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Executive Summary
Swimming Victoria (SVI) with the support of Swimming Australia Limited (SAL) commissioned
Joanne Love to a study to understand the cultural landscape of coach training and pathways for female
swim coaches (“the Project”). This Project gathered information from female swim coaches in both
Regional and Metropolitan areas, and Aquatic facility managers to understand the underrepresentation of
women in high performance coaching roles and coaching in general in order to make recommendations.
Section One outlines the current research findings on female coaching across the sporting
landscape and includes the Social Ecological Model which was used as a basis for this projects research.
Section Two outlines the design of the project and the approach adopted by this author to arrive at
its findings and recommendations. The design included interviews with female swim coaches in both
Regional and Metropolitan areas, and Aquatic facility managers to understand the underrepresentation of
women in high performance coaching roles and coaching in general in order to make recommendations.
Section Three reports and discusses the findings;
•

The major enablers that women perceive as important for progression include; more
opportunities, self-belief and support. Interestingly, the barriers were at the other end of
the continuium of enablers; lack of opportunities, self-belief and support.

•

The continued underlying presence of gender bias, means that women must build
solidarity to support each other, and education must continue to wipe out those practices.

•

Women want to advance. It is organisations who must look towards solutions to current
practices.

Section Four and Five focus on the strategies to create and implement the recommendations.
Recommendations focus on improving professional development strategies, including mentoring and
applied education. Furthermore creating clear pathways and employer strategies to build gender balance.
It is important that all those involved in coaching make a commitment to achieve gender balance.
Through the creation of programs and practices were women are place high on the agenda at every
opportunity. An example has been created for promotion to swim coaching employers.
Lastly, with the great number of females coaches facing ongoing challenges, there is merit in
pooling resources and increasing collaborating between organisations for their benefit.
“Sport is a very powerful tool for achieving gender equality” Marta Vieira Da Silva
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Section One: Introduction
While the number of girls and women participating in sport has increased significantly in the past
30 years, the proportion of female coaches in swim coaching has failed to increase in line with
participation. With the many initiatives that are underway to promote gender equality in the sporting
environment, there has been minimal investigation as to why women are underrepresented at an elite
swim coaching level.
Swim coaching is different from most other sports, due to commitment hours and inherent
demands, (i.e. competition pressure, parental pressures, and anti-social hours) which impact everyday
personal pressure. However, unlike many other sports males and female athletes train together with
approximately 55 percent of the Australian swimming membership being female. Given this statistic it
could be deemed that swimming should be a sport where there is at least similar gender representation in
coaching at all levels. The benefits to young girls for having women in coaching positions include role
modelling, challenging the stereotypes about women and leadership, and demonstrating coaching is an
option for women. At the lowest coaching level, women slightly outnumber men, yet it is predominately
men who progress into the elite realm of coaching, with 84 percent of higher-level coaches being male
(see Figure 1).

Male vs Female Accreditation Breakdown
100%
80%
60%
40%
20%
0%

Bronze Coach

Silver Coach
Males

Gold Coach

Platinum Coach

Females

Figure 1. Breakdown of accreditation by gender (Ascta, 2019)
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With the growing amounts of research on female coaches, very little has been undertaken to
explore personal views. To date, research has examined external factors such as, whether male and female
swimmers exhibit gender biases toward male and female coaches (Medwechuk, N., & Crossman, 1994) or
parents biases towards female coaches (Dale, Jackson, & Martin, 2001). However, Zehntner’s (2018)
suggests that “overtly established” (p.205) sexual discrimination is a constant occurrence for female swim
coaches, and that the experience of female swim coaches and the Australian coach education pathway
should be the focus of ongoing investigation.
Utilising Lavoi and Dutove’s (2012) Social Ecological model we can explore the complex and
multidimensional barriers and supports that may impact female swim coaches from seeking, remaining or
progressing in their careers (See Figure 2). These elements shown in the model are arranged from the
most proximal (individual) to most distal (socio-cultural).

Figure 2. Social Ecological model exposing the barriers and supporters for women coaches in general
(LaVoi, & Dutove, 2012).
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Individual

At an individual level, past research into self-efficacy shows that women in general tend to

underestimate their ability as leaders (as well as in other domains of life), and this may limit their
advancement to higher leadership positions in coaching (Burton& Peachy, 2014). However, current
research also demonstrates that self-esteem, plays a significant role predicting women's leadership
aspirations, and has found to be influenced by both internal and external factors, such as male competition
(Moran, 2015). (See Table 1, for definitions of self-constructs).
Definitions of self-constructs
Self-esteem

An individual’s evaluation of their belief to be capable, significant,
successful, and worthy. A feeling of general worth and self-confidence
(Rosenberg, 1965).

Self-efficacy

A belief in one's capacity to succeed at, and the general capacity to handle
tasks. Specific self-efficacy refers to beliefs about one's ability to
perform specific tasks (e.g., coaching, public speaking, studying, etc.)

Self-confidence

Refers to belief in one's worth and the likelihood of succeeding. Selfconfidence is a combination of self-esteem and general self-efficacy

Table 1. Definitions of Self-Constructs

Past research utilising global measures of self-esteem was inherent in predicting interest in
performing and willingness to engage in a particular task, in this case, to further a coaching aspiration.
Self-esteem has also been shown to be a predictor of confidence with lack of confidence characterised by
low self-esteem (Owens, 1993). This project will utilise a measure of self-esteem to determine if there is
an association with career aspirations.
A women’s lack of involvement in coaching in coaching circles, has been blamed on social
conditioning, where a woman is expected to shoulder the burden of children. This is difficult in any job,
but particularly challenging within the swim coaching role. Odd hours, and long competition schedules,
can cause conflict in any family situation regardless of gender. This report will address this issue along
with other personal skills that impact career progression.
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Interpersonal Influences

For a long time, role conflict has been an easy and quick explanation for the lack of female swim

coaches. Regardless of gender, lack of control over schedules and flexibility has been identified as
contributing factors for the occurrence of family-work conflict in sports coaching (Dixon & Bruening,
2007; Mazerolle, & Bruening, 2006). It has been noted that this family–work conflict is more prevalent
for female coaches than for their male counterparts (Boloorizadeh et al., 2013). Similarly, it has been
suggested that women prefer to perform multiple roles, i.e. coach, wife, mother, and so forth
(Boloorizadeh et al., 2013). As research shows, many women leave coaching because they cannot
dedicate the required time, attention, and energy that their families need and deserve (Kamphoff, 2010).
Kerr and Marshall, (2007) attributed this to the unavailability of childcare during the anti-social hours of
training, travel, and competition schedules. While sporting organisations and clubs deem that “family
responsibilities” are outside of their areas of obligation (Kerr and Marshall, 2007). Consequently, female
swim coaches are still required to juggle family and work demands due to societal cultural expectations
(Eagly and Carli, 2007). With work demands impacting a normal social life (Everhart and Chelladurai,
1998), many coaches think twice about moving up the coaching pathway.
This project will explore various aspects of the family-work conflict including family, marital
status and support, and its impact on women in swim coaching. Also, it will investigate the supporters, for
example, mentors that have influenced the career aspirations of these women.

Organisational Influences

Research to date, suggests that organisational influences, such as, recruitment opportunities, the

‘old boys’ network’ and gender bias could account for a few of the many reasons for the absence of
female swim coaches (Sabo, Veliz, & Staurowsky, 2016). Exploring the structural influences including
power and opportunity from an employer’s perspective, may give insight into this underrepresentation. As
of April 2019, the new accreditation structure removed the ‘performance criteria’ allowing for increased
educational opportunities. The previous system blocked development and has kept all coaches regardless
of gender in ways in which normalises behaviour and exerts power via a hierarchical system (Zehntner,
2018).

Sociocultural Influences

There is a growing body of research about sociocultural factors that influence sport, yet that has

been confined mostly to athlete development, rather than the coaches that direct them. However, this
research has examined an athlete’s preference for a male or female coach, with mixed findings (Light,
2015).
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As discussed earlier, societal expectations still exist through the attitudes and beliefs that form
expectations and dictate gender and sex-role stereotypes, including role behaviours and occupation
preferences (Sartore & Cunningham, 2007). With expectations and views being shaped by gender,
employers will use a male as a “reference point” for future employees, marginalising women who cannot
achieve those qualities.
As highlighted in the recent SAL National Coaching Strategy review (2018) it is important that
SAL work to increase female coaching ranks through resources, education, and development
opportunities. And there is a need to understand the present sociocultural factors, such as, coach
education, opportunities and support, that impact a female swim coach’s progression.

Purpose:

This project undertakes a cultural analysis of coach training and pathways for female swim

coaches. Gathering information from female swim coaches in both Regional and Metropolitan areas, and
Aquatic facility managers to understand the underrepresentation of women in high performance coaching
roles and coaching in general.
It is intended that results from this study will
•

Create a vision for female coaching with short and long‐term strategies

•

Provide recommendations that will help retain and increase the percentage of women in the
coaching profession.

•

Bring awareness through an evidence-based starting point for discussion at a higher level on this
important issue.

•

Also, extend the current research on women in sports coaching.
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Section Two: Design
Following analysis of secondary data, a mixed methods design was selected for this project. A
mixed methods design allows for analysis and integration of both qualitative and quantitative data in a
single study to address the research question. This design permits different and multiple perspectives to be
voiced, promoting a greater understanding of the problem. Additionally, the qualitative inquiry assisted
the development of the survey instrument in confirming and explaining the quantitative data.
The qualitative analysis included detailed, semi-structured focus groups, allowing for direct
interaction and discussion with participants. Three focus group sessions (Melbourne, Sydney and
Brisbane), elicited women’s experiences and a glance into women’s lives through the examination of their
experiences; rather including a male viewpoint on the issues. Past research has shown this yields a more
complete and less distorted view with women offering their distinct view on the culture of coaching in
confidence. An interview guide utilising the conceptual framework discussed in the outline, was designed
for this project. Participants were asked to detail their experiences of being a female swim coach;
including outlining any obstacles they had experienced during their career, their perception of the culture
of sport and requested their ideas for developing female swim coaches. Any uncertain social perspectives
were discussed and explained with the participants. Participants were also asked to elaborate further
when relevant information that was outside the interview guide arose during the interview.
Additionally, semi-structured interviews based on the interview guide, were undertaken with two
sub-groups of the female swim coaching community, firstly, regional women and, secondly, elite coaches
(Silver and Gold accredited). Coaching in regional areas brings a myriad of unique challenges, such as,
greater travel times for training and competitions, limited pool hours and a limited season restricting
yearly earning potential. This researcher felt it was important to interview regional coaches separately.
Information obtained from regional coaches, resulted in the second survey being created to identify
barriers relevant to this demographic. Similarly, elite female coaches were interviewed to determine what
aspects had enabled them to succeed.
Further to this, Aquatic facility managers with associations to swim clubs were interviewed, to
examine employment progression prospects between genders. Current research in the corporate world
shows that men move into higher level roles at significantly higher rates than women, and that men are
more likely to be promoted by men, and women are more likely to be promoted by women (Gray &
Shankar, 2018). This project aims to address whether these differences exist in the aquatic environment,
leading to a barrier for women to advance further.
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Participants and Interview Procedure
Elite Sample:
The population size to draw the sample from was extremely limited. Firstly, informal letters of
information e-mailed to all elite female swim coaches Australia wide, with six participants agreeing to be
part of the project (5 Gold, 1 Silver) Interviews were conducted over the phone at a convenient time for
the coach, with each interview lasting between 20 and 90 minutes.
Regional Sample:
Randomly selected female swim coaches from those present at the 2019 Victorian Country
Championships held in Warrigul. In total, ten women were asked to participate, and all women willingly
gave informed consent. Interviews lasted between 20 and 40 minutes.
Facility Managers:
Six facility managers/directors (three male and three female) were approached and all agreed to
participate in questioning about organisational influences such as patterns of recruitment for women in
their facility. Interviews lasted between 20 and 60 minutes.
Focus groups:
Participants were invited via social media and newsletter formats to ‘have their say’ in three focus
groups (See Appendix A). These sessions were conducted in Melbourne, Sydney and Brisbane at swim
meets. At each session, participates were given a quick agenda outlining the reasons behind the project,
and its objectives. Following the establishment of session guidelines, participants gave consent for the
session to be recorded (voice only), acknowledging that this recording would be for the researcher’s
information only and not given to any other party.

Measures

Two surveys were created based on the interview guide and the information collated. One was

directed to all women coaches (Open Survey) while the other focused on regional coaches (Regional
Survey). These surveys allowed all women coaches to have a voice and assisted the researcher in
constructing a more comprehensive account by offsetting the weaknesses of quantitative and qualitative
research alone and drawing on the strengths of each (See Appendix B for survey questions).
The Open Survey utilised a quantitative non-experimental design, to investigate the relationship
between various variables including coaching accreditation, aspirations coaching location, age, marital
status and self-esteem. For many of the analyses, the self-esteem score from the Rosenberg Self-Esteem
Scale (RSES) which measured self-esteem, acted as the dependent variable (DV) (Rosenberg, 1965). The
RSES is a self-report 10-item scale that measures global self-worth by measuring both positive and
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negative feelings about the self. The scale is believed to be unidimensional. All items are answered using
a Likert scale format ranging from strongly agree to strongly disagree. This scale has an internal
consistency of .77, and test-retest reliability of .82. This measure has a criterion validity of .55 and has
been correlated with anxiety (-.64) and depression (-.54) (Rosenberg, 1965).
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Section Three: Findings and Discussion
Treatment of the Data

Data was collected and analysed through demographic questionnaires, interview transcriptions,

audio recordings, and researcher notes. As with any data, the numbers reported herein may have a small
margin of error. All survey participants were labelled based on their coaching accreditation level using the
nomenclature that was still in existence at the commencement of this project. For the benefit of readers,
the table below outlines name changes (See Table 2).
Old Coaching Accreditation

April
2019

New Coaching Accreditation

Bronze

Development

Silver

Advanced

Gold

Performance

Table 2. Comparison of nomenclature of coaching accreditation prior and post April 2019.

For the Open Survey, raw data from SurveyMonkey but with extraneous variables removed (e.g.
date time stamps) was transferred into SPSS. Data were cleaned and screened, including reporting of
missing variables. Assumption testing was undertaken using Shapiro-Wilk statistics and visual inspection
of histograms was undertaken to confirm the assumption of normality for the RSES data.
The Social Ecological model was used to present the following themes. For brevity interpersonal,
organisational and societal influences were grouped. In most cases, there is an overlap of all three
influences occurring on the single enabler/barrier. For example, family work conflict is influenced by the
interpersonal relationship (family issues), the organisation (working hours) and societal (role
expectations) to name a few.

Individual Influences
Entry Method
The entry method into swim coaching for females was of little surprise. Our coaching workforce
comes predominately from ex-competitive swimmers and learn to swim teachers.
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Interestingly, the club needs ranked highly in regional areas, and this finding was supported in interviews
conducted with women from that area.

Entry Method into coaching
50.0%
45.0%
40.0%
35.0%
30.0%
25.0%
20.0%
15.0%
10.0%
5.0%
0.0%

EX LTS TEACHER

CLUB NEED
CITY

EX SWIMMER

CHANGE OF
CAREER

COUNTRY

Career aspirations
Female swim coaches were asked about their career aspirations. From the survey 72.2% of female
swim coaches wanted to be a top swimming coach (See Table 3).
LOCATION

n

Yes, would like

No, I would not

I am already an

to be a top

like to be a top

elite coach

coach

coach

CITY

45

73.3%

22.2%

4.4%

REGIONAL

34

70.6%

29.4%

0.0%

TOTAL

79

72.2%

25.3%

2.5%

Table 3. Coaching aspirations by location and overall
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Career aspirations were evident in regional coaches, with many stressing the importance of
acquiring education, to assist this progression. Participants report there was minimal or unsuitable
professional development opportunities for women coaches. The participants were also provided with
little incentive, recognition or educational support to facilitate their development. Overwhelming
participants spoke about wanting greater opportunities, based on different themes as outlined below.
“Access to workshops, resources and training specifically for women to feel included”
“Give same opportunities as men”
“Women at the same level are asked to do more in their job role, but overlooked in promotions”
“Women are left looking after the lower level squads, because they are seen as coping better with the
younger kids then men”

Other enablers included mentoring, recognition, and self-belief. The survey highlighted the
differences between the two groups (city and regional) with flexible hours and feminine attributes also
being included (See Figure 3). Many of these enablers also presented in the reverse when asked what the
barriers were, for example, lack of opportunities, self-belief, hours of work and lack of support
(mentoring and education).

Enablers by Percentage
40%
35%
30%
25%
20%
15%
10%
5%
0%

CITY

REGIONAL

Figure 3: Major enablers for female swim coaches to succeed
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Self-Esteem
As shown in Figure 3 above, self-belief was perceived by women as one of the major enablers for
career progression. Review of interviews showed a pattern occurring between the differing coaching
levels. Most elite women (Gold) professing to have strong communication skills, learning style and
openness, leading to their success, and handling the strongly held male domain. At the middle level,
women seemed openly aware of some confidence issues, with one female commenting;
“At times I did not feel assertive enough in the bigger arena - I lacked confidence, but I
was pretty confident in my own circle”.
Moreover, making efforts to change the situation,
“I knew I had some issues, so I undertook some training to improve in those areas”
Whereas those at the lowest coaching level, regardless of awareness, acknowledged they had confidence
issues, but took no or very little action to change the situation. This was supported by Facility Managers,
in training situations it was the male who asked for more support compared to females. The author
considered that self-worth might have been the underlying cause hence the self-esteem survey in the Open
survey.
Results from analysis of the Rosenberg Self-Esteem score (RSES) showed a slight increased from
Teacher of Swimming (Teacher) to Competitive Strokes (SAT-CS), with a larger increase size from
Bronze to Silver, (see table 4). Unfortunately, results from Gold participants could not be used in results,
due to low numbers. However, no significant difference was noted between any of the differing coaching
levels, with self-esteem (RSES score) not found to be statistically significantly across any of the different
teaching/coaching levels, F(3, 75) = .72, p =.54
Level

n

RSES Mean

Std. Deviation

TEACHER

7

20.50

5.59

SAT- CS

19

20.89

5.10

BRONZE

40

20.59

4.69

SILVER

13

22.73

3.43

Total

79

21.01

4.69

Table 4. Self-esteem means scores of the different Teaching/Coaching levels.
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However, “belief” was the second highest response in the Open survey when answering the
question as to what they perceived as a major enablers to succeed as a female coach — adding weight to
the implied theory that self-esteem may have some bearing on female swim coach advancement. Given
the simple nature of the survey design a longer measure and more specific measure may have produced
different results. Regardless, these confounding results suggest that further investigation is warranted on
this construct.
Further to this, with strong consensus, female swim coaches perceived that they possess the
following positive traits; effective communication, adaptability, patience, empathy, and an understanding
of the whole athlete, in comparison to their male counterparts. Many in the elite female group,
commented on being “tough” (assertive); or named and idolised another female with this ability:
“Didn’t think or care how I was perceived”
“Didn’t put up with shit!”
“I respect (Coach x), because she has balls”

From research, we know that the female brain deals with conflict by taking the default position of
“befriending” (Cunningham & Roberts, 2006). However, it seems that these women have adopted the
male norm of “fight or flight” (Cunningham & Roberts, 2006). The unanswered question is, did these
women copy the male norm to fit in, or do they possess this trait naturally? In fact, LaVoi & Dutove,
(2012) acknowledge that a lack of assertiveness as a major barrier, citing it as a cultural issue. More
recent research suggests that female coaches need to be aware of this issue, and not to be influenced by
these historical or cultural factors, but work to foster their natural abilities.
As noted in the introduction, a single, childless woman would be at a greater advantage of
fostering a career compared to the alternative. However, regardless of the coaching situation, many
female swim coaches, commented that their swimmers and staff often formed part of an extended family
for them. Women at all levels talked about their ability to nurture athletes better than males, but at the
same time, were aware that it led to increased emotionality; a concern of many interviewees. From the
open survey, there was no significant difference between any of the coaching levels that may have
explained children impacting a coaching career (see Figure 4.)

18

Children/no children
70.0%
60.0%
50.0%
40.0%
30.0%
20.0%
10.0%
0.0%

SAT-CS

BRONZE

YES, ONE OR MORE UNDER 18

YES, ALL 18 OR OVER

SILVER
NO CHILDREN

Figure 4. The family situation of female swim coaches by coaching levels.

Interpersonal, Organisational and Societal influences
Family-work conflict
The family was an obstacle that continues to cause concern, alongside the unusual hours of
coaching and its impact on family life. In focus sessions and interviews, there was only a minority that
voiced the opinion that family came first, and that they need to dedicate time away from coaching for the
upbringing of their children. Whereas, Gold participants all voiced that a supportive partner helped them
to succeed and flourish.
“A partner willing to be there for kids”
“My husband took on the tradition role of mother, as he worked from home”.
While hours of work and time commitment affects men similarly, there is still a strong view held
in society that the family is the responsibility of the women. Women raised concerns at all coaching levels
that long and unusual hours caused conflict,
“The hours required to work aren't family friendly and that I think, holds women back
from progressing further”.
“Balancing work and family due to the hours required
is getting harder everyday”

19

“Majority of coaching is done outside of school hours so that makes it harder to
balance career & family”

The open survey reported that approximately 35% of participants reported marital issues due to
their employment. A snapshot of the major reasons is presented below (See Figure 5.).

Figure 5. Major reasons for marital issues.

With “Family Logistics” being explained as:
“When my husband is away for work and I have training, I have to troop all of my kids to
training”
“As a Coach I couldn’t earn as much as my husband, so my husband’s job got priority”

Compared to the “Family”:
“Hard coaching when bringing up children - I wanted to be home before and after
school to be with my kids”
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Regardless of sex, family situation, or the number of children, organisational support from
employers, committee or other, was perceived by many interviewees as a necessary change needed to
help balance work and family obligations.

Discrimination
Interview results suggested that even though female swim coaches tried to repress it, or be
positive about the situation, gender inequality surfaced in all coaching levels and throughout
interpersonal, organisational and society influences. When asked if gender equality exists, most
conversations were littered with comments such as:
“Not that I am aware…..except when (Male coach) first left…”
“No, only if you allow it come out”
“No (but later in conversation) - Men get a lot more opportunities”
Interviews with regional female swim coaches presented a slightly different outlook, regional
female coaches experience a different set of challenges compared to their city counterparts. For instance,
accessibility to knowledge and support for progress, and reassurance, was considered pivotal in their
continuing ability to succeed. Many of the women interviewed, entered the coaching profession because
their local swimming club needed a coach. At the time, these women were either teaching learn to swim
at the same facility, or had their children involved in training at the local club and had some swim
experience (ex-swimmer or masters swimmer). This entry into coaching may have offset some of the
biases experienced by others. The survey results back up this finding (see Figure 6).

21

Gender Equality
60%
50%
40%
30%
20%
10%
0%

STRONGLY
DISAGREE

DISAGREE

CS

NEITHER
AGREE OR
DISAGREE
BRONZE

AGREE

STRONGLY
AGREE

SILVER

Figure 6: Major barriers suggested by women by coaching level.
A culture has permeated throughout female swim coaches making them feel uncomfortable
speaking up for themselves, or even acknowledging the depth of the problem. As a result, female coaches
seemed more reserved in offering input on the situation because they were not acknowledging the issues
thoroughly. It could be suggested that failure to understand and address this issue, has possibly
contributed to the lower progression of female swim coaches. This finding supports Zetnher’s (2018)
notion that organisation culture and power, regardless of gender, has created behaviours that “contribute
to uncritical and non-reflective docile practice” (p.215).
However, in contrast to this finding, Queensland coaches were more vocal about the issues
occurring in their backyard. Such stories included; coach luncheons and coffee meeting with no
invitations given to females, offers of training programs at a 50% discount for male colleagues, and the
expectation that women working with elite athletes, are expected to pass those athletes on to male
counterparts, once the athlete gains international selection. The impact of this discrimination was felt by
many females, with comments, such as,
“Most of the time I held my own but at times it took its toll”
It is important that further research is undertaken to provide information on how we can prevent or
provide treatment, so the maladaptive processes that impact female swim coaches can be addressed before
long term issues occur.
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Yet, there was some good news on this topic, with many older female coaches commenting on the
changes and improvements they have witnessed over the years.
“In my first 10 years as a coach in NSW, the coach community seemed very much like
an elitist boys club, almost all top coaches in NSW were male & gave the impression
that they were unlikely to condescend to interact with any coach below their level
especially a young female. Mentoring of beginner coaches was rare especially for
females, during that time I basically stuck with XXXX & tried to work it all out for
myself. …..this progressively changed - some of the former top coaches moved on & the
coaching community became very open & welcoming to everyone. Since 2010, if
anything, I have been given more opportunities in NSW because I am female - I have
been asked to join many boards and committees, travel with teams, coach clinics &
camps & so many more. SNSW & AsctaNSW have been ahead of the game in regard to
recognising the value & contribution of female coaches to enhance swimming in our
State. I have never been denied or overlooked as a female coach in NSW”.

Discrimination was not restricted to male coaches; employers were also singled out as being the
most at fault. Reflecting on the comments from Aquatic facility managers women were more likely to be
pigeonholed into positions to reflect the traditional societal roles, especially when the leader was male.
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Conclusion

Female swim coaches aspire to be more than just a “quota”. It is obvious that female swim

coaches experience and tolerate discrimination including wage inequities, gender bias and limited
opportunities. The pressure to conform to organisational and societal norms, leaves women doubting
their ability, with many suffering disillusionment or burnout.
It is necessary to create awareness, build a dialogue, promote camaraderie and recruit, support
and retain women in the coaching profession. Swim coaching should be a gender-balanced profession.
Knowing that the sporting environment (swimming club) plays an important and influential part in social
learning, the opportunity for young girls and boys to see female swim coaches as role models, can only
bode well for the future. With the evolution within society around equality, swimming is in danger of not
progressing quickly enough on this issue, and may end up left in the wake of other sports.
A 'bottle neck' is a great analogy for the old flawed accreditation pathway, and the failure to
address bias within the industry, impacting female swim coaches advancement. It is important that
women build solidarity to support each other. With many government agencies now driving initiatives to
address the lack of females in coaching, some financial support should be utilised to help women access
the new accreditation system to advance their careers.
In conclusion, the passion shown by women towards swim coaching is extraordinary. They relish
the opportunities to learn, be challenged and learn from others. It is up to every part of our organisation
hierarchy to develop those coaches who are passionate and want to stay involved for an extended period,
and it’s important that we encourage them in whatever path they take.
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Section Four: Strategies to Create Change
To create change, Swimming Victoria and Swimming Australia should implement short-term
strategies to improve fulfilment for female swim coaches and long-term developmental strategies to
reduce gender disparities in conversion from lower to higher coaching levels. Implementing development
strategies will take time: to design a unified marketing plan and a consistent approach to creating new
activities and resources.

In the Short-Term

The immediate focus should be on regional female swim coaches, where the education and

development gaps were identified. However, this must be supported by the information about future
opportunities, so the initial action does not seem as a band-aid solution to those involve and others.

The Long-term

With the overarching aim to
•
•

Decrease female coaching membership attrition by 5%
Increase female participation by 100% to performance pathways programs with attendance
leading to leadership opportunities

Generating differing pathway opportunities for all coaches, will help keep talent within the industry to
assists with these objectives. Educating employers on opportunities to promote women continues to be a
vital element to ensure gender balance is achieved. Lastly, creating aspirational role models and moving
current females into leadership positions, will inspire women and girls to view coaching as a career
choice.

Review and Audit

Following implementation of the recommendations a review and audit should be undertaken to

include the following, in addition to the long term aims;
•

Has the newly developed career pathway for swim coaches made a difference?

•

Have the current needs of regional female coaches been achieved?

•

Has awareness of gender balance improved at the employer level?
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Section Five: Recommendations
Career Advancement and Opportunities
The swim community contributes little knowledge to professionalising a career pathway from
entry level (swim teaching) to various swim industry pathways available, such as, in coaching,
Facility Management or Aquatics Team Leader.
There needs to be a dedicated, marketed approach to advancing swim coaching as a career
choice. We have a system which advocates local control, professionalism and autonomy.
Contrary to this, our coaches are not treated like professionals, nor respected for what they do.
With the decline in the retention of older athletes, the opportunities of a pathway beyond
competition, could be explored in difference directions, i.e. coaching or management or
leadership.
Furthermore, due to regional restrictions (as explained earlier) community clubs can foster
training and retention of females. With reduced hours and seasonal timings, the current situation
allows passionate females to work part-time.
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RECOMMENDATION 1
a. Ascta and SAL create a clear career flow-chart highlighting the various pathways for
coaches, commencing at the entry points learn to swim teacher, and competitive
swimmer level.
b. Attendance at Austswim metropolitan and regional conferences to educate females on
pathways from teaching to coaching.
c. Attendance at local school career expo’s, highlighting some of our successful female
coaches, and how they achieved their success.
d. Connecting with local councils, a recruitment plan be implemented to encourage women
wanting part-time work to be trained in swim coaching.
e. Create a series of education posters aimed at employers, outlining steps to achieve
gender balance (see Appendix C example)
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Promotional Activities
The previous accreditation criteria was deemed insurmountable by many female coaches due
to the requirement for performance outcomes (athletes to achieve individual success at
National level). Survey responses continue to show there is a lack of understanding in this
update accreditation which considers professional growth opportunities, with no performance
criteria. Also, the new accreditation system needs to be promoted to industry employers,
fostering opportunities for women to learn.

RECOMMENDATION 2
a. Increased promotion by SAL and Ascta of the new accreditation system via various
industry sources (Learn to Swim Schools, ARV, Aquatic Facilities, etc)
b. Creation of a series of short promotional videos showcasing females working in the
coaching environment. To demonstrate, recognise and build exposure to rolemodels for athletes and other female coaches.
c. Utilise female ‘graduates’ to act as positive activists for the new accreditation
system, i.e. word-of-mouth endorsement, encouraging their peers to undertake the
next level of accreditation.
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Mentoring
There is a clear difference between traditional mentoring and the mentoring needs of female
swim coaches. These women desire a successful peer with advance technical skills to help
improve their coaching ability through inquisitive learning to foster knowledge and selfworth.

RECOMMENDATION 3
a. In partnership with SAL a mentoring system be established under the umbrella of the
new accreditation mentoring module.
b. Utilise State Coaching directors to foster relationships and partnerships between
suitable mentors and mentees for the benefit of both parties. Enabling mentees to
expand their knowledge, and skills, and for mentors the opportunity to foster the
positive transfer of knowledge and inspire less developed coaches. This positive
relationship will release resilience, self-worth and determine for both parties. (Not
limited to female only mentors).
c. A series of facilitated webinars led by the State Coaching director and a highly
recognised successful female coach to answer female coaching concerns. (With the
opportunity to ask questions anonymously).
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Increase Regional Professional Development Opportunities
The findings showed limited professional development opportunities in regional areas
compared to their city counterparts. Additionally, regional coaches with scarce financial
resources (due to their working Part-time or volunteering) would welcome further
professional development opportunities locally.

RECOMMENDATION 4

a. Two fully funded or majority funded professional development weekends. Based
on the regional survey responses it is recommended that locations are Ballarat
and Wangaratta (or similar) to cover the scope of responses (See Appendix D).
Recommended courses as part of this weekend should include Competitive
Strokes, Development and an Advance face-to-face module.
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Professional Developmental Scholarships
With many of Victoria’s more successful female swim coaches already recipients of
professional development scholarships at either a State or National level, creating
scholarships for those “forgotten” female swim coaches would provide opportunities that do
not presently exist. Similarly, female swim coaches through camaraderie, need to learn,
recognise and develop strategies for improved coaching outcomes (skills and personal traits)
and personal reflection.

RECOMMENDATION 5
a. Award 5 scholarships (city and regional) to female coaches to attend the highperformance weekend during the asctaVIC conference (September 2019).
b. Award 5 scholarships (city and regional) to female coaches to provide financial
assistance with progressing their coaching accreditation.
c. Female presenters (leadership, sporting) be engaged to discuss and embrace
progressive pathways as a female (coach luncheons at State Championships, etc)
d. Continuation and financial support for Lunch and Learn events, to build networking
and support opportunities.
e. Tailored and structure discussions for females through asctaVic e-news and
Swimming Victoria touchpad.
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Appendix B
Women in Swim Coaching Survey
1.
Swimming Victoria recently received a grant under the Change Our Game Workforce
Development Program which funds initiatives that will grow opportunities for women and girls in
sport - in our case specifically around focusing on long term attraction and retention of women
in swim coaching and leadership positions.
Female coaches are invited to participate in this survey to identify some of the enablers and
barriers to female coaches in swimming.
1. What is your gender?
Female
Male
Other

2. What is your age?
Under 29 years

50-59 years

30-39 years

60+ years

40-49 years

3. Where do you currently work or if not working, last working location (city, country)?
Metropolitan City
Country (Town)

4. What is the highest teaching and/or coaching accreditation you hold?
Teacher of swimming
Competitive Strokes
Bronze
Silver
Gold
Platinum

5. Which best describes your current marital status?
Married or living with a partner
Previously married (e.g. separated, widowed or divorced)
Never Married

1

6. Has your coaching created any issues in the family environment?
No
Yes (please specify)

7. Do you have any children?
Yes, all 18 or over
Yes, one or more under 18
No

8. Employment Status: Are you currently...?
Employed full-time

Out of work and looking for work

Part-time Employed - honorarium payment

Out of work but not currently looking for work

Part time employed for wages

Other

Volunteer

9. How did you enter swim coaching?

10. Do you think gender inequality exists in the swim coaching environment?
Strongly agree

Disagree

Agree

Strongly disagree

Neither agree nor disagree

11. How often do you engage in conversations with male coaches on the pool deck at swim meets?
A great deal

A little

A lot

None at all

A moderate amount

12. Have you been supported in your career?
No
Yes (please specify by whom, i.e. family, other coaches)

2

Women in Swim Coaching Survey
2. The next series of questions ask more about you.
* 13. On the whole, I am satisfied with myself?
Strongly agree

Disagree

Agree

Strongly disagree

Neither agree nor disagree

14. At times I think I am no good at all.
Strongly agree

Disagree

Agree

Strongly disagree

Neither agree nor disagree

15. I feel that I have a number of good qualities.
Strongly agree

Disagree

Agree

Strongly disagree

Neither agree nor disagree

16. I am able to do things as well as most other people.
Strongly agree

Disagree

Agree

Strongly disagree

Neither agree nor disagree

17. I feel I do not have much to be proud of.
Strongly agree

Disagree

Agree

Strongly disagree

Neither agree nor disagree

18. I feel useless at times
Strongly agree

Disagree

Agree

Strongly disagree

Neither agree nor disagree

3

19. I feel that I'm a person of worth, at least on an equal plane with others
Strongly agree

Disagree

Agree

Strongly disagree

Neither agree nor disagree

20. I wish I could have more respect for myself.
Strongly agree

Disagree

Agree

Strongly disagree

Neither agree nor disagree

21. All in all, I am inclined to feel that I am a failure.
Strongly agree

Disagree

Agree

Strongly disagree

Neither agree nor disagree

22. I take a positive attitude toward myself.
Strongly agree

Disagree

Agree

Strongly disagree

Neither agree nor disagree

Women in Swim Coaching Survey
3.
23. Have you ever experienced gender inequality/gender discrimination?
Yes
No

24. If Yes, who did you experience this inequality/discrimination from?
Employer
Committee
Parents
Athletes

4

25. In general - and not just thinking about your current or recent position - would you like to be a top
swim coach, or is this not something you would like to do?
Yes, would like to be a top swim coach
No, would not like to be a top swim coach
I am already or have been an elite swim coach

26. When determining promotions at your club/organisation how important is gender
Extremely important

Not so important

Very important

Not at all important

Somewhat important

27. In your club/organisation, do you think that women have more, fewer or the same opportunities to
advance as men?
Women have more opportunities than men
Women have the fewer opportunities than men
Women and men have the same opportunities

28. Have you experienced discriminatory practices based on your maternity status?
Yes
No
Not Applicable

Women in Swim Coaching Survey
4.
29. What do you think are the major barriers for women in swim coaching?

30. What skills do women bring to coaching?

31. Is there a coach you look up to, and why?
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32. What do you think are the major enablers for women to succeed in swim coaching?

33. Is there anything you would like to tell us about your experience as a female swim coach?

6

Appendix C

ACHIEVING GENDER BALANCE IN
SWIM COACHING
Greater female involvement in coaching is universally beneﬁcial for all involved in
swimming. In swimming, male and female athletes train together. Whereas in
coaching, there is an uneven representation, with males dominating the workforce,
especially at the higher levels. The beneﬁts to young girls having women in
coaching positions include role modelling, challenging the stereotypes about
women and leadership, and demonstrating coaching as an option for women.

GOOD EMPLOYMENT PRACTICES

Step 1

Step 2

Step 3

Step 4

Discuss it at Committee or Management Level
Start an open conversation and create a case for change for having a female coach
Best practice:
* Place it high on the agenda to signify the importance
* Create a network of male supporters to champion the cause
The key thing to avoid:
* Treating obstacles as reasons as to why it can’t be done

Review the Position Description
Identify any restrictive skills or competencies that might create obstacles for women.
Best practice:
* Develop a policy of diversity and inclusion and ensure it is applied to the role
* Create a mixture of skills and competencies based on the role
The key thing to avoid:
* Listing characteristics for the role rather than the speciﬁc competencies

Seek and invite female candidates
Cast a net wide to identify and attract quality female candidates.
Best practice:
* Be transparent and publicise widely the requirements and the process
* Setting up a committee to create a list of candidates; ask them to create a
gender-balanced shortlist and include at least one woman on this committee
The key thing to avoid:
* Don’t rely on past roles or experiences to create expectations of requirements for the
position

Welcome the new coach
Create a positive experience so the beneﬁts of new talent can be harnessed from the
outset.
Best practice:
* Assign a committee member to work with the new coach while they build knowledge
of your organisation and its people
* Monitor progress, offer personal development opportunities to advance their skills
The key thing to avoid:
* Assuming the job is done once a woman has taken on the role
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