For example, it has been demonstrated that executive directors and other top 

administrators in national sport organizations, most of whom were male, claimed that their 

organizations were already gender equitable, denied the existence of gender inequities, or 

suggested that it was an irrelevant issue to them (Hall et al., 1989, 1990; McKay, 1997, 1999; 
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Shaw, 2001). Recognizing this, one could reasonably presume that they would not direct 

much attention towards gender equity, even though they had the authority to do so. Rao et 

al. (1999) argued that since everyone has power over their role and function in an 

organization, positional power "resides in every position" (pp. 6-7) and thus is diffused 

throughout the organization. From this view, it would be important to recognize that 

athletes and coaches have some power to resist current practices by drawing public attention 

to them through protest or public awareness campaigns for example (Clarke, Smith, & 

Thibault, 1994; Jacob & Mathes, 1996). 

In organizations, there are boundaries about acceptable and unacceptable topics and 

these are established by those who exercise agenda-setting power (Rao et al., 1999). McKay 

(1994) alluded to this when he found that certain topics such as glass ceilings and informal 

networks were not on the agenda during discussions over gender equity policy development 

for the Australian sport system. Denying that gender inequities existed, which rendered 

them invisible, perrnitted many male administrators of national sport organizations to 

effectively remove it from the agenda thus closing the dialogue on it and dismissing the need 

to take action (Hall et al., 1989, 1990; McKay, 1997, 1999; Shaw, 2001). It is apparent that i f 

issues are not considered to be problematic by upper managers, it is unlikely that they will be 

openly and frequendy discussed. In contrast, Rao et al. (1999) suggested that disrupting 

current modes of drinking helps to expand the agendas of organizations. 

Hidden power is apparent when those who are oppressed do not recognize their 

situations and fail to question dominant discourses or practices, even when there are 

apparent inequities and discrimination (Benschop & Doorewaard, 1998; Lukes, 1974; Rao et 

al., 1999). Benschop and Dooreward (1998, p. 790) referred to this as hegemonic power 

which is manifested in "(non)verbal expressions of common sense, identifications, 

consensus and legitimizing rationalities." Thus, hidden power is at work when people accept 

dominant discourses or current practices as 'just the way things are.' Research in sport has 

shown that some female athletes and aclministrators who recognized their secondary status 

in sport and were aware of gender inequities indicated they had not personally experienced 

discrimination (Blinde et al. 1993, 1994; McClung & Blinde, 2002; McKay, 1997, 1999). 

Furthermore, some women were critical of gender equity initiatives assuming that they 

reflected special treatment for women (McKay, 1997). Others indicated a lack of support for 

such initiatives because they were reluctant to be associated with feminism (Blinde et al., 
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1993, 1994; McClung & Blinde, 2002; McKay, 1999), which may not be surprising given that 

sport is a "highly conservative institution" (Hall, 1997, p. 234). These findings echo similar 

sentiments from women in non-sport organizations who were hesitant to champion gender 

equity issues and thus be labeled feminists because of possible negative repercussions to 

their careers and public image (Ashford, 1998). Hidden power works because it is difficult to 

advocate for change i f those who are marginalized or oppressed accept their situation in 

spite of contrary evidence (Benschop & Doorewaard, 1998). As Fletcher (1999b, p. 1) 

stated, "Both those who do and those who do not benefit from the status quo are active 

agents in mamtaining it." 

Fraser (1997) suggested that hegemony is a useful concept because it highhghts the 

"intersection of power, inequality, and discourse" and exposes the ways in which "the 

sociocultural hegemony of dominant groups is achieved and contested" (p. 154). She drew 

on Gramsci's theory of hegemony that focused on the relationship between social classes, 

specifically how dominant groups maintain their control over subordinated groups (Alvesson 

& Deetz, 2000; Donaldson, 1993; Fraser, 1997). Hegemony occurs when dominant social 

groups regulate the distribution of, and persuade others to accept, their ideologies, or values 

and ideas, as normal and common sense (Donaldson, 1993). In this type of relationship, 

power is maintained not through the use of force, but because those who are subordinated 

consent to conditions that appear to be reasonable, ordinary, or inevitable (Alvesson & 

Deetz, 2000; Donaldson, 1993). 

In exercising their power, dominant groups reinforce their ideologies in discourses, 

by imposing their understandings of situations, events, and issues (Donaldson, 1993; Fraser, 

1997). To illustrate, groups such as male administrators, coaches, and sports reporters 

continue to call attention to an idealized form of sport and athletes that is referred to as 

hegemonic masculinity (cf. Connell, 1987). The relevance of hegemonic masculinity to sport 

is discussed later in this chapter. From a feminist perspective, hegemony does not assume 

that dominant groups have complete control of meanings or that "women are passive 

victims of male domination" (Fraser, 1997, p. 154). Instead, it recognizes that meanings are 

disrupted, negotiated, and challenged, and that individuals can draw up multiple discourses 

and positions (Donaldson, 1993; Fraser, 1997). 

The power of dialogue considers not only whose voices are consulted, included, and 

heard in discussions and meetings, but also whose voices are silenced and ignored (Rao et 
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al., 1999). In athletic departments, although athletes are deemed the primary beneficiary of 

organizational efforts (Armstrong-Doherty, 1995a), their collective voices are rarely included 

in the formal decision making processes. Instead, it is typically upper administrators who are 

consulted and interviewed because of their direct involvement in policy and decision making 

(Hoeber & Frisby, 2002). For meaningful change to occur and new truths and knowledge to 

be developed, many voices must be included in the dialogue (Fletcher, 1999a; Ko lb & 

Meyerson, 1999). Previous research has shown, however, that dialogue surrounding gender 

equity is often characterized as a 'batde of the sexes', with men overdy opposing gender 

equity because they are most threatened by potential changes to the status quo and with 

women advocating for change (cf. Greendorfer, 1998; Staurowsky, 1996a, 1998). Staurowsky 

(1996a) noted that some of the 'loudest' voices in the gender equity debate in the United 

States are those held by men in 'big-time' sports, particularly football, who maintain they 

should be exempt from compliance with Tide I X legislation because revenues from their 

sports subsidize women's sports. She also noted that men who are involved in non-revenue 

generating sports argue that they are victims of reverse cuscrimination because women's 

teams are provided with preferential treatment. These same individuals characterize women 

who advocate for gender equity as irrational, militant, and irresponsible (Staurowsky, 1996a). 

It appears that there is littie room in these dialogues for men who advocate for gender 

equity, for women who oppose it, or those who are indifferent to it. 

Paying attention to the power of dialogue also exposes the truth rules that influence 

how gender equity is understood in sport organizations (Fletcher, 1999a). Fletcher added 

that "using these rules is an exercise in power because it maintains the status quo and 

silences any serious challenges to it" (1999, p. 22). Through the power of dialogue, certain 

meanings or definitions take on the status of "transcendant or universal truthfs]" (p. 22), and 

other meanings are resisted or ignored. In sport, the truth rules suggest that men are 

privileged and the masculinity is valued, and consequendy, "the language of sport also favors 

men" (Parks & Roberton, 1998, p. 481). For example, women's sporting events, products, 

and services are identified with a gender marker to separate them from the 'real' ones 

devoted to the men (e.g., The Sports Network and Women's Television Sports Network111). 

Attempts to change gendered language in sport (e.g., first base player instead of first 

baseman) have been met with some resistance (Parks & Roberton, 2002), which shows the 

masculine vocabulary has taken on the status of objective knowledge. 



22 

Although Rao et al. (1999) indicated that the power of conflict refers to the ability of 

individuals to pressure for change, much of the literature on gender equity in sport suggests 

that power has been exercised in this manner by the privileged groups who feel threatened 

by policies and initiatives involving a redistribution of opportunities, resources, or power. In 

her study of the development of a gender equity policy for the English amateur sport 

system, Kay (1996) uncovered incidents of passive resistance from those in positions of 

decision making power who demonstrated superficial support for gender equity, but were 

concerned about the impact of the policy on their existing privileges. This is an effective 

form of resistance because "one of the privileges enjoyed by those with power is the 

privilege to not see the systemic sources of privileges" (Acker, 2000, p. 630). Despite 

resistance from some men, women have capitalized on the power of external societal 

pressure and legislation to get gender equity on the agenda and to advocate for changes (Rao 

et al., 1999), which is an example of exercising power in various forms. In the United States, 

female athletes and coaches have relied on the legal power of Title I X legislation in the 

education system to advocate for better locker rooms and practice facilities, more operating 

funds, and more scholarships to name a few of the areas in which women's teams have been 

disadvantaged (Greendorfer, 1998; Jacob & Mathes, 1996; Staurowsky, 1996a, 1998). By 

examining the meanings associated with gender equity, the impact of power from various 

sources on the development and maintenance of dominant meanings will become more 

visible. 

Multiple meanings. 

Given that much of the research on organizational values highlights the meanings 

espoused by upper administrators and assumes that these are widely shared amongst 

organizational members (cf. Cable & Judge, 1996, 1997; Dobni, Ritchie, & Zerbe, 2000; 

Gamble & Gibson, 1999; Pant & Lachman, 1998), I turned to a post-structuralist feminist 

perspective, which emphasizes multiple and overlooked meanings and the need to hear from 

multiple voices, including those who are marginalized (Alvesson & Deetz, 1996; Kenway et 

al., 1994; Ko lb & Meyerson, 1999). Fletcher (1999b, p. 4) stated that Ustening to more voices 

"surfaces new information and uncovers assumptions that are rarely questioned by those 

who are currendy benefiting from the status quo." As well, "the power of adding a 

marginalized voice to the discourse is that it forces a recognition of the arbitrary nature of 

what is considered true" (Fletcher, 1999a, p. 22). It is important to investigate multiple 
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meanings because "the appearance of completeness and closure leads us to overlook both 

the politics in and of construction of and the possibilities for understanding that are hidden 

behind the obvious" (Alvesson & Deetz, 1996, p. 208). For example, Shaw and Slack (2002, 

p. 87) demonstrated that by examining multiple historical discourses of gender relations in 

national governing bodies of sport (NGBs), alternative views of femininities and 

masculinities or "the socially constructed behaviours that are considered to be 'appropriate' 

for women and men" could be uncovered. In two N G B s , traditional understandings of 

masculinities and femininities were protected in documents describing the organizations' 

histories. The leadership traits of male presidents such as their vision and vigour were 

highHghted, while the only mention,of a female president focused on her "elegance, calm, 

and dignity" (Shaw & Slack, 2002, p. 93). In a newer N G B , historical discourses 

demonstrated more appreciation of femininities and discussions on equity were given regular 

focus in their organizational publications. This study showed that discourses of masculinities 

and femininities are unstable and can be challenged or resisted to create different meanings 

and practices. 

Even though the articulation of organizational values has been found to reflect the 

distribution of power in organizations as upper adrninistrators usually define or endorse 

them (Enz, 1988; Voss, Cable & Voss, 2000), it is often assumed that they and other key 

stakeholders share common understandings of espoused organizational values (cf. Agle & 

Caldwell, 1999; Meglino & Ravlin, 1998). Rao et al. (1999, p. 2) argued that recognizing the 

multiplicity of meanings, even among seemingly coherent groups like upper adrninistrators, 

helps to expose the hidden gendered assumptions of the "deep structure" of organizations 

or the "collection of values, history and practices that form the unquestioned, 'normal' way 

of working in organizations." Post-structuraHst feminist inquiry emphasizes the need to 

open up discussions and understandings to a variety of voices, but in particular to 

marginalized voices in organizations such as lower-level employees or women because they 

have traditionally been left out of research (Frost & Stablein, 1992; Martin, 1994). Rather 

than assuming there are single shared understandings, post-structuraUst feminists seek out 

and examine multiple interpretations "to allow new voices, new perspectives and new 

alternatives to surface . . . new meanings to be created" (Fletcher, 1999b, p. 3). 

Recent work by Martin (1992, 2002) has resulted in the development of alternative 

perspectives for studying organizational cultures and values, some of which acknowledge 
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multiple meanings. She suggested that actors interpret organizational cultures from at least 

three different perspectives: integration, differentiation, and fragmentation. The integration 

perspective is characterized by assumptions of consensus, clarity, and consistency in 

understandings and meanings (Schein, 1985; Wilson, 2001) and mirrors much of the 

research conducted on organizational values (cf. Cable & Judge, 1996, 1997; Dobni et al., 

2000; Enz, 1988; McDonald, 1991; Voss et al., 2000). From this perspective, it is assumed 

that values are widely shared or commonly held throughout the organization, and as a result 

they are clearly understood and adopted by all organizational members (Enz, 1988; Schein, 

1985). It is also assumed that organizational values are consistent with other manifestations 

of organizational culture like symbols, rituals, and physical arrangements (Frost, Moore, 

Louis, Lundberg, & Martin, 1991). McDonald (1991), in her study of the Los Angeles 

Olympic Organizing Committee, illustrated how the organizational value of the "Olympic 

Spirit" was consistent with rituals like eating at the Cafe de Coubertin, a restaurant named 

after the founder of the modern Olympic Games, and the building of a merchandising outlet 

to sell Olympic paraphernalia. She concluded that this consistency encouraged a coherent 

image around the Olympic ideal and the development of a strong unified organizational 

culture, which were integral to the success of this short-term organization. 

Martin (1992, 2002) acknowledged that shared meanings are possible, but warned 

that the integration perspective ignores evidence of difference, ambiguity, and contradiction. 

The presumption of one shared culture overlooks inevitable diversity within organizations 

(Beyer, 1981; Wilson, 2001), because "complex organizations reflect broader societal 

cultures and contain elements of occupational, hierarchical, class, racial, ethnic, and gender-

based identifications" (Meyerson & Martin, 1987, p. 630). Linstead and Grafton-Small 

(1992) accepted that shared meanings are assumed in organizational cultures, but argued that 

the level at which the meanings are shared is subcultural rather than organizational. The 

differentiation perspective recognizes that smaller subcultural groups in an organization may 

have conflicting meanings of key organizational values and that there are likely discrepancies 

between espoused and enacted values (Martin, 2002; Martin & Frost, 1996). 

Meyerson and Martin (1987, p. 637) pointed out that in most organizations 

"individuals share some viewpoints, disagree about some, and are ignorant of or indifferent 

to others," disputing the idea of shared understandings that underpin both the integration 

and differentiation perspectives. The fragmentation perspective addresses this limitation by 
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suggesting that ambiguities are inevitable within organizations and subcultures because there 

usually are tensions, contradictions, and silences around the meanings of organizational 

values (Martin, 1992, 2002). In their examination of sport administrators' understandings of 

gender equity, Hoeber and Frisby (2001) found that most of them initially indicated that the 

athletic department was gender equitable, yet three of them later pointed to examples, such 

as some men's teams receiving more funding than women's teams, illustrating how this was 

not the case. This example illustrates a contradiction in their meanings. There was also an 

example of silences in regards to their meanings because, for the most part, administrators 

did not mention issues of respect and fairness. O f Martin's (1992, 2002) three perspectives, 

fragmentation is the most consistent with post-structuralist feminism as it considers the 

complexities and inconsistencies of socially constructed meanings. 

Subjectivity. 

Subjectivity refers to the "conscious and unconscious thoughts and emotions of the 

individual, her sense of herself and her ways of understanding her relation to the world" 

(Weedon, 1997, p. 32). A post-structuralist feminist view suggests that an individual's sense 

of oneself, her experiences, and the reality around her is influenced by the discourses she has 

been exposed to (Weedon, 1997), which contrasts sharply with the idea of an "autonomous, 

self-deterrrrining individual with a secure unitary identity" (Alvesson & Deetz, 1996, p. 206). 

Weedon (1997, p. 33) stated that "the individual is always the site of conflicting forms of 

subjectivity." Drawing upon a post-structurahst feminist perspective encourages attention to 

different points of view, recognizing that individuals rely on various discourses to make 

sense of themselves and their worlds (Bartunek, 1994). 

This idea of subjectivity has implications for how researchers understand research 

participants. For example, with liberal feminism, one underlying assumption is that women 

are a homogeneous group who has experienced oppression in the men's world (Calas & 

Smircich, 1996; Crotty, 1998; Rail, 1998). This is problematic because it creates a dualism 

that presumes all women and all men share the same experiences and identities. In contrast, 

post-structuralist feminists recognize the diversity of women's and men's lives and position 

them as having interests, needs, and viewpoints that shift over time and in different 

situations (Alvesson & Billing, 1997; Flax, 1987; Fraser & Nicholson, 1990). 

When I applied this to university sport, I could think of examples where this was the 

case. To illustrate, a female athlete who is lobbying for additional playing opportunities and 
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funding in a sport that has traditionally been dominated by males may come to understand 

gender equity in a particular way because of exposure to ferrrinist theories in course work 

and discussions about gender equity with her coach and other athletes. In contrast, a male 

athletic director who must contend with budget cuts and external demands may come to 

understand it differentiy because of his awareness of how gender equity has been 

operationalized in other departments and how it is denned in policy manuals. Thus, it is 

likely that various members of an athletic department will have different understandings 

because of their social locations and exposure to various discourses. Previous research on 

gender equity in sport has overlooked the diversity of interests, backgrounds, and 

experiences of women and men as athletes, coaches, and administrators (Hall, 1996; 

Hargreaves, 1990). Using a post-structuralist feminist perspective underscores the 

importance of the researcher being aware of her own subjectivity (e.g., stemming from her 

background, experiences, stances, values) and how that influences her interaction with 

participants and her analysis of the data (cf. Meyerson & Kolb , 2000; Ristock & Pennell, 

1996; see chapter 3 for a further discussion of this issue). 

Deconstruction. 

One critique of the liberal feminist perspective is that it does not provide researchers 

and practitioners with the tools to challenge the taken for granted assumptions underlying 

structures, practices and cultures that perpetuate gender inequities. I was drawn to post-

structuralist feminism because it offered a lens for destabilizing assumptions, universal 

truths, and grand narratives that have been free from scrutiny (Acker, 1990; Hearn & Parkin, 

1993; Martin, 1990a; Mumby, 1993; Weedon, 1997). Deconstruction is an analytical tool 

used by researchers to question and disrupt the socially constructed and unstable meanings 

assigned to discourses, and to expose underlying assumptions about the superiority of one 

gender over the other (Kenway et a l , 1994; Linstead & Grafton-Small, 1992; Scott, 1990). 

Fletcher (1999a, p. 24) added that "just as the construction of a text is a way of creating 

social reality, deconstructing the text is a way of disrupting this reality to reveal it is just one 

of many possible constructions." 

Meanings are often constructed as binaries where the definition of one term depends 

on and is positioned as the polar opposite of another term (Scott, 1990). For instance, the 

meaning of 'woman' is constructed on the basis that 'woman' is the opposite of 'man'. Black 

/ white and coach / athlete are other examples of binaries that are problematic because one 
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term is often deemed superior or hierarchical to the other (Rail, 1998; Scott, 1990). 

Researchers who employ deconstruction seek to expose and confront binaries and the 

hierarchies associated with them through close examination of the discourses and revealing 

the silences, contradictions, and discrepancies associated with their use.lv 

Post-structuraHst feminists deconstruct not only the masculine or male, but also that 

which is considered feminine or female (Hearn & Parkin, 1993). Martin's (1990a) 

deconstruction of a male executive's story about his organization's commitment to helping 

female employees balance family-work responsibilities is a good example of how symbolic 

elements like stories are gendered. Her analysis of his speech illustrated that while he 

claimed his company was committed to employees' health concerns and reproductive 

choices and made concessions for a female employee's pregnancy, the hidden meanings of 

his account demonstrated a greater concern for the organizational values of product 

development and employee efficiency. Thus, in this example deconstruction was used to 

"reveal silences and circumlocutions that hide what an author does not want to reveal" 

(Martin, 2002, p. 289). Post-structuraHst feminists rely on deconstruction to avoid building 

upon or reaffkming privileged knowledge and discourses (Rail, 1998). It offers a way of 

"challenging accepted practices and conventional wisdom" (Staurowsky, 1998, p. 22). 

Examples of Post-structuralist Feminist Studies of Gender Equity in Organisations 

There is a growing body of literature analyzing discourses and practices that 

reproduce gender inequities in organizations (cf. Benschop & Doorewaard, 1998; Benschop, 

Halsema, & Schreurs, 2001; Ely & Meyerson, 2000; Fletcher, 1998, 1999a; Gherardi, 1994, 

1995; Gherardi & Poggio, 2001; Martin, 1990a; Meyerson & Kolb , 2000; Rao et al., 1999; 

Shaw, 2001). Two examples were particularly salient for my research. 

First, a series of action research studies on The Body Shop by Meyerson and 

associates (cf. Coleman & Rippin, 2000; Ely & Meyerson, 2000; Kolb & Meyerson, 1999; 

Meyerson & Kolb , 2000) challenged the assumption that organizational performance is 

adversely affected when gender equity policies and practices are implemented. The Body 

Shop is a manufacturing and retail company of bath and beauty products. Its founder, Anita 

Roddick, developed the company on a values-based approach whereby guiding principles, 

including social responsibility, justice, compassion, and activism, were integrated with 

traditional concerns of cost-effectiveness (Roddick, 2000). In spite of the company's public 

commitment to gender equity, there were few women in senior management roles. The 
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purpose of the action research was to employ "a 'gender lens' to experiment with ways that 

the organization could strengthen its performance while eradicating gender inequities" (Kolb 

& Meyerson, 1999, p. 129). The researchers operated from a post-equity frame where 

"gender is an axis of power ... that shapes social structure, identities, and knowledge" (p. 

563). Based on this frame, organizations are viewed as gendered since structures, practices, 

and norms were defined and shaped by men's experiences and masculine values. Their aims 

were to illustrate that fundamental and taken for granted ideas about work were gendered 

and they strove to uncover new ways of working that would demonstrate it is possible to 

decrease inequities without compromising organizational performance (Meyerson & Kolb , 

2000). 

Although The Body Shop publicly advocated for gender equity, the researchers 

found that within one of their manufacturing plants there were gendered role stereotypes 

that were rooted in historically taken for granted assumptions about work. For example, 

ideal supervisors were characterized as those who worked overtime and had an imposing 

demeanor (Meyerson & Kolb , 2000). This characterization, although viewed as being gender 

neutral by organizational members, privileged men because women employees usually had 

more domestic and family responsibilities that conflicted with the expectation of working 

overtime (Meyerson & Kolb , 2000). Throughout their project, the researchers worked with 

organizational members to identify how various work processes were gendered and how 

they could be changed in order to create a more gender equitable work environment. Even 

though some organizational members, who were actively involved in the project, deemed it 

necessary to examine and change the "deep assumptions about work and gender" (Kolb & 

Meyerson, 1999, p. 153), they recognized that resistance to change was inevitable because 

other members saw it as a distraction from their 'real work'. 

Second, Shaw's (2001) case studies of gender relations in three English N G B s of 

amateur sport was one of the few examples of post-structurahst feminist research in the 

sport management field. Based on the work of Foucault, she conceptualized gender relations 

as a reflection of power relations, in which the construction of knowledge was influenced by 

prevailing historical and deeply entrenched discourses. She found that gender relations, as 

reflected in the estabhshment of gender roles, the creation of organizational histories, the 

development of gender equity policies, and networking, differed in the three case study 

N G B s . In N G B A and C, two organizations with longer histories, traditions of 
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cUscrimination were deeply embedded in the organizational structure and practices. For 

example, her respondents believed that teaching was an appropriate woman's role because it 

required feminine characteristics such as nurturing and care giving. In contrast, coaching was 

viewed as a masculine role because it involved encouraging athletes to succeed. Coaches 

were more highly valued than teachers, in part because it was assumed that women would 

only work for a few years before leaving to start a family. In these two N G B s , competition 

and aggression (discourses of masculinity) were generally more valued than empathy and 

support (discourses of femininity), and it was believed that women lacked loyalty and 

commitment due to their domestic responsibilities. This established a form of truth about 

the acceptability of roles for men and women, which in turn limited the options for both of 

them. 

In N G B B, a newer organization, Shaw (2001) found a more conscious effort to 

establish an equitable environment by mcluding women's voices, highUghting women's 

accomplishments and participation, and discussing equity in the organization's magazine. In 

this way, members were exposed to a counter-discourse on a more regular basis. Shaw's 

work illustrated that gender relations were reified in discourses as evidenced in 

organizational histories and policies about gender roles. Her work also showed that these 

discourses, which tended to favour masculinities over femininities, can be altered. 

Researchers are beginning to use a post-structuralist feminist perspective, and 

variations similar to it, to examine gender equity in the culture, structure, and practices of 

organizations. Nevertheless, there is a need for more research using this perspective to study 

organizational values. Since values are supposed to represent widely held beliefs about what 

is important and thus are a window into the deep structures of organizations (Schein, 1985), 

studying them is a way to understand the "unobtrusive ways that gender inequity is sustained 

and reproduced in organizations" (Fletcher, 1999b, p. 2). In the next section, I discuss the 

literature on organizational values and highUght how employing a post-structurahst feminist 

perspective can contribute to our understanding of gender equity. 

Organizational Values 

Interest in organizational values continues because they are thought to influence the 

decision making processes (Beyer, 1981), provide a normative system of behaviour for 

organizational members (Meglino & Ravlin, 1998), and underpin the development of 
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organizational cultures (Schein, 1985). However, there are Hmitations with current research 

on organizational values that have been largely positivist in nature. As mentioned earlier, 

researchers rarely consider or analyze multiple meanings of organizational values. A second 

shortcoming is the assumption that the meanings held by upper management are consistent 

with those of other organizational members, even though there is evidence that this is not 

always the case (cf. Martin, 1992, 2002; Martin & Meyerson, 1998; Meyerson & Martin, 

1987; Meyerson, 1991a, 1991b; Young, 1989). Third, even though a growing number of 

organizations espouse gender equity as a value, it has seldom been included in studies on 

organizational values. Finally, very litde research has considered the relationship between 

espoused and enacted values (cf. Martin, 2002; Stackman, Pinder, & Connor, 2000). This 

study aims to address these limitations. 

Questioning Unitary and Shared Meanings of Organisational Values 

Past research on organizational values has been guided by the assumption of unified 

and widely shared meanings, in part because value congruence is thought to contribute to 

clarity of communication, greater job satisfaction and commitment, decreased ambiguity and 

conflict, increased productivity, and more efficient interactions (cf. Agle & Caldwell, 1999; 

Meglino & Ravlin, 1998). As a result, managers are encouraged to strive for value congruity 

by recruiting new organizational members whose personal values coincide with 

organizational values or by consistendy referring to the same organizational values in 

organizational communications (Cable & Judge, 1996, 1997; Dobni et a l , 2000). While these 

studies have examined the extent of value congruence between new recruits and 

organizations (Cable & Judge, 1996, 1997; Chatman, 1991), organizations and external 

stakeholders (Pant & Lachman, 1998; Voss et a l , 2000), or departments or units (Buenger, 

Daft, Cordon, & Austin, 1996; Enz, 1988), they are based on the assumption that i f 

organizational members espouse the same values, they also share the same meanings of each 

value. Thus, they fail to consider the possibility of multiple meanings and stifle alternative 

viewpoints, which in turn contributes to misunderstandings or simplistic solutions to 

complex issues like gender equity (Alvesson & Billing, 1997; Linstead & Grafton, 1992; 

Martin, 1992, 2002; Young, 1989). 

Overlooking these complexities can result in confusion, displaced work efforts, 

conflict, and reduced productivity because there is a lack of clarity as to what should actually 

be driving organizational practices (Agle & Caldwell, 1999; Martin & Frost, 1996; Meyerson, 
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1991a). As well, the premise of unified understandings makes organizational members 

complacent about change (Ranson, l in ings , Greenwood, & Walsh, 1980) and could actually 

act to cover up dubious organizational practices (Sinclair, 1993). Looking more closely at the 

meanings associated with one organizational value from the perspectives of different 

organizational members will shed light on the underlying inconsistencies and complexities. 

Destabilising the Voices of Upper Management 

Another weakness of the organizational values literature is that the interpretations of 

organizational members located at lower levels in the hierarchy are not often elicited. 

Researchers in this area draw attention to the values held by elite members and upper 

management because they guide and direct organizations and they influence the behaviours 

of others by encouraging adherence to espoused values (cf. Gamble & Gibson, 1999; 

Hinings et a l , 1996; Pant & Lachman, 1998; Voss et al., 2000). Additionally, it is assumed 

that the meanings top managers assign to values are consistent with and accurately reflect 

the rest of the organizational members, thus, there is Htde or no consultation with 

organizational members with lower status (Alvesson, 1987). The propensity to believe that 

their interpretations are consistent with the rest of the organization contributes to the 

tenuous notion of consensus concerning the meanings of gender equity. Furthermore, it 

perpetuates the role of the dominant ideology within the organization where one 

interpretation prevails and "new meanings . . . are constantiy being worked out and struggled 

for" (Hargreaves, 1990, p.297). By asking only those in the top level of a hierarchy what 

their understandings of organizational values are, these studies reinforce existing power 

relations by privileging the voices of upper managers and overlooking the voices of those 

who lack status and power (Martin, 1992, 2002; Martin & Frost, 1996). 

Meyerson and Martin (1987) have argued that ambiguity and confusion may be more 

common than shared and unified understandings. Martin (1991) and Meyerson (1991b) 

attributed this, in part, to the multifaceted identities of organizational actors. Individuals 

have many identities stemming from their roles in the public, private, community, and 

voluntary sectors and in each of those roles they are exposed to various ideologies, 

discourses, and experiences that shape their interpretations. These knowledge claims are also 

reinforced in larger institutions, such as the media, government policies, and the educational 

system. 
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Recent studies of perceptions of gender issues and gender equity policies in 

university athletic departments (cf. Fink & Pastore, 1997; Jacob & Mathes, 1996; McClung & 

Blinde, 2002; Sanger & Mathes, 1997) have demonstrated the importance of speaking to 

individuals with different backgrounds, experiences, status, and power. Fink and Pastore 

(1997) compared the perceptions of gender equity, as operationalized by the Office for Civi l 

Rights, o f three groups of athletes at an American university: male football players, female 

athletes, and male athletes on non-revenue generating teams." To determine compliance with 

Tide IX, the Office of Civi l Rights within the United States Department of Education, 

assesses athletic departments on various program components: accommodation of interests 

and abilities, equipment and supplies, scheduling of games and practices, athletic 

scholarships, travel and per diem allowances, assignment of coaching and academic tutoring, 

medical and training facilities and services, housing and dining facilities and services, 

publicity, locker rooms, and practice and competitive facilities. Fink and Pastore (1997) 

surveyed the athletes' perceptions of equity in relation to these components. They found 

that athletes on revenue generating teams perceived a higher level of equity than those on 

non-revenue generating teams. They also suggested that since historically female athletes 

have been exposed to university sport programs of lower quality, their expectations of equity 

were lower, which explained their general satisfaction with the inequitable conditions at that 

university. 

In a similar study, Sanger and Mathes (1997) demonstrated that various stakeholder 

groups (i.e., athletic directors, faculty representatives, and women's basketball coaches) of 

American university athletic departments have multiple understandings of their department's 

compliance with Tide I X regulations. They found that coaches were most cognizant of 

specific regulations of the policy that were not being met. In contrast, athletic directors, who 

exercised the most power and influence in the department, assumed that their department 

were generally compliant. While these studies revealed multiple perceptions of gender equity 

policies, they did not examine underlying meanings of it to determine i f they were widely 

shared. 

Post-structuraUst feminism encourages Hstening to multiple voices and paying 

attention to dominant and marginalized voices even within apparendy cohesive groups (Rail, 

1998; Rao et al., 1999). This de-privileges the status of upper management's voices, offers 

different understandings of reality, challenges the universahty of truths, and provides a more 
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accurate understanding of the meanings associated with values, which in turn can shed light 

on how to affect change (Fletcher, 1999a; Martin, 1992, 2002). Essentially this perspective 

aims "to open up the discussion in order to envision something new" (Fletcher, 1999b, p. 3). 

Studying Gender Equity as an Organisational Value 

Empirical research has examined organizational values including corporatism, fiscal 

responsibility, and professionalization in the public sector (Frisby, Thibault, & Kikulis, 2004; 

Hinings et al., 1996; Ranson et al., 1980; Slack & Thibault, 1988; Thibault, Kikulis, & Frisby, 

2004), efficiency, cost reduction, and growth in the market in the private sector (Dobni et 

al., 2000), accessibility of services to the community, financial stability, and volunteerism in 

the non-profit sector (Voss et al., 2000). Recent research on leisure service departments in 

local government has suggested that current values are influenced by the new public 

management ideology espoused within the public sector (Frisby et al., 2004; Thibault et al., 

2004). This ideology has evolved in industrialized countries because of declining public 

sector resources and an emphasis placed on the values of financial accountability, cost-

recovery, and efficiency (Davies & Thomas, 2001; Phillips & Orsini, 2002). As a result, 

organizations are choosing to stick to their core business and are seeking out alternative 

forms of operating and delivering non-essential or peripheral functions, such as partnership 

with the private sector and contracting out (Phillips & Orsini, 2002). One consequence for 

leisure services managers is that tensions are created between the demands of politicians for 

financial accountability, the emphasis on profit margins from private sector partners, and the 

traditional departmental concerns of social good and ensuring accessibility for all citizens 

(Frisby et al. 2004; Thibault et al., 2004). A similar situation existed in some Canadian 

universities where non-academic departments, such as athletics, functioned independendy 

and self-sufficiently in order to ease the financial burden on the university and allow them to 

focus on their core businesses of providing an education and conducting research 

(Armstrong-Doherty, 1995b; Schneider, 1997; Taylor, 1986). This shift to an ancillary 

enterprise coupled with the rise of the new public management ideology shifts attention and 

resources in athletic departments to fundraising, marketing, and promotion and rewards 

sport programs that generate needed resources or demonstrate self-sufficiency. 

Two studies in sport (Puder & Wolfe, 1999; Wolfe et al., 2002) have contributed to 

the knowledge of organizational values held in athletic departments. Puder and Wolfe (1999) 

examined stakeholders' perceptions of effectiveness of university athletic departments. 
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Representatives from six stakeholder groups at one American university mcluding faculty 

members, university athletes, prospective students, current students, athletic department 

employees, and alumni were sent a survey of 45 hypothetical scenarios facing athletic 

departments and were asked to assess i f they were indicative of success. They found that 

ethics and winning, and education and revenue generation were viewed as competing 

priorities in the determination of success. Gender equity was deemed one of the least 

important priorities for departments, along with attendance at games and the numbers of 

teams that were supported. Similarly, Wolfe et al. (2002) conducted in-depth interviews with 

10 stakeholders at an American university to better understand their perceptions of 

effectiveness. A n analysis of data from these interviews revealed six themes that were 

grounded in their perceptions of important values including: performance on the field, 

education, ethics, external profile, institutional enthusiasm, and resource management. They 

found that stakeholders had competing conceptions of the priorities, as some stressed 

performance on the field and resource management, while others emphasized education and 

ethics. They also found that stakeholders prioritized these values, suggesting that there was 

hierarchy. Values, like performance on the field, external profile, and resource management 

were given greater priority and could be viewed as core values that were fundamental to the 

effectiveness of the athletic department, while values like education and ethics were given 

less priority and thus could be seen as peripheral values (Collins & Porras, 1996; Pant & 

Lachman, 1998). 

Rao et al. (1999) argued that many organizations espouse a monoculture of 

instrumentality that stresses the accomplishment of narrow quantitative values, such as 

economic prosperity or operational effectiveness, without considering the need to attend to 

broader, social values like gender equity. One limitation with this approach is it positions 

values in a zero-sum manner, as emphasizing one value presumes that attention is diverted 

away from an opposing value. This is problematic because managers often assume that 

gender equity can only be implemented at the expense of organizational performance, an 

assumption that Meyerson and associates (2000) have critiqued. They provided a counter 

argument that ignoring gender equity negatively impacts organizational effectiveness because 

"the same assumptions, values, and practices that compromise gender equity often 

undermine effectiveness as well" (Meyerson & Kolb , 2000, p. 555). The implication was that 

organizations should attend to both gender equity and effectiveness as they are intimately 
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tied to one another. They proposed a dual agenda of linking gender equity to productivity, 

so that organizational members, particularly upper managers, would not ignore it. The 

dominant organizational logic is that "organizations are seen as instrumental, goal-oriented, 

no-nonsense arrangements for getting things done" (Acker, 2000, p. 630) and rewards are 

tied to seemingly objective and fair criteria such as job demands or to one's performance or 

seniority, but not to one's gender. Gender equity has been identified as one of many values 

that sport organizations should attend to (cf. Danlychuk & MacLean, 2001; Putier & Wolfe, 

1999; Trail & Chelladurai, 2000; Wolfe et al., 2002). Yet, with the exception of Hoeber and 

Frisby's (2001) examination of administrators' narratives of gender equity, it has rarely been 

studied in-depth and in isolation from other organizational values. 

Examining the Connection between Espoused and Enacted Values 

Organizational values are commonly portrayed in a rationalistic manner, which 

assumes that i f the values are espoused, they are also reflected in individual behaviours and 

organizational processes and outcomes (Agle & Caldwell, 1999; Meglino & Ravlin, 1998). 

Most of this research fails to tap into the political or social climensions underpmning their 

social construction (Gagliardi, 1986; Hi l l & KikuLs, 1999; Hoeber & Frisby, 2001; Martin, 

2002; Young, 1989). While the underlying assumption in much of this literature is that 

organizational members internalize organizational values that are then reflected in their 

decision making and behaviours, Willmott (1993, p. 541) argued that "the enactment of 

values [is] based upon instrumental compliance rather than internalization or even 

identification." Schein (1985) and Martin (2002) alluded to the political dimension when they 

suggested there were two sets of values: espoused values or what people say and enacted 

values or what people do. Espoused values describe ideal and desired behaviours, practices 

and outcomes (Gagliardi, 1986; Martin, 2002; Schein, 1985), are used to gain favour with 

influential groups (Enz, 1988), and serve as corporate propaganda to create positive public 

impressions of organizations and their members (Martin, 2002). Enacted values are those 

that are put into practice (Gagliardi, 1986; Martin, 2002). Martin (2002) declared that 

espoused organizational values are not always widely shared or understood by organizational 

members and they are not always implemented. To illustrate, Frisby (1995) suggested that in 

leisure organizations, social responsibility and service quality were commonly espoused 

values, while resistance to change and inequaUty more accurately reflected what occurred in 

practice. Little research has examined the relationship between espoused and enacted values 
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(Gamble & Gibson, 1999; Stackman et a l , 2000) and one goal of this study was to determine 

if the espoused meanings of one organizational value were implemented into organizational 

practices. 

Post-structuralist Feminism and Organisational Values 

In summary, the organizational values literature is characterized by an assumption of 

shared values, a tendency to privilege the voices of upper management, a lack of focus on 

gender equity as a value, and an under-emphasis on the manner in which espoused values 

are put into practice. Post-structuralist feminist perspectives have rarely been used in studies 

of organizational values, as the literature has largely adopted a positivistic perspective. One 

aim of this study was to address these gaps in the literature, while building on the existing 

sport literature as elaborated upon below. 

Gender Equity in Sport 

Much of the research on gender equity in sport has adopted a liberal feminist 

perspective that is based on the belief that there are few, relevant biological differences 

between men and women, therefore they should be recognized and treated as equals in our 

society (Calas & Smircich, 1996; Hall, 1996; Hargreaves, 1990; Theberge, 2000a; Vertinsky, 

1992). However, there are many barriers in sport that have prevented women from having 

the same access to opportunities and resources as men, including a historically narrow view 

of what sports are deemed appropriate for women, men controlling access to sporting 

facilities and the allocation of human and financial resources, and few women in decision 

making positions (Hargreaves, 1990; Hall, 1996; Inglis, 1988; Vertinsky, 1992). From this 

perspective, gender inequities are understood as a result of personal deficiencies in specific 

traits or abilities, or structural barriers such as limited access to opportunities (Calas & 

Smircich, 1996; Doherty & Varpalotai, 2000; Meyerson & Kolb , 2000). For example, 

explanations for the under-representation of women in managerial positions in sport 

organizations point to a lack of loyalty, determination, positive reputation, and strong 

networks in the community (cf. Hall et al., 1989; Hovden, 2000; Inglis, 1988). By 

challenging, addressing, or removing those barriers through the provision of more 

programming opportunities and greater financial assistance, or implementing quotas through 

affirmative action initiatives, it is assumed that women will gain the necessary skills and 
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experiences to be 'on the same footing' as men (Hall et al., 1989, 1990; Hall, 1996; 

Hargreaves, 1990; Inglis, 1988; McKay, 1994; Nilges, 1998). 

Although the liberal feminist perspective has led to some improvements to the sport 

system, such as the expansion of programming opportunities for female athletes (Hall, 1996; 

Hargreaves, 1990), gender inequities continue to exist. Several researchers have pointed to 

disparities between male and female athletes with respect to media coverage and 

promotions, allocation of scholarships and budgets, access to facilities and high-calibre 

coaching (cf. Acosta & Carpenter, 2000; Blinde & Greendorfer, 1992; Fink & Pastore, 1997; 

Jacob & Mathes, 1996). One explanation for the continuation of gender inequities is that the 

solutions advocated from a liberal feminist perspective dp not confront or critique the 

existing knowledge structures of sport organizations and thus have not resulted in 

substantial, transformative changes (Hall, 1996; Hargreaves, 1990; Nilges, 1998). Historically, 

sport has been based on prevailing societal discourses that applaud and celebrate men's 

involvement and competitive spirit in sport along with their physical strength, muscularity, 

and domination. These same discourses have devalued women's involvement in sport and 

feminine traits like grace, flexibility, and cooperation (Hall, 1996; Hargreaves, 1990; Shaw, 

2001; Theberge, 2000a). In a gendered system where men are privileged and women are 

encouraged to assimilate to the existing male-defined structures and cultures, ensuring that 

women have the same opportunities as men does not guarantee that their accomphshments 

will be equally valued by men who largely occupy positions of power (MacDonald, 1992; 

Vertinsky, 1992). As Hargreaves (1990) simply stated, "Far from challenging male sport, 

liberalism endorses it" (p. 290). 

Conceptualisation of Gender Equity in Sport 

In the sport literature, gender equity is studied most often as a policy - a legislative 

principle guiding other organizational practices. A significant body of research in the United 

States has studied key stakeholders' perceptions of Tide I X legislation (cf. Fink & Pastore, 

1997; Jacob & Mathes, 1996; Sanger & Mathes, 1997) and the discourses underpinning the 

debates of this piece of legislation (cf. Greendorfer, 1998; Staurowsky, 1995, 1996a, 1998). 

In Canada and the United Kingdom, researchers have also examined gender equity as a 

policy (cf. Bell-Altenstad & Vail , 1995; Doherty & Varpalotai, 2000; Kay, 1996; Whitson & 

Macintosh, 1990). Most of these policies are based on liberal feminist ideals of ensuring that 

women have the same access as men to programming opportunities (e.g., competitive 
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schedules), resources (e.g., facilities, equipment, budgets, scholarships), and treatment and 

benefits (e.g., publicity, training services). 

The lack of attention paid to gender equity as an organizational value is significant, 

because the pursuit of it by many Canadian sport organizations has been the result of social 

obligations rather than legal requirements (Hoffman, 1995). Research must re-examine and 

re-diink how gender equity is understood as an organizational value by key stakeholders in 

the sport system before it can be fully enacted (Bryson & de Castell, 1993). These 

understandings inform practices, such as policy development, and we must recognize the 

strength of cultural resistance to changing attitudes about it (Hoeber & Frisby, 2002). As 

Hargreaves (1990, p. 290) stated that, "Gender inequalities are identified, but rarely are 

questions asked about where the values come from that perpetuate them and in whose 

particular interests they work." 

According to Messner and Sabo (1990, p. 9), "sport . . . is an institution created by 

and for men" as a means to support and reinforce male superiority. In that sense, sport is a 

hegemonic institution where it is taken for granted that there is a natural connection 

between men, masculinity and sport (Connell, 1987; Disch & Kane, 1996). Since men have 

long dominated sport organizations on the playing field, sidelines, and offices, their values 

have had a significant influence on the development of the sport cultures and structures 

(Hall, 1997; Shaw, 2001; Theberge, 2000a). Masculine-oriented values like assertiveness, 

strength, toughness, dominance, stoicism, aggressiveness, independence, commitment and 

competition dominate, while values historically and socially ascribed to femininity like 

cooperation, socialization, empowerment, and sharing are dirninished, marginalized, or 

ignored (Connell, 1990; Doherty & Varpalotai, 2000; Donaldson, 1993; Green et a l , 2000; 

Lenskyj, 1994; Theberge, 1987, 2000a). These masculine values are embedded in structures 

(e.g., the assignment of prestigious adrninistrative positions to men and of lower-paying and 

less prestigious roles to women, the development of different rules for men's and women's 

sports) and processes (e.g., the exclusion of women from participating in certain sports, the 

unequal distribution of resources to men's and women's teams) and contribute to the 

ideology of hegemonic masculinity in sport (Connell, 1987; Kane, 1996; McKay, 1997; Shaw, 

2001; Theberge, 2000a). 

Hegemonic masculinity refers to a set of social norms or an idealized form of 

masculinity at a particular period in time, which is seen as separate from and superior to 
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femininity and other views of masculinity, such as effeminate masculinity (Connell, 1987, 

1990). This ideology establishes a "structure of dominance and oppression in the gender 

order" by legitimizing and naturalizing the superiority of a particular view of masculinity 

(Connell, 1990, p. 94). This view of masculinity is based on the values mentioned earlier as 

well as on the emphasis of heterosexuality, physicality, heroism, homophobia, and 

subordination of women (Donaldson, 1993; Theberge, 2000a). In sport, men's power over 

women has become naturalized, in that women are seen as physically different from men, 

and the dominance of hegemonic masculinity is maintained, because male aclministrators, 

coaches, and sports writers have significant influence over the understandings of what it 

means to be an athlete (Donaldson, 1993). In accepting hegemonic masculinity as normal, 

women, femininity, and men that do not conform to these norms are placed at a lower 

status and have less influence over knowledge production (Connell, 1990; Donaldson, 1993). 

Nevertheless, the involvement of women, gays and lesbians, and visible minorities in sport, 

has begun to challenge and erode the hegemonic masculinity ideology (cf. Messner & Sabo, 

1990; Theberge, 2000a). 

Staurowsky (1995) analyzed and deconstructed the 1993 final report of the National 

Collegiate Athletic Association's (NCAA) Gender Equity Task Force in the United States 

and uncovered gendered assumptions about the economic contributions of male and female 

athletes. She found that male athletes were often characterized as breadwinners, because of 

the dominant belief that "men's big-time college sport make money" (p. 37). It was 

commonly understood that fans, corporate sponsors, and alumni were interested in the 

athletic careers and accomplishments of male athletes on these teams, which in turn 

translated into increased fan attendance and gate receipts for the departments and 

universities. It was also believed that the money generated from men's big-time sports 

served to subsidize other university sports. In contrast, female athletes were depicted as 

dependent and passive consumers who did not economically contribute to the department. 

Since male athletes were seen as more valuable to the department's economic bottom-line 

they were provided with more resources, even though not all men's teams generated revenue 

while some women's teams did. 

We can also see that masculine values are embedded in the cultures of specific 

sports. In ice hockey, body checking is not allowed in the women's game, but it is an integral 

part of the men's game. Some suggest that this distinction provides a positive alternative to 
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the aggressiveness and violence witnessed in the men's game, however others see it as 

estabkshing a different style that is inferior to the 'real' one played by men (Gruneau & 

Whitson, 1993; Theberge, 2000b). A significant impact of this situation is that current 

agendas for gender equity will have limited success i f dominant masculine discourses are not 

addressed or challenged (Acker, 2000; Gherardi, 1994, McKay, 1999). Staurowsky (1998) 

pointed out that despite the increased involvement of women in sport organizations, the 

masculine culture has not been significandy altered. 

In spite of the emphasis on masculine values, many sport organizations contend they 

are meritocratic and gender neutral. It is widely believed that, regardless of their gender, 

individuals who work hard, are committed to their careers and demonstrate "superior 

abilities, dedication, and performance" (Acker, 2000, p. 630) are supported and rewarded in 

a fair manner. With respect to women's under-representation in management positions in 

sport organizations, men claimed that while their organizations were open to both men and 

women "providing they are qualified and willing to work" (Hall et al., 1990, p. 27), the 

underlying assumption was that women were often less qualified than men. Where the belief 

in gender neutrality is taken for granted, gender equity initiatives are dismissed because they 

are viewed as privileging women over men and this compromises and threatens the ideals of 

meritocracy (Acker, 2000; McKay, 1994, 1997, 1999). Despite the facade of gender 

neutrality, it is apparent that the criteria or standards for status, promotions, or rewards have 

been set by men and continue to favour them. 

Rao et al. (1999) spoke about the influence of heroic individuaUsm in many 

organizations where the types of individuals who are most influential and revered in 

organizations are those that "work day and night against tremendous odds to solve a crisis" 

(p. 4). Similarly, Davies and Thomas (2001) discussed the impact of competitive 

masculinities in the public sector where individuals who put in long hours, worked 

independendy, were competitive, and sacrificed other public and private cornmitments were 

seen as heroic. Individuals who focused on relational work (Fletcher, 1998, 1999a) or a soft 

managerialist agenda, including an emphasis on equal opportunities and diversity (Davies & 

Thomas, 2001) or "who managefd] her work smoothly, thereby avoiding such crises, [are] 

invisible and undervalued" (Rao et al., 1999, p. 4). 

There is a need to exarnine gender equity as an organizational value because it 

highlights underlying assumptions and exposes other discourses that serve to perpetuate 
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inequities. It has been shown that some ackninisttators of sport organizations place greater 

emphasis on elite-level performance, technical excellence, generating revenues, and publicity 

than on gender equity (Eitzen, 2003; Greendorfer, 1998; Puder & Wolfe, 1999; Staurowsky, 

1998; Wolfe et al. 2002; Whitson & Macintosh, 1990). These may be seen as competing 

values that undermine a department's commitment to and prioritization of gender equity. 

Bagilhole (2001) characterized this form of resistance as collusion, whereby men supported 

gender equity on the condition that it did not significandy disrupt the existing system. 

Whitson and Macintosh (1990) indicated that some adrninistrators of Canadian national 

sport organizations believe the emphasis should be placed on enhancing opportunities for 

excellence, not on broadening the opportunities for women. The payoffs from pursuing the 

goals of excellence, such as increased publicity, endorsements, and revenue generation, far 

outweighed the perceived benefits of inclusiveness in participation that would result from a 

greater commitment to gender equity. In many university athletic departments, particularly 

those that must raise their own funds to cover operating expenses, revenue generation takes 

a higher priority (Eitzen, 2003; Greendorfer, 1998; Staurowsky, 1998). The argument is often 

made that men's football should be exempt from gender equity standards because it 

generates a significant amount of revenue. Eitzen (2003) has argued that in the United States 

only a small portion of elite men's university football teams generate a profit. Given that the 

scope of university sport is much smaller in Canada, one could reasonably assume that few, 

if any, Canadian university football teams generate a profit to underwrite women's teams. 

Because of the current institutional contexts facing public and non-profit sport 

organizations, there is a greater emphasis on new public management and corporate 

managerialism where revenue generation, cost recovery, accountability, and efficiency are 

prioritized, while neglecting gender equity and other social justice values (Frisby et al., 2004; 

McKay, 1999; Thibault et al., 2004). Critically examining the culture of sport organizations 

forces organizational members "to hold open to scrutiny many of the most fundamental 

aspects of the organization — its language, meaning systems, values, norms, and practices" 

(Ely & Meyerson, 2000, p. 600). 

Meanings and Practices of Gender Equity 

Knowing that the meanings of gender equity are rarely openly discussed (Bryson & 

de Castell, 1993), it would not be surprising to find that sport managers assume there is a 

single common meaning of gender equity for athletes and that this organizational value has 
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been successfully put into practice once there are equal numbers of male and female 

participants. Because of their positional power and their ability to dictate agendas and to 

initiate and guide dialogues, there is a danger of sport managers taking for granted the 

meanings of gender equity and failing to recognize that some voices are privileged and that 

meanings are not shared. This is particularly important given the reluctance of some women 

to take up the gender equity cause and the resistance to it from men and upper 

administrators. Attention must also be directed at meanings of gender equity in sport 

because there is evidence to suggest there are inconsistencies between espoused 

commitments and organizational practices. 

Some administrators and high-ranking volunteers in Canadian national sport 

organizations believed that their organizations were gender equitable because they had 

policies when such policies did not even exist (Hall et al., 1989, 1990). In their study of a 

leisure service gender equity policy that was ratified, Doherty and Varpalotai (2000) found 

resistance and barriers in the implementation phase. Similarly, Shaw (2001) found that while 

sport administrators believed that their organizations were gender equitable, their claims 

were largely based on numbers of participants and did not consider equity in relation to 

other organizational practices, such as resource allocations or decision making. 

Positioning Gender Equity as a Women's Issue 

Like organizational studies more generally (cf. Ashford, 1998; Ashford, Rothbard, 

Piderit, & Dutton, 1998; Martin & Meyerson, 1998), researchers and research participants in 

sport studies often position gender equity as a women's issue (cf. Bell-Altenstad & Vail , 

1995; Blinde et a l , 1993, 1994; Jacob & Mathes, 1996; McClung & Blinde, 2002; McKay, 

1994; Staurowsky, 1995). McClung and Blinde (2002) interviewed 20 female athletes at one 

American university to explore their sensitivity to gender issues. The researchers suggested 

that women's participation in sport could either facilitate or hinder their awareness of and 

identification with issues such as empowerment, feminism, discrimination, gender 

stereotyping, gender equity, and patriarchy. They found that although some female athletes 

were aware of these issues as a result of their coursework and involvement on sport teams, 

many of them showed limited sensitivity to gender issues and held negative beliefs about 

feminism. McClung and Blinde (2002) attributed female athletes' lack of identification to a 

lack of time to get involved, limited discussions on these issues with coaches and 
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adrninistrators, negative stereotypes associated with feminism, and a reluctance to get 

involved in issues that did not direcdy affect them. 

Because female athletes have brought the majority of gender discrimination lawsuits 

against university athletic departments in the United States, Jacob and Mathes (1996) asked 

121 female athletes to fill out a questionnaire on their knowledge of the Tide I X legislation. 

They found that women had limited awareness of it, but were generally satisfied with their 

program's compliance with it. However, they found the female athletes who were most 

knowledgeable of Tide I X were more critical of program compliance and were more likely 

to use the legal system to contest injustices. Jacob and Mathes (1996) concluded that 

knowledge of the legislation contributed to athletes' action, while a lack of knowledge 

contributed to complacency. While it is important to hear from women, as their voices have 

traditionally been silenced in research (Martin, 1994), it can also be argued that the choice to 

include only women reinforces the notion that gender equity is the responsibility of women, 

perpetuating a myth that men do not have a gender and that they are not responsible for 

ensuring equity (Martin & Meyerson, 1998). 

Respondents in studies of gender equity in sport have also positioned gender equity 

as a women's issue, even when the researchers did not explicitiy do so. McKay (1997, 1999) 

concluded that respondents understood gender equity as a women's issue because such 

initiatives typically addressed barriers to women's involvement and advancement in sport. 

Generally, women attributed gender inequities to the masculine culture of sport and 

networking, while many men attributed gender inequities to natural outcomes of tradition 

and meritocracies in that women's abilities were inferior to those of men (McKay, 1999). 

Since women are viewed as the disadvantaged group in sport, it is commonly assumed they 

willingly act as or take on the role of the advocate for gender equity (Hall et al., 1989, 1990; 

Inglis et al., 2000; McKay, 1997; Yule, 1997). Hall et al. (1989, 1990) found that male 

managers categorized it as a women's issue, because they themselves did not experience 

discrirnination and did not think about it on a regular basis. Positioning gender equity as a 

women's issue has been identified in other research as doing something for women (Liff & 

Cameron, 1997) or a woman-centred ideology (Yule, 1997). This is problematic because 

there was littie sense of shared responsibility for gender equity, or recognition that it requires 

a modification of men's involvement in and dominance of sport (Hall, 1996, McKay, 1997). 
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According to Staurowsky (1996a, p. 206), this view persists because in "a patriarchal system, 

it is far easier to blame women than it is to take on the male power elite." 

Although gender equity is often positioned as a women's issue, there is some 

literature to suggest that not all women in sport are supportive of or wish to champion for it 

(cf. Blinde et al., 1993, 1994; McClung & Blinde, 2002; McKay, 1997, 1999). Much of the 

research rests on the assumption that women and men are homogeneous groups and thus 

fails to recognize the diversity of their interests, backgrounds, and experiences (Hargreaves, 

1990; Martin, 1990a). Associated with this, because gender equity initiatives are usually 

directed towards women, there can be some resentment from men in part because the 

ideology of hegemonic masculinity is threatened and fear of reprisals from women 

(Staurowsky, 1996a, 1998). Some researchers have proposed that policies, programs, and 

initiatives should be opened up to a broader notion of equity that respects and appreciates 

the range of differences between men and women (Alvesson & Billing, 1997), recognizing 

that gender is "no more a privileged site of difference than race, class, or any of a host of 

other possible differences" (Bryson & de Castell, 1993, p. 352). 

A post-structuralist feminist perspective to gender equity goes beyond the simple 

'he-she' dichotomies that characterize gender equity studies by encouraging the complexity 

and variations in the meanings of it be made visible and by questioning the process of 

knowledge production. This perspective questions dominant discourses, such as the idea 

that gender equity is a women's only issue (Ely & Meyerson, 2000) and considers the "rich 

variation in the way organizations carry gender meanings" (Alvesson & Billing, 1997, p. 4). 

Summary of Relevant Literature 

In this chapter I examined literature on post-structuralist feminism, organizational 

values, and gender equity in sport organizations to develop a lens to guide my study and to 

demonstrate how it will address some knowledge gaps. I found that much of the mainstream 

organizational values and gender equity in sport literatures privilege the voices of upper 

management and assume there are shared meanings of organizational values. As a result, 

dominant discourses of organizational values are seen as fixed and unitary and go 

unchallenged because they are embedded in the structures, practices, and cultures of 

organizations and are reinforced through broader historical, social, and political forces. I also 

found that traditional thinking about gender equity in sport has been inadequate because 
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there have not been substantive changes to the system and culture of sport so that male and 

female athletes are equally valued. 

Adopting a post-structuraHst feminist perspective with its focus on the complex 

relationships between knowledge, power, and gender encouraged me to examine and unpack 

the taken for granted assumptions in the meanings and practices of gender equity and to 

search for new or alternative meanings of it that do not perpetuate inequities. By opening 

the discussion on gender equity to athletes, coaches, and women and by examining the 

practices associated with it in relation to other competing values that drive university 

athletics, this study provides a more accurate understanding of the meanings associated with 

it, which in turn can shed light on practices requiring change. 

In the next chapter, I outline the data collection and analysis processes that were 

employed to address the research questions and discuss the ethical issues that arose during 

the research process. 

1 Some researchers refer to this paradigm as post-structuralist feminism or post-structural feminism, where the 
emphasis is on taking a post-structuralist perspective to achieve feminist ends (cf. Alvesson & Billings, 1997; 
Alvesson & Skoldberg, 2000; Calas & Smircich, 1996). Others refer to it as feminist post-structuralism (cf. 
Fletcher, 1998), which emphasizes a post-structuralist outlook with a feminist agenda (Hearn & Parkin, 1993). 
Still others like Weedon (1997) interchange both terms in their work. I have chosen to refer to this paradigm as 
post-structuralist feminism, primarily because at that time my research interests were in the gendering o f 
organizational values. 

" According to Fraser (1997, p. 155), structuralists focus on language or the "symbolic system or code" while 
ignoring the "social practice and social context o f communication." Post-structuralists view this approach as 
problematic because it overlooks issues of power and inequity in the production of knowledge and can not 
explain the processes that contributed to the dominance of particular discourses as common sense, natural, and 
legitimate (Fraser, 1997). This understanding of structure differs from the management viewpoint, which 
focuses on the complexity or differentiation of roles and responsibilities, formalization o f rules and regulations, 
and centralization of power in organizations. For the purpose of this study, I was interested in the practices of 
knowledge production, which fits the post-structuralist view of structure. 

m The Sports Network (TSN) is a specialty cable channel in Canada dedicated to sports programming and 
owned and operated by C T V Specialty Television Inc. In September 2001, C T V Specialty launched Women's 
Television Sports Network (WTSN), which was devoted to women's sports programming. W T S N existed for 
two years, having gone off the air at the end of September 2003 due to "the result o f lower-than-expected 
growth and limited access to advertising revenue, as well as the high cost o f running a live event sports service" 
{CTV to close WTSN, 2003). 

l v I describe the process of deconstruction in more detail in chapter 3. 

v Male football players were included as a separate group because they often received special status in athletic 
departments. 
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3 
The Research Project 

In this chapter, I described the research design, the data collection and analysis 

processes, and conclude with a discussion of ethical issues. 

Research Method: Collective Case Study 

This study was based on case studies of four sport programs situated in one athletic 

department at a large Canadian university (LCU). 1 This method is referred to as a collective 

case study in which "a number of cases [are studied] in order to investigate a phenomenon, 

population, or general condition" (Stake, 2000, p. 437). The case study approach is one in 

which a specific phenomenon is examined in-depth within a particular bounded system 

defined by a certain time and place, which in this study was the athletic department from 

1999 to 2001 (Creswell, 1998; Stake, 2000; Yin , 1994). This approach relies on multiple 

methods to collect data, requires some time commitment from the researcher, and focuses 

on a phenomenon in detail (Creswell, 1998). In comparison to conducting an ethnography, 

case studies require a shorter time commitment and researchers are not as immersed in the 

setting they are investigating. Thus, I chose to conduct this research using this approach in 

order to ensure the project was manageable and could be accomplished in the time allotted 

for graduate work. 

The case study approach was a suitable methodology for examining the meanings 

and practices associated with gender equity for athletes for three reasons. First, it was 

appropriate given the epistemological and theoretical framework mforrrring this study. Post-

structuralist feminism is based on a subjectivist epistemology, or "a way of understanding 

and explaining how we know what we know" (Crotty, 1998, p. 3). Unlike an objectivist 

epistemology in which phenomena are believed to have intrinsic meaning or a single reality, 

the subjectivist epistemology rejects universal truths and suggests there are multiple realities 

or understandings (Crotty, 1998). From this viewpoint then, by using a case study approach 

that entailed interviewing a variety of individuals who were involved in various sports, I 

recognized there would likely not be one meaning of gender equity or one way of 

implementing it. Gender equity could be understood in different ways depending on one's 

experiences and exposure to particular institutional conditions, such as the team's operating 
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structure or level of programming opportunities for male and female athletes. Although 

constructionism also recognizes multiple realities in that individuals ascribe different 

meanings to objects and situations as a result of engaging with them, subjectivist 

epistemology suggests that individuals do not construct meanings in a vacuum (Crotty, 

1998). Their understandings are influenced by their experiences, interactions with others, 

thoughts, and so forth. Based on subjectivist epistemology, one's understandings of gender 

equity and how it should be implemented are influenced by the way it was defined in policy 

documents, translated into practices in other athletic departments or universities, or 

verbalized in discussions. Using a case study approach I examined how the historical, 

political, social, and economic contexts surrounding this athletic department and the C I A U 

influenced the meanings ascribed to one organizational value and the manner in which it was 

put into practice (Yin, 1994). 

Second, this approach was suitable for examining the organizational value of gender 

equity because it provided the researcher with a picture of the institutional conditions in a 

particular setting to reveal taken for granted or hidden assumptions that influenced how it 

was understood and enacted (Marshall & Rossman, 1999; Rao et al., 1999; Schein, 1985). 

Information was gathered about the structure, physical setting, and institutional conditions 

of the four case study sport programs (Creswell, 1998; Stake, 2000), which allowed me to 

better appreciate gender equity within the bounded system of this department. Third, with 

its emphasis on multiple sources and methods of data collection, the case study approach 

fostered a more in-depth picture, by highlighting the commonalities, contradictions and gaps 

between the data collected from field notes, observations, documents, and in-depth 

interviews (Lincoln & Guba, 1985; Marshall & Rossman, 1999). Additionally, the use of 

multiple methods provided me with a significant volume and diversity of data on which to 

base my interpretations and analysis (Stake, 2000). 

Site Selection 

A n important consideration in the selection of a research site was choosing one that 

was similar to others in order to foster transferability of fmdings (Marshall & Rossman, 

1999; Reinharz, 1992). Therefore, I selected an athletic department that was comparable to 

others in Canada in terms of the types of sports offered and the governance structure. The 

selected department supported all but two sports (men's and women's wrestling) that were 

part of the CIAU's sport contingent. A recent trend within Canadian athletic departments 
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was to operate as ancillary units as compared to a unit associated with an academic 

department (Schneider, 1997). Ancillary departments, like food services or the bookstore, 

provide goods or services, but do not receive operating funds from the university and are 

expected to operate in a more business-like manner to ensure revenues cover expenses 

(Danylchuk & MacLean, 2001). Recognizing this trend and assuming that expectations to 

break even financially conflict with social pressures to be gender equitable (Frisby et a l , 

2004), I selected a department that was run as an ancillary unit. I would expect to find 

similar meanings and practices in the same sports in other Canadian athletic departments 

that share similar contexts and institutional conditions. 

Case Study Selection 

Time wise it was not feasible to include all 30 teams from the selected department; 

therefore, I identified institutional conditions that were used as criteria for the selection of 

the sport programs:" 

1. Programming opportunities for men and women. A l l but two university sports supported by 

this department were available to both men and women. Football and baseball were 

offered to one gender, men in both cases. Not discounting the historical masculinity 

associated with these sports, I narrowed the selection to those sports with balanced 

gendered offerings to facilitate comparisons of meanings and practices related to 

gender equity. 

2. Operational structure. University sports functioned in either a segregated or integrated 

manner (Dryden, 1997; Matthews, 1974). A n example of a sport with a segregated 

structure was basketball where male and female athletes practiced and competed on 

separate teams. The two teams had a separate coaching staff and operating budgets. 

In contrast, some sports, such as track and field, cross-country mnning, and 

swirnming, functioned for the most part within an integrated structure, where male 

and female athletes shared coaching staff, training facilities, and operating budgets.1" 

O n their web site, the C I A U labeled these as "combined sports." I included one 

sport program that functioned in an integrated manner and three that operated in a 

segregated manner, assuming the structure may influence the participants' 

understandings of gender equity. 

3. History of co-existence. There were some sports, like swirnming and basketball, where 

men and women had participated for similar periods of time. With other sports, like 
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wrestling and rugby, the opportunity to participate had only recentiy been extended 

to women. I selected sports with different histories of co-existence because in those 

with a recent or short history of co-existence I expected more discrepancies in 

meanings and practices, in part because initiatives geared towards improving gender 

equity are sometimes seen as a threat to the historical privileges and traditions 

afforded to men (Greendorfer, 1998; Staurowsky, 1996a). 

4. Institutional designation. In many Canadian universities sport programs are informally 

designated as "major" and "minor" sports (Dryden, 1997; Matthews, 1974). Teams 

identified as major sport programs"' competed for CIAU-sanctioned championships 

and were assumed to be of interest to the general public, media and sponsors, who 

were all key stakeholders of athletic departments. These programs were deemed 

valuable for their revenue generating potential. Minor sport programs included those 

that did not compete for CIAU-sanctioned national championships and those that 

were CIAU-sanctioned but drew few fans and generated littie, i f any, revenue. This 

distinction was significant because it was tied to the level of resource support from 

the department. I selected three major and five minor sport programsv because there 

seemed to be a gender order (Connell, 1987) related to the designation. A t this 

institution only two women's teams (basketball and volleyball) in the entire 

department were identified as major sports compared to four men's teams 

(basketball, football, ice hockey and volleyball)." 

Based on these criteria, I selected the following sport programs: basketball, because 

there was a long history of co-existence and both teams were considered major sports; ice 

hockey, because the men's team was a major sport and the women's team was a minor sport; 

rugby, because the women's program was recendy added as a C I A U sport, while the men's 

team was not a C I A U sport, but was the oldest university sport on campus; and swimming, 

because the program was run in an integrated manner (see table 1 for a detailed description 

of each of the sport programs in relation to the four selection criteria). I met with two upper 

administrators prior to data collection to ensure my assessment of the sport programs in 

relation to the selection criteria was accurate. 
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Table 1. 

Selection Criteria for the Your Case Study Sport Programs 

Sport program 

Selection 

criteria 

Basketball Ice hockey Rugby Swimming 

Programming 
opportunities 

• teams for men & 
women 

• teams for men & 
women 

• teams for men 
& women 

• teams for men 
& women 

Operational 
structure 

• segregated • segregated • segregated • integrated 

History of co
existence 

• men's & 
women's teams 
in existence 
since 1915 

• men's team in 
existence since 
1915 

• women's team 
existed from 
1915-1922, 1979-
1983, & 1995-
current 

• men's team 
started in 1906 

• women's team 
established in 
1991 

• men's & 
women's teams 
established in 
1915 

Institutional 
designation 

• both were major 
sports 

• men's team: major 
sport 

• women's team: 
minor sport 

• both were 
minor sports 

• both were 
minor sports 

Data Collection 

For this study, I relied on four data collection methods, field notes, document 

analysis, observations, and in-depth interviews, realizing that there was not a best source of 

information about organizational values. I recorded field notes in research journals 

throughout the data collection and analysis processes to chronicle information relevant to 

the study and to note my assumptions and role as a researcher. Reflexivity is one strategy 

that qualitative researchers use to ihurninate and confront their assumptions, emotions and 

reactions, realizing that they influence the interpretations of the researcher (Alvesson & 

Skoldberg, 2000; Ristock & Pennell, 1996). Espoused values can be identified in 

organizational documents, such as policy statements, mission statements, and internal and 

external communications, and compared with other sources of data to reveal consistencies, 

gaps, or contradictions (Frisby, 1995). Observations of team practices and competitions 
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helped me to appreciate the culture and institutional conditions of the sport programs and 

to witness firsthand i f and how gender equity was manifested in organizational practices 

(Wilkins, 1983). Finally, in-depth interviews with administrators, coaches, and athletes 

associated with the four sport programs provided me with detailed insight into their 

understandings of the meanings and practices. 

By drawing on information from various methods, sources, and sport contexts, I 

hoped to call attention to aspects of gender equity that might have been overlooked or de-

emphasized through the use of only one method, source of data, or sport (Martin, 1990b; 

Reinharz, 1992, Richardson, 1994). For example, while I gained insight from the in-depth 

interviews into the meanings of gender equity as understood by key stakeholders, 

observations of competitions provided me with valuable information regarding 

organizational practices such as promotions and resource allocation. 

Temporal Order of Data Collection 

Data collection for this research project was conducted over a two-year period, and 

field notes were kept throughout the data collection and analysis period. Documents were 

collected from October 1999 to July 2001, observations were conducted from February 

2000 to June 2001, and interviews were carried out from March 2000 to May 2001 ( see table 

2 for a schedule of data collection). Although data were collected from the four methods 

concurrentiy, I speak to these methods in the order in which I started utilizing them: field 

notes, documents, observations, and in-depth interviews. 
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Table 2. 

Time Frame and Sequence of Data Collection 

Month / year Data collected Sports Details 

October 1999 document (1) document — athletic department mission statement 
February 2000 observations (5) basketball observation — women's basketball practice 

observation — women's basketball practice 
observation — basketball games (men & women) 
observation — men's basketball practice 
observation — men's basketball practice 

March 2000 interviews (2) 
document (1) 

interview — male administrator (A5)™ 
document — L C U policies 
interview — female administrator (Al) 

April 2000 interview (1) 
documents (2) 

basketball interview — female coach (B6) 
documents — national & regional conference 
policies 
media releases for 1998-1999 and 1999-2000 
seasons 

May 2000 interviews (2) 
document (1) 

basketball 
hockey 

interview — female athlete (B2) 
document — financial statement 1998-1999 season 
interview — male coach (H6) 

October 2000 interviews (4) 
observation (1) 

hockey 
basketball 

interview — female athlete (HI) 
interview — female athlete (H2) 
interview — female administrator (A3) 
observation — women's hockey game 
interview — female athlete (B3) 

November 2000 interviews (2) hockey interview — female athlete (H3) 
interview — male administrator (A4) 

January 2001 observations (3) 
interviews (2) 
document (1) 

hockey 
swimming 
rugby 

observation — men's hockey game 
observation — swim meet (men & women) 
interview - male coach (H7) 
interview - female administrator (A2) 
document — department policy 
observation — women's rugby game 

February 2001 interviews (4) basketball 
swimming 
rugby 

interview - female athlete (Bl) 
interview — male coach (S5) 
interview — male coach (B7) 
interview — female athlete (R2) 

March 2001 interviews (4) 
observation (1) 

hockey 
basketball 
rugby 

interview — male athlete (H4) 
interview — male athlete (H5) 
interview — male athlete (B4) 
interview — male athlete (B5) 
observation — men's rugby game 

April 2001 interviews (3) rugby 
swirrmiing 

interview — female athlete (RI) 
interview — male athlete (R3) 
interview — female athlete (SI) 
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Table 2 - Continued 

Month / year Data collected Sports Details 
• 

May 2UU1 .nterviews (4) swimming 
rugby 

interview - male athlete (S3) 
interview — male coach (R4) 
interview — male athlete (S4) 
interview — female athlete (S2) 

June 2001 observation (1) swimming observation — swim practice (men & women) 
July 2001 document (1) financial statements for 1999-2000 and 2000-2001 

seasons 
Note: 
I did not include the field notes in this table as they were written on regular basis starting in October 1999. 
News releases for the 2000-2001 season were collected on a weekly basis. 

Field Notes 

Grace (1997) stated, "[t]he research process is neither value-free nor objective, 

because there are always assumptions shaping the research design whether these are made 

visible or not" (p. 26). Reflexivity is one strategy that qualitative researchers use to iUuminate 

and confront their assumptions, emotions, and reactions, realizing that they influence the 

interpretations of the researcher (Ristock & Pennell, 1996). I addressed the issue of 

reflexivity by writing detailed and regular field notes in a research journal (Hughes, 1994; 

Richardson, 1994; Sanjek, 1990). During data collection and analysis, I kept four types of 

field notes described by Richardson (1994): i) methodological notes on issues and decisions 

pertaining to the research process, such as the sampling criteria and assigning coding labels; 

ii) observational notes collected during my observations of practices, competitions, and 

interviews; iii) analytical notes in which I documented my assumptions and the process of 

data analysis and interpretation; and iv) general field notes that included anecdotal 

information relating to changes in the organization, such as the hiring of a new men's 

basketball coach. 

Although time consuming, I found it most convenient to record all four types of 

field notes in a research journal that I carried around with me at all times, which gave me the 

opportunity to record ideas, thoughts, questions, new information or data while they were 

still fresh in my rnind. In total I ended up with three journals of notes and periodically 

reviewed them, which allowed me to identify some of my assumptions, to be aware of my 

changing analytical interpretations, and to remind myself of decisions that influenced the 
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ditection of the study. To illustrate, at one point I jotted the following assumptions that I 

had made: 

• women would notice many inequities and be pissed off about them 

• men would be reluctant to talk about gender equity 

• athletes would know about other athletes' situation 

• gender equity would elicit some strong emotions either way 

• male coaches are not supportive of female athletes and women's teams, (analytical 

notes, June 2001) 

In looking back at these notes, I realized that many women did mention examples of 

preferential treatment of male athletes, but some women justified the differences as being 

'just the way things are.' I expected more women to be upset by the inequities, but many 

accepted them without much question. None of the men I interviewed were openly hostile 

or defensive to discussions of gender equity. I had hoped that athletes would be aware of the 

inequities in sports other than their own, thus reinforcing the notion that they were 

widespread and systemic rather than isolated and limited to one team or one sport. 

However, I should not have been surprised by their limited awareness as they led busy lives, 

and many of them did not interact with other university athletes outside of their own sport. 

Reflecting on these assumptions, I had stereotyped how men and women would react. 

Reviewing these field notes helped me to identify and challenge these assumptions and to 

understand how they influenced my analysis of the data. 

Comparing these assumptions to the emerging data forced me to question why I 

made these assumptions and helped me to address why these assumptions were not always 

evident in the fmdings. Some of my assumptions were explained in that my critical 

perspective to the research made me more mclined to focus on examples of inequity than on 

examples of equity (analytical notes, Apr i l 2000). As a result, I often paid attention to the 

worst (e.g., denial of gender inequity from men and women) and the best (e.g., men and 

women as advocates of change), but overlooked something in between. In other situations, I 

made assumptions based on my experiences, which not everyone shared. I also realized that 

men and women have a variety of interpretations and experiences. For example, one 

interview with a man felt like I had interviewed myself as he voiced ideas and interpretations 
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very similar to the way I was ihmking (analytical notes, February 2001). I had expected these 

thoughts from some women, but was surprised to hear these understandings from a man. 

Documents 

For this study I obtained and analyzed copies of the athletic department's mission 

statement, policy documents, news releases, and operating budgets. These documents were 

helpful in that they provided information on the historical, political, social, and economic 

contexts of the site and the institutional conditions of the sport programs. As well, they 

indicated what was formally written about gender equity for athletes and contributed to my 

appreciation of meanings and practices associated with it (Hodder, 2000). Since documents 

possess naturalistic and noninteractive qualities, I was able to explore and analyze this 

organizational value without having to work direcdy with those who produced or provided 

access to the documents (Reinharz, 1992). 

Organizational values are often revealed or explicidy stated in the organization's 

mission statement (Collins & Porras, 1996; Halford & Leonard, 2001; Sinclair, 1993). A 

framed copy of the mission statement was symbolically posted at the entrance to the athletic 

department's offices and served as a public symbol of their commitment and dedication to it 

(observational notes, 2000). Since two upper administrators (one male, one female) indicated 

that gender equity was part of the department's mission, I examined it for evidence of 

gender equity as a formally stated value. 

As a unit of L C U and a member of regional and national athletic conferences, the 

athletic department was responsible for abiding by policies set out by those organizations. 

These policies directed and guided their practices and procedures, mcluding how gender 

equity for athletes was implemented. I collected policy documents, mcluding the operations 

manuals of the regional and national conferences and L C U ' s policy guidelines. As Reinharz 

(1992) indicated "documents .. . shape norms; they do not just reflect them" (p. 151). Thus, 

policies reflect the prevailing norms and through legislation they contribute to the 

construction of norms by defining key concepts and identifying acceptable practices. 

Operations manuals were obtained direcdy from the regional and national conferences and 

the university. I requested a copy of the athletic department's policies but was told by the 

male athletic director and the female intercollegiate coordinator they did not exist. 

According to the athletic director, they followed L C U ' s policies and those of the athletic 

conferences, which negated the need for separate department policies. In addition, the 
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intercollegiate coordinator (Al) indicated they were not "a policy making kind of 

department," and added gender equity had not been a problem, therefore there was no need 

to develop policies for it. Yet, the community development officer provided me with a copy 

of a written departmental policy that she had authored for the purpose of demonstrating to 

the university senate the department's stance on gender equity and scholarships (see 

appendix A for the complete version of the policy). I was surprised that neither of the upper 

administrators explicidy mentioned or appeared to know about that policy, especially since it 

was one of the few formal departmental policies. 

To more fully understand the department's commitment to promoting male and 

female athletes, I obtained and examined their news releases over three seasons: 1998-1999, 

1999-2000, and 2000-2001. News releases are a public relations and communications tool to 

highhght and promote athletes. They often consist of season previews of teams, 

announcements of new recruits, information about upcoming athletic events, results from 

competitions and notices of significant accomplishments and awards. News releases and 

other forms of media communications have been critiqued because they privilege particular 

values and taken for granted assumptions, such as men's teams are more valued in society 

(Kane, 1996; Snyder, 1986). I obtained copies of the news releases for the 2000-2001 season 

direcdy from the department's web site. News releases from the two previous seasons had 

been compiled into binders and were kept in the assistant communications coordinator's 

office. I contacted him to borrow them and to photocopy what I needed (methodological 

notes, Apr i l 2000). 

I examined the department's operating budgets for the seasons 1998-1999, 1999-

2000, and 2000-2001 to better understand the distribution of financial resources among the 

selected men's and women's sports. These budgets revealed how much money was allocated 

to those teams overall and for what purposes, which allowed for detailed comparisons. I 

obtained these documents from the comptroller's secretary. 

Observations 

Observational data were collected to gain firsthand knowledge about how gender 

equity was enacted in organizational practices and to situate myself in the culture of 

university athletics (Marshall & Rossman, 1999). With observations, I was able to collect a 

large amount of data in a short period of time (Marshall & Rossman, 1999). As well, 

personally observing the contexts in which athletes practiced and competed gave me 
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additional information to compare to the information collected from other sources 

(Merriam, 1991; Ristock & Pennell, 1996). For example, both the male athletic director and 

female communications coordinator implied that the department provided the men's and 

women's hockey teams with adequate equipment. Yet, at the two games I attended it was 

apparent that the quality of equipment differed dramatically, with the men's team having 

coordinated uniforms and equipment and the women's team being outfitted in mismatched 

uniforms and equipment (observational notes, October 2000, January 2001). 

Over two seasons (1999-2000 and 2000-2001), I attended four team practices (two 

for basketball; two for swimming) and seven competitions (two for basketball, two for ice 

hockey, two for rugby, and one for swimming).™ Because of my strategy of attending one 

competition per team, my interpretations were only partial. 

One of the difficulties of carrying out observations was determining what to 

concentrate on, as it was easy to become overwhelmed by the detail and to lose focus on 

what was potentially valuable for my study (Boomstrom, 1994; Marshall & Rossman, 1999). 

Thus, I took detailed observational notes on four areas of cultural manifestations: physical 

surroundings, artifacts, people, and rituals (cf. Martin, 2002) (see appendix B for a full list o f 

observation categories). For example, I observed the physical surroundings and layout of 

facilities and how that related to access to the facilities for male and female athletes, and 

examined artifacts such as the placement of banners or plaques, which could be indicative of 

the department's commitment to celebrating accomplishments. I documented evidence of 

artifacts, such as posters advertising upcoming games, to assess the department's approach to 

marketing men's and women's teams. As well, I noted the quality and quantity of equipment 

and uniforms and evidence of sponsorship, such as logos on uniforms and equipment. 

During the competitions and practices, I recorded the presence of various types of people. 

For example, I observed i f the athletes and teams had access to support staff like trainers 

and managers and i f there were game-day staff such as announcers and ticket takers at 

competitions, which implied a level of resources allocated to the men's and women's teams. 

A t competitions, I recorded the presence of media and fans, as an indication of the level of 

interest from other stakeholders. Rituals, like opening and closing ceremonies, are common 

within the sports world so I paid attention to them at games and practices and noted the 

similarities and differences in them between teams. 
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It was possible that some participants took their sport's culture, mcluding physical 

surroundings, artifacts and rituals, for granted and thus overlooked obvious or mundane 

details, which nonetheless might be quite revealing (Boomstrom, 1994; Martin, 2002). 

Therefore, it was important for me to observe and record observational notes on these 

cultural manifestations of the selected sport programs and then discuss some of these details 

with interviewees. For instance, before interviewing the swimmers I attended a swim meet, 

during which I noticed male and female swimmers standing together on the pool deck and 

cheering on their teammates (observational notes, January 2001). I found this demonstration 

of support between male and female teammates to be particularly interesting given my 

experience with university basketball where male basketball players rarely came out to watch 

and support the women's team, but female basketball players often stayed following their 

game to support the men's team. This could be explained as a game preparation issue, in 

that the men needed to prepare for games that were scheduled after the women's game, but 

it could also indicate that women's role of supporting men was reinforced. The example 

from swimming suggested that male and female athletes in that sport support each other, 

but this was likely due to the integrated structure that facilitated closer contact between the 

two teams. 

The researcher's role during observations can vary from complete observer or 

observer as a non-participant to complete participant depending on whether or not 

individuals know they are being studied and on the extent to which the researcher 

participates in the activities being studied (Marshall & Rossman, 1999; Merriam, 1991; 

Reinharz, 1992). Generally, I took on the role of a partial participant during the 

observations, with my participation being as a spectator or a student (Marshall & Rossman, 

1999). My choice to act in this role was to observe the settings in which athletes practiced 

and competed without having these athletes know what I have observed (Reinharz, 1992). 

This way I was able to check my understandings with what they were willing to share with 

me during their interviews, and I was able to gather data in an unobtrusive manner because 

my attendance did not require the cooperation or permission of others (Marshall & 

Rossman, 1999). As a member of the public, I could freely attend events and 'hang out' in 

the athletic facilities on campus. During competitions I situated myself near other spectators. 

During basketball and swimming practices it was common practice, at this university, for 

students or other individuals to sit in the bleachers and do homework, study, read, visit, or 
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sleep. For those two sports, it was easy for me to blend in by pretending to read or do 

homework, while actually observing the practices (observational notes, 2000, 2001). The ice 

hockey arenas and rugby pitches were open to the public as well, but students did not 

frequendy hang out in those facilities during practices. My presence then at those practices 

might have been disruptive or suspicious. Therefore, I chose to only attend competitions for 

ice hockey and rugby. Overall I found that observing competitions was more meaningful 

than observing team practices, because there were more cultural details to observe. 

In-depth Interviews 

Researchers often rely on surveys and questionnaires to study organizational values 

(Martin, 2002). Although these methods allow them to efficiently collect opinions, the 

participants are usually responding to pre-determined or researcher-driven meanings of the 

values that appear as items on a scale (Martin & Frost, 1996). Additionally, because of the 

limited nature of questionnaires, researchers are not able to probe into the deeper 

understandings of values (Trice & Beyer, 1993). Interviews, however, permit respondents to 

provide and elaborate on their own interpretations of organizational values and often reveal 

multiple or contradictory understandings (Martin, 2002; McKay, 1994). As well, they are 

typically conducted in a natural setting and are useful in understanding complex phenomena 

such as organizational values (Marshall & Rossman, 1999). 

As indicated in the next section, I interviewed each respondent once for a total of 28 

interviews. If I had interviewed each person twice I could have asked additional or follow-up 

questions, but some athletes were graduating, thus making it difficult to guarantee I could 

schedule a second interview with every respondent. A second interview would have 

privileged the administrators and coaches who had more permanence in the department. 

The interviews ranged from 35 to over 100 minutes, depending on the participant's interest 

in and knowledge of the topic. A l l participants consented to having the interviews 

audiotape-recorded. 

I used an interview guide to ensure that all participants were asked common 

questions (Marshall & Rossman, 1999); however, the interviews proceeded in a 

conversational manner. I did not always ask the questions in the same order, and 

participants framed their responses in a manner that suited them (e.g., brief answer, 

anecdotal response) (Bernard, 1994; Fontana & Frey, 2000; Marshall & Rossman, 1999; 

Wolf, 1996). 
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The interview guide was developed based on the research questions: 

RQ1: What meanings did administrators, coaches, and athletes associate with gender equity 

for athletes? 

RQ2: Which meanings of this organizational value were implemented into organizational 

practices related to four different sport programs? 

RQ3: How did the adrninistrators, coaches, and athletes explain any uncovered gaps 

between meanings and practices? 

To start the interviews, I asked all the interviewees about their involvement with the athletic 

department. These questions allowed participants to become comfortable with the interview 

and provided me with background information about them. Each participant was asked to 

define gender equity with respect to athletes (RQ1), reflect on it as an organizational value 

(RQ1), and speak about how that value had been implemented (RQ2). I asked about their 

individual impressions of the current situation of gender equity, which was aimed at 

understanding the relationship between meanings and practices (RQ3). I was also interested 

in the influence of individuals, particularly vocal advocates of gender equity, in shaping the 

meanings and practices. I assumed if there were vocal advocates in positions of power, they 

would take on an active role to police the practices and ensure they were in line with 

espoused commitments (RQ3). Finally, I asked them to consider alternative or new 

meanings and practices of this organizational value in the context of Canadian university 

athletics (RQ1 & RQ2). This question allowed participants to draw upon new or different 

discourses to envision possibilities for change (Rao et al., 1999). I used probes to encourage 

respondents to elaborate on their responses, clarify their statements, and uncover more in-

depth responses (see appendix C for the interview guide). 

While the interviews primarily functioned as a means for me to gain insight into 

meanings and practices associated with gender equity, in some situations they also served as 

an opportunity for participants to reflect on their experiences. A number of respondents, 

both male and female, indicated they had not thought about gender equity in much detail 

until the interview. After being asked to define it, one female a(iministrator (Al) remarked, 

"I've never really put it into words before. Y o u sort of had it in the back of your head." A 

male athlete (S4) noted, "I only had a look at the questions this morning. It got me thinking 

about it, and it'll kind of make me a litde more aware of things relating to gender equity." 

Similarly, when I asked one male athlete (B5) i f it was relevant to his athletic experience, he 
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responded, "I've never really thought of it until I read the questions." Although his 

statement could be indicative of male privilege, it also underscored the importance of 

including organizational members, particularly men, in the study who may not regularly 

think about gender equity. For others, it appeared that the interviews were cathartic and 

therapeutic, serving as a time for them to be heard (Opie, 1992). For example, near the end 

of an interview with one female athlete (SI), during which she touched on the difficulties of 

balancing academics and athletics, communication problems with coaches, and a recent shift 

to more respectful interactions between male and female athletes, she said, "I guess it's our 

time to just vent to you and have you listen." I appreciated that I was able to provide a 

reciprocal service for some respondents. 

Selection of interviewees. 

Organizational research tends to emphasize the interpretations of a few select 

stakeholder groups, usually male upper-level executives, because they determine the 

direction of the organization and the behaviour of the organizational members (Frost & 

Stablein, 1992; Wiener, 1988). In particular, a majority of empirical research on 

organizational values has been built on the viewpoints of upper-level executives (Agle & 

Caldwell, 1999). Similarly, much of the current literature on Canadian university athletics has 

centred on the viewpoints of athletic administrators because they are considered to be the 

primary decision makers (cf. Armstrong-Doherty, 1995a, 1995b, 1996; Danylchuk & 

Chelladurai, 1999; Hoeber & Frisby, 2001; Inglis, 1988, 1991). 

Martin (2002) has criticized researchers for putting too much faith in upper 

management's interpretations of organizational values because it reinforces the assumption 

of shared meanings and presumes that they are a homogenous stakeholder group that can 

and do speak for all members of the organization. A post-structuraHst perspective on 

organizational research, in contrast, searches for the "voice [s] of displaced, marginalized, 

exploited and oppressed people" (Rail, 1998, p. xv), as well as including dominant ones, thus 

recognizing the diversity in organizations. I interviewed various members of the department 

to determine whether there were different viewpoints from the dominant, male upper 

management position (Alvesson & Billing, 1997; Ferguson, 1994; Gergen & Gergen, 2000; 

Reinharz, 1992). Rao et al. (1999) argued that disrupting the status quo and uncovering 

alternative meanings of gender equity can be accompHshed by incorporating and including 

multiple voices. 



62 

I sought out, listened to, and incorporated the voices of representatives from three 

internal stakeholder groups in university athletics: adrrririistrators, coaches, and athletes, as it 

was possible that there would be differences in their understandings based on their status, 

roles, and experiences in the department. I selected administrators who dealt with gender 

equity at a strategic decision making level (Danylchuk & Chelladurai, 1999) and because of 

their roles might have considered it with the interests of the entire department in mind 

(Hoeber & Frisby, 2001; Sanger & Mathes, 1997). Coaches were included because they acted 

as intermediaries between the administrators and the athletes. Because they had more direct 

contact with athletes, they might have a better understanding than would adrninistrators of 

this organizational value as it related to athletes. As well, coaches were involved in some 

decisions, such as determining facility access and scheduling of practices that impacted the 

implementation of this value. I included athletes because they were the direct recipients of 

organizational decisions and practices in athletic departments (Malloy & Taylor, 1999; 

Riemer & Chelladurai, 2001). Despite their designation as "the prime beneficiaries of the 

[varsity] program" (Armstrong-Doherty, 1995a, p. 88) and their function as human capital 

for the department (Malloy & Taylor, 1999), athletes' views were rarely solicited because 

they typically had litde input or decision making power in sport organizations (Armstrong-

Doherty, 1995a; Blinde & Greendorfer, 1992). As a result, their interests were often 

overshadowed by the concerns expressed by other potentially more influential stakeholder 

groups mcluding university adrninistrators, media, and alumni (Hoeber & Frisby, 2001; 

Riemer & Chelladurai, 2001). 

Description of interviewees. 

I conducted interviews with 5 administrators (3 women, 2 men), 6 coaches (1 

woman, 5 men), and 17 athletes (10 women, 7 men) for a total of 28 interviews (14 women, 

14 men) (see table 3).1X Five administrators - the athletic director, intercollegiate coordinator, 

communications coordinator, development officer, and event management and promotions 

officer - were purposely selected from a total of 14 administrators based on their job tides 

and responsibilities. I selected them assuming they had the most knowledge of and 

experience with gender equity as a result of their direct involvement with implementing it 

into organizational practices, such as programming, promotions, budget allocations, and 

staffing. The male athletic director, who oversaw the competitive and recreational programs, 

and the female intercollegiate coordinator, who was specifically responsible for the 
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competitive, university sports, had been in their respective positions for over five years. The 

female communications coordinator, who managed all advertising, marketing, and media 

relations for the university sports, was recendy appointed to this position but had worked 

for the department in other capacities for over five years. The female development officer 

had held her position for less than three years and was responsible for alumni fundraising. 

The male event management and promotions officer had been employed fuU-time on a ten-

month contract to coordinate game day events, but also had prior part-time experience with 

the athletic program as a game day staff member. 

Table 3. 

Profile of Participants Based on Stakeholder Group, Gender and Sport Program 

Sport program 

Stakeholder group Basketball Ice hockey Rugby Swimming Total 

Administrators - women n/a n/a n/a n/a 3 
Administrators - men n/a n/a n/a n/a 2 

Coaches - women 1 0 0 0 1 
Coaches - men 1 2 1 1 5 

Athletes - women i i 3 
i j ~> 

t It) 
Athletes - men 

i i 3 
i j ~> 1 

Total 7 7 4 5 | 28* 
a T h i s number represents the total number of interviewees and includes the five administrators who were not 
affiliated with a particular sport program. 

The primary criterion for selecting coaches was that they were affiliated with one of 

the selected sport programs - basketball, ice hockey, rugby, or swimming. I contacted eight 

coaches and six agreed to participate. One male coach, who later resigned from the 

department, declined to participate on the grounds that he did not "have strong feelings on 

gender equity" (observational notes, Apr i l 2000). The male coach of the men's rugby team 

did not respond to my repeated requests for an interview. His lack of response could have 

reflected a disinterest or reluctance to speak on the topic, or a lack of time to participate. O f 

the six coaches who agreed to participate, four were full-time head coaches and two were 

part-time coaches. A t the time of the interviews, two fiiU-time coaches had been in their 

positions more than five years, two coaches (one fun-time, one part-time) had been 
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employed by the department for five years or less, and the two coaches (one fuU-time, one 

part-time) had been employed for less than one year. 

In total I interviewed 17 athletes: 5 basketball players (3 women, 2 men); 5 ice 

hockey players (3 women, 2 men); 3 rugby players (2 women, 1 man); and 4 swimmers (2 

women, 2 men). Despite the variations in roster sizes in the selected sport programs (e.g., 

basketball teams usually consisted of 12 to 15 players, while the women's rugby program 

supported between 35 to 50 athletes), I elected to interview two male athletes and two 

female athletes per team to be consistent. Generally, I included the first two male and female 

athletes per sport who agreed to participate. However, in two situations I deviated from this 

principle and included additional athletes because their understandings, knowledge, and 

experiences would be particularly useful for this study. I interviewed a third female 

basketball player because she was one of the few athletes identified as having 'strong 

feelings' about gender equity. I included a third female hockey player because, as president 

of the athletic council, she was privy to conversations with athletic adjriinistrators about 

decisions and practices relating to gender equity. The athletes varied in their education and 

responsibilities with the department. Their education ranged from first year undergraduates 

to a graduate student and a medical student. Eight of them were working towards a degree 

in kinesiology and six were enrolled in an arts program. The remaining three athletes were 

enrolled in commerce, engineering, and health sciences. Nine athletes had taken on 

additional responsibilities with the department. Two students (one man, one woman) had 

recendy finished their athletic eHgibility and were involved as assistant coaches with the 

athletic department. Four athletes (three women, one man) served on the athletic council. 

One male athlete served on a hiring committee for a new coach, one female athlete 

organized fundraising initiatives for her team, and another female athlete was responsible for 

all the administrative matters for her team. 

Contact process. 

Contact information for the selected acmiinistrators and coaches was obtained from 

the athletic department's web site. Most interviews with the athletes were arranged through 

referrals from one of three sources: a coach, teammates or the president of the athletic 

council. When I contacted individuals or asked for referrals, I indicated that I was interested 

in a variety of understandings of gender equity and I did not just want to speak to those who 

supported or advocated for it. In doing so, I hoped to alleviate the concerns of those who 
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felt they had a viewpoint that differed from mine or who felt they had httle to say about this 

issue. My intention was to ensure that people realized I was sincerely interested in what they 

had to say and in turn, they felt comfortable enough to provide lengthy responses to my 

questions. 

Although the referral strategy worked well, in my attempts to set up interviews with 

male rugby players, I exhausted all sources and ended up only interviewing one player." As a 

result, my understandings of gender equity in relation to men's rugby were limited to his 

understandings and experiences. Another drawback with this strategy was my limited control 

over who was referred to me. Despite my requests to speak to athletes with different 

viewpoints, in a few instances I was referred to individuals who held similar views to the 

referent, appeared to be supportive of gender equity, or were expected to not say anything 

controversial. In one instance, after scanning a list of approximately 25 players, one male, 

full-time head coach provided me with just two names saying they would be the most 

thoughtful and helpful (observational notes, January 2001). Another time when I asked one 

male athlete for names of other athletes to contact, he said "he knew other [athletes] but 

wanted to give me names of people who would actually do it" (observational notes, May 

2001). Although they were probably trying to be helpful by not referring me to people who 

were unlikely to participate, I might have drawn additional insights from interviewing 

athletes who were less interested, opposed to, or even resentful of this value. Overall it 

appeared that gender equity was not a usual or frequent topic of discussion in the 

department and as a result, I doubt that people knew how others interpreted it. 

A n interesting trend developed in negotiating the location of the interviews. My 

primary concern was to schedule them at the most convenient time and place for the 

participants. I interviewed most administrators and coaches in their offices or at a location 

near where they worked. Essentially I was in their space. I sat in the visitor chair and looked 

around at their furnishings in their office. I was unable to control interruptions like people 

stopping by or telephoning. In contrast, most of the athletes did not have space on campus 

aside from access to a practice facility or locker room. As a result, most of them agreed to 

meet at a public space like a cafeteria or an empty seminar room. I interviewed the other 

one-third of the athletes in a space near where they trained. I had intended to interview 

more of them in their training or competition facility, but was not willing to risk poor sound 

quality from audiotape-recording in a large gymnasium or hockey arena. 
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Reflections on Data Collection 

My research plan for this study consisted generally of collecting documents first to 

get some background information on the selected sports, then conducting some 

observations of team competitions and practices. In doing so, I had some information about 

the institutional conditions and was able to ask the interviewees to comment on them where 

applicable. If I were to repeat this study again, this is how I would sequence the data 

collection: 

1. I would collect documents first as this would allow me to gain some grouncling 

about the sport programs and the site, such as how gender equity was formally 

enacted. 

2. Next I would conduct preliminary observations of team competitions and practices 

to provide me with some sensitivity and insight to the structure, institutional 

conditions and cultural elements of the sport programs. 

3. Then I would conduct in-depth interviews with stakeholders in which they would be 

asked to comment on the structure, institutional conditions or cultural elements of 

the sport programs or about aspects of the documents that I have already analyzed. 

4. After the interviews I would carry out follow-up observations whereby I would 

focus on cultural elements or organizational practices that are mentioned during the 

interviews, but not observed initially. These observations would also be useful in 

confkming i f the data collected from the previous round of observations are typical 

or unique. 

5. Finally, I would conduct follow-up interviews, which would allow me to check their 

understandings of meanings and practices and to clarify any discrepancies between 

the various data collection methods. 

Like much qualitative research, this study proceeded in a nonlinear manner, with 

data analysis going on concurrendy with data collection. I analyzed data as soon as the first 

interview was transcribed, the first document was obtained, and the first observation was 

completed in my field notes. Nevertheless, I chose to write about these two processes 

separately for the ease of the reader, and I now turn the reader's attention to the data 

analysis process. 
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Data Analysis 

Strauss (1994) described qualitative data analysis as on-going and concurrent 

processes, mcluding organizing, managing, reading, reviewing, memoing, reflecting, 

describing, coding, categorizing, making comparisons, and developing the final account. My 

analysis of the data followed similar processes. Initially I analyzed the data by converting 

documents (i.e., mission statement, athletic department policy document), field notes, and 

interview transcripts to electronic documents and reviewing them. Analyzing data early on in 

the research process allowed me to build on and revise emergent patterns and themes as I 

continued to collect additional data and review the literature (methodological and analytical 

notes, 2000). After I had collected most of my data, I analyzed them through the formal 

processes of deconstruction, content analysis, coding, and categorizing. 

I analyzed data collected from four different methods using a combination of 

analysis techniques. The data in field notes were compared to data collected by other 

methods through the process of deconstruction that consisted of uncovering hidden 

meanings and silences and chaUenging dominant understandings. The documents (mission 

statement, policy documents, news releases, and operating budgets) were separately analyzed 

using content analysis and deconstruction. Observational notes were content analyzed and 

themes were developed as to the extent to which gender equity was observed in various 

cultural manifestations. Finally, interview transcripts were coded and categorized. 

Deconstruction 

Many qualitative researchers, including post-structuralist feminists, use 

deconstruction to examine the hidden or gendered meanings of texts, mcluding written 

documents, verbal accounts, and body language. Deconstruction rejects the premise of 

fixed, finite or universal meanings of texts, but acknowledges overlooked meanings along 

with obvious or literal meanings of texts (Bradshaw, 1996; Crotty, 1998; Fletcher, 1999a; 

Martin, 1990). For example, by paying close attention to texts, obvious gaps in logic that 

signal contradictions and discrepancies are identified and can be analyzed. Another way to 

deconstruct texts is to recognize that they include oppositions (e.g., 'male' and 'female') in 

which one term in the opposition is "presented as hierarchically superior" (Bradshaw, 1996, 

p. 99). Through challenging and disrupting the idea of hierarchical meanings, the devalued 

terms or phrases are exposed and challenged. For example, in news releases some men's 

teams were identified without a gender marker (e.g., basketball team instead of men's 
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basketball team). In contrast, women's teams were never identified without a gender marker. 

This practice implied that women's team required a label to distinguish them as 'other' than 

and inferior to the 'real' men's teams (Parks & Roberton, 2002). 

Deconstruction encourages researchers to "see beyond the obvious" (Strauss & 

Corbin, 1990, p. 92) in the data by analyzing contradictions, critiquing instances of shared 

assumptions and challenging the neutrality claimed by taken for granted terms and phrases. 

To illustrate, a significant pattern that developed early on was that individuals defined gender 

equity simply as 'equal opportunities' without much elaboration (analytical notes, May 2000). 

As a result of my background in university sports, I assumed I shared the same 

understanding of 'equal opportunities' as them, in that it referred to the same numbers of 

teams. In doing so, multiple understandings of it were left unsaid. After some reflection, I 

realized there might be other understandings of it, including equal chances to travel, to 

compete, or to be coached by a qualified individual. In subsequent interviews I explicidy 

asked respondents to expand on their understandings of equal opportunities. By questioning 

my own understandings and those of the respondents I engaged in the process of 

deconstruction. 

Deconstruction is often applied to one particular text, for example, Martin's (1990a) 

deconstruction of an executive's story; Peterson and Albrecht's (1999) analysis of a 

maternity policy, or Stern's (1996) deconstruction of a single advertisement. Martin (1990a) 

used deconstruction to 'read between the lines' of a story told by a company president about 

how his company was responsive to the needs of women employees. She employed various 

deconstructive techniques such as paying attention to contradictions, revealing the 

underlying assumptions of metaphors, exarnining silences and reconstructing the text using a 

substitution of phrases. In the original story, the executive spoke about his company's 

efforts to support a pregnant employee. Martin reconstructed the story by showing how the 

company would have reacted in a different manner had the employee been a man 

undergoing a heart bypass. Through the application of these techniques she revealed that the 

language the executive used actually favoured the interests of the company over the concern 

for the woman's family life. Deconstruction provided a means for illustrating how "in a text, 

dominant ideologies suppress conflict by eliding conflicts of interest, denying the existence 

of points of view that could be disruptive of existing power relationships, and creating 

myths of harmony, unity, and caring that conceal the opposite" (Martin, 1990a, p. 340). 
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Reinharz (1992) discussed feminist intertextual deconstruction whereby the 

researcher searches for contradictions, silences, and gaps between various texts (e.g., 

Bradshaw, 1996). While I deconstructed specific documents in isolation (e.g., silences in the 

mission statement), I also used the intertextual deconstruction technique to 'make the 

familiar strange' (Foley, 1992) and to challenge organizational rhetoric that was often passed 

off as truths or facts (Martin, 2002). I periodically re-read the raw data and analyzed them by 

paying particular attention to contradictions, alternative meanings, gaps, or what was left 

unsaid (Alvesson & Skoldberg, 2000; Reinharz, 1992). For example, through deconstruction, 

I identified that respondents made litde mention of gender equity policies, yet there was 

evidence of departmental and conference policies. These situations were noted as memos in 

Adas.ti, a computer software data analysis program, and were instrumental in the 

development of the final themes. 

Analysis of Field Notes - Memos 

Methodological, analytical, and general field notes were typed into Adas.ti and saved 

as memos, which are defined as written accounts of the analytic process (Strauss & Corbin, 

1990). I periodically went back to these memos to check for patterns and connections with 

the other sources of data. As well, once codes, categories and themes were developed, I re

read the field notes to check i f these were plausible given the field notes that were taken 

during the process of data collection (Marshall & Rossman, 1999). 

Analysis of Documents - Content Analysis 

The mission statement, policy documents, operating budgets, and news releases were 

content analyzed. I analyzed them quantitatively by counting particular phrases or incidents 

(e.g., the number of lines devoted to women's basketball in a news releases, or the number 

of lines dedicated to gender equity policies) (Lincoln & Guba, 1985; Marshall & Rossman, 

1999), qualitatively by noting significant silences, meanings, gaps, or contradictions (e.g., 

definitions of it in policy documents, or the absence of season highhghts in the news 

releases) (Reinharz, 1992). While the data from the documents could have been entered into 

Adas.ti, it was more convenient to keep it in appendices that could be easily referred to (see 

appendix E for the analysis of the mission statement, appendix F for the analysis of the 

policies, appendix G for the analysis of the operating budgets, and appendix H for the 

analysis of the news releases). This information was periodically reviewed in conjunction 
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with the analysis of the data from the interviews and significant connections or discrepancies 

were noted in memos. 

Mission statement. 

The department's mission statement consisted of a one-page document. The 

purpose of analyzing this document was to ascertain i f gender equity was formally identified 

as an organizational value by the department. I summarized the content of the three 

paragraphs of the document and scanned for references to this value. Since there were no 

specific references to gender equity, I deconstructed the content of the mission statement 

and paid particular attention to the silences in it (see appendix D). 

Policy documents. 

Content analysis of the policy documents consisted of visually scanning the 

documents and noting i f and how gender equity was defined in them. I also noted the 

location, length, and context of these policies within relevant manuals and handbooks (see 

appendix F for the analysis of policy documents). Finally, I deconstructed the content of the 

policies in light of data gathered from other sources. For example, many respondents 

assumed there were broad policies similar in scope to Tide I X legislation in the United 

States. In reality, the operations manual of the C I A U outlined four policies that direcdy 

related to gender equity for athletes, while the Regional Conference identified three gender 

equity policies (see appendix F). With the exception of the CIAU's detailed harassment and 

discrimination policy that was over six pages long, these policies were between one to five 

lines in length (see appendix F), which suggest they were not comparable in scale to Tide I X 

legislation. 

Operating budget. 

The content analysis of the department's operating budget entailed a comparison of 

budget figures over 3 seasons (1998-1999, 1999-2000, and 2000-2001). I focused on the level 

of funding to men's and women's teams for travel, coaches' salaries, facility rentals, and 

other operating expenses. I summarized the budgets for each of the sport programs and 

broke down the figures by gender when possible.1" Discrepancies in the budget figures are 

documented in tables (see appendix G and chapter 6). This information was indicative of the 

department's allocation and prioritization of financial resources to the four men's and 

women's sport programs. 
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News releases. 

I analyzed over 420 pages of news releases by examining the order of stories and the 

number of lines devoted to each of the basketball, ice hockey, rugby, and swim teams. From 

that information I inferred the department's prioritization of particular teams. I designed a 

cover sheet on which I summarized the content of each release and specifically highlighted 

information pertaining to the selected sport programs. For each news release I recorded: 

• location of story 

I noted the page number and location (i.e., top, middle, or bottom) of every story 

pertaining to the four sport programs. I also identified the lead story, which was the 

top priority of the news release and noted i f it was a shared lead story.™ I interpreted 

this information as indicative of the prioritization of the teams. 

• number of lines per story 

I presumed that the length the story correlated to the importance of it and the 

particular team or sport. Realizing there were certain times during the competitive 

season when a team has a long story written about them (e.g., season preview, 

hosting a tournament), I calculated the longest and shortest story for each team and 

the average number of lines per story per team. 

• unusual or particular information for one team 

Unusual or particular information included mentions of attendance figures, 

announcements of recent recruits, previews, or athlete profiles. Being aware of not 

only what was included in the news releases, but also what was not written or 

mentioned was a way of paying attention to the silences and deconstructing them to 

determine i f certain pieces of information were typically only mentioned for some 

teams (Reinharz, 1992) (see appendix H for a summary of the content analysis and 

chapter 6 for analysis of news releases for particular teams). 

Analysis of Observations — Content Analysis 

Observational notes were typed into word documents. Since the volume of data 

from these notes (30 pages) was much smaller than the volume of data from interview 

transcripts (over 600 pages), I manually analyzed them rather than coding them through 

Adas.ti. I did this by noting examples of gender equity for athletes in relation to the 

surroundings, artifacts, people, and rituals at competitions and practices and compared the 

examples between the men's and women's teams in each of the selected sport programs. 
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After I analyzed the interview data and identified dominant organizational practices, I re

analyzed the observational data, identified examples that related to those organizational 

practices, and determined i f the practices, based on observational notes, were equitable. 

Additionally, I engaged in deconstruction by comparing the observational notes with the 

data from the interviews and identified examples of gender equity relating to organizational 

practices that were not discussed or contradicted by statements from interviewees. This 

information is identified in appendix I. 

Analysis of Interviews - Coding and Categorizing 

I transcribed the interviews verbatim into word documents, which resulted in 

approximately 600 pages of transcripts that were subsequentiy converted to rich text files 

and linked to Adas.ti. To analyze these data, I coded and categorized every interview 

transcript. Coding required first organizing data into smaller, manageable sections and then 

assigning words or phrases to those chunks of meaningful data (Strauss, 1994). Categorizing 

consisted of conceptualizing the data into an organized system of themes (Strauss, 1994). 

Throughout the process, the interview transcripts were deconstructed by paying attention to 

inconsistencies, omissions, and ambiguities within and between interviews. I relied on 

Adas.ti to assist with the analysis process by keeping track of codes and storing memos. It 

was also beneficial in that it allowed me to apply multiple codes to sections of data, easily 

change code labels, and facilitate the retrieval of quotations (Cote, Salmela, Baria, & Russell, 

1993). 

The transcripts were coded using two stages of coding: open coding and axial 

coding. Open or descriptive coding consisted of summarizing sections of data (e.g., 

sentences or paragraphs) and assigning a label to that section (Strauss & Corbin, 1990). I re

read and re-coded the transcripts a number of times before settling on a set of codes that 

were meaningful without being overly specific and detailed. Open coding consisted of 

indexing data with two labels: a first-order code and a second-order code.xl" The first-order 

code was a phrase or word that represented a broad analytical topic and served as an 

organizing mechanism. They evolved following many readings of the transcripts in which I 

developed some familiarity with the data and began to see patterns. The second-order codes 

were subsets of first-order codes and were more descriptive in nature. In some situations, 

second-order codes were derived direcdy from key words taken from the transcript (Strauss 

& Corbin, 1990) (analytical notes, 2000).X1V The following was an example of the open 
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coding stage used when I asked respondents to define gender equity for athletes. The first-

order code for their responses was labeled DEFINITIONS in order to group all their 

definitions of gender equity. The second-order codes depicted the various definitions. I 

ended up with eight codes second-order codes relating to definitions, mcluding equal 

opportunity and equal resources. In total there were 16 first-order codes and 222 second-order 

codes (See appendix J for a full list of first-order and second-order codes). 

In the next stage of coding I searched for connections and relationships between the 

open codes (Lincoln & Guba, 1985; Miles & Huberman, 1994). Strauss and Corbin (1990) 

labeled this axial coding, whereby the data are re-examined and reconfigured to find new 

relationships beyond those related to basic, descriptive first-order codes. Axial codes were 

used to create tighter, more meaningful, and broader categories from the second-order 

codes. Additionally, I re-examined the raw and analyzed data from the documents, 

observational notes, interviews and other field notes, including the memos that highlighted 

connections and patterns between the different sources of data, in light of the analytical 

categories emerging from the interview data. 

Development of Themes 

Connections between categories led to the development of sub-themes, followed by 

the identification of four main themes (see appendix K for a list of themes, and their related 

sub-themes, categories, and second-order codes). I relied on-Strauss' (1994) framework to 

identify the final themes. He suggested (p. 36) the most relevant themes should exhibit at 

least three of the following five characteristics: 

• centrahty: Was the theme central to the understanding of gender equity as an 

organizational value? 

• frequency: Was the theme mentioned by many of the respondents? 

• interrelatedness: Was the theme connected to other categories or themes? 

• theoretical implications: Was there theoretical support for the fmdings? 

• allowance of maximum variation: D i d the theme encompass positive and negative 

cases? 

Reflections on Data Analysis 

Given the large volume of raw data, I chose to initially analyze them separately based 

on their source. Once all the data were analyzed, I went back and manually searched for 
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connections between the sources. If I were to re-analyze them, I would also code the data 

from field notes, documents and observations using Adas.ti. These codes would include a 

tag denoting the source of the data, which would alleviate concerns that the interview data 

would overshadow the other sources of data. If all the data had been analyzed in the same 

manner and using the same system, it was likely the connections and patterns would have 

been easier to identify. Additionally, illustrative quotations and examples would have been 

easier to retrieve i f all the raw data were linked to Adas.ti. 

Following the analysis it was apparent that some sources of data were more relevant, 

revealing, and helpful than others for particular research questions. In-depth interviews were 

particularly valuable for gaining insights into meanings (RQ1), organizational practices 

(RQ2), and explanations for the gaps between meanings and practices (RQ3). Data from 

news releases, operating budgets, and observational notes were helpful in understanding 

how gender equity was implemented (RQ2). Other sources, like the mission statement and 

policy documents, provided limited knowledge of meanings (RQ1), but nonetheless were 

revealing in what was missing or not included. Although the analytical and general field 

notes were somewhat insightful in providing some explanations for the gaps between 

meanings and practices (RQ3), they were particularly useful in documenting the creative and 

ever-changing data analysis process and my role as a researcher. This was important because 

the qualitative researcher should strive to be reflective and recognize the circumstances 

under which knowledge is created (Alvesson & Skoldberg, 2000). As Alvesson and 

Skoldberg (2000) argued, data collection and analysis "does not take place in neutral, 

apolitical, or ideological-free space" (p. 9). In qualitative research, the researcher is the 

instrument when she enters the lives of participants to collect and analyze data (Marshall & 

Rossman, 1999), and the researcher's personal life and experience are part of the research 

process because they influence how the data are interpreted (Reinharz, 1992). The last 

section of this chapter is a discussion of ethical issues in the research process, including my 

role in the production of knowledge. 

Trustworthiness 

Tmstworthiness refers to the soundness of qualitative research, which can be judged 

on four criteria: credibility, transferability, dependability, and confirmability (Lincoln & 

Guba, 1985). Credibility is concerned that "the reconstructions that have been arrived at via 
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the mquiry are credible to the constructors of the original multiple realities" (Lincoln & 

Guba, 1985, p. 296). I established credibility by spending over two years in the natural 

setting, by clarifying and comparing the findings from different sources, by hstening to a 

diversity of viewpoints, and by checking my interpretations during the interviews (Lincoln & 

Guba, 1985). 

Transferability refers to the extent to which the readers of this study can apply the 

findings to other subjects or sites. In qualitative research, the responsibility of the researcher 

is to provide "sufficient descriptive data to make such similar judgments elsewhere" (Lincoln 

& Guba, 1985, p. 298). I addressed this criterion by including thick descriptions of the 

historical, political, social, and economic context of the department and the institutional 

conditions of the four sport programs so readers can decide i f the fmdings are applicable to 

other similar situations. 

The third criterion, dependability, deals with the consistency and quality of the 

research process so that "the findings of an inquiry [could] be repeated i f the inquiry were 

replicated with the same subjects in the same context" (Lincoln & Guba, 1985, p. 290). 

Keeping detailed methodological notes that included my rationale for making decisions 

ensured that others could judge the quality of the research process and could replicate the 

steps taken to conduct the same study with similar subjects in a similar site. 

ConfirmabiHty emphasizes the importance that the "findings are grounded in the 

data [and] that the inferences based on the data are logical" (p. 323). In particular, this 

criterion is concerned with the role and impact of the researcher in interpreting the results. I 

relied on multiple sources of data to crystallize the findings. I kept numerous analytical and 

general field notes of my assumptions and ongoing interpretations. As well, I periodically 

went back to the raw data (i.e., the transcripts, observational notes, documents) to check that 

my interpretations reflected the data. 

Ethical Issues 

Consent 

Before collecting the data, I obtained ethical approval from the Research Ethics 

Board (a pseudonym) (see appendix L). Next, I met with the athletic director to secure 

agency consent, which formalized my entry into the organization and validated my access to 

the department, its members, and sporting events (Stake, 2000). Initial communication with 
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the administrators and coaches was done by telephone and with the athletes via email. 

Following this initial contact, the consent form, letter of introduction, and interview 

questions were then faxed or emailed to the participants (see appendix M for a copy of the 

letter of introduction and consent form). Prior to each interview, I went through the ethical 

consent form to ensure that each participant understood his or her participation was 

voluntary and that he or she could withdraw from the study at any time. I also emphasized 

their responses were confidential and their identities and that of the university and athletic 

department would be kept anonymous. 

Gaining Trust 

Gaining trust and estabUshing rapport with respondents contributes to successful 

and meaningful interviews (Fontana & Frey, 2000). Developing trust was also important 

because respondents can have concerns about their organization affiliation, especially i f they 

were critical of it in any way. Assurances of anonymity and confidentiality contributed to the 

development of trust. Participants were told that their names, along with the names of the 

university and the athletic department, would not be used in any papers, publications or 

presentations resulting from this study. Instead, participants were identified in two ways. 

Sometimes I mentioned them by their gender, position, or sport (e.g., male athletic director, 

or female basketball player). In other situations, I referred to them by an identifier label that 

signified their gender, job tide, or sport (e.g., B l = the first female basketball player I 

interviewed) (see table 4). With respect to confidentiality, I conducted all the interviews and 

transcribed each interview myself. The tapes and transcripts were not shared with other 

individuals and are kept in a locked office. I also established some level of trust with the 

interviewees by providing a brief introduction of myself and an explanation of how my 

previous involvement in university athletics and my master's work contributed to my interest 

in gender equity and organizational values as research topics (Wolf, 1996). 
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Table 4. 

List of Identifier Labels for the Respondents 

Respondents' labels Description Total 

B l - B 3 female basketball players 3 
H I - H 3 female hockey players 3 
RI - R 2 female rugby players 2 
SI - S 2 female swimmers 2 
Total female athletes 10 
B 4 - B 5 male basketball players 2 
H 4 - H 5 male hockey players 2 
R3 male rugby player 1 
S3 -S4 male swimmers 2 
Total male athletes 7 
Total athletes 17 

B6 female basketball coach 1 
Total female coaches 1 
B7 male basketball coach 1 
H 6 - H 7 male hockey coaches 2 
R4 male rugby coach 1 
S5 male swimming coach 1 
Total male coaches 5 
Total coaches 6 

A l intercollegiate coordinator 1 
A2 development officer 1 
A3 communications coordinator 1 
Total female administrators 3 
A4 event mgmt & promotions officer 1 
A5 athletic director 1 
Total male administrators 2 
Total administrators 5 

Total women 14 
Total men 14 
Total respondents 28 

Providing the respondents with the interview questions beforehand was an effective 

strategy to make many of them more relaxed for the interview (methodological notes, 2000, 

2001). This strategy addressed their apprehension about the focus and content of the 

interview or their anxiety about being unprepared to respond to the questions. Some 

individuals came to the interview with prepared notes. Others mentioned they had not 

thought about the topic until they read the interview questions, which suggested that this 
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strategy prompted some of them to reflect on gender equity before the interview 

(methodological notes, 2001). One drawback was that it was difficult to guide some 

interviews because a few respondents responded to questions before I had asked them, as 

they were already aware of them (methodological notes, October 2000). 

My Identity 

A n important aspect of reflective research was acknowledging that my identity, 

emotions, and feelings shaped my interpretations of the data (Alvesson & Skoldberg, 2000; 

Fine, Weis, Weseen, & Wong, 2000; Richardson, 2000; Wolf, 1996). Fine et al. (2000) 

criticized researchers who 'simply insert themselves into the text' by providing limited 

biographical information believing that adequately demonstrated an open and reflective 

approach to research. In response to their criticism, I address my identity and experiences 

throughout subsequent chapters, in addition to describing and analyzing how I saw myself 

and how others reacted to me. 

The most salient facets of my identity in this study were that I am a woman, a 

graduate student, a former participant in the Canadian university athletic system, and a 

researcher drawing upon a post-structurahst feminist perspective. As a woman, I presumed I 

would easily connect with the female participants and would readily understand and 

appreciate their views. Additionally, I expected women to confide in me and men to be 

cautious around me. In some instances that did happen: I related to women who described 

experiences of being less privileged than many men. Nonetheless, I was caught off guard by 

alternative and non-stereotypical views that sometimes matched my own views being 

expressed by some men, and by the rationalizations used by some women to justify and 

normalize gender inequities. Contrary to my expectations, some women were reserved and 

cautious about discussing gender equity, while some men talked about it in an open and 

frank manner. 

During the interviews, I did not label myself as a feminist. I expected that i f I had 

done so respondents would have been reluctant to discuss gender equity. Participants in 

sport have often been characterized as conservative in their thinking and resistant to 

alternative views such as those espoused by feminists (Hall, 1996). I stand by that decision 

especially considering that a few of the women I interviewed revealed that they were 

reluctant to identify themselves as feminists. My feminist perspective of course played a role 

in the analysis. A post-structurahst feminist perspective that requires sensitivity to gender 
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relations and gendered understandings without assuming all women or all men shared the 

same experiences or understandings of gender equity underpins my interpretations of the 

findings (Alvesson & Billing, 1997). Additionally, my interpretations were based on 

challenging taken for granted meanings and practices, as well as my initial assumptions. 

I introduced myself as a graduate student with the expectation participants would see 

me as less threatening than a tenured professor. By emphasizing my student status, some 

athletes seemed to open up with me as a peer (observational notes, 2000, 2001). I purposely 

introduced myself as a former participant in the university athletic system in order to 

establish credibility and create a sense of shared lived experience with some participants 

(Neuman, 2000). A t times I drew upon my own experiences as an additional perspective to 

interpret the data and develop conclusions. With some respondents, my experience and 

awareness of university athletics worked to my disadvantage as they assumed I was aware of 

specific details of their sport involvement. For example, some ice hockey players gave few 

details about their practice schedules assuming I was aware of their time comrnitments. My 

experiences were limited to the sport of basketball, and therefore I had limited knowledge of 

what it was like to be a swimmer, ice hockey player, or rugby player. 

Representation 

Consideration of my identity is especially important in post-structurahst ferninist 

research where the aim is to listen to multiple voices (Ristock & Pennell, 1996). Underlying 

the analysis of these data was the issue of representation in the final analysis, particularly 

who was heard and who was left out or silenced in the fmdings. Representation is a frequent 

and important topic of discussion in the qualitative research area, particularly with feminist 

researchers (cf. Fine & Weis, 1996; Fine et a l , 2000; Gergen & Gergen, 2000; Millen, 1997; 

Opie, 1992, Reinharz, 1992). 

One aspect of representation is ensuring that the researcher's transcriptions of the 

data match that of the participants (Lincoln & Guba, 1985). A common method to 

accomplish this is to have respondents review the transcripts or the data analysis. I did not 

choose to follow this practice as I felt most interviewees would not have the time nor be 

interested in undertaking such a tedious task. However, I did check my interpretations by 

periodically asking them during the interviews i f my understandings reflected what they 

intended to say and by repeating or rephrasing what they said in the interviews. I also 
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encouraged them to contact me i f there was anything they wanted to add, clarify or delete 

from the interviews. 

One area of particular concern is when there are differences between the 

researcher's and respondents' understandings of a situation (Fine & Weis, 1996; Millen, 

1997). In her study of female academics, Millen (1997) interpreted comments from female 

participants as obvious examples of gendering, discrimination, and hegemonic relationships, 

while they did not characterize them as such. I found some participants accepted inequities 

in organizational practices, such as inadequate facility access, as natural or as being 'just the 

way things were,' whereas I labeled them as examples of gender inequities that needed to be 

challenged through deconstruction. I paid closer attention to the possible reasons why we 

would have different understandings, recognized that a single, shared interpretation was 

unnecessary and undesirable, and acknowledged that the findings were based on my 

interpretations of the data (Opie, 1992). Participants maintain their interpretations of 

experiences independent from the ones ascribed to it by the researcher (Millen, 1997). 

Essentially then, I analyzed my interpretation of the interviews and it is the one that is 

presented here. 

Interwoven with the issue of representation was a concern for multiplicity. Even 

though the resonance of qualitative research stems from the inclusion of quotations from 

many respondents, thus allowing the reader to 'hear' their understandings about the research 

topic, it was neither possible, nor desirable, to represent all voices equally (Fine et al., 2000; 

Nilges, 2001; Ristock & Pennell, 1996). In their work on poverty, Fine and Weis (1996) 

noted they often looked for the unusual, exciting, and shocking stories or quotations, while 

Opie (1992) selected quotations that highlighted contradictions because they "challenge the 

notion of rationality" (p. 60). I looked for and included quotations with 'punch' such as 

those describing inequities, those from individuals with influence, as their understandings 

impact decisions and practices, or those that included clearly articulated ideas. Following the 

precedent set by feminist researchers who emphasize the voices of those who have been 

historically marginalized (Fine et al., 2000), I did, to some extent, emphasize the voices of 

women over men and the voices of athletes over administrators and coaches, especially in 

situations of contradictory evidence. So while I paid attention to all voices, some were more 

prominent than others in the written document. 



81 

Interviewees' Roles 

Issues of power between the researcher and the researched are not often discussed 

when pubMshing or presenting findings (Ristock & Pennell, 1996). When it is acknowledged 

it is usually from the perspective of the researcher who controls the formulation of the 

research questions, the research methods, and the analysis of data, with limited or no 

involvement from the participants (Frisby, Reid, Millar, & Hoeber, in press). Discussions 

about power relationships must also acknowledge that in some situations the researched can 

and do exert power (Ristock & Pennell, 1996). In this study, interviewees exercised power 

through their referrals, refusals and hesitations to participate and through gatekeeping. In 

setting up the interviews, a few adrninistrators and coaches expressed they were not 'the 

right person' to speak to and referred me to an administrator they identified as the 'gender 

equity expert' (methodological notes, February & March 2000). While they might have 

believed I was only interested in the expert viewpoint, in fact I was interested in a diversity 

of interpretations. The combination of the participants' rights to refuse to participate and to 

drop out and my reliance on referrals meant that setting up interviews took much longer 

than I expected. In response to this setback, I decided to give all athletes a small honorarium 

as an incentive for participating. Since I interviewed coaches and adrninistrators in their roles 

as paid employees of the athletic department, providing athletes with an honorarium 

legitimized their role as representatives of the department as well. 

Some participants acted as gatekeepers who controlled and limited my access to 

sources of information (Neuman, 2000). In one situation, I asked a head coach to refer me 

to athletes I could contact to participate. After numerous unanswered requests, I called the 

assistant coach and asked for names of athletes, but he did not get back to me 

(methodological notes, Apr i l 2001). Although most coaches were helpful and readily 

provided names, in this situation the coaches indicated that they were protecting their 

athletes from unnecessary distractions." Another explanation could be that my research 

topic was not valued enough by the coaches to involve their athletes. Gatekeeping also 

occurred when I asked an upper administrator for a copy of the department's current 

operating budget. After over two weeks and numerous requests, I was eventually given a 

copy of their budget for the 1998-1999 season (methodological notes, Apr i l 2000). I had also 

requested a copy of the operating budget for the 1999-2000 season. In addition, the 'salaries 

and benefits' budget line was omitted from my copy. The administrator said that the salary 
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figures were deleted to maintain privacy, which was ironic given that the university 

published an annual financial report that stated the salaries of all L C U employees, including 

coaches and department administrators, who earned more than $50,000 ( L C U , 1999, 2000b; 

observational notes, May 2000).XV11 subsequentiy asked again for the budgets for the three 

seasons of interest for this study, hoping to get a complete copy of the first budget 

statement I obtained. It took a couple of weeks to receive the documents, which included 

the budgets for the 1999-2000 and 2000-2001 seasons, but I did not receive another copy of 

the budget for the 1998-1999 season (methodological notes, October 2001). As a public 

institution, the public can access financial statements from universities and their 

departments. Despite this, it was possible some administrators were hesitant to let the 

information out because they were afraid of criticism of their budgeting process. While 

many discussions of power centre on the researcher's location and position in the research 

process, these examples illustrate situations where the researched exercised power as well 

(Wolf, 1996). 

Summary of the Research Project 
This study was based on case studies of four sport programs in one Canadian 

athletic department. I collected data about gender equity from four sources: field notes, 

documents mcluding policy statements, news releases, mission statement, and operating 

budgets; observations of competitions and practice sessions; and interviews with 

administrators, coaches, and athletes. Data analysis consisted of coding, categorizing, and 

content analysis, along with deconstruction to reveal silences and hidden meanings. Ethical 

issues included obtaining consent, estabHshing confidentiality and anonymity, ensuring 

trustworthiness of the research, and acknowledging my identity and role in the research 

process. In the following chapters I described the historical, political, social and economic 

contexts of the athletic department and the structure and institutional conditions of the 

selected sport programs, which provided some grounding for the analysis of findings related 

to the research questions. 

1 L C U (Large Canadian University) is the pseudonym for the university in which the case studies were situated. 

" Detailed descriptions o f the institutional conditions o f the four sport programs are provided in chapter 4. 

m While these teams operated in an integrated manner for training purposes, officially male and female 
participants competed on separate teams and events. For example, male and female swimmers competed in 
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separate gendered events (e.g., men's 100m butterfly, women's 4x100m relay) and vied for separate gendered 

tides, awards, and championships. 

l v Other common designations for major and minor sports were: i) gate and non-gate sports, referring to the 
ability of teams to generate revenue from gate receipts; ii) revenue generating and non-revenue generating 
sports; and iii) big and small sports, referring to the level of resource support from the athletic department. 

v See table 5 in chapter 4 for the department's designation of sports. 

v l The distinction of major and minor sports also reflected regional interest in certain sports. For example, 
volleyball has a significant following in Western Canada, but little following in Eastern Canada. Men's and 
women's basketball, men's ice hockey, and men's football were commonly considered major sports in 
universities across Canada. 

™ These codes refer to the identifier labels that I assigned to the respondents. See table 4 of this chapter for 
further information. 

v m The swim meet ran in an integrated manner with events for male and female swimmers alternating 

throughout the meet. 

" Men and women were included in each of the three stakeholder groups so as not to perpetuate assumptions 
that gender equity was primarily a concern for women or that the views of males in upper management 
positions represented others in the organization. I interviewed only one female coach, but this was a function 
of the current gender structure among coaches in the department. When I started collecting data in 1999, there 
were 21 head coaches in the athletic department and only 5 of them were women. O f those five women head 
coaches, only two were associated with the four case study sport programs and one of them resigned before I 
contacted her to be a participant in my study. 

x The coach of the men's rugby program did not respond to my requests for information. Despite repeated 
requests and reminders the one male rugby player I did interview did not provide me with names of other male 
rugby players. The president of the athletic council could not help me because there were no male rugby 
players on the council. In hindsight, I could have approached the entire team after practice and asked for 
volunteers, but at the time I had not considered that as an option. 

x l It was not possible to provide a gender breakdown for the swim program because, unlike the three other 
sport programs, the athletic department did not provide a separate operating budget for the two swim teams. 

m For example, the first story of a news release could be entirely devoted to the men's basketball team, while 
the lead story of another news release could focus on both the men's and women's basketball teams. 

x m The terms 'first-order code' and 'second-order code' are derived from Labianca, Gray and Brass's (2000) 
analytical concepts of 'first-order themes' and 'second-order concepts'. 

x l v When the raw data text serves as an appropriate name for the code this is also referred to as in vivo codes 

(Atlas.ti, 1997). 

x v I relied on another source, the president of the student athletic council, to obtain names of athletes from that 

particular sport (methodological notes, Apri l 2001). 

x v i Some of die coaches or administrators did not make more than $50,000 per year in salary. Therefore, I was 
not able to fill in all the deleted information. 
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4 
Situating the Four Sport Programs 

In this chapter, I situated the athletic department at L C U within its larger setting and 

describe the institutional conditions of the four selected sport programs, as it was important 

to understand the impact of broader contexts on the local production of discourses. 

Theberge (2000a) argued, "the gendering of sport occurs within particular historical contexts 

and institutional conditions" (p. 331). Post-structuralists often focus on the impact of 

historical and social contexts on the production of knowledge (cf. Scott, 1990; Weedon, 

1997). While understandings of gender equity are shaped by these contexts, I argue that one 

must also consider the impact of others like the economic and political contexts. To 

illustrate, the meanings and practices associated with gender equity can shift with changes in 

legislation or decisions to cut back financial resources to athletic departments. Therefore, I 

focused on the historical, political, social, and economic contexts of the C I A U and the 

athletic department. Because analysis within the collective case study requires detailed 

descriptions of each case and discussions of themes within each case (Stake, 2000), I 

provided a description of the institutional conditions of the sport programs to situate the 

fmdings. 

My knowledge and appreciation of these contexts were based on a review of 

literature on Canadian university athletic departments (cf. Armstrong-Doherty, 1995a, 

1995b, 1996; Danylchuk & CheUadurai, 1999; Danylchuk & MacLean, 2001; Hi l l , 1996; Hi l l 

& KikuUs, 1999; Hums et a l , 1994; Inglis, 1988, 1991; Inglis, Danylchuk, & Pastore, 1996, 

2000; Matthews, 1974; Moriarty & Holman-Prpich, 1987; Schneider, 1997; Taylor, 1986). My 

knowledge of the structure and institutional conditions was gleaned from departmental 

communications and publications, campus newspaper articles, university reports, as well as 

data collected specifically for this study, mcluding interview transcripts, observational notes, 

and documents. 
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The CIAU 

Historical Context 

The early development of university athletics in Canada occurred between 1906 and 

1919 and was primarily focused on the establishment of playing rules and regulations (CIS, 

n.d.; Moriarty & Holman-Prpich, 1987). However, some sport-specific, university orientated 

organizations such as the Canadian Intercollegiate Rugby Union and the Canadian 

Intercollegiate Hockey Union were established prior to that time (Matthews, 1974). A l l of 

these organizations were located in central Canada and mainly served the interests of male 

athletes. 

The modern C I A U was established in 1961 and included universities from across 

Canada. In 1969, a separate administrative body for women's university athletics was created 

- the Canadian Women's Intercollegiate Athletic Union (CWIAU) (Keyes, 1974; Matthews, 

1974). It was formed to establish and organize national championships for women's 

university sports and to promote and support female athletes, because "women's sport in 

Canadian universities was neither being encouraged, developed nor supported" (Keyes, 

1974, p. 22). 

In 1978, the C W I A U and C I A U amalgamated to streamline funding requests to the 

federal government and to more efficiendy manage university athletics (CIS, n.d.; Hums et 

al., 1994). Following the merger, opportunities for women as athletes increased, but 

opportunities for them as administrators and coaches did not increase to the same extent 

(Inglis, 1988; Pomfret, 1986). The C I A U undertook a number of actions to rectify this 

situation mcluding adopting policies to ensure equal gender representation in voting and 

estabhshing apprentice programs for women in administration and coaching (Inglis, 1988). 

In 1999, the C I A U published results from a study on the numbers of male and female 

coaches and administrators in Canadian universities (CIAU, 1999). For the 1998-1999 

season, it was reported that there were 107 female head coaches (full-time and part-time) 

compared with 434 male head coaches (full-time and part-time) for a ratio of approximately 

one woman for every four men in these positions (CIAU, 1999). In comparison, within the 

department studied, the ratio was approximately 1 female head coach for every 11 male 

coaches. Even though there was an increase in the number of female athletic directors, from 

6 to 11, the increase was greater for male athletic directors, from 22 to 32 (CIAU, 1999). 

Although opportunities for women at the participant, coaching, and administrative levels in 
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the C I A U have increased over time, the opportunities for men also continued to increase at 

similar rates. 

The period between the late 1970s to the late 1990s saw the expansion of the 

CIAU's national championship roster. Championships in track and field and soccer were 

added for men, while national championships for women were added in track and field, 

cross-country running, soccer, ice hockey, rugby, and wrestling, with the last three being the 

most recent additions (CIS, n.d.; Inglis, 1988; Pomfret, 1986). A t the time of data collection 

there were 10 national championships for women (basketball, cross-country running, field 

hockey, ice hockey, rugby, soccer, swirnming, track and field, volleyball, wrestling) and 9 for 

men (basketball, cross-country running, football, ice hockey, soccer, swirnming, track and 

field, volleyball, wrestling) (CIS, 2002a). 

Economic Context 

In the 1970s, debates over governance models of athletic departments in Canada 

were closely tied to funding issues (Matthews, 1974; Schneider, 1997; Taylor, 1986). Some 

adrninistrators believed athletics should remain under the control of an academic 

department to ensure access to funds from university operating budgets, while others argued 

they should operate separately to increase their autonomy and ease the financial burden on 

universities (Schneider, 1997). Many departments have followed the latter route and 

established themselves as ancillary, autonomous units (Schneider, 1997). In response to their 

status as self-sufficient units on campuses, administrators looked for alternative sources of 

operating funds or made difficult decisions about financial cutbacks (Armstrong-Doherty, 

1995b; Schneider, 1997). 

To meet athletes' demands for expanded programming, especially for women, the 

search for new sources of funds became even more of a priority (Mohr, 1986). Athletic 

departments now devote much of their time marketing their programs to sponsors and fans, 

encouraging alumni, corporations and community members to contribute to fundraising 

efforts, and lobbying for increases in athletic fees, all of which are significant sources of 

revenue (Armstrong-Doherty, 1995a, 1995b; Schneider, 1997). Fundraising has become a 

major concern not only for departments as a whole, but also for individual teams as they are 

encouraged to assume responsibility for raising money to cover operating costs (Author A & 

Author B, 1997). Some teams, primarily men's teams, are able to rely on financial assistance 

from their alumni and corporate sponsors to support their fundraising efforts. Newly 
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created teams, such as women's ice hockey, experience more difficulties because their 

alumni cannot yet be well established. Additionally, Canadian departments devote more 

promotions and marketing to men's sports, in particular football, basketball, and ice hockey, 

in part because of the belief that their investments are recouped in terms of greater interest 

from fans, the media, and corporate sponsors (Danylchuk & MacLean, 2001). A counter

argument was that more marketing should be directed to women's sports to raise their 

profile and advance their revenue generating potential instead of promoting the already 

popular sports (Danylchuk & MacLean, 2001). 

The Athletic Department 

The athletic department was situated in a large Canadian university with a student 

population' of approximately 35,000 where female students accounted for 56.9% of it 

(Author C, 2001^. They provided opportunities for over 500 students to participate on 30 

competitive university teams (16 teams for men, 14 teams for women) in 16 different sports. 

The majority of the teams competed in the C I A U , while others competed against local 

community teams or university teams from the United States. Approximately 40% of 

athletes were female and 60% were male, which was not representative of the female-male 

ratio in the entire student body, but was sirnilar to the situation at many other Canadian 

athletic departments where men outnumbered women (Danylchuk & MacLean, 2001). In 

total there were 297 athletes from L C U registered in C I A U sports: 161 male athletes (54%) 

and 136 female athletes (46%) (CIS, 2002b). The remaining athletes participated in non-

C I A U sports or as non-registered members of the CIAU. ' " The greater number of men 

could be partially attributed to the fact that there were two more sports for men, with men's 

football and baseball having particularly large rosters and no female team counterpart. 

The athletic department at L C U operated under the guidance of the male athletic 

director who answered direcdy to the vice-president of students (Author C, n.d.). He was 

responsible for four areas: university athletics, campus recreation, fitness programs, and 

community sports. There were 14 adrninistrators (7 men, 7 women) and 22 head coaches (20 

men, 2 women) involved with the university athletics area (Athletic Department, 2000-

2001).'v Although the focus of this study was on gender equity for athletes, the gender 

balance of administrators and coaches was noteworthy. One female a<drninistrator (A3) 

indicated one of the athletic director's priorities was to ensure a gender balance among his 
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four assistant directors, which at the time of data collection consisted of two male and two 

female assistant directors. Additionally, an unofficial mandate of the department was to 

illustrate equitable gender representation with respect to the top two adrninistrative positions 

with university athletics (athletic director and intercollegiate coordinator). A t the time of the 

data collection, a man occupied the athletic director position and a woman was the 

intercollegiate coordinator. The decision to maintain this gender balance was based on a 

C I A U bylaw that stated each member university must send two delegates to C I A U meetings, 

with one representative being male and the other one female (CIAU, 1998). This situation 

suggested that gender was a consideration in hiring upper administrators. However, gender 

did not appear to be a factor in the hiring of coaches. O f the 14 teams for women, 12 were 

coached by men, and in the entire department only 2 head coaches out of 22 were women. 

Prior to the start of the data collection, I met with the female intercollegiate 

coordinator to discuss the current context of the organization. One significant aspect was 

the philosophy of broad-based programming, which was evidenced by the large number of 

teams (30) they supported as compared to other Canadian universities in their region. The 

department also focused on being competitive and was proud of the 49 national 

championships won by their competitive teams since the inception of L C U in 1915. Despite 

the broad-based prograrnming philosophy, the athletic director indicated they did not have 

the resources to support each of the 30 competitive university teams at the same level. 

Instead, as mentioned in chapter 3, teams were classified as either major or minor sports 

based on their revenue generating potential and level of competition. These classifications 

determined the level of funding, promotion, coaching staff, and other resources with major 

sports having fun-time coaches, adequate equipment, a competitive schedule, and so forth 

(personal communication, October 1999). In comparison, minor sports were not guaranteed 

fun-time coaches, regular promotion, or substantial operating budgets. Categorization of the 

sport programs on major-minor status is indicated in the following table. 
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Table 5. 

Description of Sports by Gender and Major-Minor Designation 

Women Sport and designation Men 

X alpine sluing (minor) X 

baseball (minor) X 

X basketball (major) X 

X cross country (minor) X 

X field hockey (minor) X 

football (major) X 

X golf (minor) X 

X ice hockey (major for men; minor for women) X 

X nordic skiing (minor) X 

X rowing (minor) X 

X rugby (minor) X 

X soccer (minor) X 

X swimming (minor) X 

x track (minor) X 

X ultimate (minor) X 

X volleyball (major) X 

TOTAL: 14 TOTAL: 16 

Historical Context 

Opportunities for male and female athletes to be involved in competitive sports 

existed since the inception of the university (Athletic Department, 2000-2001). Male athletes 

participated on football, basketball, ice hockey or rugby teams, while women participated in 

basketball, field hockey, swimming, and ice hockey. 

Segregation of men's and women's teams was evident at L C U for some time. Both 

male and female athletes used one gymnasium, built in 1929, until the current gymnasium 

was opened in 1951. This facility was built expressly for men's sports, and as a result, the 

administration of women's sports and competitions and practices for women's teams 

continued to be housed in the old gymnasium until 1970 when it was demolished (Author 

D , 2001). A t that time, men's and women's sports were brought back into the same facility 

again. Administratively, men's and women's athletics were run separately, with a men's 

athletic director in control of men's sports and a women's athletic director in charge of 

women's sports, a practice that continued until the mid-1980s (Author E , 2001). 
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Political Context 

Regional and national athletic conferences as well as the university have significant 

influence on the production of meanings and practices of gender equity because of their rule 

making status and authority (Armstrong-Doherty, 1995a; Inglis, 1991). For example, in order 

to maintain membership in those organizations, these departments should demonstrate 

congruency between their values, behaviours and philosophies and those of the conferences 

(Armstrong-Doherty, 1995a). 

As a member of a regional and a national conference, the department was 

responsible for following policies, objectives and codes of ethics outlined in relevant 

operations manuals. While gender equity was not explicitiy identified in the mission or the 

constitutional objectives of the C I A U , a commitment to equity and equality, more broadly, 

was mentioned (see appendix F). Policy statements regarding gender equity, especially for 

athletes, were few in numbers and lacked detail and definition (see appendix F). For 

example, as a condition of membership, the C I A U required each athletic department to 

offer " C I A U competition in one or more sports for men and one or more sports for 

women" (CIAU, 1998, p. O M / 1 ) . A t a rrunimum, a department was obligated to provide 

opportunities for women and men to compete nationally in only one sport each, so 

hypothetically they could support 10 teams for men and only 1 for women and still comply 

with C I A U regulations. In addition, the C I A U supported an Equity and Equality Committee 

who addressed systemic and structural barriers to participation and education (CIAU, 1998; 

Danylchuk & MacLean, 2001). This committee developed a list of 13 equity goals, three of 

which direcdy pertained to athletes (CIAU, 1998; see appendix F). These goals focused on 

increasing the marketability, profile, and allocation of resources to women's sports, ensuring 

equitable portrayal of male and female athletes in promotions and communications, and 

encouraging a safe and welcoming competitive environment for women (CIAU, 1998). 

While these goals were beneficial for identifying areas requiring attention, the operations 

manual did not outline any formal mechanisms to guide the implementation or evaluation of 

those goals. 

The wording of gender equity objectives and policies was equally vague and minimal 

at the Regional Conference level. Gender equity was identified in their operations manual as 

the last of 12 constitutional objectives: "To ensure gender equity and equality of opportunity 

through progressive action, program development and delivery and [Regional Conference] 
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organizational and decision making structure" (Regional Conference, 1999, p. 2 -

constitution)/ In this statement, gender equity was not defined; however, it was related to 

programming and the formal organizational structure. It was unclear what 'progressive 

action' entailed and the process for implementing and monitoring gender equity was not 

identified. In the rest of the operations manual gender equity was only linked to 

prograrnming opportunities (see appendix F). There were no policies with respect to 

resource distribution, promotions and publicity, or access to facilities. 

Gender equity in prograrnming was expressly identified as one condition of 

conference membership and participation in a new sport (Regional Conference, 1999). To 

qualify as a member of this conference, a university must provide opportunities for athletes 

to participate in at least two C I A U sports for men and at least two C I A U sports for women 

and that they "should attempt to operate with gender equity" (Regional Conference, 1999, p. 

1 - bylaws). There was no further elaboration as to what 'operating with gender equity' 

meant or how that should be implemented in organizational practices. Additionally, the 

phrase 'should attempt' permitted leeway for universities to appear committed to gender 

equity, but not actually implement it. Departments that wished to participate in a new sport 

were required to provide "evidence of a commitment to gender equity" (Regional 

Conference, 1999, p. 2 - bylaws). Again, there was no indication of what evidence was 

needed to demonstrate this commitment. Without explicit guidelines, definitions, and 

directions, administrators were free to decide how to interpret this clause, which in turn 

could result in a lack of consistency in practices. 

With the exception of a policy outlining the department's strategy for achieving 

gender equity in scholarship allocation (see appendix A ) , they did not have any other formal 

policies pertaining to it. When asked about departmental policies, the athletic director 

indicated they followed L C U policies. L C U had formal policies regarding equity and hiring 

and the harassment and discrimination of students and university employees (see appendix 

F). As indicated in the harassment and discrimination policy, the university was committed 

to guaranteeing students' right to work and study free from harassment and discrirnination 

( L C U , 2000a). There were no policies that addressed students' rights to play and compete in 

extra-curricular, competitive, or recreational activities like university athletics. As well, sport 

and recreation were not specifically mentioned in any of their policies or guidelines (see 

appendix F). 
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Hoffman (1995) noted that the pursuit of gender equity in sport organizations in 

Canada can be attributed to social obligations as opposed to legal requirements. For 

Canadian universities, there was no federal government policy like Tide I X in the United 

States to ensure compliance. Tide I X is thought to be effective because it is tied to federal 

government funding, whereas in Canada universities receive money directiy from provincial 

rather than federal government (Inglis, 1988). Although the C I A U does receive some 

funding from Sport Canada (a unit of federal government) that does have a Women in Sport 

policy, Sport Canada does not enforce that policy and therefore it has had litde influence on 

ensuring gender equity (Bell-Altenstad & Vail , 1995; Hall, 1996). Because policies from 

national and regional conferences, universities, and the federal government are ill-defined 

and not enforced, Canadian athletic departments are not penalized i f their practices do not 

reflect a commitment to gender equity or i f their practices deviate from the accepted norms. 

Social Context 

Allocation of funds and other resources to sports was partially tied to spectator and 

media interest. As mentioned in the previous chapter, teams were informally categorized as 

either major or minor sports. Because of the significance that fan and media interest play in 

the determination of the revenue generating potential, it was important to understand and 

acknowledge their level of interest in the teams. 

A n indication of the level of interest in women's sports was that one of the campus 

newspapers published an annual special issue devoted to them. While it was admirable that 

an entire issue focused on the accomplishments of and issues related to female athletes, it 

also reinforced the fact that regular attention was not devoted to them and they required 

'special' circumstances to gain attention from the public. Interestingly, the editor of that 

particular paper commented that gender equity was not a problem, because of the high 

numbers of women athletes who were "participating alongside men" at L C U (Author F, 

2000, p.12). In stark contrast, in a different campus newspaper, it was noted that despite the 

successes of many women's competitive university teams, their achievements and presence 

were "under-recognised and under-supported" (Author E , 2001, p. 12). These articles beg 

the question, i f women were on an equal playing field with men, why devote a special edition 

to highlight their achievements? 

The lack of recognition of the accomplishments of female athletes was confounded 

by an apathetic attitude toward university athletics in Canada and in this community 
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(Danylchuk & MacLean, 2001; Dryden, 1997, Author E , 2001). Two female athletes (B2 & 

H2) suggested that local and national media coverage was greater for men's than women's 

university sports. According to one of them (H2), The Sports Network (TSN), a Canadian 

specialty television channel devoted to sport, televised the playoff and final games for the 

men's national C I A U basketball and ice hockey championships. In comparison, only the 

final championship games for women's ice hockey and basketball were televised. A t the local 

level, a female coach (B6) suggested, "the coverage in general is very poor", while a male 

athlete (B4) stated, "university athletics doesn't get a lot of media attention here anyways." 

Consequendy, the male athletic director indicated that the local media's general lack of 

interest in university athletics made it difficult to lobby for more attention on women's 

sports. Despite this apathetic attitude, adrrunistrators still regarded many men's sports, such 

as football and basketball, as more likely than women's sports to garner adequate levels of 

fan attendance and in turn needed revenue. 

Economic Context 

The department has functioned as an ancillary unit since 1994, which required it to 

operate on a break-even basis (Author A & Author B , 1997; L C U , 2000a). As a result of the 

change in operational status, it focused much of its energies on financially-driven business 

practices, a point that was emphasized by the athletic director in a campus newspaper. He 

said, "It's very much a business now. . . . We spend a lot of time trying to be marketable" 

(Author G , 1997, p. 5). The intercollegiate coordinator indicated that despite having to cover 

more of their operational expenses, the department was focused on mamtaining current 

levels of financial support for their university teams. She stated: 

Right now we're trying to maintain sports we have. We've had major budget 
implications with downloading heat, light, maintenance, sewers, facility costs, 
capital costs [and] it's wiped out our budgets. . . . [but] we've tried to find 
ways to raise money and do what we do better, (female administrator A l ) 

The department derived its income from athletic fees paid by students, donations and 

sponsorship from alumni and community supporters, and revenue generated from gate 

receipts, sport camps, facility rentals, and recreation programs (Author G , 1997; Author H , 

1998; Author I, n.d.). 

For the 2000-2001 season, the entire annual budget for university athletics was $2.6 

million C D N with approximately 11% directed to combined sports, 16% to women's sports, 

and 35% to men's sports. The remainder of the funding (38%) covered support services (i.e., 
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travel to national championships, purchasing equipment, ttaining supplies) and 

adrninistrative costs (e.g., communications, administration salaries) (see table 5). These 

percentages were similar for the 1998-1999 and 1999-2000 seasons, with men's sports 

receiving the largest portion of the budget and two times the financial resources allocated to 

women's sports (see table 6). Historically, men's sports have had larger budgets than 

women's sports (Matthews, 1974) and from this analysis of the budgets it was apparent that 

this trend has continued." 

Table 6. 

Operating Budgets Figures for the Athletic Department over Three Seasons 

Operating budgets 

Season Total departmenta Men's teams b Women's teams c Combined teams d 

•f 

1998-1999 e l.n45,024 391,307 (37%) 198,067 (19%) 168,230 (16%) 

1999-2000 2,502,792 908,111 (36%) 420,455 (17%) 306,484 (12%) 

2000-2001 2,620,529 910,778 (35%) 420,255 (16%) 297,433 (11%) 

Note. A l l figures are in Canadian dollars. 
The number in parentheses represents the percentage of the entire budget. 
a Total budget for the department included operating budgets for university teams, general administration, 
equipment, game management, national championships, promotions, training services, and communications. 
b Men's sports included basketball, field hockey, football, golf, ice hockey, rugby, soccer, and volleyball. 
c Women's sports included basketball, field hockey, golf, ice hockey, rugby, soccer, and volleyball. 
d Combined sports included alpine skiing, cross-country running, nordic skiing, rowing, swimming, and track. 
e The budget for the 1998-1999 season did not include coaching salaries and benefits. 

Summary of the Context of the CIAU and the Athletic Department 

The historical, political, social, and economic contexts surrounding the C I A U and the 

athletic department influenced the current situation regarding gender equity in the selected 

sport programs. While historically, there were relatively few opportunities for women to 

participate in Canadian university athletics, in recent years the number of playing 

opportunities has increased with the addition of rugby, ice hockey, and wrestling teams for 

women. Politically, departments were accountable to various stakeholders, mcluding the 

university and athletic conferences; yet, these governing bodies had few explicit gender 

equity policies and there were no enforcement mechanisms. A t the societal level, there was a 

general lack of interest in university athletics, and the media and spectators who did follow 

them focused on the accomplishments of male athletes. This disinterest in women's sports 

had economic consequences since the department operated as an ancillary unit and could 
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not rely on operational funding from L C U . As a result, adrninistrators were primarily 

concerned with generating revenues and controlling costs, which meant they often put more 

money into men's teams who were assumed to be more profitable. 

I now turn my attention to specific details regarding the structure and institutional 

conditions of the four case study sport programs, basketball, ice hockey, rugby and 

swimming. 

The Four Sport Programs 

Even though opportunities were offered to male and female athletes in each of the 

four selected sport programs, other institutional conditions, such as the level of access to 

facilities, extent of competitive schedules, and degree of administrative support, varied 

substantially. In this section, I describe the mstitutional conditions of each sport program 

including the history and significant accomplishments, roster sizes, coaching and support 

staff, facilities, schedules, resource support, interest from fans and media, promotions, and 

representation on the athletic council. I focus on these elements because they informed my 

understandings of the meanings and practices of gender equity and respondents frequently 

mentioned them. Additionally, these details provide information about the local setting in 

which those meanings and practices were produced. Even though some elements like 

promotions, scheduling, and resource allocation are organizational practices and are 

discussed further in subsequent chapters, it was necessary to introduce them here to situate 

other findings. 

Basketball Program 

History and accomplishments. 

L C U ' s men's and women's basketball teams made their first appearance in 1915 

(Athletic Department, 1992-1993). Since that time, the women's basketball program has won 

1 world championship (in the 1930s), 4 national championships (all in the 1970s), and 10 

regional conference championships (with the last being in 1994) (Athletic Department, 

1999-2000; CIS, 2001b; observational notes, 2000™). As well, members of the women's 

program have been honoured with 2 C I A U All-Canadian awards and 15 C I A U Academic 

All-Canadian awards (Athletic Department, 1999-2000).™' The men's basketball program has 

won 5 national championships (the last one in 1972) and 13 regional conference 

championships, most recentiy in 1996 (Athletic Department, 1999-2000; CIS, 2001b; 
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observational notes, 2000). Members of the men's program have been recognized with the 

following distinctions: 16 All-Canadians; 2 C I A U men's basketball player of the year award; 

1 Academic all-Canadian; 3 C I A U men's basketball coach of the year; and 16 university male 

athlete of the year (Athletic Department, 1999-2000; CIS, 2001b). 

Roster st\es. 

Roster sizes for the two teams ranged from 10 to 18 players (Athletic Department, 

2000a; Author J , 2000). For both men's and women's basketball, a maximum of 12 players 

could be listed on the line-up for regular season and championship games (CIAU, 1998; 

Regional Conference, 1999). However, the roster varied throughout a season because players 

became injured, were red-shirted (see footnote iii), were added part way through the season, 

or left the team. For example, during the 2000-2001 season the women's team carried less 

than 12 players because of injuries and players who left for personal or academic reasons. 

Staff. 

Since individual members of the coaching and support staff changed from year to 

year, comparisons of the staff were only for one season (1999-2000). The men's basketball 

program was coached by one mU-time male head coach and four male assistant coaches and 

was supported by two trainers (one male, one female), two managers (one male, one female), 

and a male strength and conditioning coach, for a total of 10 staff members (Athletic 

Department, 1999-2000). The women's team was coached by one full-time female head 

coach and two assistant coaches (one male, one female) and was supported by a male trainer, 

two managers (one male, one female), and a female strength and cono!itioning coach for a 

total of six members, four fewer than the men's team. 

For the 1999-2000 season, the male coach of the men's team was paid a salary of 

$66,571, while his female counterpart was paid $54,109 ( L C U , 1999). This discrepancy can 

be explained by seniority, as the male coach had been at that university for 13 years, the 

female head coach for 4 years. Yet, the female intercollegiate coordinator (Al) mentioned 

that the "men's basketball [and] women's basketball coaches are paid the same salary range." 

There were two salary ranges for coaches at this university, an A level where the salaries 

ranged from $31,032 to $46, 584 and a B level where the salaries ranged from $41,388 to 

$62, 424 ( L C U , 2002). Based on this information, the two coaches were paid in the same 

salary range, but the male coach's salary was higher than the university standard. I was not 
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able to compare their salaries to national figures because the upper range for the national 

data was set at $50,000 and over. 

Another area of comparison was the coaching salaries budgets, which included the 

salary for the head coach and honoraria for the assistant coaches. Other support staff 

member positions, like managers and trainers, were typically handled by athletes on a 

volunteer basis. Coaching salaries for the men's team remained around $82,000 for the 1999-

2000 and 2000-2001 seasons. In comparison, the budget for the women's coaching staff 

during the same seasons was around $68,000, roughly $14,000 less (see table 7 for exact 

figures). One explanation for the difference was that the men's program employed two 

additional assistant coaches. Nevertheless, it was interesting that the overall coaching budget 

for the men's team remained the same over the two seasons even though a new male full-

time head coach was hired for the 2000-2001 season.1" With his hiring, I had expected that 

the coaching salary budget for the men's team would have decreased to account for the lack 

of seniority, but that did not appear to be the situation. 

Facilities. 

Both basketball teams regularly practiced and competed in the main gymnasium, 

which seated approximately 4000 people and was located on campus (Athletic Department, 

1992-1993; observational notes, February 2000). Banners signifying national and regional 

championships won by various university teams were displayed on the walls and from the 

rafters in this facility (observational notes, February 2000). Since the basketball teams shared 

this facility with the volleyball program, they occasionally practiced in a newer, but smaller 

gymnasium located in the student recreation facility. 

The locker rooms for both teams were situated on the lower levels of the main 

gymnasium. When I interviewed the women's head coach, I asked her to compare the 

faciHties available to the men's and women's basketball teams. She noted that while the 

men's team room was larger, more functional, and more secure, the women's team room 

was newer and in better condition. She said: 

The men have a bigger room but it's old. K i n d of grungy. We have a newer 
room. I think it's only been there . . . maybe eight years or something like 
that. A n d it's decent. It's not .. . your dream one. But it's okay yah. But . . . 
because theirs is bigger they're able to have a tv, vcr in theirs. It can be 
locked up. We don't have space for that in ours, (female coach B6) 
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Schedules. 

Basketball season ran from late September, when tryouts were held, to late February 

or mid-March depending on how far the teams advanced in the post-season. Regular season 

competitions for the men's and women's teams were scheduled against the same opponents, 

on the same night, in the same gymnasium. The women's game started at 6:15 pm, followed 

by the men's game at 8:00 pm. Both teams practiced two hours a day, four to five times a 

week, with practice sessions running from 4:30 pm to 6:30 pm (the early session) or from 

6:30 pm to 8:30 pm (the late session). From my experience as a manager of a women's 

competitive university basketball team, the late session was the least desirable because it 

often meant I stayed at the university all day and did not arrive home until late in the 

evening. The two teams switched practice times during the week so that one team did not 

have the late practice time every night. 

Comments from some respondents highlighted competing interpretations of the 

current situation with scheduling games. A male basketball player believed that the men's 

team was privileged because they had a 'better' schedule: "We get the good practice times 

and . . . we get the late Friday night and Saturday night games. . . . those are things the men's 

basketball team enjoys" (male athlete B4). His comments supported the historical privileges 

that some men's teams have received with respect to game and practices times (Sanger & 

Mathes, 1997; Vertinsky, 1992). In contrast, another male basketball player (B5) felt that 

despite different start times for games, the schedules were fair because both teams played 

against the same opponents on the same night in the same place. He, along with a few other 

members of the two basketball teams, indicated that both time slots have advantages and 

disadvantages. The women's basketball coach felt their 6:15 pm start time was closer to the 

ideal start time of 7:00 pm than was the men's start time of 8:00 pm and it meant they are 

finished earlier in the evening. Some members of the women's basketball team (Bl & B3) 

added they would rather have fans come early for the men's games and watch their game 

than have their team play the later game and have fans leave after the men's game.x 

Resource support. 

Excluding the significant differences in budgets for the coaching staff, the operating 

budgets for the two basketball teams were comparable to each other and remained fairly 

consistent over three seasons (see table 7 for a breakdown of operating expenses for the 

men's and women's basketball teams). The extra money required for hiring a diird official 
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for the men's games partially explained the slighdy higher operating expenses for the men's 

team. Playing regulations from the Regional Conference (1999) dictated that three officials 

be hired for men's games, compared to two officials for women's games, thus 

institutionahzing a difference in operating costs between these teams. The hiring of a third 

official for the men's game implied that the action was more intense and the pace was faster, 

and therefore required the assistance of an additional body. 

Table 7. 

Operating Expenses for Men's and Women's Basketball Teams over Three Seasons 

Operating expenses 

Season Team TOB TOB less 

salaries 

Salaries Travel SOS O E Tel 

WBSBSBRi 
1998-1999" men n/a 51,575 n/a 45,520 n/a 4,700 1,355 

women n/a 47,677 n/a 44,185 n/a 2,037 1,455 

i__9H___IIIIli HBHHHHI 
1999-2000 men 139,361 56,600 S2,761 46,145 4,500 4,500 1,455 

women 121,327 53,077 68,250 46,547 4,500 575 1,455 

• * J 

2000-2001 men 133,430 51,269 82,161 41,638 3,900 4,150 1,581 

women 117,244 49,594 67,650 41,638 3,950 2,525 1,481 

Note. A l l figures are in Canadian dollars. 
T O B = total operating budget; SOS = sports operations and supplies; O E = operating expenses; Tel = 
telecommunications 
a T h e operating budget was not as detailed for the 1998-1999 season as compared to the two other budget 
statements, thus accounting for the absence of some information. 

Over and above the financial support from the department, the men's team 

generated additional support (e.g., finances, uniforms, and equipment) from external sources 

mcluding community supporters, alumni, sponsors and family members. For the 2000-2001 

season a prominent businessman endowed a significant amount of money to the men's 

team, which covered all players' tuition and provided for a scholarship to each player for a 

number of years (Author K , 2000a). Additionally, one of the male basketball players 

mentioned that their team has an organized alumni committee who raised funds through 

such events as hosting golf tournaments. 
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N o members of the women's team I interviewed identified any significant 

endowments or alumni support for their team, but all of them were aware of the additional 

resource support available to the men's team. One of the female basketball players stated the 

men's team received significant support from family members who served food to the team 

and supporters following games: 

They have this tiling called the Sixth Man club. A n d at the end of every 
home game on Saturday night, they have all these people that [sic] bring food 
and make food. .. . Athletics doesn't pay for it. I think the coach's wife and a 
bunch of the moms or other involved people used to make it. . . . I mean we 
tried to get it going and it doesn't sort of work, (female athlete B l ) 

With respect to sponsorship, the men's team was sponsored by Nike and the 

women's team by adidas (observational notes, February 2000). These sponsors provided 

each team with merchandise including clothing and shoes. Specifically, a male basketball 

player (B5) noted that Nike provided each member of the men's team with "two pairs of 

shoes a year. A n d we get some clothes from them." From my observations I also noticed 

the Nike logo displayed prominently on the players' scrimmage tops, warm-up jackets, and 

uniforms and on the assistant coaches' bags, lapel pins, and clothing (observational notes, 

February 2000). According to members of the women's team ( B l , B2, & B3), they received 

two pairs of shoes and socks from adidas and were also provided with bags, which were 

returned at the end of the season. Although both teams received some clothing and shoes, 

the common feeling among the female basketball players was that the men's team was better 

supported by Nike. The women's team did not receive "new uniforms and warm ups this 

year" (B2) from adidas, but the men's team did from Nike, along with additional t-shirts, 

practice gear and hats. Her comments reflected the taken for granted assumption that men's 

teams were more valuable commodities to sponsors and thus were better supported (Shaw 

& Amis, 1999). 

Visibility. 

Upcoming games for the men's and women's basketball teams were regularly 

advertised on an outdoor billboard, sandwich boards, and posters across campus. Likewise, 

both teams were consistentiy mentioned in the department's news releases (see appendix H 

and chapter 6 for a comparison of the promotion for the two teams). 

According to the female communications officer, up until the 1999-2000 season, the 

department published a multi-page program, which included team rosters, athlete profiles, 
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statistics, historical records, and advertising for each of the basketball teams. In my 

experience, the men's team was typically featured first, with the women's team included at 

the back of the program, implying they were less of a priority. Yet, the printed program for 

the 1999-2000 season provided equal coverage and promotion of the two teams. Both teams 

were prominendy displayed on the front covers and were promoted on the same numbers of 

pages. 

Fan support. 

Attendance at basketball games was difficult to accurately measure because the 

number of people fluctuated throughout the evening. Nonetheless, it was readily apparent 

there were more people for the first half of the men's game than for the first half of the 

women's game. There were approximately 75 people in attendance for the opening tip-off of 

the women's game and by half time there were close to 200 people, mcluding university 

students, older adults, and families with elementary-aged girls (observational notes, February 

2000). There were around 300 people for the start of the men's game (observational notes, 

February 2000), which was lower than the estimate provided to me by one male basketball 

player, who suggested, " i f we play [our rivals] on a weekend or something, we can get 

probably a thousand people. But usually I'd say it's probably around five or six hundred 

people that are out" (B4). A t the men's game, the crowd included university students, adults, 

and elementary and high school-aged boys (observational notes, February 2000). As was the 

situation when I was involved in university athletics, the difference in attendance between 

the women's and men's games was attributed to the scheduling of game times and to the 

preferred level of physicality of the men's game. The women's game started at 6:15pm, 

which was an inconvenient time for some fans because it conflicted with traditional supper 

times and the end of the workday. One female athlete thought more fans attended the men's 

games because they were interested in witnessing their strength, jumping ability, and 

quickness - masculine traits that are deemed exciting and important in our society 

(Hargreaves, 1990). She said, "maybe people going to the games are more apt to go to a 

guy's game than a girl's game, just because ... they can dunk and they're really fast. It's totally 

a different game" (B3). 

Athletic council. 

Every university team was encouraged to appoint one or two representatives to sit 

on an athletic council, which primarily functioned to promote upcoming games on campus, 
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to further community relations, and to nominate athletes for players of the week. Although 

most athletes agreed that the council served as a place for them to interact in a social setting, 

there was some disagreement about whether it also served as a lobby group for athletes to 

raise concerns about issues like gender equity and to advocate for change. Administrators 

often point to these councils as examples of places where athletes can voice their opinions 

(Armstrong-Doherty, 1995a, 1996), yet from my experience, these same administrators limit 

the power and influence of these councils, thus cuminishing their capacity to be involved in 

strategic decision making. Generally, these councils end up being apolitical in nature. 

For the 1999-2000 season, there were no representatives from either the women's or 

the men's basketball teams on the council. A member of the women's team explained that 

"because it's like extra meetings and extra time" (B2) no one wanted to take on that 

responsibility. However, two female basketball players I interviewed sat on the council for 

the following season. 

Summary of the basketballprogram. 

In general, most individuals who commented on the basketball program felt that the 

structure and institutional conditions were comparable for the two teams, with only minor 

differences in the scheduling of game times and resources available to male and female 

basketball players. While they interpreted them as minor differences, I saw them as 

collectively being symbolic of the value of men over women in this sport. Based on my 

previous experience in university athletics, I recognized that some of these 'minor' 

differences such as the scheduling of playing times continued to exist and there appeared to 

be little questioning of them. This sentiment was reflected in the following quotation from a 

member of the women's basketball team: 

We always promote our stuff together because we always play [on the same 
night]. Our schedules [are] exacdy the same. But otherwise like it's true . . . 
the men's basketball team gets more money than the women's basketball 
team. They get Nike to sponsor them and we've got adidas. But other than 
that I think it's pretty, like pretty equal. We get the same gym times. Like it's 
not like they get the good gym every day of the week. A n d we're at [the 
student recreation facility] or something. It's not like that. It's pretty good 
from what I know, (female athlete B2) 

As I discuss in more detail in the following chapters, even though the structure and 

conditions of the two teams appeared equitable, men's basketball was considered a better 
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draw for fans, media, and sponsors, which indicated that the historical and traditional 

privileges afforded to men's sports continued to exist (Kane, 1996; Shaw & Amis, 1999). 

Ice Hockey Program 

History and accomplishments. 

Men's ice hockey existed on campus as a club team from 1915 to 1960 and 

competed in local men's hockey leagues (Athletic Department, 1992-1993). Since 1960, 

when they were elevated to varsity status, they had won two regional conference 

championships (the last one in 1972), advanced to the national championships three times, 

and boasted seven C I A U All-Canadians (CIS, 2001b). 

Prior to the recent re-introduction of the women's ice hockey team, first as a club 

sport for the 1994-95 season and then as a varsity sport starting in the 1997-98 season, there 

was a hockey team for women between 1915-1922 and then again from 1979-1983 (Author 

D , 2000). Some current female hockey players characterized their team as a 'new' team, 

which suggested they were unaware of the previous incarnations of women's ice hockey on 

campus. 

Roster si%es. 

Playing regulations dictated similar sized rosters for women's and men's ice hockey. 

For regular season games a maximum of 18 players can be listed for women's ice hockey 

and 19 players for men's ice hockey (Regional Conference, 1999). For national 

championships, both the men's and women's teams can list a maximum of 20 players 

(CIAU, 1998). Despite these regulations, there were significandy more men on their practice 

roster, which ranged from 24 and 30 players (Athletic Department, 2001a; Author L , 1999). 

In contrast, the roster for the women's team was smaller in number, with 15 to 21 players 

listed on their rosters (Athletic Department, 2000b; Author K , 2000b; Author L, 1999). One 

explanation for the smaller roster size for the women's hockey team was that during the 

1999-2000 season many players graduated from the previous year (Author M , 1999a). Also, 

the athletic director indicated that women's ice hockey was not popular in the local area and 

there were few ice hockey facilities, thus resulting in a smaller pool of skilled athletes from 

which to recruit. Historically, ice times at arenas have been dorninated by men, making it 

difficult for women to become involved (Gruneau & Whitson, 1993; Theberge, 2000b). 

Another possible explanation for the smaller roster size for the women's team was that the 

budget for the men's program was substantially larger, and they could support more athletes. 
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Staff. 

For the 2000-2001 season, the coaching and support staff situation for the women's 

team consisted of one male part-time head coach and three assistant coaches (three men, 

one woman) for a total of four staff members (Athletic Department, 2000b). The female 

assistant coach also acted as the trainer for the team. The coaching and support staff for the 

men's team included one male fuU-time head coach, one male assistant coach, two male 

trainers and two male managers, for a total of six staff members. 

According to the department's operating budget, $10,250 was allocated for the 

women's coaching staff for the 1999-2000 season and $9,000 for the following season. In 

contrast, the men's ice hockey team was budgeted $73,230 and $70,230 in the same seasons 

for coaching salaries, a difference of more than $60,000 per season (see appendix G). One 

explanation for the large discrepancy in budgets was that the coach for the men's team was 

hired on a full-time basis and was paid a salary of around $54,000 ( L C U , 1999; 2000b). The 

head coach for the women's team was employed on a part-time basis and was paid less than 

$10,000 per year for coaching. These figures were in line with national figures where 16 out 

of 24 (67%) male head coaches of men's ice hockey teams earned more than $50,000. Only 

2 male head coaches of women's ice hockey teams made between $30,000 to $35,000, and 

10 other head coaches made less than $15,000 (CIAU, 1999). Additionally, national data 

indicated that only 14% of coaches (3 out of 22) associated with women's ice hockey were 

employed on a fun-time basis (CIAU, 1999). While this did not justify the considerable 

difference (nearly $60,000) in coaching budgets, it did highlight the fact that less money was 

invested in the women's program, which was in line with the practice of liiring ftiU-time 

head coaches for the men's ice hockey teams and part-time coaches for the women's teams. 

The majority of the full-time coaches, along with all of the administrators, had 

offices located in the same facility as the main gymnasium, placing them in close proximity 

to each other and to the decision makers in power. Although the fuU-time coach of the 

men's team had an office there, his part-time counterpart did not. The coach of the women's 

team was employed part-time as a coach and as a community sports director. The 

department's community sports division was housed in the ice arena facility where his office 

was located. Because his office was situated away from the other coaches and administrators, 

he was less often involved in daily conversations or decisions relating to university athletics. 
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Typically, competitive teams were assigned undergraduate students who volunteered 

as athletic trainers to work with injured players. However, one female hockey player (H2) 

indicated they were not assigned one and so asked an alumnus of their program to volunteer 

in this role. She said that one of the trainers for the men's program had worked with a 

professional hockey team and was a physiotherapist in a clinic, implying the men's team was 

better taken care of with respect to athletic therapy. In addition, another female hockey 

player stated the men's team had their skates sharpened by their trainer, while the women's 

team had "to designate one person to take the big stick of heavy skates to [a sporting goods 

store] once a week. . . . [the store] hates us because we bring in 40 hockey skates that have to 

be sharpened in a day" (H3). The difference in experience of trainers could be that since the 

men engaged in more aggressive and physical play than the women, they were more 

susceptible to serious injuries, which required the attention of more qualified support staff. 

Theberge's (2000b) analysis of power and gender in women's ice hockey provided an 

alternative understanding of the issue of training staff and women's ice hockey. With the 

women's ice hockey team she followed, the trainer decided not to come back for the 

following season. Many of the players accepted this situation as 'just the way things were' 

because of the relative newness of their sport, and thus they did not expect to have the same 

privileges as the men, mcluding regular access to qualified athletic trainers. Instead, they 

worked with what they had, a sentiment that was evident with many members of the 

women's team in this study as well. 

Facilities. 

Both ice hockey teams practiced and competed in an indoor facility on campus that 

was opened in 1963 (Athletic Department, 1992-1993). The facility housed four ice surfaces: 

the main rink which sat approximately 1300 people; two additional regulation-sized ice 

surfaces; and a fourth smaller hockey rink that was converted from a curling rink (Athletic 

Department, 1992-1993). The two teams used the main rink for their competitions. Unlike 

the men's team who regularly practiced on the main rink, none of the practices for the 

women's team were held there. One member of the women's team described the current 

situation of facility use in the following quotation: 

The men's hockey team gets to practice on [the] main rink. We never get to 
touch the main rink except for games. We have two practices on one of the 
other rinks. A n d we have a practice on Thursday, which is right before our 
games on Friday [and] Saturday, on the litde rink that used to be a curling 
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rink. . . . Simply because our budget doesn't have the space for us to rent 
main rink, (female athlete HI ) 

Since the ice facility operated as a separate entity from the department, the teams 

paid to use the various ice surfaces, with the main rink being the most expensive space. The 

different level of access to this space was explained as a budgetary issue, in that the women's 

team did not have enough money in their operating budget to cover the additional costs to 

rent it, which was a further indication of the status and power exercised by men's ice hockey 

in Canadian society (Gruneau & Whitson, 1993; Theberge, 2000b). It was unlikely the men's 

team would practice on less than ideal conditions, while the women's team was content to 

have a chance to be a varsity team, even i f they had to contend with fewer privileges and 

resources. In addition, it was the administrators who provided the funding to cover the 

rentals for both teams. If they were committed to ensuring equal access to the same space, 

they could have allocated more money to the women's team for ice rentals. 

The teams also differed in their access to quality locker rooms. One male hockey 

player (H4) described their locker room as a "fairly nice locker room. It's got, you know, 

everyone has their own stall. Like gear hung up. A n d it's carpeted. A n d it's fairly, so it's nice 

yah." In comparison, one of the female hockey players depicted their locker room situation 

as less than ideal: 

We don't have our own locker room. We have to put like our equipment in 
two change rooms. One for the defense and the coaches and the goalies and 
one for the forwards. A n d we just throw our bags there. We have like a 
couple of hangers, but our equipment always stays wet. Okay that's how bad 
it is. We have no stalls. . . . we don't have a big room like the guys do with 
showers where they have their own stalls, (female athlete H2) 

When the facility was first built, the possibility of separate locker room facilities for women 

was not considered because traditionally women were not playing hockey then and these 

sports facilities were constructed primarily for the use of men (Gruneau & Whitson, 1993; 

Steinbach, 1997). Administrators argued that costs were too high to consider remodeling 

facilities to accommodate women's teams (Steinbach, 1997). A female hockey player (H2) 

pointed out the men's team could share their change facilities with the women's team, since 

the two teams did not travel on the road together and the women could use the men's 

change room when the men were gone. That option did not appear to have been 

considered. 
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Schedules. 

Ice hockey season started in September with tryouts and ran until late February with 

the national championships for the women or mid-March with the national championships 

for the men. Unlike the basketball teams, the two ice hockey teams did not share the same 

facility (rink) for their practices, nor did they switch practice times during the week. The 

men's team practiced on the main rink four times a week, 90 minutes per session, three days 

starting at 5:00 pm and one day starting at 1:00 pm. They also had two off-ice workout 

sessions during the week. In comparison, a female hockey player indicated they had three 

on-ice practices, no organized off-ice training sessions, and attendance at practices was not 

stricdy enforced. A t one time the women's team practiced on the main rink, but that 

situation was inconvenient because "we had to practice like 9:15 [on] Wednesday nights. 

A n d I didn't get home until 11:30. A n d that was because the men practiced before us 

basically" (female athlete HI) . When they shared the main rink, the women's team was given 

less desirable ice times. Although the women's team no longer practiced following the men's 

practices, they were still disadvantaged in that they practiced on less than ideal ice 

conditions. This situation demonstrated that women continued to be denied equal access to 

facilities (Theberge, 2000b). 

The men's schedule consisted of a 28-game regular season against C I A U opponents. 

The women's team did not play as many games against C I A U opponents as the men's team; 

however, they competed in a local women's hockey league to extend their schedule. The 

women played at home when the men were on the road. Unlike the men's games where the 

start time was consistent at 7:30 pm, the women's games started at various times mcluding 

3:00 pm, 7:00 pm, and 7:15 pm (Athletic Department, 2000-2001). 

Resource support. 

A n analysis of budget statements from 1998-1999 to 2000-2001 showed the men's 

team and women's team were allocated significandy different operating budgets, even when 

coaching salaries and benefits were excluded. Over the three seasons, the women's operating 

budget steadily increased by approximately $10,000 a year from around $31,075 for the 

1998-1999 season to $51,335 in 2000-2001(see table 8 for a breakdown of operating 

expenses for the men's and women's ice hockey teams). However, their budget was 

approximately $100,000 less than the men's budget, which ranged from$129,886 in 1998-

1999 to $149,881 for the 2000-2001 season (see table 8). Details of the operating budgets for 
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the 2000-2001 season revealed that the men's team were allocated $61,000 more for travel 

costs, $21,000 more for sports operations and supplies (mcluding equipment), $12,000 more 

for facility rentals, and $2,000 more for long-distance and fax charges (see table 8).xl One 

explanation for the greater allocation of funds for the men's team was that they had a longer 

competitive schedule and traveled more often resulting in higher expenses. Additionally, 

costs for hiring on-ice officials was more expensive for men's hockey because universities 

were required to pay $100 per referee and $50 per linesman for a men's game, while referees 

received $75 and linesmen $35 for officiating a women's game (CIAU, 1998). Although 

these officials do similar tasks and work, the C I A U institutionaUzed a gender differential in 

that officiating a men's game was worth more than officiating a women's game. Another 

interpretation of the budget discrepancies was that the men's team had come to expect the 

department would consistendy support their travel costs, equipment purchases, and facility 

rentals, even with the addition of a women's team, who might be competing for the same 

resources. 

Table 8. 

Operating Expenses for Men's and Women's Ice Hockey Teams over Three Seasons 

Opera t ing expenses 

Season Team T O B T O B less 

salaries 

Salaries Travel SOS Rental O E Tel 

1998-
1999 a 

men n / a 129,886 n / a 91,422 n / a 24,639 11,270 2.5S5 

women n /a 31,075 n / a 15,000 n / a 9,000 6,600 475 

..... 
1999-
2000 

men 217,920 1 11.600 73,320 88,944 18,200 24,171 10,820 

women 51,335 41,085 10,250 22,480 2,200 13,000 2,890 515 
1 • • • • • • H • • • • • M i 'Jit V • 

2000-
2001 

men 220,111 149,881 70,230 93,100 23,600 25,200 5,400 2,581 

women 60,319 51,319 9,000 32,000 2,400 13,500 2,740 529 
Note. A l l figures are in Canadian dollars. 
T O B = total operating budget; SOS = sports operations and supplies; O E = operating expenses; Te l = 
telecommunications 
a Budget figures were not as detailed for the 1998-1999 season, thus accounting for the absence of some 
information. 
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Players on both teams commented on the quality of their equipment and uniforms. 

Most of the female hockey players talked about the inferior quality of their equipment and 

the mismatched uniforms, as illustrated in the following quotation from one player: 

Our goalie's wearing these pants that are from like 1970. . . . they're 
expensive. A n d so the goalie's got these [old ones], they're just like no 
padding anywhere. It's so horrible. A n d my helmet that the team gave me is 
just like this biggest piece of crap. Hockey helmets are supposed to be 
replaced every two years. A n d I'm sure mine was bought second hand 
probably three or four years ago. Like it's crap. A n d that's like a safety issue. 
. . . I guess the university got a good deal on hockey socks. . . . the guys have 
the same colours as us, but they're a litde bit different shade. . . . A n d so we 
got these socks to match the guys' uniform. A n d they got a good deal on 
them so they bought like a whole bunch. A n d they bought enough for us, 
which is really great. They bought us socks. But they don't match. . . . So we 
look kind of dorky in our socks, (female athlete H3) 

I noticed "players didn't have the same equipment. Some players had black helmets, others 

had blue helmets. Most had black C C M pants, some blue pants. Not all [players have] the 

same [brand of] gloves" (observational notes, October 2000). One member of the men's 

team said that the uncoordinated look of the women's uniforms contributed to an 

unprofessional image: 

As far as I'm concerned ... our appearance on the ice looks great. I saw one 
of the women's games a while ago and it almost looked like a 'bad news 
bears' kind of situation. It's different colours here and there. Somebody's 
wearing a red helmet. That's not the university's colours. So it didn't look 
like a professionally run program. I think people that were corning to watch 
that maybe like I could see somebody walking through the rink that has 
never seen hockey before. A n d sees a team like the men's ice hockey team. 
A n d going . . . like "wow, these guys look sharp. They look professional. 
Their jerseys are shining white. Fabulous." But you walk into the girls' 
[game], it kind of looks like a game of pick-up hockey, (male athlete H5) 

This quotation suggested that while uniforms and equipment have a functional role, they 

also symbolically served to identify players as a cohesive, efficient, and elite team and as 

representatives of the university. 

The inconsistency in the quality of equipment can also be attributed to the fact that 

men's ice hockey was marketed to fans as a physical game where force, domination, 

aggression, and speed were emphasized, while women's ice hockey was marketed as a 

tactical game dominated by strategy (Gruneau & Whitson, 1993; Theberge, 2000b). In an 

earlier meeting with the athletic director, he mentioned that the men's team received more 

money for equipment because men were more physical in their play and broke more hockey 



110 

sticks more often. As a result, they were allocated $3000 to buy sticks each year 

(approximately 10 sticks per player) as compared to $300 for sticks for the women's team 

(approximately 2 sticks per player) (observational notes, March 2000). Not only did the 

athletic director underestimate the physical abilities of women, but he also considered 

aggression and physicality through the breaking of sticks as a natural part of the hockey 

experience in the men's game. It was acceptable for men to break or wear out their 

equipment, at an added cost for the department, because that was 'part of the game.' In 

comparison, the female hockey players were not rewarded for taking care of their equipment 

as some did because they could not afford to buy extra sticks, new helmets, or other 

equipment on a yearly basis. 

As indicated earlier, every male ice hockey player was outfitted in the same, 

coordinated uniform and used the same brand of equipment (observational notes, January 

2001). According to one male hockey player, his team was supplied with sticks every year 

and new uniforms, mcluding jerseys, pants, and gloves, every three years. In addition, they 

usually received free skates; however, due to recent budget cutbacks, players now had to pay 

for a portion of the cost. Another male hockey player noted that receiving new equipment 

was a common practice in his sport: 

.. .you get those things paid for. But that's almost once you get a certain 
level. Growing up in minor hockey . . . once I was 16 years old you get all 
those perks anyways. .. . Like I haven't paid for a piece of equipment since I 
was about 16 years old. (male athlete H5) 

Some members of the women's team expressed their frustration about the privileges 

that the men's team enjoyed with their equipment and about the lack of consideration of 

their needs. The following quotation from one female ice hockey player reflected this 

sentiment: 

They get outfitted head to toe every year in equipment. The goalies get brand 
new equipment every year. . . . I'm going into debt for the next year to buy 
my . . . equipment and they get it handed to them. A n d then they get to keep 
it. A n d sell it afterwards. .. .With the helmets and pants and gloves, they 
throw it into a bin at the beginning of the year when all the new stuff comes 
in. "Does anybody have any friends that needs this?" as opposed to going 
"Hey the women's hockey team didn't have enough helmets and pants last 
year for their players. Maybe we should give it to them." (female athlete H2) 

Recendy, some members of the women's team organized a hockey pool to raise funds to 

buy additional equipment. Their reluctance to accept the current allocation of monies for 



I l l 

equipment and their willingness to remedy the situation could be seen as an example of 

women challenging the status quo in sport (Shaw, 2001). 

Substantial discrepancies in resource support were also apparent when the teams 

hosted games. A t the men's ice hockey game, game-day staff sold and took tickets, handed 

out programs, gave away merchandise to fans, and organized events at the intermissions 

(observational notes, January 2001). A t the women's game, I did not pay for admission, the 

programs were left on a stool for spectators to pick up on the way into the arena, there were 

no give-aways to fans in attendance, and the overhead heaters for the comfort of spectators 

were not turned on (observational notes, October 2000). One member of the women's ice 

hockey team acknowledged they did not receive the same level of game-day support as the 

men's team, but was content with the current situation. She said, "we still get the music 

which is nice. Y o u know we get the goal judges and stuff like that still. But we don't get the 

ticket people stamping the hands and s tuff (female athlete H2). 

Obviously, the level of resource support was considerably different between these 

two teams. The discrepancies in resource support signified that the department valued the 

male hockey players more than the female hockey players. 

Visibility. 

Information regarding the men's ice hockey team, mcluding upcoming games, 

results, statistics, previews, and announcements of recruits, was regularly mentioned in the 

news releases, whereas stories on the women's ice hockey team were infrequent. There were 

47 stories on men's ice hockey in 1998-1999, 56 for the 1999-2000 season and 44 stories 

during 2000-2001. In comparison, the department provided half as many stories on the 

women's ice hockey team in those years with 29 stories in 1998-1999, 18 stories in 1999-

2000, and 24 in 2000-2001 (see appendix H for further details). One explanation for this 

difference was that the men's team was categorized as a major sport; therefore upcoming 

games for their team were regularly promoted around the campus assuming that this 

investment in promotions would be recovered in ticket sales.™ When the women's ice 

hockey was reintroduced in the late 1990s, the department devoted some resources to 

promoting them. However, they no longer actively promoted the women's team because of 

low attendance figures (female adrninistrator A3) and were only promoted i f no other teams 

were hosting home games (female athlete H3). 
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According to the communications coordinator they recendy stopped producing 

elaborate programs for the teams: 

We don't print game programs anymore. The only thing we do is the 
schedule and we do a game hot shot, which has, it's equal . . . Yah it's four 
sided. It's a 11x17 [piece of paper] and it's equal billing. Women's and men's 
write ups. Women's and men's rosters. Women's and men's stats on the 
back. So they're totally equal, (female administrator A3) 

With the exception of the athletic department logo that was printed in colour, the program 

that I received at the men's ice hockey game was printed in black and white on 11 x 17-sized 

paper. It contained a general overview of the weekend's games, rosters for the two teams, 

and regional conference statistics (observational notes, January 2001). In spite of the 

communications coordinator's claim that programs for men's and women's teams were 

equal, the program for the women's game was less professional looking and included less 

information. It was printed entirely in black and white on an 8 V2 x 11 blue piece of paper, 

half the size of the men's program. The only information included in it was the rosters for 

the two teams and a short paragraph previewing the weekend's games (observational notes, 

October 2000). There were no statistics or extensive write-ups. It appeared that less time 

and effort went into the production of it, which reaffirmed the notion that promoting the 

men's ice hockey program was a higher priority. 

Fan support. 

Fan support favoured the men's team over the women's team. I estimated 

approximately 100 people in attendance at the women's game and between 300 to 400 fans 

at the men's game (observational notes, October 2000, January 2001). Members of the 

women's team did not deny they had fewer spectators, but instead focused on the increased 

numbers of fans from the previous season. According to one female player: 

I wasn't there last year so I don't know, but people say there's been a lot 
more support this year for our team. ... even just people who've been at the 
rink and we've been playing. A n d they've stopped and stayed for a few 
minutes or whatever. Like friends coming out and family corning out. It's 
been a lot bigger this year. (H3) 

Ice hockey was characterized as one of the few sports in North American society 

where masculinity in the form of physical play, violent actions, and aggressiveness was 

prominendy displayed, valued, and celebrated (Gruneau & Whitson, 1993, Theberge, 

2000b). Because of debates about the appropriateness of women displaying similar 

masculine behaviours, body checking, a major component to the men's game, was not 
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allowed in the women's game (Theberge, 2000b). As a result, some viewed women's ice 

hockey as a different game where different aspects were valued. In the women's game speed 

and strategy were highlighted, as compared to power and force (Theberge, 2000b). The 

coach of the women's team (B6) described the women's game as a " . . .finesse game where 

success is not dictated by size and strength. This does not mean that the games are not 

physical and intense, it is still in your face hockey, but passing and team speed are keys to 

winning" (Author N , 1999, p. 15). Underpmning these ideas was the notion that power and 

force were more exciting to watch than finesse and strategic play. A comment from one 

male hockey player summed up the common sentiment that women's ice hockey offered 

sometxiing to fans, yet men's hockey was more desirable to most fans as it reflected the 'true' 

game. He stated, "Yah I enjoy watching women's hockey and it's great. But I want to see the 

guy taking a 100 mile-per-hour slap shot. . . . Or I like to see the bone-cranching body 

checking. Right, where the women's game just doesn't provide that for me" (H5). 

Athletic council. 

One of the female hockey players I interviewed was the current president of the 

athletic council. She was involved with it not only to meet other athletes, but also to 

advocate for more support for the women's ice hockey team. In her words: 

. . . obviously i f I'm president .. . and I'm an ice hockey player, . . . the more 
our team's going to get [from] the administration, [and] the more our team's 
going to get known. A n d they're going to know we're participating and 
putting back our effort to the funding they're giving us. (female athlete HI) 

Neither of the male hockey players involved in my study sat on the council, but they were 

aware that two of their teammates were. 

Summary of the ice hockey program. 

The structure and institutional conditions of the men's and women's ice hockey 

teams were the most divergent of the four selected sport programs. The men's team had a 

more extensive competitive schedule, greater access to quality coaching, support staff, 

facilities, and schedules, better quality equipment and uniforms, and their sport was 

promoted more extensively. The women's team struggled for legitimacy as a varsity sport 

with fewer resources and less desirable competitive and practice conditions. The differences, 

as I explain in subsequent chapters, were usually attributed to the long history of the men's 

team and the influence of their alumni, which compensated for the fact that the men's team 

had not had a successful season in many years. 
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Rugby Program 

History and accomplishments. 

Men's rugby was the oldest university sport on campus, with athletes playing it in 

1906 (Author D , n.d.). Over the years, 75 players from the men's rugby program have been 

selected to the senior Canadian men's national team and 15 have won the university's male 

athlete of the year award, which was named after a male rugby player (Author D , n.d.). 

Despite their long history, the C I A U did not support a national championship for men's 

. rugby and thus it was not recognized as a CIAU-sanctioned sport. The dominance of men's 

football, another field-orientated sport, and the variance in regional interest in men's rugby 

has contributed to keeping it at a club level in Canadian universities (Author O, 1999). 

The history of women's rugby at L C U was relatively short as it started out as a club 

team in 1991 (Author P, 1998). By the 1998 season, the department had granted the team 

C I A U varsity status. A n increase in grassroots development of women's rugby was one 

reason given by the male athletic director to account for their elevated status. This 

explanation was mteresting given the misogynistic nature of rugby where derogatory 

comments about women and femininity are common and masculinity was epitomized and 

revered (Mean, 2001; Schacht, 1996). Another explanation was that since the C I A U was 

committed to achieving gender equity with their prograrnming opportunities they added 

three national championships for women mcluding one for women's rugby in 1998, with ice 

hockey and wrestling being the other two additions (Author O, 1999). In their first season as 

a C I A U team, the women's team won the regional championship and came in third at the 

national championships (CIS, 2001b). Four members of the women's rugby team have been 

honoured as All-Canadians and one was the C I A U player of the year (CIS, 2001b). 

Roster si%es. 

The men's rugby program typically fielded four teams: a first division or university 

team, a second division, a fourth division, and an under-19 team that acted as a 

developmental system for the university team (Athletic Department, 1997; Author O & 

Author Q, 1997). For the 2000-2001 season the men's university team consisted of 32 

players (Athletic Department, 2000-2001). 

The women's program fielded two teams: a university team and a developmental or 

club team (Author M , 1999b). There were 35 to 50 members involved in the women's 

program, with around 17 players on the university team (Author M , 1999b; Author P, 1998). 
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According to C I A U regulations, a maximum of 22 players can be listed on the game-day 

roster for national championships (CIAU, 1998). The coach for the women's rugby team 

argued that having two teams allowed for women with varying skill levels to participate with 

the rugby program. In contrast, one female rugby player contended their program should 

not support two teams given the limited availability of resources: 

They shouldn't have this junior varsity team. They're not organized enough 
to have it. They don't have enough money. They don't have enough coaches. 
They don't have enough anything to have two teams. It just makes things so 
disorganized. .. . When things have been established, then bring in the junior 
varsity team. . . . Y o u can have people practicing but at the moment it's just 
not working. (R2) 

Staff. 

The coaching staff of the men's rugby program consisted of a male part-time head 

coach, three male assistant coaches, and one female athletic trainer for a total of five 

members (Athletic Department, 2000-2001). The department budgeted approximately 

$41,000 for coaching salaries and benefits for the men's program (see table 9). The part-time 

head coach of the men's team had access to two offices on campus - one in the main 

gymnasium and one in the rugby clubhouse, while the part-time head coach of the women's 

team had access to office space, albeit small, at the clubhouse (Author M , 1999b). 

A t the start of the data collection period, the coaching and support staff for the 

women's program consisted of a female head coach, which was designated as a "part-time 

honorarium position" (Athletic Department, 2001b), a male assistant coach, and a female 

athletic trainer, for a total of three staff members. Part way through the 2000-2001 season 

the female head coach resigned. For the duration of the season, a man acted as the interim 

head coach. To ensure their coaches had time to concentrate on coaching, the female rugby 

players formed an executive committee responsible for administrative concerns, such as 

booking transportation, scheduling games, fundraising, and so forth. It was also possible 

they took on this added responsibility to demonstrate their commitment and dedication to 

the sport and thus legitimizing their status as a varsity sport. 

Budget figures for salaries for the women's program were approximately 10% of that 

for the men's program, even though the women had C I A U status and the men did not. For 

the 1999-2000 season $4,600 was budgeted for salaries, with $4,000 allocated for the 
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following season (see table 9). These salaries were in line with national figures as the majority 

(9) of women's rugby head coaches were paid less than $5,000 per year (CIAU, 1999). 

Trainers were assigned to both rugby programs; however, one female rugby player 

(RI) noted their former trainer 'moved up' to the men's program. Rugby is a physical and 

masculine sport where injuries are common and seen as a badge of honour (Schacht, 1996). 

Since displays of masculinity were expected with the men's team, there was an assumption 

that there were more chances for injuries on their team and more experienced trainers were 

required to ensure players were properly assessed and treated. Training for the women's 

team was viewed as a 'stepping stone' to training for the more prestigious men's team, where 

they were more likely to get better experience dealing with injuries (female athlete RI). 

Facilities. 

Both rugby programs had access to four, full-size fields (pitches) and a rugby 

clubhouse, located on campus, for their practices and games. One pitch was fenced in and 

lighted with bleachers on one side of the field to accommodate 500 fans (Athletic 

Department, 1992-1993). The clubhouse included three change rooms, a storage area, office 

space, and a lounge. In describing the lounge portion of the clubhouse, one female rugby 

player alluded to artifacts associated with the men's program: 

. . . we have like this littie lounge. A n d there's like all the old jerseys and 
awards from when the guys' team has gone places. . . . There's tdiings like 
trophies and staff and they're all really old. The place is really gross and kind 
of crappy, but it does the job. (R2) 

Another member of the women's rugby program (RI) suggested there was a hierarchy of 

access to the change rooms and fields. When the men's and women's teams played at the 

same time or on the same day, the men's teams (home and visiting teams) had access to 

separate change rooms, while the two women's teams shared the third change room. As for 

the field access, the men's university team was at the top of the hierarchy, followed by the 

women's university team, then the men's second division team. In terms of access to 

facilities, the needs of the new women's rugby program were accommodated, but the men's 

program retained preferential access to fields and locker rooms. 

Schedules. 

The rugby season ran from September to March for the women's program and from 

September to May for the men's program (Athletic Department, 2000-2001; 2001-2002). 

From September until the end of the October, the women's university team competed in the 
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regional and national championships and from September to Apr i l in a local rugby league 

(Athletic Department, 2001-2002). Practices for the women's rugby teams were held two to 

three times a week (Athletic Department, 2001-2002). 

The men's season consisted of an exhibition schedule against other university teams 

from Canada and the United States. Like the women's program, they extended their 

schedule by competing in a local rugby league. The exhibition schedule for their team used 

to be more extensive, but with recent financial cutbacks, especially to the travel budget, the 

schedule was reduced with less travel to other Canadian universities. 

Resource support. 

Some members of the women's rugby program believed that having C I A U status 

and a successful program garnered greater recognition and legitimacy on campus, as well as 

increased resource support from the department (Author P, 1998). However, their operating 

budget was lower than the men's with major differences in salaries and benefits and travel 

(see table 9 for a breakdown of operating expenses for the rugby programs). Although the 

men's travel budget was reduced from $26,680 for the 1998-99 season to $15,565 for the 

2000-2001 season, their total travel budget was significantiy more than that for the women's 

program, which was almost cut in half from $4,000 in 1999-2000 to $2,500 in 2000-2001 

(see table 9). A few people I interviewed assumed the women's team had a larger travel 

budget because they traveled to national championships, but the athletic director clarified 

this misconception. In his words, "it cost us $20,000 to send the women's team to nationals. 

But we fund [travel to] championships from a separate varsity budget" (A5). The 

department had a separate budget account for travel to CIAU-sponsored national 

championships that was accessed by any team with CIAU-status. 

Members of both rugby programs discussed efforts to address shortcomings with 

their operating budgets. For example, female players fundraised in order to supplement their 

meager budget and cover basic operating costs, like field maintenance and travel. A male 

rugby player indicated: 

I don't know how many other teams sell chocolates throughout the year to 
try and raise funds so they can just break even. . . . they have to pretty close 
pay out of their own pocket to travel A n d just transportation even just in 
around the city. So that's a big hassle so. But it's sort of like the minnow 
looking up at the mammoth, rather than anything else. (R3) 
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Even though the men's operating budget was greater than the one for the women's 

program, they experienced gradual cutbacks in recent years: 

When I first came in like '95, we got scholarships and what have you. A n d 
we always have this continual exchange with [two American schools] and so 
forth. A n d traveling down there was like that was all paid for. We stayed in 
hotels and so forth. Compared to when I finished with the team, there were 
no scholarships and we were billeted, (male athlete R3) 

While the men's program counted on their alumni to offset financial cutbacks, the female 

rugby players took action to supplement the limited resource support from the department. 

Table 9. 

Operating Expensesfor Men's and Women's Rugby Programs over Three Seasons 

Operating expenses 

Season Team TOB TOB less 

salaries 

Salaries Travel SOS O E Tel 

iililillllllilillftll! ,• 

1998-1999* men n/a 27,495 n/a 26,660 n/a 3n0 535 

women n/a 5,500 n/a 3,500 n/a 2,000 0 

& * 2 : .Sir jSL: ..X iL. ^Hllilliiilp 
1999-2000 men 63,705 23,115 40,590 19,660 2,600 200 655 

women 12,100 7,500 4,600 4,000 3,500 0 0 

JgL J*. 1? ' ~8L m SSI'1" tf & 
2000-2001 men 64,014 23,141 4n,873 15,565 2,800 4,095 681 

women 11,500 7,500 4,000 2,000 5,200 0 0 

Note. A l l figures are in Canadian dollars. 
T O B = total operating budget; SOS = sports operations and supplies; O E = operating expenses; Te l = 
telecommunications 

a Budget figures were not as detailed for the 1998-1999 season, thus accounting for the absence of some 
information. 

The men's program had corporate support, in addition to alumni support, somediing 

the women's team did not. According to a female rugby player: 

Our men's team is sponsored by adidas this year. We never even heard a 
tiling about it. . . . all of a sudden they had all these adidas track suits and 
where did that come from? ... We're never been sponsored by anybody 
before. (RI) 

My observations substantiated her claims as I noticed many members of the men's rugby 

team wearing varsity jackets with the adidas logo on it (observational notes, 2000, 2001). 
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One difference in support from the department that favoured the women's program 

was with uniforms. One female rugby player (RI) indicated that their program had "four sets 

of jerseys. There's a jv [junior varsity] home and away. A n d there was a varsity home and 

away." A t the women's rugby match I attended the women wore rugby shirts emblazoned 

with the athletic department logo and some players sported L C U toques (observational 

notes, January 2001). In comparison, I did not notice their logo on any part of the men's 

uniforms. As well, their numbers were pinned on to the rugby shirts, as opposed to 

permanendy sewn on. Overall, the uniforms for the men's rugby program looked "dingy and 

old" (observational notes, March 2001). It was possible that the women's team was outfitted 

with better looking and newer uniforms so as not to look inferior to their C I A U 

competitors. 

Overall, the men's rugby program had greater resource support from the 

department, alumni and sponsors. This discrepancy was particularly poignant considering 

that C I A U status and success at the regional and national level had not translated into 

significant commitment from the department for the women's program. 

Visibility. 

A few of the athletes I interviewed commented that the department did not regularly 

or substantially promote either of the rugby programs. A female basketball player (B3) 

remarked, "I don't even know i f they are C I A U or anything because I never hear anything 

about them." This sentiment was supported by my analysis of the news releases. There were 

five short stories on women's rugby in each of the three seasons I analyzed and there were 

five stories on men's rugby in 1998-1999, two stories in 1999-2000, and no stories during the 

2000-2001 season (see appendix H). The low numbers of stories can be attributed to the 

short C I A U season for the women's team, the extensiveness of the exhibition schedules for 

both programs, which were not regularly promoted or reported on, and the status of the 

men's team as a club sport. Nevertheless, I expected that the success of the women's team at 

the regional and national levels would have been highHghted more, especially given the 

importance that the department placed on success and winning championships. Given the 

low numbers of fans attending the rugby matches, it was not surprising that they did not 

print programs for the rugby matches, nor charged for attendance (observational notes, 

January, 2001, March 2001). In spite of the lack of promotion and coverage, the women's 

team had taken the initiative to produce and distribute posters to promote upcoming games. 
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Fan support. 

Historically, men's rugby attracted many fans to their games (Author D , n.d.), but 

currendy neither the men's nor the women's rugby teams played in front of a large number 

of spectators. Players on both teams indicated that usually only a handful of people came 

out to their games, which was supported by my observations. There were about 20 people 

sitting in the bleachers at the women's match and approximately 30 people standing on the 

sidelines at the men's game (observational notes, January 2001, March 2001). The low 

attendance figures for both teams contrasted considerably with the regular fan support for 

the basketball teams and the men's hockey team. According to the athletic director, sports 

with low attendance, like rugby, were not promoted. However, one could argue that i f they 

promoted those teams more often and more extensively, attendance and interest might 

increase. 

Athletic council. 

According to the president of the council, the women's rugby team sent 

representatives to the council, but the men's team had never done so. Two rugby players I 

interviewed did not comment at all on it, while one female rugby player, who was not an 

athlete representative, indicated it was important to have the council as a place to voice their 

opinions. As a formally recognized and structured entity with athlete representation, the 

council could pressure adrninistrators and coaches to be held accountable for gender equity. 

However, comments from many other athletes implied that there was a general lack of 

awareness of it and its role in the department. Additionally, I suspect that the overall 

indifference towards the athletic council could be attributed to a lack of time and interest in 

volunteer work. 

Summary of the rugby program. 

I expected the structure and institutional conditions of the women's and men's rugby 

programs to be more comparable in that the women's program would have privileges based 

on their C I A U status that would balance the preferential treatment the men's team received 

because of their traditional status on campus. Instead the tradition and longevity of the 

men's program contributed to privileges such as a larger operating budget and greater access 

to facilities and practice space. In contrast, the department displayed minimal commitment 

to the women's program despite their status as a C I A U team and their recent successes. 
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Considering all four sport programs, the entire rugby program received litde support from 

the department, especially with regards to promotion and fun-time coaches. 

Swim Program 

Unlike the other three sport programs in this study, the swim program operated in 

an integrated manner as a combined sport. Practices for male and female swimmers were 

held in the same pool, at the same time, under the direction of the same coaching staff. The 

swim program was only distinguished as separate men's and women's swim teams for meets 

and championships tides and even then, competitions were run in an integrated manner. 

History and accomplishments. 

When L C U officially opened in 1915, students could belong to a men's or women's 

swim club. Both programs were elevated to varsity status in the late 1950s. In the 1990s, the 

university swim program amalgamated with a community swim club to create a 

developmental system for competitive swimmers in the region (Author R, n.d.). As a result 

of this partoership, coaching salaries were usually not included in the university's financial 

statements (see table 10). Instead, monies were allocated to the swim program from the 

department for professional fees. 

Prior to the recent successes of the men's and women's swim teams during the data 

collection period (both teams won 4 consecutive national championships), the men's team 

had won 4 regional championships and 2 national championship and the women's team had 

won 12 regional championships and 6 national championships (Athletic Department, 2000-

2001; CIS, 2001b). The swim program had been honoured with the C I A U men's coach of 

the year four times, the C I A U women's coach of the year eight times, the C I A U male 

swimmer of the year five times, and the C I A U female swimmer of the year three times (CIS, 

2001b). In swimming, C I A U All-Canadians were awarded to the top two finishers in every 

individual and relay event at the national championships. To date, there have been 83 male 

All-Canadians and 95 female All-Canadians from this swim program (CIS, 2001b). 

Roster si%es. 

Each university was permitted to enter a maximum of 18 male swimmers and 18 

female swimmers for national championships (CIAU, 1998). A t L C U , the roster sizes for the 

men's and women's teams were determined on an annual basis by performance standards. 

According to the male coach I interviewed, "the training groups . . . were all done by 

standards [that] are strictly performance [based]. A n d the numbers are related to people 
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making the standards" (S5). In recent years, more men than women met their gendered 

performance standards (there was a men's standard and a women's standard) and as a result, 

the men's team consisted of 14 or 15 athletes, while the women's team ranged between 7 to 

9 athletes. Another explanation was that female swimmers' performance peaked in their late 

teens, while male swimmers excelled later in their 20s. One female swimmer (SI) recounted 

that she had "never known a girl to graduate [from L C U ] and still be swimming," and male 

swimmers "do their five years of varsity and are still going to school and still training after 

that for a few more years . . . swimming into their mid to late 20s." A t this university, 

performance standards and physiological peaking dictated the number of playing 

opportunities for male and female swimmers. 

Staff. 

The same all-male coaching staff (two male full-time head coaches and one male 

assistant coach) worked with both male and female swimmers. One head coach worked with 

the elite university swimmers, who qualified for the national team and competed at the 

international level, and another head coach was in charge of swimmers who competed for 

the university but were not national team members. 

According to the 1999-2000 budget, $20,800 was allocated to the swim program for 

salaries and benefits, with another $35,000 directed towards professional fees. For the 2000-

2001 season they were budgeted $55,000 for professional fees (see table 10). It was difficult 

to determine i f these salaries were in line with national data because these figures only 

accounted for a portion of their entire salaries, which were subsidized by fees from the 

community swim program. 

Three swimmers (two women, one man) discussed the lack of female swim coaches 

in their program and in the sport of swimming generally. Two swimmers (SI & S3) noted 

that there were occasional communication breakdowns between the "male dominated staff 

and some of the female swimmers, but there was a concerted effort on behalf of the coaches 

to better understand them. It was presumed the male coaches 'naturally' identified with their 

male athletes. Female head coaches in swimming, particularly at the elite levels, were 

uncommon. For the 1998 -1999 season, there was only one female swim coach in the C I A U 

(CIAU, 1999). One female swimmer (S2) recognized the general lack of female coaches, but 

added she was not concerned about it because she wanted to be coached by the most-

qualified person regardless of gender. Even though the swimmers mentioned the dominance 
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of men at the coaching ranks, none of them seemed concerned with the situation. Rather, 

the lack of female coaches was 'just the way things are' in this sport. While gender equity in 

coaching was not the focus of my study, it was obvious that systemic inequities continued to 

exist in the coaching ranks (Danylchuk & MacLean, 2001; Inglis et al., 1996, 2000). The 

perpetuation of men in coaching roles, not just in swimming, sent the message to female 

athletes that coaching was not a viable career option for them. 

Facilities. 

Swim practices were normally held in an on-campus, indoor aquatic facility that was 

built in 1978 ( L C U , n.d.). The facility accommodated lanes of 25, 50, and 80 metres in 

length, a meeting room, an equipment room, and the coaches' office located near the pool 

deck ( L C U , n.d.; observational notes, January 2001). Banners celebrating regional and 

national championships, along with meet championships, were displayed from the rafters 

and on the walls in the aquatic facility. This facility also included an upper balcony with 

bleachers (observational notes, January 2001). The swim program also made use of an 

outdoor pool with 55-yard lanes that was completed in 1954 and was located adjacent to the 

indoor facility ( L C U , n.d.). 

Schedules. 

Unlike most other sports, male and female swimmers trained together in the same 

facility, with the same coaches, at the same times (observational notes, February, 2001, June 

2001). They practiced 9 to 10 times a week, up to five hours a day. In the words of one male 

swimmer: 

We're here from 5:30 to 7:30 in the morning. Monday, Tuesday, Thursday, 
Friday. A n d then Saturday we have another two-hour workout later like at 8 
to 10. A n d then every [weekday] we're here from 1:45 to 4:30. Forty-five 
minutes before 2:30 [we]'re doing dry land, like running, [or] weights, 
medicine balls. . . . that's pretty much the template. So it's about 24 hours a 
week of ttaining. (S3) 

Most swimmers I spoke with also competed on national-level teams, which meant their 

ttaining extended to 11 months of the year. 

The university swim season started in September, included 6 to 10 meets during the 

season and ended in late February or early March with the national championships (Athletic 

Department, 2000-2001). Regional and national championships for both swim teams were 

held on the same weekend in the same facility. For many other C I A U sports, the women's 

national championship was held a week or two prior to the men's championship. A t regional 
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championships points were awarded to the men's and women's teams separately, with the 

men's and women's races scheduled in an alternating format, which suggested that the 

accomplishments of men and women were equally valued (observational notes, January 

2001). One female swimmer reflected on the integrated structure of their swim meets: "it is 

kind of neat how we alternate in a swim meet. It alternates a men's event and women's 

event. .. .So you're behind the blocks and you've got a teammate, male, in the water" (S3). 

Unlike many other university competitions I have witnessed, male and female teammates 

stood together on the pool deck and cheered each other on (observational notes, January 

2001). It appeared they identified themselves with the entire swim program instead of with a 

separate men's team or women's team. 

Resource support. 

Unlike the other sports, there was one budget for the entire swim program. A large 

portion of it was directed towards the rental of the pool (see table 10 for a breakdown of 

operating expenses for the swim program). Like the ice arena, the aquatic facility functioned 

as a separate entity from university athletics and therefore, the swim teams paid to use it. 

According to one of the head coaches (S5), swimmers who trained during the off

season, which was the non-university season, were required to pay monthly fees of 

approximately $200 to the swim club "for coaching and pool time." During the university 

season, the athletic department covered these fees for the athletes, and provided all the 

swimmers with swim caps, a state-of-the-art swimsuit, tracksuits, and pool-deck jackets. 

Table 10. 

Operating Expenses for the Swim Program over Three Seasons 

Operating expenses 

Season T O B T O B less 

salaries 

Salaries Travel SOS Rental O E Tel Fees 

HKBMHflHHnHBflHBRi 
1998-1999 * n / a 81,800 n / a 49,920 n / a 30,000 (50) 2,010 n /a 

1999-2000 140,580 119,780 20,800 49,920 2,500 30,000 350 2,010 35,000 

2000-2001 n / a 145,432 0 46,500 6,120 35,000 150 2,662 55,000 

Note. A l l figures are in Canadian dollars. 
T O B = total operating budget; SOS = sports operations and supplies; O E = operating expenses; Te l = 
telecommunications; fees = professional fees 
* Budget figures were not as detailed for the 1998-1999 season, thus accounting for the absence of some 
information. 
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Since the teams were not allocated separate budgets, I could not compare the 

financial support given to male and female swimmers. In general though, it appeared that 

they were supported at comparable levels by the department. 

Visibility. 

Most university teams were mentioned in news releases specifically by their gender. 

For example, stories on the men's and women's basketball teams were referred to as 'men's 

basketball' or 'women's basketball' instead of under a common tide of 'basketball program.' 

This was not the situation with the two swim teams who were treated as one entity. 

Probably because of their success at the regional and national level, the swim program was 

mentioned regularly; yet, the total number of stories was smaller when compared to less 

successful teams like men's ice hockey, or sports with shorter seasons like men's football 

(see appendix H). For example, in the 1999-2000 season there were 18 stories on the swim 

program compared with 56 for men's ice hockey and 20 for men's football. Likewise in 

2000-2001, swimming was mentioned 14 times, men's football 23 times, and men's ice 

hockey 44 times (see appendix H). Nevertheless, the stories on swimming were the longest 

of any of the four selected sport programs. For the 1999-2000 season, the average length of 

a story on swimming was 14.6 lines and for the 2000-2001 season it was 20 lines. The next 

highest average was for women's rugby at 11 lines and men's ice hockey at 10.8 lines (see 

appendix H). However, the stories on swimming included both the men's and women's 

teams, while all other stories were on single-gender teams. 

The department did not charge admission, nor print a program for the regional swim 

championship I attended (observational notes, January 2001). According to the athletic 

director, "There's no point in promoting swimming and other sports where . . . you might 

play one home event a year" (A5). Despite the irregularity of their meets, I was surprised 

they did not provide a program or promote the meet because the swim teams were two of 

the most successful university teams in recent years and I assumed they would want to 

emphasize and showcase their successes to the general public. 

Fan support. 

In spite of the recent successes of both the swim teams, few people attended their 

meets. According to one male swimmer "we're lucky if we get 10 people to cheer us on." A 

female swimmer added that despite the popularity of swimming as a participation sport in 

Canada the swim program struggled to get fans out to their meets. Their impressions of low 
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attendance were supported by my observation as I counted about 50 people at the regional 

championship (observational notes, January 2001). The low figures could be attributed to 

the belief that swirnming was not considered a spectator sport, and the department had 

chosen to not promote it. 

Athletic council. 

Two members of the swim program (a man and a woman) that I interviewed sat on 

the council to develop "a sense of community among the athletes" (S3). The female 

representative explained: 

I've only actually been doing that the last year and a half or two years. . . . just 
finally got to know a lot of other teams, because the swim team's a bit 
secluded. I don't know why, we just kind of [are]. I don't know i f it's just 
because we're in our own venue and we just kind of do our own thing. A n d 
yah the other teams seem to have a lot more time . . . their schedules kind of 
mesh so that they're all doing the same thing at the same time. We always 
seem to be a bit off. (S3) 

Sitting on the council was a way for swimmers to increase their visibility and connection 

with other athletes. 

Body image. 

O f all the athletes I interviewed, swimmers were the only ones who commented on 

body image and the pressures to lose weight. Male and female swimmers indicated they 

personally knew female swimmers with eating disorders and while not direcdy attributing it 

to the prevalence of male coaches, they suspected that having male coaches complicated the 

situation. According to one female swimmer: 

. . . swimming's a bit messed up too just because, I don't know, it's 
something to do with being in bathing suits all the time and they see you. 
They're not afraid to say you need to lose weight . . . [or] you're not looking 
as fit. (S3) 

A male swimmer felt it was easier for women to approach a female coach about concerns 

over weight control. While not a primary focus of my study, it seemed gender played a role 

in swimmers' competitive experiences, with female swimmers having added pressures to 

control their body weight. 

Summary of the swim program. 

The situation with the swim program was very different from the other three sport 

programs. In general, male and female swimmers competed in the same institutional 

conditions, whereas in the other programs, male and female athletes often faced very 
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different structures and conditions. This difference can be largely attributed to the fact that 

the swim program was run in an integrated manner and as a result male and female 

swimmers had similar access to facilities, qualified coaches, and operating monies. The 

recent success of both swim teams also contributed to the similar conditions for them. If 

one team had been less successful than the other, I suspect I may have found greater 

discrepancies in the institutional conditions of the two teams. 

Summary of the Institutional Conditions of the Your Sport Programs 

O f the selected sport programs, the two basketball teams, men's ice hockey, and 

men's rugby had the longest history on campus. Women's rugby and the recent 

reincarnation of women's ice hockey were the newest teams to be included in this study. 

Although men's teams with longer traditions on campus tended to have more established 

alumni groups, women's teams, mcluding those with historical ties to L C U did not. The 

men's and women's swim teams were the most successful teams as evidenced by their recent 

string of national championships. 

Roster sizes between the men's and women's basketball teams were similar in 

number. However, there were fewer women than men on the hockey, rugby, and swim 

teams. The lower numbers were attributed to a lack of qualified female participants. 

For the most part, men's teams had greater access to resources such as operating 

budgets, equipment, staffing, and facilities. Men's teams were allocated more money for 

coaching salaries than the women's teams, a trend that was consistent across Canadian 

universities (CIAU, 1999). The ice hockey and rugby programs had the greatest 

discrepancies in budgets between the men's and women's teams. With respect to facility 

access, male and female swimmers and basketball players had similar access to their training 

facility. In rugby and ice hockey, accommodations were made for the newer women's 

programs, but the men's programs still retained preferential access to locker rooms and 

training facilities (Steinbach, 2000; Vertinsky, 1992). 

The two basketball teams and the men's ice hockey team had the highest number of 

spectators. Major sports, like basketball and men's ice hockey, were deemed to be of interest 

to the general public and the media and thus were promoted on a regular basis. While few 

fans attended swim meets, the swim teams were regularly mentioned as a result of their 

continued successes at regional and national championships. 
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In comparing the four sport programs, the structure and institutional conditions 

surrounding the swim program were the most equitable, albeit not completely. Male and 

female swimmers were coached by the same staff members, practiced in the same facility, 

and had similar successes. In stark contrast, the conditions surrounding the men's and 

women's ice hockey programs were very different to each other. There were significant 

variations in staffing, facility access, promotion, and operating budgets. Even though the 

men's and women's rugby programs were not a high priority for the athletic department, the 

men's program enjoyed more privileges, mcluding greater facility access, more qualified staff, 

and substantially more funding. O n the surface the conditions of the men's and women's 

basketball teams were comparable, yet there were differences between the two that favoured 

male basketball players, mcluding preferential facility access and sponsorship. In this chapter 

I illustrated that not only did the structures and conditions differ between sport programs, 

they also differed within the programs. 

In the following chapters I discussed and analyzed themes that cut across the four 

sport programs, which are referred to as a cross-case analysis (Creswell, 1998): the meanings 

and practices related to gender equity, and the justifications used to explain the gaps between 

meanings and practices. Here, it was important to describe and analyze the institutional 

conditions of the case study sport programs so as to ground the findings and to understand 

their impact on those meanings and practices. 

' This figure included part-time and full-time undergraduate and graduate students. 

" To maintain the confidentiality of the university, I assigned pseudonyms to authors o f documents and reports 
generated from university departments and of articles from campus newspapers and publications. 

Athletes were listed on rosters as a red-shirt, meaning they practiced with the team, but were not registered 
with the C I A U and were not eligible to compete in sanctioned events. Coaches often kept players on in this 
capacity to provide them with experience without losing a year o f C I A U eligibility. 

i v These figures were indicative of the last season of the data collection (2000-2001). When I started collecting 
data in 1999, there were 21 head coaches in the athletic department and 5 of whom were women. O f those five 
women head coaches, only two were associated with the four case study sport programs. 

v The Regional Conference operations manuals consisted of two components: i) the constitution, and ii) the 
bylaws. 

" More detailed and in-depth analyses of the operating budgets are included in appendix G and chapter 6. 

™ During my observations I gleaned information from championships banners, such as the year teams won 
championships and the level o f championship (i.e., national or regional). 
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™ Each year, the C I A U recognized athletes' outstanding athletic accomplishments in each sport with A l l -
Canadian awards. They also recognized outstanding academic accomplishments with Academic All-Canadian 
awards. These awards were handed out on a yearly basis to athletes who earned a grade point average of 80% 
or higher for the year in which they competed in a C I A U sport. 

LX Following the 1999-2000 season, the male head coach of the men's basketball team, who had been with the 
team for 14 seasons, resigned. A former player with the men's basketball team, who had prior experience as a 
coach, was hired for the next season. 

x Interestingly, at the same university, the men's and women's volleyball teams switched game times during a 
weekend. O n Friday night, the women played the early game and on Saturday night the men played first. 
Greater interest in women's volleyball and a mutual agreement between the two head coaches of the volleyball 
teams were given as reasons why the game times were switched in this sport. 

x i Universities pay the C I A U a fee to participate in different sports and these differed from sport to sport. The 
highest fees for the 1998-1999 season were for women's ice hockey and women's rugby, both at $450 per 
university team. In comparison, participation fees for men's and women's basketball and men's ice hockey 
were $200 each. Fees for men's and women's swimming were $100 per team ( C I A U , 1998). 

x " I requested information on the revenue generated from the varsity sports, but my requests were not fulfilled. 
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5 
Meanings of Gender Equity 

Conceptually, gender equity often goes unquestioned and unpacked as individuals 

often do not reflect on what it means, nor do they check i f their understandings are shared 

with others (Bryson & de Castell, 1993). Therefore, part of the study was devoted to 

identifying the meanings that selected administrators, coaches, and athletes associated with 

gender equity. These verbalized meanings are reflective of discourses that produce versions 

of the truth about gender equity (Alvesson & Billing, 1997; Scott, 1990; Weedon, 1997). The 

findings indicated that there were three dominant meanings of this organizational value: i) 

equality, ii) conditional equality, and iii) it is a women's only issue, and each of these had a 

number of different dimensions associated with them (see appendix N for percentages of 

the respondents' meanings based on gender, stakeholder group, and sport affiliation). Similar 

meanings have been identified in previous research on gender equity in organizations more 

generally (cf. Benschop & Doorewaard, 1998; Bryson & de Castell, 1993; L i f f & Cameron, 

1997) and in sport and recreation more specifically (cf. Greendorfer, 1998; Hall et a l , 1989, 

1990; Kay, 1996; McKay, 1994; Shaw, 2001; Yule, 1997). However, this study suggested that 

one's understanding of gender equity was partially influenced by a combination of their 

stakeholder group, gender, and sport affiliation, implying that there are problems with 

relying only on the views of upper adirrinistrators as previous research has done. In this 

chapter, I described and discussed the three meanings. 

Equality 
The dominant force in gender equity reform in sport has been the emphasis on 

equality that is underpinned by liberal feminism (Doherty & Varpalotai, 2000; Hall , 1996; 

Hall et a l , 1989, 1990; Hargreaves, 1990; McKay, 1994; Nilges, 1998; Vertinsky, 1992). 

Gender equity as equality has come to be understood as providing men and women with the 

same opportunities and treating them in the same fashion (cf. Hall, 1996; McKay, 1994; 

Kent & Robertson, 1993; Shaw, 2001). For example, in his study on gender equity policies in 

the Australian sport system, McKay (1994) identified a dominant liberal feminist discourse 

that he labeled the "change the rules" discourse. This discourse centred on the idea that 

1 A version of this chapter has been published. Hoeber, L , & Frisby, W . (2001). Gender equity for athletes: 
Rewriting the narrative for this organizational value. European Sport Management Quarterly, 1,179-209. 



131 

equality is achieved once structural barriers within the existing system, such as limited access 

to programming opportunities, are removed and oppormnities are created, an idea that was 

echoed by the participants in this study. Versions of the equality discourse have also been 

found in other sectors as well (cf. Bailyn, 2003 - academia; Benschop & Doorewaard, 1998 -

banking; Benschop et al., 2001 - banking and law enforcement; Bryson & de Castell, 1993 

and Kenway et al., 1994, 1998 - education). 

The predominance of the equality discourse in the sport literature suggests that the 

terms equity and equality are used interchangeably, yet some organizations have suggested 

that they do not mean the same thing. This problem has been noted in previous research on 

gender equity and contributed to confusion and ambiguity about how the organization and 

its members understood it (cf. Shaw, 2001; Staurowsky, 1995). For example, the Canadian 

Association for the Advancement of Women and Sport and Physical Activity (CAAWS), an 

advocacy group, established separate definitions for gender equity, equality, and equity. They 

defined gender equity as "the principle and practice of fair allocation of resources, programs 

and decision-making to both women and men, and includes the redressing of identified 

imbalances in the benefits available" (Kent & Robertson, 1993, p. 43). Key components of 

their definition were an emphasis on fairness, the multiple-dimensionality of gender equity, 

and the necessity of political action to address inequities. They defined equality as: 

.. .treatment that is equal or the same for any two or more groups of people. 
Within the context of the Canadian sport system, equality refers to girls and 
women at all levels of the system having the same opportunity as boys and 
men to participate in the system. (Kent & Robertson, 1993, p. 42) 

The equality definition assumes that girls and women are essentially the same as men and 

boys, and thus should be provided with the same opportunities and treated in the same way 

(Hall, 1996). CAAWS' s definition of equity was as follows: 

. . . equity is the belief and practice of fair and just treatment for individuals 
and organizations. To be equitable means to be fair, and to appear to be fair. 
. . . Equity does not necessarily mean that all persons must be treated exacdy 
the same. Where discrimination exists, people may need to be treated 
differently in order to be treated fairly. In other words, because girls and 
women live their lives in different conditions from those of males, the 
creation of equal access may require different treatment. (Kent & Robertson, 
1993, p. 4) 

For them, equity was equated with fairness and required steps be taken to atone for prior 

injustices. Fairness recognizes that "equal opportunity, even i f it exists, is not equitable i f 
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constraints are very unequal" (Bailyn, 2003, p. 139). It is difficult to achieve equity i f one 

group faces systemic discrimination and are unable to meet the standards that privilege 

another group. Therefore, gender equity exists when there are "equal opportunities and equal 

constraints" (Bailyn, 2003, p. 140). 

In this study, the predominant meaning of gender equity was to position it as 

ensuring equality between male and female athletes reflecting a liberal feminist 

understanding. Administrators, coaches, and athletes brought up the idea that women 

should be equal to men, but they differed in their understandings of how this should be 

accomplished. They referred to three variations of equality: i) equal opportunities for male 

and female athletes (79% of respondents); ii) equal allocation of resources (75% of 

respondents); and iii) equal treatment (32% of respondents). I separated the three variations 

into distinct sections even though there were inherent connections between them as over 

half of the respondents (19 in total: 11 women, 8 men) referred to more than one of them. 

Equal Opportunities: "Gender equity is equal opportunities for men and women." 

Twenty-two out of 28 respondents (79%; 13 men, 9 women) defined gender equity 

as ensuring "equal opportunity for athletes and their teams" (male athlete H4) or that 

"regardless of your gender, you should be provided with equal opportunities" (female athlete 

RI). The following quotation was illustrative of this variation: 

Equity is having the same opportunities or the chance to the same thing. 
A n d so I think gender equity ... is the women having the same opportunity 
as men to do things. So you know having the same opportunities as far as 
teams . . . i f there's a sport that they want to play. Or the same vice versa. . . . 
So both genders having the same opportunity i f there's a desire there, (male 
athlete B4) 

From a liberal feminist perspective, i f the barriers that create a "sloped playing field" and 

privilege men (Meyerson & Kolb , 2000) are removed within the existing system, it is thought 

that gender equity can be achieved (Acker, 1987; Bryson & de Castell, 1993; Hall, 1997; 

Hargreaves, 1990). In sport, those barriers have typically been identified as the lack of 

programming opportunities afforded to women. As a result, equal opportunities in sport 

emerged as an organizational strategy implemented in the late 1960s and early 1970s to 

address inadequacies in the quantity, quality, and diversity of programs available to women 

(Vertinsky, 1992). The fact that this strategy has become taken for granted may explain why 

this variation of equality was referred to by a majority of athletes and coaches in each of the 

selected sport programs (basketball - 57%, ice hockey - 71%, rugby 100%, swimming -
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100%). Interestingly though, more men (93%) than women (64%) referred to equal 

opportunities, suggesting that more men than women assume that gender equity will be 

accomplished simply by offering an equal number of programming and playing 

opportunities (Hall et al., 1989, 1990; McKay, 1997, 1999.) AdditionaUy, their belief in equal 

opportunity served to reinforce an idea that all participants have an equal chance, which in 

turn implied that men did not receive special treatment (McKay, 1999). Opportunities could 

refer to many other areas such as equal access to scholarships, athletic therapy, quality 

coaching, travel, equipment, and so on. Because of the potential for multiple understandings, 

I asked respondents to elaborate on what equal opportunities meant to them. They 

described it in terms of programming, scheduling, and access to facilities and resources to 

name a few areas. 

Eleven respondents (39%; 6 women, 5 men) described it as having equal numbers of 

teams for women and men or the "same amount of opening[s] per team" (female athlete 

S2), thus ensuring "an equal number of men and women athletes" (male athlete S4). This 

understanding is in line with the sport literature that advocates for equality in programming 

(cf. Doherty & Varpalotai, 2000; Hargreaves, 1990; Kent & Robertson, 1995). 

These quotations confirmed my initial assumption that respondents conceptualized 

equity as equal opportunity with respect to the numbers of programs for athletes (analytical 

notes, 2000); however, other understandings were also mentioned that I had not initially 

considered. For example, a male hockey player (H4) suggested that all athletes should have 

an equal opportunity to access scholarships and to obtain an education, while a male rugby 

player (R3) and two male coaches (B7 & H6) spoke in terms of all athletes having the chance 

to improve athletic skills. Two women (a coach and a swimmer) discussed "access to [the] 

same quality of coaching" (B6) and the "same amount of coaching attention" (S2). The 

following quotation from the female development officer illustrated that some individuals 

understood equal opportunities in a comprehensive manner that touched on many aspects 

of being a university athlete: 

I think it is equal access to sport, to playing sport, to be encouraged in sport. 
A n d that means everytdiing from participation to scholarships and awards, 
funding, coaching quality, and then staff for those women's sports. So it 
affects everytiiing from the coaches all the way down through to the athletes 
. . . in training opportunities and access to professional athletes and their 
mentoring. It's all of those tilings. (A2) 
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For this respondent, gender equity involved having the opportunity to participate in athletics 

and to access mnding, staffing, training, and mentoring. These meanings suggested a 

broader notion that went beyond simply 'opening the doors' to athletes to participate in the 

same numbers of sports (Hall, 1996; Shaw, 2001). It was apparent that by Ustening to more 

voices, alternative meanings of gender equity were being uncovered (Fletcher, 1999). 

Equal Resources: 'Equalfunding for male andfemale teams." 

Twenty-one respondents (75%; 13 women, 8 men) mentioned another variation of 

equality: equal distribution of, and access to, resources, including financial and human 

resources. For example, a female basketball player (B2) discussed "equal funding for male 

and female teams," while a male swimmer (S4) argued that it was about providing an "equal 

allocation of resources." Based on these points of view, gender equity meant that men's and 

women's teams should receive the same operating budgets, quality of coaching staff, as well 

as other resources, such as game day staff, facilities, equipment, and uniforms. This variation 

of equality implied that while opportunities for men and women to compete can be similar, 

resources were not always allocated equally. 

More women (93%) than men (57%) referred to this variation of equality. One 

explanation for this difference was that women traditionally have had less access to 

resources and as a result they were more aware of the need for their equitable distribution. 

This variation was also used more often by athletes (82%) and administrators (100%) than 

by coaches (33%). It is possible that since coaches had littie control over the distribution of 

resources, they were less concerned about it compared to the athletes who benefited from 

them and the adrninistrators who distributed them. A majority of the members of all four 

sport programs (basketball - 71%, ice hockey - 57%, rugby - 75%, swirnming - 100%) spoke 

about the equitable distribution of resources, which indicated that this was important to 

most athletes, regardless of their gender or their sport affiliation. 

Equal Treatment: "Teams are treated equally regardless of gender." 

A third variation of equality was the emphasis placed on equal treatment of male and 

female athletes. Nine respondents (32%; 7 women, 2 men) discussed "mak[ing] sure that the 

teams are treated equally regardless of gender" (female athlete B l ) . Approximately 75% of 

the respondents from the women's basketball team and 67% of the respondents from the 

women's rugby team referred to this variation of equality. In comparison, no respondents 

from any of the men's teams mentioned it, suggesting that the respondents from those two 
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women's teams were more concerned about "how fairly both are treated" (female athlete 

B2). Historically when making decisions, athletic department administrators have favoured 

the interests of male athletes, and some female athletes still believed they were treated 

unfairly. A quotation from a female basketball player provided an example of a historical 

privilege in facility access provided to the men's basketball team: 

There's one great [practice] spot on Thursday early afternoons that 
everybody wants. A n d we've never gotten it. It used to be men's basketball 
forever and ever and ever. I diink they probably still have it. It's just been 
theirs. I think we tried to share it with them and they wouldn't give it up. 
They've got that spot and they're not letting go. (Bl) 

The male event management and promotions officer was one of the few men and 

few administrators to position gender equity as ensuring all athletes were treated in an 

equitable manner when making decisions. He explained that it: 

.. .is not necessarily i f there were the same numbers of men's and women's 
teams or athletes. It's being treated with the same ... sense of priority from 
the department when we're tiiinking about attracting sponsors, or advertising 
or marketing or hiring coaches or wmning on the field or on the court. (A5) 

Traditionally, men's sports have been more valued on campuses because they were popular 

and brought in more revenue. In turn, they were provided with more privileges in areas such 

as scheduling, marketing and promotions (Danylchuk & MacLean, 2001). Some respondents 

suggested that women's teams should be marketed in a similar manner to men's teams, 

which would illustrate equal importance and value. Compared to the meanings of equal 

opportunities and equal resources, equal treatment was concerned with putting the 

organizational value of gender equity into practice in a more sincere and comprehensive 

way. 

Multi-dimensional Meanings of Equality 

Some respondents referred to more than one variation of equality when asked to 

define this organizational value. For one female coach, gender equity meant equality in the 

opportunities to participate, in the allocation of resources, and in the treatment of athletes. 

She explained that gender equity: 

... would be . . . equal access to participation in sports. Equal treatment as far 
as scheduling, budget, new equipment. . . . equal promotion as far as what's 
valued on campus for spectators. [The] same amount of funds that go into 
promotion and marketing. .. . access to the same quality of coaching. (B6) 



136 

Similarly, a female basketball player indicated that gender equity was about "equal funding 

for male and female teams, equal publicity, [and] equal exposure" (Bl). These comments 

suggested that gender equity was multi-faceted, requiring attention in several areas mcluding 

prograrnming opportunities, resources, and treatment, which was reflective of C A A W S ' s 

definition of it (see page 131), except that decision making was not mentioned by the 

respondents. This finding is also in line with what Shaw (2001) recommended from her 

work on gender relations in sport organizations. Adding more teams or more spots on teams 

was not sufficient (Hall, 1996). 

The multiple meanings of equality could have stemmed from the fact that the 

department's mission statement did not clearly identify or define their organizational values 

(see appendix D). As a result, while most respondents identified gender equity as an 

organizational value, the understanding of it was left open to individual interpretation. Based 

on the post-structuralist feminist understanding of the relationship between power and 

knowledge (cf. Calas & Smircich, 1996; Kenway et a l , 1994; Weedon, 1997), it is reasonable 

to assume that certain meanings carried more weight than others in part because of who 

espoused them. 

More men (93%) than women (64%) referred to equal opportunities, whereas more 

women (93%) than men (57%) interpreted gender equity as having equal resources. Male 

coaches (100%) and male athletes (100%) relied on equal opportunities more than the other 

meanings, which suggested that it was the easiest way for them to define gender equity 

because the numbers of teams were already similar. While 50% of female athletes espoused 

equal treatment, only 20% of administrators and no male athletes did. As shown by McKay 

(1997, 1999), men in management positions believed their sport organizations followed a 

principle of equal opportunity. Since it is usually male sport adrninistrators who are 

identified as key informants in research, their meanings are heard more often and are 

perpetuated as the truth (cf. Hall et a l , 1989, 1990; McKay, 1997, 1999; Shaw, 2001). This is 

problematic because there is litde consultation with organizational members with lower 

status and power, such as women or athletes, who may have other understandings of 

organizational values that could be accommodated (Martin, 1992, 2001; Salzer-Morling, 

1998). As well, male sport administrators exercise power through engaging in dialogues and 

estabkshing agendas to construct and reinforce dominant discourses that are restrictive and 

confining, while at the same time overlooking and silencing alternative meanings. Thus, what 
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is understood as the truth is not open to discussion and challenges to it are easily dismissed 

(Fletcher, 1999). 

Another possible explanation for the different meanings was that it would be simpler 

and more convenient for some stakeholder groups, especially administrators, to demonstrate 

equal numbers of programming opportunities for male and female athletes than it would be 

to ensure equal treatment and access to resources. By emphasizing the mainstream idea of 

equal opportunity, they were able to direct attention away from alternative understandings 

that required greater changes and which might have threatened the normalcy of the status 

quo. 

Commentary on Equality 

Prior research on gender equity in sport organizations (cf. Hall et al., 1989, 1990; 

McKay, 1994, 1997, 1999) has suggested that equality was often understood as uni-

dimensional, with a focus on programming opportunities. This study implied it was multi

dimensional, mcluding the allocation of resources and the treatment of athletes. As a result, 

administrators, who tended to espouse equal opportunities, needed to recognize that athletes 

and coaches were also concerned about equality in these other areas. While researchers have 

used the ideas of equal opportunities, resources, and treatment interchangeably (cf. 

Benschop & Doorewaard, 1998), I argue that these are different variations of the liberal 

feminist view of gender equity as not all three naturally existed at the same time. To 

illustrate, an athletic department can provide equal programming opportunities to male and 

female athletes, but there are no guarantees that they also provide equal resources to them or 

treat them equally. Furthermore, i f the institutional conditions are unequal in the first place, 

the treatment and experiences of athletes will not be the same. 

Equality in terms of increased numbers of women participating in sport (Acosta & 

Carpenter, 2000; Theberge, 2000) does not adequately challenge the inherent masculine-

dominant system of sport (Hall, 1996; Hargreaves, 1990). The goal of equality is for women 

to have the same opportunities as men to participate, but that premise is based on them 

participating witdiin a traditionally male-dominated system and being equally successful as 

men (Bailyn, 2003; Hovden, 2000; Larkin & Staton, 1998; Martin, 1994). The underlying 

assumption is that women are expected to consent to assimilate to the masculine norms that 

dominate sport (Fraser, 1997; Hall, 1996). Hovden (2000) studied the criteria used to select 

leaders of Norwegian sport organizations, such as flexibility with time, connections with the 
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business community, determination, goal-orientation, and loyalty. Despite claims that 

women had an equal chance to apply for those positions, they were usually deemed less 

qualified with respect to the subjective criteria that favoured men. Many maintain that this 

'add women and stir' approach, where women are mixed in to the existing system, is 

ineffectual when the existing gendered culture is not confronted (Bryson & de Castell, 1993; 

Gherardi, 1994; Martin, 2000; McKay, 1994). Meanings of gender equity based on liberal 

feminism "are not sufficient to disrupt the pervasive and deeply entrenched imbalance of 

power" (Ely & Meyerson, 2000, p. 589), so it has not led to substantial changes to the 

existing male dominated structures, practices, conditions and power relations that sustain 

gender inequities in organizations (Acker, 2000; Benschop et a l , 2001; Ely & Meyerson, 

2000). Specifically, gender equity initiatives based on liberal feminist notions do not address 

historical and systemic inequities embedded in the masculine culture of sport organizations, 

such as the devaluing of female athletes and women's sports, which made it difficult for men 

and women to be equal in the first place (Bell-Altenstad & Vail , 1995; Greendorfer, 1998; 

HaU, 1996; Hargreaves, 1990; Lenskyj, 1994; McKay, 1999; Nilges, 1998; Staurowsky, 1995). 

Other researchers have found that organizational members assumed they all clearly 

understood what gender equity meant and shared the same meanings (Bryson & de Castell, 

1993; Garnsey & Rees, 1996). The multiple meanings of gender equity (i.e., equality as equal 

opportunities, equal resources, or equal treatment) implied that understandings of this 

organizational value were not completely shared. Two other meanings were also evident and 

I labeled them: i) conditional equality and ii) it is a women's only issue. 

Conditional Equality 

Conditional equality was another prominent meaning, whereby individuals appeared 

to support gender equity, but resisted changes in the status quo unless they were beneficial 

to the dominant group. McKay (1999) noted that male managers expressed support for 

gender equity initiatives in Canadian national sport organizations as long as women were not 

provided with special considerations because of their gender. In her study of responses to 

gender equity policies in a university setting, Bagilhole (2002) found some men were 

cautious and conservative in their understandings of how it could be implemented into 

organizational practices. 
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In this study, some respondents (36%; 4 women, 6 men) understood gender equity 

as an organizational value that was achievable only under certain conditions or scenarios. 

Respondents who spoke about conditional equality took various factors into consideration 

that restricted possibilities for implementation, due to the desire to maintain the status quo. 

They believed that men's teams should continue to be treated more favourably because they 

earned their privileged status as a result of their tradition, history, and status with the 

department.1 Whereas the equality meaning reiterated a view of men and women as the same 

and thus should be treated the same, this understanding of gender equity reflected the view 

that women should be treated differendy because they are distinct from men (Fraser, 1997; 

Hall, 1996). Fraser (1997) argued that this meaning was problematic because it was 

essentialist and reinforced gendered stereotypes. 

Considering Institutional Conditions: "It doesn 't necessarily have to be dollar for dollar. " 

Some respondents added a caveat by saying that it was not possible, or even 

desirable, for the department to achieve gender equity for every competitive university team, 

considering the financial ramifications, the popularity of men's sports, the success of teams, 

or the histories of the teams on campus. 

O f the four sport programs, conditional equality was most prevalent with members 

of the two hockey teams (100% of ice hockey). One female hockey player defended the 

provision of different levels of funding to men's and women's teams when she defined 

gender equity as: 

.. .providing what's needed according to what's needed almost It's not 
straight out okay they get you know $250,000, we get $250,000. Because we 
don't need that. . . . So it's just a matter of treating each team according to 
what you know they need to be able to function. (H2) 

Since the women's ice hockey team was a newer team on campus with fewer conference 

games and players than the men's hockey team, she felt it was unnecessary for her team to 

receive the same level of funding. Another female ice hockey player (HI) stated, "when I 

define equity I take into factor other things as far as how long the sport's been around," 

while a third female hockey player (H3) believed that i f a sport was not as popular, it should 

get less money. They believed it was appropriate to provide more resources and 

programming opportunities to men's teams that had a longer history or were more popular. 

The coach of the women's ice hockey team (H6) saw gender equity as "an equality of 

opportunity situation. So [it] doesn't necessarily have to be dollar for dollar, player for player 
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type of thing." For hirn, as long as programming opportunities were equal, other 

components of the university athlete experience did not have to be the same for male and 

female athletes. Their meanings of gender equity considered the historical and social 

contexts of ice hockey that were characterized by entrenched gender relations (Theberge, 

2000). Martin and Meyerson (1998) found that some upper management women excused 

the practice of men hiring other men, which contributed gender discrimination in the 

selection process. Similarly, findings from this study illustrated that some female athletes 

defended the athletic department's position of providing more resources to men's teams 

even though their own teams were disadvantaged. 

In another example, part of the intercollegiate coordinator's interpretation of gender 

equity centred on the idea of providing "equal fundings for those opportunities at the level 

of which they're warranted" (female administrator A l ) . While it was reasonable to consider 

what was gender equitable on a sport-by-sport basis and to recognize the unique needs of 

each team, these needs were defined by the administrators rather than by the athletes. The 

female ice hockey players acknowledged that their basic needs, such as ice time and essential 

equipment, were addressed. However, they would have preferred to practice on an 

appropriate ice surface with matching equipment and a full time coach, but these needs were 

not seen as essential by athletic adrninistrators. 

Not Taking Away From Others: "Not at the expense of the men's teams." 

Respondents discussed not adversely affecting the traditional structure of sport that 

favoured men's teams. Most of the male coaches (80%) claimed they supported gender 

equity in the sense of providing programming opportunities and resource support, but only 

as long as the existing practices for men's teams were maintained. One male coach's (S5) 

understanding was that, "everybody should be allowed to pursue athletics at the highest 

level, but i f it's at the expense of somebody else who's at a higher level, then I don't 

necessarily agree [with that]." His comments implied that there was a gender order in 

university sports, with male athletes playing at a higher level than female athletes, and as 

such they deserved more support and promotion. This male coach further explained that: 

They [the administrators] need to be able to assess the level of the team and 
the entry point. A n d what it takes to be forward and what's competitive. .. . 
A n d women might not be as good as top twelve in men. A n d that's the 
reality right now. Maybe in fifteen years it's equal. . . . [In] some of these 
sports that we're adding to for gender equity, wonderful ideas. But the reality 
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is they're not as good as the men's sports. Sorry. Build the program. Right 
[but] not at the expense of the men's program. (S5) 

He, like other coaches of men's teams, supported gender equity, but did not want to see 

resources being diverted away from existing men's programs to support newly established 

women's teams. They saw the participation of women as a threat to the established gender 

order where sport was a male domain and women were invaders in their space (Theberge, 

2000; Vertinsky, 2000). 

Despite their concerns that resources were being diverted to support new women's 

teams, over three seasons the men's university teams collectively received between 35 — 37% 

of the athletic department's total budget, while women's teams received only 16 — 19%, 

demonstrating that even with the addition of two new teams for women the men received 

twice as much of the financial resources (see table 5 in chapter 4 and appendix G). 

Commentary on Conditional Equality 

I was not surprised that some men (43%) expressed the conditional equality 

discourse, as research has consistendy shown that they are privileged within the existing 

sport system and would not likely endorse changes that could significandy threaten those 

privileges (Greendorfer, 1998; Kay, 1996; Kidd , 1995; Shaw, 2001; Staurowsky, 1996a, 

1998). Staurowsky (1998) suggested that their reliance on it may be explained by the fact that 

they do not recognize the prevalence of systemic barriers facing women. Messner (1988) 

found that many men approved of women competing in sport, but maintained a belief that 

"inequahty is part of the natural order" (p. 207). Therefore, it was unrealistic to expect that 

male and female athletes would have the same access to resources or programming 

opportunities, because male athletes are 'naturally' more talented and their athletic 

performances are more highly valued. Greendorfer (1998) found that some male coaches 

and a<iministrators in American universities felt that the privileges provided to men's teams 

must be protected against what they saw as the threat of preferential treatment of women's 

teams. Their protection of the status quo reinforced the underlying belief in the superiority 

of men's interests and that "reverse discrimination is far worse than systemic chscrimination 

and ignores decades of unequal access discrimination against women" (Greendorfer, 1998, 

p. 87). This meaning is indicative of hegemonic power in that inequities based on gender 

were taken for granted as natural or normal (Benschop & Doorewaard, 1998; Kearins, 

1996). 
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I did not expect some women (29%) to also rely on this meaning of gender equity. 

One female rugby player (R2) explained she did not support the idea of equal prograrnming 

opportunities across all sports, because "If you're stopping people from playing their sport 

because there's not another girls' team .. . I think it's stupid." A similar comment was made 

by one female administrator (A2) who asked, " D o you elirninate football because it skews 

the gender equity issues? I mean ... that's elinimating an opportunity to play a sport for men 

just to accommodate women's inability to play football." In the current social environment, 

if athletic departments wanted to add a new team for men, it was generally expected that a 

team for women would be added, thus ensuring equal opportunities to participate. 

Nevertheless, this department recently added a men's baseball team without adding a female 

counterpart in the same or another sport, and football continued to exist as a male-only 

sport at this university." Given the patriarchal nature of sport, it might be safer for women 

to accept the status quo than to advocate for greater changes and risk having their 

opportunities and resources reduced or taken away by the men who control university sport 

(Elinde et a l , 1993, 1994; McClung & Blinde, 2002; Staurowsky, 1998). Benschop and 

Doorewaard's (1998) also found that some women resisted equal opportunities policies 

believing that being the recipients of special treatment because of their gender would 

undermine their achievements. In my study, some women may have interpreted gender 

equity under conditional terms because of the risks associated with taking a stronger stance, 

such as being labeled a troublemaker and jeopardizing their career (Ashford, 1998; Ashford 

et a l , 1998; Martin & Meyerson, 1998). 

It is a Women's Only Issue 

It is well-documented that women have had fewer opportunities to participate as 

athletes in sport (Acosta & Carpenter, 2000; Hoffman, 1995; Hall, 1996; IngUs, 1988; 

Whitson & Macintosh, 1990) and that less attention has been paid to them by the media, 

fans, administrators, and sponsors (Kane, 1996; Shaw & Amis, 2001; Staurowsky, 1995). 

Gender equity initiatives and policies have traditionally targeted women to level the playing 

field (cf. Doherty & Varpalotai, 2000; Hall, 1996; Hoffman, 1995; Kay, 1996; Kidd , 1995; 

McClung & Blinde, 2002; McKay, 1997; Theberge, 2000). While there have been 

improvements in regards to women's involvement in sport (Acosta & Carpenter, 2000; 

Inglis et a l , 1996, 2000), the fact that gender equity was espoused as a women's only issue by 
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many of the respondents suggested they believed that all women were underprivileged and 

undervalued. I identified three different variations of this meaning in the data: i) women 

were undervalued as athletes (32% of respondents; 8 women, 1 man); ii) something should 

be done for women, but not for men (71%; 9 women, 11 men); and iii) gender equity was 

the women's responsibility (68%; 10 women, 9 men). 

Women were Undervalued: "Women are the curtain raisers." 

Some respondents (32%; 8 women, 1 man) positioned gender equity as a women's 

only issue because women's teams and female athletes were characterized as the "curtain 

raisers" for men's sports (RI), the "underdogs" (Bl), "second-class" athletes (HI) or "not 

the top bi l l" (B6). One female athlete (RI) stated that in many sports the tradition of 

scheduling women's competitions first implied they were not the primary focus or the main 

event, but instead they were the opening act or the 'curtain raisers' for the men's teams. 

Men's teams and male athletes were regarded as having superior and desirable skills and 

talents and thus were more highly valued (Eitzen, 2003, Gruneau & Whitson, 1993). In 

comparison, women's teams and female athletes were viewed as inferior and less valued, and 

thus not worthy of being showcased in prime time (Kane, 1996; McClung & Blinde, 2002; 

Nilges, 1998). 

The idea that male athletes were more skilled and thus more important indicated a 

gender order, which in turn meant that men had more power and privilege than women 

athletes (Connell, 1987; Gruneau & Whitson, 1993; McKay, 1994, 1997; Shaw, 2001; 

Staurowsky, 1995). In a hypothetical example, one female coach acknowledged this division 

when she stated: 

If you take one of the best men's basketball players and throw him in a gym 
with the best women, there's always going to be that separation, which is 
always the "I 'm better than you, so I'm valued more than you." (B6) 

Overall, members of the sport programs did not frequendy refer to the women's only issue 

discourse (basketball - 28%, ice hockey - 14%, rugby - 50%, swimming - 40%). None of 

the men associated with the sport programs discussed the undervaluing of female athletes 

and women's teams, while some members of women's teams recognized and even 

reinforced their secondary status. For example, one female hockey player (HI) believed that 

"the men ... they're athletes. A n d we're just trying to be athletes." The formal separation of 

male and female athletes on gender-segregated university teams should minimize 

comparisons made between them; yet, because of the prevailing and deeply held view that 
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men were the real athletes, this discourse supported a naturalized distinction between them 

(Connell, 1987; Gruneau & Whitson, 1993; Nilges, 1998). Consequendy, some female 

athletes felt that their accomplishments did not measure up to those of male athletes. Hall 

(1996) critiqued the prevailing practice of setting men up as the norm in sport against which 

women are compared. She suggested that this devalued the accomplishments of women 

because the norms privileged masculine skills and attributes, such as competitiveness, 

physicality, and aggressiveness. 

Something Should be Done for Women: "Helping women's programs stay even with men's programs" 

Over 70% of the respondents (11 men, 9 women) understood gender equity as an 

organizational value that specifically benefited women, not men, in the department. This 

meaning was referred to by a majority of all three stakeholder groups (athletes — 59%, 

coaches — 83%, adrninistrators — 100%) and in all four sport programs (basketball — 71%, ice 

hockey - 57%, rugby — 75%, swimrning — 60%), which suggested that it was systemic and 

inscribed in the organizational culture. One male administrator (A4) noted that gender 

equity was understood, particularly by other administrators, as "an issue of helping women's 

programs stay even with men's programs." A male coach of a women's team (R4) indicated, 

"Equity is saying 'well let's try to change this for women so they can do it better.'" The 

objective was for women to be "on par with the men" (female coach B6). In other research, 

this meaning has been labeled as doing something for women (Liff & Cameron, 1997) or a 

woman-centred ideology (Yule, 1997), where the understanding is that equity initiatives help 

women only (Ely & Meyerson, 2000). 

For two male coaches, their support of this discourse stemmed from their concerns 

about limitations with their daughters' future opportunities in sport. One fuU-time coach 

stated: 

... a lot of men ... had daughters, [and] they wanted the opportunity to have 
scholarships for their daughters. I myself have one daughter, a four-year-old 
daughter, and I'm looking for opportunities for her. A n d it certainly shed 
light and opened up my thoughts and beliefs in it as well by having a 
daughter, (male coach B7) 

For them and a majority of the male athletes (71%) gender equity "isn't a huge issue with 

me" (male coach H7) because they "haven't really had any problems" (male athlete B5). 

Many male athletes have not been faced with a limited competitive schedule, having to buy 

their own equipment, or making due with less than adequate ttaining facilities. Few coaches 
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of the selected men's teams were paid an honorarium instead of a salary or worked in a small 

office (see chapter 4). Since gender equity was not something that directiy affected the 

coaches of men's teams or male athletes, they did not associate gender equity with 'helping 

out the men' for the most part. In general, men had litde experience with oppression and 

consequendy gender equity did not often enter their consciousness (Bagilhole, 2002; Hall et 

al., 1989, 1990; McKay, 1997, 1999). Instead, they indirecdy understood it because of their 

relationships with their daughters, wives, mothers, or sisters and were supportive i f it would 

benefit women they knew (McKay, 1997, 1999). It is interesting that none of the coaches or 

administrators who had families mentioned concerns about the opportunities for their sons 

to be involved in sport. This illustrated an underlying assumption that few men were 

disadvantaged in the existing system and substantiated the historical privileges that men have 

had in sport. 

It was the Women's Responsibility: "She was one of the few who really made gender equity a priority." 

Based on the assumptions that women had the most vested interests in elevating 

their status in organizations and that they benefited most from gender equity practices and 

policies (Ashford, 1998; Hall et al., 1989, 1990; Inglis et a l , 2000; McKay, 1997, 1999), it was 

not surprising that 19 respondents (68%; 10 women, 9 men) implied gender equity was the 

responsibility of women. A l l the coaches (100%) and most of the adrninistrators (80%) 

referred to this idea. Although only 53% of the athletes referred to it, 70% of female athletes 

felt that gender equity was their responsibility. 

Over half of the members of the four sport programs (basketball — 57%, ice hockey 

— 86%, rugby — 50%, swimming - 60%) indicated that i f their sport was to be gender 

equitable, women had to take on the responsibility of being actively involved in narrowing 

the gap and letting people know if "they're being treated properly" (male coach S5). This 

feeling was most prominent in ice hockey where 86% of participants shared this 

understanding. Some members of the women's ice hockey team were involved in gender 

equity efforts as a means of demonstrating their legitimacy to the department. One was the 

president of the athletic council and another organized a hockey pool " . . . to prove to them 

that we can come up with some money" on their own (H2). According to these two female 

athletes, they took on the responsibility to "make it a litde harder for them to cut us so 

quickly" (H2) and to make it "harder for them to be sexist because I'm standing right there" 

(HI). 



146 

Some of the other ways in which women were actively involved consisted of being 

aware of gender equity issues, questioning the status quo at athlete council meetings, and 

advocating for changes to programming opportunities and resource allocations. A male 

coach of a women's team stated it was important to have women in leadership positions, 

such as one of his players who was the president of the athletic council, to make sure "tilings 

[did not] get out of whack on the equity thing" (male coach H6). The female intercollegiate 

coordinator was identified by a male administrator (A4) as the primary person in the athletic 

department who "really made gender equity a priority," in part because she was in charge of 

university athletics, but also because "she was the highest-ranked woman in the program." It 

was assumed that men in similar positions (e.g., president of the athletic council or 

intercollegiate coordinator) "would let it slide" (female coach B6). Other women who were 

actively involved in gender equity included a coach (B6) who made sure game day programs 

and half-time promotions were equal between the men's and women's teams and the 

development officer (A2) who encouraged alumni to donate to women's teams as well as to 

men's teams. These examples illustrated that some women have internalized this meaning 

and taken on the responsibility for gender equity for athletes, because i f they did not do it 

there would be no pressure to change. This assumption was also formally included in the 

department's written gender equity policy, where the onus was put on individuals associated 

with women's teams (i.e., coaches and athletes) to be "active in their community outreach 

and alumni development" for fundraising and scholarship development (see appendix A) . 

There was no mention of the responsibility of other coaches, athletes, or aclministrators 

associated with men's teams in regards to gender equity. By institutionahzing women's 

responsibility for gender equity in a policy and by remaining silent on men's responsibility 

for it, athletic administrators' construction of knowledge contributed to placing 

responsibility for gender equity improvement on women. 

Most of the women I interviewed felt some level of responsibility for gender equity 

for athletes. In stark contrast, seven male respondents, mcluding some coaches of men's 

teams and some male athletes, admitted that they had no part in it. This sentiment was 

exemplified by one male basketball player (B5) who in responding to my interview questions 

explained that he was trying to "equate it basically to the women's point of view with it," 

because he did not "perceive it to be a major problem." While he might have been trying to 

be empathetic, his comments further highlighted male privilege in sport (Hall, 1996). 
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Some of the male coaches of men's teams indicated they only thought about gender 

equity i f there was a possibility that their teams would be negatively affected by new 

initiatives, such as through financial cutbacks to their operating budget to accommodate 

women's programs. Some men believed that it was women's, not men's, responsibility to 

rectify gender inequities. A male coach indicated that the budgets for the men's teams were 

typically larger in part because they have had more time to establish and develop them. To 

address this issue, he recommended that "the responsibility goes to the women's program 

[to] develop your budget to this level" (S5). There was no consideration on his part that the 

budgets for men's teams were excessive and should be reviewed. There was no questioning 

of the current levels of funding to the men's teams, as it was assumed that the current 

privileges that men's teams and male athletes received were appropriate and justified and 

that women's teams needed to work harder to close the gap. 

Other researchers have also found that men tend to reject responsibility for gender 

equity because they had not experienced any problems (Hall et al., 1989, 1990; Li f f & 

Cameron, 1997; McKay, 1997). Post-structurahst feminists argued that it was a male 

privilege to reject responsibility. They maintained that some organizational members 

abdicated responsibility for gender equity because it was a distraction from their 'real work' 

(Fletcher, 1999a; Kolb & Meyerson, 1999), which implied that it was women's work. 

This lack of responsibility for gender equity by some men was significant in that they 

had greater access to forums in which power was exercised to establish "a system of shared 

meaning that reinforcefd] mainstream ideas and silencefd] alternatives" (Fletcher, 1999a, p. 

17). In the department studied, a man held the top management position of athletic director. 

From his place in the department, he exercised power through engaging in dialogues and 

setting agendas, and thus was mtimately involved in knowledge making (Rao et al., 1999). In 

addition, the total number of male coaches (16) significantiy outnumbered the number of 

female coaches (5) at the time of data collection, which meant that men's voices were more 

prevalent in discussions and meetings (Rao et al., 1999). If these men did not see gender 

equity as an important value, a point that was made by one male athlete (S3) who stated that 

gender equity was "not that important to enough people," it is unlikely that this value would 

be reflected in organizational practices. Power can be used to bring attention to gender 

equity or to advocate for changes through what Rao et al. (1999) termed the power of 

conflict. In this study though, it did not appear that many male administrators and coaches 
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exercised power for that purpose. A few of the women mcluding the female intercollegiate 

coordinator and the one female coach did recognize that i f they did not advocate for gender 

equity, little attention would be paid to it. Even more significant was the finding that the 

onus was on female athletes who have litde positional power to police the actions of others, 

deluding those in positions of authority (Acker, 2000; Kenway et al., 1998). Since the men 

indicated they had no or hide responsibility for gender equity, one can anticipate that 

changes will be slow or non-existent. There was litde recognition of shared responsibility for 

gender equity (Inglis et a l , 2000) or that it was important to both women and men 

(Alvesson & Billing, 1997). 

Commentary on It is a Women's Only Issue 

Even though this meaning appeared to atone for historical and structural inequities 

by recognizing that women have traditionally been disadvantaged, there were three concerns 

with it. First, positioning gender equity as a women's only issue sent the message that 

women required special treatment to compensate for their 'deficiencies' (Liff & Cameron, 

1997). Second, it was based on the assumption that all women were disadvantaged within 

the existing system (Hall, 1996; Hargreaves, 1990; Nilges, 2000) and did not recognize the 

possibility that gender equity could be relevant for all male athletes in the department. Third, 

and most importandy, the prevailing discourse allowed men to abdicate responsibility for it.'" 

This meaning implied that women required and received special treatment based on 

their gender, which contributed to resentment from some men as it conflicted with the 

underlying assumption that individuals succeeded based on their own merit (cf. 

Greendorfer, 1998; Staurowsky, 1996a, 1998; Shaw, 2001; Shaw & Slack, 2002). It naturally 

placed the responsibility for rectifying these inequities on all women, but did not recognize 

that men's involvement in sport could also be modified (McKay, 1997). Additionally, it did 

not consider that alternative discourses were needed to support change (Benschop & 

Doorewaard, 1998; Li f f & Cameron, 1997). 

This meaning did not acknowledge that some men were or could be disadvantaged 

by the hegemonic masculine ideology (Hall, 1996; Hargreaves, 1990; Nilges, 2000). Previous 

research has also shown that not all women felt disadvantaged in the existing sport system 

or considered themselves as second-class athletes (Blinde et al., 1994; Riemer & Chelladurai, 

2001; Staurowsky, 1998). One example with the rugby teams illustrated that female athletes 

had more privileges than male athletes. The women's rugby program was a C I A U sport; a 
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status that afforded them access to travel funds for CIAU-sanctioned national 

championships. In contrast, the men's rugby program had club status, which meant they did 

not have access to national championship funding. 

It was also problematic to assume that women were a homogeneous group who all 

equally benefited from gender equity (Hall, 1996; Hargreaves, 1990). Women competed in a 

variety of sports with different structures and institutional conditions, which impacted their 

access to prograrnming opportunities, resources, and treatment. As discussed in chapter 6, 

women who competed in major sports (e.g., basketball) tended to be better off than women 

who competed in minor sports (e.g., rugby). A similar argument can be made for male 

athletes in the basketball and rugby programs. While many men were privileged in the 

existing system, those who competed in minor sports (e.g., swimming and rugby) generally 

received less promotion and resources than men who competed in major sports (e.g., 

basketball and ice hockey). I agree that the alternative understandings of gender equity that 

challenge and critique the existing masculine structure of sport or that do not reinforce a 

natural gender order with women as the disadvantaged gender should be established 

(Hargreaves, 1990). However, the findings from this study suggested that there was still a 

need to direct attention to women, as the traditional gender ideology continues to exist in 

sport and there have not been enough significant changes to suggest that women are on an 

'equal footing' with men. 

Concluding Comments on Meanings of Gender Equity 

This chapter consisted of a discussion of three meanings of gender equity for 

athletes: equality, conditional equality, and it is a women's only issue. Respondents' notions 

of equality frequentiy reflected a liberal feminist ideology where the focus was on ensuring 

that male and female athletes were provided with equal access to opportunities, resources, 

and treatment. I uncovered two other dominant meanings: conditional equality, which was 

about supporting equal opportunities, resources, and treatment to male and female athletes 

as long as existing privileges were not threatened, and gender equity is a women's only issue, 

which abdicated men from their responsibility for ensuring gender equity. 

The fmdings in this chapter clearly illustrated that the meanings of gender equity for 

athletes were multiple and sometimes contradictory, which disputed the assumption of 

shared and unitary meanings in much of the organizational values' literature (cf. Buenger et 
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a l , 1996; Cable & Judge, 1996, 1997; Dobni et a l , 2000; Pant & Lachman, 1998; Voss et a l , 

2000). Although previous literature in sport has shown multiple understandings of gender 

equity (cf. Fink & Pastore, 1997, Jacob & Mathes, 1996; Sanger & Mathes, 1997), the 

differences in understandings were generally defined by one's stakeholder group, gender, or 

sport affiliation. My fmdings suggested that meanings of gender equity were not clearly 

defined by these factors. For example, while some female athletes and aclrninistrators agreed 

that gender equity was a women's responsibility, not all of them shared this view. Similarly, 

the conditional equality meaning was used by some male coaches and athletes, presumably 

to protect their existing privileges, but it was also identified by all the female hockey players, 

who were at a distinct disadvantage compared to their male counterparts. Using a post-

structurahst feminist perspective heightened my awareness of these differences in meanings 

of gender equity, by recognizing that groupings such as gender, sport affiliation, and 

stakeholder position were arbitrary and did not accurately reflect the diversity of individuals. 

Meanings were not fixed in a particular setting (Alvesson & Billing, 1997; Alvesson & Deetz, 

1996; Fraser & Nicholson, 1990; Kenway et al., 1994, 1998; Weedon, 1997). Instead, they 

changed depending on which organizational practice or teams the respondents discussed. 

One aim of post-structurahst feminism is to reveal alternative and hidden meanings. 

Equality is mentioned frequendy in the gender equity in sport literature and was the most 

dominant one used by respondents. By hstening to a variety of voices (Ferguson, 1994), 

alternative meanings, that is conditional equality and gender equity is a women's only issue, 

became apparent. Nevertheless, these meanings, while somewhat different from each other, 

all reinforced the existing gender asymmetry (Gherardi, 1994) and reflected a liberal feminist 

perspective, in which the belief is that men and women should be recognized and treated as 

equals in our society (Calas & Smircich, 1996; Hall, 1996; Hargreaves, 1990; Theberge, 

2000a; Vertinsky, 1992). The equality meaning ignored the hegemonic masculinity ideology 

embedded in sport that served to privilege men over women. The conditional equality 

meaning supported mamtaining the status quo so as not to pose a threat to existing 

advantages experienced by some men's teams and male athletes. Even though the women's 

only issue meaning recognized the barriers that many women faced, it reinforced the 

essentialist notions that all women were disadvantaged and that they were solely responsible 

for their lack of success in the male world of sport. Overall, the emphasis of each of the 

three dominant meanings was on upholding traditional patriarchal values and practices, 
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while changing structural aspects of the system to help women, rather than challenging the 

fundamental values that underpin sport or acknowledging the role of other axes of diversity. 

None of the meanings served to disrupt the traditional and taken for granted 

assumptions underpmning the knowledge truths associated with university athletics. There 

was little mention of meanings that questioned male privilege widiin the existing system and 

that focused on "transforming competitive practices, hierarchal structures, and men's 

values" (McKay, 1994, p. 81). There was litde consideration of understandings that 

incorporated the concepts of fairness and justice (Bryson & de Castell, 1993; Hall , 1996) or 

that recognized the need to have "unequal treatment in unequal situations" (Benschop & 

Doorewaard, 1998, p. 799). There was little discussion of meanings that acknowledged 

multiple and constandy shifting understandings of this value, similar to Meyerson and 

Kolb's (2000) post-equity or Bryson and de Castell's (1993) post-structuralist discourses. 

Meyerson and Kolb's (2000, p. 563) post-equity discourse assumed that "sex differences are 

socially constructed and that they take on particular forms depending on race, class, and 

other aspects of identity." In a similar vein, Bryson and de Castell (1993, p. 352) 

conceptualized gender equity as a "more generalized policy of equity with respect to a vast 

range of kinds of difference," recognizing that gender is "no more a privileged site of 

difference than race, class, or any of a host of other possible differences." While there was 

some recognition of differences that extended beyond gender, such as the institutional 

conditions of teams, no one discussed the impact of gender in relation to other aspects of 

identity such as race, ability, social class, or sexuality. The absence of these understandings 

may be attributed to the fact that since meanings in sport are created, controlled, and 

reinforced in many situations by white men with similar backgrounds (Bell-Altenstad & Vail , 

1995), alternative meanings that challenge the masculine culture have not been considered 

(McKay, 1994). It might also be that respondents did not have access to alternative 

understandings, and thus were unable to conceive of it in ways that challenged the taken for 

granted liberal feminist ideology. As a result, dominant meanings of gender equity have 

become so ingrained and accepted that it was seen as a "straightforward technical problem, 

rather than a question that has scarcely begun to be formulated, whose meaning has yet to 

be grasped" (Bryson & de Castell, 1993, p. 345). 

From a post-structuraHst feminist perspective, these meanings iHustrated the 

complexities and struggles involved in understanding gender equity (Oswick et a l , 1997). 
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They also represented "the gender we think" (Gherardi, 1994, p. 591) that is, how 

respondents understood gender equity. In the next chapter, I turn my attention to "the 

gender we do" (Gherardi, 1994, p. 591) that is how gender equity was enacted. Given the 

complexity associated with this organizational value, variations and inconsistencies with 

respect to how this value was enacted are expected (Bagilhole, 2002; Bryson & de Castell, 

1993). 

' This meaning was reminiscent o f the C A A W S ' s definition of equity that emphasized fairness and implied an 
allowance for differences depending on circumstances. However, the meanings provided by the respondents 
stressed the goal o f ensuring that men and women had equal opportunities, resources, or treatment. Fairness 
and justice did not enter into their understandings. Instead, they were advocating for the maintenance of 
historical differential treatment, instead of championing for different treatment to atone for historical 
inequities. Hence, I labeled this meaning 'conditional equality' rather than 'conditional equity.' 

" Women's football was not a C I A U sport and I was unaware o f any university women's football teams in 
Canada. I f they did exist, it was most likely at the club level. 

I discuss how men abdicated responsibility for gender equity in chapter 7. 
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6 
Gender Equity and Organizational Practices 

Underlying the idea that organizational values establish and underpin the vision of 

how organizations should operate (Collins & Porras, 1996; Pant & Lachman, 1998) is the 

assumption that i f values are espoused, they should be implemented (cf. Stackman et a l , 

2000). Recent studies have demonstrated that the value of gender equity is not always 

enacted and researchers have recommended that organizational practices be examined to 

expose this problem (Bagilhole, 2002; Bryson & de Castell, 1993; Gherardi, 1994; Meyerson 

& Kolb , 2000). This is important because espoused values will have litde impact i f they are 

only used to create a favourable public impression (Garnsey & Rees, 1996; Martin, 2000). 

Since discourses are manifest in organizational practices as well as in language, it was 

important to understand this aspect of the production and maintenance of asymmetrical 

power relations (Fletcher, 1999; Phillips & Hardy, 2002). 

Although there is some literature that addresses gender equity practices, particularly 

around the issue of compliance with Title I X legislation in the United States (cf. Fink & 

Pastore, 1997; Jacob & Mathes, 1996; Staurowsky, 1996a, 1998; Sanger & Mathes, 1997; see 

chapter 2), much of it has overlooked the relationship between meanings and practices. 

While these studies provided evidence of the embedded nature of gender inequities in sport 

organizations, they did not examine whether multiple meanings are actually put into practice. 

In order to change these practices, it is imperative that the dominant meanings which drive 

these practices be identified, while uncovering the meanings that have been suppressed 

(Meyerson & Kolb , 2000). This provides insight into the connection between discourse 

construction and power relations. As Weedon (1997, p. 108) stated, "it is only by looking at 

a discourse in operation . . . that it is possible to see whose interests it serves at a particular 

moment." 

In this chapter, I identified, discussed, and analyzed the manner in which gender 

equity was enacted for the sport programs studied and how those practices related to the 

previously identified meanings. Acker (1990) identified five gendered practices in 

organizations: i) estabUshing formal divisions of labour, space, and power; ii) implementing 

formal work practices such as job selection and resource allocation; iii) executing informal 

work practices such as social interactions between men and women; iv) estabkshing symbols 
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and images; and v) constructing gender identities. In this study, formal practices were the 

focus of attention. 

The three organizational practices that were most often discussed by respondents as 

contributing to gender equity and inequity were programming, resource allocation, and 

promotions (see appendix O for a detailed overview of responses based on gender, 

stakeholder group, and sport affiliation). As a result, I highhghted these three practices, 

although I realize that there are many others that could contribute to gender equity (e.g., 

decision making, fundraising, and policy development). Programming referred to the 

department's establishment of teams and their practice and competitive schedules. Resource 

allocation considered the distribution of financial, human, and material resources, as well as 

the provision of access to facilities and fields. Promotion referred to the department's 

marketing, communications, and recognition of athletes. Unlike previous work on gender 

equity in sport that have primarily relied on interview and/or survey data (cf. Fink & 

Pastore, 1997; HaU et a l , 1989, 1990; Jacob & Mathes, 1996; McKay, 1997, 1999; Sanger & 

Mathes, 1997), I collected and analyzed data from additional sources mcluding observations, 

news releases, and operating budgets to interpret, challenge, and make sense of the 

respondents' understandings of how gender equity was implemented. This was important 

because some informants could have indicated that gender equity was an organizational 

value that was fully implemented when that was not actually the case. 

Gender Equity and Programming 

To uncover respondents' understandings of organizational practices, I asked them to 

consider i f the department and their team was gender equitable and to provide evidence to 

support their claim. They identified a number of practices both at the departmental and 

team levels. The most commonly mentioned organizational practice was programming or 

the department's establishment of teams, which referred to either the number of teams for 

men and women or the number of spots on teams for male and female athletes. This 

conception of gender equity related to the equal opportunities meaning of gender equity that 

was discussed in chapter 5. 

Almost two-thirds of the respondents (64%; 9 women, 9 men) felt the department 

provided equal prograrnming opportunities in terms of the numbers of teams for male and 

female athletes and the numbers of female and male athletes. In comparison, 36% of the 
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respondents (7 women, 3 men) believed that this varied across the department. Most of the 

discussions for this practice considered prograrnming at the departmental level rather than at 

the sport level, because it was assumed that since both men and women competed in the 

four sports I selected, they were already equitable. 

Equality in Programming: "If there's a men's sport, there's a women's sport." 

A majority of athletes (65%), coaches (67%), and administrators (60%) believed that 

there were "equal [numbers] of men and women's teams" in the department (male coach 

S5). This understanding was shared among most respondents based on their sport affiliation 

(ice hockey - 71%, rugby - 75%, swimming - 100%). The one exception was with basketball 

where only the female coach and two male players shared this belief. The interview 

questions were open-ended and as a result I did not expect or require all respondents to 

speak to the same practices, which might explain why only a few of them commented on 

programrning. 

The idea that " i f there's a men's program, there's a women's program out there" 

(female athlete H2) was attributed to the department's philosophy of broad-based 

prograrnming and to their obligation to conference policies. According to a female coach 

(B6), they "offered a lot of sports and they try to balance i f there's a men's sport, there's a 

women's sport. A n d so a claim to fame is the broad based access to a number of different 

sports." Others suggested that they were obligated to guarantee equal numbers of teams for 

men and women. According to one female athlete (R2), "your university has to have the 

same amount of girls' teams as it does boys' teams. Like that's a rule. A n d I dunk at L C U 

that we do have the same." C I A U regulations stipulated that member universities must 

support a minimum of one sport for men and one for women, while the regional conference 

mandated a minimum of two sports for men, two for women (CIAU, 1998; Regional 

Conference, 1999). 

The department, however, was not formally mandated to ensure equal numbers of 

teams across all sports. A t the time of the data collection, there were 16 university teams for 

men and 14 for women (see table 6 in chapter 4). Historically women had fewer 

opportunities to participate in Canadian university sports (Matthews, 1974). The current 

situation suggested that there is a commitment to gender equity as evidenced by the 

increased number of teams available to women (Danylchuk & MacLean, 2001; Inglis, 1988; 

Pomfret, 1986). The recent addition of ice hockey and rugby teams for women at the C I A U 
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and departmental levels was often cited as examples of gender equity in programming, 

because these two sports had traditionally been the domain of men, but were now open to 

both men and women (Gruneau & Whitson, 1993; Mean, 2001; Schacht, 1996; Theberge, 

2000). This showed that the C I A U and the department were responding to calls for new 

ways to get women involved in university athletics.' Nevertheless, there were two sports 

(football and baseball) in which there was not a dedicated team for women." The recent 

addition of two new teams for women along with the existence of two men's only teams 

could explain why more male athletes (86%) than female athletes (50%) assumed there were 

equal numbers of teams. Male athletes were aware that the numbers of teams for women 

had increased, but female athletes recognized that they could not participate in all sports. 

While all respondents implied that the number of teams were the same, they 

overlooked other aspects of programming. For example, while the men's and women's 

basketball teams competed in the same gymnasium on the same evenings, the women's 

game was always scheduled before the men's game (see chapter 4), with the understanding 

that more spectators came to watch the men.'" One of the few examples where a men's team 

was disadvantaged in its programming was with the men's rugby team because it did not 

compete for a C I A U championship. The women's ice hockey team played 12 regular season 

games in comparison to 28 games for the men's team (see appendix H). In addition, the 

women's hockey team traveled less often and competed against a fewer number of teams in 

their league. These oversights were significant because, as identified in the previous chapter, 

respondents' understanding of programming opportunities extended beyond just the 

opportunity to compete. It also referred to the possibility of playing during a favourable time 

slot, traveling, or vying for a national championship. 

Hall (1997) stated that many equity strategies are underpinned by liberal feminist 

agendas where the aim is to increase women's participation rates and interest in sport by 

adding more programs or teams. One male coach suggested that ensuring equal numbers of 

teams or athletes was a relatively simplistic way for athletic departments to demonstrate their 

commitment to gender equity, but he questioned whether it was the most appropriate way: 

.. . the easiest but maybe not the most effective way to do it is like i f we have 
200 women, we should have 200 men. A n d I don't know i f that's the 
necessary right way to do it. But it is the easiest way. (S5) 

Pointing to recent changes in programming that established a gender balance in these four 

sports represented a simplistic solution to a complex problem as it failed to address other 
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aspects of their experiences (Garnsey & Rees, 1996; Hall, 1997; Shaw, 2001; Vertinsky, 

1992). 

Conditional Equality in Programming: It depends on "what model you use." 

More women (50%) than men (21%) indicated that equity in prograrnming 

depended on "what model you will use when you're looking at [it] in the overall department 

of athletics" (female adrninistrator A2). About 40% of athletes and 60% of administrators 

agreed that there was conditional gender equity in programming, while none of the coaches 

commented on it. Approximately a third of the respondents of the basketball and ice hockey 

teams indicated that programming was equitable "to some extent" (male athlete B4). 

However, no members of the rugby and swim teams mentioned it. This difference could be 

attributed to the reality that some athletes were aware of the availability of programs within 

the department, while others were only aware of the situation within their particular sport. 

The ambiguity surrounding gender equity in prograrnming stemmed from the 

diversity of ways that it could be interpreted (Rao et a l , 1999). Although most respondents 

commented on it with respect to the number of teams for men and women, there were 

other ways of implementing it. For example, Inglis (1988) examined the number of national 

championships, teams, and athletes in her study of the opportunities for men and women in 

the C I A U . Among the selected sports in this study, all teams except for men's rugby 

competed for a national C I A U championship. In all four sports the roster sizes were larger 

for the men's teams (see chapter 4). A t the departmental level, there were more spots 

available for men considering that men's football and men's baseball had relatively large 

rosters." These findings underscored the fact that simply focusing on the number of teams 

overlooked many other aspects of programming (Kenway et a l , 1998). 

Even though there were more teams for men and there were more male athletes in 

the department, the male athletic director repeatedly stated that prograrnming was equitable 

on a "sport by sport basis": 

Some sports have developed and others are just growing. In sports where 
there is some tradition at L C U , so basketball, volleyball, swimming, track and 
field, cross country, golf. If you take a look at say 80 percent of our 
programs, they're gender balanced in terms of opportunities, travel, league, 
coaching, etcetera. But . . . there are some that are difficult because in the 
case of the men's sports. Well let's look at rugby and ice hockey, which have 
been traditionally played for a number of years by men and only recendy by 
women. .. . They're started now. They've been added and they're building up. 
I mean there's no [regional conference] hockey league for women that 
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compares with men. There's no rugby league at all. The men just play an 
exhibition schedule. But the women now have a national championship. But 
there isn't any formalized league. So that's a sport that's just been started. . . . 
So right now there's still an imbalance. But you know. I don't think it's fair to 
compare the men's football, the men's rugby with women's rugby, men's 
hockey [with] women's [ice hockey] at this stage, because it was a lot easier to 
explain it when we didn't have women's hockey. (A5) 

His last point illustrates there has been a change in the gender logic about the 

appropriateness of certain sports for men and women (Connell, 1985). Traditionally sports 

like ice hockey and rugby were viewed as men's sports and were too rough, aggressive, and 

physical for women, which negated any discussion about women participating in them 

(Mean, 2001; Schacht, 1996; Theberge, 2000). A few respondents (female athlete H3 & male 

athlete B3) pointed out that there was no women's football team at L C U , which suggested 

that questions were raised about other new possibilities for women and implied that there 

was still room for alternative ways of thmking about how women can participate in 

university athletics. 

The athletic director's rationalization of the inequities in prograrnming reflected 

conditional equality, which was significant because as the top decision maker in the 

department, he was "the primary architect of the attitudes evidenced in all sectors of the 

sports program" (Pomfret, 1986, p. 86) and was involved in the production of knowledge 

about this organizational value. But rather than addressing the inequities in schedules and 

access to national championships, he saw them as normal and acceptable, which, in turn 

perpetuated the gender logic in prograrnming. 

Although there were equal numbers of teams for men and women in the four sport 

programs, which demonstrated a partial commitment to equity, Inglis (1988) argued that we 

must exarnine other practices to reveal a more comprehensive picture of the department's 

commitment. This point is particularly relevant when placed in the perspective that "the 

addition of women's sports had litde to do with an appreciation for women's sports" (Fink 

& Pastore, 1999, p. 323). Opening the door to women does not automatically challenge the 

prevalence of the hegemonic masculinity ideology in sport as women were expected to 

conform to traditional masculine values such as competition, strength, dominance, stoicism, 

and commitment. 
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Gender Equity and Resource Allocations 

Some respondents spoke about gender equity in relation to the allocation of 

resources, mcluding financial, material, and human resources, and the access to facilities for 

male and female athletes. Some (39%; 6 women, 5 men) felt that resources were equally 

distributed to male and female athletes, while others (32%; 6 women, 3 men) suggested they 

were distributed in an inequitable manner. Still others (32%; 5 women, 4 men) indicated that 

resource allocation was contingent on factors other than gender, such as the history or 

success of the team. The analysis of observational data and budget statements showed that 

resources were distributed in an equitable manner for the swim teams, but were inequitable 

for the three other sport programs. 

Equal Distribution of Resources: "The teams have equal amounts of money." 

Approximately half of the athletes (47%) and coaches (50%) believed that the men's 

and women's teams were allocated similar levels of resources from the department and were 

provided with equal access to facilities. The following quotation from one male athlete (B5) 

reflected this belief: "The teams have equal amounts of money available. . . . I think they're 

pretty good about spreading it around." Notably, none of the five adniinistrators, some of 

whom were direcdy responsible for distributing resources, agreed with this perception. 

A majority of the respondents associated with the swim (80%) or basketball (71%) 

teams also shared this belief. For example, the female basketball coach (T36) noted, "just 

seeing what they have on their budget, I would think that we probably have a similar 

budget," while a member of the men's swim team (S4) explained, " in terms of funding, it's 

equal. We go on the same trips, go on the same training camps." In terms of access to 

facilities, one female basketball player stated: 

We get the same gym times. Like it's not like they get the good gym every 
day of the week. A n d we're like at [the other gym] or something. It's not like 
that. It's pretty good from what I know. (B3) 

This is a change from the time when most women's teams "faired badly in relation to the 

allotment of [sporting] spaces" (Vertinsky, 2000, p. 14). 

Data from observations and operating budgets partially supported the claims that the 

basketball and swim teams had similar access to resources and facilities/ The two swim 

teams practiced at the same times in the same facility with men and women sometimes 

swimrning in the same lanes (observational notes, January 2001, June 2001). From my 

experiences in university athletics, this practice of men and women sharing the facility at the 
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same time was uncommon and was rarely mentioned as an option. The men's and women's 

basketball teams received nearly equal operating budgets (see table 11), had the support of 

fuU-time coaches, assistant coaches, athletic trainers, and managers, shared access to the 

same practice and competition facility, and switched practice times (observational notes, 

February 2000; see chapter 4). However, there was evidence of some discrepancies in the 

allocation of resources to the two basketball teams. Two female basketball players (B2 & B3) 

noted that their team locker room was smaller in size. In addition, the men's team received 

approximately $14,000 more for coaching salaries over two seasons. While these 

discrepancies were notable, they were more pronounced for the men's and women's ice 

hockey and rugby teams. 

Table 11. 

Analysis of Operating Expenses for Men's and Women's Basketball Teams 

Season Team Operating expenses 

TOB TOB less 

salaries 

Salaries Travel SOS O E Tel. 

- " A t e *>ff4'f" K 
1998-1999" m n/a 51,575 n/a 45,520 n/a 4,700 1,355 

w n/a 47,677 n/a 44,185 n/a 2,037 1,455 

( omp.ins"ii n • ,\ 3,898 (nil n/a 1.3̂ 5 (m; n/a 2.663 .m. Li Ml .V, 

rW')-2uUU m 139,361 56.600 82.T>1 46,145 4,5iin l,5ii(i 1,455 

w 121,327 53,077 68,250 46,547 4,500 575 1,455 

Comp.m-on 18,034 "(m) 3,523 (m) 14.511 .in) 4i C .u-} n 3925 .in, 0 

2000-2001 m 133,430 51,269 82.161 41,638 3,900 4,150 1,581 

w 117,244 49,594 67,650 41,638 3,950 2,525 1,481 

Comparison 16,186 (m) i / r s ' m , 1-1.511 ni. II 50 \\, 
l i l l l i i l l i i l 

1,625 .'m. inn -m. 

Note: A l l figures are in Canadian dollars. 
T O B = total operating budget, SOS = sports operations and supplies; O E = operating expenses; Tel. = 
telecommunications 
% Budget figures were not as detailed for the 1998-1999 season, thus accounting for the absence of some 
information. 

Inequitable Distribution of Resources: 'They don't have their own dressing room." 

In general, fewer stakeholders thought resources were distributed in an inequitable 

manner, as only 29% of athletes and 17% of coaches expressed this belief. One exception 
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was that 60% of administrators, who were directly responsible for the distribution of 

resources, suggested that the allocation favoured men's teams. In regards to the entire 

athletic department, the female intercollegiate coordinator who determined the budget 

noted, "We have less money for the women's teams for the coaching staff. A n d . . . our 

budgets are lower for the women's teams" (A2). In comparison to the members of the 

basketball and swim programs who generally agreed that resources were distributed 

equitably, respondents from the women's ice hockey team (75%) and the rugby program 

(50%) discussed differences in staffing, inadequate equipment and locker rooms, and smaller 

budgets for women's teams. The analysis of observations and operating budgets supported 

their views. 

The availability of staff support was different for the men's and women's ice hockey 

and rugby teams. The men's ice hockey team had a fun-time coach, while the women's team 

had only a part-time coach. The men's rugby program had a part-time coach, while the 

women's team had a volunteer coach who was paid an honorarium. As a result of the 

differences in salaries, it was reasonable to expect that the coaches for the men's teams could 

devote more time and energy to the development and training of their athletes. As 

mentioned in chapter 4, there were differences in access to athletic trainers between the 

men's and women's ice hockey and rugby teams. In ice hockey, the women's team asked one 

of their assistant coaches to volunteer for the role, while one of the trainers for the men's 

team had experience with a professional hockey team and as a physiotherapist. This 

difference suggests that the men's team was better serviced with respect to athletic therapy. 

According to one female rugby player (RI), their trainer "moved up to being the guys' 

trainer this year." It was likely that she perceived this as a more prestigious assignment and 

learning opportunity given the increased frequency and severity of injuries that are common 

in men's rugby (Schacht, 1996). The level of game-day staff was inconsistent between the 

two ice hockey teams as well, with the women's team receiving rrrinimal support in the form 

of goal judges, while at the men's game, paid staff undertook a variety of jobs mcluding 

promotions, ticket taking, and communications (observational notes, October 2000, January 

2001). A possible explanation for this situation was that more spectators were expected to 

attend the men's game and thus the event required more organization and support. 

From my observations, it was obvious that the two hockey teams differed in the 

quality and quantity of their equipment. The men's team had a sufficient supply of hockey 
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sticks so that even i f each player broke two sticks in a game, there were more available. 

Additionally, the men's team was outfitted in coordinating uniforms and equipment, while 

the women's team wore mismatched equipment and older-looking uniforms (observational 

notes, October 2000, January 2001). The team that Theberge (2000b) investigated in her 

case study of women's hockey had coordinated uniforms, which presented a professional 

image, but that was uncommon in comparison to other teams. In the following quotation, 

one female hockey player explained the department's provision of equipment to the two 

teams: 

We have to pay for our sticks. We have to pay for our tape. We have to pay 
for sharpening. It's not that much but still we have to pay. We have to get 
our own towels. Like we don't have our own towels. We have to do our own 
laundry. We have to clean our own jerseys. For that matter, right now we 
don't have enough jerseys for everybody. .. . Yah we do have some but 
[they're] really old. A n d [we're] supposed to get new ones but they're not 
here yet. Like they're not doing much about it. A n d even the sticks. I mean 
they supply two sticks a year for women. A n d it's not enough. We can break 
a stick so easily you know. And so we end up paying for that in the end. The 
guys get sticks all year long, how many sticks they want. (H3) 

Athletic administrators were aware of the high costs of outfitting players, yet it was 

understood that women made due with older and potentially less safe equipment and the 

men expected to be provided with new equipment on a regular basis. Even though they 

were engaging in similar types and levels of activity, the protection of male players seemed 

of greater importance, which was ironic given that historically women were discouraged 

from playing hockey because of the physical nature of the sport and concerns about injury 

(Sabo, 1988; Theberge, 2000a, 2000b). 

Some hockey players discussed the inadequacy of locker room facilities for the 

women's team, and I noticed this when I attended their game. Before the start of the 

women's hockey game, the players carried their bags and other belongings from a public 

locker room to another room that was closer to the ice surface. In contrast, the men's ice 

hockey team kept their belonging in a secure, private locker room that was located adjacent 

to the rink (observational notes, October 2000, January 2001). A male hockey player (H4) 

noted that the women's team did not "have their own dressing room.. . it's like a storage 

room from what I've heard. It's not like a nice room sort of thing." Since many facilities, 

mcluding the ice arena, were constructed at a time when women's involvement in sport was 

limited, there was littie consideration for the provision of adequate space for them in those 
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facilities (Gruneau & Whitson, 1993; Steinbach, 2000). With the expanded involvement of 

women in sport, access to facilities has become a contested terrain and the inadequacies in 

access to space are being identified (Steinbach, 2000; Vertinsky, 1992). However, many 

administrators still consider the refurbishment of facilities to accommodate female athletes a 

cost-prohibitive initiative (Steinbach, 2000). 

Differences in access to practice fields and competitive spaces were noted with the 

rugby and hockey teams. The male rugby player initially indicated that there were no 

disputes over field access between the men's and women's programs, but later 

acknowledged that the men's team felt they had priority over the women's team. His 

comments were supported by one female rugby player (RI) who noted there was a hierarchy 

of access to fields, with the men's university team having the top priority. This was 

surprising given that the women's team was a C I A U sport, which should have provided 

them with priority access to the fields. This practice "reinforcefd] hierarchical boundaries 

between who . . . countfed] as an athlete and who [did] not" (Vertinsky, 2000, p. 7) and sent 

the message that the men's university team had a more legitimate right to the space because 

of their gender. Theberge (2000b) argued that the "most critical resource in hockey is ice 

time" (p. 8). Yet, in this study, the men's team practiced on their home ice and the women's 

team practiced on other ice surfaces, mcluding one that was undersized. In rugby and 

hockey, men's teams maintained their preferential access to facilities and space, thus 

reaffkming the notion that sporting spaces are the domain of men (Vertinsky, 1992). 

A n analysis of the operating budgets for the ice hockey and rugby teams confirmed 

respondents' claims of inequities in financial support. For the 2000-2001 season, the 

operating budget for the men's ice hockey program, mcluding coaches' salaries, was 

approximately $160,000 more than the women's budget (see table 12). Money is a source of 

power (Hardy & Clegg, 1996) and as such the men's team had the potential to accomplish 

more. The men's team received more money for salaries to hire a fun-time coach, for travel 

to compete against the seven other teams in their league, for supplies, for better equipment 

and uniforms, and for the rental of the ice surface so they could practice on their home ice. 

Some could argue that the operating budget for the women's team increased over three 

seasons, demonstrating a commitment to gender equity. However, the budget for the men's 

team also increased over the same time period, implying that inequities in budget allocations 

were perpetuated over time. 
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Table 12. 

Analysis of Operating Expenses for Men's and Women's Ice Hockey Teams 

Season T e a m Opera t ing expenses 

T O B T O B less 

salaries 

Salaries Trave l S O S Renta l O E T e l . 

- i • 

1998-1999* m n a 129,886 n / a 91,422 n / a 24,639 11,270 2,555 

w n /a 31,075 n / a 15,000 n / a 9,000 6,600 475 

. Comparison . • •" • ^ n / a ' 98,881 (m) n/a* t, 76,422 n a 4.6"" 2.0KI) 

• m flills i l l , . 

1999-2000 m 217,920 144,600 73,320 88,944 1S.200 24,171 1" s2u _, 

w 51,335 41,085 10,250 22,480 2,200 13,000 2,890 515 

( .omp .uison ^ 166,585 103,515 . 63,070 ' -•d(.,4f.l 16,i M " i i . r i -.<JV) 2.040 

(m) . (m) (m) " •m. (mj fa, 
2000-2001 m 220,111 149,881 70,230 93,100 23,600 25,200 5.400 2,581 

w 60,319 51,319 9,000 32,000 2,400 13,500 2,740 529 

Comparison • 159,792 98,562 (m)- . 61,230-- 21,2u<> 11,7"" 2,660 • 

^ ( m ) " M • M (m) } ' (»): ( m ) ', 

Note: A l l figures are in Canadian dollars. 
T O B = total operating budget, SOS = sports operations and supplies; O E = operating expenses; Tel. = 
telecommunications 
* Budget figures were not as detailed for the 1998-1999 season, thus accounting for the absence of some 
information. 

With the rugby programs, the entire operating budget for the women's team was just 

over $11,000 for the 2000-2001 season, while the men's team had an additional $50,000 to 

work with (see table 13). The men's rugby program was allocated approximately $40,000 for 

salaries, while the women's team was only allocated $4,000 making it difficult for them to 

hire even a part-time coach. Even though the men's team was designated as a club sport, 

they were allocated significandy more money to cover travel costs, implying that the history 

of their program outweighed the women's legitimate status in terms o f garnering resource 

support (see table 13). In the United States, some members of men's teams, such as men's 

football and wrestling, have claimed that the introduction of teams for women would result 

in a redistribution of funds (Greendorfer, 1998; Staurowsky, 1996a, 1998). The fmdings 

from this study revealed that the male privilege in the allocation of financial resources was 

protected and preserved in ice hockey and rugby where new teams for women had recently 

been added. 
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Table 13. 

Analysis of Operating Expenses for Men's and Women's Rugby Programs 

Season T e a m Opera t ing expenses 

T O B T O B less 

salaries 

Salaries T r a v e l S O S O E T e l . 

* >r.. 
1998-1999" m n / a 27,495 n / a 26,660 n / a -.00 5^5 

w n / a 5,500 n / a 3,500 n / a 2,000 0 

Coii ip .uiM)ii i i a 21 , ' /J5(m).. n /a 23,1 l u On; n a 1 .-'"1 * 535 'm, 

1999-2000 m 63,705 23,115 40,590 19,660 2,600 200 655 

w 12,100 7,500 4,600 4,000 3,500 0 0 

(Comparison 5I,(,.'5 (in: 15,015 in; o,<><;u ,',„, 15,660 (m) 900 (w) • 2ud 'ni . 655 -'m. 

2000-2001 m 64,014 23,141 40,873 15,565 2,800 4,095 681 

w 11,500 7,500 4,000 2,000 5,200 0 0 

Companion 52,514 15,f,41 in- 36,H~3 On) 13,565 (m) 2,400 4,095 (m) Chi (in; 

ISPs- i 

Note. A l l figures are in Canadian dollars. 
T O B = total operating budget, SOS = sports operations and supplies; O E = operating expenses; Tel. = 
telecommunications 
a Budget figures were not as detailed for the 1998-1999 season, thus accounting for the absence of some 
information. 

Conditional Equality in Resource Allocations: "The sports that are more popular tend to get more money." 

Finally, some respondents (24% of athletes, 33% of coaches, 60% of administrators) 

felt that there were some inequities in resource allocations, but justified them on the basis of 

the structure and institutional conditions of the sport, such as the number of years in 

existence on campus. This idea was espoused by some members in the two sports with the 

greatest disparities in resource allocations — ice hockey (43%) and rugby (25%), but was 

rarely mentioned by members of the two sports with more equitable distribution of 

resources - basketball (14%) and swirnming (0%). 

Two male coaches, speaking about the men's and women's ice hockey teams, 

articulated a common theme that disparities in resource allocations were justifiable based on 

the historical and economic conditions of the teams: 

D o they have completely equal facilities, schedules, resources? N o . Are the 
two programs at the same stage of development? N o . Therefore, does that 
mean that you're allowed to justify the imbalance? No . One sport is really at 
the developmental stage and one has been around for fifty, sixty years. ( H 7 ) 



166 

D o I think that there's more money on the men's side of the program? 
Probably. But is that a function of being gender equitable or is that a 
function of the cost of doing business? A n d I think it's probably more the 
cost of doing business on the men's side. (S5) 

From these quotations, one was led to believe that it was reasonable to expect greater 

resource support for the men's teams because they had been around longer, had worked 

longer to achieve their current level of support, and it was more expensive to operate them. 

These two male coaches did not question why it was more expensive to operate men's 

teams, or how these teams have had many years to develop their current level of resource 

and promotional support. One female athlete suggested that the sports with the most fan 

interest, usually men's teams, should receive the largest budgets. In her words: 

I don't know i f this has anything to do with gender, but the sports that are 
more popular tend to get more money. A n d I think that kind of gets mixed 
up with gender. A n d then football and hockey are more just male sports. So 
they get a large portion of the budget. But there's no sort of female 
equivalent to take the budget. (Bl) 

The major-minor sport distinction explained the allocation of budgets for basketball 

and ice hockey. Both basketball teams and the men's ice hockey team were considered major 

sports thus accounting for their larger budgets. However, this distinction did not explain the 

discrepancies between the two rugby teams. Both teams were deemed minor sports, yet the 

men's team received substantially more funding. It should also be pointed out that revenues, 

particularly gate receipts, generated from university athletics are much less in Canadian 

universities compared to American universities, because of significandy fewer fans and 

media attention (Dryden, 1997). Thus, arguments supporting inequitable resource 

distribution based on revenue generating potential are weakened because major sports 

generally do not produce substantial revenue in Canadian universities. 

Comments from the female intercollegiate coordinator and the male athletic 

director, who allocated resources, reaffirmed the idea that it was unrealistic for new women's 

teams to presume the same level of resources as more established men's teams. In the 

following quotations, two upper administrators recognized discrepancies in the operating 

budgets in ice hockey and rugby, but argued that the department had provided adequate 

resources to both women's teams according to their level of play: 

It may not be equal but it's equitable. .. . So men's hockey will receive say 
$200,000. Women's hockey we've worked up from $8000 to $20,000 to 
$35,000 because that's all they've needed at the [time]. But we've provided 



167 

what they've needed at the time. So we're tteating them equitably but it's not 
equal. So their [women's hockey] budgets have been increased slowly. Right 
now they're not equitable in terms of the dollars given to them yet. But every 
year we bring them up. (female administrator A l ) 

It's [women's rugby team] getting the resources it needs to be competitive 
where those competitive opportunities He. (male administrator A5) 

The underlying assumption here was that the budgets for the men's teams were acceptable 

and were the standards that women's teams should strive to obtain. The administrators 

unquestioningly accepted the men's expectation to maintain current levels of financial 

support, even though the economic situation of the department had changed with the 

introduction of new teams and increased operating costs. It appeared that they did not 

consider new alternatives like asking i f men's teams could operate with budgets comparable 

to the women's teams. 

Gender Equity and Promotions 

As an organizational practice, I defined promotions as any internally generated 

communications that provided information on, or publicized, athletes and teams to external 

media, the general public, and students. Promotional material and activities included on-

campus signage, news releases, game-day programs, and year-end celebrations. As with the 

two other organizational practices, there were multiple understandings regarding the 

promotion of men's and women's university teams. Some respondents (36%; 6 women, 4 

men) felt that men and women were promoted equally. A smaller group of respondents 

(21%; 3 women, 3 men) suggested that female athletes and women's teams were not 

promoted as extensively. Other respondents (25%; 3 women, 4 men) noted that the 

department's promotion of male and female athletes depended on factors other than the 

gender of the team. A n analysis of news releases and observations suggested that 

promotions were inequitable in basketball, ice hockey, and rugby, but were equitable for 

swirmriing. 

Equal Promotions: 'We promote both the same." 

About half of the athletes (47%) and the administrators (40%) thought "the athletic 

department . . . promoted women's and men's sports the same" (male athlete B4). This idea 

was not shared among the coaches (0%), but this difference can partially be attributed to the 

fact that only one male coach commented on this organizational practice. 
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Athletes from basketball (57%) and swimming (60%) felt that male and female 

athletes were promoted in an equitable manner, but few members of the ice hockey and 

rugby teams (14% and 0% respectively) shared this sentiment. According to one female 

basketball player (Bl), the department encouraged "equal numbers of members from the 

men's and women's teams to go together" to promote upcoming games. From my 

observations, the department advertised upcoming games for the men's and women's 

basketball teams on a regular basis and produced a game-day program that highlighted both 

teams equally (see chapter 4). Additionally, the number of stories and lead stories in news 

releases were comparable between the two basketball teams over three seasons (see table 

14). This was not surprising because as major sports, they were ensured regular promotion. 

Yet, a closer analysis of the content of the news releases revealed that the total 

number of lines and average number of lines per story favoured the men's basketball team 

(see table 14). For example, for the 1998-1999 and the 2000-2001 seasons, there were over 

70 more lines devoted to men's basketball compared to women's basketball (1998-1999 

season: 414.5 vs. 340; 2000-2001 season: 368.5 vs. 291.5). Over three seasons, stories on the 

men's team averaged 9.2, 8.6, and 8.2 lines compared to 7.4, 8.2, and 6.2 lines for stories on 

the women's team. One could assume that more successful teams warranted more in-depth 

coverage, yet during those three seasons the men's and women's basketball teams had 

similar records (see appendix H). Although the number of stories was comparable between 

them, the men's team received more detailed description in the news releases. According to 

one male basketball player (B5), the department " . . .may place a litde higher emphasis on the 

men's athletics." 

With respect to the swim program, one female swimmer (SI) commented on the 

equal recognition and celebration of the two swim teams at the year-end awards banquet, 

while another female swimmer (S2) indicated she received the "same amount of attention 

[as] the guys." The comparable level of promotions for the men's and women's swim teams 

can be attributed to the fact that both teams were equally successful and both were 

considered minor sports (see appendix H). This explanation stands in contrast to the 

situation with the basketball program where despite having comparable records and equal 

status, the men's team was promoted more often and more prominendy than the women's 

team. This incongruence potentially suggests that drawing attention to status and 

performance maintained a belief in the ideology of gender neutrality and diverted attention 
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away from asymmetrical power relations in that men's team were considered more valuable 

and 'inherendy' more mteresting (McKay, 1997). 

Table 14. 

News Releases for Men's & Women's Basketball Teams over Three Seasons 

Season # stories # lead 

stories a 

Shortest 

story b 

Longest 

story c 

Total # 

lines 

Average # 

lines 

i£i; Safe1 > JSL * •. ^iv 

1998-1999 men 45 18 (9) 1.5 53 414.5 9.2 

1998-1999 women 46 12 (9) 1 54 340 7.4 

1999-2000 men 52 15(6) 2 47 446 8.6 

1999-2000 women 50 17(6) 1.5 44 410 8.2 

2000-2001 men 15 i i 6;, 3 38 368.5 8.2 

2000-2001 women 47 14 (6) 1 26 291.5 6.2 
a T h e number in parentheses indicates the number of shared lead stories. 
b & c Figures in these columns represent the number of lines for a story. 

Inequitable Promotions: "If there's nothing else going on, then the girls' hockey team gets promoted." 

According to five athletes (29%; 3 women, 2 men) and one male coach (17% of all 

coaches), the department promoted, publicized, and celebrated men's teams more than 

women's teams. The perception of inequitable promotion was most pronounced with 

members of the rugby team (75%), although a few respondents from ice hockey (29%) and 

swimming (20%) also shared their view. Members of the men's and women's rugby 

programs most likely held this view because, in comparison to other teams, their games were 

rarely promoted and their accomplishments were rarely mentioned in news releases 

(observational notes, 2000, 2001). Echoing comments from other athletes, one female 

hockey player (H3) stated that the women's hockey team was rarely promoted: ' 'You know 

it's really like i f there's nothing else going on then the girls' hockey team gets [promoted]," 

which implied that their team was not a priority. In comparison, the men's ice hockey team 

was promoted on a regular basis. The C I A U recognized that women's sport were under-

promoted and adopted a policy to ensure that both genders were represented in publications 

and communications and that publications were "free of sexism, and portray[ed] both 
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genders in a positive manner" (CIAU, 1998, p. O M 109). While their goal was to encourage 

an "equitable portrayal of both genders in promotional materials" (CIAU, 1998, p. O M 87-

88), the policy was limited to the promotion of national championships and was not 

applicable to regular season games. This policy had limited impact particularly given that it 

did not address the promotion of male and female athletes at the local level. 

While most of the respondents addressed inequitable promotions with respect to 

publicity and marketing, one male swimmer (S3) discussed gendered differences in the 

recognition of athletes' accomplishments. He suggested that the criteria for the 'athlete of 

the year' awards were gendered. Only senior male athletes were eligible for the L C U male 

athlete of the year award, whereas all female athletes were considered for the L C U female 

athlete of the year award. He speculated that these criteria existed because historically the 

pool of graduating female athletes was small in number and therefore by opening it up to 

more women, the award was more prestigious. The fact that the criteria went unquestioned 

suggested that this gendered practice was taken for granted despite the increased number of 

high calibre senior female athletes at this university. 

A content analysis of news releases revealed that the men's hockey team was covered 

more often, extensively, and prominendy than the women's team (see table 15). For 

example, in the 1999-2000 season, there were 56 stories on the men's ice hockey team 

compared to 18 on the women's team. During that same season, there were 10 lead stories 

on the men, but only 1 for the women. For all three seasons, the total number of lines 

devoted to men's ice hockey in the news releases was greater than the coverage that 

women's ice hockey received (see table 15). Similarly, in 18 news releases, the stories on 

men's ice hockey appeared before and separate from the stories on women's ice hockey. 

With the other three sports, it was common practice for the story on the men's team to 

follow the story on the women's team or vice versa. Yet in ice hockey, there was an obvious 

disassociation of the stories on the two teams, possibly because the women's team was not 

viewed as equally legitimate or at the same calibre as the men's team. 
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Table 15. 

News Re/eases for Men's and Women's Ice Hockey Teams over Three Seasons 

Season # stories # lead Shortest Longest Total # Average # 

storiesa story b storyc lines lines 

i i i i i i i i P P i 
1998-1999 men 47 6 2 31.5 331 ~.n 

1998-1999 women 29 3(2) 1.5 17 158.5 5.5 

• *CiUbL Vi. 
* • w*Maf • • 

M A l 

1999-2000 men 56 10 (1) 1 123 606.5 10.8 

1999-2000 women 18 1 3 27 107.5 5.9 
•i. •iisnw'-'sti' 

2000-2001 men 11 3 60 365.5 8.3 

2000-2001 women 24 0 2 17 117 4.9 
a T h e number in parentheses indicates the number of shared lead stories. 
b & c Figures in these columns represent the number of lines for a story. 

By examining what was not covered or announced in the news releases (Martin, 

1990), it was evident that the department prioritized and showcased some men's teams. For 

example, they typically announced the season's new recruits for men's football, men's ice 

hockey and men's basketball, but did not cover new recruits for women's teams (see 

appendix H). Three stories on men's basketball and 18 on men's ice hockey were tided in a 

non-gender specific manner (e.g., L C U basketball team defeated . . .) , whereas women's 

teams were never mentioned without identifying their gender (e.g., L C U women's basketball 

team defeated ...) (see appendix H). The practice of using asymmetrical gender marking 

(Kane, 1996) distinguished the women's teams from the more legitimate men's teams. Calas 

and Smircich (1992) maintained that the absence of gender labels for men signified that a 

natural gender association was assumed. To illustrate, in the news releases it was assumed 

that ice hockey referred to men's ice hockey because the sport was not naturally associated 

with women. 

Based on her deconstruction of recent books on corporate governance and 

boardrooms, Bradshaw (1996) argued that the use of gendered terms like princes, as in the 

'new princes of industry', and chairman privileged the masculine, devalued the feminine, and 

reinforced the message that "the boardroom is the male domain or kingdom" (p. 105). The 

findings in this study suggested that men's teams were identified as "authentic" and the 
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women's teams were seen as "imitations or after-thoughts," which served to trivialize and 

diminish them (Parks & Roberton, 2002, p. 191). Whether it was intentional or not, "the 

persistence of inequalities [was] encoded in [the] language" (Garnsey & Rees, 1996, p. 1062) 

of the news releases. If the athletic department and the communications personnel were 

committed to gender equity, one could argue that every team, mcluding those like men's 

football that did not currendy have a female counterpart, should be referred to with a gender 

label so as not to reinforce gendered ideologies about the participants of certain sports 

(Parks & Roberton, 2002). 

Conditional Equality in Promotions: "There's no point in promoting sports that play one home event a 

year." 

Many more administrators (80%) than athletes (18%) or coaches (0%) argued that 

some sports were promoted more than others because of their major designation. The 

feeling was that the department did not promote sports that only hosted "one home event a 

year" (male administrator A5) or had litde revenue generating potential. The 

communications coordinator (A3) explained that "we tried to market women's ice hockey 

two years ago, [but] there was no interest." After one year, the department stopped charging 

admission and promoting the women's team because "it cost more to charge" (male 

administrator A5), suggesting that their efforts for cost-recovery were unsuccessful. It 

appeared that new women's teams faced greater pressures to be successful, to generate fan 

support, and to make money in a short period of time, even though men's teams have had 

years to do the same (Eitzen, 2003). If these were the deciding factors for promoting a team, 

the promotion of the men's hockey team should have decreased because of their poor win-

loss record (see appendix H). Considering the long history of men's hockey at L C U and the 

embeddedness of men's ice hockey in Canadian culture (Gruneau & Whitson, 1993; 

Theberge, 2000), we could expect more than 300 to 400 spectators at the men's game. 

This perception of conditional equality in promotions was not widely shared among 

any members of the four sport programs, although one female basketball player noted: 

I guess it [level of promotion] depends for which sports. Like for basketball 
it is the same, because for all the promotions we do it with the guys' team. 
But for sports like hockey you don't really hear about the women's team. 
A n d rugby, same thing with rugby. I don't even know i f they are C I A U or 
anytiiing because I never hear anything about them. (B3) 
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It could be argued that athletic departments should promote all men's and women's sport 

programs equitably to reflect all athletes' commitment rather than the revenue generating 

potential of teams which is often unrealized (Dryden, 1997). Given the relatively low 

numbers of spectators at sport events in Canadian universities (Danylchuk & MacLean, 

2001), one could claim that athletic department's promotional efforts are wasted. 

A content analysis of the news releases disputed the claim that minor sports were 

not promoted. To illustrate, during the 1998-1999 season, there were only 5 stories on 

women's rugby and 5 on men's rugby; however there were 25 stories on the swim program 

and 29 on women's ice hockey — two other minor sports (see table 16). After examining the 

news releases more closely, it was apparent that the swim program was featured more 

prominendy and in more depth than women's ice hockey and men's and women's rugby 

programs. During the 2000-2001 season, there were nine lead stories on swimming, but 

none for women's ice hockey or the two rugby teams. In each of the three seasons, the total 

number of lines devoted to swirnming was significandy greater than for the other three 

minor sports. These findings contradicted the athletic director's assertion that swimming 

was not promoted because there were so few swim meets hosted at L C U . V I 

Table 16. 

News Re/eases for Swimming, Women's Ice Hockey, and Rugby over Three Seasons 

Season & sport # stories # lead Shortest Longest Total # Average 

stories a story b story c lines # lines 

. a c t . . L 
... llllllliililillllilll 

19984999 swimming 25 6(1) 1.5 29 2i.r.s 8.3 

1998-1999 women's ice hockey 29 3(2) 1.5 17 158.5 5.5 

1998-1999 rugby d 10 1 1.5 8 24 2.4 

«•>•••• -
1999-2000 swimming 18 5(1) 2 46 263 14.6 

1999-2000 women's ice hockey 18 1 3 27 107.5 5.9 

1999-2000 rugby 7 0 4 22 64 9.1 

2000-2001 swimming 14 9(1) i 49 280 20 

2000-2001 women's ice hockey 24 0 2 16 117 4.9 

2000-2001 rugby 5 0 1 20 32 6.4 

a The number in parentheses indicates the number of shared lead stories. 
b & c Figures in these columns represent the number of lines for a story. 
d Since both men's and women's rugby programs were considered minor sports, totals were combined. 
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The success of the men's and women's swim teams was likely a significant factor for 

their prominence in news releases. Yet Disch and Kane (1995) proposed another 

explanation for the disparity between the promotion of female athletes in swimming and 

basketball teams compared to female athletes in ice hockey and rugby. The authors 

discussed 'erasure' by the media that overlooked female athletes and teams that participated 

in traditionally masculine sports like ice hockey and rugby. This practice of erasing women 

reaffirmed the traditional gender logic that certain sports were acceptable for men and 

women to play, and the involvement of women in non-traditional sports like ice hockey and 

rugby challenged those taken for granted stereotypes (Kane, 1996; Theberge, 2000a, 2000b). 

There was some resistance from women rugby players to the current level of 

promotion from the department. Some of them used their own money to create and 

distribute posters advertising upcoming matches. They also convinced reporters and 

photographers from campus newspapers to attend and cover their games. One male rugby 

player mentioned the proactive attitude of the women's team and the complacent attitude of 

the men's team with respect to gaining some media coverage. He stated: 

. . . the women's team receives far more media attention simply because they 
do something actively about it themselves. Predominandy it's because . . . one 
team actively goes out and does something about it. A n d the other one 
maybe sort of sits back and waits for something to happen, (male athlete R3) 

This example illustrated that while the common practice was for the department to under-

promote minor sports, not every team accepted the status quo. 

In general, the department's promotion of the university sports reinforced the 

superiority of men's sports and male athletes and the marginalization of most women's 

sports and female athletes (Kane, 1996). While adrninistrators did provide information to the 

media on both men's and women's teams, a close examination of the news releases revealed 

that men's teams in basketball and ice hockey were often positioned more prorninendy and 

with more description, which reinforced the idea that external stakeholders were inherently 

more interested in men's sports (Kane, 1996; McKay, 1997). 

Relationship Between Meanings and Practices 

One objective of this study was to determine which meanings of gender equity that 

were held by the organizational members had been put into practice. In the previous 

chapter, I identified three meanings of gender equity: equality, conditional equality, and it is a 
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women's only issue. By examining the connection between meanings and practices, it was 

apparent that some meanings had become embedded in organizational practices, but others 

were ignored or overlooked (Kenway et al., 1998). 

Organisational Practices and Equality 

Many respondents understood gender equity as providing men and women with 

equal programming, resources, and treatment. The numbers of teams for men and women 

were equal in the four sport programs. However, financial, human, and material resources 

were distributed equitably only to the men's and women's swim teams. Male and female 

swimmers had equal access to the pool and their accompUshments were noted in a 

comparable manner in news releases. Despite the dominant belief held by many respondents 

that " i f [you] look at [it] sport by sport, we're very gender equitable" (female administrator 

A l ) , swimming was the only sport in this study in which prograrnming, resources, and 

treatment were generally equitable. 

Organisational Practices and Conditional Equality 

The fmdings presented in this chapter indicated that gender equity was not fully 

enacted in the allocation of resources to, and the promotion of, the men's and women's 

basketball, ice hockey and rugby teams. Some respondents explained that although "the 

intent is to be gender equitable" (male coach S5), it was not possible for the department to 

do so for all teams. This discrepancy could also be interpreted as resistance to changing 

organizational practices in order to become more equitable, particularly in the traditionally 

masculine sports of ice hockey and rugby. These explanations support the conditional 

equality discourse as some respondents espoused gender equity as long as the status quo for 

men's teams was not significantiy disrupted. The prominence of this meaning in practice was 

not surprising given that the recent addition of teams for women in ice hockey and rugby 

was seen as a threat to their existing privileges. Thus, using this meaning and arguing that the 

women's ice hockey and rugby teams did not require the same level of resources or 

promotion as their male counterparts may have been a way for athletic administrators to 

quell the fears of the men's teams who wanted to protect their existing privileges 

(Greendorfer, 1998; Staurowsky, 1996). 

Organisational Practices and It is a Women's Only Issue 

The fmdings also illustrated that gender equity as a women's only issue was 

implemented in certain organizational practices. Respondents frequentiy mentioned the 
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addition of the women's ice hockey and women's rugby teams as indicative of gender equity 

initiatives favouring women. The introduction of the two sport teams reinforced this 

meaning in that respondents focused primarily on what the department did to support 

women, not on what they were also doing to support men. Additionally, they also drew 

attention to what had been done to improve gender equity, which diverted attention away 

from other practices that reinforced asymmetrical power relations. Similarly, Benschop and 

Doorewaard (1998) observed that a few women in upper management positions in Dutch 

banks were positioned as token examples or "show pieces ... as living proof of gender 

equality" (p. 793). These women served as irrefutable examples that there were equal 

opportunities for women to succeed in upper management positions, which diverted 

attention away from the gendered norms implicit in those positions. 

Martin (1990, p. 339) indicated that "apparentiy well-intentioned organizational 

practices can reify, rather than alleviate, gender inequahties." A U of the teams included in 

this study competed against other university teams, were provided with an operating budget 

and equipment, had access to coaching and facilities, and were promoted in the media. 

However, in basketball, ice hockey, and rugby, male athletes often had better competitive 

schedules, were provided with a larger operating budget and better equipment, had access to 

full-time coaches and more experienced trainers, were able to practice and compete under 

more ideal conditions, and were promoted more often and more prominendy. In 

comparison, female ice hockey and rugby players fundraised or personally covered the costs 

of purchasing sport equipment, did not have permanent or secure locker room facilities 

assigned to them, and were provided access to part-time coaching staff, less experienced 

trainers, and inadequate ttaining spaces. One could argue that some of these practices served 

as a 'glass elevator' for men, making it easier for them to concentrate on their roles as 

athletes in their university careers (Wilson, 2001). With the exception of swimming where 

male and female athletes appeared to have equitable experiences, these practices reinforced a 

gender order with men being more valued and perpetuated the notion that gender equity 

initiatives for women were required to elevate the status of female athletes in the 

department. 
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Concluding Comments on Gender Equity and Organizational Practices 

There were three main contributions of the findings from this study. First, they 

provided some insights into the practices of enacting the organizational value of gender 

equity at a Canadian university athletic department. Second, the analysis of respondents' 

understandings and other sources of data revealed inconsistencies between meanings and 

organizational practices. Third, the findings revealed multiple understandings of how 

practices were enacted based on the gender and institutional conditions of the sport under 

examination. 

Gender Equity in a Canadian Setting 

Although gender equity for athletes has been and continues to be a focus of study in 

the American setting (cf. Greendorfer, 1996; Fink & Pastore, 1997; Jacob & Mathes, 1996; 

Kane, 1996; Sanger & Mathes, 1997; Staurowsky, 1995, 1996a, 1996b, 1998), there is litde 

empirical study in the Canadian context. The state of Canadian university athletic 

departments, mcluding the issue of gender equity, was examined in the 1960s and 1970s 

(Keyes, 1974; Matthews, 1974), the 1980s (Pomfret, 1986; Taylor, 1986), and in the new 

millennium (Danylchuk & MacLean, 2001). In the 1960s and 1970s, concerns centred on the 

limited number of teams available to women, the lower budgets for women's teams, and the 

governance of women's programs (i.e., segregated from men's programs or integrated) 

(Keyes, 1974; Matthews, 1974). In the 1980s, it was pointed out that while the scheduling of 

access to facilities, the number of teams, and the allocation of equipment had become more 

equivalent, male athletes still outnumbered female athletes by a ratio of 2.5 to 1 in the C I A U 

(Inglis, 1988; Pomfret, 1986). Recendy, Danylchuk and MacLean (2001) discussed additional 

increases in the number of women's sports, but indicated that there were still more male 

athletes than female athletes and men's teams received more publicity and marketing. These 

studies provided descriptive information about the context of university athletics and the 

current state of gender equity, but they did not examine the underlying meanings or 

practices specifically.v" This study provided a more in-depth examination of the 

inconsistencies in organizational practices that will be helpful in recommending changes. 

Inconsistencies between Meanings and Practices 

Gherardi (1994, p. 591) suggested that the connections between the 'gender we 

think' and the 'gender we do' must be examined to understand the culture of gender equity 

in organizations. Recent research on gender equity in sport has focused on stakeholders' 
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understandings of practices, but without considering the dominant meanings that drive them 

(cf. Fink & Pastore, 1997; Jacob & Mathes, 1996; Sanger & Mathes, 1997). Recognizing that 

gender inequities are maintained and reproduced through organizational practices and power 

relations, we can identify inconsistencies that can serve as indications for further change 

(Meyerson & Kolb , 2000). 

O f the selected sports, swimming was the one program where gender equity was 

most apparent in prograrriming, resource allocation, and promotions. The integrated model 

under which they operate, where facilities and resources are shared between the men's and 

women's teams, could serve as a model for other sports, but this would certainly challenge 

deeply entrenched positions. 

In basketball, ice hockey, and rugby, some practices were seen as equitable while 

others reinforced inequities. For example, in basketball, there was still some room for 

improvement in terms of the budget for coaching, the amount of coverage in news releases, 

and the scheduling of game times. In ice hockey and rugby, it was understood that the 

inequities in resource allocation and promotion were natural and expected. These findings 

illustrate that equities and inequities can co-exist in an organization and can only be revealed 

by examining a variety of practices (Martin, 1992, 2002). Knowing this, gender equity must 

be addressed on an on-going and long-term basis and enacted in a more comprehensive 

manner than simply by providing equal programming (Hall, 1997; Ko lb & Meyerson, 1999; 

Shaw, 2001). 

Some respondents stated that they acted in a gender equitable manner, but as shown 

in this chapter their practices did not always reflect this commitment. A few of the 

respondents indicated that the department paid hp service to it, which supported Martin's 

(2002) arguments that espoused values are not always enacted in organizational practices and 

they play a political function to gain favour or good public relations for an organization. 

One male aclministrator and two coaches (one male, one female) pointed to the observed 

gap between the organizational value and practice, as revealed in the following quotations: 

It's a value that they want people to believe not just because it's politically 
correct, because it's something that we value I think more in the world now 
and in sports in particular. But I don't tdiink it's being done in practice, (male 
administrator A4) 

If you sat someone down and you asked them what things they believed in, 
most of them would spout off that they believe in equity . . . but it's a matter 
of do they have the integrity to do it when it comes down to making a hard 
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decision or something that might affect them. A n d then all of a sudden that's 
all out the window, (male coach H6) 

. . . individually i f you talk to certain people . . . it's politically correct to say 
that you think that it [gender equity] should be an important issue for an 
organization. But I don't know whether if when you got down below the 
surface with certain individuals whether it would be or not. (female coach 
B6) 

In the 1990s, there was a societal movement to change language to be more inclusive and to 

identity acceptable and unacceptable terms in particular with respect to gender (Mills, 2003). 

This was combined with calls for sport and recreation organizations to demonstrate a 

greater commitment to gender equity, diversity, and inclusivity (Doherty & Chelladurai, 

1999; Fink & Pastore, 1999; Fink et a l , 2001; Taylor, 2001; Taylor & Toohey, 1999). While 

supporters of these measures argued that organizations have a moral obligation or social 

responsibility to attend to, and value, the changing demographics in organizations, others 

have seen them as a Hability, but reluctantiy espouse them in the name of political 

correctness (Doherty & Chelladurai, 1999; Fink et a l , 2001). The above quotations reveal 

that 'political correctness' is used as a "backlash reaction" to express exasperation with the 

feminist campaigns to change language and be more inclusive, in so much as to be perceived 

as anti-sexist and socially responsible and thus be free of criticism (Mills, 2003, p. 90). It 

appeared that some organizational members espoused gender equity in order to avoid 

criticism, but were unlikely to be proactive and fully appreciative of the benefits of it (Fink 

& Pastore, 1999). 

A n obligation to espouse gender equity because of political correctness does not 

mean it will always be enacted in practice because of the desire to protect men's superiority 

and privileged status in sport (Hoffman, 1995; Shaw, 2001; Shaw & Slack, 2002) and the 

concerns over potential accusations of reverse discrimination by some men (Greendorfer, 

1998, Staurowsky, 1996a, 1998). It may be that change only comes about by enforcing 

gender equity through legislation and political action (Kay, 1996). This sentiment was 

expressed by one female hockey player who felt that policies would force greater 

commitment from the department staff: 

.. .it's human nature almost to do as little as you have to. [And] i f the policy's 
not there then they can yank the plug on any program that they so wish. 
They can take money away. They can do whatever they want. Whereas i f the 
policy's there, it's law, you have to do it. (H2) 
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One contribution of this study is the knowledge that studies of organizational values 

must examine how and to what extent espoused values are enacted in practice. Second, 

while it is valuable to ask respondents about their understanding and commitment to 

particular organizational values, it is also important to exarnine organizational practices 

concurrently, because practices do not always reflect stated intentions. 

Multiple Understandings of Gender Equity in Organisational Practices 

This study highlighted multiple understandings of gender equity relative to three 

organizational practices: prograrnming, resource allocation, and promotions. Previous 

research has shown multiple understandings of practices among athletes from various sports 

(Fink & Pastore, 1997), among various stakeholders (Jacobs & Mathes, 1996; Sanger & 

Mathes, 1997), and between men and women (Hall et a l , 1989, 1990; McKay, 1994, 1997). 

However, unlike those studies, this research illustrated that individual understandings of 

gender equity were contested and were not always shared. This finding supported the 

fragmentation perspective of organizational cultures (Martin, 1992, 2002; Meyerson & 

Martin, 1987) in that some respondents suggested the practices were equitable, some felt 

that practices were equitable for certain sports or in certain situations, others indicated that 

some practices were inequitable for some teams, and some acknowledged all three of these 

scenarios. 

I began this research assuming that most women would identify and discuss 

examples of gender inequities and that most men would characterize the practices as gender 

equitable, but my assumptions were not supported by the findings. I found that men and 

women had various understandings of what this organizational value meant and how it was 

implemented. Some women acknowledged examples of gender inequities, while other 

women denied their existence. Some men assumed that programming, resource allocations, 

and promotions were implemented in an equitable manner, yet other men indicated that was 

not the situation. Based on these findings, it was problematic to assume that understandings 

of gender equity and practices were shared by all respondents regardless of their gender. 

One's understanding of how gender equity was enacted was also partially influenced 

by one's sport affiliation and the institutional conditions underpmning the team as well as 

the organizational practice in question. Respondents who indicated that resource allocations 

were equitable were more likely associated with basketball and swimming, the two sports in 

which the institutional conditions were most comparable. If the respondents and I had 
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focused solely on gender equity with respect to prograrnming, it would have appeared that 

the department was generally committed to it. But having considered gender equity in 

resource allocations and promotions, and having reflected on alternative understandings of 

programming, it was apparent that some practices contributed to the traditional gender logic 

where male athletes and men's teams were privileged over female athletes and women's 

teams (Kane, 1996; Theberge, 2000a, 2000b, Vertinsky, 1992, 2000). 

Despite some respondents' awareness of gender inequities, they often accepted them 

as expected, natural, or normal. Alvesson and Deetz's (2000) and Fraser's (1997) discussion 

of Gramsci's theory of hegemony provides one means for understanding this situation. A 

hegemonic system, in which a particular arrangement of organizations favours dominant 

social groups on the basis of the subordinated groups' implied consent, is grounded in a 

belief of common sense and apparently natural order. Alvesson and Deetz (2000, p. 87) 

added that "Such a situation always makes possible a gap between that inscribed by the 

dominant order and that which a dominated group would have preferred." This research has 

shown that although female athletes would have preferred access to fuh-time coaches, fully 

furnished and secure team locker rooms, regular promotions, and so forth, they provide 

numerous explanations to justify the existing inequities, which in turn perpetuates the 

ideology of male supremacy in sport. In the next chapter, I examine the explanations that 

were given to justify the gaps between meanings and practices, provicling further insight into 

the perpetuation of gender inequities. 

1 It could be argued that women's involvement in ice hockey was not new as there was a team during the early 
history of L C U and in the 1980s. 

" L C U was the only university in Canada to support a men's baseball team. While women do play baseball, the 
more traditional counterpart to baseball has been Softball. In the N C A A , women's softball is offered as the 
counterpart to men's baseball, but that was not the case at L C U . 

m In recent years, some Canadian universities have begun to switch game times for men's and women's 
volleyball, with the women playing early on Friday night and the men early on Saturday night. Market interest 
in women's volleyball contributed to the change of this traditional practice. Despite interest in women's 
basketball, men's basketball was still viewed as more popular with the public. Consequendy, there was a 
reluctance to change game times for the basketball teams. 

, v There were approximately 60-80 spots for athletes on the men's football team and 35-40 spots on the men's 
baseball team. 

v The athletic department provided one lump sum of funds to the entire swim program. I assumed that funds 
were distributed equitably to male and female swimmers, although this was not mentioned by any of the 
administrators, coaches, or athletes. 
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" News releases were typically made available to the media on Wednesday or Thursday to promote upcoming 
home events and on Monday to announce the results from the previous weekend. Thus, those sports that had 
many home events (e.g., basketball with 10 home games during the regular season) had more prominence and 
coverage than sports with few home events (e.g., swimming with two or three swim meets during the regular 
season). 

™ While there has been little research on gender equity for athletes in Canadian universities, there has been 
some work on gender equity in the coaching and administrative levels in athletic departments, which has 
shown that women are under-presented in these positions (cf. Inglis, 1988; Inglis et a l , 1996, 2000). 
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7 
Explanations for Gaps Between Meanings and Practices 

In this chapter, I examined and critiqued the respondents' explanations for the 

observed gaps between espoused and enacted values. The justifications that were revealed 

helped to partially explain the fragmented relationship between meanings and organizational 

practices. While it was apparent that gender equity was an espoused value that had multiple 

meanings, there was complacency and resistance to enacting it. The analysis revealed how 

the exercise of power produced knowledge that established dominant versions of the truth, 

which in turn maintained the status quo. The fmdings build on earlier work on gender equity 

in sport organizations (cf. Greendorfer, 1998; Hall et a l , 1990; Kay, 1996; McKay, 1994, 

1997; Shaw, 2001; Staurowsky, 1996a, 1998) that has documented the arguments used by 

administrators and coaches, who are usually men, to resist the implementation of gender 

equity policies and initiatives, thereby protecting their existing privileges in the sport system. 

These arguments included denying gender discrimination exists, stating that discrepancies 

were a normal outcome of meritocracy, assuming that changes would evolve naturally rather 

than being imposed, or suggesting that gender equity resulted in reverse discrimination for 

men. 

In their study of gender equity in the banking and law enforcement sectors, 

Benschop and Doorewaard (1998, p. 802) found that respondents justified inequities as a 

consequence of "history, individual excellence and coincidence" and not because of systemic 

gender discrimination. This study found evidence of mixed messages in that similar 

arguments were used to either deny or justify the gaps. I found that these arguments were 

presented by both men and women in the three stakeholder groups and across the four 

sport programs. Given the pervasiveness of the justifications there appeared to be littie 

impetus for change, thus preserving the inequities that existed. 

Respondents' explanations centered on two dominant, but contradictory, themes: i) 

a denial of gender inequities, and ii) a rationalization of gender inequities (see appendix P for 

an overview by stakeholder group and sport affiliation). Those respondents who denied 

there were no gender inequities and suggested there were no gaps between meanings and 

practices relied on two main arguments: i) there had been a gradual improvement, and ii) 
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gender inequity was not a problem. Each of these arguments implied that the sport 

programs were already gender equitable, thus there was no need for the athletic department 

to focus on further changes. Some respondents acknowledged that gender equity was an 

espoused, but not always enacted value; yet, they rationalized the gaps between meanings 

and practices on the basis of four related arguments: i) gender inequities were 

inconsequential; ii) other organizational values were more important; hi) gender equity was 

not their responsibility; and iv) inequities were accepted and normalized as just the way 

tilings were. In this section, I discuss these findings using a post-strucmrahst feminist lens to 

guide the analysis. 

Denying Gender Inequities 
In response to questions in the interviews regarding their awareness of gender equity 

issues in the department or with respect to their sport participation (see appendix C), many 

respondents stated that there were no gaps between the espoused value of gender equity and 

what was done in practice, which served to deny any claims of gender inequities. A majority 

of the respondents argued that since there had been gradual improvements for female 

athletes, gender inequities were not a major concern. Over one-third of them suggested that 

gender inequity was simply not a problem. By ignoring the possibility of gender inequities, 

these arguments served to maintain the status quo rather than searching for ways where 

further improvements could be made. 

Gradual Improvement: "It's better than it would have been years ago." 

Twenty-one respondents (75%; 11 women, 10 men) suggested that gender equity 

"has come a long way" (female athlete S2), but that these changes and improvements took 

time. Athletes (64%), coaches (100%), and administrators (80%) argued that there had been 

gradual improvements in the availability of opportunities, the allocation of resources, and 

the promotion of female athletes, which confirmed the department's intention and 

commitment to gender equity. This idea was also shared among the members from the four 

sports (basketball - 86%, ice hockey - 71%, rugby - 75%, swimming - 60%). Given the 

previous fmdings, this presented an overly optimistic view of the department's commitment 

to gender equity. 

Some respondents concentrated on the "small little increases" (female athlete RI) 

and the idea that "it's better than it would have been years ago" (female administrator A2). 
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They accepted that gender equity was "just a long process" (female administrator A2) 

requiring an on-going, long-term commitment. The male athletic director (A5) indicated, "I 

think you have to have a goal of trying to make it equal and it's going to take time." The 

female intercollegiate coordinator expressed her happiness that women's hockey was now a 

university sport, but explained that it "takes a while to catch up" to a level sirnilar to that of 

the men's team. Similarly, a female ice hockey player reflected on the positive changes in 

resource allocation from the previous seasons: 

. . . each year we have gotten more stuff. More ice time. Or like more money 
as far as we could buy ourselves gloves. So we've traveled a bit more each 
year. Maybe once more. Last year three times more. So I think they have 
been trying to advance. (HI) 

The coach of the women's hockey team added that he was "not too disappointed in what 

we've been getting," in part because the athletic department had not cut back any of their 

opportunities or resources. A female rugby player (RI) noted that "you need to be patient 

and you can't expect all o f a sudden I'm going to get the exact same thing as them" (female 

athlete RI). One of the underlying assumptions of this argument was that women's teams 

had to exercise patience, yet men's teams were not expected to lose ground. It was not 

surprising that some members of women's teams focused on the small gains and ignored the 

large gaps that existed, because it might be too discouraging to think about the uphill battle 

yet to go. 

However, one could argue that it will be difficult for women's teams to close the 

gap, because many men's teams have had a significant head start (Eitzen, 2003), and the 

emphasis continues to be on the men's sports (Hall, 1996). As Pomfret (1986) pointed out: 

"The catch up game is always played uphill" (p. 83). This emphasis on the amount of time to 

change legitimated the apparendy natural and "baby steps" pace (female athlete RI) the 

athletic department was taking with regards to gender equity. A natural evolution in 

response to changing societal attitudes was viewed as more acceptable than imposing 

structural changes (Hall et a l , 1990; Hoffman, 1995). In the words of the female 

intercollegiate coordinator: 

. . . the message that's out there in the world [is] that this is not right. I think 
people are becoming more comfortable with that. Because you hire younger 
coaches, they're just "that's just the way it is." Y o u wouldn't think of any 
other way. So yah I think it's been a slow process. (Al) 
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Seven out of 10 (70%) female athletes also downplayed examples of gender 

inequities and focused instead on incremental improvements to their competitive 

experiences. This supported findings from Riemer and Chelladurai (2001) who showed that 

in spite of evidence of gender inequities, Canadian female athletes were generally satisfied 

with their athletic experiences because they were better than they used to be. McClung and 

Blinde (2002) proposed that female athletes often refused to acknowledge disparities based 

on gender because it was safer for them to focus on the improvements rather than criticize 

those in power. The athletes' willingness to accept their current status and situation served 

to "nullify any existing inequahties" (McClung & Blinde, 2002, p. 122). In this situation, 

hidden power was exercised such that female athletes imphcidy offered their consent to 

existing gender inequities that served to direcdy marginaUze them (Benschop & 

Doorewaard, 1998; Rao et al., 1999). 

In comparison, fewer male athletes (57%; four in total) felt there had been gradual 

improvements with respect to gender equity. Based on previous research, it was likely that 

they viewed the addition of women's teams as possible threats to their existing status and 

privUeges (Greendorfer, 1998; Riemer & CheUadurai, 2001; Staurowsky, 1996a, 1998). 

Bradshaw (1996) argued that impUed threats signal that power is being exercised to preserve 

and maintain the status quo. 

This emphasis on gradual improvements was reflective of the conditional equity 

meaning of gender equity discussed in chapter 5. The underlying rationale was that it was 

unreahstic, considering the historical context of the athletic department and the institutional 

conditions of the sports, to assume that female athletes would have the same opportunities, 

resources, and promotion as male athletes. As a result, some members of the athletic 

department beUeved that female athletes should be content with the current situation and 

not complain about inequities because they were inevitable or beyond the control of the 

department. It was also naive to assume that aU future athletes, coaches, and administrators 

would have better attitudes towards gender equity because that would mean they would be 

socialized into a dominant ideology that rejected traditional power relations that is so 

pervasive in sport (Alvesson & Deetz, 2000). 

Gender Equity Was Not a Problem: "It hasn't been a problem." 

O f the 28 respondents, 11 (39%; 3 women, 8 men) suggested that gender equity was 

not a problem in their sports. This beUef was most prominent among athletes (47%), 
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particularly male athletes who indicated a lack of awareness of gender inequities (86%), but 

was much less widely shared by the female athletes (20%), administrators (20%), or coaches 

(17%). For example, when I asked one male rugby player i f he was aware of gender 

inequities, he replied: 

I haven't heard any whispers of anything different or I can't visually see that. 
Okay one team's got a paid coach. .. . Like I'm just trying to think along the 
coaching lines, but I think that's pretty good as well. A n d even like the 
adrninistrative side of it, it seems fairly good too. (R3) 

It was not surprising for a male rugby player to deny that gender equity was a problem, 

because Martin (1996) argued that it is a masculine privilege to do so. It was ttoubling, 

however, that two adrninistrators and a coach felt this way, as they are expected to act on 

behalf of athletes. If those with power did not consider gender equity a problem, it was 

urilikely that change would occur to achieve equity (Bagilhole, 2002; L i f f & Cameron, 1997). 

Their reluctance to acknowledge gender inequities served to delegitimize it as a concern for 

others in the athletic department and to dismiss further change to organizational practices to 

address it (Halford & Leonard, 2001; Macintosh & Whitson, 1990; Rao et a l , 1999). 

More men (57%) than women (21%) concluded " i f it's not negatively affecting you, 

then why would it be an issue" (male adniinistrator A4). It has been shown that male 

administrators who have not personally experienced gender discrimination usually denied it 

existed and in doing so, defended against challenges to their existing privileges (Hall et a l , 

1989, 1990; Kay, 1996; McKay, 1997, 1999; Shaw, 2001). Most members of the swim teams 

(80%) believed that gender equity was not an issue in light of the opinion that "we've got a 

pretty good system and pretty good thing here" (male athlete S4). In contrast, fewer 

members of the basketball (43%), ice hockey (29%), and rugby programs (25%) shared this 

belief. Their different understandings likely stemmed from the institutional conditions of the 

sport programs as described earlier in chapter 4. 

Some respondents argued that the lack of departmental gender equity policies was an 

indication that " . . . it hasn't been a problem" (female administrator A l ) as the adrrrinistrators 

were not required to enforce it. Even though one male athlete (R3) asked "why regulate 

something that people already do," it has already been shown that not everyone 'does' 

gender equity. In her study on the adoption of gender equity policies in sport organizations, 

Kay (1996) found that i f organizational members were not mandated to act in a gender 

equitable manner, they would not do so voluntarily. In this athletic department, there were 
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no legal obligations or official mandates enforcing the implementation of gender equity (see 

appendices E & F). The policies that did exist were vague, not enforced, and did not guide 

practices in specific ways. Others who suggested that gender equity was not a problem 

pointed to the department's nearly equal provision of male and female teams to substantiate 

their argument. For example, the male athletic director (A5) stated "I don't really think it's 

ever been an issue that we've looked at in isolation. We've provided programming where 

there's been an interest." He implied that the department was responsive to the interests of 

all athletes, but the fmdings in chapter 6 suggest that female athletes' interests were not fully 

addressed. 

Rao et al. (1999) argued that power could be exercised to create new meanings or 

protect old ones. In this study, several athletes, coaches, and administrators maintained there 

was a connection between espoused and enacted values, and this belief was held in spite of 

examples of observed gender inequities. By not naming gender equity as a problem a version 

of truth was constructed and protected that dismissed claims of gender inequities as a topic 

of discussion, thus negating the need to address it further (McDonald & Birrell, 1999; Rao et 

al., 1999). In doing so, their attention and energies could be directed toward the fulfillment 

of more highly desired organizational values, such as athletic performance excellence and 

revenue generation. 

Rationalizing Gender Inequities 

Some respondents, mcluding some of the same ones who denied the existence of 

gender inequities, also acknowledged awareness of gaps between what people said and did. 

They defended and rationalized the inequities on the basis of four main arguments: i) the 

inequities were inconsequential (61% of total respondents; 12 women, 5 men); ii) other 

organizational values were more important than gender equity (46%; 7 women, 6 men); iii) 

gender equity was not their responsibility (39%; 3 women, 8 men); and iv) gender inequities 

were accepted and normalized (79%; 11 women, 11 men). 

Gender Inequities were Inconsequential: "It is nothing blatant." 

In contrast to the idea that women in sport were "sensitized to their disadvantaged 

position and thus ready to actively challenge such inequities" (Blinde et a l , 1994, p. 52), 12 

out of 14 female respondents (86%), mcluding all the female athletes, suggested that they did 

not "feel strongly enough about it" (B3) to "start something [or] raise talk" (B2). They 
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identified examples where the espoused value did not match the enacted value, particularly 

in terms of resource allocations and promotions, but then stated, "we don't feel like we're in 

a horrible situation" (female athlete HI ) , implying that the gaps had been worse in the past 

and they had become complacent. In stark contrast, only 36% of male respondents shared 

this belief, probably because few of them recognized inequities. Hal l et al. (1990) attributed 

this difference to the fact that men were less aware of inequities in the first place. This 

argument was more prominent among athletes (71%) than coaches (50%) or administrators 

(40%). Among the four sport programs, the idea that inequities were not blatant was shared 

among members of the basketball and ice hockey teams (86% and 71% respectively) and to 

a lesser extent among members of the rugby and swim teams (50% and 40% respectively). 

Given the fmdings presented in chapter 6, this suggests that athletes and coaches were either 

unaware of, or not willing to recognize, the systemic nature of the inequities that did exist. 

Instead of female athletes being vocal about inequities, many of them expressed a 

lack of concern about them. A female hockey player (HI) recalled that when she started 

playing university ice hockey, she was very disappointed with the disparities between the two 

hockey teams. N o w as the president of the athletic council, she has greater access to 

information and stated that she had to look beyond the two hockey teams to assess what the 

athletic department was doing as a whole: 

If you asked me this two years ago I'd say like this sucks. We are totally 
unequal and the university does nothing. But I think people really need to be 
informed before they make an opinion like that. Look into exacdy what the 
university is doing and then base your decision. Y o u can't just look at what 
the men are getting and what you're getting, (female athlete HI) 

One could have expected that with more information, she would have become even more 

frustrated because the department was inconsistent in their practices across all teams and she 

could have used this information to advocate for more changes. Instead, she used her 

knowledge of the larger picture facing the department as evidence to rationalize the existing 

situation, instead of challenging "inequitable relationships of power which involve gender" 

(Kenway et a l , 1998, p. xviii). This example illustrates how hegemony works in that she was 

willing to privilege the knowledge that consents to inequities over the knowledge that 

challenges them (Alvesson & Deetz, 2000). 

Some other female athletes in basketball, ice hockey and rugby appeared to accept 

their current situations because they realized the alternatives could be worse. They saw 
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themselves as more privileged relative to other athletes in minor or club sports or other 

students on campus who did not have the opportunities to compete in sport at a high level. 

Female basketball players indicated that they would rather have fans come later to their 

games, a practice which currently happened, rather than potentially having a mass exodus of 

fans, which they suspected would happen i f the women's game was scheduled after the 

men's game. A few female hockey players complained about the inadequate level of 

resources, but added that they received more promotion and financial assistance than did 

male and female rugby players. Female rugby players appeared content with their small 

locker room, as they could easily have had no locker space. They may have been reluctant to 

criticize their situations, because they did not want to appear ungrateful and jeopardize 

losing the services they already received as athletes. In doing so though they condoned what 

was going on, which allowed the inequities to be perpetuated (Benschop & Doorewaard, 

1998). 

Parks, Russell, Wood, Roberton, and Shewokis (1995, p. 73) referred to this 

contradiction as "the paradox of the contented . . . woman." They indicated that despite the 

obvious disadvantages women have in sport organizations they are often as satisfied as men. 

They attributed this situation to women's lower salary expectations and their lack of 

knowledge about salary discrepancies. The fmdings of this study illustrated that some female 

athletes also exhibited this characteristic. A t the playing level, the following quotation from a 

female hockey player nicely illustrated this paradox when she acknowledged inequities, but 

expressed contentment based on the institutional conditions of her team. She said: 

When I first came into hockey, I was talking to some people . . . I didn't even 
know the guys' team had like a big dressing room and all this stuff. A n d we 
just had [these] crappy litde storage rooms. . . . I thought the storage rooms 
were cool because I got to leave my gear at the rink. A n d that's good enough 
for me. But I started talking to these people and they started telling me about 
all like the benefits that the guys have. A n d I was like 'wait a second that's 
really, really not fair'. Like you know we're doing better than them. . . . they 
suck and we're still getting shafted. But then I was like this team is only five 
years old. A n d you can't just expect [to] create a team and expect that all of a 
sudden you're going to be up there. A n d like it's not entirely someone else's 
responsibility. It's up to us too to establish our team and to play well. . . . A n d 
I txiink that a lot of what happens in hockey is that the guys' team they've 
had a team for years and years. A n d they have all this alumni who can give 
them money. Whereas like the people on our team, some of them are still 
playing from the first year there was even a team. So it's not like we have this 
extra money corning in or whatever. It depends on how you look at it I think 
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is the thing. I'm sure that things aren't completely fair, like straight down the 
middle parallel. But for a team that is only five years old, or however seven 
years old, or however old . . . considering we're flying everywhere and staying 
in nice places and getting ice time, and being able to host C I A U teams on 
Friday and Saturday night at the ice rink when you know other things can 
bring in more money for them, (female athlete H3) 

These opportunities and resources were not readily available to women who wanted to play 

hockey 10 years ago (Theberge, 2000). In addition, their lack of knowledge of systemic 

inequities and belief in constant improvement and progress for their teams shaped their 

understandings in such a way that they rationalized inequities that direcdy affected them. 

For a fifth-year female basketball player, who had been identified by two of her 

teammates as a vocal advocate and having strong opinions on gender equity, gender 

inequities existed but they were not systemic or overt (female athlete B l ) . In her words: 

Specifically it is nothing blatant for sure. It's just sort of a feeling that you get 
when you sort of compare yourself and see the sponsorship and the clothes 
and the team room and the sport staff. A n d then you just get a feeling of 
wow they're just so much better taken care of than we are. But you can't sort 
of pinpoint how and where it all started. A n d so it's not really worth sort of 
pursuing because you can't sort of pinpoint and say "Well why did they have 
it? That's not fair." It all looks like it can be justified somehow. .. . if you felt 
that you could have more power it would probably be a lot more alluring to 
become involved. Whereas right now it just feels like you have no control 
over the situation so what would be the point of sitting there. So why 
bother? (female athlete B l ) 

She argued that inequities were not blatant, yet she also identified inequities in sponsorships, 

facilities, and support staff. Similar to the female hockey player who was also the president 

of the athletic council, she would rather believe there was a reasonable explanation for the 

differential treatment, as opposed to blatant discrimination, in which case she may have felt 

obligated to expose it. Her position was echoed by a few other female athletes who 

explained they would advocate for changes, but they were not aware of the extent of the 

inequities. As another female athlete noted: 

I don't know what goes on. If I knew then it would be a different story 
because then i f I knew the men always got more money than the women 
then I'd be like "okay let's say something." But I don't really know. (B3) 

These comments highlighted the power/knowledge connection because without 

knowledge the athletes had litde power to advocate for change (Kenway, 1998). Although 

Rao et al. (1999, p. 6) stated that, "positional power resides in every position in an 

organization, not only at the top," the athletes lacked control over their own situations. 
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Since athletes are usually only enrolled in their academic programs for four to five years' and 

are often too busy with sport and school to notice or be concerned with what is going on 

elsewhere, their knowledge is limited and short term. Yet, the structure of the athletic 

department was such that long term and extensive knowledge was privileged. It was likely 

that administrators used that knowledge to their advantage to deny athletes access to the 

formal decision making process by arguing that the constant turnover of them would be 

disruptive to efficiency and effectiveness (Armstrong-Doherty, 1995a; Malloy & Taylor, 

1999). Alvesson and Deetz (2000) referred to this as discursive closure where there is little 

recognition that the current decision making structure was problematic because the 

beneficiaries of the decisions were not involved in a meaningful way. 

In addition, athletes from the university programs rarely met as a collective to 

discuss issues relevant to them. When representatives from the various teams did meet for 

the athletic council, much of the discussion centered on strategies to promote university 

athletics. As a result, athletes were often unaware of the situations experienced by those on 

other teams, which may have made it easier for them to accept examples of gender inequities 

as isolated incidents. The council could have been a forum where athletes could set their 

own agendas, engage in critical discussions, and advocate for change (Rao et al., 1999); 

however, there was no evidence of this. 

Another explanation for some respondents' dismissal of inequities as 'not blatant' 

was that they might have been reluctant to broach the issue because of possible negative 

consequences, such as being labeled a troublemaker, whiner, feminist, or mihtant (Ashford, 

1998; Ashford et a l , 1998; Martin & Meyerson, 1998; McClung & Blinde, 2002; McKay, 

1997). For many women and possibly some men, being a vocal advocate for change was 

associated with the risks of ridicule and backlash, because it was viewed as a threat to the 

established order of the department (McKay, 1997, 1999; Pomfret, 1986). For an athlete, 

speaking out could jeopardize his or her position on a sport team. One female administrator 

did not want to see gender equity become a women's crusade, as she was concerned about 

women being labeled as mihtant: 

A n d the danger is that it looks like the women are being mihtant. It's better 
to have a mix of men and women who support gender equity. It's better to 
be like a combination. So that way there's more, and it's awful to say but 
there's more credibihty. It should be a social issue. It shouldn't be a women's 
issue, (female administrator A2) 
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For her, the issue gained legitimacy i f men bought into it as well, which reinforced the 

asymmetrical power relations in the department. In reflecting on the resistance to formal 

gender equity policies, one female coach said: 

I don't think it would hurt having more in written form. . . . The only caution 
is that I think people make a really big deal out of it [and] then sometimes it 
makes [an] issue when there isn't an issue. Or it pisses people off. . . . Like the 
whole backlash about 'oh they're hiring that woman just because they have 
to hire a woman. She's not the best candidate for the job.'... i f there's too 
much 'in your face' then people get you know hyper-responsive almost. (B6) 

Although it might be unrealistic to expect members of the athletic department to lobby for 

gender equity given the dominance of conservative attitudes and hegemonic masculinity in 

the sports world (Blinde et al., 1994; Hall, 1996; McClung & Blinde, 2002), Fletcher (1999) 

warned that i f women accept their situations they "become unwitting agents of the larger 

processes that keep these conditions in place" (p. 2). In turn, by ignoring the systemic 

factors that contribute to gender inequities, they are unable to resist them or be involved in 

the production of alternatives. 

Other Organisational Values were More Important: "The men bring in more money than the women." 

A majority of adrninistrators (80%), half of the coaches (50%), and close to a third 

of the athletes (29%) attributed the differences in resource allocation and promotion to 

factors other than gender, such as the performance of athletes, the major-minor sport status, 

and the popularity of teams. These factors pointed to the prioritization of other 

organizational values, in particular performance excellence and revenue generation. 

According to one male administrator (A4), "things like marketing and sponsorship and 

revenue are what drive decisions. It's not just about who gets to play." A majority of the 

respondents from the basketball teams (57%) and the swim teams (80%) spoke about the 

importance of other organizational values. In comparison, few respondents from the rugby 

teams (25%) and none of the athletes and coaches of the ice hockey teams did, probably 

because it was readily apparent that male hockey and rugby players had more privileges than 

their female counterparts. 

Most members of the swim teams (80%) agreed that the lower number of female 

swimmers was an indication that fewer of them met the required performance standard to 

be on the team." As the male swim coach explained: 

We figured out that in order to be a cohesive group that we want to be at the 
same standard. A n d there is not as many women swimming at a high 
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standard as there are men. A n d it's nothing to do with . . . that we want to 
have less women. (S5) 

There were different standards set for men and women, which promoted the idea they were 

rewarded fairly for meeting their gender-specific time. This echoes a commonly held belief 

in that organizational practices, such as promotions and hiring, are gender neutral as 

individuals are rewarded based on merit (cf. Acker, 2000; Hovden, 2000). However, one 

female swimmer (SI) noted that generally male swimmers' peak performances happened in 

their mid-20s, while many female swimmers peaked in their late teens or early 20s. For her, 

the physiological development of men and women provided a logical explanation for the 

difference in the number of male and female swimmers. If physiological development was a 

factor then university-aged female swimmers were at a disadvantage to meet the 

performance standard, while male university swimmers were not. This explanation suggests 

that the apparendy gender neutral standard was based on criteria that benefited men and 

perpetuated gender inequities on the swim team. 

Some female athletes believed that "with success comes the best coaching that can 

be available to them and the best training facilities" (female athlete RI). Members of the 

women's rugby team believed that their successes at regional and national competitions 

would be rewarded with an increased level of support from the athletic department. Their 

belief was based on the idea that i f they worked as hard and were as successful as male 

athletes in the same sport, their successes would be equally valued and rewarded (Blinde et 

a l , 1993, 1994; Lenskyj, 1994; McClung & Blinde, 2002; Pomfret, 1986). This appeared to 

be a reasonable expectation given the department's "dedication to excellence" as declared 

in its mission statement (see appendix E). Despite their successes, the operating budget for 

the women's team had not significandy increased over three seasons (see table 13 in 

chapter 6), they had not seen an improvement in their promotion from the athletic 

department (see table 16 in chapter 6), or in the hiring of a part-time coach for their team.'" 

When women competed in traditionally male-dominated sports like rugby and ice 

hockey, the taken for granted assumption was that the game was played different, because 

women were not as strong or skilled as men (Theberge, 2000b). For example, a female 

basketball player suggested that "maybe people going to the games are more apt to go to a 

guy's game than a girl's game, just because . . . they can dunk and they're really fast. It's 

totally a different game" (B3). Another female athlete stated (Bl) "sports that are more 
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popular tend to get more money," but denied a connection between popularity and the 

gender of the athletes. Although some respondents argued that women's different style of 

play was appreciated and valued in its own right and was not compared to men's style of 

play, it has been shown that their game was less valued and viewed as inferior. Men's 

sports continue to be socially constructed as naturally and inherendy more interesting and 

popular, because they emphasize and emulate valued masculine skills such as strength, 

jumping ability, aggression, and quickness (Doherty & Varpolatai, 2000; Hargreaves, 1990; 

McKay, 1997; Theberge, 2000b). 

Some respondents suggested that discrepancies in practices were most pronounced 

between "gate sports and non-gate sports" (female administrator A3). In her discussion of 

budget allocations within the entire department, the intercollegiate coordinator (Al) 

acknowledged that men's teams received more funding than women's teams, but she 

defended the discrepancy by pointing out that football was a major men's team, thus "it's 

not even a gender equity thing. It's just big sport versus the other sports."1V As athletic 

departments place greater emphasis on new public management (Eitzen, 2003; Frisby et al., 

2004), their focus and energies are directed towards revenue generation, cost recovery, 

marketing, accountability, and efficiency (Armstrong-Doherty, 1995b; Danylchuk & 

MacLean, 2001; Padilla & Baumer, 1994; Puder & Wolfe, 1999; Wolfe et al., 2002). In turn, 

athletic departments are focused on generating gate receipts, fundraising, and estabhsliing 

marketable teams. Wolfe et al. (2002) found that performance and revenue generation were 

deemed by many stakeholders to be of greater priority to athletic departments than social 

values such as education or gender equity. Revenue generation and performance are 

considered values that benefited management in that more successful teams, financially and 

on the playing field, contributed to more visibility and publicity for the department and 

more alumni support and sponsorship, which in turn helped with the financial bottom line. 

In comparison, while being important to athletes, a commitment to education and gender 

equity did not direcdy impact management's concern with finances. As a result, this 

difference in prioritization of organizational values may be explained in that the payoffs 

associated with new public management outweighed the perceived benefits of inclusiveness 

in participation that would result from a greater commitment to social values, mcluding 

gender equity and diversity (Eitzen, 2003; Frisby et al., 2004; Greendorfer, 1998; Staurowsky, 

1998). This sentiment was expressed by one male coach (H6) who said, "The overriding 
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concern is [being] financially viable rather than gender equitable" and as a result, the 

"valuable sports are the revenue producing sports." 

Implicit with the value of revenue generation was the gendered assumption that "the 

bottom line is the money and unfortunately it's pardy the public's perception that female 

sports aren't as valuable as male sports. So the men bring in more money than the women" 

(female athlete B l ) . In this athletic department it was presumed that some men's teams 

attracted media, spectators, and sponsors and generated revenue while most women's teams 

did not. Through their emphasis on the importance of revenue generation, the department's 

distinction of major and minor sports reinforced an established gender order with men's 

teams seen as the 'breadwinners' and women's teams were 'passive consumers' (Staurowsky, 

1995). There was litde discussion about the arbitrary nature of the major-minor chstinction 

of teams, or more fundamentally about the practice of management generating revenues 

from the accomplishments of individuals whose primary reason for attending the university 

was to obtain an education. Alvesson and Deetz (2000) argued that the emphasis on 

management's interest in wealth creation has diverted attention away from employees' 

interest in social goals. Interestingly, although revenue generation was an important value for 

the department and it was understood that the performances of athletes was central to its 

mandate, athletes were never labeled as employees by coaches or administrators. The act of 

not labeling them as workers or employees diverted attention away from discussions of 

amateur athletes' entidement to rewards for their work, such as a portion of the profits from 

their work or an increased involvement and investment in decisions affecting their 

workplace (Sack & Staurowsky, 1998). 

Some athletes indicated that gender equity was not "one of the highest priorities at 

all. . . . it's somewhere on the list but maybe it's one of the bottom ones" (female athlete, RI). 

Two male basketball players suggested that although it was an organizational value, "we 

don't hear about it as athletes" and surmised that it was "not one that they maybe overtiy 

publicize" (B4) or that "it's kind of under the carpet. They don't make it known that it is 

one" (B5). One explanation for this is that they do not see gender equity as a core value as it 

interferes with their pursuit of other more salient values, such as performance excellence and 

revenue generation (Davies & Thomas, 2001; Fletcher, 1999a; Kolb & Meyerson, 1999; Pant 

& Lachman, 1999). Inequities were seen as an expected outcome of the department's 

emphasis on these other more important management-oriented values. This fmding exposed 
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other discourses that shaped an understanding of the athletic department as operating in a 

gender neutral manner and did not discriminate on the basis of gender. To recognize gender 

as a contributing factor to the inequities would have compromised and threatened the ideals 

of meritocracy (Acker, 2000; McKay, 1994, 1997, 1999). By downplaying the influence of 

gender, the embeddedness of gender inequities in the culture of this organization was 

ignored. 

Gender Equity was not Their Responsibility: "I'm not going to step up because I don't really foresee a 

problem with it." 

Some respondents (39%; 8 men, 3 women) agreed that "there is a belief that we 

should aim for gender equity," but stated that they were not personally responsible for it. 

While this argument has been identified in other research on gender equity in organizations, 

particularly from the perceptions of male administrators (cf. Acker, 2000; Ely & Meyerson, 

2000; Kenway et al., 1998), the fmdkigs from this study illustrated that it was held by more 

coaches (67%) than administrators (20%) or athletes (35%). A majority of coaches (67%; 1 

woman, 3 men) and male athletes (57%) suggested that gender equity for athletes was 

irrelevant to them. One male athlete (B5) stated, "I don't tiiink I'm going to step up because 

I don't really foresee a problem with it." They offered some support, probably because of a 

social expectation to do so, but indicated a lack of obligation to become actively involved 

because the issue did not personally affect them. Garnsey and Rees (1996), in their study of 

an English strategy to encourage more women to enter the workforce and take on 

management roles, argued that "indicating concern without assuming responsibility for the 

real complexities of the matter . . . preemptjs] and divertfs] potential forces for change" (p. 

1057). This argument reinforced a gender equity is a women's only issue discourse as there 

was little shared responsibility for ensuring that this organizational value was integrated into 

the culture of the department. 

One female athlete (Bl) indicated, "I certainly don't think there's anyone in athletics 

whose job it is to sort of make sure everything is equitfable]." As one male administrator 

(A4) noted, gender equity was not an issue "that the organization was expecting me to 

follow." Gender equity was not seen as an important value to everyone, rather it was 

adopted on an individual basis by those "people taking it on themselves to make this 

happen" (female coach B6). These statements contradicted the earlier comment that gender 

equity policies were not required because it was something that everyone already did, which 
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presumed that all organizational members took responsibility for it. This argument implied 

that those who were most personally affected by gender inequities should take responsibility 

for it. Yet some of those who were most affected by the inequities, such as female ice 

hockey players and female rugby players, did not consider them serious enough to take on 

themselves. 

Although some coaches and adrninistrators indicated they were not responsible, 

many of them referred to the female intercollegiate coordinator as "a champion of women's 

sports" (female administrator A3) because she monitored all competitive university 

programs to make sure "other people are steered in the right direction" (female coach B6). It 

appeared that gender equity was off-loaded to the intercollegiate coordinator since she held 

one of the top positions in the athletic department and had the greatest potential to exercise 

power, such as agenda-setting or dialogue power in order to make a change (Rao et a l , 

1999). The intercollegiate coordinator resisted this informal role as the gender equity 

advocate. Instead, she indicated that she did not want to be labeled militant or a feminist and 

clarified that she saw herself as an advocate of all athletes. Her reluctance to be named a 

gender equity advocate may be indicative that those who support it may actually be 

jeopardizing their careers and reputations (Ashford et a l , 1998). Alternatively, she may also 

have felt that everyone should take collective responsibility for this organizational value to 

make changes at the structural and cultural levels and not just assume that she would take 

care of it (Kenway et a l , 1998; Martin & Meyerson, 1998). 

In general, gender equity was not viewed as a fundamental component to their work 

as adrninistrators, coaches, or athletes. In their study of the development of new public 

management in the public sector, Davies and Thomas (2001) found that an emphasis on 

gender equity conflicted with a traditional organizational agenda that focused on 

"competition and positive measures of performance" (p. 16). Shxularly, Kolb and Meyerson 

(1999) found that some organizational members were hesitant to take on greater 

responsibility for gender equity because it was a distraction from their 'real work'. A female 

administrator (A2) suggested that ideally, gender equity should be taken "out of the realm of 

it being a women's problem and show it as a social problem." For that to happen, gender 

equity must be an espoused and enacted organizational value and accepted as everyone's 

responsibility (Inglis et a l , 2000; Kenway et a l , 1994, 1998). Additionally, Fletcher (1999b, p. 

3) argued that since: 
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the responsibility for inequity lies not in self-interested individuals who are 
actively and intentionally oppressing another group, but in the systemic 
common, everyday assumptions that underlie organizational behaviour and 
the way members of an organization make sense of their world. Using this 
systemic approach also makes it clear that since people at all levels are active 
agents in the unobtrusive exercise of power, the responsibility for change 
cannot be taken up by just a few, but must be widely shared across all levels 
widiin the organization. 

It could be argued that all key stakeholders had a professional responsibility for 

advocating for gender equity changes in the deep structure of organizations such that it was 

embedded in their daily practices. Kenway et al. (1998) outlined four types of responsibility 

that are necessary for successful change in this area: obligation, culpability, accountability, 

and collectively. Obligation suggests a sense of goodwill and sincere support of gender 

equity. This means that incidents of gender inequities are not ignored and that those who are 

not actively involved in promoting change support the actions of others who are. Culpability 

refers to a readiness to accept the demands and tasks necessary for change. In this study, 

culpability could include the willingness of administrators, coaches, and athletes to be 

knowledgeable about gendered power relations in sport. Accountability implies that 

organizational members are responsible for the consequences of their actions and inactions 

(Kenway et al., 1998, p. 197). Kenway et al. (1998) argued that gender equity is a 

fundamental component of every day work, and thus should not be dismissed as someone 

else's duty. Finally, they suggested that change will occur when everyone, in his or her own 

way, assumes some level of collective responsibility for it. This idea significandy disrupts the 

notion that gender equity is a women's only issue as it acknowledges the responsibility of 

men for it too. Shaw and Slack (2002) demonstrated that it is possible for gender equity to 

be embedded into practices as exemplified by one sport organization where the 

accomplishments and views of women and discussions of equity were regularly included in 

their magazine. While this practice may not be enough to ensure that gender equity becomes 

embedded in their organizational culture, it does show that alternative discourses can be 

identified and made more mainstream. 

Gender Inequities were Accepted and Normalised: "It's just the way things are." 

A majority of male and female respondents (79%; 11 women, 11 men) justified and 

tolerated examples of gender inequities as something to be expected. They were resigned to 
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the fact that gender inequities were "just the way things are" (female athlete RI). This 

echoed a similar finding from Martin and Meyerson (1998) who found that some women in 

management positions saw gender inequities as normal and unlikely to change. Respondents 

in this study argued that the gender inequities were a reflection of societal norms and were 

"not the university's problem" (male athlete H5). For example, the athletic director (A5) 

noted, " Y o u know crowds are lower for women's sports and media attention is lower for 

women's sports. A n d that's just the way it is. . . . That's something that we don't have any 

control over." It can be speculated that men accepted gender inequities as natural and 

inevitable as a means of protecting the established order of sport and universities (Bagilhole, 

2002; Hall et a l , 1989; Messner, 1988). According to Alvesson and Deetz (2000, p. 19) it was 

insufficient to describe inequities as a natural occurrence because they are socially 

constructed to privilege certain groups. Recognizing that men have dominated decision 

making positions in sport organizations, through their decisions they have established a 

gendered order. They have decided which sports are funded, have access to facilities, are 

provided with top-quality equipment and a fun-time coach, and are promoted on a regular 

basis. These are purposeful decisions and they have created the situation in which inequities 

exist. 

In this study, this argument was shared among all stakeholder groups (athletes -

76%, coaches — 83%, administrators - 80%) and among the members of the basketball, 

rugby, and swim programs (100%, 75%, and 80% respectively). It was least evident among 

the members of the ice hockey program (57%). 

The idea that gender inequities were to be expected revealed the taken for granted 

beliefs about the importance of men's and women's sports and the gendered roles of men 

and women. A n upper year female rugby player was instrumental in lobbying the athletic 

department to grant the women's rugby team C I A U status and had also taken on significant 

administrative duties for the team, which allowed their coach to focus on coaching. Even 

though she was committed to "prov[ing] that we're a valid program... to the rest of the 

athletics" (RI), she has become complacent with the inequities over time and accepted the 

greater value that was placed on male athletes: 

. . . it's like you get desensitized. A n d you just learn like that's just the way it 
is. . . . It's just the way it is. A n d I'm just tired of fighting. .. .And I think that 
affects almost every woman on our team. We fight and we fight, but at the 
same time we're like "Oh , the men are getting this. O h look, the men are 
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getting that. We're not." A n d it's just kind of like it's just the way it is. . . . 
everybody knows that subdy men are considered to be the better team. A n d 
even though it may not be a huge topic of conversation, it's like we know 
that, (female athlete RI) 

Her comments alluded to the power of the "masculine ambience of sport" (McKay, 1999, p. 

199) as a reason why inequities existed. Although her involvement in rugby challenged the 

taken for granted notion that it is a male preserve (Mean, 2001; Schacht, 1996), she has 

accepted the dominant idea of the superiority of men in sport as natural and thus not up for 

discussion and was unable to draw on alternative discourses that would disrupt it (Martin & 

Meyerson, 1998). While she has seen some improvements, she also experienced a glass wall 

(Wilson, 2001), in that she recognized that women's sport was under-appreciated and 

undervalued (McClung & Blinde, 2002), however, because of her limited power as an 

athlete, accepted their embedded nature. 

Some comments that normalized gender inequities reflected gendered assumptions 

about expected roles of men and women and their earning power (Shaw, 2001; Staurowsky, 

1995, 1996b). The respondents indicated that inequities were likely because "Women don't 

have the history of giving back to athletics" (female administrator A2). A male basketball 

player defended the difference in alumni support for the two basketball teams as a reflection 

of "the way the world is working right now" (B4). O n the one hand, it was believed that 

male alumni were "really estabhshed and well-connected. A n d can get on the phone and 

raise money for you" (male coach R4) because they have "been successful in business" (male 

administrator A5). O n the other hand, female alumni "either went into teaching or worked 

for a few years and had a family and didn't go back into things" (male coach R4), and thus 

would only be able to donate back to her sport i f she married a rich man, as one female 

athlete (HI) indicated. The female community development officer suggested that women 

were less likely to donate to the athletic department and to their team, even in those sports 

like women's basketball that had a long history on campus and should have a well-

established alumni group when she said: 

So you have the history of basketball and the men in basketball, and football 
and rugby. A n d those men are now 50, 60, 70 years old. They are well 
estabhshed. They have a lot of money. They want to give back. They have a 
passion. Women who were playing basketball, field hockey, soccer, rugby, 
some of them [the teams] are so new that they haven't estabhshed 
themselves. Women don't have the history of giving back to athletics. 
They're not as continually involved in their sports after they finish here as 
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men are. So they don't have the same continued loyalty as men do. They 
don't quite frankly just give in the same way that men do. A lot of the 
women who have come through the programs end up as teachers. They 
don't have the same capacity to give. So there's a lot of issues there. So that's 
the problem, (female administrator A2) 

This quotation was representative of the taken for granted and gendered assumptions that all 

male alumni were successful in the private sector, were well connected to other influential 

men, and were loyal to the athletic department long after their university athletic careers 

were finished, while female alumni lacked this ability, which reaffirmed gendered ideas about 

public-private spheres (Rao et a l , 1999; Shaw, 2001; Staurowsky, 1996b). In doing so, they 

overlooked that female students outnumber male students in universities and the diverse 

roles that women take on in society, and they failed to consider the possibility that women 

were less generous in donating to athletics because their experiences were less positive. 

O n a positive note, the athletic department recognized that because of a " . . . 

stronger tradition of men in sport and historically higher income for graduating men, 

designated funding [from alumni giving] is proportionately greater to men's teams" (Athletic 

Department, 1999, p. 1), and they developed a policy to encourage alumni groups and 

community supporters to donate funds to sports in general rather than to single-sex teams 

(see appendix A) . In practice, they envisioned alumni donating to the rugby program or the 

swim program instead of specifically to the men's rugby team or the women's swim team. 

This was one of the few examples of challenging the taken for granted idea that inequities 

were normal and inevitable. 

The explanation that inequities were expected because of entrenched societal 

attitudes shifted the blame and responsibility away from the athletic department by denying 

there was a significant organizational problem that required an organizational solution (Hall 

et a l , 1990; Kenway et a l , 1998; Whitson & Macintosh, 1990). Kenway et al. (1998) noted 

that teachers often asked students to change their actions to address gender discrimination, 

but were unlikely and unwilling to accept that their own actions and inactions also 

contributed to inequities in schools. In this study, most respondents placed the blame on 

larger societal attitudes and denied that their actions and meanings contributed to gender 

inequities because "acknowledging an obligation to change their practice seems tantamount 

to accepting blame for existing inequahties" (Kenway et a l , 1998, p. 180). 
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Concluding Comments on Gaps 

Between Meanings and Practices 

I identified two main explanations that respondents used to excuse or defend the 

gaps between the 'gender we think' and the 'gender we do' (Gherardi, 1994). Depending on 

the team or organizational practice in question, some respondents denied that gender 

inequities were a problem, others rationalized the existence of gender inequities, and still 

others referred to both of these explanations. Previous sport research implied that 

stakeholders fell into one of two mutually exclusive camps, those who believed there were 

gender inequities or those who believed the organization was gender equitable (cf. Hall et al., 

1989, 1990; McKay, 1994, 1997; Sanger & Mathes, 1997). This study extends that line of 

reasoning by recognizing that equities and inequities can co-exist at the same time in the 

same sports within an organization and that there are multiple interpretations and 

justifications for them. As well, these fmdings revealed an organizational logic that served as 

resistance to promoting gender equity more fully in order to protect the ideals of 

meritocracy and new public management. 

Organisational L/>gic and Resistance to Change 

The respondents' denial and acceptance of gender inequities were significant because 

of the connection between power, language, and knowledge (Calas & Smircich, 1996; 

Fletcher, 1999; Weedon, 1997). Certain knowledge espoused by dominant groups was 

privileged and came to be taken for granted through various mechanisms. For example, 

athletes were excluded from the formal decision making process. This sent the message that 

only the supposedly long-term and broad-based knowledge that coaches and administrators 

had, even though some of them had been at the university for less time than the upper-year 

athletes, was important and valued. As a result, not only was the knowledge of athletes not 

brought to the table, but they were denied'access to knowledge about other sports that may 

have informed their understandings and decisions. Another mechanism in the production of 

knowledge was the constant reinforcement of the need to keep revenue generation and 

performance at the forefront. This worked to privilege management's interests over athletes' 

interests mcluding gender equity. It was through mechanisms such as exclusion from the 

formal decision making process and the regular reinforcement of particular organizational 

values that gender equity became taken for granted as an unimportant organizational value. 
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Given the widespread use of the justifications discussed in this chapter, it appeared 

that they have become "common sense ... consensus and legitimizing rationalities" 

(Benschop & Doorewaard, 1998, p. 790) which were unquestioned and resistant to change, 

while ignoring other explanations. Paying attention to their explanations for the gaps 

between meanings and practices exposed the truth rules or organizational logic that shaped 

how gender equity was understood in this sport organization. As Fletcher (1999a) noted, the 

production of knowledge is powerful because what is constructed as the truth takes on the 

status of common sense and thus is not open to discussion. 

The prevailing organizational logic in this athletic department was that gender equity 

was not a problem, because the inequities that did exist were accepted and normalized as a 

function of societal attitudes or an outcome of performance excellence and the emphasis on 

revenue generation. Inequities were written off as someone else's responsibility or as isolated 

incidents. This was revealing because there was litde impetus to change the culture of the 

athletic department as discussions and debates on gender equity were virtually non-existent. 

Thus, by rationalizing inequities or denying that they existed, these arguments acted to 

protect the status quo (Fletcher, 1999a). The justifications provided little space for a 

discussion about the serious nature of the inequities or the immediate need to address them. 

They did not present much of a challenge either to the prevailing values of performance 

excellence and revenue generation. There was no call for self-reflexivity (Rao et a l , 1999) on 

the part of the athletic department to examine their role and responsibility in perpetuating 

inequities. N o one pointed out the need to identify and address inequities that stemmed 

from other axes like social class, sexuality, or ethnicity. As Green et al. (2001, p. 203) 

indicated, "discrimination is so hard to challenge because it is rationalized and embedded 

within the organizational culture." 

One of the most significant outcomes of this organizational logic was complacency. 

I expected athletes to be more outspoken about inequities and more active in advocating for 

change. I expected coaches, athletes, and adrninistrators to take a greater leadership role. 

Instead I found that organizational members were not interested in generating new 

meanings of gender equity and ensuring they were embedded in organizational practices. 

Male and female respondents who made use of arguments that denied gender inequities, 

claimed these inequities were expected because of societal attitudes or the natural outcomes 

of women being involved in male sports, accepted them but took no responsibility for 
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change. As argued in previous research on gender equity, respondents who provided 

justifications for the gaps between meanings and practices passively resisted further changes 

(Bagilhole, 2002; Kay, 1996; Martin & Meyerson, 1998). 

The two explanations to resist gender equity that were discussed in this chapter were 

reminiscent of two other discourses identified in studies of the American university athletic 

system: Staurowsky's (1996a) male victim-female victimizer discourse and Greendorfer's 

(1998) backlash discourse. These were based on the ideas that women received special 

treatment as a direct result of Tide I X legislation, and that men were the victims because 

some athletic departments have chosen to reduce funding or cut minor men's sports as a 

means of complying with Title I X requirements. Although Staurowsky (1996a) and 

Greendorfer (1998) indicated that it was usually men who employed these discourses 

because they believed that gender equity policies and initiatives were disruptive to the status 

quo, the fmdings from this study showed that some women were also resistant to change. It 

was possible that female athletes rationalized inequities because their understandings were 

shaped by their lack of knowledge of systemic inequities and a belief in gradual 

improvements. Coaches of women's teams and female administrators also recognized 

inequities, but their knowledge was shaped by the understanding that feminism and social 

action were not valued in this athletic department and that it was more important for teams 

to excel and generate revenue than it was to be gender equitable. 

One benefit of using a post-structuralist feminist perspective is that it encourages 

listening to more voices to highlight new ways of dunking and reveals taken for granted 

assumptions (Fletcher, 1999). The fmdings did reveal embedded assumptions about the 

purposes of athletic department, the roles of men and women, and the importance of male 

and female athletes. However, the findings also suggested that women and men did not 

draw upon discourses to produce knowledge truths that challenged the status quo. Power 

was exercised in the production of knowledge primarily in an exclusionary manner to 

perpetuate gender inequities and to reinforce "existing arrangements of power between the 

sexes" (Benschop et a l , 2001, p. 14). Respondents had a difficult time developing new ways 

of conceptualizing gender equity that did not conform to traditional notions about the 

importance of a new public management ideology, the 'breadwinner' role of men, the 

'passive consumer' role of women, and the superiority and glorification of men's sports. 
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1 While some athletes leave the department after four years when they have completed the requirements for 
their degree, C I A U regulations permit athletes five years o f eligibility. 

u The selection of swimmers to the university and national teams were based on their ability to swim particular 
lengths o f the pool under a predetermined gender-relevant time. 

m The coach of the women's rugby program was paid an honorarium, which was less than a part-time wage. 

l v Even by removing the budget for the men's football team from the total monies allotted to men's teams, the 
rest o f the men's teams still received significandy more funding than all the women's teams combined, which 
suggests that men's teams were still favoured. For the 1999-2000 season men's teams received $908,111 while 
women's teams received $420,455. After subtracting the operating budget for the men's football team 
($296,209), men's teams still received close to $200,000 more than the women's teams ($611,902 for men's 
teams compared to $420,455 for women's teams). See table 5 in chapter 4 for further details. 
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8 
Conclusion 

In tins chapter, I discussed the conclusions from the analysis of the fmchngs and 

highlighted the contributions to the literature. Second, based on these conclusions, I 

presented recommendations for generating discussions to change the dominant discourses 

of gender equity for the athletic department. Third, as this study is only a starting point for 

understanding the gendering of formal and informal aspects of organizational cultures in 

sport organizations, I ended this chapter by offering suggestions for future research. 

Meanings and Practices of Gender Equity: Conclusions and Contributions 

The aim of this study was to better understand the discourses associated with gender 

equity as an organizational value in a sport organization. To address this I focused on the 

meanings and practices of gender equity for athletes in four sport programs at one Canadian 

university athletic department to challenge the taken for granted notions that it was clearly 

understood and fully implemented in practice. I found that meanings were not shared, there 

were gaps between what was espoused and what was enacted, and power was exercised to 

maintain the status quo. I drew three main conclusions that are discussed in further detail 

below: i) initiating discussions are needed to challenge the knowledge of administrators; ii) 

the establishment of truth rules was a powerful way to maintain the status quo; and iii) there 

was a reluctance to entertain possibilities for change. 

Surfacing Multiple Meanings by Opening Up the Discussion to Marginalised Voices 

A valuable contribution of this study is that men and women from three key 

stakeholder groups and four sport affiliations were interviewed, observations of various 

practices in different sports were conducted, and documents that revealed other perspectives 

about practices were collected. From these different sources of data, multiple discourses 

were exposed. To some extent one's position in the hierarchy of the department, one's 

gender, and the institutional conditions did matter in which discourses individuals used. For 

example, more men (93%) than women (64%) discussed equal opportunities, whereas more 

women (93%) than men (57%) understood gender equity as having equal resources. More 

administrators (80%) and coaches (100%) than athletes (53%) conceptualized gender equity 

as a women's only issue. Overall, respondents from basketball (71%) and swimming (80%) 
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felt that resources were distributed equitably, while close to 60% of the respondents of the 

ice hockey teams felt it was inequitable. These were some of the notable differences between 

and amongst stakeholder groups, men and women, and across the sports. 

The fmding of multiple meanings disrupts the dominant belief in integrated cultures 

characterized by shared meanings, harmony, and consensus (Alvesson & Deetz, 2000; 

Korvajarvi, 2000; Martin, 1992, 2002) and the "picture of organizations as being ordered and 

static realities" (Salzer—Morling, 1998, p. 114). Instead, there were multiple meanings and 

inconsistencies between meanings and practices providing support for a fragmented culture, 

where ambiguities are seen as normal and expected rather than abnormal or problematic 

(Martin, 1992, 2002). 

This fmding also challenges the usefulness of studying only administrators' views to 

elucidate organizational values (Alvesson & Deetz, 2000). The examples of inequities in 

programming opportunities, resource allocation, and promotion provided evidence that 

espoused meanings, in particular equality, were not fully implemented into practice, thus 

challenging the assumptions that administrators' meanings had already been enacted. O f the 

selected sports, swimming was the one program where gender equity was most apparent, 

although not completely, in the identified organizational practices. In basketball, there were 

some discernable differences between the men's and women's teams. The athletic 

department provided more information about the men's team in news releases, scheduled 

their games during prime time, and invested more monies for staffing. With the ice hockey 

and rugby programs, there were significant differences between the men's and women's 

teams, which again favoured the men. The men's teams had larger operating budgets and 

preferential access to facilities. Additionally, the men's ice hockey team had a longer playing 

schedule, a fuU-time coach, and more coverage in news releases. It is important to point out 

that I studied progranmiing, resource allocations, and promotions because respondents 

identified them in relation to the narrow meanings of gender equity they provided. If hidden 

meanings had been exposed, other organizational practices could have been studied.' This 

was a limitation of the study, but it did allow me to examine whether espoused meanings 

were fully enacted. 

Interviewing other organizational members and gathering information from other 

sources helped to provide a broader, but sometimes messier, picture than the one espoused 

by administrators. While most adrninistrators claimed that resources were distributed 
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equitably, the analysis of the budget statements showed that they were not. Some athletes 

and coaches alluded to inequities with respect to accessing facilities and support staff; the 

administrators rarely discussed this. This process helped to reveal hidden assumptions of the 

deep structure of the organization that reinforced the normal way of doing gender equity 

(Rao et a l , 1999). These assumptions were also embedded in a larger governing structure 

where athletic performance excellence and revenue generation took precedence over gender 

equity (Frisby et a l , 2004; Thibault et a l , 2004; Whitson & Macintosh, 1990). Even though 

administrators' versions of the truth and the ideologies that drive the university and C I A U 

tended to dominate the production of knowledge, alternative understandings did exist. By 

not mcluding other voices or sources of data, the knowledge produced by adrninistrators 

was elevated to a status of objective truth and was seen as legitimate (Fletcher, 1999a; Scott, 

1990). 

Researchers operating from a post-structuralist feminist perspective seek out 

marginalized voices to disrupt the status quo and to surface alternative understandings 

(Fletcher, 1999b; Rao et a l , 1999). While multiple discourses were identified in this study, 

they did not present much of a challenge to the status quo. In some instances, the meanings 

and practices were similar between and amongst the stakeholders, demonstrating that they 

were deeply entrenched. For example, athletes and coaches often confirmed what the 

adrninistrators believed. Some male and female respondents from the three stakeholder 

groups understood gender equity as a women's only issue, or suggested that all athletes were 

promoted equally, or believed that gender equity was not a problem. These fmdings revealed 

the power of knowledge production and how certain meanings become taken for granted, 

even by those who are most disadvantaged by unbalanced power relations (Alvesson & 

Deetz, 2002; Fraser, 1997). Meanings of gender equity were narrow in that all three 

discourses, that is equality, conditional equality, and it is a women's only issue, reflected a 

liberal feminist perspective and there was a significant level of complacency about 

addressing inequities. This suggested that the appearance of consensus in organizations was 

maintained to some extent and that hegemony was at work because the meanings and 

practices were taken for granted regardless of the history and structure of the sport. It could 

be that alternative vocabularies about gender equity were not available to organizational 

members that allowed them to go beyond more mainstream liberal feminist ideas. Fletcher 

(1999a) identified a similar struggle faced by both herself and organizational members in her 
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study in trying to redefine or re-label relational practices without reinforcing a connection to 

fendriinity. 

One should not be discouraged by this conclusion. The findings from this study 

could generate a discussion on gender equity, by suggesting that it is no longer acceptable to 

only consider the numbers of male and female athletes as a measure of achieving gender 

equity. I plan to send the department a summary of the results in an electronic form, which 

under favourable conditions could start discussions about this issue. This could also be 

accomplished by offering to conduct a workshop as Meyerson and associates (2000) did in 

their study. Although I would like to present the fmdings from this study to the 

adrninistrators, coaches, and athletes, many of them are no longer with the athletic 

department. Voicing alternative understandings might encourage re-thinking about the 

underlying mechanisms that have been taken for granted, which in turn could disrupt the 

belief in consensus and shared meanings (Alvesson & Deetz, 2000). 

Using Truth Rules to Rationalise the Gaps Between Meaning and Practice 

Since previous research on gender equity in sport that is based on a liberal feminist 

perspective often unconditionally accepts the current rules of the game, substantial, 

transformative changes have not occurred (Hall, 1996; Hargreaves, 1990; Nilges, 1998). 

According to Alvesson and Deetz (2000), "the more serious issues posed by modern analyses 

[of organizations] are the invisible constraints that are disguised as neutral and self-evident" (p. 

178). These rules are so taken for granted that they go unquestioned and are seen as natural 

and unremarkable. In turn, they marginalize other potential understandings of reality by 

privileging some discourses over others and closing off discussion about alternatives, resulting 

in discursive closure (Alvesson & Deetz, 2000). 

In this study, there was much talk about equality of opportunities, which appeared to 

be influenced by the fact that historically, gender equity initiatives from the C I A U have 

centred on the equalization of playing opportunities (CIS, n.d.; Inglis, 1988; Pomfret, 1986). 

In contrast, discussions and practices that related to fairness and justice were virtually non

existent. N o one suggested that the department should provide the same budgets to teams in 

the same sport or that teams should share the same space and staff. There was litde 

discussion or practice that acknowledged that gender equity intersected with other forms of 

identity such as ethnicity, ability, race, age, social class, or sexuality (Bryson & de Castell, 

1993; Meyerson & Kolb , 2000). The lack of discussion of this conceptualization of equity 
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was interesting given that in 2001 the C I A U institutionahzed definitions of equity and 

equality that encompassed these other forms of identity." Their definition of equality was 

that "all persons enjoy the same status regardless of gender, race, ethnicity, language, 

disabihty, income and other diversities. It means that that all persons have equal conditions 

for realizing their full rights and potential and to benefit from the results," while equity 

"refers to treatment that is fair and just. This definition of equity includes gender, race, 

ethnicity, language, disabihty, income and other diversities" (CIAU, 2000, p. 8). Given the 

timeframe of this research, it was unlikely that these understandings could have been 

incorporated into formal documents and everyday conversations at this particular athletic 

department. However, they do suggest the potential for new meanings and practices at the 

local level. 

In spite of examples of gender inequities, respondents used dominant, recurring, and 

self-evident arguments to justify and maintain the status quo. These are referred to as mental 

models (Rao et al., 1999) or truth rules (Fletcher, 1999a), which are tacit beliefs or self-

evident truths that frame our understandings of organizational reality and are revealed in 

structures, practices, and everyday routines. They are powerful in that they become taken for 

granted as common sense knowledge, instead of being seen as one version of reality that is 

open to discussion and change (Fletcher, 1999a; Rao et al., 1999). 

From the fmdings, there were three dominant truth rules. First, administrators, 

coaches, and athletes largely assumed that the department and the selected sports operated 

in a gender neutral manner even though men's sports were generally seen as inherendy 

superior to women's sports. Second, respondents emphasized that the sports were equitable, 

that men and women had appropriate access to opportunities and resources, and that any 

inequities that did exist were the result of justifiable circumstances. Yet, fmdings suggested 

there was a prioritization of men's teams over women's teams. Third, it was also clear that 

while it was socially acceptable to espouse gender equity as an organizational value, other 

competing values such as athletic performance excellence and revenue generation were really 

driving organizational decision making and this was assumed to be rational and logical by 

most organizational members. This, in part, had to do with the department's shift to 

operating as an ancillary enterprise and espousing a new public management ideology that 

requires them to be financiaUy self sufficient (Armstrong-Doherty, 1995b; Frisby et a l , 2004; 

Schneider, 1997; Thibault et al., 2004). While both mass participation and exceUence are 
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valued to some extent by federal government and universities (Hinings et a l , 1996; Slack & 

Thibault, 1988; Whitson & Macintosh, 1990), wmning national championships is highly 

valued. This study also showed that men's teams still seem to get supported even i f they 

have a string of unsuccessful years. 

Various arguments and practices reinforced the idea that the athletic department did 

not discriminate on the basis of gender, even though several examples of inequities were 

revealed. This supported a growing body of research demonstrating that while organizations 

claim that their practices are gender neutral, there are patterns in practices and structures 

that reinforce asymmetrical power relations (Acker, 1990, 2000; Benschop & Doorewaard, 

1998; Ely & Meyerson, 2000; Fletcher, 1999a; Martin, 1994). As Benschop and Doorewaard 

(1998) found in their study, "while the dominant organizational discourse is based on 

neutrality and equality, the persistence of gender asymmetries indicates the continuation or 

even reinforcement of gender inequality in organizations" (p. 787). For example, although 

respondents generally agreed that gender equity was a shared organizational value, many of 

them also argued that it was the responsibility of women, implying that it was not truly 

shared. Some administrators argued that the selected sports were promoted equally in news 

releases, yet the finding of asymmetrical gender marking suggested that men's teams were 

more valued. The power of this truth rule was that although examples of inequities could be 

identified, there was seldom a discussion about how these practices reflected a gender bias 

or how new gender equity strategies could address the issue. Thus, female athletes' 

experiences of fewer programming opportunities, a lack of media attention, under-funding, 

or being treated as a second-class athlete were discounted. Alvesson and Deetz (2000) 

argued that research such as this must continue to focus on gender inequities as it provides a 

counter-discourse to organizational members' claims of gender equity and neutrality. 

Tied to the notion of gender neutrality were the socially constructed truths about 

what sports were most valued by the athletic department. Fletcher (1999a) and Rao et al. 

(1999) argued that while organizations claimed they valued all employees, in actuality the 

ideal worker was someone who worked overtime and independendy and made personal 

sacrifices for work. Despite claims that employees who were supportive and engaged in 

collaborative initiatives were valued, males who best represented masculinity by performing 

tasks in an individuahstic and rational manner were rewarded (Rao et a l , 1999). Although it 

could be argued that all sports were valued by the athletes who participated in them, it was 
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apparent that generally men's teams were more important than women's teams. For 

example, it was considered common sense and logical that men's teams attracted more 

spectators and media attention because male athletes displayed the type of physicality and 

athleticism that they were inherendy more interested (Hargreaves, 1990; McKay, 1997). It 

went unquestioned that fundraising for men's teams was easier because they were well 

connected in the community (Staurowsky, 1996b). Respondents were unable to produce a 

version of truth that did not privilege men's teams over women's teams. It was not common 

knowledge that women's teams have strong networks in the community. It was not taken for 

granted that spectators appreciate male and female athletes who emphasize style, 

cooperativeness, and finesse as well as power, aggression, and competitiveness. It was not 

assumed that women's teams have equal rights to equal funding. Until these alternative 

truths become normalized it is unlikely that gender equity will be more fully recognized in 

this athletic department and others like it. 

It was also taken for granted that gender equity was less important than other 

organizational values, particularly revenue generation and wmning. The fact that 

administrators and coaches paid hp service to gender equity by "following the letter but not 

the spirit" (Liff & Cameron, 1997, p. 44) suggested that it was not seen as a top priority of 

the department. Meyerson and associates (2000) strove to maintain what they called "a dual 

agenda" by showing that improving gender equity was not necessarily ^commensurate with 

improving the economic bottom line. Despite their efforts to produce a new body of 

knowledge about gender equity through action research with organizational members, the 

company's focus on business-oriented values overshadowed the researchers' emphasis on 

this socially conscious-oriented value. In my study, the dominant knowledge that gender 

equity was not important allowed male administrators, coaches, and athletes to abdicate 

responsibility for it. It was also possible that some women downplayed inequities because 

they recognized that their claims would not be given much attention, given the greater 

importance placed on wmning and the generation of financial resources. Even if 

organizational members believed that the athletic department should fundamentally be 

concerned about gender equity, their versions of the truth were dismissed as being irrational 

or unfounded because they conflicted with what was considered the normal way of 

conducting business in sport. 
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Interestingly, the case study of swimming illustrated one exception to this truth rule. 

Overall, the swim program was gender equitable with the two teams sharing resources and 

being promoted equally. The teams were highly successful in terms of athletic performances 

and they generated some revenues from swim fees and alumni support. This suggested that 

the organizational values of gender equity, revenue generation, and athletic performance 

excellence can co-exist and this potential exists for the other sports as well. Yet, the 

organizational members did not point to this program to show that gender equity was an 

important value. Instead, they drew attention to the other three sports to illustrate the 

difficulties in mamtaining a commitment to gender equity, while also having successful 

performances and generating revenues. The implication of this is that organizational 

members were not considering new ways of offering sports or of elevating the importance 

of gender equity. This study illustrates that the creation of knowledge and truth was 

powerful in that it created a hegemonic system in which certain ideas were positioned as 

common sense and other ideas were dismissed or ignored (Alvesson & Deetz, 2000; 

Fletcher, 1999a). 

Complacency and a Lack of Interest in Changing Meanings and Practices 

In their work on gender equity in the Australian education system, Kenway et al. 

(1998) assumed that teachers: 

... will be so indignant — even shocked — by their discovery of the hard 
facts about gender inequahty and about their complicity in producing such 
inequality that they will feel compelled to change; they will feel 
professionally obligated and be responsible for bringing about change in 
the interests of gender justice, (p. 167) 

I too hoped this would happen. I expected female athletes and coaches to be vocal in their 

disapproval of the under-funding and under-appreciation of women's sports. I expected 

administrators to be taking an active and on-going role in addressing gender equity concerns 

and monitoring their progress toward a more gender equitable athletic department. I 

expected to find alternative discourses that challenged the dominant ways of thinking about 

gender equity, because as Halford and Leonard (2001, p. 100) argued, "culture provides 

opportunities for individual people to resist the dominant power relations, by drawing on 

alternative sets of value ... systems and ways of doing things." Instead I found that most 

organizational members had a blase attitude towards gender equity. 
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The narrow understandings of gender equity and the dominance of particular truth 

rules contributed to a general understanding within the selected sports and the athletic 

department that discussions of gender equity were unnecessary. Respondents appeared 

content with the current situation and even those most adversely affected by gendered 

practices seemed to condone it, an example of how hegemonic forces are assured when 

subordinates accept their roles as natural or inevitable (Alvesson & Deetz, 2000; Donaldson, 

1993). From this, one can conclude that the organizational culture of the athletic department 

was not receptive to change. In spite of this lack of receptivity to change, recent research 

provides a number of strategies to engage organizational members in the process of 

encouraging alternatives to the current power relations and to the "discourses embedded in 

the gender regime of the culture" (Kenway et a l , 1998, p. 188). 

Recommendations for Change 
In light of fmdings from this study and from other recent studies demonstrating that 

gender inequities continue to exist, it is apparent that legislation and structural changes are 

not enough to effect real change. According to Fletcher (1999a, p. 11), "real change would 

require a change of heart and a discussion of these issues at a much deeper level than current 

discourse allowed." This deeper discussion can come about by engaging in dialogues with 

the members of the sports with the aim of developing discourses that can affect meaningful 

change. As well, it recognizes that changes must be directed at the culture of the 

organization, such as ensuring that values are enacted in practice (Hall et a l , 1990; Liff & 

Cameron, 1997). 

Although the impetus for change is currentiy lacking, i f organizational members are 

given opportunities, along with some guidance, to reflect on and critique the dominant logic 

underpmning this organizational value, it is possible that alternative narratives could be 

brought forth. I do not feel it is my position as the researcher to be offering this department 

"grand truths" in a patronizing way. Rather, my role is to provide a strategy to assist them in 

engaging in discussions to develop alternative discourses of gender equity and to re-tliink the 

rules of the game of university athletics. 

Develop Alternative Discourses 

A common complaint about post-structuralist studies is that while they uncover and 

critique dominant discourses, they do litde to offer alternatives. However, more recent work 
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(cf. Fletcher, 1999a; Kenway et al. 1998; Kolb & Meyerson, 1999; Rao et al., 1999) has 

offered approaches to disrupt existing discourses and develop alternative meanings and new 

ways of addressing gender equity in sport without reinforcing historical and mainstream 

ideas. This speaks to Alvesson and Deetz's (2000) suggestion about the need for 

transformative redefinitions in management research on the basis "that insight and critique 

without support for social action leaves research detached and sterile" (p. 17). Here the goal 

is to establish, through a collaborative process, conditions in which individuals can establish 

or draw upon alternative vocabularies and counter-discourses to produce new meanings of 

the phenomenon or ways for understanding reality in local contexts (Alvesson & Deetz, 

2000). This will be challenging however, as these departments are situated in larger historical, 

economic and political contexts that reinforces dominant discourses. Yet, Foucault (1980) 

contended that meaningful change can begin with micro practices in local sites where 

broader power relations are inscribed. 

Rao et al. (1999) described a number of strategies for developing alternative or 

rewriting existing discourses such as conducting a needs assessment, identification and 

analysis of mental models, and holding up the mirror. , u The needs assessment is used to 

bring people together to evaluate the status of gender equity in the organization by posing 

questions to the organizational members such as were there inequities between men and 

women and why were they treated differendy? While some of these questions were 

addressed in the interviews in this study, individuals saw examples of inequities as isolated 

incidents. A needs assessment could be conducted in a focus group format, thus drawing 

participants across the department together with the aim of illustrating the systemic nature 

of the inequities. 

Mental models are ingrained assumptions about how the organization works. For 

this study, mental models reveal the tacit rules of the game about the functions of university 

athletics and the roles of male and female athletes. Rao et al. (1999) suggested that 

identifying and naming these mental models is an important step to understand how the 

organization and its culture, structure, and practices are gendered and to disrupt the status 

quo. One way to uncover these is by having a facilitator ask organizational members to 

describe various norms of the workplace, which in turn reveal different aspects of their 

organizational culture and shed light on organizational values. For example, organizational 

members can be asked to describe the best practices of the organization, how the success of 
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the organization is determined, and what the norms of communication and decision making 

are. This exercise would help to expose the arbitrary nature of the belief that the athletic 

department is gender neutral, to reveal the actual organizational values that are driving 

decisions in the athletic department, and the underlying gender biased expectations for male 

and female athletes that perpetuate gender inequities. 

Another technique is the holding up the mirror strategy (Rao et a l , 1999). This 

occurs after the results of the needs assessment and mental models are analyzed and thus 

can be provided to the organizational members in various formats, mcluding workshops, 

focus groups, or presentations. With this technique, the members are presented with the 

findings and they are encouraged to react to them. In the summary report that I will submit 

to the department, I will highlight the existence of multiple meanings, that gender equity was 

not fully enacted in the selected sports, and that numerous arguments were presented by 

different stakeholders to justify the inequities. Hopefully, from these fmdings, they would 

recognize that gender equity was not a shared value, nor was it fully enacted. A facilitator 

could work with the organizational members to develop alternative meanings of this value 

that challenge the status quo, to formulate strategies to ensure a stronger connection 

between what was espoused and enacted, and to deconstruct their justifications (cf. Alvesson 

& Deetz, 2000; Coleman & Rippin, 2000; Fletcher, 1999a; Rao et a l , 1999). 

It is important that the organizational members be actively engaged in these activities 

because real change comes from a concerted effort and shared investment in altering the 

organizational culture. This sentiment is illustrated in the following quotation from Anita 

Roddick, the founder of The Body Shop. Roddick (2000, p. 70) advocated that her 

employees buy into a values-based organization: 

How can we change from a system which values endless increasing profit 
and materialism to one in which the core values are community, caring for 
the environment, creating, growing things and personal development? 
Answer: we empower people. A n d in an organization, empowerment 
meant that each staff member is responsible for creating that 
organization's culture. 

This process must be a collaborative and on-going effort involving male and female athletes, 

coaches, and adniinistrators, as it is apparent that they understood gender equity in different, 

albeit narrow, ways. It is not sufficient to suggest that these exercises can be conducted once 

and expect that appropriate changes will be implemented immediately. Just like annual 

meetings to discuss budgets and organizational policies, gender equity should be discussed, 
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evaluated and monitored on a regular basis. To do so, an environment must be established 

in which open dialogues are fostered such that self-evident assumptions that sustain 

inequities are questioned and alternative discourses are created. The development of a 

favourable environment for dialogue to occur could provide a legitimate space for 

alternative narratives to be voiced and exposed that "counter deep-structure values that 

hinder gender-equality objectives" (Rao & Kelleher, 2000, p. 78). 

However, i f a collaborative approach is unlikely, ethical auditing can be used to 

assess the organization's implementation of gender equity. This tool is important particularly 

in light of fmdings that other values were driving decisions, even though organizational 

members still espoused gender equity. Ethical aucUting is "an independentiy verified 

assessment of the company's performance against . . . stated values" (Roddick, 2000, p. 68). 

From this audit, a values report is produced that indicates the organization's progress toward 

achieving certain targets and following particular values. This report could be used to 

identify additional gaps between meanings and practices and suggest areas for 

improvements. For example, in this study changes could be made to structural components 

such as including exphcit value statements in the department's mission and equalizing the 

budgets of men's and women's teams to ensure greater consistency between meanings and 

practices. 

Change the Formal Practices 

Rao and Kelleher (2000) argued that the challenge of feminist work is that feminists 

are "interested in changing the rules of the game, not playing by them" (p. 74). They added 

that, "in order to make lasting changes to what an organisation does, both formal rules and 

informal norms need to change" (p. 75). The development of alternative truths of gender 

equity addresses the deep structure and the informal norms of the athletic department. More 

immediately, I would recommend that organizational members critically examine formal 

aspects of their organizational culture which would force them "to hold open to scrutiny 

many of the most fundamental aspects of the organization — its language, meaning systems, 

values, norms, and practices" (Ely & Meyerson, 2000, p. 600). They must consider 

implementing changes to the "formal institutional systems and procedures" (Rao & 

Kelleher, 2000, p. 74), which serve as manifestations of the formal rules of the game that 

privilege men over women. 
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One of the most obvious formal aspects that can be changed is having more athletes 

actively involved in formal decision making processes. Currendy, they do not have a formal 

presence at regular athletic department meetings and thus, have litde access to forums and 

dialogues to express their opinions, to share their experiences and insight, and to be actively 

involved in the production of knowledge about gender equity. Generally, it is believed that 

athletes should be excluded from this process because they constandy turn over and have 

litde time to devote to it. Their exclusion from this practice suggests that their voices are not 

valued or that it is feared that their comments would significandy disrupt the status quo. The 

current practice reflects Alvesson and Deetz's (2000) notion of discursive closure, where 

potential conflicts and challenges are suppressed in part by disquaUfying the participation of 

some members and limiting their access to discussions and decision making. 

The question that needs to be asked is why not include more athletes in decision 

making (Clarke et al., 1994; K i d d & Donnelly, 2000). Their voices may not be so different 

from those currendy included, but having the space to be heard may provide the impetus for 

them to accept more responsibility for gender equity and for coaches and administrators to 

really hear from the intended beneficiaries of their actions, instead of merely claiming that 

they do. Opening up the discussions to include athletes may also facilitate the uncovering of 

hidden discourses or competing positions. Rao and Kelleher (2000, p. 78-79) argued that a 

social justice agenda for organizations is promoted through having clients more involved in 

decision making: 

Clients and beneficiaries often have littie i f any access to mechanisms that 
are intended to make organisations accountable, and other mechanisms to 
ensure good governance. It is obvious that this renders organisations poor 
vehicles for promoting values of gender justice and new paradigms of 
sustainable development! 

The irony of this situation is that athletes are taught about traditional gendered roles for men 

and women in their athletic careers within the broader context of higher education where 

progressive and critical thinking are encouraged. 

While there were many gaps between meanings and practice in basketball, ice 

hockey, and rugby, the integrated swimming program could serve as a template for other 

sports to emulate, although this would challenge deeply entrenched traditions. For example, 

the athletic department could explore the possibility of having the men's and women's 

basketball teams practice together. Stories on the men's and women's ice hockey teams 
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could be included in the same paragraph and given the same level of attention in the 

departmental news releases. The men's and women's rugby teams could be allocated equal 

operating budgets. This is not to say that the swimming model was without flaws, as there 

was room to improve the gender balance in the coaching staff and to challenge the gendered 

expectations of body image. Nevertheless, the integrated operating model of the swim 

program illustrated an alternative structure and prograrnming format that other sports could 

emulate. While these recommendations would require the organizational members to 

reassess their practices, simple changes like eliminating asymmetrical gender marking in news 

releases would go some way toward promoting equity. 

Areas of Future Research 

This study of gender equity as an organizational value reveals several potential 

directions for future research. As a researcher, I situated understandings of this 

organizational value based on the analytical categories of gender, sport affiliation, and 

position in the organization. Although there are other markers of social inequality (e.g., race, 

age, ability, sexuality), organizational values typically only refer to gender equity, i f at all. The 

experiences of aaxninistrators, coaches, and athletes with respect to the intersection between 

gender and other subjectivities and to examine implications for policies and practices is an 

important area of study. This can be accomplished by contextualizing the backgrounds of 

key stakeholders, mcluding those who decline to participate in such studies. While I 

provided detailed information about the athletic department and the case study sports to 

situate the findings (see chapter 4), future research should include more thorough 

descriptions about the respondents and their identities. Additionally, recognizing the 

interconnections between various subjectivities should provide more nuanced analysis of the 

findings. 

Second, while this dissertation is one example of more critical and reflective research 

in sport management, I would encourage more researchers to consider conducting their 

research from this perspective as it would heighten their sensitivity to the arbitrariness of 

dominant discourses. Critical management research and more specifically, feminist post-

structuralist research, attempts to question what is seen as self-evident and to make strange 

that which is seen as familiar (Alvesson & Deetz, 2000; Foley, 1992). This type of reflective 

work is best achieved i f researchers go into unfamiliar sites and settings, or i f they go into 
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familiar settings and attempt to detach themselves from their own taken for granted 

assumptions. It requires researchers to deconstruct and de-famiHarize what is obvious, 

normal, self-evident, mundane, and unremarkable. While I was cognizant of the need to 

constantiy and diligendy question what I was seeing and hearing, this was a difficult task for 

me to accomplish since I was familiar with the functioning of an athletic department and the 

sport of basketball. My ever-evolving and detailed description of the sports and the athletic 

department in chapter 4 challenged me to explain aspects of this culture that were self-

evident to me (e.g., what a red-shirt is, the tradition of scheduling women's games before 

men's games). Through this process and the analysis of the findings, I became aware of 

many of my assumptions; however I recognize that there are many more that are still evident 

in the dissertation. For example, more work needs to be undertaken to challenge the myth of 

revenue generating status that some men's teams maintain. With litde evidence to support 

this claim, it remains a common and unquestioned justification of inequities in athletic 

departments (Eitzen, 2003). 

Third, I recommend that future work examine the informal manifestations of the 

organizational culture such as informal practices (e.g., networking), norms (e.g., social 

interactions, humour), and artifacts and symbols (e.g., physical configurations, jargon) as 

these also contribute to the gendered structure of sport organizations. Additionally, the 

informal and formal rules of the game are manifested in these along with the formal work 

practices under examination in this study (Acker, 1990; Martin, 2002; Rao et a l , 1999). As 

well, identifying that gender inequity is embedded in the informal aspects of organizational 

cultures, which makes it appear to be a normal and expected part of university athletics, 

would help to disrupt the apparent and preferred consensus and harmony that currendy 

exists (Korvajarvi, 2000). This work would require more observations of social processes 

and a research method that encouraged researchers to spend significant periods of time 

immersed in the culture (Alvesson & Deetz, 2000). 

Fourth, studying the gendering of organizational practices, values, and cultures could 

be more adequately addressed by using more time intensive and culturally sensitive research 

designs, such as ethnography. Fletcher's (1999a) ethnography of female engineers and the 

role of relational work is a good example of this type of research in which the assumptions 

that underlie practices, values, and other aspects of organizational cultures can be identified 

and critiqued, and alternative understandings can be developed. Being immersed in a setting 
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over a longer period of time would also provide the researcher with the opportunity to 

develop a more sensitive understanding of the historical and social contexts, observe and 

witness seemingly normal and mundane situations in the institutional conditions, and 

interview those who appear ambivalent to or openly resentful to the research topic. 

This study was a snapshot of an athletic department and four sport programs over 

two years. I was able to interview men and women from different stakeholder groups and 

sport affiliations, to observe common practices and institutional conditions, and to review 

recent organizational documents. However, to delve further into meanings and into 

assumptions underpmning practices, a fifth recommendation is to conduct multiple 

interviews with each respondent and observe multiple practices over many years. With one 

interview for each respondent, it is difficult to know i f the respondents are answering in a 

manner that they consider to be socially acceptable or expected (Alvesson & Deetz, 2000). 

Additionally, researchers must acknowledge that interview responses "are produced in a 

specific social situation and that language games are important" (Alvesson & Deetz, 2000, p. 

195). Spending more time in the athletic department, in the settings of the sports, and with 

the participants would have allowed me to track changes over time. This is especially 

important given that changes to gender equity take time. Longitudinal research could 

critically examine this truth rule. 

In this study, the fmdings suggested that organizational values other than gender 

equity appeared to be influencing decisions in the athletic department. It was also evident 

that some respondents positioned gender equity as a competing value with athletic 

performance excellence and revenue generation, as i f focusing on it would compromise the 

department's fiscal management strategies and goals for success on the field. Yet, the case 

study of swimming suggested that it does not have to be a zero sum game. In this sport, the 

teams were equally successful, demonstrated similar revenue generating potential, and 

generally operated in a gender equitable manner. This suggested that gender equity does not 

have to be positioned as a compromise to achieving the goals of the athletic department 

(Meyerson & Kolb , 2000). Buenger et al. (1996) indicated that an effective organization is 

one that can balance values, even i f some are more central to the functioning of the 

organization, and others are less significant. Thus, another direction to explore, from a 

qualitative perspective, is the prioritization of gender equity in sport organizations in 

conjunction with other organizational values. It would be particularly insightful to conduct 
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research in sites where gender equity is espoused and more fully enacted. It should be 

possible for organizations to attend to gender equity along with other values without having 

to sacrifice one to achieve another (Ely & Meyerson, 2000; Ko lb & Meyerson, 1999). 

A number of researchers have argued that gender equity should be connected to 

other organizational values and objectives through a dual agenda, whereby the success of 

traditional and mainstream organizational values is mtimately connected to gender equity (cf. 

Ely & Meyerson, 2000; Kolb & Meyerson, 1999; Li f f & Cameron, 1997; McKay, 1994, 1999; 

Meyerson & Kolb , 2000). For example, McKay (1999) found that affirmative action 

managers in national sport organizations tied equal opportunity initiatives to other incentives 

such as iUusttating the potential for cosdy legal batties or mdicating the possibility of 

capitalizing on a largely untapped portion of the population, as it could not be sold on its 

own merit. A sixth recommendation then is to undertake research, which is more focused 

on social change (Alvesson & Deetz, 2000), and which could be accomplished by 

conducting action research in which those who are researched are actively involved in 

designing intervention strategies and assessing i f they work (Frisby et al., in press; Meyerson 

& Kolb , 2000). This type of research is also conducive to seeking out examples of counter-

discourses or practices. Furthermore, in action research, the onus for change is invested with 

the organizational members, instead of solely on the researchers who at some point leave the 

research site. However, since change is a goal of action research, this type of research would 

only work i f the organizational members were convinced that change was necessary (Frisby 

et al., in press; Meyerson & Kolb , 2000). 

Concluding Comments 

Drawing on the recent work of post-structurahst feminists this study attempted to 

challenge what was considered normal and expected with respect to gender equity in 

university sports. It illustrated that meanings of this value were not shared, that it was not 

fully implemented, and that truth rules were embedded in the culture, which worked to 

diminish gender equity strategies and initiatives. Gender equity was not a fully espoused and 

enacted value in the selected sport programs. Despite a common knowledge in Canadian 

universities that gender equity has been accomplished, this study clearly shows that we still 

have a long way to go to achieve it. 
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If athletic departments wish to move further with a gender equity agenda, more 

research needs to be done that exposes gendered practices and questions other seemingly 

self-evident truths. Why is it normal to schedule the women's games before the men's? What 

are the consequences of alternating the schedule or having them play on separate evenings? 

Why do men's and women's teams require separate coaching staff? O n the academic side, 

men and women are not expected to enroll in separate laboratories and classes based on 

their gender, yet it appears that there is something inherendy different about coaching men 

and women that requires the services and expertise of different staff. What is stopping 

gender equity from being taken for granted as a value that drives everyday decisions and 

practices in the athletic department? I have raised these questions as examples of what is 

considered normal in university athletics, but for real change to occur these questions must 

be raised by the members of the athletic department. 

1 For example, i f respondents had discussed equity in broader terms, the recruitment and selection of athletes in 
the relation to ability or age or the distribution of scholarships in relation to social class could have been studied. 
I f they had spoken about fairness and justice, the involvement o f athletes in decision making or msciphning 
other athletes could have been examined in relation to that meaning. 

" It was unlikely that these definitions were incorporated into formal documents and everyday conversations at 
the university level yet. Nevertheless, I included them as it illustrated that these two terms were understood and 
institutionalized as two different ideas. 

™ In addition to these strategies, Rao et al. (1999) also presented two other tools that can be used to identify 
multiple perspectives of gender equity: 'the fourth frame' and seeing invisible work. A l l five o f these tools could 
be used for this purpose, however, I chose to present the first three (needs assessment, mental models, holding 
up the mirror) because they set the stage for more reflective exercises. This is important for organizations, such 
as this department, that deny there is a problem and that are resistant to changes. 
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Appendix A 

Department of Athletics Gender Equity Policy 

Athletics and Recreation 

Awards and Scholarships Report 

August 27, 1999 

Background 

The University approves the Department of Athletics goal to provide awards to 

student-athletes, yet the task to ehcit financial support has just begun. Fund-raising for 

athletic awards is a relatively new practice at L C U . Considering the age of L C U and the 

athletic department, the concept for student/athlete awards is surprisingly young; the 

majority of the awards currendy in place are less than a decade. 

Access to funding for student/athletes is primarily dependent on the alumni base. 

Alumni donations are typically sport and/or gender specific. Based on the stronger tradition 

of men in sport and historically higher income for graduating men, designated funding in 

proportionately greater to men's teams. Currendy, Athletics is able to offset imbalances in 

award opportunities with the help of "undesignated" awards, such as the 

Endowment. 

The Department of Athletics recognizes and acknowledges the necessity for gender 

equity in sport, mcluding awards. Gender specific teams help both men and women to 

achieve a competitive advantage that encourages growth. Awards provide the Department of 

Athletics with the opportunity to maximize these human resources in sport. 

External awards 

Traditionally, athletic alumni have formed external organizations that raise funds 

independent of the university. These organizations then funnel awards through L C U to 

student/athletes of their choice. With the exception of the L C U G o l f Society, all external 

groups are alumni of men's teams: [men's footbaU] Society and [men's ice hockey] Society 

are examples of these external organizations. 

It is university policy to motivate external organizations to donate their funds to 

L C U , so that L C U controls the awards given to student/athletes. A recent incentive was the 

offer of match, through the President's Fund. Through the promise of match, the external 
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organization doubles the value of their funds, thereby increasing the opportunity to place 

money in the hands of students. In addition, due to the volume of L C U endowments and 

financial management, the funds have a greater opportunity for growth. The department of 

athletics has been successful in internahzing the majority of these awards with the assistance 

of the match available. 

Athletics Gender Equity Policy 

The Department of Athletics is committed to increasing award opportunities for 

women, however, gender equity requires a transition phase. To manage the transition, 

Athletics has a gender equity plan, which includes encouraging either undesignated or non-

gender specific donations from the community. The involvement of Athletic staff is integral 

to creating and sustaining organizational awareness and commitment to the gender equity 

plan. A l l coaches participate in fund-raising efforts and help to increase the awareness of the 

need for gender equity in sport. Most relevant, the coaches of the women's teams are active 

in their community outreach, and alumni development. Each coach has a long-term plan to 

engage alumni in the generation of revenue for sustainable growth that includes increased 

award opportunities for women in sport. 

The department of athletics is committed to diversity, equity and support of women in 

sport. Fundraising goals include: 

• To estabhsh a funding base for both men and women's varsity teams that will ensure 

equal opportunity for male and female athletes; 

• To promote award opportunities to support women in sport to potential donors; 

• To acquire undesignated funds that will allow for flexibility in the allocation of 

awards/scholarships, and thereby facilitate gender equity in awards; 

• To acquire non-gender specific funds that will allow for gender equity in awards 

within a specific sport. 
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Appendix B 

Observation Categories 

Table 18 

Ust of Observation Categories 

Observation Categories Examples 

_ 

Surroundings facility — description of playing or practice facility 

decor — evidence of banners, decorations, colours 

Artifacts clothing - quality of clothing, uniforms, street clothes, h.u^. 

bags, shoes worn and used by athletes, coaches 

equipment — quality and quantity of equipment used by the 

athletes 

other artifacts — evidence of other artifacts, such as signs, 

posters, programs 

People staff — description of staff, including coaches, managers and 

trainers 

interactions — description of interactions between staff, 

athletes, and spectators 

spectators — description of spectators at practices and games 

Rituals pre-game — description of rituals that occurred prior to the 

game 

game - description of rituals that occurred during the game 

post-game - description of rituals that occurred following the 

game 
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Appendix C 

Interview Guide 

Interview questions for athletes 

Preliminary questions 

• How long have you been a participant within the athletic department? 

• Could you explain to me how you became involved in the sport you currently compete in? 

• How long have you been competing in this particular sport? 

• Why did you choose to come to this university? 

• Is it a sport that you have competed in at a recreational level as well? 

• Have you been an athlete at any other universities or colleges? 

• Do you have any other roles within the athletic department? [e.g., athlete representative; student 

worker? 

Impressions of gender equity 

• From your experience, what are the organizational values of the athletic department? 

• Is gender equity one of those values? 

• Should it be? 

• Could you provide me with your definition of gender equity for athletes? 

• Do you think the athletic department is gender equitable? 

• Why or why not? 

• Could you provide evidence of that? 

• What about gender equity with regards to media attention? access to support staff such as 

athletic trainers? access to facilities? educational priorities? 

• Do you think the men's and women's [name of specific sport] teams are gender equitable? 

• How does gender equity affect you as an athlete? 

• Has your impression of gender equity changed over time? 

• If so, how and why? 

Gender equity policies 
• Are you aware of rules or regulations that govern gender equity for athletes? 

• Could you describe those policies for me? 
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• If you could change those policies, would you? 

• Why or why not? 

• How? 

Power and gender equity 

• What input or role do you have in determining gender equity for athletes in this athletic 

department? 

• If you had a proposal regarding gender equity for athletes, and you wanted to ensure that it 

would be approved and successfully implemented in this athletic department, whose support 

would you enlist? 

Gender equity actions 
• What is being done in the athletic department to achieve or maintain gender equity for athletes? 

• Are you aware of any examples of gender differences for athletes at this university? 

Conclusions 

• Could you describe your vision of the ideal situation of gender equity for athletes in university 

athletics? 

• What would have to change to meet that ideal situation? 

• Is there anything else that you would like to discuss with regards to gender equity for athletes or 

with anything that was mentioned in this interview? 



250 

Interview questions for coaches 

Preliminary questions 
• What is your role in the athletic department? 

• How long have you been involved / associated with the athletic department? 

Impressions of gender equity 

• What are the organizational values of the athletic department? 

• Do you think that gender equity is an organizational value in this athletic department? 

• Why or why not? 

• How did gender equity become an organizational value? 

• Could you provide me with your definition of gender equity for athletes? 

• Has your impression of gender equity changed over time? 

• If so, how and why? 

• Do you think the athletic department is gender equitable with regards to athletes? 

• Why or why not? 

• Could you provide evidence of that? 

• What about gender equity with regards to media attention? access to support staff? access to 

facilities? 

• Is there gender equity with the [name of specific sport] teams? 

• What is the relationship between the men's and women's [name of specific sport] teams 

like? 

Gender equity policies 

• Are you aware of rules or regulations that govern gender equity for athletes? 

• Specifically, are you aware of university / regional conference / national conference rules 

and policies? 

• How do those policies apply to you as an administrator or coach? 

• What is your impression of those policies? 

• If you could change those policies, would you? 

• Why or why not? 

• How? 
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Power and gender equity 

• W h a t input or role do y o u have i n determining gender equity for athletes i n this athletic 

department? 

• I f y o u had a p roposa l regarding gender equity for athletes, and y o u wanted to ensure that it 

w o u l d be approved and successfully implemented i n this athletic department, whose support 

w o u l d y o u enlist? 

• W h o decides i f gender equity has been achieved? 

• W h a t criteria are used to determine i f gender equity has been achieved? 

Gender equity actions 

• W h a t is being done i n the athletic department to achieve or mainta in gender equity for athletes? 

• W h a t is your assessment o f those practices? 

• I f y o u could change those practices, w o u l d you? 

• W h y or w h y not? 

• H o w ? 

• H a v e y o u tried to implement gender equity initiatives before? 

• H a v e they been successful? 

• W h y or w h y not? 

• A r e y o u aware o f any examples o f gender inequities / differences w i t h regards to athletes i n this 

department? 

• C o u l d y o u describe them for me? 

• W h a t is being done to deal w i t h those inequities? 

Conclusions 

• C o u l d you describe your v i s ion o f the ideal situation o f gender equity for athletes i n university 

athletics? 

• Is there anything else that y o u w o u l d like to discuss w i t h regards to gender equity for athletes or 

w i t h anything that was ment ioned i n this interview? 
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Interview questions for administrators 

Preliminary questions 
• What is your role in the athletic department? 

• How long have you been involved / associated with the athletic department? 

Impressions of gender equity 

• What are the organizational values of the athletic department? 

• Is gender equity one of those values? 

• Should it be? 

• If yes, how did gender equity become an organizational value? 

• Could you provide me with your definition of gender equity for athletes? 

• Has your impression of gender equity changed over time? 

• If so, how and why? 

• Do you think the athletic department is gender equitable with regards to athletes? 

• Why or why not? 

• Could you provide evidence of that? 

Gender equity policies 

• Are you aware of rules or regulations that govern gender equity for athletes? 

• Specifically, are you aware of university / regional conference / national conference rules 

and policies? 

• Do these policies have implications for you? 

• What is your impression of those pokcies? 

• If you could change those policies, would you? 

• Why or why not? 

• How? 

Power and gender equity 

• Do you have some input with respect to gender equity for athletes in this athletic department? 

• If you had a proposal regarding gender equity for athletes, and you wanted to ensure that it 

would be approved and successfully implemented in this athletic department, whose support 

would you enlist? 
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• Who decides if gender equity is being adequately addressed? 

• What criteria are used to determine if gender equity has been achieved? 

Gender equity actions 

• What is being done in the athletic department to achieve or maintain gender equity for athletes? 

• What is your assessment of those practices? 

• If you could change those practices, would you? 

• Why or why not? 

• How? 

• Have you tried to implement gender equity initiatives before? 

• Have they been successful? 

• Why or why not? 

• Are you aware of any examples of gender inequities / differences with regards to athletes in this 

department? 

• Could you describe them for me? 

• What is being done to deal with those inequities? 

Conclusions 

• What is your impression of the current situation with regards to gender equity for athletes? 

• Could you describe your vision of the ideal situation of gender equity for athletes in university 

athletics? 

• Can you think of any disadvantages / downsides of this ideal notion of gender equity for 

athletes? 

• What would have to be done to achieve this ideal situation? 

• Is there anything else that you would like to discuss with regards to gender equity for athletes or 

with anything that was mentioned in this interview? 
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Appendix D 

Department of Athletics and Recreation Mission Statement 

The Department of Athletics and Recreation at L C U reflects the university's 

dedication to excellence through the development and delivery of sport-related programs 

and services to both the university and general public it serves. The department strives to 

instill a sense of identity and ownership on the part of those who interact with the programs 

and, at the same time, to earn for the programs and the university, a feeling of purpose, 

commitment and responsibility. 

The mandate of the Department embraces the concept of providing representative, 

participatory and educational programs in order to enhance the academic, social, cultural and 

health environment of the University as well as to provide a vehicle for public involvement, 

benefit and appreciation. 

Guided by institutional and societal needs, supported by traditional and 

contemporary values and driven by an attitude of pride and enthusiasm, the Department of 

Athletics and Recreation is committed to projecting an air of excitement, innovation and 

progress which will ensure its current national and international reputation. 
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Appendix E 

Analysis of Mission Statement 

Table 19 

Analysis of Department's Mission Statement 

Paragraph Lines Context Analysis 

1 3-7 description of the connection -value of excellence is highlighted 

between L C U and the athletic -organizational practice of programming 

department (development and delivery) is noted 

-no mention of gender equity at all 

i 8-11 description of the mandate of -emphasizes the practice of programming 

the athletic department -no mention of gender equity, although the 

idea of 'representative programs' could be an 

indirect reference to it 

3 12-15 description of the athletic -responsive to "institutional and societal 

department's organizational needs" — not clear how they deal with 

commitment competing needs 

-does gender equity fit into the category of 

"traditional and contemporary values"? An 

all-encompassing description of values — any 

values could fit into that description. Anyone 

could read into that statement the values they 

felt were important. 

-no mention of gender equity 

Note: Gender equity was not identified or referred to in the mission statement, despite claims from two 
administrators (A3 &' A5) that it was. 
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ĉrq o 

13 
O P 
CO 

cr 
& 
•? 
p 
o 

S- 5' p 
O n P 
P ft g' 
§ 
3 era £. 
p rt. C 
Cu sT P pr rt 1—1 

o 
rt 3 
P S2. 
c r c r 
& & 
•3 ^ 

& 
p 
9? 

13 c cr • 
cr: 

p P 
Cu 

O 

B 
rt 
O 

rt, 
t 



£ cT > 
a 
cr 
I-t 
CO 

T3 

pr. n P a. o 
3 

- o 
3 

a. o 
3 

ft 
3 cr n> 
m 
CO 
ET. 

2- n 

St o 
ft 3 
n tn 
p-. a. 
ft £ 
co Cf. 

o 
3 P 

ft 
n 
Cf. 
o 
3 

pi 

H 
p cr 

p 
rt 

#1 

rt rt 

rt o 

qg 
ft 

sr P 

p 

rt* 
rt 

rt" 
< 
p 
3 

en 
3 
rt 

cr. K ) Er: N> 
2 - T3 

09 
rt 

«=* 
3 
rt 

rt n 
*Q O 

< 3 
3 ft 
rt P ! -
O rt" 
iS a. 
C ft 
Cu 3 1 / 1 n 09 rt 

Ft" » 

3 5 rt - J 
3 o cr 
ft l-u 
i-t o 

to o 
3 co 

tO r-t 
^ ° 
»' cr 
rt ft 
o B' 

09 

09 ft 
rt °s. 
R' ° 
s. rt. 

P 
3 
Cu rt 

S* n 
rt rt 
o 1— 
co' 5' 
3 

C u T 3 
3 3 rt.03 

rt 

o 
3 
rt 
3 • 

rt 
p 
3 
Cu 
Cu -
CLTJ 
tr 1-1 
<l o 
rt 

p 
3 
Cu 

rt K ) rt 

^ iH 

rt, rt tr o 3 rt 

" a rt co O ft rt 
S 09 O 

P S S* 
^ 8 Cf. 

i-t rg 
o c. 
09 ^ 
cr p 

3 
Cu 

O jr 
r t ' 
r> 
5" n CO 
Cu 
rt 
3 
Cf. 
cn 
rt 
pu 
O 
rt 
3 
Cu 
rt 

3 
ft 
X 

cr 
& tr 09 cr 

f t s J ' - i H 7 ' C C N 3 L — 1 

Lb 2. r t ^ O T r t g c u 
% Cf " rr P 
U? ° era ft 3 

n , p ft 

rt 
3 3 cr cf. 2 en 
" rt o 1/3 

^ Er 
rt 

3 rt 
ft-09 

^ s 
k g * 
p rt 
rt _ 
rt ft 
Cu,J0 

cr ev c ^ 
Cu 3 

% ° -

f? ft 

rt ,-Q 

3 p 
O 

ft 
cn 
B. cr. o 
3 

> 
3 
p 

^ * 



1 *° 
I * * 1 rt 

^< 
I 

n H w ^ g 
3 a pr g »„ 

i-O 0 rt 3 „ 
2 c r 3 

P rn 
a. o 
3 I 

TJ 2 1 

p? p" h 
Ct 
o 

T T 
P 
p 

o 
3 £ I 
^ 2 ^ 

3 rt 

^ p > I o 
cn Q) rjfq 
2 rt P 3 0 3 
2 " N' o 

0 P1 

0 
ct. 
0 
3 
ft , a-

TJ 

1 
Q 

T J p 
OP 
rt 

rt n rt 
n 
CL 

3" J l CL 
rt rt <! 
rt • p 

T J 
OP rt 

n o 

T t ' 

% 3 
T J p 

•.rt ~ 

3 A 

3 M 

rt p 
" 3 n 

C 
O 
3 
rt 
CL 

$ s 
'p Cn 
rt 3 
cn 

rt 
CL 
c r 

OS W 
3 s 
8 ^ 

3 
p rt 

" 3 cr rt 

CO 2 
rt rt? 

6 . 

rt 

<̂r 0 
cn cr p 0 

t= CT. 
cr o 
rt 0 

cr rt 
> 

T J 
T J tr n p 
Ct. 
O 
0 

c r rt 

I ° 8 

I I 
cn CL 

OP 2 rt O 3 S CL N 

! - l rt, 
P 

O o 
0 
rt 
!*! 

rt 
R° 
cr

op' 
p-

C/3 

3 3 
cn" S 

Cf o 
o 
rt 

p sT 
cn rt 

rt 
rt rt Er P 

p 3 

C O « • cr y rt 2 P rt 3 " 0 

(1 P [ f o 
cn cn rt rt-

0 ET 
3 rt 1 & a ^ CK cn" JJ> 
P B 
0 3 
CL S 

rt 

o 
p 0 

p a 0 p-
CL PS 

cn n 
rt i-t 

rt p rt ^ 
O f* cr » 
O m 
° 0 
» 3 
^ c 
& 5. 

rt 
O ° -

p" &: 

> 8 
g«B 
£ P. ^ o 
n ' 0 

rt.r^ 
cn £ 
$• * 
P o 
rt 3 
3 - rt 
rt 3 3 " 
rt 
0 

P CL 
0 rt 

•rt 0 
^ ct. 
rt Cti 
Ct. rt 
n 0 1 

T T ^ p 3 -
rt t . 
rt n 

T J 
O 

rt 
• f l 

C p P. o 
0 
cn rt 

* rt •XS cn 
O 1' .. p P 

* a 
p • rt 
3 Cl 

0̂  g 
cn 2 cn n rt 

5 : s 
0 <! 

OP > 

3 0 
3 sr> 
3 ^ 

g"§ 
rt 2 3 rt 
" 3 ' 
O H 

3 S 
CL CL 
rt cn * rt 

, rt O %* 
® r^ 

rt 

3 co 

I 5' 
i-t n rt P rt 
3 rt P" 

^ S. o e rg 3 

rt 2 8 
Q s I 

O 1 3 H ^ rt > o 

n 
T J p 
3 
r> 
rt' cn OP cn o rt 
a ° S S- p' &-
Sf r? R 

Er 2 £ • 

^ | ^ 
rt 

> 
3 
P 

P 
o n 
O 
c 
0 

rt 
rt 
Ct. 
0 

3P 

n 
O 

| l 
O 
0 



rt 

n 

S- £ 0 

3- i 
ft 

<B. II 

1 1 
O p-
0 &. 

o p 

ft 

% 
p p. o p 
co VO 

ft ft p 
t 8 
<3 O j*. TI rt 

w 
t-1 

II 

p p. 2 
rt p ^ 
cr* co 
n « Q 

*P *f> H 

»* a <° p p CfQ ft P Ct i-t 
E* p 
P p-
ft o 

3 p 
CO 

- T3 
p. g-
O tr 
a cn S P-_ ft Ln CL vo 
w fi 

« E. E. 
i-t vo p P ' p. O 

P 
CO 
T ) 

s - i : 

P o 
o g 

3 -o o 
co 
p : o 
D 

p r> 

l l 
P 

TO 

K»l 
CfQ 
O 

Ln rt, rtj 
P g F 
5 P 5̂ ft crq 

ft 

o p ^ p Er p. 
ft o 
8 S 

P 
P. 
f? P. o p 
'Fo 
•p 

c r 

p-

p 
P p. 



tri W T) 
^ 3 g, 
I - T * Q 

3 K> 
rt | 

rt, i-t rt-j 
P ft r? 

ft 3 ft 
C L 3 

"t, 3 « r?! CL « rt o 
ft ET a ft 
Ct. rt 
O 
B 6. rt rt O p rt, jrt 

rt f* 
I n ft 

CL 
O 
rt 

ft 
3 rt 
o te 

L_y q 
P 
3 

3 ? 
T J rt 
O* CL "-=1 rt 
rt p 
rt n 

rr 
rt 

** £ ft "f 

Q ft 

^ rt 

a- o 
•J-J t3 

£ 
rt, ft 3 n 
n CL 

3 
B 
-3 

t-1 

o 
& ^ 
rt °> 

t o <5 
O 
3 

IR.' 

3 

rt 
n 

9-V 

P CL S 
3 n 0 CL CL 3 
3 N H. 
3 P rt 
g rt 
P rt *5 
rt 0 o 
ft ft s-

T J n 3 
rt rt an 
r1' rt ft S 3 

n 
rt 
rt 

C 

3 

O 
3 

3" g. 
-3 1 rt 

rt ' 
<"> ct. o 
3 

T) 
p 

OQ 
ft 

P 

ft* 
rt 
rt 

ft 

Fr 0 

^ 3 ft 1-2 
» Ct. 

rt 
rt 

1-
O 
3 
3 
rt 
3 

MCTQ 
O p 
2 So

rt*. 
3 

OQ 
rt 
3 

o 
3 

rt, rt 
P rt 

3 3-
rt- rt < i-t 
ft rt 

cr 
rt 

co I—I 
rt t_J 
D- C 

^ ft 
5 ' Ct
r l n 

LL co 
3 p 
C L g 
ft r-L 
CL C L 
^ ft 
3 P vP i-t 

^ rt 2-, » 
rt © 
a - " 
rt 
CO 
rt 

5 ' 3 o « rt 
S rt5 °S 
5 r 3 
p rt CL 
Ff - ft O n 3 p 
JI} rt 

O rt 
3 ft 

CO P rt rt M 

s - s -
rt 

Cn 8 
OQ 3 

0 3 P. 3 
co C 

o 3. 
P 
3 
C L 

O 
rt 

JO 
3 

4 ' 
I 

3 
O 

T J 
rt 
n 

T J 

rt 

-tt: 

i f 

3 
rt 

5=1 

^1 t=* 
^ 1 

rt 

P. o 
3 

5S 

"1 

K 
c* 

Si. 
3 s 

I-
3 

1= 

rt* 
t o 
t o 

> 
3 
p 



o z 
re o 

2 o 

oo 

0 o 
co trl 
3 D. 

re n 

n % 
c ' 
U jo 
o -
tr re o 3 

^ Gi
rt"; 2 
S 1 a. 
cr 
o 
o 
tr 3 rt » 
£ 3 Cu re tr P « H £• og o re CL 3 „ . RT 3 5 
p 3 

cr £ 
cr V 
° - o 
S' 3 

P to C o o 
O co 
0 =ft 
3 

3 0 

^ rt 
0 o 
Ef re 
re *2 

1 ^ 

re 
13 S 
O re 

3 
o re 

cu P 
rt » 2, °-
rt^CQ. tO rt, 
CO to 
0 * 
o i-̂  
n\un 
P I 
CLJ on 

rt^ HI re 

13 
0 

ffi a' 
9 re' 
^ CO 
re co < 13 
rt' tn 
n P 
0 Sr. 
E L ^ 
ft- re 
cr 
re rt. 
p 3 a. TO 
CU rt 

o 

re 
P » 3 

oq 

jo OP 
S S a- g, 
B' S 
EJ-,2 
0 ^ 

p fi t= 3 
O CTQ 3" 

& rt 
8- p 

3 
a. 

13 

o tr o 

s> 
p 
o-
< 

re 

ft x 
D- CO 

O 

rt 
3 

O 
t r . 
n 

n 
CL 

13 P 09 

i 
I. * 

09 rt 

p rt 

s-0 

ft-CfQ 

O rt 

13 P crq t r rt 3 co „ 

O 
O 
3 
rt 

cr 
cr5' cr 
f 

C/3 

u 

rt 

o 
3 

3 



cr 

to 



5 - ro CO 
Cfc? r+ 

°8 « 
P Cu 
t7* ft 

13 

g o 

tr. 
3 

Cu ft 

ft 

1 . 

2 ° 
Cu • 

3P 3 
T3 U 
O ^ 

rt p 

00 

3" » 

"v. f5 
rt ! ? 

p 
3 
rt 
3 

Cu M 
w » 3 
rt. Cu 
3 g 
a | 

rt 
3 

f ! d 'i=? cB 
3 J p. 
r t 1 rt 2 -rt i t 

ft , ,-Q 
co Ln rt 
ft ^ . 

rt 
p 

s-
p 

O £• n 

ft 

EL 3 

3 
o 
3 
ft 
3 

U 
p 
rt 
p 

$ 
P -o cr 

H 
P 
tr 
ft" 
to 
O o 
3 
cr. 
3 c 
rt 
Cu 

I j 
1 

iilll 

3 
3 

, 

o 
I <"> 

rt 
ft 
3 

>\ 
3 
P 

^ * 



I s " 

„ p 
re 
P fr 

2 1 1 

o I 1 

00 I 
"to 
—J 
On 

CO 
00 
o 

p 
p 

to 
to 
o 

J O 
" - J 
00 o 

CN 
J O 
"vo OO vo 

to _p "oo o o 

to vo 
Cv 
"to o 
VO 

-rt 
p 
On 
00 o 

to o 
"o o -rt 

-rt 

to 

00 

c\ 
"on 

Oo 
P M 

"on Cv On 

-rt 
On "rt-OO 
to 

on o o 

o ft 
cr 
o o tV rt 

to 
- 0 

o i l 
On M l On 

w to 
p p cn cn ?r 7? rt rt Er cf 
p p PS CP (w

) 
(m

) 

'Li 

cr ° o 
CL S a> 

0Q P ' 

cr 
S -t 
CL a 
cn ft 

0 CT TJ p ft 
J?L P 

2 5' 
CTQ 

n 
0 

p r n 

0Q " 

n CfQ 

0 
r_r TJ 
C ft 

CTQ g . 

R w 
CTQ 

vo vo o 
to 
o 

rt o p o 

P P C7 CL R rt to 
n " CL O GJ cn O 

rt O 

to 
o 8 

FT S 9 
& IT o 
00 

to 

•3. 

1 

P cr 
to -rt 

*> 
3 
Q 

O —«i 
o 

3 
CQ 
DO 
C 
a 

3" 
T l 
o 
c 
—I 
0 0 

" O O 5 . 
-7 O 

CQ 

Q 

3 

•o 

a 
S ' 

O 



n (i n 
£ 0 
J 13 rt 

rt 

B- S, e. 

8 s s 
t l ( l w 
CO ut. rt-
8 " B 

e- S-5 o c puis a-
P rt 

n H cu 

S S rt 
CT> 3 H CO CT) rt 
* 2, S 
rt » 2 
ro o l-i-
p rj co 3 p ' o — rtj 

ft 
rt p a. o 

P 
n ET 
cu 

ui rt 
P CO 

65 H K 65 

^ g • 
O D* 

» °8 en <-+ cn cn 

TO R 

rt 01 

rt 14' 
p ^cj 

3 CO 

co 13 

O " 

5 » 3 • 
13 CTQ 
rt a 
rt P Cu rt 

3 

II 
rj 

3 
rt 
P„ 
co" 
ft 

p r P a 
" o 0 1

 P 
C h l S 2 P 
2 

S 3 5" | . 
g rt J CTQ VO co C 

oo IT3 

CO ft n> HQ 
P p 
CO P-
O 13 
P 3 
B- g 

3 » C 

0) tyi 

^ cr "3 ?• 
rt 5 H rt 
- S 
Oi O 
p C/l 

rt ft p 
rt ft KJ> 

rt rt 3 Cu Cu g 
£• &"a 
ft Cu ft rt rt 

P rt rt o £. 
p ~ . F 
H 1 PL 
co r f ft cr cu Q p ft 2 in 3 rt |rt P 

s, 1 1 

el r B 
09 0. C. rt rt n rt co g 

p CO 
3 -Cu P 2̂  Cu 
3 13 
rt IT
S' 

o ' 
<= s 
CU P TO rL rt 

cr 
P 

3 
13 
O 
3 

O 
O 

3 
13 
P 
CO o 
3 

+ 
VO 
00 

3 

2 
rt 
3 

Ln 

•U4 

3 

1 •fl 

+ 
Cv 
"rt* 
CO 
Cv 

-rt 
00 

"Cv 
- J 
Ln 

3 

P 

1 Ln 

Cv 
o 

03 

rt 

O -rt 
Ln O to -rt 

c r c 
0Q 
rt 

O 
1 3 
rt 
i-t 
p 
cr. 
3 

OQ 

cr c 
c u 

era 
rt 

rt 
3 g' 
rt 

LU 
OO 

"~J 00 
•rt-

to 
"o o 
OO 

JO 
O JO 
vo to 

cr c 
OQ 
rt 

c r 
C 
Cu 

OQ 
rt 

O 
13 
rt 

O 
p 
n cr 
3' 

CTQ 
CO ^ 

5-
n K c-
rt 

.Cu 

P" 

a. 
rt 

3 

B-
rt 
c r 
C 
c u 

CTQ 
rt 

I 
"to 

L n 
Cv 

JCs 

N> 
LO 

O 
L n 
-rt 
K> O 
Cv 

CV to o 
"Ln to 
VO 

cr c 
Jr-
CTQ 
rt 

c r 
C 

OQ 
rt 

3 
n 
5" 
Cu 
rt 

Sh 

O 
13 
rt 

OQ 

n o 
p 

OQ 

rt 
3 

e-
rt 

cr 
c 
Cu 

OQ 
rt 
CO 

VO 
VO 
00 

VO vo 
VO 

I 
•3. 

to 

VO VO 00 i 
VO 
VO 
VO 

VO 
VO 
VO 
to o o o 

VO 
vO 
VO 
to o o o 

VO 
VO vo I to o o o 

to o o o 
to o o 

to o o o 
to o o 

to o o o 
to o o 

CJ3 

as-

r 

S3 

p cr 

to 
Ln 



H H O Cr >-i3 cr4 _ 
re n> 

PI 
3 

T J 
P 
St. 
cn 
O 
D 

a B 

I t y to 

w rp H -

"1 - C 

3 

P 

+ 

O 
y 
o 

+ 
OS 
to 
\o 
00 
o 

CS 
"on 
00 
Ui 

+ 
so 
oo 
"ui 
CS 
to 

+ 
CS 
To 
OO o 

+ 
on 

J O 

•o to 

J-

y 

^ Brl 
- A. 

on H I oo gllll 
^ 111 

n 

** 
•JI 
— 

- * 

o 
E. 
cr 
3 
Cu erg 
rt 

O 
On 

"to o 

CS to o 
"on to 
SO 

cr 
e 
CL. 

00 
rt 

0 "To
rt 

OQ 

cr 
c 
CL. 

09 
rt 

rt 
B 
& • 
rt 

cr c 
CL. 

0o 
rt 

0 
T J 
rt 
m 
p 
Ct. 
3 

00 

cr 
C 

OQ 
rt r-t 
CO 

n o 
p 
n cr 
B ' 

OQ 

5' 
n 

Ef 
O-
rt 
CL. 

rt 
B 

CO e-
p_ rt 
p * cr s. c rt CL. CO OQ 

rt 
CO 

cr 
c 

OQ 
rt 

O 
T J 
ID 
I-t 
p 
Ct. 
B 

CTQ 

cr e 
0Q 
rt 
CO 

n 
O 
p 
n 

ET 
B 

OQ 

3 
n 

CL. 
rt 

P_ 
p " 
t t . rt 

rt 
B 

rt 
cr 
3 

J3-
OQ 
It 

so so 
00 

P ^ 
SO 
SO 
SO 

SO 
SO 
00 

SO so o 

SO so 
SO 
to 
O o o 

SO SO SO i to o o o 

SO 
SO 
SO 
to o o o 

to o o o I to o o 

to o o o 
to o o 

to o o o 
I to o o 

3 . 

to 

\3. 

r 

P 
cr 
to 
CS 



H 
cr 

—] 



0 
3. 
ft 
co 
o 
3 

to 
VO 

to 

3 ff. O 3 ft O-
CT n 

cn fo 
o o 
ft o 

rt 
g r t ' 

3 
rt 3 
Cf. O 3 
rt 
Cu 
cr 
rt 

vo p " ^ o f o 

9° rT 3 
vo cr 
vo P= 

to 

L n 
-rt 

CO 

rt 0 Vi n. 0 
rt 

Vi 
0. 
rt 

O Vi 3 o 
3 3 len 

won 

B 
rt 3 
rt 
f-t rt 
a 
3 
rt 3 a. 0 3 rt 
O-
cr 
rt 
o* 
i-t 
rt 

-rt 

rt to 
o 

3urnam
 

Vi rt 

3urnam
 

on orie 
3urnam

 
ger 

Vi rt 
0 3 
3 

3 

ress r 

rt rt 
3 
3 

leas 

rt rt 
3 Vi cr. cr o rt ined 

caus 

cr rt 
rt 
CT> rt rt 
CT> 
0 rt 
rt rt rt ho 

O 
3 

ste 

rt D -
3 P 

VO 
VO 
to o o o 

00 
Cv 

0. 
3 O 

° s 
3 3' 
rt co 
0 O 3 

3 
rt 3 

3 
rt 3 
Cf. O 3 
rt tier 
ft 

o 0. 
rt 

^ cr 
vo P 
VO J" 
00 
I ft rt VO ° ~ 

vo £L 
vo ^ 

vo 
to 

rt 

0 
3. 

O rt 

O 

0 

C r 
3 
rt 

3fc 
c r 
3 
rt 

rt 
p 
CO 
o 
3 rt 
rt n 0 

p k > . 

3 ^ 

GO 
cr 
o 

rr1 

o 3 
00 

rt 

rt 
rt 
p 

erg 
rt 

rt 

to 
00 

3 
Q 

"5 
5»-
O —* 

% 
SO 
(D 
CD 
Q 
c/> 
O 

T3 
•o 
3 
a 
x 
a: 



vo ' o 
0 0 ?t 3 
vo <̂ 

vo 
VO 
oo • rt co ^ rt 
vo n> vo 

P 

c 
n> 

4^ 
vo VO 

- § s ft* 
P cu 

00 
rt cr 
o o 

o o 
C/3 

H 

rt £L 

ft B 

co vo 
I P w 

" • o 
3. 
rt 

3 t ° 
rt » 
ft O 

tt. rt CO 
o 
a 

o 

CTQ 
P 

rt 3 Cf. O 
a 
rt 
Cu 
c r 
rt 

a 
rt 
< rt i-t 
3 
rt 
a 
ct. o 
a 
rt Cu 
cr 
rt 

O 
3 

0 S •3 

rt 3 
o 
rt 
cr 
O 3 rt CTQ p 
3 
rt 

rt 3 
n 
rt 
cr o 
3 
rt 

p 

rt 

3 
rt 3 Ct. O 3 
rt Cu 
cr 
rt 

P 3 
Cu 

00 
CO rt 
0 a 
n. rt rt CO CO cr. 
o Cu 3 rt 
3 O P rt rt-, 

3 £f 
a rt 
3 
rt 

CO 
3 O tio 

3 i rt CTQ &. rt be 
nd. 

o1 rt i-t 
i-t rt 

ne 

c 0 Cf 
a a rt. rt 
a 

3 O 
3 
rt 3 Ct 

rt 

ft a. f i . 

»- 3 
o g i-t B 

o 
3 rt 3 rt 

fc 
* C rt rt 
ftf cr p o 
ft 

rt 
v<! 

to VO 
CO CO 
0 0 3. rt. 
rt rt CO CO 
0 O a 
rt 

3 
rt 

3 
rt 

3 
rt 3 3 K rt rt 

i-t i-t rt 
rt 

rt 
rt 

3 
rt 

3 
rt 3 3 a. Ct. O 0 3 3 rt rt 

Cu Cu fir 

be 

CO i-t-. 1—I" 0 p rt 3 rt 
Cu 0 3 3 n 

3 

3 ^ 
O v73 
3 R 3 4 

o 
3 
3 
% 
rt rt n 

45 w 
o 

Si. rt 
p 
rt 

rt-rt, O 
3 ft 3 3 
^ rt 

g. 3 

rt 3 rt rt (Tu 
cr 
rt 

p 3 
Cu 

00 
cn CO 
o 0 0. 3. 
rt rt 
CO CO 
o TJ 
3 rt 

rt rt CO 
a rt 
rt 3 a rt ft 

CU rt rt • 

i-t 3 rt 
rt p 3 CTQ rt ft 
3 3 ct. CU 0 ft 
3 rt rt a Cu rt 
cr c 
rt cr cr* EL 0 i-t a rt 3 

3 
0 3 
a ft 

rt rt 
3 

to n o 
3 
rt 

rt O 3 p 

o 5-
c r ft 
ft' * ft o S ft ft p 

cu 

I £L 

rt P 
o ^ rt ft 3 CTQ rt C 
ft ' ' 
n O p 



VO 
VO 
VO 
t o 
O 
O 
o 

5 2 
voOQ 0 

M rt 
vo 3 
VO co" 
VO 

\ 0 2 
VO CTQ 

vo 
VO 
VO 

rt 
p 

C 
Cu 

Jr 
V 

O i t 
°- a. 2 

Cu 
GO 

o o 
^ ft 

O 3 

4^ 
Ln 

O 
Cv 

ft £L 

8 c§ 

ft- 3 p. g 
ft ^ 
P I — 

3 3 / 
Cu 
p 

p 
3 
n 
B' 

09 

3 
p 
P . 
o 
3 
p_ 
r> 
tr 
p 

3 
12 
o' 
3 

P . 
rt 
o 
o 
< 
rt HI P 

CTQ 
rt 
Cu 
rt 
CO 

13 

3 

3 

3 
to £J (T) 

t-t cn C 
rT S 
s ft o 

< 
rt i-t 
p 

OQ 
rt rt 

3 
P . X , 
3 3 
rt rt Cu 3 

B' " 

ft Q-

B- 3 3 rt 
i-t Cu 

a ff 

i-t H 
O rt 
e °s 
•3 o Cu a 

rt 8-

rt 

£. 8 

O rt 
3 Cg. 

to 
3 o C- 3 rt O 
cr 
B' 

rt 
n C- O rt CU 
B 

("> n rt 
ft* 0 rro 
g 3 °S 
9 r ? O g. rt 

2 13 

3 O 
co rt 

rt 
p 
CO 
o 
3 
rt 
rt 
n O 

rt 



O 
o 
O 
to 
o 
o 

o 
o 
cf 
P 

« n> s n 

13 ft rt „ 

C O f» rt 
7̂  M rt 

to ft-

o 

n CL 
p ft 

Hi & 
o 3 
P 

«" I 3 
p o ft 
3 3 ° . 
cn n> cn rt <"5 H CL rt 

3 S 

Ef rt -5 3 
rt S 2 2 
3 3 3 °. 
p cn fl) w 

•ri & P 3 H 
P rt 

so S. 
°° 3 
so 5. so 3 soot? 

& If 
3 3 

re & 
o 3 
P 

O rt 

3 » rt cn 3 cn 3 rt CL 
rt 

-=1 rt p 

0 
3. 
rt 

rt, CL 

CO 
o o 

3 3 

0 3 
" CD 

™ °tT) 

rt p 
o ^ rt rt 3 CTQ 
rt C 
8 * 
H 
CL 

C rt 
CL 





P P M 
3 

ct. pu-g 
^ o £ • 
» 5" 3 

K 3 

rt01 

hi I-t 
o 
c 
D 

CTQ 

P 

I 1 

n> 
OP 
O 

O 
CTQ 
O 

coach: 

unifori 
jackets 
logo

 0 

*o cr 
3 

cn D p cr 
CO n 

J T 

oes 13 

oes 

p 
o cr ?r 
cn 

p 

nT 
rt 
ft 
cn 
P 

fr 
Cu 
p 
cn 

13 

rt 
Cu 

13 
i-t 
O 

(*r rt 
ST 

erg 
O 
o 
3 cr 
P cn 
7T 
rt 
Er 
p 

£ <"> £ S. o g 

CD co 

cn p 
3 
CU 
cr 
p erg 

cr rt 

3 C 
3 cr 
rt 
i-t 
CO 
rt p in 
3 ' 

og 
o 
ft! 
E> rt 

rt p 
,„ n 

Ct. 
n 
rt 

P 

3 
rt>°s 
£-\ p 
?r rt 
rt rt 
CO 3 
cr o 
2 " rt rt-cn cr 

P 
c u 

—. p re 
r> &-
rt rt 
cn ft 

rtS Z 
c [1 
2 o &;crg cr o 
3 § 

^ 6Q f? n rt to 
§ 3 0 

§ a e 
§. rt. s 
rt P 

o 
n 
p ct. o 
3 

rt 

% 
p cr y- 1 

rt 

e. ft 
P 

cr 

to ^ 
3 § 
rt t i 
in rt 
rt 

13 c r 
ST ^ ^ 5 rt 3 
pu rt in p cn 
'-l rt. 
o 8? 
3 * 
rt rt 

rt 2 

o p 

rt , Cu 

Ln 
I 
CO 

§2? 

p 

B -

cr 
u> p 
3 " 
P ?r 
co rt 
£ ' LT 3 p 

0 0 ^ 
o p " 
0 ^ 
1 8-1 
o B-

'<=> 3 
o S 
13 5' 
3 

13 



TJ 
o 
ft* 

T J 
rt n 

c r 
ft 

rt 

T J 
H P n 
ct. n rt 

2§ _ 
3 CO 
„ cr rt 

CL S d 3 5 era 5 o „ 
w £ Er 
r-r p cr g- gj 
rt P 

to 
3 
P_ 
rt" cr P 
CO 
pr 
n 

tr P CL n cr co 

o P 2-
o. ^ 3 

^ < p rt i-t 
CL CT 

rt 

rt n 
O 
a 
CL 

8 g CL 
C 
3. 

P <j o rt < CTQ 
C-• S* co 

n ^ O 

T J 
C 
CO 

ht 
P 
o 
co p 
I o 
5' B 
3 

c r p < - » 2 2 o ^ 3 r t . S £ 3 09 3 3 S ,g .g .Sc§ 
& rt P ft ft g l ^ r T P ^ 

rr 3 » r, D. 

3 2 rT 3 
p 3 p p 
s P 
o - 3 

OO 

R B p ?i 
co O ^ 
rt' 8 3 
p n p 
3 r7" rT 

Q O l 

8 5 
o a 

4 

'i I 
"** 

• I 

P 
3 

T J 

O 
3 rt 
3 

H P cr 

to 
SO 
n o 
D 

C 
ft CL 

P 
P 

I . CN P 
J ft 

OO ^ 
fT" Lr 
O ft 
rt T J 
3* 3 ft 

T J 
rt P n 
Ct. o 
rt 

co 3 P 
5 £L 3S 

3 cr 
co P 
rt CO 
£ 
B ft 
CL C f 

t = 

X° ft rt p Q 
•it! cr rt 
^ rT & 

Ct. P 
o 
o p n 
B- a-

to 

rt 

ST n 

rt 
rt 
CO 

<• T J CL rt 
rt " 

T J 
P 3 ^ 

2- p 

3 § 3 P 5 3 a 
CL P J H 5 

— p: rt 09 • • 
o -

3 P 
3 

CO 

ft CO ft 
rt, co 
2 rt 
3 CO ' n ft 3 P 

° p A 3 

tf 
9? to 

rt 
3 

rt 
ca 
rt n 
Ct. 
O 
3 

rt o 
3 
rt 
3^ 
co" 

°s 
3 
rt 

3 o 
ct. o 
3 

3 o 

ft rt 
3 & o * 
ct. o 

o c 
F£ n 

rT n 

CL 
ft 2 
co T J 

T J ft" 
ft n rt 
P J 2 
o e. 
Vi p 
p FT 
ft" l*Ti 

09 
rt 
3 
rt 

p 

o 
p 
3 
N ' p 
Ct. 
O 
3 
P 

P n 
a. n rt 



cro 
p 
3 

o 1 t-—j i 

-1 n 

n g- rr. « 
-6" f 
p 
B uO » 3 

P 

0 P 

org P 

3 cr ̂ < „ 

3 rt 

^ tn H . O g » 
3 § S rt rt 3 
D- cP ft 
cn cn 

°S 3 n ' 
3 S 
ro p 
cr " 

tr p. 
Z » 
ft 3 
p p 

p 2 

3' 3 
rt 

cr 

p 

r-t-
rt 

CTQ 
O 
0. 
rt 

cr 
S 
p 
ct. o 
3 

p 

3 
T3 

rt 
3 

H 
P cr 

to 

O o 
3 
Ct. 
3 
3 
rt 
Cu 

rt 

f . 
P cr 

rt 
cn 
rt 
n 
Ct. 
O 
3 

0q 
p 
3. 
N 

^ , 

3 

13 
H 
P 
rt 



o 
3 
CO 
n 
a -
P 
3 -o o a 

TJ 
rt 
o 

o o 
3 ct 
8 o 
2 o 

P c r 
e P 
3 a 
co a 

o a P 

pQ 
P O 3 TJ 

2 O 

a co 
co" ff ,OQ 
P - j i 

rt 

a 

on 
a 

O P P 1 

n 5 n 
FT S & 
m p ^ 

3 R° 
o 

S § § rt 

i-t t=: c» £ Z^&> IP « n 

e. 
TJ 

i-t rt 
O 3 
O rt 

! 5* 
o a 

P I-t 

&* 
rt rt 
f? Cc 
CO 
n 
p 

B. 
rt 
CL 

a h T 3 P °s 

3 
n 2 S 
I 3 

a °S o 3 
a* rt 
rt 
p 

a 
a 

OQ 
S-
rt 

rt 
CL 

3 
B. 
3 

n. 
3 

P _ A o P r*i 
r> " V 
rt rt 

•I rt 
Q , n 

I T - <S sT e a rt 

O 
St. a 
IT 

3 

P a 
TJ a OQ 
p 

a' 
OQ 

*5 0 

a-
rt 
3 

TJ P 
i-t o 
O S 
3 n> 
o " 
3 I-I-I 

rt. & 
3 £ • 
ft ft 

CO 
p 

rt 

P 

cr 

o 
p 

rt 
rt .OQ 
O 

ft 

o 
cr 

P a. o a 

P 
3 

TJ 

rt 
3 

I * 
rt 
& 
rt 

§ • ' 
3 

OQ P 
3. 
EST P 

3 
E-

TJ 

n a. 
n 
rt 

O 
r 
1 

P cr 

o 



rt 
O 

ft* 

13 rt o 

rt 

a 
Cu 

a 1-̂  
2 c r o 

ft cn 
0 rt 
C n 
J2 P CTQ S 
rt o 

i-t 
un cn 
O 

rt rt 
a 3 
g rt 
tr O 
rt 13 
ft rT 
p i - . 
B 3 

. < ui rt 
O Cu 

, 13 O £ Cu a a. o 
rt br o 
er 5 -H P g CTQ 

3 3 ft- O S; Cu n 

o o u p 

rf 2 
cn cn 

- 3 P CTQ 
~* 0 rt u V rt rt- p 3 

PT 
rt. 
3 

rt 

> 
I-t 

p. 
rt"l 
p 1 

n 

o p rt rt CTQ 
o 

rt 
-Q 
3 
13' 
3 

o 5 

J . cr ft 3 
0 * t i rt ?T13 ft' <5 rt 13 
rt' cn 3 rt-
D- o ft 

3 2 8 
cT 
H 

rt 
3 
n rt 
rt •»! 
O ^ 0 
ft-, ft ft 

t i l 

ft 

cn f rt 
p 
P. 
0 
3 

W 
p 
3 
13 

rt 
3 

p cr 

o 

O 
o 
3 
P. 
3 C 
rt 
Cu 

O 
o 

E r g rt -j 
CTQ CTQ p rt 

p 3 
.rt. 

C N UO 

o o 

» 9 
O 4^ 

rt- ° 
3 O 
cn cn 
P 
3 R CU rt 
cn P 

rt C u 
ft- 3 i= 
fT 3 
S rT 3 P 

O 2 i i 4^ 

^ » % ^ 

13 
0 
3 

§ 3 
rt ft 

e 8 

?T cn 
rt 

tr co 
rt p 

cn [3 

3^§ 
£ f t ^ $ 

-3 rt 
P 

.ft 
13 

c 
|-5' 

5. a 
c u a rt- ft EJ tt 3 cT 

T) 5 H rt 3 

cr rt 

n 
o 
o 
rt 
3 P ft 
Cu 

t&l 

i 

fc. 

13 rt 
0 
3 
o 
P. 
o 
3 

3 rt 
M 

I i s: 5' rt rt 
, - C 

rt. 

13 rt 0 
3 
o 
P. 
o 
3 

a 
rt 
C 

0 
e 
n rt 

, 
0=' 
n P 
P. o 
3 

rt rt 
6. 
cr i'» 

rt 
3 

f?1 ro 
rt o P. o 
3 

P p. 
o 
3 P. 
13 
rt P 
n P. n rt 



13 
o 

3 

OQ P 
3 
rt 

fct cr * Uoq 
CU p P N P 

13 
OQ P 

a 
p 
ct. o a 
P_ P a 
a-
rt 

p 
3 

OQ 

f t 1 

rt 

rt 
OQ 
O 

«3 

o 
GO 
rt 

p 
Ct. 
O 
3 

P 
3 

o 
3 
rt 
3 

rt 
3 

H P 
c r 

o 

n o 
3 

3 
rt 
Cu 

rt 
CQ 
rt 
n a. o 
3 

13 

g- rt 

rt 

P 
c r 5' 

rt 

g. 

OQ P 
3 

Ct. 
O 
3 P 

n 
Ct. 
n 
rt 



> 
n Ct. 

ct. cr I?1 rt 

•3 
3 
rt 

3 H 3 
O O O 
TJ °3 TJ 
O P Ct. 
s 3 2 
S R 
cn CL 

p 3 3 
g o o 
rt TJ TJ 
' " O S 

cn rt 
2 S cn CL 
rtx-o 
O i-i 

°rt 

rt 
42 
e. 
TJ 
3 
rt 3 

rt H A _Q TJ 
3 p* 

Ha 2 

3 a 

P 

!2 rt m 
cn 

TJ 

I 

O > o B P 

p rt rt 
3 Ct. -
rt 3 I cn ' 

P 3 
CL 

O o O 

3 8 lr 

erg fc-T TJ 
5' 3 rt 
CL O 3 

cr 
O rt 
Fr-g S rt-P cr 

rT 

TJ 
P 3. 
cn O 3 

n TJ 
0 3 
3 S 
P o 3. ct 

rt, ht 

O I 
p <T> 
cn >_Q 

rT e. 
p fc£ 
CP rt 

CL 
n' rt 

O 3 
rt £ 
p 
Er rt 
0 42 
P £ 
Ct.TJ 

I 

rt cn 
42 O S 2 g. g cr 

5 =5 crq p-rt rt 

cr l» ST P_ 

rt 
t rt P 
CT 
ft 

rt °S rt P 
c 3 
TJ rt 
K"> CL P p rt 
P"! Ui 
-3 

3 n 

3 S 

3 cn 
5? 0 

0 00, 

I 

• I 

J 

c5' 

OQ 

P 
rt , 

o p 
rt 
rt 
OQ O 

2 0 n 
~ n P, 8 p • g 
CL ° n 44 CT cn Pi TJ rt rt rt rt S CL CL ct. 

5' g-
rt 

O O 45 3 i-t TJ 
cn TJ n 

3 & O ft 3 
O n o 3 

Ef 2 
P Cfi OQ 

Si rt 

I 5 8 rt B-. cr p 3 rt 
CL CTQ y 

TJ 
rt Ct. 3. O 3 

f§ a-

P l-H 
3 2 
3" Si 
P <L 

18 I -

rt 
rt n 

cn *5 
rt rt rt 3 
3 3 
rt 
rt C 
o r" 

rt 

3 <j 
rt , 
CL 

n o 
3 
R p 
Fr. 

rt 
rt s 
3- 3 
p c 

OQ rt p 
rt p o cr rt 

P 
n 
I s 
Cfi CO 3 

P cn 

*3 § 
CT P. rt * cr FT 
rt rt 

*-< „ 
o 

rt 
E l 

rt , CL 

TJ rt n O n 
. . 7T p cn 
rt " O p * 3 

CL 
P 
CL rt 

p 

Fr " " O 
3' 3 
C L T J O P 
o 3. 
i-t cn 
p 3 rt _ 
B o ^- " rt cr rt 

OQ 

n ^ O '̂2 i-t TJ rt o 

O n p 
3. O 3 
Ji 
I B' rt 

42 

cr 

P 
C 
O 
3 
w 
P 
3 
TJ_ 

o 
3 rt 3 

rt 3 

p 
3 

f? 1 

rt n C O 3 

OQ 
P 3 
N ' p 
a. o 
3 

P r> Ct. n rt 

* r r 
^ rT 

O 
r 
i 



LD rt 

13 
O 

3 

S 3 I | &-
3 ft f? | g 

-3 
rt 

I 
CTQ 

ft* G-
P cr 
3 ft 

3" o o 
WW 

ft 

o 
rT 

13 
rt 
n 

rt O O 
3 3 " 
?r cn ^ 
CO rt 

B. 3 
cn rt 

FT P. rt, n o 
p 
n _ cr P . 

P 
C!"> w C 2 
3 cn' 
P . P 

rt 3 
3 o om

 each 
as 'offici 

3 
ft 

om
 each 

as 'offici 

playe tea 
atin rt 

3 

I 
Br/" 

«Tf> 

ft* 

4 

ted 

o 
p 
ft 

CTQ 
O 

*3 

cr 
cn 
ft 

P ct. o 
3 
W x 
P 

3 
13 

O 

3 

rt 
P 

rt 3 

H 
p cr 
ft* 

n o 3 
C 
rt 
Cu 

-J Vj 

°-> ft p HU <-o n 

ft 3 o fr 3 ^ 2 g «S 
ft ~ 3 
Cu rt CU 

p 

2 o 
i "-> U> cn w13 

rt 
n 
p 
O 

cr 
ft-
rt 
Cu 
c r 

rt 
p 
& 
ft" ct. 

cr 
o 
cr 
3 
rt 

f? 1 

rt 
r> 
ft-

o 
3 

3 r> o 13 rt en's 
im

p 
om

-

P o n' 3. ct. rt cn o ho 
on 3 

cn n ?r 0 

- ine rt 

ba 
- ine cn ja ST c rt rt • tball 

table 

P 

3 5' 
Cu 

1 

• 

;*iv 

CTQ 
P 

P a. o 
3 

13 
rt 
P 
o 
3 . 
n 
rt 



£ o 

p 
9* 
fi 
Cf. 

CO 
5 
o a 

cr 
rt 

3 
rt 

O 
cr 
P 
3 
a 

&7 3 

EL o 
rt TJ 
n t l . 3- 3 
CL ft g CL 

S-3 
P 

o TJ 
| 3 a 

?°. cr 

TJ o a 

4 f 

i l l 

§ 8 

8 3 
f T 3. 
rt co O 

a 
cr o n rt 
tv o 
<T> t-r ^ o 

pr 
rt 
Er p ts 
P 
3 CL. 

• 

00 

TJ £2 
rt P 
re a 
n P 
rt p 
CL R 

3 3 
O p 

rt 
OO I-t 

• cr p 
j 3 

3 
rt 

I rt 
1 cr 

3 X 
ffi. rt 

^3 
00 ^ 
rt rt 3 3 Pu rt 
rt FL 
o U 
O p ^r ^ rt 

CL 

3' 
p 

On P 
n 

c/2 Er 
>9 tn cr 

rt 
CL 
P 

3 o 
3 00 
3 

cr 
P 
3 
3 
rt 

O TJ 

CO 
TJ O Ct. 

o 
3 
CO 
I rt 

42 

55 
I" 00 
o 
cr 
p • -
3 
TJ £ o' £ 
3 rt 
CO 
Er 5 

1 7 3 cr 8 

rt 

i 
P 
CT 
r T 

rt 00 O 
3 

ft 

i 

o 

p a. o 
3 

P 

fri 
I 
3 
rt 
a „ co" 
rt p 
3 

rt 
CD 
rt 
n 
3. o 
3 

00 p 
3 
R' p 
3. o 
3 
P 

P 
n 
3 . 
n 

I-

r 
1 

P cr 
00 to 



r1 ft 
O 

ST 

3 
rt 

ft 
n 

ft 
O 
•3 

rt 

P cf. o a 

p 

rt a 

3 
rt a 

n P 
3 

P 

to 

n 
o a &' a 
r» 
CL 

ft 1 

ct>| 
rt 

§ • ' 
a 

P 

El 
P a. o 
Ell 
P 
n 
r T 1 

rt 



CL CL n> rt ' i Cti 
3 

ct! o o a a 

p. p • p. 0_, Q_, O-
(TI CD CD CD CD CD 
^ 1 j ^̂ "| ^ t ^ 

B. B. B*. ct. a. a. P. a. a. o o o o o o a a a a a a 
e g 

e. 

00 

CJ (-r- m i-t n 

„ BT o *o " 5 S c o 
e 
B. 

O J cn 

rt a 

c o 
ft rt 

A rt 

TBS 

4 

CL CL rt rt n r> 

0 o a a 
3 3 P p 
ct ct a a era era 
1 I 
2 
a o 
P \ 
O 5 3 < 
P, o 

T 
rt 

13 
3. 
O 
K 
ct: 
rt 

p p p p p p l-t l-t l-t l-t rt I-t rt rt rt rt rt rt 
rt rt rt rt rt rt rt rt rt rt rt rt p p p p P P 
3 3 3 3 3 3 
« t/l Cfl 7) t/l Cfl 

erg CTQ CTQ erg ag 
CD (Tl (Ti CD CD CD rt 

e- rt era 3 _Q rt rt a 3 cr rt- rt n> ^ 3 
cn i— 

3 rt rt 
- 3 I „ rt rt 
TI rt n 

rt °S 
3 I 
c« rt 

cn p 3 § ft . 
o era F ; ^ 

cn p ft S3 
O ^ Oo , ft 

! cr o 
n ' 
PT rt -

b- P ^ cr 
^ rt* 
hi w 

3 • 

ft-

RL. 
•a 

a. 

fe

ci 

a o 
Q 
3 
a 
Co 
o 
o 
o 
3 
a 
a o 
o 
o 
a 
o 

•o 
<D 
3 
a 



w 3 
o 

W >-ri 

O 

/ O 
c 

r—I 

o o 
i-t <-h 

5 g 
Cf. H 

§ 
e. 

C cn 

a 5* 

^OQCfQCfQOTCrQaQCrQCfQOQaQCrQ 
f t r t r t f t r t f t r t r t r t r t r t r t 

P 

r f r o r o o f o f D r t r D f t r e 

n n n n n n n n o n 
o o o o o o 

CTQ 
<S 
P 
B* 
ft 
i 

13 
O 
CT 

a. 
n 
p 

CfQ 
< 
P 
a* 
n> 

a 
o 

CfQ 
< 
p 
cf 
n> 
i 
a 
o 

CfQ 
< 
EL 
a 
rt 

a 
o 

o o 
H H CfQ CfQ 
<! <! 
P P 
ET 0* 
rt rt 

o o o o 
H II I) II CfQ OQ CfQ CTQ 
<! < < < 
p p p P 
a* tf a* E" 
rt rt rt rt 

O O O O O O O O O O 

P Q T O C r Q a Q C f Q C J Q O Q a Q a Q C f Q 
r t r t r t r t f t r t r t r t f t r t 

e _ 
S! P 

X w 
ON rt 

Cu 
^ , 
c r ' 
o 
a s 

a cu 
o rt 
rt <5 

ft 

P 3 
£ rt 

g-3 
o I 

Cu Cu 

cf cf 

13 13 
3 3 
rt rt 
a a 

CuOQ 
2 8 
rt rt 
cf 
13 
3 
rt 
a 

cr a 
2 cr 

cn 3 
9, o 

FT rt rt 

3 
O 
rt 

p cr i= 
p p 
a ft 
Cu ft 

i I I 

cn" 
P 
cn 
O 
Q 
P 

CO 
p 

13 I 3 

rt ft 
0 i-t 
& 1 / 1 

^ 3 
£L ^ 
2 CfQ 
1 s 
8 &• 
ft 00 

o 
13 

ft? PP 3 
o o ft 

3 3 S 

B' 
rt 
a 

cr 
a 

f ? 
-a rt i-t 

s 

rt 
Cu 

l-t r-t 
rt 
o 

f t ' ^ 

rti s 
» S ft 
o B - O 
ft cn 
<s a 

13 
cr 13 
c r § 
O 

3 3 
f T ft 
cu e . 
o 3 
<J cn 
S <-+ 
*B 
n m 

a ^ 

rt 
rt 
a 

13 3 

rt rt-
S. o 

o ' ^ . l 
cr 

d cu<5 
3 

JOQ CfQ 
rt 

o 

p 
ct. 
o 
3 

13 
O 
3 
cn 
cr 
Bi 

a. 
rt 

Be 

t 



O W 

3 

E- 2 3 n> E 3 H S 

rt cn ? 

c? S 

o 
3 

o 
I-t 

ft-! 

4 
o -
rt I-t 
n 

8-' 
rt 

oo 
oo 

n o 
3 3. 
3 
C 
rt 
Cu 

£1 
cn • 
o , 
» • ! 

"CJ 
o 
D 

^ w c r g c r g c r g c r q c ^ C f Q c r g ^ c r g CfQCrQCfQCfQOQCfQCrgcrqcrQ 

rt> re cn cn cn cn cn 
c n c n c n c n c n c n c n c o cn cn cn cn cn cn c n c n c n c n c n c n c n c n c n c n c o c n c n c n c n c n c n c n 

o o o o o o o o o o o 
3 3 3 3 3 3 3 3 3 3 3 

O O O O O O O O O 
3 3 3 3 3 3 3 3 3 

fc?1 rt 
n 
O 
3 , 
Cu 

S*1 

rt 
i-t 
n 





O CTQ 

°S 
B. 
ttf 
P rt 
Ct. 42 
o c 
3 P ' p "-d 

n 
g § 
S- 0 

2 rt 
C. 
O 
3 
cr 
n> p 

3 -< 
CL n> rt 

3 

13 n 

CL 0 

rt 
CL 

rt T J rt 
0 
t r i n p 

Tl 
FT 

CL 

n o 
CL| rt 

H p cr 

O o 
3 
Ct. 
3 
C 

0 

5' 5' 5' 5' 5" 3' 5' 5' 
P P n n 
3. Ct. 
O O 
3 3 

P P P P n n 
ct. a . o o 
3 3 

p p o o n n 
p. ct. 3 . a . o o o o 
3 3 3 3 

O <T 
0. O 

(F 8 
p rt 
3. „ 
3 13 

rt O 

3 £ 
rt 

-rt 

[3 T3 T J 

O O 

CL O rt rt ^ 
* 4? S >i D 3 
C L T J P 

P . 2 3 
O 3 P-
3 S 2 P 3 3 

5 

T J T J 3 ? r 
3- P-rro 3 
2 r f ^ 0? 

o. 5' g- ff 
N W S B p rt g 
0 "Tf '*-» T J 
3 v i . M 

rt s ^ a H 
C5 5 "v3 " 

oo 

S sir- oo 
w — 

'oo 
n 
CL 

p p p n r> o 
3 . P . P . 
O O O 
3 3 3 

°rt ̂  
•-• S rt-
CL CL f L 

cr rt- o rt 3 o 

rt n 
O 

n 

r 

•1 

T J 
0 



w 
/O 
c 

3 

cr 
fir OO 
OO 

n 
o 
3 a. 
3 c 

cr n 

£ 3 
3 ft 

CO 
1 2 S 3 

rt 

1. 
3. 

CO 
n 

I1 

3 

3' B' 5' 5' 5' 3 ' B' 5' 5' 5' 5' B' B - B' B' B' B - B' B' B" B - B - B' B' 3' B - B' B" B' B -
rt 
n 
O 

8-
r-t 
n 

•if! 



W O O R 
/O w w 
a z 

3 3 
2 £-
rt rt 

O O i 
rJ3 FT ! p rt p i-t j 

R' s. ! 

3 pn i -

PL Q d 
< 3 h 
I- h 
to U 

P ft) OQ 

3 3 rt rt 

rt rt> 

r & c b r t > r t > r D r t i r t > r D 
3 3 3 3 3 3 3 ft ft ft ft ft ft ft 
& £ - & - & * & & & - : 

B 

a" a" pn 
rt 5 
P 3 » 

CTQ 3 

o 
" T J 

CL 
S B-
« p 
p- a 

P CTQ 
< ft 
O <» 

P_ O 

TJ 

rt 

ft 
P 

e. o 

. P 
= 1-

n 
B* 
p 
P 

CTQ 
ft 

n a, 
O rt 
Pi <i 
rt rt 
n " 5' rt 
n pr* cn 
p rt 

,3 3 

OQ ft 

n rj" p* p 
p PJ 
r3, CL 
CTQ . rt \ 
cn *-> 
o 
n 

P* P* P* 
rt rt rt 
O O O 

. i-t n i-t (CTQ CTQ CTQ 
<*<!<! p p p 

CL O p* cn 
rt rJ£ PT C/Q P rt 
p Ft 

i c- a* 
! pT " 
& s 

FT 3 
rt p-
O rt 
rt 
P 
o 
rt 

P 3 g? 

p 
cn 

c o c n c n c n c / i c n c n c n c n 
p p p p p p p P p 
H C L D - D . f l l i r j , P D . 

ICTQ CTQCTQCTQCTQCTQCTQ^5rYo 



$. "ft. Jl. $. $. $ 
o' o' o' o' o' 5' o' o 
3 3 3 3 3 3 3 3 

O O O O O O O O 
toergergcrgagcrQCrgcrg 

$. $. "3. *i. "3. $ 
CO ' CO co ' co cn cn o' o' o' o' o' o a a a a a a 
o o o o o o 
• t •) • t ̂  ''t ̂  '̂ t ̂  
Crq CTQ CTQ OQ erg 09 
rt rt rt rt rt rt 

l a 

00 
a 
TJ 
TJ 
o 

TI 
o 
I* 
o 
w 

^ o 3 " 5 

o 3 

P i i 

3 
n> 
3 
r-t 
cn 

rt r-i rt 
PT. rt (T) 
< " ag 
rt CTQ P CO ^ rt 

3 fr 
CL 3 
2 ag 

Ti 
F l 

irt 

F' 

H p 

LO 

n o 
3 
P. 
3 
P 
n> 

rt) 

Mi 

p p p p p p p p p p p p p 
roTJTJTJTJTJTJTJTJTJTJTJTJ fO T J T J T J T J T J T J T J T J T J T J T J T J O O O O O O O O O O O O O 

ci cr c v o o o o o o o o o o 
ag ag ag ag 

rt rt rt rt 

H. SI O p-
pr C B-1 
S. 3 s 3 
n 3 &L 
n O 
P 3 ^ f l 
n _ 
P ^ C 

I 

rt rt hi 
n O 
CP 
rt 

°B. 
rt o o o 

ag erg 
rt rt 

5' 5' r-t- rt-rt> rt> 
3 3 
&- &L 
i i 

3 " Q rt O P p 
CL o. 
O ^ 
rt,'--
rt 
pr ^ ft* 
3 . 
n 
C L 
rt TJ 

erg erg 
rt rt 

erg erg erg erg erg 
rt rt rt rt rt 

3 x 
2 rt 

p 
r r 
£L 3 
pr 3. 
rF" < 
3". rt 9 - ^ ' ^ 3 r t ^ TJ ^ 
P W 

rt rt rt rt CL X t«! X X o 
rt rt rt rt 
et rt rt rt i-* 
m i-t i-t t-t 
P P P P Z-EL EL EL EL S 
r t r r o 

p ti <j C O o rt £ 
rt 

p tart 3 

rt 
n O 

s-
rt i-t 
n o 
a-1 
rt 

£ 1 



f 
n 

1̂ 
3" 
rt 
3 

51 
13 
P 
rt 

I i 

rt 
13 

P i 
rt 3 cr M 

" 3 p S3 
^ 0 1 3-
P 

n cr rjo 
5' 3 Cu 
O © R 

n 
i-t 

3 

P cr 

n o 
3 
p . 
3 
C 
rt 
Cu 

uO 
C 
o 
p 
3 . 
O 
3 

cr 
P 

13 
P H 3-<"> 

o 
3-
rt 

c r c r ^ ^ ^ ^ ^ ^ p - S - p - c r c r c r c r B - c r c r c r c r c r 

B' B' B" 3' 3' B" B" B' B" 3' 3' 5' 3' 5' 3' B" B" B" B" 3' 5' 
P P P P P P P P P P P P P P P P P P P P P 
o o n n n n n o n n n n o n n n n o n o n 
p . p . p . p . p . p . p . p . p . p . P . p . p . P . P . P . P . P . P . P . P . o o o o o o o o o o o o o o o o o o o o o 
3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 3 

i1* I 

3 

4 

8* 
rt i-t 
n 



9 1 

a , 
& 
a. 
o 
a 

rt 

a 

uO 
a p tr. 

o 
o 

I' 
o 
3 P_ 
rt 

a 
ft"-

re ro ft 
,-o M U Q 
a c e » P_ P_ 
2 § E 
§ 3 2 
3. cn 3 

TO 
a ft 
Cu g 
ft H . " 5 
rt erg 

j_Q cn 
£ . o 

cr 
rt 

s- p 
*> cr 

o> 

co 

7-1 
rt 

3 
rt 

o P 
ft 

TO 
o 

'.1 I. 

1 

\ < CTQ 

1 1 3 1 3 
O 
3 
O rt, 

TO 
ft 

S. rt. 

cn' cn 
o' 0' 
3 3 
O O rt-, rt-, (TO (TO 
rt rt 

Cu D- CU Cu 
rt rt rt rt 

3̂1 P> 3"! 
3 3 3 ai a! 3: 

O O O O 
3 3 3 3 

rt rt 

p P 

ar G 

rt 

•a 
rt 
n 
p 
3 . 
O 
3 

CT <TO 

O 
13 
13 
O 
i-t 
H 
3. 
p 
3 

c u ^ -

a ci> 
o 
O 

rt rt 
H Q H D 

p 
cr a. 
kr<| « 
a ^ 
rt cn 

rt rt 

3 a p P 
13 

O 13 
3 O ft a o a rt a 
cn g a. 

rt .0 

'1 
rt 
n 
o 

rt-i 

rt i-t 
n 





p cr 

O o 
3 
a. 
3 
n> 

o 
o 
3 

CL g- ft rt 5 i-Q 

2 3 ft o t . P 
S- p £ 
rt n> 
O 
3 

f2- 5' 8 
( I S * 

E. 
ft 

13 K 

sr p 
rt Cr 

p 2-5* ft" 
FT 

C L g- rt 

rt 1= 
3 E 
S- p 
rt 1~r 

O B 
rr 
rt 

p 2-cr* ft" 
nT 

O P 

tt. 
rt 

5' 5' 3' 5' b" B' 5' 5" 
. r t r t r t r t r t r t r t r t 
Lo HO .-Q *Q I-D * * 

t^r t^r t^ t r t r t^ t r t t - t r : 
L r t ^ ^ ^ ^ ^ ^ ^ r t 

' OQ CTQ 
rt rt 

CfQ 

I I s" rt-
tr tr B. 

rt B ct. o 
3 
'to 

Ha 

rt 
n 
O 

S-1 

m 
n 

(T) 



1 

jr 
n" 

I 
n 
o 
3 

5 ' O rt rt 
42 D 

1 : 1 -

rt orp 
erg rt 

3 
CL. 
rt 

GO 
3 cr 

r t 1 rt 

3 rt 
CL. 

•a 

CL. 
P . l - r t 

l-t 5' o 3 c r 
"B. ^ 
§ 3 

aqorocracrQCfQcracraag p p 
rt rt rt rt rt P rt rt 
O O O m i-t i-t erg ag erg 

C C 3 • • • • • • rt rt rt 

3 3 

rt rt 
rt rt rt rt ^ « 
< < < < 3 sr rt rt rt rt 3 rt 
cT cT o" fT o °g 
•o -O TJ TJ t i 

3 3 3 o X 
' r t rt rt rt ^ KS 
P D D 3 rt s!3 r-t n- rt- rt-

I I rt 

p p 
= rrt T) -» ^ 
2- ^ rt ft p O i-t 3 
3 - £- cn cn 
«• rt O rt 
" ^ 5 o 
^ (/I M f"i ' 

ft CL. E-
8 

rt n o 
§.1 

rt i-t 
n 

8-' 



o o 



p ft 
n P 

ft- 3. 
<•> B 2 fro 

co 
p a 
Cu 

FT S, W 

a p 

a' & 
-° £?• 6. 8 a. § 

rt' 
CTQ 
OQ 
ft 
3 
CU 
ft 

I t 
tr. a. 
Cu ^ 

ft 

ft 
Cu 
P 
3 
Cu 

3 O 

ft* ^ 
ft o tr - 3 L! TO i-t p 
ft B co 3 -

ICt N 
O P 
3 Cf. 

CO 0 I I 
rt 
a* 
rt 

CO 

5' 5-
o ft 
O * 

5 e. rt K ,_Q ft 

g "3 
5. rt ft' B p ft 

cr 
rt 

on a 
cr 
rt 

3 

P 
cr 
ft* 

I oo I I 
n o 
3 

a. 
3 
3 
ft 
Cu 

n 
P 

ft 
TO 
O 
B. 

ft 
n 
O 

n 



305 

Appendix M 

Consent Letter 

Date 

Dear participant, 

I am a Ph.D. student in [the faculty of ...] working on a study dealing with gender equity for student-
athletes. The tide of the study is 'Translating organisational values into action: A study of gender equity for 
Canadian student-athletes". The project is designed to obtain a better understanding of the multiple 
meanings that gender equity may have for key stakeholder groups in an athletic department. The 
study will also focus on how gender equity for student-athletes has been translated into action. 

The research portion of the study would involve your voluntary participation in one, audio-taped 40 
— 90 minute personal interview with me. 

The project has the potential to benefit your department by identifying strategies for successful 
implementation and commitment to gender equity policies and practices. The purpose of this letter 
is to inform you about the project and obtain your consent to participate. Please note that your 
participation is strictly voluntary and you may withdraw at any time without jeopardizing your 
relationship with [the university athletic department]. Confidentiality is ensured as the names of 
study participants will not be identified and a pseudonym will be assigned to your department when 
results are reported. If you consent, please sign the attached form. A copy of this letter and consent 
form is included for your files. Once the study has been completed, you will receive a summary 
report. If you have any questions about this project now or during the course of the study, please 
contact me at [phone number] or [email address] or my advisor, [name and phone number]. If you 
have any questions about your treatment or rights as a participant, you may contact [the head of 
research services]. 

Thank you, 

Larena Hill 

Page 1 of 2 



306 

Informed Consent Form 

I understand that my participation in the study (entided "Translating organisational values into action: A 
study of gender equity for Canadian student-athletes") is entirely voluntary and that I may refuse to 
participate or withdraw from the study at any time without jeopardy to my relationship with [the 
university athletic department]. I have received a copy of this consent form for my own records. 

I consent to participate in this study. 

Participant Signature Date 

Witness Signature Date 

I consent to having my responses tape-recorded. 

Participant Signature Date 

Witness Signature Date 

Page 2 of 2 
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Appendix P 

Explanations For Gaps Between Meanings and Practices 

Table 49. 

Denial of Gender Inequities by Gender and Stakeholder Group 

Stakeholders Number 

in sample 

Number of respondents using a related 

argument 

not a problem | gradual 

improvements 

Female athletes 10 2 (20%) 7 (70%) 

Male athletes 7 6 (86%) 4 (57%) 

Total athletes 17 8 (47%) 11 (64%) 

Female coaches 1 0 (0%) 1 

Male coaches 5 1 (20%) 5 (100%) 

Total coaches 6 1 (17%) 6 (100%) 

Female administrators 3 1 (33%) 3 (100%) 

Male administrators 2 1 (50%) 1 (50%) 

Total administrators 5 2 (40%) 4 (80%) 

Total women 14 3 (21%, 11 •-')%) 

Total men 14 8 (57%) 10 (71%) 

Total interviewees 28 11 (39%) 21 (75%) 

Note: The number in parentheses represents the percentage of the total number of interviewees. 
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Table 50. 

Denial of Gender Inequities by Sport Team <& Stakeholder Group 

Sport team Number 

in sample 

Number of respondents using a related 

argument 

not a problem gradual 

improvements 

Women's basketball - coach (w) 1 - \ - • - / 
1 (100%) 

Women's basketball - athletes 3 1 (33%) 2 (67%) 

Total women's basketball 4 1 (25%) 3 (75%) 

Men's basketball — coach (m) 1 0 (0%) 1 (100%) 

Men's basketball - athletes 2 2 (100%) 2 (100%) 

Total men's basketball 3 2 (67%) 3 (100%) 

Total basketball 7 3 (43%) 6 (86%) 

Women's ice hockey — coach (m) i 1 • 100%) 1 (100%) 

Women's ice hockey - athletes 3 0 (0%) 3 (100%) 

Total women's ice hockey 4 1 (25%) 4 (100%) 

Men's ice hockey — coach (m) 1 0 (0%) 1 (100%) 

Men's ice hockey - athletes 2 1 (50%) 0 (0%) 

Total men's ice hockey 3 1 (33%) 1 (33%) 

Total ice hockey 7 2 (29%) 5 (71%) 

'". ,:.,' sii 
Women's rugby — coach v „ v 1 0 (0%) i .inn',,) 

Women's rugby — athletes 2 0 (0%) 1 (50%) 

Total women's rugby 3 0 (0%) 2 (67%) 

Men's rugby — athletes a 1 1 (100%) 1 (100%) 

Total rugby 4 1 (25%) 3 (75%) 

TMFHBBV. 
Swimming — coach (m) b l 0 (0%) 1 (10C. 

Swimming — female athletes 2 2 (100%) 1 (50%) 

Swimming — male athletes 2 2 (100%) 1 (50%) 

Total swimming 5 4 (80%) 3 (60%) 

Note: The number in parentheses represents the percentage of the total number of interviewees. 
Administrators are excluded from this table as they were not direcdy affiliated with a particular sport team. 
' N o coaches for men's rugby were interviewed. 
b This individual coached male and female athletes. 
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Table 51. 

Rationalisation of Gender Inequities by Gender and Stakeholder Group 

Stakeholder Number in 

sample 

Number using a related argument 

inconsequential other values not their 

responsibility 

accepted as 

normal 

-
Female athletes 10 l u ,1UU' . , v 3 x30%) 2 (20° 8 ( 8 U % ) 

Male athletes 7 2 (29%) 2 (29%) 4 (57%) 5 (71%) 

Total athletes 17 12 (71%) 5 (29%) 6 (35%) 13 (76%) 

* ! £ * • • f . <c> -y|B|'i|lr 

Female coaches 1 1 (100%) 1 (100%) 1 (100. , 1 .lnt)%) 

Male coaches 5 2 (40%) 2 (40%) 3 (60%) 4 (80%) 

Total coaches 6 3 (50%) 3 (50%) 4 (67%) 5 (83%) 

Female administrators 3 1 0.5%) 3.1(1.1 0 (0%) 2 • 0 7 % ) 

Male administrators 2 1 (50%) 1 (50%) 1 (50%) 2 (100%) 

Total administrators 5 2 (40%) 4 (80%) 1 (20%) 4 (80%) 

SfiLV:. 
Total women 14 12 (86%) 7 (50%) 3 (21%) 11 (79%) 

Total men 14 5 (36%) 6 (43%) 8 (57%) 11 (79%) 

Total interviewees 28 17 (61%) 13 (46%) 11 (39%) 22 (79%) 

Note: The number in parentheses represents the percentage of the total number of interviewees. 
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Table 52. 

Rationalisation of Gender Inequities by Sport Team and Stakeholder Grouping 

Sport Number in 

sample 

Number using a related argument 

inconsequential other values not their 

responsibility 

accepted 

. : .s -wiifetaMw.'J-lwtfli Kj&u^ib • ... 
Women's basketball - coach (w) 1 1 • luO%) 1 (100%) 1 (100%) 1 (100%) 

Women's basketball - athletes 3 3 (100%) 1 (33%) 1 (33%) 3 (100%) 

Total women's basketball 4 4 (100%) 2 (50%) 2 (50%) 4 (100%) 

Men's basketball — coach (m) 1 0 (0%) 1 (100%) 1 (100%) 1 (100%) 

Men's basketball - athletes 2 2 (100%) 1 (50%) 2 (100%) 2 (100%) 

Total men's basketball 3 2 (67%) 2 (67%) 3 (100%) 3 (100%) 

Total basketball 7 6 (86%) 4 (57%) 5 (71%) 7 (100%) 

Women's ice hockey — coach (m) 1 1 (100 n ii" ,) 0 (0%) 1 (100%) 

Women's ice hockey - athletes 3 3 (100%) 0 (0%) 1 (33%) 3 (100%) 

Total women's ice hockey 4 4 (100%) 0 (0%) 1 (25%) 3 (75%) 

Men's ice hockey — coach (m) 1 1 (100%) 0 (0%) 1 (100%) 0 (0%) 

Men's ice hockey - athletes 2 0 (0%) 0 (0%) 2 (100%) 1 (50%) 

Total men's ice hockey 3 1 (33%) 0 (0%) 3 (100%) 1 (33%) 

Total ice hockey 7 5 (71%) 0 (0%) 4 (57%) 4 (57%) 

Women's rugby — coach (m; 1 u ku%) 1 (100%) 1 (100%) 0 (0%) 

Women's rugby — athletes 2 2 (100%) 0 (0%) 0 (0%) 2 (100%) 

Total women's rugby 3 2 (67%) 1 (33%) 1 (33%) 2 (67%) 

Men's rugby — athletes a 1 0 (0%) 0 (0%) 0 (0%) 1 (100%) 

Total rugby 4 2 (50%) 1 (25%) 1 (25%) 3 (75%) 

. v ^ . , ; . , 
Swimming — coach (m) b 1 11.11%; 1 .-•-•)%) 0 (0%) 1 (100%) 

Swimming — female athletes 2 2 (100%) 2 (100%) 0 (0%) 1 (50%) 

Swimming — male athletes 2 0 (0%) 1 (50%) 0 (0%) 2 (100%) 

Total swimming 5 2 (40%) 4 (80%) 0 (0%) 4 (80%) 

Note: The number in parentheses represents the percentage of the total number of interviewees. 
Administrators are excluded from this table as they were not directly affiliated with a particular sport team. 
a N o coaches for men's rugby were interviewed. 
b This individual coached male and female athletes. 



Table 53. 
Individual Denials by Gender and Stakeholder Group 
Respondents not a problem gradual improvement 

B l 
B2 X 

B3 
H I X 

H2 X 

H3 X 

RI X 

R2 X 

SI X 

S2 X X 

Total female athletes 2 (0.2) 7 (0.7) 
B4 X X 

B5 X X 

H4 X 

H5 
R3 X X 

S3 X X 

S4 X 

Total male athletes 6 (0.86) 4 (0.57) 
Total athletes 8 (0.47) 11 (0.64) 

B6 X 

Total female coaches 0(0) 1 (1.0) 
B7 X 

H6 X X 

H7 X 

R4 X 

S5 X 

Total male coaches 1 (0.2) 5 (1.0) 
Total coaches 1 (0.17) 6 (0.86) 

A l X X 

A2 X 

A3 X 

Total female administrators 1 (0.33) 3 (1.0) 
A4 
A5 X X 

Total male administrators 1(0.5) 1(0.5) 
Total administtators 2(0.4) 4 (0.8) 

Total women 3 (0.21) 11 (0.79) 
Total men 8 (0.57) 10 (0.71) 
Total respondents 11(0.39) 21 (0.75) 
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Table 54. 

Respondents inconsequential other values not their 
responsibility 

accepted 

B l X X X X 

B2 X X 

B3 X X 

HI X X 

H2 X X 

H3 X X X 

RI X X 

R2 X 

SI X X 

S2 X X X 

Total female athletes 10 (1.0) 3 (0.3) 2 (0.2) 8 (0.8) 
B4 X X X 

B5 X X X X 

H4 X 

H5 X X 

R3 
S3 X X 

S4 X 

Total male athletes 2 (0.29) 2 (0.29) 4 (0.57) 5 (0.71) 
Total athletes 12 (0.71) 5 (0.29) 6 (0.35) 13 (0.76) 

B6 X X X X 

Total female coaches 1 (1.0) 1 (1.0) 1 (1.0) 1 (1.0) 
B7 X X 

H6 X 

H7 X X 

R4 X X 

S5 X X 

Total male coaches 2 (0.4) 2(0.4) 3 (0.6) 1 (0.2) 
Total coaches 3 (0.5) 3 (0.5) 4 (0.67) 2 (0.33) 

A l X X 

A2 X X 

A3 X X 

Total female administrators 1 (0.33) 3 (1.0) 0(0) 2 (0.67) 
A4 X X 

A5 X X 

Total male administrators 1(0.5) 1(0.5) 1 (0.5) 1(0.5) 
Total administrators 2 (0.4) 4 (0.8) 1 (0.2) 3 (0.6) 

*.< 
I 

Total women 12 (0.86) 7 (0.5) 3 (0.21) 11 (0.79) 
Total men 5 (0.36) 6 (0.43) 8 (0.57) 7 (0.5) 
Total respondents 17 (0.61) 13 (0.46) 11 (0.39) 18 (0.64) 


