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Summary

The football industry is one of the most popular and lucrative sports worldwide. Despite this, there is a significant underrepresentation of women in executive roles in the industry. In response to the findings presented in the first assignment, this paper aims to provide an action plan to improve the number of women in executive roles in the football industry by identifying the limitations that women face to attain them. The plan involves a multifaceted approach that includes leadership development programs, increasing access to education and training, and cultural change initiatives. 
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Implementation Plan

Introduction

Football began in the 19th century and was considered unsuitable for women. Women’s football was accepted in the 1970s by the National Football Association. Since then, it emerged globally. Thanks to legislative interventions and programs at the national level, girls and women had been encouraged to be physically active. Women’s Olympics in 2012 hit a record number of female participants. However, this number does not match the proportion of women in leadership roles within the sports industry. Although women have many more opportunities, men still dominate in the industry . The football industry needs improvement in gender diversity. Despite the increasing presence of women in the UK, leadership roles remain strongly masculine.  People would favour men’s leadership as their traits are considered more effective . In 2016 only two of the 209 Presidents of the Member associations of FIFA were women. In 2018 FIFA initiated a strategy for the growth of women’s football and increased financial support . 
In Norway and Germany, the entrance of females in decision-making started earlier. Both countries have a similar structure of the sport. However, in Norway, women account for a much higher percentage of decision-makers in both society and football.  In the German sports system, men dominate in the most powerful leadership positions . Although the Scandinavian countries have the biggest number of female players, only Sweden’s teams have the most media attention. 
According to recent findings, despite women's significant participation as workers in football, men continue to dominate the highest positions in men's club football. Figure 1 shows that women make up more than 25% of all men’s club football workers, but this proportion decreases as they climb the organisational ladder. In the 2017/2018 football season, women accounted for only 14% of workers in the top pay quartile, 8% of board members, and a mere 6% of chief executive officers (CEOs), who hold the most senior managerial position in an organisation. 
Figure: 1
Progress on gender equality in the boardroom, which is the highest decision-making body, has been slow within men's club football, as shown by historical data in Figure 2. Although there is no data on the racial and ethnic composition of football leadership, a previous study revealed that less than 1% of European football leaders are visible minority women, indicating that Black women are severely underrepresented in football leadership and are practically excluded from it .

Figure: 2
 Although women’s situation is changing, football associations should use a game as a tool to encourage diversity and show its benefits . Football values, rules, and norms are based on masculine culture, and women may feel trapped as a minority. Like many other industries, it relies heavily on networking, which can make it difficult for women to break into executive roles . Another barrier for women identified in the first assignment was power and education. Women often face barriers to accessing education and training that are necessary for executive roles. Football associations can influence the strategic use of discourses about women in football by using their status. According to a study by the Women in Football Organisation, women occupy less than 30% of senior leadership roles, which was the target set up by The Football Leadership Diversity Code .

Rationale

This paper's rationale is focused on women's position in the football industry. 
In football history, the national football associations have prohibited women from playing for around 50 years.  At the same time, men’s games developed rapidly. From the 1970s onwards women were allowed but not encouraged to play. National associations did not pay much attention to improving and developing the game. Today’s women’s football is provided with more support, but the football industry still needs to improve equality, diversity, and inclusion in clubs . The underrepresentation of women in executive roles in the football industry is not only social injustice but also a business issue. Football associations should look at the issues and provide solutions that will allow them to improve their governance . 
The partnership between the sectoral stakeholders and the UK Government can develop the concept of women’s empowerment. The main aim is to support women aspiring to become sports leaders in the football governing bodies.

2.1 Aims and Objectives 

To develop a solid foundation for women that will give them more opportunities to attain leadership positions in the football industry.
To bring more diversity in a change-making position in the football industry
To promote motivation, training, and skills development for all. 


2.2 Action Plan

A mind map was used to create an action plan to visualise how to increase women’s representation in the football industry. The link is attached below:
Mind Map


Implement inclusive hiring practices: 
Football clubs should implement diversity and inclusion initiatives that aim to increase the representation of women in executive roles. These initiatives should include strategies for reducing gender bias in hiring and promotion practices, as well as creating a more inclusive workplace culture. This can be achieved through the following strategies:
Partnering with organisations that promote gender diversity in leadership, such as Women in Football.
Ensuring job advertisements are gender-neutral and avoid using language that may deter women from applying. Job adverts attract a different type of candidates. According to one study, specific types of words are more likely to attract female or male candidates.
Actively recruiting women for leadership positions and offering mentorship and sponsorship programs to support their career growth.
Leadership Development Programs
According to recent research, participants of leadership programs gain knowledge of self, improve in business, and are more aware of cultural differences .
Leadership development programs can play a significant role in preparing women for executive roles in the football industry. Such programs should be designed to address the specific challenges and barriers that women face in the industry. This can be achieved through the following strategies:
Developing leadership training programs that provide women with the skills and knowledge required to succeed in executive roles.
Providing networking opportunities and mentorship programs that connect women with successful female leaders in the industry.
Offering career coaching and support to help women navigate the unique challenges they may face in the industry.
Cultural Change Initiatives
The Fair Game report highlighted the importance of board diversity in effective decision-making and the financial prosperity of organisations . Creating a culture that supports gender diversity and inclusion is critical for increasing the number of women in executive roles in the football industry. This can be achieved through the following strategies:
Establishing a code of conduct that promotes diversity and inclusion within the organisation.
Providing unconscious bias training to all employees, particularly those involved in the recruitment and selection process.
Creating a supportive work environment that offers flexible work arrangements and family-friendly policies to support women in balancing work and family responsibilities.
2.2.1 Time Plan  
 The implementation of the action plan will involve a series of activities that need to be completed within a specific timeframe. The Gantt chart below outlines the key activities, their duration, and the timeline for completion.
Appendix 1

2.2.2 Risk Management and Strategies
 
Implementing the above action plan requires a strategic approach that considers potential risks and challenges. The strategy includes the involvement of all stakeholders, including football clubs, governing bodies, and industry associations. The key risks and challenges include:
1. Resistance to Change: One risk for women entering the football industry is resistance from the male-dominated culture. It's important to establish women's rights and support their well-being, as they may feel isolated. To address this, the industry must change its sexist and discriminatory culture by involving male executives and promoting diversity and inclusivity.
Lack of Commitment: Another significant risk is a lack of commitment from the football industry to implement the program. The solution is to develop a business case that demonstrates the benefits of having more women in executive roles, such as a brand image.
Limited Access to Opportunities: Another challenge is limited access to opportunities for women in the football industry. The solution is to create a platform that provides equal opportunities for both men and women in executive roles, such as leadership development programs, mentoring programs, and networking opportunities.
Lack of Diversity in the Recruitment Process: The recruitment process in the football industry is often biased towards men, resulting in a lack of diversity in executive roles. The solution is to implement blind recruitment processes and gender-neutral job descriptions to eliminate biases in the recruitment process .
Limited Support: Women in executive roles often face challenges and limited support, which can result in low retention rates. The solution is to provide ongoing support through coaching and mentoring programs, which can help women navigate challenges and develop their careers .
Recommendations

Funding - Research has shown that financial and cultural considerations are mostly limiting the aspirations of professional players to apply for coaching qualifications. Individuals with no experience in coaching or being coached had difficulty attaining the coach position. That is why the football industry should provide scholarships, sponsorships, and other forms of financial assistance to increase access to education and training programs that prepare women for executive roles.
Education – Football clubs should provide training and education opportunities for women that are necessary for executive positions. These opportunities can include leadership training, business courses, and other relevant training programs. 
Diversity – Football clubs, governing bodies, and industry associations should develop a culture of diversity and inclusivity within the football industry to encourage more women to pursue executive roles.
Media – Media organisations should actively seek out and highlight successful women leaders in the football industry. They should promote positive representation of women in all areas of the sport. Media can also partner with women-led organisations in the football industry to promote women’s leadership.


Conclusion 

Increasing the number of women in executive roles in the football industry is essential for creating a more diverse and inclusive workplace that leverages the talents and experiences of all individuals, regardless of gender. The proposed implementation plan provides a roadmap for achieving this goal, including affirmative action policies, increasing representation in leadership roles, mentorship opportunities, and access to education and training programs. This plan's implementation requires all stakeholders' involvement, sustained effort, and regular monitoring and evaluation to ensure its success. 
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Gender makeup of men's Club Football in the 2017/2018 season

Women	
Overall workforce	Top pay quartile 14%	Board member	CEOs	0.27	0.14000000000000001	0.08	0.06	Men	
Overall workforce	Top pay quartile 14%	Board member	CEOs	0.73	0.86	0.92	0.94	
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Project start

01 January 2023 Goal:

Project end01 January 2025

1. Project planning and implementation

Jan-23 Apr-24

Responsible organisations/teams Start End Progress

Jan-23 Feb-23 Mar-23 Apr-23 May-23 Jun-23 Jul-23 Aug-23 Sep-23 Oct-23 Nov-23 Dec-23 Jan-24 Feb-24 Mar-24 Apr-24 May-24 Jun-24 Jul-24 Aug-24 Sep-24 Oct-24 Nov-24 Dec-24 Jan-25

1.1 Conduct a needs assessment Jan-23 Feb-23 100%

1.2 Develop a plan to address challenges Feb-23 Mar-23 100%

1.3 Establish partnership with key stakeholders Mar-23 Apr-23 100%

1.4 Launch a media campaign Apr-23 May-23 50%

1.5 Develop and implement a training program May-23 Sep-23 25%

1.6 Host networking events Oct-23 Nov-23 0%

1.7 Establish mentorship programs  Nov-23 Dec-23 0%

1.8 Develop and implement policies Dec-23 Jan-24 0%

1.9 Host a conference to showcase progress Feb-24 Mar-24 0%

1.10 Conduct a follow up assessment Mar-24 Apr-24 0%

Apr-24 Jan-25

Football clubs/training program coordinator Apr-24 Jun-24 0%

Jul-24 Aug-24 0%

Football clubs/Football mentorship program coordinator     Sep-24 Oct-24 0%

Nov-24 Dec-24 0%

Dec-24 Jan-25 0%

Football associations/Event planning team

Football associations/Project  management team

Women's empowerment program

Football associations/ Policy revision team

Football associations/Event planning team

Football associations/Project management team

Football associations/Policy review team

2.5 Conduct a follow up assessment



Football associations/Women in Football/Project Manager

Football associations/Project Manager

Football associations/Project Manager

National TV Channels/Media Team

Football clubs/Training program coordinator

Football clubs/Event planning team

Football clubs/Mentorship coordinator

2. Program expansion and improvement

2.1 Expand training program

2.2 Conduct policy review

2.3 Launch mentorship program for young girls and young women

2.4 Host a second conference to showcase progress
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