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Summary

The purpose of this document is to critically analyse the barriers hindering women’s progression into leadership roles within professional cricket and to present an implementation plan aimed at fostering diversity, inclusivity, and equity. By addressing societal norms, organisational culture, and structural challenges, the plan seeks to create opportunities for women to thrive in leadership positions across the industry.
The implementation plan outlines strategies such as tailored educational initiatives, inclusive organisational policies, and cultural awareness programs. It aims to empower women through mentorship, training, and role model visibility while promoting accountability and sustainable change. This plan aspires to dismantle stereotypes, enhance leadership diversity, and inspire a transformative shift in the cricket sector, setting a benchmark for inclusivity in leadership.
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Implementation Plan
1.1 Introduction
Despite advancements in diversity and inclusion, women remain underrepresented in leadership roles in the professional cricket sector. Cultural norms, gender biases, and structural barriers hinder progression, perpetuating a male-dominated hierarchy. Findings from Assignment 1 reveal that traditional views on women’s aspirations and limited career development opportunities are key challenges. This implementation plan leverages contemporary leadership theories and management practices to propose strategies aimed at fostering diversity, inclusivity, and equity in cricket leadership. Furthermore, it addresses the importance of intersectionality, ensuring women from diverse backgrounds also have equitable opportunities
2.  Rationale
Women’s leadership in cricket is constrained by factors such as societal perceptions, organisational culture, and lack of mentorship as mentioned in the research (Sixes Cricket, 2024). Addressing these barriers aligns with broader societal goals of gender equality and economic development, as diverse leadership teams improve decision-making, innovation, and performance. Gender-diverse leadership teams not only drive better business outcomes but also create role models who inspire future generations according to Wong (2024). As mentioned in the study of Woffindin (2024) organisations with strong diversity also demonstrate higher employee satisfaction and retention rates, contributing to overall sustainability. By addressing the identified challenges, cricket organisations can strengthen their competitive edge and social credibility. This plan supports the module’s learning outcomes by designing a systematic approach to critically evaluate these challenges and propose evidence-based solutions, fostering a transformative culture in cricket organisations. 
2.1 Aims and Objectives 
Aims:
To create an inclusive leadership environment within professional cricket organisations.
To increase the representation of women in leadership roles by addressing educational, cultural, and structural barriers.
To foster sustainable organisational change through contemporary leadership practices.
To promote intersectionality by ensuring all women, regardless of ethnicity or socioeconomic background, benefit from these initiatives.
Objectives:
Establish targeted educational initiatives to empower women with leadership skills.
Develop policies to address gender biases and promote equity.
Encourage cultural shifts through awareness and training programs.
Evaluate progress through measurable milestones.
Strengthen partnerships with external stakeholders to sustain long-term progress.
Create mentorship opportunities to support career development for women aspiring to leadership roles

2.2 Action Plan
2.2.1 Role of Education
Education plays a pivotal role in shaping career opportunities. In cricket, specialised education programs targeting women can bridge the skills gap and challenge stereotypes.
Key Actions
Collaboration with Academic Institutions - Develop courses in sports management and leadership, with scholarships for women to encourage participation. Promote these programs through targeted campaigns highlighting their benefits and success stories. Partner with universities globally to incorporate case studies from successful cricket organisations embracing diversity as mentioned with in the journal of Pike et al. (2017).
Workshops and Training – According to the research (SUE, 2020) organise leadership training for female athletes and administrators to build confidence and expertise. Include modules on financial management, negotiation skills, and strategic decision-making tailored to cricket leadership. Incorporate real-world challenges through simulation exercises.
Internship Programs - Partner with cricket organisations to offer internships that provide hands-on experience in leadership roles. Establish mentorship pairings within these programs to ensure participants receive continuous guidance and support. Ensure internships are structured to expose participants to key decision-making processes as mentioned in the research (Generation Success, 2024).
Continuous Education Support – According to Chai (2020) it is possible to establish online learning platforms providing resources such as webinars, e-books, and industry-specific tutorials. These platforms can help women continuously upgrade their leadership skills, ensuring they remain competitive in their careers.
Justification
Research indicates that tailored education initiatives significantly increase women’s leadership readiness (Smith, 2025). Aligning these programs with industry needs ensures practical relevance while fostering long-term career trajectories. Moreover, evidence suggests that mentorship significantly enhances leadership outcomes among women.

2.2.2 Challenging Assumptions
Negative assumptions about women’s aspirations and capabilities hinder their progression in leadership.
Key Actions
Leadership Theories Integration - Employ Transformational Leadership to emphasise inclusivity and mentorship. Encourage leaders to foster an open-door policy to discuss aspirations with female team members. Additionally, utilise Situational Leadership to adapt leadership styles to the unique needs of female employees as mentioned in the studies of Alam and Nur (2023).
Awareness Campaigns - Conduct workshops to debunk stereotypes and promote the capabilities of women leaders. Use media campaigns showcasing women excelling in leadership positions within cricket. Highlight these campaigns across social media platforms to reach younger audiences as shown by Sixes Cricket (2023).
Role Models – As shown in the journal (Meier, 2015) highlighting successful women in cricket leadership to inspire others and challenge societal norms. Leverage digital platforms to amplify their stories and foster community engagement. Organise panel discussions featuring prominent women leaders to demonstrate actionable insights.
Behavioural Economics Techniques - Use nudges such as visible representation in media and cricketing events to normalise women’s participation in leadership. Encourage subtle environmental and cultural shifts to address unconscious biases in audiences and organisations as mentioned by Waylen (2018).
Justification
Transformational Leadership fosters a culture of empowerment, inspiring women to pursue leadership roles and encouraging organisations to support them (Kankaraš, 2024). Real-life examples create tangible proof of what is achievable, driving cultural change. Awareness campaigns also help dismantle systemic stereotypes, fostering an environment of trust and inclusion.










2.2.3 Organisational Policies and Culture
Organisational culture and policies significantly influence diversity in leadership. Gender-neutral policies and an inclusive culture are essential for sustainable change.
Key Actions
Policy Review - Conduct audits of existing policies to identify gender biases and gaps. Develop equitable recruitment and promotion criteria that explicitly address diversity goals. Ensure policies include clear reporting mechanisms for gender discrimination incidents as mentioned in the journal of Hing et al. (2023).
Diversity Committees – According to Carruthers (2022) another way is to establish committees to oversee diversity initiatives and ensure accountability. Include representation from various stakeholder groups, including women leaders, to foster transparency and inclusivity. These committees should also track progress and report annually.
Incentives for Diversity - Introduce incentives for teams and managers that demonstrate progress in gender equity. Recognise achievements through awards and public acknowledgment. Provide additional resources to departments demonstrating measurable diversity improvements as mentioned in the research Llorens et al. (2021).
Redefining Success Metrics - Shift performance metrics to include qualitative assessments of inclusivity and team collaboration. Redefine “success” to prioritise team contributions over individual achievements as shown by Vorecol (2024).
Internal Networking Opportunities - Create networking platforms within organisations where women can connect, share experiences, and foster professional growth. Encourage regular meetups and workshops to build a strong sense of community as mentioned in the research (Gujar, 2022).
Justification
Studies show that organisations with proactive diversity policies are more likely to attract and retain female talent in leadership roles (Gusain and Dr. Harminder Kaur Gujral, 2024). Such policies also improve overall organisational culture and employee satisfaction. Regular tracking and public acknowledgment of success create a culture of accountability and inspiration.







2.2.4 Self-awareness, Communication, and Power Dynamics
Addressing self-awareness and communication challenges is critical in overcoming gender discrimination and power struggles.
Key Actions
Leadership Training for Existing Leaders - Equip current leaders with skills to address unconscious bias and improve inclusivity. Include modules on emotional intelligence and active listening to foster better interpersonal relationships. Use 360-degree feedback tools to improve self-awareness as shown in the research (Dimmick, 2024).
Conflict Resolution Workshops - Train employees on managing power struggles and fostering collaboration. Create scenarios specific to cricket organisations to make training relatable. Develop role-play activities to simulate workplace disputes and resolutions according to Bhandari (2024).
Feedback Mechanisms - Create anonymous channels for employees to report gender-related issues. Regularly review feedback to identify trends and address systemic challenges. Ensure follow-up actions to build trust in the feedback system as supported in a text (Kailash, 2023).
Empowering Women Through Advocacy Groups - Establish internal advocacy groups to provide support for women facing power imbalances. These groups can guide conflict resolution and promote collective action as seen in the research of Lwamba et al. (2022).
Inclusive Decision-making Training - Train teams on ensuring diverse perspectives are considered in decision-making processes. Foster environments where differing views are welcomed and valued according to the study (Oliveria, 2024).
Justification
As shown with in the journal of Rosen (2019) self-awareness and effective communication are foundational to contemporary leadership practices, enhancing organisational culture and employee satisfaction (Gold & Anderson, 2017). Addressing power dynamics reduces friction and fosters harmony within teams, ultimately leading to higher productivity and morale.
2.3 Time Plan

Figure 1 – Gantt Chart

Figure 2 - Gantt Chart Expanded
2.4 Risk Management and Strategies
Risk	Description	Severity	Probability	Mitigation Strategy
Resistance to Change	Cultural inertia leading to resistance from stakeholders.	High	Medium	Use data-driven presentations to highlight diversity benefits. Engage influential leaders as change champions.
Insufficient Engagement	Low participation in training and educational programs	Medium	High	Provide incentives like scholarships, career development opportunities, and recognition for participation.
Unconscious Bias	Employees unconsciously resisting equity initiatives.	Medium	Medium	Offer regular training on unconscious bias, inclusivity, and diversity.
Budget Constraint	Limited funding for programs, campaigns, or resources.	High	Low	Partner with sponsors, cricket organisations, and stakeholders to share costs and resources















Recommendations
Education - Collaborate with academic institutions to develop tailored programmes for women in cricket leadership. Expand these programmes globally to encourage cross-cultural exchange of ideas. Introduce virtual modules for accessibility.
Increase scholarships to ensure women from diverse socioeconomic backgrounds can access these opportunities.
Develop leadership case studies specific to cricket, enabling participants to gain practical, industry-relevant insights.
Cultural Change - Implement awareness campaigns and training to challenge stereotypes. Leverage technology to create virtual platforms for global collaboration on diversity initiatives.
Incorporate workshops on cultural intelligence to help organisations address intersectional challenges effectively.
Policy Overhaul - Revise organisational policies to ensure gender neutrality and equity. Periodically evaluate these policies to maintain relevance and effectiveness. Use external audits to ensure impartiality.
Introduce workplace flexibility policies to support women balancing professional and personal commitments.
Leadership Models - Adopt Transformational and Servant Leadership models to foster inclusivity. Encourage leaders to act as mentors and sponsors for aspiring women leaders.
Incorporate participative leadership models to empower teams and build collaborative environments.
Continuous Evaluation - Monitor progress through metrics like participation rates, leadership diversity indices, and employee satisfaction surveys. Share results publicly to demonstrate commitment and transparency. Use findings to refine future strategies.
Partner with academic institutions to conduct longitudinal studies on the impact of these initiatives.







Conclusion 
This implementation plan addresses systemic barriers to women’s leadership in cricket by proposing actionable strategies informed by contemporary management theories. By focusing on education, organisational culture, and leadership development, the plan seeks to create an inclusive and equitable environment. The proposed actions are designed to empower women, challenge societal norms, and foster sustainable change in cricket organisations.
A key component of the plan is the emphasis on collaboration, where academic institutions, industry leaders, and organisations work together to drive cultural shifts. Moreover, the plan emphasises continuous evaluation, ensuring accountability and adaptability as organisations progress towards gender equity. Successful implementation will not only enhance diversity but also set a benchmark for other industries to follow. With clear objectives, accountability measures, and a commitment to continuous improvement, cricket organisations can lead the way in creating transformative change that benefits individuals and the industry as a whole. By taking these steps, the cricket sector can establish itself as a global leader in driving gender equality and inspiring future generations.
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