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Abstract 

This single instrumental case study sought to explore how a local government recreation 

department applies gender equity in its policies. Relying on Merriam’s (2009) case study 

approach and the Advocacy Coalition Framework developed by Sabatier and Jenkins-Smith 

(1988) and adapted by Jenkins-Smith, Nohrstedt, Weible, and Sabatier (2014), the perspectives 

of ten recreation professionals within an Ontario local government recreation department were 

examined through document analysis and semi-structured interviews. This study uncovered the 

complexities surrounding meanings associated with gender equity and strategies and related 

challenges when trying to operationalize gender equity into new and existing policies. Findings 

contributed to existing research gaps by uncovering four key themes: (1) foundations of gender 

equity policy in parks, recreation and culture, (2) information and guiding principles that direct 

practice, (3) fostering gender equity and inclusivity, and (4) challenges associated with gender 

equity. This study contributed to existing policy studies by identifying subsystem actors 

including city staff from other departments, library services, emergency services, and elected 

officials, Inclusivity Advisory Committee, users’ groups, and private organizations (i.e., Girl’s 

Hockey League, Minor Hockey Association, Skating Club, Ringette League), and individual 

residents who presented short-term constraints and resources for recreation professionals who 

sought to advance inclusion and gender equity goals. The findings of this study highlighted a 

need to increase gender equity policy awareness, policy support for transgender community 

members, dialogue between subsystem actors to establish concrete understandings of gender 

equity and gain support from the public to advance gender equity goals. Keywords: advocacy 

coalition, constraints, gender equity, local government recreation, policy, resources, subsystem 

actors, transgender.  
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Chapter One: Introduction 

Due to the high prevalence of gender inequities that exist within sport and recreation, 

concerns have arisen regarding the lack of access and inclusivity in local government recreation 

organizations. Specifically, evidence suggests a “loss of traditional supports [and] feelings of 

isolation for many people” in Canada (Canadian Parks and Recreation Association (CPRA)/ 

Interprovincial Sport and Recreation Council (IRSC), 2015, p. 11). Reports have raised concerns 

regarding increased gender inequities which have resulted in feelings of exclusion and loss of 

support from community organizations (CPRA/IRSC, 2015). Despite existing policies within 

recreation organizations to eliminate these challenges, women are more likely to face barriers to 

participating in recreation and less likely to be represented in promotional advertisements (Frisby 

et al., 2007; Senne, 2016). In comparison, men tend to receive a higher amount of resources and 

funds to support their recreational pursuits (Hoeber, 2007; Hoeber & Frisby, 2001; Soler et al., 

2017). Lastly, research has demonstrated that individuals who identify as transgender and gender 

queer feel that recreation spaces and programs are neither inclusive nor welcoming (Gillard et 

al., 2014; Schleien et al., 2009; Zitzelberger & Leo, 2016) and these individuals are more likely 

to face prejudice in sport and recreation settings (Beemyn et al., 2005; Daly et al., 2015; Kulick 

et al., 2019; Muchicko et al., 2015; Oakleaf & Richmond, 2017). Specifically, transgender 

individuals experience higher levels of discrimination in sport and recreation settings (Beemyn et 

al., 2005; Cunningham, 2015; Daly et al., 2015; Kulick et al., 2019; Muchicko et al., 2015; 

Oakleaf & Richmond, 2017). These inequities have often resulted in physical abuse, anxiety, 

depression, and disengagement in sport and leisure activities (Kulick et al., 2019; Oakleaf & 

Richmond, 2017). As a result, these members of the community are often unable to experience 

the various benefits of recreation such as reduced stress, decreased risk of diseases, and increase 
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in relaxation (CPRA/ IRSC, 2015; Karlis, 2016; Kassing et al., 2010; McLean & Hurd, 2012). 

Further, recreation opportunities help community members develop their social and physical 

skills (Karlis, 2016). 

The CPRA and ISRC (2015) have identified the need to apply a gender equity lens to 

policies, programs, and practices within a guiding document entitled A Framework for 

Recreation in Canada: Pathways to Wellbeing 2015. However, in this document, the meaning of 

a gender equity lens is undefined for recreation professionals who are working to achieve the 

goal of inclusion and access. Previous researchers have tried to clarify the meaning of gender 

equity from the perception of service providers (Hoeber & Frisby, 2000; Frisby et al., 2007; 

Shaw & Frisby, 2006; Shaw & Penney, 2003; Soler et al., 2017). There are multiple meanings of 

gender equity according to service providers such as providing equal opportunities, marketing 

support, and resources for men, women and transgender individuals (Beemyn et al., 2005; Daly 

et al., 2017; Cook & Glass, 2016; Frisby et al., 2007; Gillard et al., 2014; Hoeber & Frisby, 

2001; Shaw & Frisby, 2006; Soler et al., 2017). It is important to establish a common 

understanding of gender equity to help direct policies that aim to promote equitable services for 

all members of the community. This study focused on the Framework for Recreation (2015) by 

exploring the meanings associated with gender equity through the lens of recreation 

professionals. By providing a clear vision of gender equity, recreation professionals can 

strategize ways to achieve this vision through policy implementation.  

Previous scholars presented strategies used when trying to operationalize gender equity 

into practice by organizations such as equal funding and program options (Hoeber & Frisby, 

2001; Meyerson & Kolb, 2000; Shaw & Frisby, 2006). However, there is limited knowledge of 

the ways in which gender equity is operationalized through local government recreation policies. 
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The Framework for Recreation in Canada (2015) does not present strategies around applying 

gender equity into new and existing policies. As a result, recreation professionals may remain 

unclear on how to take the appropriate steps to ensuring that policies are equitable and 

sustainable for all community members. This study provided insight on the strategies used by 

recreation professionals to foster a gender equitable organization through department policies. 

Findings of this study offered transferable knowledge to recreation professionals of other local 

government organizations who are trying to ensure inclusive and accessible recreation for all 

genders through a policy standpoint.  

Previous studies revealed that public policies have failed due to the lack of awareness of 

existing policies, poor communication, and higher prioritization of other issues within 

organizations (Marsh & McConnell, 2010; Riege & Lindsay, 2006; Schofield, 2006; Soler et al., 

2017). Much of the gender equity policy literature stems from sport management and related 

areas, thus there is a need to explore gender equity policy within the field of community 

recreation (Pierce et al., 2017). Previous researchers have noted some of the challenges that sport 

and recreation professionals face, for example, lack of awareness of gender policies, a shift to a 

neo-liberal approach, and rationalizing or ignoring gender inequities (Cureton & Frisby, 2011;; 

Cook & Glass, 2016; Hoeber & Frisby, 2001; Shaw & Frisby, 2006; Shaw & Penney, 2003; 

Soler et al., 2017). In addition to these challenges, local government recreation professionals, 

may also face other issues when trying to integrate gender equity into policies. Therefore, this 

study highlighted the challenges that recreation professionals face when trying to operationalize 

gender equity into new or existing policies. As a result, professionals can form solutions and 

goals to ensure that gender equity remains a priority.  
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Previous work in policy underscores external factors that play a role in the policy process 

(Houlihan, 2005; Weible & Sabatier, 2007). Specifically, there are multiple actors involved in 

providing input for public policies. Actors include elected officials, community interests’ groups, 

and residents (Crompton, 2009; Lavigne, 2014; Zhang & Feiock, 2010; Zimmermann & Allen, 

2009). It is unclear, (a) the level of involvement by these actors in this process and (b) the 

strategies and/or challenges they present to recreation professionals trying to apply gender equity 

into new or existing policies. This study addressed internal and external actors’ role when trying 

to operationalize gender equity into local government recreation department policies.  

Purpose of the Research and Research Questions 

Thus, the purpose of this single instrumental case study was to explore the ways in which 

a local government recreation department applies gender equity1 in its policies. Specifically, the 

advocacy coalition framework (ACF) developed by Sabatier and Jenkins-Smith (1988) and 

adapted by Jenkins-Smith, Nohrstedt, Weible, and Sabatier (2014) is used to guide this study. 

The ACF provides guidance to researchers who are studying the policy process (Jenkins-Smith, 

Nohrstedt, Weible, & Sabatier, 2014; Pierce et al., 2017; Sabatier, 1988; Sabatier & Weible, 

2007). Further, the ACF assumes there are multiple external factors including actors or events 

which can influence policy making and implementation (Pierce et al., 2017; Sabatier, 1988, 

Sabatier & Weible, 2007; Weible & Sabatier, 2007). The ACF was used to identify actors in 

advocacy coalitions role in presenting strategies and/or challenges for recreation professionals 

applying gender equity into department policies. This qualitative investigation was guided by the 

following research questions: 

1. What meanings do recreation professionals associate with gender equity? 

 
1 In the context of this study, gender equity will be used in the context of addressing the inequities experienced by 

all gender identities (i.e., men, women, transgender, non-binary, and queer). 
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2. How do recreation professionals operationalize gender equity into existing and new 

policies? 

3. How do actors in advocacy coalitions present strategies and/or challenges for 

recreation professionals trying to operationalize gender equity in their department’s 

policies? 

By using a qualitative approach, specifically, a single instrumental case study design, this 

research selected a single local government recreation department and recreation professionals 

that demonstrated alignment with the Framework for Recreation in Canada (2015) and 

knowledge of new or existing recreation policies.  

Significance of Study 

Overall, this study contributed to a deeper discussion around the relationship between 

gender and recreation. Further, this study addressed the meaning of gender equity from the 

perspective of policy makers within local government recreation departments and how these 

policies are enacted by recreation professionals. By exploring this topic, this study provided 

clarity of the meaning of a gender equity lens in local government. A benefit of this study to 

recreation professionals was the opportunity to become part of the gender equity discussion. This 

study allowed recreation professionals to reflect on how gender is being applied within local 

government recreation policy. By conducting this study, current and future recreation 

professionals could learn about existing strategies and challenges around applying gender equity 

in their practice. Professionals could also gain insight on the strategies and/or challenges actors 

in advocacy coalitions present to recreation professionals trying to operationalize gender equity 

into departmental policies. 
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The following chapter clarifies these concepts by presenting existing literature related to 

the role and heavy responsibilities of local government recreation departments. Further, the next 

chapter highlights meanings associated with gender equity according to sport and recreation 

service providers. These meanings suggested strategies that are being operationalized by 

professionals to ensure gender equity within policy. The next chapter also reviews policy 

processes and includes reasons for policy failure within organizations. Lastly, the studies that 

have been reviewed led me to understand and rationalize the application of the Advocacy 

Coalition Framework as a guiding theoretical framework for this study.  
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Chapter Two: Review of Literature 

Considering the research purpose to explore the ways in which a local government 

recreation department applies gender equity in its policies, the following review of literature is 

divided into three core topics: local government recreation in Canada, understanding the 

meaning of gender equity, and gender equity in public policy. The first topic addresses the 

purpose, roles, and responsibilities of local government recreation departments. Further, this 

section of the review notes the key actors and external shifts that impact local governments’ 

recreation departments. The second topic addresses the definitions, conceptualizations, and 

meanings of gender equity from the perceptions of service providers. Further, the second topic 

addresses the inequalities among transgendered and gender queer individuals and ways to 

promote inclusion for these individuals in sport and recreation settings. The last topic defines 

policy, explains the policy process, and highlights challenges associated with trying to 

implement gender equity policies.  

Local Government Recreation in Canada 

The purpose of a local government recreation unit is to build healthy communities by 

fostering social, physical, and economic development (Kassing et al., 2010). Further, local 

governments strive to improve the quality of life for all residents with respect to their unique 

differences and needs. Local government recreation departments must adhere to equity and 

access laws within Canada and implement strategies to ensure equity and access for all its 

citizens (Karlis, 2016). By doing so, local government recreation departments can promote 

inclusion within their community. Other responsibilities include ensuring citizens have access to 

resources and opportunities through programs and services to engage in recreation. Specifically, 

local government recreation departments deliver services such as recreation programs, 
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performing arts, health and fitness, workshops and host events within their community (Butler, 

2007; Karlis, 2016; Kassing et al., 2010; McLean & Hurd, 2012). Local governments evaluate 

programs, address concerns within communities, establish partnerships, and work toward staying 

up-to-date on existing trends (Karlis, 2016).  

Several authors identify the benefits and/or outcomes that community members receive 

from recreation programs and services offered by local governments. These benefits include 

social, personal, physical, mental, and cultural benefits (Arslan & Turkmen, 2012; Karlis, 2016; 

Kassing et al., 2010; McLean & Hurd, 2012; Stodolska, 2015; Walker & Spiers, 2009; Wharf et 

al., 1998). Recreation opportunities can foster a sense of belonging for community members as 

well promote social connectedness (Canadian Index of Well-being, 2016; Kassing et al., 2010). 

Local government recreation opportunities (i.e., programs and access to parks and recreation 

spaces) also have the ability to help members of the community develop relationships and, as 

such, reduce social isolation (Arslan & Turkmen, 2012; Frisby, 2012; Karlis, 2016; Kassing et 

al., 2010; Wharf Higgins & Lauzon). Personal benefits include skill development and improving 

one’s overall quality of life (Arslan & Turkmen, 2012; Karlis, 2016; Kassing et al., 2010; 

McLean & Hurd, 2012; Saskatchewan Parks and Recreation Association, 2016; Walker & 

Spiers, 2009; Wharf Higgins & Lauzon, 1998). Physical benefits include community members 

engaging in a healthy and active lifestyle. Residents in the community can notice physical 

changes such as increased energy levels (i.e., seniors at a local centre) (Arslan & Turkmen, 2012; 

Karlis, 2016; Kassing et al., 2010; McClean & Hurd, 2012; Stodolska, 2015; Wharf Higgins & 

Lauzon, 1998). Mental benefits for community members include stress reduction and increased 

levels of happiness, and social awareness (Arslan & Turkmen, 2012; Karlis, 2016; McClean & 

Hurd, 2012; Walker & Speirs, 2009; Wharf Higgins & Lauzon, 1998). Lastly, local government 
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recreation provides opportunities where newcomers or immigrants can engage with others as 

well embrace cultural differences (Frisby, 2012; Kassing et al., 2010; Torjman, 2004; Stodolska, 

2015). 

Selecting the Local Government: Heavy Responsibilities and Pressures 

Compared to the commercial and non-profit sectors, researchers note that local 

governments operate with different sets of values, beliefs, and goals (Cousens, Barnes, Stevens, 

Mallen, & Bradish, 2006; Frisby et., 2014). For example, commercial organizations seek 

financial gain and have a specific target market (Cousens et al., 2006; Edginton, et al., 2015; 

Frisby et al., 2014). Non-profit organizations aim to provide services at subsidized rates and 

funded through membership fees and donations (Edginton et al., 2015). In contrast, local 

governments seek to provide inclusive, equitable, and accessible public services for all 

community residents (Crompton, 2009; Karlis, 2016; Zimmermann & Allen, 2009). However, 

local governments are creations of provincial governments. Provincial governments transfer less 

funding to municipalities forcing budget restrictions. Local governments do not have the ability 

to tax (beyond property taxes) residents to fund community services. These restrictions include 

local governments meeting and funding provincial priorities. To cope with the devolution of 

responsibilities from the provinces, local governments have shifted to a neo-liberal approach that 

emphasizes revenue generation and privatization of services (Cousens et al., 2006; Crompton, 

2009; Cureton & Frisby, 2011; Grimmelikhuijsen & Feeny, 2017; Keddie, 2010, Ranson, 2003; 

Tapper & Kobayashi, 2018). In other words, free programs and services now have an attached 

user fee. User fees have increased and residents in the community are less likely to be able to 

afford recreation services (Cousens et al., 2006; Crompton, 2009; Grimmelikhuijsen & Feeny, 

2017). Local governments fund programs and services through property taxes, government 
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funding, and grants (Crompton, 2009; Edginton et al., 2015; Zimmermann & Allen, 2009). Local 

governments consistently face a demand to provide quality services for community members 

(Crompton, 2009; Grimmelikhuijsen & Feeny, 2017). Further, local governments are responsible 

for being transparent and open with citizens. Multiple stakeholders including residents can 

access information (e.g., policies, reports, strategic plans) through either forums, meetings, 

public hearings, or town/city websites (Bingham & O’Leary, 2005; Grimmelikhuijsen & Feeny, 

2017). Since there are multiple partners involved (e.g., commercial and non-profit organizations) 

within local governments, it has increased their capacity to meet community needs. Local 

governments are responsible for gaining input from stakeholders on key decisions such as policy, 

services, and resource distribution (Crompton, 2009; Frisby et al., 2014). Expenditures then 

correspond to the local needs and priorities of communities (Karlis, 2016).  

Additionally, local governments are responsible to align with provincial policies, goals, 

and mandates (Grimmelikhuijsen & Feeny, 2017; Karlis, 2016). Karlis (2016) explains that local 

governments are “agents of provincial governments [that] were called upon to take greater 

responsibility for recreation services” (p. 78). Local governments are highly representative of the 

communities and therefore set standards for commercial and non-profit sectors (Head, 2007). 

Lastly, Shannon et al. (2016) note local governments are heavily responsible for integrating the 

Framework for Recreation Canada (2015) into their practices, programs, and policies. Overall, 

local governments have several responsibilities and attend to the broader needs of their 

community members.  

Key Actors in Local Governments 

Several researchers have identified key actors in local governments (Bingham & 

O’Leary, 2005; Crompton, 2009; Head, 2007; Lavigne, 2014; Zhang & Feiock, 2010; 
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Zimmermann & Allen, 2009). Actors include elected officials, recreation directors and 

managers, community residents, community interests’ groups, school boards, and non-

governmental organizations. Local governments are better informed on policy decisions by 

gaining input from all actors. Actors shape policy making and implementation by sharing their 

different perspectives, beliefs, and priorities (Bingham & O’Leary, 2005; Crompton, 2009).  

Elected officials. Elected officials are key actors in the delivery of recreation and leisure 

services. Elected officials are voted by the residents living in the local community. They are 

largely responsible for addressing residents’ issues and concerns as well as representing their 

interests. Elected officials may use an economic perspective and tend to prioritize community 

initiatives (e.g., policies, services, facility development) based on their economic value. 

Crompton (2009) argues that to reposition recreation as a priority, elected officials must view a 

recreation initiative as economically beneficial.  

Recreation professionals. Recreation professionals may also be referred to staff, 

administrators, recreation practitioners, service providers, supervisors or managers. Local 

government recreation professionals work in recreation centres or town/city-owned facilities 

(Jordan, 2007). Local government recreation professionals primarily focus on improving services 

and ensuring the needs of participants are being met (Edginton et al., 2015; Frisby et al., 2014). 

Recreation professionals work with actors to address issues that exist within their communities 

(e.g., lack of access of recreation services) (Shannon et al., 2016). Further, recreation 

professionals play an active role in policy and decision making and implementing these policies 

and decisions into their daily practices. Recreation professionals seek stakeholder input and 

legislative approval before finalizing any policies (Zhang & Feiock, 2010). Further, they 

maintain regular communication with their elected officials (Zhang & Feiock, 2010). Lastly, they 
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aim to meet the needs of their community members by providing opportunities for citizens to 

voice their opinions on important policies and decisions.  

Community residents and citizen participation. Citizen participation is key to the 

development of community recreation services. Local governments encourage citizen 

involvement by organizing online forums, advisory boards, surveys, focus groups, and 

consultations (Head, 2007). By attending public consultations, focus groups, and public hearings, 

citizens can become aware of their own policy preferences (Bingham & O’Leary, 2005; 

Grimmelikhuijsen & Feeny, 2017). Citizens can identify problems, formulate solutions, and 

suggest policy initiatives (Head, 2007). Therefore, citizens play an important role in policy 

decisions.  

Community interest groups and non-governmental organizations. Community 

interest groups, school boards, commercial or non-profit organizations also play a role in local 

governments (Cousens et al., 2006; Crompton, 2009; Grimmelikhuijsen & Feeny, 2017; Shannon 

et al., 2016). These groups and non-governmental organizations act as actors or partners to local 

governments. Members of interest groups and non-governmental organizations “aim to provide a 

voice for interests they represent” (Head, 2007, p. 448). Members of these groups seek to 

influence policy decisions by voicing equity concerns (Head, 2007). Members thus play an 

important role in addressing the needs and wants of the community. More importantly, they can 

help inform policy makers of current issues that exist in the community.  

Overall, there are several actors who influence local government policies and decisions 

including elected officials, recreation professionals, community residents, community interest 

groups, and non-governmental organizations. These actors have their own set of knowledge, 

values, beliefs, interests, and objectives. Some of these actors may share similar organizational 
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values and beliefs that lead them to form into a coalition (Lavigne, 2014; Shannon et al., 2016). 

If coalitions can work together, knowledge transfer can occur and as a result larger support 

occurs for a specific policy decision (Shannon et al., 2016; Weible & Sabatier, 2007). In addition 

to key actors, external events and shifts can impact local government recreation departments.  

External Shifts and Pressures that Impact Local Governments 

Demographic, economic, social, technological, and political shifts have altered service 

and policy approaches by local governments. (CRPA/IRSC, 2015; Cousens et al., 2006; 

Crompton, 2009; Frisby et al., 2007; Karlis, 2016; Shannon et al., 2016; Zimmermann & Allen, 

2009). In the following section, the recent shifts and pressures to which local government 

recreation professionals must respond are explained.  

Demographic shifts. Demographic changes such as age, population, and income have all 

impacted recreation (Karlis, 2016). Specifically, there is a rise of an aging population in Canada 

(CPRA/ISRC, 2015; Shannon et al., 2016; Statistics Canada, 2011). Local governments are 

adapting to the rise of diverse groups and populations (CPRA/ISRC, 2015; Karlis, 2016). 

Further, individuals earning less than $30,000 dollars are unlikely able to afford recreation 

services (Statistics Canada, 2009). According to Statistics Canada (2009), many individuals who 

can afford recreation services are men or married and educated women. In comparison, women 

who are single mothers are more likely to experience financial constraints (Frisby et al., 2007). 

As a result, local governments must strategize solutions and adapt to these demographic shifts, as 

well as help all groups engage in recreation services. Present solutions include fee assistance 

programs and policies, and increasing the amount recreation services available for all residents 

(CPRA/IRSC, 2015; Frisby et al., 2007; Shaw & Frisby, 2006). However, these fee assistance 

programs become problematic since residents feel discouraged and embarrassed by the 
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requirement to prove poverty in order to access these programs (Frisby et al., 2007). Further, 

many low-income women feel that staff are unable to foster a welcoming environment (Frisby et 

al., 2007).  

Economic shifts and fiscal constraints. Several researchers identified that local 

governments are facing economic shifts and fiscal constraints (Cousens et al., 2006; Frisby et al., 

2004; Karlis, 2016). Because of these economic pressures and constraints from provincial 

governments, local government recreation departments have implemented cost cutting measures 

and strategies to increase organizational revenue reflecting a neo-liberal approach (Frisby et al., 

2004). For example, recreation departments increase user fees to help support programs. As a 

result, community members are more likely to complain about the increase of fees and taxes 

(Crompton, 2009; Grimmelikhuijsen & Feeny, 2017). Additionally, these pressures present a 

challenge for local governments as they struggle to achieve their goals and mandates without the 

support of partners (Frisby et al., 2004). Government recreation departments are forced to 

contract or privatize services to local partners. Local governments are also pressured to offer 

better services with fewer resources (Crompton, 2009; Grimmelikhuijsen & Feeny, 2017). 

Demands from residents such as more programs, improved policies, and new facilities differ 

among communities. Local governments must balance resource scarcity while trying to meet and 

prioritize the high demands and needs of their residents. Budget cuts have resulted in fewer 

recreation services therefore, recreation professionals are challenged with meeting the needs of 

the residents (Cousens et al., 2006; Crompton, 2009; Grimmelikhuijsen & Feeny, 2017). 

Technological shifts and media. Local governments are experiencing technological 

shifts where they use social media to communicate with stakeholders (Avery & Graham, 2013; 

Karlis, 2016). Social media act as online channels where local governments and stakeholders can 
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interact and engage in conversations (Avery & Graham, 2013). These interactions can help local 

governments understand stakeholders’ perspectives on services and policies (Avery & Graham, 

2013; Shanahan et al., 2008). Stakeholders can play a more active role in government decisions 

and policies because of easier access to information. Other sources of media such as local 

newspapers and online news reports can also play a role in local governments. Media aim to 

identify a community problem and use specific language to frame a policy issue (Shanahan et al., 

2008). Specifically, media create policy stories and “employ framing strategies that are 

consistent with the expected policy orientation associated with their advocacy coalition” 

(Shanahan et al., 2008, p. 131). Media can promote local government initiatives or offer 

suggestions to local governments to improve services or policies.  

Social shifts and political pressures. Political pressures that impact local governments 

are related to equal access to recreation and resource distribution (Cousens et al., 2006; Karlis, 

2016). The CPRA/ISRC Framework (2015) reports “rapid changes associated with inequities… 

loss of traditional supports [which] have compounded feelings of isolation for many people” (p. 

11). Recreation professionals must ensure they are able to provide equitable recreation 

opportunities for all residents (CPRA/ISRC, 2015; Karlis, 2016). Further, managers prioritize 

resource distribution based on the needs of the community. The National Framework for 

Recreation Canada (2015) also identifies political pressure for local government recreation 

departments. Specifically, local government recreation departments are required to strive to meet 

federal mandates, goals, objectives, and guiding principles. As noted in the CPRA/ISRC 

Framework (2015), recreation departments must work towards utilizing a gender equity approach 

in the application of their policies. According to Shannon et al. (2016), to tackle these ‘wicked 

problems’, actors within coalitions can work together to provide solutions and support policy 
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decisions. Shannon et al (2016) defines ‘wicked problems’ as “social problems that are difficult 

or impossible to solve because of the complex interdependencies on incomplete, contradictory, 

or changing requirements that are tough to recognize” (p. 255).  

Understanding the Meaning of Gender Equity 

Sport and recreation professionals have multiple understandings of the meanings 

associated with gender equity. According to several researchers (Ely & Meyerson, 2000; Hoeber 

& Frisby, 2000; Frisby et al., 2007; Meyerson & Kolb, 2000; Shaw & Frisby, 2006; Shaw & 

Penney, 2003; Soler et al., 2017), gender equity is defined, described, and/or conceptualized in 

the following ways. First, gender equity is defined as providing equal opportunities for men, 

women, and transgendered individuals (Gillard et al., 2014; Hoeber & Frisby, 2001; Meyerson & 

Kolb, 2000; Shaw & Frisby, 2006). Schneider et al. (2014) report, however, that men receive 

more sport and recreation opportunities. In contrast, men may feel a loss of opportunities and 

services when organizational staff try to increase services to girls and women (Paule-Koba, 

2013). When this approach is followed by staff, men typically feel that girls and women are 

receiving special treatment.  

Second, gender equity is defined as ensuring equal number of male and female programs 

(Hoeber & Frisby, 2000; Soler et al., 2017). Many professionals and administrators tend to 

perceive their program offerings as gender equitable, yet this is not the case. For example, 

Hoeber and Frisby (2001) interviewed an athletic director who stated that “eighty percent of… 

programs [are] gender balanced in terms of opportunities” (p. 195). In response to programs, 

gender equity has also been understood to sport and recreation professionals as providing 

equitable funding for both men and women. In this example, the researchers note that the 

majority of intercollegiate and recreation programs are targeted towards men. These programs 
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tend to receive higher amount of funds due to specific team needs. Third, gender equity means 

providing equal promotional or marketing support to men and women. Although, in Hoeber and 

Frisby’s (2001) case study, women dominated media coverage in sport organizations. 

Specifically, “female athletes … received more media attention than their male counterparts, 

illustrating that it is not always the male athletes who are privileged” (p. 192). Researchers 

concluded that sport managers were favouring female media coverage and in turn were 

promoting more opportunities and resources available for women. This example demonstrates 

that both men and women experience inequities in sport and recreation organizations. However, 

many sport and recreation professionals continue to perceive gender equity as a women’s only 

issue.  

Another meaning of gender equity derived from the literature is providing equal staffing 

opportunities for men and women in organizations. However, women lack the opportunities to 

advance their careers in an organization due to informal practices, stereotypical gender relations, 

symbols of success, and attempts to retain a strong public face (Ely & Meyerson, 2000; Shaw & 

Frisby, 2006). For example, subtle practices such as social events or meetings tend to be 

scheduled during childcare hours (Shaw & Frisby, 2006). Due to traditionally viewed gender 

roles, women largely take responsibility for providing childcare. Therefore, these practices 

demonstrate exclusionary behaviours among members in the organization. Further, “women [are] 

generally over-looked for promotions or job perks within sport organizations” (Shaw & Frisby, 

2006, p. 494). Those staff are those who are easily promoted and considered sometimes to have 

masculine qualities (e.g., powerful, driven) (Shaw & Frisby, 2006). Consequently, men are more 

likely to be promoted and hold leadership positions within the organization (Shaw & Frisby, 
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2006). As a result, men may be more likely to voice their opinions on larger issues such as 

policies in the organization.  

Gender equity also means providing accessible sport and recreation opportunities for all 

community members. Organizational leaders try to work towards ensuring that both men and 

women can access programs and facilities. However, women lack access to recreation 

opportunities due to deeper and broader social factors (Freysinger et al., 2013; Frisby et al., 

2007; Shaw & Frisby, 2006). These factors include their assumed role to provide care in the 

home (e.g., childcare, household chores), lack of income, high cost of programs, and lack of 

transportation. While these factors are outlined as separate, they are interconnected. Due to 

traditional gender roles, women tend to experience a double shift of work that happens within 

and outside the home. Women work during the day and then carry out household responsibilities 

such as child rearing and cleaning in the evening (Freysinger et al., 2013). As a result, women 

either experience unpaid work or they work during the day and have little time in the evening to 

engage in recreational activities (Frisby et al., 2007; Shaw & Frisby, 2006). Further, for women 

who work in the public sphere (i.e., outside the home), pay is typically inferior to men leaving 

them with less income to support recreational program fees. Local governments have recognized 

some of these concerns and formulated ‘Leisure Access Policies’ to subsidize program costs 

(Frisby et al., 2007; Shaw & Frisby, 2006). Despite this effort, many women are unaware that 

these policies exist since they have not been effectively advertised (Frisby et al., 2007; Shaw & 

Frisby, 2006). Therefore, access to sport and recreation is often a challenge for women. 

 Gender equity is also conceptualized as celebrating women’s differences relative to men 

(Ely & Meyerson, 2000; Meyerson & Kolb, 2000; Shaw & Frisby, 2006; Soler et al., 2017). This 

includes acknowledging that women have different interests and skills compared to men. As a 
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result, leaders tend to promote gender equity by offering positions where women can apply these 

skills to suitable areas within an organization such as maintenance or administrative roles (Shaw 

& Frisby, 2006). However, this approach to gender equity reinforces gender stereotypes and 

roles. 

As noted above, there are many meanings of gender equity. Overall, related research 

tends to focus on ensuring that all parts of an organization are equal. It is important to note that 

the terms ‘equality’ and ‘equity’ are different. Equality focuses on ensuring that women and men 

receive equal opportunities in society while equity emphasizes fairness (CPRA/ISRC, 2015; 

Shaw & Frisby, 2006; Shaw & Penney, 2003). Shaw and Penney (2003) argue that staff in 

organizations lack understanding of the distinction between the two terms. As result of this 

confusion, it has led to a failure in providing equitable sport and recreation for men, women, and 

transgendered individuals. Therefore, it is important for recreation professionals to form a 

universal definition of gender equity to help them foster a gender equitable organization. To 

achieve gender equity, policies are formalized to ensure that men, women, and transgendered 

individuals are treated fairly and equally. Meyerson and Kolb (2000) argue that while gender 

policies are perceived to be neutral they are “in fact, fashioned around the constraints and 

opportunities that characterize the lives of men” (p. 564). This becomes problematic as policy 

outcomes therefore neglect women and other gender identities (i.e., transgendered individuals) 

needs and interests. By also exploring transgender and gender queer experiences in sport and 

recreation, professionals can discover ways to ensure gender policies reflect the needs of men, 

women, and transgendered individuals. 
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Examining Gender Identities 

Scholars have provided key definitions and terminology when referring to gender 

identity. These definitions educate readers on the variety of ways people can identify and provide 

foundational knowledge prior to exploring transgender and gender queer experiences and policy. 

Transgender refers to someone who identifies with a different gender identity with which they 

were assigned at birth (Cunningham & Pickett, 2018; Jones et al., 2017; Kulick et al., 2019). 

Specifically, Jones et al. (2019) explained, the “term ‘transgender female individual’ refers to 

“individuals assigned male at birth, based on their genital appearance, but who later identify as 

female…[and] ‘Transgender male individual’ [refers to individuals] who are assigned female at 

birth, based on their genital appearance, but later identify as male” (p. 702). Queer refers to a 

person who does not conform to societal norms of sexuality and gender (Kulick et al., 2019). 

Gender queer refers to individuals who choose “a gender identity which exists outside of the 

man/woman binary” (Kulick et al., p. 943). Cisgender refers to people whose gender identity 

aligns with their gender assigned at birth (Jones et al., 2017). Agender refers to people who 

choose not to identify their gender (Kulick et al., 2019). By noting the different ways to self-

identify, sport and recreation professionals can become (a) educated on the challenges that are 

unique to different gender identities and (b) acquire a better understanding on how to approach 

policy writing which is considerate of transgender and gender queer experiences.  

Exploring Transgender and Gender Queer Experiences in Sport and Recreation 

In examining the literature pertaining to transgender and gender queer inclusion, 

recreation and sport policy studies originate from various domains including sport management, 

health, human relations, equity, and leisure studies (Beemyn et al., 2005; Cook & Glass, 2016; 

Cunningham, 2015; Cunningham & Pickett, 2018; Daly et al., 2015; Grossman et al., 2005; 
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Kulick et al., 2019; Jones et al., 2017; Oakleaf & Richmond, 2017; Patchett & Foster, 2015; 

Theriault, 2017). Specifically, these studies highlight (a) forms of discrimination against 

transgender and gender queer individuals in recreation, sport, and workplace settings; (b) the 

emotional and social impacts of alienation in sport and recreation spaces; (c) experiences of 

transgender athletes; (d) impact of gender composition in leadership positions on transgender and 

gender queer policy adoption and outcomes, and (e) constraints and supports that arise during the 

implementation of promising practices (Beemyn et al., 2005; Colgan et al., 2007; Cook & Glass, 

2016; Cunningham, 2015; Cunningham & Pickett, 2018; Daly et al., 2015; Grossman et al., 

2005; Kulick et al., 2019; Jones et al., 2017; Oakleaf & Richmond, 2017; Patchett & Foster, 

2015; Theriault, 2017). Collectively, these studies shed light on the existing issues and 

constraints transgender and gender queer individuals often experience in sport settings. 

Researchers have proposed recommendations to help sport and recreation professionals support 

and implement transgender and gender queer inclusive practices (Daly et al., 2015; Cook & 

Glass, 2016; Gillard et al., 2014; Jones et al., 2017; Kulick, 2019; Oakleaf & Richmond, 2017; 

Theriault, 2017). Within each of these studies, researchers also provide key definitions and 

insights on the inequities experienced by transgender and gender queer individuals. 

Transgender and Gender Queer Inequities and Constraints in Sport and Recreation 

There are several challenges and constraints transgender individuals face in sport, 

recreation, and organizational settings. Specifically, researchers identified transgender 

individuals face discrimination, sexism, prejudice, and barriers to sport and recreation (Beemyn 

et al., 2005; Cunningham, 2015; Daly et al., 2015; Kulick et al., 2019; Muchicko et al., 2015; 

Oakleaf & Richmond, 2017). Specifically, researchers indicated sport and leisure spaces are high 

risk settings where transgender individuals experience discrimination and prejudice (Beemyn et 
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al., 2005; Daly et al., 2015; Kulick et al., 2019; Cunningham, 2015; Muchicko et al., 2015; 

Oakleaf & Richmond, 2017). For example, Oakleaf and Richmond’s (2017) study explained 

“liminal private/public spaces like restrooms, locker rooms, and pools were identified as the 

most dangerous places in public recreation facilities, and participants often actively avoided such 

places” (p. 113). Collectively, researchers agreed public restrooms and locker rooms were 

primary spaces which reinforced binary norms of gender identity (Beemyn et al., 2005; Daly et 

al., 2015; Kulick et al., 2019; Muchicko et al., 2015; Oakleaf & Richmond, 2017). Researchers 

concluded that transgendered individuals experience higher levels of prejudice and 

discrimination (Cunningham & Pickett, 2018; Patchett & Foster, 2015). For example, 

Cunningham and Pickett’s (2018) study revealed: 

(a) trans prejudice was higher than prejudice expressed toward LGB individuals and these 

differences remained over time, (b) women and men expressed the same degrees of trans 

prejudice, and (c) trans prejudice significantly decreased over time, although the 

magnitude of the change was not as large as the corresponding decrease in LGB 

prejudice. (pp. 223-224)  

Many researchers have noted the emotional and social impacts of discrimination against 

transgender and gender queer individuals (Kulick et al., 2019; Oakleaf & Richmond; Patchett & 

Foster, 2015; Theriault, 2017). Emotional impacts of discrimination include sadness, fear (i.e., 

primarily safety in public spaces), depression, nervousness, anger, stress, anxiety, suicidal 

thoughts, and overall emotional distress (Jones et al., 2017; Kulick et al., 2019; Muchicko et al., 

2014; Oakleaf & Richmond, 2017; Theriault, 2017). Social impacts of discrimination include 

social exclusion, bullying, victimization (i.e., reports of physical abuse), avoidance, and 

disengagement in sport and leisure activities (Kulick et al., 2019). In these incidences, 
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transgender and gender queer individuals attach a negative association to sport activities and are 

unlikely able to optimize the benefits of sport and recreation. As a result, transgender and gender 

queer individuals may detach from sport engagements which pressure them to find other leisure 

pursuits that are more welcoming.  

Researchers also identified that transgender employees are also less likely to receive 

workplace benefits (Cunningham & Pickett, 2018). Several researchers identified that sport and 

recreation professionals fail to ensure inclusion for transgender and gender queer individuals. 

Specifically, sport and recreation professionals: (a) employ a gender bias in policy, programming 

and service delivery, (b) lack ability to recognize cisnormative assumptions when working with 

transgender and gender queer individuals, and (c) lack awareness of transgender and gender 

queer individuals and experiences (i.e., community members who identify as transgender and 

gender queer and policies pertaining to transgender) (Cunningham 2015; Oakleaf & Richmond, 

2017; Patchett & Foster, 2015; Theriault, 2017). Cisnormativity is embedded in policy and daily 

practices which present an accessibility issue for transgender and gender queer individuals who 

want to participate in programs and services (Oakleaf & Richmond, 2017). Oakleaf and 

Richmond (2017) argue “if social just and equitable leisure is the goal of both researchers and 

leisure providers, then the presence of the transgender community cannot be ignored or rendered 

invisible through cisnormative practices, policies and access” (p. 117). Therefore, recreation 

professionals should review existing policies and practices to ensure they are considerate of 

transgender and gender queer experiences.  

Ensuring Inclusion for Transgender and Gender Queer in Sport and Recreation 

Based on the existing challenges pertaining to gender inclusion, researchers proposed 

recommendations within their studies to help ensure sport and recreation professionals are 
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considerate of transgender and gender queer individuals. These recommendations included (a) 

creating safe spaces, (b) re-evaluating administration and registration forms, (c) engaging in 

transgender and gender queer training and mentorship, (d) ensuring accountability of staff 

behaviour, (e) marketing transgender individuals (i.e., including transgender into promotional 

materials and promoting transgender and gender queer related initiatives), (f) expanding program 

options, (g) understanding the barriers of transgender and increasing awareness of these 

experiences, and (h) engaging stakeholders and building coalitions (Beemyn et al., 2005; Cook & 

Glass, 2016; Daly et al., 2017; Jones et al., 2017; Oakleaf & Richmond, 2017; Theriault, 2017). 

These recommendations suggest additional meanings of gender equity by seeking to foster 

transgender inclusion. Theriault (2017) also describes these strategies as promising practices to 

ensure transgender and gender queer inclusion in sport and recreation settings. Researchers 

advise sport and recreation professionals to install and mandate single-stall lockable locker 

rooms and gender-neutral washrooms (Beemyn et al., 2005; Daly et al., 2015; Jones et al., 2017). 

Further, research suggests professionals display signs in facilities that indicate the location of 

these transgender and gender queer-friendly spaces (Beemyn et al., 2005; Daly et al., 2015). 

Patchett and Foster (2015) revealed “with only 27% of respondents stating they have clear 

signage indicating gender inclusive spaces, it recommended departments consider providing 

appropriate signage and marketing materials about inclusive facilities provided” (pp. 88 & 90). 

This informs transgender and gender queer individuals within communities that facilities and 

recreation spaces are welcoming and inclusive.  

Researchers also recommend professionals to engage in transgender and gender queer 

training where they can enhance their customer service skills and integrate their key learnings 

into new or existing policies (Beemyn et al., 2005; Daly et al., 2015; Gillard et al., 2014; Patchett 



  25 

& Foster, 2015; Theriault, 2017). For example, Daly et al. (2015) “recommend campus 

recreation practitioners engage in customer service trainings that go beyond the basics. 

Advanced topics of bystander intervention, inclusive language, conflict resolution, and campus 

resources further empower staff to respond to concerns from LGBTQ patrons” (p. 5). Patchett 

and Foster (2015) encourage professionals to incorporate scenario-based training exercises to 

prepare staff for difficult situations. Gillard et al. (2014) explained “including questioning of 

gender stereotypes in camp programming, regardless if transgender or gender nonconforming 

youth are present, can create a climate in which staff and campers are comfortable handling these 

issues” (p. 100). Researchers also suggest ensuring administrative material is transgender and 

gender queer-friendly (Beemyn et al., 2008; Patchett & Foster, 2015). Specifically, this includes 

removing male (“M”) and female (“F”) boxes in all administrative records (e.g., registration 

forms) and documents of the organization and allowing participants to self-identify their gender 

(Beemyn et al., 2005; Patchett & Foster, 2015).  

Researchers encourage professionals to be accountable of their behaviour (i.e., being 

critical of personal biases, body language, and priorities) (Cunningham, 2015; Theriault, 2017). 

Researchers advise professionals to ensure marketing materials, internet and/or organizational 

webpages provide representation of the transgender community (Gillard et al., 2014; Theriault, 

2017). However, there is limited research on marketing content that is reflective on transgender 

individuals in promotional materials and advertisements. Researchers also recommend 

professionals to expand programming that (a) did not present a binary between men and women 

and (b) where transgender individuals can acquire skills in the sport and leisure world that would 

aid one’s transition experience (Daly et al., 2015; Gillard et al., 2014; Grossman et al., 2005; 

Oakleaf & Richmond, 2017). For example, in Oakleaf and Richmond’s (2017) study, one 
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participant who identified as a transgender-male “imagined a transgender-only program that 

would help him learn the athletic skills that hadn’t been part of his upbringing as a female” (p. 

115). Researchers also advise professionals to identify barriers experienced by transgender and 

gender queer individuals and increase awareness of transgender populations (Beemyn et al., 

2005; Oakleaf & Richmond, 2017). 

Professionals are encouraged to be cognizant of the barriers to participation and translate 

this knowledge into policy (Oakleaf & Richmond, 2017). Researchers suggest professionals 

educate teams on gender and transgender inclusion, host or sponsor transgender and gender 

queer events, market services for transgender and gender queer, advertise transgender and gender 

queer inclusive policies, and help campaign against transgender and gender queer inequalities 

(Beemyn et al., 2005; Oakleaf & Richmond, 2017; Theriault, 2017). Lastly, researchers advise 

professionals consider reactions of stakeholder groups and build coalitions with agencies that 

provide knowledge of transgender and gender queer inclusion (Beemyn et al., 2005; Cook & 

Glass, 2016; Gillard et al., 2014; Oakleaf & Richmond, 2017; Theriault, 2017). Specifically, 

professionals should prepare to respond to resisting views from stakeholders around inclusive 

spaces (Theriault, 2017). Professionals should seek out networks to help meet the needs of 

transgender and gender queer participants and by “building coalitions with these agencies may 

provide professionals with access to additional human and knowledge resources which can be 

used to set inclusion programs up for success” (Vaid, 2012 as cited in Theriault, 2001, p. 131). 

These associated meanings and strategies to ensure gender equity for men, women, transgender 

and gender queer individuals provide insight on the ways gender equity is likely being 

operationalized and translated into policy outcomes.  
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While the literature provides insight on transgender and gender queer inclusion, the 

majority of studies were primarily performed by researchers in the United States (Cook & Glass, 

2016; Cunningham, 2015; Cunningham & Pickett, 2018; Grossman et al., 2005; Kulick et al., 

2019; Oakleaf & Richmond, 2017; Patchett & Foster, 2015; Theriault, 2017). Researchers 

approached their studies by applying the following theoretical frameworks: minority stress 

theory, transgender theory, social role theory, token theory, and mediation model. Researchers 

who conducted these studies primarily focused on understanding the experiences of transgender 

and gender queer individuals in the following contexts: campus recreation (Daly et al., 2015), 

school-based and/or collegiate sport, (Beemyn et al., 2005; Cunningham, 2015; Cunningham & 

Pickett, 2018; Kulick et al., 2019; Patchett & Foster, 2015;), private and elite/competitive sport 

(Jones et al., 2017), recreational level sport (Jones et al., 2017), and commercial firms and 

companies (Cook & Glass, 2016;). Only few researchers have explored transgender and gender 

queer experiences in the context of public recreation (Oakleaf & Richmond, 2017; Theriault, 

2017). Inclusively, existing literature presented a research gap to explore meanings of gender 

equity from the perspective of municipal recreation professionals within a Canadian context and 

examine professionals’ considerations of transgender and gender queer individuals during policy 

stages. The following section addresses the role of public policy and highlights the various 

challenges and critiques of gender equity policy implementation.  

Gender Equity in Public Policy 

In Canada, the local government is heavily responsible for ensuring that public policies 

benefit all community members. Further, public policies have a direct impact on organizational 

services, programs, and practices (Edginton, 2006; Riege & Lindsay, 2006). There is limited 

research around what specific strategies and existing challenges recreation professionals face 
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when applying gender equity in public policies. Rather, much of the literature around public 

policy included discussions around defining policy, policy formation, policy process, policy 

implementation (success) or (failure), and policy evaluation.  

Defining Policy 

According to Edginton (2006), policy is defined as either a plan or action by a 

government organization that aims to guide decisions and distribution of resources. Edginton 

(2006) identifies two main types of policies: formal and informal. Formal policies are typically 

found in written documents, purpose statements, and goals of the organization. Informal policies 

reflect the norms of the organization (Edginton, 2006). Other policies include major, secondary, 

functional, minor, procedural/operational, and rules-based. Major policies represent the forefront 

of the organization typically presented as a mission or purpose statement (Edginton, 2006). 

Secondary policies are more specific and seek to represent a target population (e.g., race, age, 

gender) (Edginton, 2006). Functional policies are reflected in management of the organization 

such as funding distribution, job descriptions, and programs (Edginton, 2006). Minor policies are 

considered as specific aspects of functional policies and tailored to each part of the organization 

(Edginton, 2006). Procedural policies are reflected in operational and facility management plans. 

Lastly, rules-based policies are based upon personal interpretation of staff members and 

operationalized daily within the organization (Edginton, 2006). These policies are enacted to 

enable organizations to reach their goals and mandates as well regulate behaviours amongst 

groups.  

Public Policy Process and Development 

Several researchers agree that the policy process is far from linear rather considered as 

‘messy’ or continuous (Edginton, 2006; Hankivsky & Cormier, 2011; Houlihan, 2005; Lavigne, 
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2014; Marsh & McConnell, 2010; Schofield, 2001). However, most researchers agree that 

traditionally there are three stages of the policy process: formulating, implementing, and 

evaluating (Hankivsky & Cormier, 2011; Houlihan, 2005; Schofield, 2006).  

Policy formation. Identifying the problem and formulating solutions. Policies are formed 

in institutions where problems are identified and multiple actors formulate solutions (Houlihan, 

2005). Example of actors include community members, recreation professionals, teachers, 

coaches, voluntary community organizations, governing bodies, members of private agencies, 

disadvantaged groups, and policy analysts (Edginton, 2006; Houlihan, 2005; Lavigne, 2014; 

Riege & Lindsay, 2006). Hankivsky and Cormier (2011) note that: 

Because there are so many of key stakeholders with various knowledge, biases, and 

understandings of inequalities involved in agenda setting, it is critical to understand who 

defines when, where, and why certain policy issues become important and which do not. 

(p. 222) 

Several ways to gain insights on policy from actors include community consultations, 

forums, public meetings, and focus groups. These opportunities allow actors to transfer 

knowledge about policies (Houlihan, 2005; Marsh & McConnell, 2010). In some cases, sport and 

recreation professionals import or transfer policies from successful organizations. Typically, 

organizations work with partners who have similar mandates and adopt each other’s policies 

(Riege & Lindsay, 2006). However, while many organizations may have similar goals or 

mandates they may still have different priorities and values (Pal, 2010). Policies can also be 

informed by policy experience (Schofield, 2001). Policy experts or analysts are recruited from 

organizations to seek advice. Further, policies can be informed by past policies (Lavigne, 2014). 

However, sport and recreation professionals that use past or traditional policies result in being 
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ineffective. Once solutions have been established, official proposals are written to inform the 

local government (Lavigne, 2014; Marsh & McConnell, 2010).  

Policy implementation: Action-oriented approach. Policies are implemented through 

the actions of local administrations and governmental/ nongovernmental departments. Several 

researchers identified some of the common reasons policies fail during the implementation stage 

(Frisby et al., 2007; Marsh & McConnell, 2010; Riege & Lindsay, 2006; Schofield, 2006; Soler 

et al., 2017). First, policy decisions are not always effectively communicated to actors, especially 

disadvantaged groups (Frisby et al., 2007; Riege & Lindsay, 2006). Second, staff of the 

organization are provided with little detail on how to implement policy (Schofield, 2006; Soler et 

al., 2017). Therefore, there is a strong need to provide strategies to assist recreation 

professionals. Third, policies that are developed to respond to urgent issues (Marsh & 

McConnell, 2010). Therefore, certain issues such as gender inequity becomes ignored. Also, 

policies that are transferred from one organization may not be fully applicable to other 

organizations (Houlihan, 2005). Lastly, fields such as sport and recreation are often less valued 

in public policy than other areas (e.g., public safety, health, education) (Crompton, 2009; 

Houlihan, 2005).  

Policy evaluation: Assessment and monitoring. Policy evaluation is an important tool 

for assessing the success and failure of policy initiative. More specifically, policy evaluation 

“involves evaluating whether policy objectives have been achieved” (Hankivsky & Cormier, 

2014, p. 222). Considering that success is challenging to measure, policy evaluation acts as an 

important tool for professionals to monitor the progression of a policy. Further, evaluations 

provide accountability for organizations (Marsh & McConnell, 2010). The majority of evaluation 

tools are quantitative-based and designed for client-oriented programs (Marsh & McConnell, 
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2010). However, quantitative measures only offer specific options for respondents. Unlike 

quantitative measures, qualitative assessments can provide a deeper understanding on the 

strengths and weaknesses of a policy.  

Overall, policies aim to help organizations achieve goals of the local government and 

provide professionals direction during their daily practice. Additionally, professionals must 

ensure that “all persons have the right to leisure through economic, political, and social policies 

that are equitable and sustainable” (Edginton, 2006, p. 4). However, sport and recreation 

professionals face challenges when trying to implement gender equity policies.  

Challenges Associated with Implementing Gender Equity Policies 

Previous research has explored transgender policies in campus recreation settings, elite 

sport organizations, and commercial firms/companies (Cook & Glass 2016; Cunningham & 

Pickett, 2018; Jones et al., 2017; Oakleaf & Richmond, 2017; Patchett & Foster, 2015; Theriault, 

2017). Among research studies, findings reveal majority of public recreation and sport 

institutions do not have policies related to transgender participants (Oakleaf & Richmond, 2017; 

Patchett & Foster, 2015). Patchett and Foster’s (2015) study identifies a need for transgender 

policies when administrating a questionnaire to staff of North American college recreation 

departments: 

despite only 21% of respondents having transgender policies in place, the majority of 

respondents (79%) moderately or strongly agreed their department’s mission, vision, or 

values addressed diversity in some manner and disagreed that their departments had 

shown resistance to implementing transgender policies. Campus recreation departments 

appear to recognize the need for transgender-inclusive policies, are not experiencing 

resistance to the creation of such policies, but yet are not implementing them at high 
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rates. (p. 90)  

Previous scholars indicate transgender policies are primarily focused on gender-inclusive 

bathrooms, locker rooms, non-discrimination of sexual orientation, hormone eligibility in elite 

sporting competitions (Cook & Glass, 2016; Patchett & Foster, 2015). Jones et al. (2017) 

perform a systematic review of the literature pertaining to transgender inclusive policies in a 

sport context: “of the 31 transgender inclusive policies reviewed, 13 were from the USA. Ten of 

the policies reviewed were from the UK. One policy was from Australia. The rest of the policies 

(n = 7) were international” (p. 707). Little research has explored transgender inclusive policies 

within Canada. It is in this systematic review where it is concluded that the majority of policies 

pertaining to transgender in a sport context are primarily focused on ensuring inclusiveness for 

transgender athletes (i.e., determining an agreement whether transgender individuals have an 

advantage over its competitors) (Jones et al., 2017).  

Scholars recognize that policy makers are (a) medicalizing gender, (b) excluding 

transgender individuals who do not wish to have surgery, and (c) assuming transgender males do 

not have athletic advantages in sport arenas (Jones et al. 2017). Additional challenges are 

identified by researchers pertaining to transgender policies. These include: poor policy 

execution, financial constraints, viewing transgender policies as a symbol for organizations, 

perceiving transgender policy as controversial, adopting policy, and lack of consideration of 

transgender experiences in leisure fields ( Cook & Glass, 2016; Patchett & Foster, 2015; 

Theriault, 2017). Cook and Glass (2016) argue that “racial/ethnic minorities may be less likely to 

support LGBT[Q]-friendly policies than others (e.g., Hill, 2013), and that attitudes toward 

LGBT[Q]-related issues may be shaped by the interaction between multiple social categories 

including gender, race/ ethnicity, religion and age” (p. 1451). Research suggests the presence of 
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women, diverse employees, councils, and network groups are more likely to support diversity 

and principles of inclusion which can break normative pressures that influence transgender 

policy adoption (Cook & Glass, 2016). Policy makers not only restrict participation opportunities 

for transgender individuals but lack consideration of transgender experiences in other sport-

related or leisure fields (Cunningham & Pickett, 2018; Jones et al., 2017). Therefore, it is crucial 

that policies consider interest of all stakeholders (Kulick et al., 2019) as the “benefits of such 

policies are manifold and include a reduction in workplace stress, a more supportive and 

inclusive workplace environment” (Cook & Glass, 2016, p. 1448).  

Professionals are primarily unaware of the gender equity policies that exist within their 

organization (Hoeber & Frisby, 2001). Professionals have also demonstrated to have multiple 

understandings of gender equity (Hoeber & Frisby, 2001; Meyerson & Kolb, 2000; Soler et al., 

2017). If professionals have different meanings associated with gender equity, actions and 

intended outcomes differ within the organization. There is also a fear associated with being 

labelled as a feminist if professionals voice or demonstrate a strong focus for gender equity 

(Soler et al., 2017). Further, professionals fear that they may lose their job if they challenge those 

in authority on the topic (Shaw & Penney, 2003). Another challenge is that staff’s beliefs, 

attitudes, and values may coincide with the organization’s (Cureton & Frisby, 2011). Therefore, 

professionals’ personal beliefs around gender equity can influence policy making and 

implementation. Depending on the organization, certain organizational values are viewed as 

more important than others (Hoeber, 2007; Hoeber & Frisby, 2006). Further, sport and recreation 

professionals tend to direct their attention to higher demands (e.g., programming, marketing, 

facility space). As a result, gender equity policies can become ignored.  
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Tensions between social and neo-liberal ideologies. In addition to the above 

challenges, sport and recreation professionals are faced with providing quality recreation services 

with limited revenue. Researchers have explored the impacts of social and neo-liberal ideologies 

in local governments. Social liberalism is the leading ideology that governed the public sector 

within in Canada (Brodie, 2007; Cureton & Frisby, 2011). Social liberalism is understood by 

researchers as advancing social goals of equality and democratic rights by strategically managing 

existing resources (Brodie, 2007; Cureton & Frisby, 2011). Researchers have identified five 

specific values that are associated with social liberal ideology: social justice, social inclusion, 

community development, ethic of care, and accommodating diversity (Brodie, 2007; Cureton & 

Frisby, 2011, Karlis, 2004, Lazzarato, 2009; Ponic, 2007). These values seek to advance social 

goals, ensure equal opportunity, focus on meeting needs of community members, ensure 

citizenship rights, and recognizing and supporting differences among others (Brodie, 2007; 

Cureton & Frisby, 2011; Donnelly & Coakley, 2002; Karlis, 2004, Lazzarato, 2009; Ponic, 

2007).  

Based on these values, advancing gender equity is considered an act of social liberalism 

(Keddie, 2010). By practicing social liberal values, recreation professionals are more likely to 

support gender equity policy initiatives. In contrast to social liberalism, neo-liberalism is an 

ideology which focuses on individualization, economic freedom, efficiency, accountability, 

revenue generation, and maximization of resources (Cureton & Frisby, 2011, Keddie, 2010, 

Ranson, 2003; Tapper & Kobayashi, 2018). This ideology grew because of reduced budgets and 

fiscal cutbacks from higher levels of governments which pressured departments to cut costs 

(Cureton & Frisby, 2011; Thibault et al., 2004). While social liberalism is embedded within the 
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public sector, municipal recreation departments have shifted to a neo-liberal ideology which has 

influenced policy development and implementation.  

Neo-liberal ideologies have shifted policy (largely in higher levels of government) 

approaches in six ways. These include (a) viewing citizens as consumers, (b) blaming the victim, 

(c) demonstrating increased accountability, (d) shifting efforts to focus on middle and upper class 

citizens, and (e) privatizing/contracting services (Brodie, 2007; Cureton & Frisby, 2011; Sager, 

2011; Tapper & Kobayashi, 2018; Thibault et al., 2004). Neo-liberal ideology emphasizes high 

performing organizations and profit-making and has changed from a community perspective to a 

business-oriented perspective (Cureton & Frisby, 2011; Shaw & Frisby, 2006; Shaw & Penney, 

2003; Soler et al., 2017). Keddie (2010) also explains “within this paradigm, social inequity is 

rationalised as personal choice/responsibility and individual failure rather than as a condition 

created by broader social systems and practices” (p. 140). This mindset argues citizens should be 

optimizing the use of public facilities rather than addressing social inequalities (Coalter, 2000; 

Tapper & Kbayashi, 2018).  

Considering the fiscal constraints provided by provincial governments, several 

researchers note that the implementation of gender equity policies serve to acquire funding for an 

organization (Edginton, 2006; Hoeber & Frisby, 2001; Lavigne, 2014; Shaw & Penney, 2003). 

Grant organizations set funding criteria to ensure that organizations are proactively striving to 

address issues of gender harassment and discrimination (Edginton, 2006; Hoeber & Frisby, 2001; 

Lavigne, 2014; Shaw & Penney, 2003). As a result, leisure policies pertaining to inclusion are 

symbolic and necessary to ensure organizations are (a) eligible to receive grant funding and (b) 

reflect social liberal values (Cureton & Frisby, 2011; Edginton, 2006; Hoeber & Frisby, 2001; 

Lavigne, 2014; Shaw & Penney, 2003). Cureton and Frisby (2011) study reveal that staff are 
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more likely to work in organizations that align to their personal values. Further, their study 

reveal that staff hold both social and neo-liberal values during their practice which propose 

tensions in policy and practice (Cureton & Frisby, 2011). Specifically, it is reported:  

Some staff held both social liberal and neo-liberal values and a few even saw revenue 

generation, a neo-liberal value, contributing to social liberal values such as social 

inclusion. In this way, values from competing ideologies were sometimes held 

simultaneously by both individuals and their workplaces, and one set of values may 

contribute to those underpinning another ideology in certain circumstances. At other 

times, tensions were created because doing social liberal work with economically 

disadvantaged citizens did not contribute to fiscal goals and demands for accountability 

that are pressuring local governments to operate in more business-oriented ways. 

(Cureton & Frisby, 2011, pp. 19-20) 

These tensions are problematic when trying to implement policies that reflect social liberal 

values, and at the same time meet budget priorities. Limited funding and provincial mandates 

have forced local governments to prioritize revenue generation. These organizational priorities 

help contribute to global capitalism and the nation’s overall economic wellbeing (Keddie, 2010). 

As a result, gender equity policies may be neglected and unsuccessfully executed within 

municipal recreation departments. It is important to recognize social liberal and neo-liberal 

ideologies can shape policy. The implications of these ideologies can “play a role in ensuring the 

reproduction of the necessary social conditions, norms, values, relations of ruling, etc., that allow 

for (present and future) action” (Paterson, 2010, p. 400). Therefore, social and neo-liberal 

ideologies play a vital role in the outcomes of gender policies.  

Rationalizing gender inequity and lack of support. Another challenge trying to 



  37 

implement gender equity policies is the lack of specific mention of gender equity in plans or 

reports (Shaw & Penney, 2003). This reveals that there is no push for equitable sport and 

recreation opportunities in governing documents at the local level. Many professionals also 

believe that either gender equity has been achieved or does not apply to their 

organization/community (Hoeber, 2007; Frisby, 2006; Shaw & Penney, 2003). Further, several 

sport and recreation professionals rationalize inequities or accept that gender equity is impossible 

to achieve (Hoeber, 2007; Riege & Lindsay, 2006). These mentalities ignore that gender inequity 

remains existent in many sport and recreation organizations. As a result, it is possible that gender 

equity policies are not in place in local government organizations.  

Most of the public policy studies have been explored by political, environmental, and 

economic scholars, therefore there is a gap in understanding public policy in other areas of study 

(Houlihan, 2005; Pierce et al., 2017; Schofield, 2001). Researchers identify a need to investigate 

policy implementation among various disciplines (Houlihan, 2005; Schofield, 2001). Further, 

Schofield (2001) adds that “implementation studies have the potential to concentrate the real 

problems of how ordinary public services managers operationalize often ambiguous policy” (pp. 

259-260). It remains unclear how recreation professionals apply gender equity in their policies. 

Also, there is a lack of research around the current challenges professionals face today when 

trying to integrate gender equity policies in a local government organization. By examining 

various policy studies and systematic reviews, researchers argued the Advocacy Coalition 

Framework (ACF) was the best frame for public policy analysis to capture the complexities of 

the policy process; including identifying actors and external events that influence policy change 

(e.g., Houlihan, 2005; Lavigne, 2014; Schofield, 2001; Shanahan et al., 2008). This framework 

allows researchers to highlight the intricacies of actors’ beliefs, constraints, and resources that 
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influence public policy. The following paragraphs provide a detailed explanation and rationale 

for selecting the ACF for this study.  

Advocacy Coalition Framework 

The ACF was developed in 1988 by Paul Sabatier and Hank Jenkins-Smith (Sabatier, 

1988). This framework supports the notion that the policy process is complex and influenced by 

several external factors. The ACF was designed to guide policy researchers by focusing on the 

relations among policy subsystems, actors in the policy process, and areas of policy-oriented 

learning. The framework was revised in 1993 because of added research on policy (cf. Sabatier 

& Weible, 2007). By 1998, several additional studies applying this framework in various 

countries are published (cf. Sabatier & Weible, 2007). Researchers who have applied the ACF 

originate from Canada, Europe, and the United States, with most research being undertaken in 

Europe (cf. Pierce et al., 2017; Sabatier & Weible, 2007; Weible & Sabatier, 2007). Pierce et al. 

(2017) note that “since 2007, the ACF has developed new concepts and has been cited over 

1,000 times” (p. 14). This framework has been utilized by many researchers in different policy 

areas of study. Most applications of the ACF have focused on environmental or energy policy, 

economic policy, social policy, and transportation policy (Pierce et al., 2017; Weible et al., 

2011). Pierce et al. (2017) explained the application of sport and recreation policy is limited. 

However, when referring to the figure below, other applications of the ACF include sport 

domains (i.e., the ACF was applied to study the access of major events on television under 
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European law). The figure below, presented by Pierce et al. (2017), illustrates the number of 

applications of the framework in different subjects.  

Houlihan (2005) also argued that the “application of the ACF in sports policy has been limited” 

(p. 174). Houlihan (2005) identified applications of the ACF to the analyses of elite sport found 

in Australia, Canada, and United Kingdom. Specifically, the ACF was used to help explore the 

changing status of school sport and physical education.  

Key Terms and Concepts  

Below is a visual representation of the ACF. This diagram is used to guide an explanation 

of the key terms and concepts within the ACF. 

 

 

Figure 1. Advocacy Coalition Framework Applications by Policy Domain (n=161).  

Note. Pierce, J. J., Peterson, H.L., Jones, M. D., Garrard, S. P., & Vu, T. (2017). There and back again: A tale of  

the advocacy coalition framework. Policy Studies Journal, 45(1), 22.  
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Figure 2.  Flow Diagram of the Advocacy Coalition Framework 

 

 

 

 

On the right side of the diagram, a policy subsystem is defined by geographic boundaries, 

topic, and policy participants (Jenkins-Smith et al., 2014; Pierce et al., 2017; Sabatier, 1988; 

Sabatier & Weible, 2007; Weible & Sabatier, 2007). In this study, the policy subsystem would 

be classified as ‘gender equity policy in [city], Ontario.’ Policy participants/actors include 

researchers, community interests’ groups, all levels of government, public relations, and 

members of non-profit/commercial organizations. Below the policy subsystem are coalitions, the 

term ‘advocacy coalition’ is central to understanding this framework. Advocacy coalitions are 

“groups of policy actors that [who] share policy core beliefs and coordinate their behaviour to 

influence the policy process” (Pierce et al., 2017, p. 16). These actors are grouped together based 

upon their similar beliefs (e.g., equality, social justice, religion). On average, in one subsystem, 

there can be up to five coalitions (Sabatier & Weible, 2007). These coalitions compete and 

coordinate with each another to achieve policy objectives. However, when conflicts arise, a 

‘policy broker’ is recruited as a third-party member and/or expert on the topic who can act as a 

Note. Jenkins-Smith, H. C., Nohrstedt, D., Weible, C. M., & Sabatier, P. A. (2014). The advocacy coalition framework: 

Foundations, evolution, and ongoing research. In P. A. Sabatier & C. M. Weible (Eds.), Theories of the Policy Process (p. 194). 

Boulder, CO: Westview Press. 
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mediator between coalitions (Houlihan, 2005; Pierce et al., 2017; Sabatier & Weible, 2007; 

Weible & Sabatier, 2007).  

The upper left box of the diagram identifies relatively stable parameters. These 

parameters include (1) basic attributes of the problem area, (2) basic distribution of natural 

resources, (3), fundamental socio-cultural values and social structure, and (4) basic constitutional 

structure (Pierce et a., 2017; Sabatier, 1988; Sabatier & Weible, 2007; Weible & Sabatier, 2007). 

Essentially, these are systemic structures and social values of a subsystem that are stable over a 

period of time and resistant to change. In the bottom left box of the diagram is external events. 

There are four external events that can contribute to a shift in a policy subsystem, (1) socio-

economic changes, (2) changes in public opinion (e.g., public requests a change for policy), (3) 

changes in government coalitions, and (4) policy decisions and impacts from other subsystems 

(Pierce et al., 2017; Sabatier, 1988, Sabatier & Weible, 2007; Weible & Sabatier, 2007).  

In the middle of the diagram are two boxes identified as long-term coalition opportunity 

structures and short-term constraints and resources of subsystem actors. The top box refers to the 

degree of consensus needed for major policy change in a policy subsystem. The bottom box 

refers to constraints actors face and the resources that are available to them (Pierce et al., 2017; 

Sabatier, 1988; Sabatier & Weible, 2007; Weible & Sabatier, 2007). Resources are listed as (1) 

formal legal authority, (2) public opinion, (3) information, (4) mobilized troops, (5) financial 

resources, and (6) skillful leadership (Sabatier & Weible, 2007; Weible & Sabatier, 2007). Policy 

actors can also be in positions of legal authority which provides them with power over other 

members of the coalitions. Further, public support is needed to shift resource distribution and 

coalitions’ thinking. Information such as research is used to compete against coalitions and sway 

public opinion. Acquiring financial resources are useful in purchasing and accessing venues to 
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discuss policy. Lastly, skillful leaders are needed to guide coalition’s actors (Sabatier & Weible, 

2007; Weible & Sabatier, 2007).  

The final key concept that the ACF presents is centred around the four pathways to belief 

and policy change. The four pathways are (1) external shocks, (2) internal shocks, (3) policy-

oriented learning, and (4) ‘hurting stalemate’ (Pierce et al., 2017; Sabatier & Weible, 2007; 

Weible & Sabatier, 2007). External shocks are described as shocks or crises external to the 

subsystem. These crises spark a need for a quick policy change and can alter policy core beliefs 

(Pierce et al., 2017; Sabatier & Weible, 2007; Weible & Sabatier, 2007). An example of an 

external shock is a release in the media around the lack of equitable services for women. In 

comparison, internal shocks are described as shocks or crises internal to the subsystem. An 

example of an internal shock is a major conflict arising within the organization. These shocks 

can alter views of policy actors and thus help reinforce the need for a quick policy change. 

Another example of an internal shock can be through policy-oriented learning. According to 

Pierce et al. (2017), “policy-oriented learning occurs when policy actors consider alternative 

forms of beliefs associated with obtaining a goal” (p. 16). Actors can learn through previous and 

existing studies as well in the implementation phase (Houlihan, 2005; Sabatier & Weible, 2007; 

Weible & Sabatier, 2007). Lastly, a ‘hurting stalemate’ is a period where groups (coalitions) 

cannot come to an agreement however each group seeks to ‘win.’ During this time, members of 

the community become frustrated and a policy broker may be hired to help the decision-making 

process (Sabatier & Weible, 2007; Weible & Sabatier, 2007). Overall, the components of the 

ACF bring attention to the complexity of the policy process. Further, this framework aims to 

identify that there are multiple actors and external factors that play a role in the development and 

implementation of policy.  
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Key Assumptions 

There are several key assumptions with the ACF. First, the ACF assumes a time 

perspective of at least a decade (Houlihan, 2005; Pierce et al., 2017; Weible & Nohrstedt, 2012). 

This time frame allows researchers to gain a full understanding of a policy subsystem. Second, 

the ACF assumes that the primary focus is on a policy subsystem (Houlihan, 2005; Pierce et al., 

2017). Third, the ACF assumes that a subsystem involves many actors from different levels of 

government who play a role in the policy process (Houlihan, 2005; Weible & Sabatier, 2007). 

Fourth, the ACF assumes that actors strategically use resources including technical information 

to influence policy decisions (Houlihan, 2005; Weible & Sabatier, 2007). Fifth, the ACF 

assumes that policies reflect values and priorities of coalitions (Houlihan, 2005). Lastly, the 

“ACF assumes that individuals have a three-tiered hierarchal belief system” (Weible & Sabatier, 

2007, p. 127). At the top tier are deep core beliefs, which are strong beliefs that are resistant to 

change (e.g., human rights, cultural identity) (Pierce et al., 2017; Sabatier, 1988; Sabatier & 

Weible, 2007; Weible & Nohrstedt, 2012). The middle tier is composed of policy core beliefs, 

which are empirical beliefs that can change through policy-oriented learning or external events 

(Pierce et al., 2017; Sabatier, 1988; Sabatier & Weible, 2007; Weible & Nohrstedt, 2012). 

Examples of policy core beliefs include perceptions on issues, priorities, and policy tools. The 

bottom tier are secondary policy core beliefs which are policy preferences that are easily changed 

(Pierce et al., 2017; Sabatier, 1988; Sabatier & Weible, 2007; Weible & Nohrstedt, 2012). 

Examples of secondary policy core beliefs include perceptions of rules, guidelines, and budgets.  

Strengths of Utilizing an Advocacy Coalition Framework 

There are three strengths of using an advocacy coalition framework for policy analysis. 

First, the ACF provides an alternative lens to other policy analysis frameworks such as the 
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Institutional Analysis Development Framework (IADF) (Houlihan, 2005; Weible & Sabatier, 

2007). The IADF assumes that institutions play a larger role in the public policy process relative 

to actors (Houlihan, 2005; Weible & Sabatier, 2007). Second, the ACF is flexible to help 

understand multiple policy conflicts (Weible & Sabatier, 2007). Lastly, the ACF provides a 

strong theoretical foundation for researchers studying public policy (Houlihan, 2005; Pierce et 

al., 2017; Sabatier & Weible, 2007; Weible & Sabatier, 2007). Despite some of these strengths, 

researchers have identified some weaknesses and limitations to utilizing the ACF in practice 

(Weible & Sabatier, 2007; Weible et al., 2011).  

Weaknesses and Limitations of Utilizing an Advocacy Coalition Framework 

There are three identified weaknesses of using the ACF for policy analysis. First, 

applying the ACF may be challenging for researchers since the assumed timeline is ten years and 

typically involves mixed methods (Weible & Sabatier, 2007). However, Weible and Sabatier 

(2007) suggest that researchers should pursue a qualitative research method (including 

interviews and document analysis) if applying the ACF in a shorter time span. Pierce et al. 

(2017) add the frequent type of method used has been qualitative inquiry, more specifically the 

case study approach. Second, there is a lack of knowledge of the application of the ACF in other 

disciplines (Weible et al., 2011). Lastly, most researchers who have applied the ACF have 

focused on analyzing national government policies even though the ACF is applicable at all 

levels of government (Pierce et al., 2017).  

As previously mentioned, many of the applications of the ACF have been in areas of 

study such as environmental or energy policy, economic policy, social policy, and transportation 

policy. There is a need to apply the ACF in different areas of study such as recreation. Second, 

there is a need to apply the ACF to other levels of government such as local. Research analyzing 
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the local government policies using the ACF can contribute to this gap. While considering the 

timelines for my thesis project, Weible and Sabatier (2007) encourage novice researchers to 

embrace the flexibility of this framework and allow them to choose aspects that resonate with the 

scope of their study. As such, a qualitative case study approach serves to understand the ways in 

which a local government recreation department applies gender equity in its policies using the 

ACF developed by Sabatier and Jenkins-Smith (1988) and adapted by Jenkins-Smith et al. 

(2014). The ACF assists in understanding how actors in advocacy coalitions present strategies 

and/or challenges for recreation professionals applying gender equity in the department’s 

policies. Further, the ACF assists in understanding how external and internal factors play a role 

in the implementation of gender equity policies within a local recreation department.  

In light of existing literature and the ACF, the following chapter reviews qualitative 

inquiry as an appropriate research design to capture meanings of gender equity and experiences 

associated with trying to operationalize gender equity into new and existing policies. Further, the 

next chapter provides an overview of case study research whereby Merriam's (2009) step-by-step 

process was relied on when collecting and analyzing responses of recreation professionals from a 

local government recreation department within Ontario. Lastly, the following chapter dives 

deeper into the data collection stage of this study. 
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Chapter Three: Research Methods 

The purpose of this study was to explore the ways in which a local government recreation 

department applies gender equity in its policies followed by three research questions: 

1. What meanings do recreation professionals associate with gender equity? 

2. How do recreation professionals operationalize gender equity into existing and new 

policies? 

3. How do actors in advocacy coalitions present strategies and/or challenges for 

recreation professionals trying to operationalize gender equity in their department’s 

policies? 

This chapter provides an overview of qualitative research followed by an in-depth discussion of a 

case study approach. This section explains the purposeful sampling technique that was used for 

selecting a case and participants (as suggested by Merriam, 2009). Further, descriptions of the 

following research procedures are included within this section: gaining access, recruitment, data 

collection, and analysis. This chapter concludes with explaining data management techniques to 

ensure easy access and retrieval. Lastly, this chapter highlights the measures undertaken to 

ensure trustworthiness and credibility. 

Taking a Qualitative Approach 

In light of my research purpose to explore the ways in which a local government recreation 

department applies gender equity in its policies, a qualitative approach was used. Qualitative 

research is defined as a form of inquiry that aims to understand a phenomenon through 

individuals’ perspectives and experiences (Creswell, 2013; Merriam, 2009). The purpose of 

qualitative research is to provide a deeper understanding of events, meanings, situations, and 

experiences (Creswell, 2013; Merriam, 2009). One element of community-based qualitative 
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research noted by Johnson (2017) is to uncover findings that can be transformative. Such 

findings can offer recreation professionals insight to improve policies. Further, qualitative 

research is an inductive process whereby the intent is to inductively derive theory from the data 

as opposed to collecting data to test hypotheses and/or theory. Other characteristics and 

components of qualitative research design include being “emergent and flexible… purposeful… 

and [conducting the study] in the natural setting” (Merriam, 2009, pp. 16-17). Qualities of 

qualitative researcher include being open-minded and relationship-oriented (Johnson, 2017). I 

believe these two qualities match my personality as a student and novice researcher. Therefore, 

taking a qualitative research approach is best suited to my research purpose and character. 

Qualitative researcher Merriam (2009) uses an interpretivist/constructivist lens and provides 

researchers with a step-by-step guide to the research process. She dedicates herself largely to 

case study methodology which had led me to rely on her expertise for the research method of my 

study. 

Utilizing an Instrumental Case Study  

To analyze the ways in which a local government recreation department applies gender 

equity in its policies, an instrumental case study was used. A case study is defined as “an in-

depth description and analysis of a bounded system” (Merriam, 2009, p. 40). A case can be 

classified as an individual, program, department, organization, or community (Baxter & Jack, 

2008; Creswell, 2013; Merriam, 2009; Yin, 2009). A case has set boundaries attached to 

distinguish it from other forms of qualitative methodology (e.g., phenomenology, grounded 

theory). The case in this study is bounded by selecting a local government recreation department. 

Further, case studies are beneficial when a researcher seeks to answer “how” and “why” 

questions (Starman, Charles, Ploeg, & McKibbon, 2013). The research questions of this study 
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included: (1) What meanings do recreation professionals associate with gender equity? (2) How 

do recreation professionals operationalize gender equity into existing and new policies? and (3) 

How do actors in advocacy coalitions present strategies and/or challenges for recreation 

professionals trying to operationalize gender equity in the department’s policies? A case study 

approach is helpful in answering these research questions. As opposed to collective and intrinsic 

case studies, a single instrumental case study aims to provide insight on an issue or concern and 

then select a case that can demonstrate this issue (Baxter & Jack, 2009; Creswell, 2013; 

Merriam, 2009). Creswell (2013) supports a single case study approach by arguing that selecting 

multiple cases must be reasoned by the research purpose but can also lead to confusion and 

ambiguity.  

Limitations and Addressing Critiques of Case studies 

The following are limitations and criticisms of utilizing a case study approach. First, a 

limitation of a case study is that the investigator is heavily reliant on his or her own abilities 

throughout the process (Merriam, 2009; Starman et al., 2013). However, this limitation can be 

mitigated through consulting my supervisory committee on a regular basis (Creswell, 2013; 

Merriam, 2009; Starman et al., 2013). Second, the case study is critiqued on the lack of 

representation or generalizability (Merriam, 2009; Starman et al., 2013). A qualitative case study 

aims to fill knowledge gaps that can be transferred among researchers and readers as opposed to 

trying to generalize findings. Lastly, case study researchers tend to lack awareness of their own 

personal biases (Merriam, 2009; Starman et al., 2013). The following paragraph describes biases 

and how I stayed reflexive throughout the research process.  

Creswell (2013) adds that being reflexive allows the researcher to ensure trustworthiness 

within the study. Throughout university and working within a local government, I developed 
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self-awareness and interest around the relationship between recreation and gender. During 

university studies, I learned to think critically around how gender is related to different domains 

of our lives such as recreation. By completing sociology, women and gender studies, and gender, 

leisure, and families courses, I began to consider the role of gender and apply this knowledge to 

my university program in recreation and leisure. For example, I considered how gender plays a 

role in areas such as recreation policies, programming, and practices. My experience working in 

a local government for seven years also allowed me to develop knowledge around policies, 

programs, and practices in a local government recreation department. Further, this experience 

has allowed me to become more aware of the need to foster inclusive recreation for all members 

in the community. During my experience in local government recreation programs, I observed 

children who were unable to participate in programs due to the marketed gender-specific policy 

(i.e., boys-only, girls-only). Further, I observed staff conversations around gender-specific 

program criteria. In these conversations, staff would argue that these programs reproduced 

gender norms and presented a barrier for those individuals who did not align themselves to a 

specific gender. As a student, woman, future recreation practitioner, and researcher, I align 

myself with these beliefs and ideas.  

Johnson (2017) suggested that researchers should journal their thoughts, assumptions, 

and concerns throughout the research process. Throughout data collection and analysis, I 

maintained reflective logs in the hopes of making myself more aware of my underlying 

assumptions and biases. Also, I committed to staying open-minded to participants’ responses and 

considering other factors that can contribute to the implementation of policies. Lastly, I followed 

Merriam’s (2009) rule of revisiting the framework being used to direct the study as a guideline 

for analysis. 
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Strengths of case studies. The following are several strengths of utilizing a case study 

approach. First, case studies provide a rich and naturalist understanding of a phenomenon 

(Merriam, 2009). Second, case studies act as resources for professionals to improve practices and 

policies (Merriam, 2009). Third, case studies act as a tool for knowledge transfer where readers 

can highlight aspects of a study that are helpful for their own purposes (Merriam, 2009). Fourth, 

case studies provide an opportunity for readers to develop different views of reality (Starman et 

al., 2013). Merriam (2009) argues that the strengths of case studies outweigh the limitations. 

These strengths rationalized my choice of a case study to research the topic of gender equity 

policy within a local government recreation department.  

Purposeful sampling and case selection. To identify the sampling strategy, I reviewed 

comparative studies around the three qualitative traditions of phenomenology, grounded theory, 

and case study. While other traditions focus on theoretical saturation or theory building, case 

study sampling focuses on two parts: (1) case selection and (2) data sources in the case (i.e., 

participants, documents, observations) (Gentles, Charles, Ploeg, & McKibbon, 2015; Merriam, 

2009). The analyses by Gentles et al. (2015) highlight the “little usage of the term purposeful and 

purposive in relation to sampling in grounded theory or phenomenology” (p. 1778). Therefore, 

the purpose of this sampling strategy was to select a case where participants have knowledge of 

the National Framework for Recreation in Canada (2015) as well work towards gender equity, 

including inclusivity and access throughout local government recreation policies. To select a 

case, Merriam (2009) suggested that set criteria should be established. For this study, the best 

case (i.e., local government recreation department) had to meet the following criteria: 

1. The local government recreation department must demonstrate an alignment with the 

vision and goals of the National Framework for Recreation in Canada (2015).  
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2. The local government recreation department must demonstrate work efforts and 

activities related to gender equity, access, and inclusivity through reviewing online 

strategic plans, reports, and mission statements.  

3. The local government recreation department must be in Ontario, Canada for the ease 

of access and convenience for the researcher.  

4. Professionals and employees of the local government recreation department must have 

been employed within the department for a minimum of five years (as suggested by 

Merriam, 2009) to provide knowledge of, and familiarity with, current policies. 

In addition to these criteria, Starman et al. (2013) argued that cases selected on prior 

knowledge can lead to a better research plan. Through my existing knowledge (which stems 

from conference presentations and networking), one local government recreation department had 

demonstrated eligibility and willingness to partake in the study. Regarding sample size of 

participants, Merriam (2009) argues that it depends on the research questions being asked. Since 

I am targeting recreation professionals of a single local government recreation department, the 

sample of recreation professionals was determined by the number of individuals holding 

leadership and management positions within the local government recreation department. 

Case selected. Based upon the eligibility criteria of this study, the City of Canber2 

demonstrated an alignment with the National Framework for Recreation in Canada’s vision and 

goals; its efforts towards equity, inclusivity and access, and is located in Ontario for the ease and 

convenience of the researcher. The City of Canber also demonstrated an alignment with the 

National Framework for Recreation in Canada through their vision statements and organizational 

values. Specifically, the city’s Parks, Recreation and Culture department’s vision is to create a 

 
2 Canber is a fictitious name of the local government selected for the study. 
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community where people and organizations can thrive. The department recently proposed a 

renewed vision statement that is to enhance the quality of life for everyone, every day. This 

statement aligned with the ISRC/CPRA (2015) vision by ensuring that everyone is engaged in 

recreation opportunities and that these experiences foster “individual wellbeing, community 

wellbeing, [and] the wellbeing of our natural and built environments” (p. 4). Organizational 

values of the department include building a healthier environment, safe transportation, economic 

growth, demonstrating fair and ethical practices, and creating an engaging community where 

members feel welcomed and included. Recently, the department has revised its organizational 

values. These values included having the right to play, offering unstructured programming, 

focusing attention on fundamental development, offering a sense of agency or choice for 

participants, and creating a collaborative environment.  

Based on the vision and organizational values of this department, it is apparent that staff 

are working towards ensuring that every community member feels included and has the right to 

engage in recreation opportunities. In a preliminary assessment of the City of Canber as a 

possible site for the case study, a meeting with a gatekeeper (i.e., recreation manager) confirmed 

that the document A Framework for Recreation in Canada: Pathways to Wellbeing (2015) had 

provided guidance to their revised plans, philosophical frameworks, and documents. For 

example, the City of Canber used the guiding document to identify phrasing that can be applied 

appropriately in their own plans and frameworks. Managers also indicated that the National 

Framework for Recreation in Canada was utilized and promoted among staff. Members of the 

City of Canber also demonstrated efforts towards equity, inclusivity, and access within their 

policy statements and strategic plans.  
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In the city’s strategic plan there was a strong focus on building an engaging community 

where members can feel included, empowered, and welcomed. Further, the strategic and master 

plans incorporated principles of accessible services, fairness, and inclusion. Policies within the 

City of Canber’s Parks, Recreation, and Culture department showcased several policies 

regarding equity, inclusivity, and access; for example, 1) the Corporate Access and Equity Policy 

and 2) the Accessibility Policy. As well, specific policies pertaining to gender included: 1) the 

Gender Equity in Allocation of Public Recreational Spaces Policy and 2) the Communication-

Gender Neutral Language Policy. These policies as well as strategic plans, and other 

organizational documents are further discussed in data analysis. In sum, the City of Canber met 

the eligibility criteria previously established and outlined in the case selection process.  

Case profile. As suggested by Baxter and Jack (2008), researchers utilizing a case study 

method should ensure that enough detail is provided to allow readers and future researchers to 

determine applicability or appropriate criteria for replication. Further, providing a rich and thick 

description of the case site ensures trustworthiness and credibility of the study (Baxter & Jack, 

2008). The following section provides a detailed description of the case site to gain an 

understanding of the demographics and operations of the City of Canber and its Parks, 

Recreation and Culture department. The City of Canber officially incorporated as a city in the 

1970s. Canber is a suburban city located in the Greater Toronto Area and has a land base that 

spreads between 180-185 kilometres. Canber has a population of approximately 185,000 people. 

According to most recent Federal government reports, out of 185,000 people, approximately 

88,500 residents are identified as male and 96,500 residents are female (Statistics Canada, 2019). 

The average age of this population is between 42-45 years old (Statistics Canada, 2019). 

Additional demographics indicate that a majority of the total visible minority population in 
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Canber is male and non-visible minority is female (Statistics Canada, 2019). According to 

Statistics Canada (2019) and the Employment Equity Act, visible minorities refers to “persons 

other than Aboriginal peoples, who are non-Caucasian in race or non-white in colour” (para 1). 

Approximately, one in ten persons living in Canber belong to a visible minority group. Based on 

the city’s website, the City of Canber is considered to be an economically developed area. 

Additional reports derived from the local government’s website identify the city as evolving and 

recognizing the growth in diversity, aging, newcomers, youth, and transgender and gender queer 

community. The City of Canber has a Council which consists of a mayor and six councillors. 

Members of council are responsible to support the land base, act as a voice for residents’ in their 

respective wards and provide overall governance to the community. City council members have 

divided responsibility based on the city’s land base into a total of six wards across the 

community. Out of these seven members of city council (including the mayor), most are men. 

City council is the governing body and works with various committees and departments to 

ensure that the community thrives, and its members needs and/or interests are achieved.  

The City of Canber’s Parks, Recreation and Culture department is responsible for 

overseeing matters relating to recreation, culture, events, and parks. More specifically, the 

department acts as the primary service provider of programs, facilities, operations, arts, and 

culture. Further, the department is responsible for building collaborative efforts with community 

organizations and implementation of service delivery policies. The department is directly 

responsible for overseeing approximately 35 recreation facilities and spaces. As well, the 

department is indirectly responsible for 20 additional facilities and spaces (i.e., may include 

maintenance). Whilst the department and city government do not directly own these facilities, 

they are used to provide city recreation services and programs.  
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The city counts among its inventory approximately ten community centres, arenas, and 

golf courses, four indoor pools, four libraries, one arts centre, one museum, and between 100-

115 park spaces. Within these facilities and recreation spaces, approximately 300 programs and 

services such as sports, fitness, music, seasonal camps, skating, and swimming are offered. 

Managers explained that approximately 70% of these programs and services are offered through 

local partners such as public libraries as well as non-profit and commercial community sport 

organizations (e.g., local gymnastics clubs, local hockey associations) while 30% are offered by 

the city. There is a total of 22 staff members operating the Parks, Recreation and Culture 

department ranging from directorial, managerial, and supervisory levels. The organizational 

structure of the department follows a chain of command of working relationships from the 

bottom to the top: frontline staff, supervisors, managers, and director. Out of these 22 staff 

members, one director, four managers, 14 supervisors, and three planners strategically work 

together to meet the department’s mission and goals. In total, there are approximately 112 full-

time and 750 part-time staff to ensure that programs, events, and services operate effectively. 

Staff responsibilities are divided amongst the following areas within the department: Business 

Services, Community Development, Facilities and Operations, Community Recreation 

Programming and Services, and Recreation Planning.  

Business Services involves matters related to department budgets, finances, and internal 

operations. Community Development involves matters related to city projects and/or initiatives, 

festivals, events, and building relationships with community organizations. Facilities and 

Operations involves matters related to city buildings, joint ventures, and safety. Community 

Recreation Programming and Services involves matters related to recreation program and service 

delivery, building community relationships, and operations within recreation community centres. 
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Lastly, Recreation Planning involves planning related to capital projects, conducting research on 

specific trends, and participation in community support initiatives. After selecting the case site, I 

proceeded with the following stages of data collection: gaining access, building rapport, 

recruitment, and interview protocol.  

Gaining access. To collect data, I used a gatekeeper to access the case site (Creswell, 

2013; Merriam, 2009). I had pre-existing relationships and had developed a rapport with 

directors and managers in different local government recreation departments. I relied on a 

recreation manager at this case site to discuss my research intentions thus being able to explore 

the ways in which a local government recreation department applies gender equity in its policies.  

Building rapport. To build rapport, I met with one of the four managers at a local café to 

discuss the goals and intentions behind this study (as outlined in consent form- See Appendix A). 

Specifically, I explained that my research project strives to understand the ways in which gender 

equity is being operationalized in local government recreation policies. We discussed details of 

the project including the need for the study, timelines, length of interviews, and how the data 

were to be used and stored (Creswell, 2013; Merriam, 2009). The manager showed interest in the 

study and demonstrated willingness to partake. She also confirmed that the document A 

Framework for Recreation in Canada: Pathways to Wellbeing (2015) is a guiding document that 

is currently being applied in the department. She also noted the importance of working towards 

inclusivity within the department. She proposed to meet on a separate occasion with the entire 

management team. This meeting provided an opportunity to develop relationships with 

department staff prior to next stages of the research. I was invited to engage with all four 

managers at one of their regular meetings. At this meeting, I was formally introduced to other 

members of the management team who were responsible for overseeing their respective areas: 
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Business Services, Community Recreation Programming and Services, Facilities and Operations, 

and Community Development. To ensure preparation and professionalism, I dressed in business 

attire and prepared notes on the city’s demography and existing policies (Creswell, 2013).  

During this meeting, managers were working on a philosophical framework that aims to 

guide staff during everyday practice. This meeting provided insight on the Parks, Recreation and 

Culture department’s values and organizational culture. Specifically, managers voiced that 

employees in the department worked collaboratively and sought to be inclusive of all. Further, 

managers demonstrated collaboration and inclusivity by allowing each other opportunities to 

voice their opinions during the meeting. By attending this meeting, it provided the opportunity to 

learn more about the department. Further, it provided the opportunity to educate managers on 

this study and allowed them to build a familiarity with myself as the researcher. At the end of the 

meeting, all four managers voiced interest in participating in this study upon research ethics 

approval and at the time of invitation.  

Researching and collecting documents. Document analysis was used to provide a 

deeper understanding of the new or existing gender equity policies as well as to tailor interview 

guides. Further, document analysis was used to identify actors who played a role in policy 

meetings, as well highlight any strategies and/or challenges around policy. Merriam (2009) 

encourages researchers to think about document criteria and sampling to guide them through 

document selection. Since the case site is a local government recreation department, most public 

documents including reports or strategic plans, are accessible through online websites. Therefore, 

relevant documents were downloaded from the city/town website. Additional documents were 

obtained from recreation managers and supervisors. Documents were selected based on the 
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following criteria: (1) documents provide insight on the case site and (2) documents include key 

words [i.e., gender (i.e., men, women, transgender), equity, inclusion, access].  

When collecting documents, I inputted key search words such as “gender” and “equity” 

into the city’s website/database. Only a few documents appeared on the webpage which 

pertained to gender. The search word “equity” appeared in several documents related to Business 

Services, specifically from a financial perspective (i.e., financial budgeting, equity investments). 

I refined my search by adding “gender,” “access,” and “inclusivity.” I began to explore the city’s 

Council Meeting Minutes webpage link to identify additional actors in the development of 

gender equity policies. Meeting Minutes were reported by the members of the Canber Inclusivity 

Advisory Committee (CIAC) who reported on inclusion discussions with City Council and 

recreation staff. I extended my search to additional reports made by the CIAC to identify 

information that could help answer this study’s research questions (i.e., meanings of gender 

equity, strategies and challenges operationalizing gender equity, and actors’ role in 

operationalizing gender equity). 

A total of six reports presented by the CIAC which included topics such as policy, 

accessibility and equity, and the application of an inclusion lens. Each policy document noted a 

review period whereby policies were reviewed and stamped for approval by staff. Based on these 

policy review periods in gender-linked documents, I searched related documents categorized in 

the following years: 2007, 2012, and 2017. The following years were listed as years where 

gender policy evaluations were reported by city staff. Although, these documents were re-

stamped, there were no identifiable changes made to existing policies. Additional plans and 

reports within these years that met the search criteria were collected. Specifically, these 



  59 

documents included policy reports, strategic plans, guiding frameworks, and Council meeting 

minutes.  

After an adequate time (i.e., point of saturation and repetitive findings) spent searching 

for documents, documents pertaining to gender equity were becoming limited (Merriam, 2009). 

Specifically, documents prior to year 2007 were not able to be traced or found within the City of 

Canber’s database. Through continuous searching, documents started to become less relevant to 

the topic of this study. Also, many reports and documents were redundant (Merriam, 2009). For 

example, Meeting Minutes were found to be redundant at times since these documents included 

an agenda for Council meetings and their foci were often revisited in subsequent months or 

years. Further, documents varied in content length and certain documents provided more insight 

to definitions of gender equity and strategies. For example, documents ranged between three and 

130 pages in length. Canber’s policy documents and Strategic Plans provided higher amounts of 

information related to gender equity. The amount of information that was provided allowed me 

as the researcher to a) identify definitions of gender equity, b) identify actors in the policy 

process, and c) identify immediate connections with the literature (Merriam, 2009).  

A total of 28 local government documents were collected based on the search criteria 

over the course of the research process. Out of these documents, six policy documents and two 

government reports (i.e., eight documents total) were collected prior to initial meetings with 

managers. Three documents were collected internally from participants throughout the interview 

process. The remaining 17 documents were collected from a second review of the city’s website 

and database during the stages of conducting interviews. Charts were used to organize 

documents into the following categories: Corporate Policies and Policy Reports, 

Reports/Meeting Minutes, Strategic Plans, and Guiding Frameworks. Additional information was 
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collected through the city’s website and Statistics Canada. Specifically, information related to the 

city’s demography, trends, history, budget, and unique features were collected to enrich the 

description of the case site. The following table outlines the number of documents analyzed and 

related to each of these topics: 

Table 1.  Types and Number of City Documents Reviewed During Analysis 

Document Type Number of Documents Reviewed 

Corporate Policies and Policy Reports 10 

Reports/Meeting Minutes 12 

Strategic Plans 4 

Guiding Frameworks 2 

 

All documents were reviewed three times. First, documents were reviewed to understand 

the content. Documents were reviewed a second time to highlight definitions, topics of inclusion, 

gender, accessibility, mission statements, demography, and members/groups in policy and 

recreation. This was helpful when completing a case site description and determining the 

relevance and applicability of the document to the study’s topic. Documents were reviewed a 

third time to assign codes to the content. Codes are descriptive labels or phrases that highlight a 

specific segment of a data set (Johnson, 2017; Merriam, 2009). To open code, I exported 

documents and used Track Changes and Comments in Microsoft Word and assigned labels along 

the margins. After completing a master list document, memos were used to identify similarities 

among codes (Merriam, 2009). Findings stemming from these documents were used to 

triangulate with interview analysis to ensure trustworthiness of this study (Merriam, 2009).  

Semi-structured interviews. Semi-structured interviews were used to gain insights into 

the ways in which recreation professionals operationalize gender equity in existing and new 

policies. Specifically, this interview style captured the experiences of recreation professionals 

and the current strategies and challenges faced when trying to integrate gender equity within the 
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department’s policies. A semi-structured interview was used for the following reasons. First, 

interviews can allow a researcher to gain a deeper understanding of a phenomena from another 

perspective (Creswell, 2013; Merriam, 2009). Second, “interviewing can be used to collect data 

from a large number of people representing a broad range of ideas” (Merriam, 2009, p. 88). 

Third, a semi-structured interview guide provides flexibility for researchers and participants and 

is widely used in qualitative studies (Johnson, 2017; Merriam, 2009). Lastly, a semi-structured 

interview provides balance for researchers where an interview guide includes open-ended 

questions within less rigid parameters (Merriam, 2009).  

Recruitment. Once approval from the gatekeeper to proceed with the study was granted 

(and Brock Research Ethics Board provided approval), I requested a contact list of additional 

employees who had knowledge of policies within the department and the Framework for 

Recreation (2015) from the gatekeeper (i.e., recreation manager). The recreation manager 

provided a contact list of employees in the department. Given the scope of this research study, 14 

out of 22 employees listed were contacted. Further, participants who were contacted were chosen 

based upon recommendations of the gatekeeper and their knowledge of policy, their specific job 

titles and responsibilities, and their direct involvement with each of the departmental areas: 

Business Services, Community Development, Facilities and Operations, Community Recreation 

Programming and Services, and Recreation Planning. With consideration of the eligibility 

criteria, the selection of participants was supported by staff recommendations and all participants 

demonstrated a level of contribution and experience that would be beneficial to the study 

(Merriam, 2009).  

The study’s gatekeeper sent out an email to all employees informing them that a Brock 

University graduate student/researcher would be contacting them. She explained that emails from 
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researchers may be ignored and therefore are less likely to be read by employees. To ensure 

confidentiality and privacy for participants, I stressed the importance of the researcher (myself) 

emailing employees individually with an attached letter of invitation (See Appendix A). The letter 

of invitation consisted of an introduction of myself as researcher, the purpose of the study 

followed by the research questions, and contact information. On the letter of invitation, I 

explained that participation was completely voluntary and not an obligation of employment. 

Employees were informed that if they wished to take part in the study or had questions ahead of 

the interviews, they could contact me directly via email. Additionally, the letter indicated that at 

least one hour would be needed for the semi-structured interview. The duration of a semi-

structured interview is supported by Johnson (2013) and Merriam (2009). Specifically, Johnson 

(2013) argues “interviews with adults usually last between 45 and 90 minutes long” (p. 73). 

Creswell (2013) and Johnson (2017) note phone interviews can be arranged when either a 

researcher does not have direct access to the participant, or the phone is the most convenient 

medium for the participant. Participants were informed that if an in-person interview was not 

convenient, a Skype, or phone call was feasible.  

Out of 14 employees contacted, two employees did not respond, two employees 

respectfully declined, and ten employees replied with interest to partake in an interview. Out of 

ten participants, four were male and six were female. To protect the identities of participants in 

this study, I chose not to present an illustration of individual participant profiles (i.e., employee 

years of experience and explicit position titles) to ensure they were not identifiable to their 

employer or to colleagues. Rather, all participants were Caucasian and ranged between three to 

32 years of experience working for the City of Canber. Participants’ average years of experience 

working in their respective positions was seven years. Out of the ten participants, four 
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participants held managerial roles while the remaining six participants held supervisory and 

planning roles. The following figure presents and summarizes the recruitment of participants.  

 

Interview Protocol 

Types of questions in the interview included experience, knowledge and factual, opinion-

based, and background (Merriam, 2009) (see Appendix B). These questions had been framed in 

concert with this study’s research questions. Further, these questions were tailored to the 

Advocacy Coalition Framework (ACF) explained earlier in this study. Specifically, these 

questions involved topics of external events and actors’ role in policy development. It is 

important to avoid double-barreled questions, leading questions, and questions soliciting yes-or-

no answers (Johnson, 2017; Merriam, 2009). All interview questions were designed to be open-

ended. Further, introductory questions were used to foster a comfortable environment for the 

participant (Merriam, 2009). Merriam (2009) supports that semi-structured interview guides are 

designed to include a set of questions that are flexible. After my second interview, I consulted 

with my supervisor on the need to revise and add questions to the guide. Specifically, reflecting 

on first set of interviews, participants explained that gender-based issues did not arise frequently 

Given a list of 22 
employees within 

the Parks, 
Recreation and 

Culture 
Department

Participants 
selected were 

based on eligibility 
criteria and strong 
reccomendations 
from this study's 

gatekeeper

Total Participants 
Invited to 

Participate via 
email: 14

Total Participants 
Interviewed: 10

Average Years of 
Experience: 7

Managers: 4 
participants

Supervisors and 
Planners: 6

 Figure 3. Four-step Process to Recruiting Participants (Recreation Professionals) 
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in the department. This led to a discussion around whether recreation professionals consider a 

need to invest efforts toward gender equity. Thus, the following probing question was added to 

the guide: Do you consider a need for gender equity in the department? My supervisor and I also 

agreed that the bottom portion of my interview guide: Policies (See Appendix B) strongly targets 

my research questions. Therefore, it was important to be mindful of time constraints during 

interviews and ensure those questions were answered.  

Preparing for the interview. To prepare for the interview, first Creswell (2013) suggests 

finding a quiet space with few distractions such as an office space or meeting room. To ensure 

spaces for interviews were appropriate, I discussed with participants prior to interviews about 

space options that were quiet and would limit interruption. Suggested spaces included either 

private offices or resource rooms. It is also important that scheduling the interview 

accommodated the participant. Interview times were chosen based on participants’ schedule. 

Participants were also reminded through email that interviews would require at least one hour of 

their time. Interviews were scheduled either in the morning or during lunch hours to 

accommodate participants working hours.  

Second, to build rapport, I dressed professionally to each of the interviews (Creswell, 

2013). I dressed in appropriate business attire and prepared enough time to travel to each of my 

interviews. Third, it was important that both verbal and written consent was obtained prior to 

participating in the study. Participants were given a copy of the consent form via email prior to 

the interview. This offered employees the opportunity to read the consent form on their own 

before making a commitment to partaking in the study. To ensure the participants have full 

understanding of the consent form, I addressed any questions or concerns.  
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Before beginning each interview, a printed copy of the consent form was given to each 

participant to sign. Each participant was given a printed copy of the consent form for their own 

records. The signed copy of the consent form was stored in a locked research filing cabinet. 

Lastly, I ensured that I had met my checklist of all my interview tools needed (i.e., printed 

interview guide, printed copies of consent forms, notebook, digital audio-recorder, and an extra 

set of batteries for the recording device) (Creswell, 2013). Recording devices are used to allow 

researchers to be engaged and listen closely to the participants’ responses. Audio-recorders are 

beneficial since they capture the entire interview process (Creswell, 2013; Merriam, 2009). I had 

taken into consideration that not all participants may be comfortable having their interview 

audio-recorded. In that case, field notes were offered to participants as an alternative method to 

collecting responses. All participants granted verbal and written permission to use the audio-

recording device as a method to collect responses. Field notes were only used to capture key 

points of the interview, researcher thoughts/memos, and identify body language of participants. 

During the interview. Interviews ranged between 40 and 90 minutes. Average time length 

of interviews was 58 minutes. During each interview, I began by reminding participants what the 

purpose of the study was, what were the intended research contributions, and what the expected 

time duration for the interview. Johnson (2017) suggests various actions that researchers should 

undertake during an interview. These actions include listening attentively, avoiding interrupting, 

re-directing interviewees on topic if needed, and embracing silence periods (Johnson, 2017). For 

example, I would confirm by nodding my head or responding to show that I was attentively 

listening. Merriam (2009) adds by explaining that “silences and nonverbal behaviour… add 

meaning to the exchange” (p. 121). It can allow participants to gather their thoughts prior to their 

response. Some participants took silent periods to think about their answers or required 
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clarification on questions. Probing was used during the interview when needed to seek 

clarification or further explanation (Creswell, 2013; Johnson, 2017; Merriam, 2009). Phrases 

such as “can you expand on…” and “you mentioned e.g., training… can you explain…” were 

used as probing methods. In some cases, participants would respond to interview questions and 

steer into different topics. After consulting with my supervisor, I sought advice on how to 

approach these situations. To address this issue, I would ask participants to relate their 

experience(s) to gender equity. This tactic was helpful to ensure that participants would stay on 

topic for the research.  

Post-interview. At the end of the interview, I provided participants with an opportunity to 

ask any questions or add final comments. I thanked the participant for their time and willingness 

to partake in the study. As a thank you, a small gift was given to interviewees as a token of 

appreciation (Creswell, 2013). A $10.00 Starbucks gift card was distributed to each participant at 

the time of the interview. I reminded them of my contact information and informed them that 

after the interviews were transcribed, I would follow up via email to ensure an accurate record of 

their responses (Creswell, 2013). Specifically, participants were informed they would receive a 

short description (i.e., paragraph length) of my interpretation of their responses. Merriam (2009) 

explains that “in any case, researchers must write their reflections immediately following the 

interview” (p. 109). After each interview, I wrote additional notes or revised any pieces of 

information from the interview. This process allowed me to reflect on the interview experience. 

Further, it allowed me to establish immediate connections between participant responses and 

existing literature. 



  67 

Analysis 

Data analysis followed Merriam’s (2009) inductive stages of transcription, open coding, 

axial coding, and theme generation. Themes were generated and are reviewed in the next 

chapter.  

Transcribing 

 In alignment with Merriam’s (2009) case study work, it is recognized that actor’s beliefs 

systems are subjective and influential to policy decisions. Longaker (2013) explains “policy 

analysis must understand the language that is used strategically by actors and coalitions to 

position themselves in relation to problems, opposition coalitions, cultural values, and competing 

definitions” (p. 5). To gain insight into these deeper beliefs and meanings of gender equity, it is 

important to reiterate that an inductive approach is appropriate when analyzing interviews. The 

stages of analysis were followed by Merriam’s (2009) step-by-step interpretivist case study 

approach: transcription, open coding, axial coding, and theme generation. Merriam (2009) argues 

“ideally, verbatim transcription of recorded interviews provides the best database for analysis” 

(p. 110). A software tool called Express Scribe was suggested by a professor and graduate 

student within the Department of Sport Management at Brock University. This software tool 

allowed me to slow down speech and alter tone of voice to ensure I captured every word and 

silent periods. Further, the software system provided a trial period exceeding 30 days in 

comparison to other transcription software. The process of transcription involved five steps: (1) 

listening to the initial recording to recap the interview experience, (2) making brief notes of any 

information or responses that appeared of interest or connected to the literature (also served a 

purpose for follow ups with participants), (3) transcribing audio verbatim and noting silent 

pauses to reflect deep thought, (4) reviewing time periods to ensure easy access and retrieval as 
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well note the length of silent periods, and (5) reviewing each recording for a final time to ensure 

accurate replies allowing little room for error or misinterpretation. This software system allowed 

me to become engaged and familiar with my data. The formatting of my transcripts was aligned 

with Merriam’s (2009) case study work by using line numbering and double spacing between 

speakers. 

Once transcripts were completed, all participants were sent an email that described my 

general interpretations of the interview. Out of ten participants, five participants responded. Two 

participants explained that the brief description of their interview was presented accurately and 

eloquently. One participant explained that the brief description of their interview depicted an 

accurate description of the comments made and reiterated a comment related to issues with staff 

training. One participant clarified the process of involvement of user groups and one participant 

commented with revised interpretations. As a result, revised changes were made and taken into 

consideration prior to the analysis of the data. Specifically, changes were made to their responses 

in sections of the transcripts and their responses from email were coded to reflect accurate 

meanings of gender equity. Participants were informed in the consent process that after a week of 

sharing my interpretations of the interview that I would proceed with data analysis. No additional 

responses from participants were received and I proceeded with stages of coding and theme 

generation. Collectively, among ten participants, a total of 409 pages single-spaced (i.e., average 

of 30 to 40 pages per participant) were transcribed and analyzed.  

Open Coding 

 Once follow ups were completed, I began reading each transcript and noted along the 

margins any “bits of data that strike [me] as interesting, potentially relevant, or important to [my] 

study” (Merriam, 2009, p. 178). This process is also considered as initial or open coding 
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(Merriam, 2009). Codes and/or labels were used along the margins of the document to describe 

segments of data. The coding process involved (a) reading and reviewing each transcript, (b) 

reviewing general interpretations sent to participants, (c) inserting labels alongside the margins 

of each individual transcript, (d) inserting codes into an organized chart created in Microsoft 

Word to ensure easy retrieval and identifiable linkages to specific participants and (e) 

eliminating repeated codes to condense the data set for manageability. After coding each of the 

interviews, I created a Microsoft Word document that comprised of all ten transcripts. Codes 

were attached in the comment box through the software tool ‘track changes.’ Doing so allowed 

for easy retrieval and identified the number of matches of reoccurring themes that were noted in 

my research journal. During this stage of analysis, I referred to some points noted in my research 

journal which included identifying participants lack awareness of gender-based issues and 

policies, a need for gender equity, a need for larger group capacity and resources to support 

policy change, and a shifting focus towards an “inclusion for all” mentality. Codes were then 

refined to ensure they were descriptive enough to reflect the segments of data.  

Creating a Master Code Document 

 Merriam (2009) explains “the master list constitutes a primitive outline or classification 

system reflecting the recurring regularities or patterns in your study” (p. 180). All codes were 

organized in a chart which identified code linkages to specific participants (e.g., Jodie: 

discussing labels). A separate copy of the master code list was reviewed to remove any repeated 

codes. The search finder tool in Microsoft Word was used to locate and delete repeated codes. 

The following figure presents a sampling of codes (of the approximately 1,500 codes) that 

emerged in analysis. 
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Codes

seeking 
expertise

sharing resources

understanding 
groups concerns

researching 
other 

municipalities

emerging 
trends

hearing 
feedback 

post policy

partnering 
with similar 

values

gender 
equity is 
serious

gender 
equity is box 

thinking

having equal 
opportunity

feeling 
represented

no gender 
need

normalizing 
gender

language is a 
challenge

shifting 
funding to 

gender

challenging 
historical 

beliefs

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Axial Coding 

  The next stage completed in interview analysis was axial coding. Richards (2005) 

describes axial coding as “coding that comes from interpretation and reflection on meaning” (as 

cited in Merriam, 2009, p. 180). Similar to document analysis, the refined master code list was 

reviewed to identify parallels among codes and compile codes into groups. Colour schemes were 

used as a strategy to identify similarities among codes. A memo (i.e., separate document) was 

used to write group titles/labels throughout this stage. Once codes were assigned a colour, a new 

document was created that included a chart to organize colours and categories (e.g., any codes 

reflecting language and communication were highlighted in green). Merriam (2009) explains that 

Figure 4. Examples of Open Codes Post Refinement  
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Emerging 
categories

policy process 
in parks, 

recreation and 
culture department 

roles and 
responsibilities

community 
actors involved 

in gender 
policy

research and 
engagement 

processes

guiding values 
and principles

aligning and 
adopting 

gender equity 
approaches

understanding gender 
equity

strategies to 
ensure gender 

equity

considering 
new 

approaches 
and constraints

lacking 
awareness of 

existing gender 
policies

adapting to 
change and 
new ways of 

thinking

ensuring 
support and 

representation 
for transgender 

individuals

challenging 
policy 

stakeholders

researchers initially flesh out categories and refine them later. Merriam (2009) argues that 

categories should be exhaustive, in other words, include all codes. Further, Merriam (2009) 

explains that the number of categories should be manageable. To manage these categories, 

colour coding was used as a tool to retrieve data efficiently. Highlighting and applying different 

font colour options were used to indicate each category. Creswell (2007) works with twenty-five 

to thirty categories and then aims “to reduce and combine them into the fix or six themes” (p. 

187). A list of 21 categories were created to ensure that a) categories were sensitizing to content 

within each of the documents and b) exhaustive (Merriam, 2009). Specifically, Merriam (2009) 

explains readers should be able to “read the categories and gain a sense of their nature” and 

should reflect what was said in the data segments (p. 186). Axial categories were then refined 

after the review period by committee members towards the end of this project to better reflect 

and present data. The following figure presents examples of emerging categories derived from 

the master list of open codes.  

 

 

 

 

 

 

 

 

 

Figure 5. Axial coding: Categories and groupings of open codes 
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Due to the large amount of codes, categories were reviewed four times to ensure they were 

descriptive and reflective of participants’ responses and then narrowed into six key themes.  

Theme Generation 

These emerging categories were then grouped based on (a) data properties (i.e., the 

description and associated codes within each category and (b) colour schemes that were attached 

based on similarities. This process involved selecting the emerging categories to create six core 

themes. Upon peer review from committee members, we agreed that these propositions required 

refinement (i.e., naming and re-organizing) to ensure a better reflection of this study’s data. Six 

themes were reduced to the following four key themes: (1) Foundations of Gender Equity Policy 

in Parks, Recreation and Culture, (2) Information and Guiding Principles that Direct Practice, (3) 

Fostering Gender Equity and Inclusivity, and (4) Challenges Associated with Gender Equity. 

Each of these themes are presented in detail in the following chapter. 

Trustworthiness and Credibility 

According to Creswell (2013), trustworthiness and credibility provide validation to a study. 

Patton (2002) also offers strategies for qualitative researchers to ensure credibility including: (1) 

triangulation, (2) member checks, (3) adequate engagement in data collection, (4) researcher’s 

position or reflexivity, (5) peer review/examination, (6) audit trail, (7) rich, thick descriptions 

and (8) maximum variation (i.e., “purposefully seeking variation or diversity” among participant 

selection) (as cited in Merriam, 2009, p. 229). To ensure trustworthiness and credibility, I 

triangulated both documents and interviews to confirm emerging findings. I also conducted 

follow-ups with participants to ensure accurate records of their responses (Creswell, 2013; 

Merriam, 2009). Upon receiving feedback from participants, I made the appropriate changes to 

ensure codes reflect their responses. Second, I stayed reflexive throughout the research process 
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by writing logs to uncover any underlying assumptions or biases (Creswell, 2013; Merriam, 

2009). My research journal was organized by date and topic (e.g., Date: September 12th, 2018; 

Key Points: Learning from my first set of interviews: Consulting with my supervisor on areas for 

improvement). My research journal includes passages of my journey through data collection and 

analysis. For example, my journal included thoughts and experiences as a novice researcher (e.g., 

difficulty keeping participants on topic during interviews, making connections between 

literature, recognizing body language and apparent tensions with policy actors). After each 

interview, I journaled to ensure I was consistently reflective throughout the research process. 

Further, I made connections between responses within the interview and previous literature. For 

example, I would establish connections between participant responses and the challenges that are 

associated when trying to implement gender equity (i.e., professionals may be unaware of the 

gender equity policies, multiple understandings of gender equity, and gender equity does not 

apply to the organization). 

This study was vetted to identify any gaps that may be missing. This was completed 

through a proposal presentation involving my supervisor and supervisory committee members 

where faculty members provided their expertise on existing literature and methodology. My 

supervisor and supervisory committee members provided knowledge and insight into gender 

issues, recreation and sport, and policy frameworks. Approval from the Brock Research Ethics 

Board for the study was obtained prior to collecting data (Creswell, 2013; Merriam, 2009). In 

this approval, some identified risks associated with this study were noted: (1) risk of case 

identification and (2) risk of exposed identity of participants. It is possible that case descriptors 

such as demography or size of population can lead readers to identify the local government 

selected. Second, participants may feel less willing to reveal information if their identity is at 



  74 

risk. Merriam (2009) argues that “at the local level, it is nearly impossible to protect the identity 

of either the case or the people involved” (p. 233). The strategies employed to ensure that risks 

were minimized included use of a confidentiality agreement in the form of written and verbal 

consent, pseudonyms, effective writing style when reporting findings, and generalized diagrams 

in data representation that reflect the entire department opposed to singular employment 

positions.  

Further, the privacy of participants’ information and responses remained confidential and 

only shared with my direct supervisor. Additionally, pseudonyms were used to protect the 

identity of the case site and participants’ names. Participants were also required to provide verbal 

and written consent to partake in the study. Informed consent is the process of obtaining approval 

from participants to be involved in the study (Creswell, 2013; Johnson, 2017). Consent was 

obtained in two forms: verbal and written. Participants were sent a consent form (see Appendix 

C) via email that noted the purpose, risks, and benefits of the study. On the consent form, 

participants were informed that their involvement was completely voluntary and they were able 

to withdraw at any time without negative repercussion (Johnson, 2017; Merriam, 2009). All ten 

interviews were conducted face-to-face in quiet and secure spaces (i.e., offices and resource 

rooms) to ensure confidentiality. Further, participants were reminded that their identities would 

remain confidential throughout the research project.  

Lastly, participants were informed that this project could lead to a potential research 

publication to inform recreation professionals and scholars how a local government recreation 

department applies gender equity in its policies, including strategies and challenges. A rich case 

description was provided earlier in this chapter and, in chapter four, direct quotations were 

presented to support findings to allow readers to transfer knowledge to appropriate contexts 
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(Creswell, 2013). Lastly, participants were purposefully selected to help answer this study’s 

research questions through eligibility criteria and recommendations on level of knowledge 

pertaining to this study by a gatekeeper. The following chapter presents and discusses each of 

these themes.  
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Chapter Four: Findings 

This chapter contains the key findings of this qualitative case study which was performed 

to answer the following questions: 

1. What meanings do recreation professionals associate with gender equity? 

2. How do recreation professionals operationalize gender equity into existing and new 

policies?  

3. How do actors in advocacy coalitions present strategies and/or challenges for 

recreation professionals trying to operationalize gender equity in their department’s 

policies? 

This chapter includes figures and illustrations to help complement the summary of findings. A 

total of four key themes emerged from document and interview analysis: (1) Foundations of 

Gender Equity Policy in Parks, Recreation and Culture, (2) Information and Guiding Principles 

that Guide Practice, (3) Fostering Gender Equity and Inclusivity and (4) Challenges Associated 

with Gender Equity. 

Theme One: Foundations of Gender Equity Policy in Parks, Recreation and Culture 

This theme identified the foundational structures of Canber’s Parks, Recreation and 

Culture Department. Specifically, it uncovered the policy process and primary actors who play a 

role in the crafting and development of gender policy. Within this theme, three main categories 

emerged: (1) Policy Process in Parks, Recreation and Culture, (2) Department Roles and 

Responsibilities, and (3) Community Actors Involved in Policy. 

Policy Process in Parks, Recreation and Culture 

When developing policy, any member of the community who would be impacted by the 

policy is consulted. Participants explained primary stakeholders of policy include the public (i.e., 
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residents and user groups), members of non-profit and commercial organizations, employees 

from other departments in the city, and members of City Council. The policy stages included 

seeking input from stakeholders, gaining policy approval, developing departmental practices that 

adhere to policy standards, and ensuring policy is accessible.  

It was identified the higher the need and level of support for a policy, the more likely a 

policy will be developed. Specifically, community groups with a greater number of members 

will more likely be able to push a policy forward.  

So, that's how they were all at Committee and Council to speak to the benefits of the 

policy. The community supported it. So, that certainly helps a policy gain traction within 

the community and within the City. So, “saying yeah, I agree with this, what’s staff's 

done.” (Reese) 

 

This quotation revealed that by presenting the benefits of policy and combining groups with 

similar policy goals, there is an increase in the likelihood that a policy initiative would be 

successful. 

It was identified there are two types of policies within the City of Canber; corporate and 

department based. The distinctions between these policies were identified by document report 

titles and discussed by participants during interviews. Examples of corporate policies included: 

Corporate Access and Equity Policy, Communication- Gender Neutral Language Policy, 

Corporate Accessibility and Parks and Recreation- Gender Equity and Allocation of Public 

Recreational Spaces. Department policies included: Parks and Recreation- Leisure Services 

Policy, Change Room Policy. Participants primarily referred to printed or online copies of the 

Parks and Recreation- Gender Equity and Allocation of Public Recreational Spaces Policy during 

interviews. While this policy was listed as corporate-based, the standards within this policy 

document point to the heavy responsibility of the City’s Parks, Recreation, and Culture 

Department. Participants explained the Parks and Recreation- Gender Equity and Allocation of 
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Public Recreational Spaces Policy as indicating that city staff and its Parks, Recreation and 

Culture department will: 

Strive for equitable gender competition of coaches, managers, and executive members, 

provide shadowing opportunities, look to staffing and volunteer ratios, look to staffing 

and volunteers in non-traditional roles, those sorts of things were in this policy. This 

policy is not retired. Like it's still a policy. What it does not say is “we will give the exact 

same amount of hours to women sports as we do to men sports. It doesn't say that.” 

(Taylor) 

 

This policy document is aligned with the Canber’s Corporate Access and Equity Policy.  

Formal methods to policy monitoring and evaluation included: (a) reviewing and re-stamping 

policy, (b) adhering to policy review periods and (c) utilizing a software system. Participants 

explained that there is a bi-annual review on policy documents. The director of the department 

has the primary responsibility of reviewing and revising policies. In some cases, the director 

delegates this responsibility to managers and/or supervisors. Some participants explained there is 

more than one person who reviews policy documents. 

Charlie: He was at the meeting there. In terms of an author or a reviewer, I'm not sure 

exactly where that would fall.  

Researcher: Okay.  

Charlie: We don't have any ‘one person’. 

 

Software systems are also used by staff to track incidents and sign off on policy documents. 

According to Canber’s Parks and Recreation- Leisure Services Delivery, several research tools 

and assessments are used to guide decisions within the department. Specifically, the following 

tools are used: community needs assessment, option analysis, service provider assessment, and 

service delivery evaluation. Specifically, participants expressed they have an internal software 

program to evaluate policies.  

We have an Internet editor, Internet or website. So, we have our internal [referring to 

internal operations] and we have training, OTR is our training. So, we do sign off and 

check off on the policies. (Cameron) 
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Informal methods to monitor and evaluate policy included monitoring everyday actions by 

having a critical eye and using proper judgement.  

We use that term constantly and maybe things aren't always perfect everywhere, but we 

believe in constantly having a critical eye, being empowered to make changes, and 

approach the appropriate team members and in this corporation, there are many 

departments. (Jodie) 

 

Additional methods included engaging in organic discussions about existing community issues 

and ensuring that staff are familiar with existing policies.  

So, I guess what I'm saying is I don't have a formal way of evaluating that policy but with 

interaction. Through interaction with the groups, we understand what their concerns are. 

(Reese) 

 

Recreation staff arrange meetings to become aware of existing issues and suggest policy changes 

based on these concerns. Stakeholders of policy (i.e., individuals who would be impacted by 

policy such as public residents, community/user groups. To monitor and evaluate these policies, 

recreation staff adhered to policy review periods and expected to be reflective of their everyday 

actions during service delivery on a regular basis.  

Department Roles and Responsibilities 

According to participants, managers are responsible for overseeing recreation, ensuring 

accountability to residents and owning, reviewing, and implementing policy. 

It's the managers [who] would determine policy when it has to be developed and that 

probably is a result of a Council direction. (Reese) 

 

In comparison to managers’, supervisors’, and recreation planners’ responsibilities included 

facilitating recreation, accommodating programs, marketing recreation, interacting with the 

public, budgeting, supporting other departments, and reviewing and implementing policy. 

Participants explained the role of a supervisor is to: 

provide services of recreation with adult programs and executing the policy that exists or 

identifying if there’s issues. (Jodie)  
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Specifically, staff are expected to be aware, to read, and to implement city policies. Documents 

attested to these responsibilities within Canber’s Strategic Plan. As noted within this document, 

city staff hold policy roles to implement and monitor policy decisions, as well as to research 

current policy issues. Coordinator positions held in the City of Canber included the Development 

Coordinator and Inclusion and Accessibility Coordinator. According to participants, coordinators 

act as resources for staff and their role is to help ensure the Department meets accessibility 

requirements. It was identified that the Inclusivity and Accessibility Coordinator creates 

standards for inclusivity and accessibility for policy.  

So, probably we have a coordinator for inclusivity and accessibility and she would own 

most of those policies, to set the standard across the department and she will be a 

resource internally for staff to work with. (Casey) 

 

A coordinator works with staff to review current policies and practices to ensure the staff in the 

Department are adhering to accessibility and inclusivity principles. Collectively, all staff and 

volunteers are responsible for ensuring inclusion and implementing policy:  

So, each of us have our own kind of policies that we then oversee from a review 

perspective, but we're all expected to make sure that we're implementing any of that 

policy type work. (Alex) 

 

While the responsibility of implementing gender policy is expected by all employees of the City 

of Canber, I discovered some staff would shift this responsibility onto staff members from 

specific areas of the Department. Specifically, some participants expressed that staff working in 

department areas such as programs and scheduling would be primarily responsible and/or have a 

larger role in gender-related matters including policy and practice.  

From my perspective, it's more of a [refers to another employee] question. Like from an 

operational perspective, I wouldn't really be doing any of that in my area other than if we 

see issues with change room assignments, things of that nature. It's really more of a like 

[refers to another employee]'s team and [refers to another employee]'s team lead the 

programming and the scheduling of everything. (Charlie) 
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Community development and recreation programs were areas in the Department that staff 

perceived where gender issues occurred and thus associated a responsibility of applying the 

Canber’s existing gender policies. 

Participants also explained that they relied on employees from departments (i.e., outside 

of Parks, Recreation and Culture) within the City for their expertise and opinions during policy 

development.  

So, we do look to reach out to various folks based on the intent of the policy, and the 

areas of expertise that will come throughout the City. (Alex) 

 

Staff relied on employees from the Communications and Legal Department to ensure appropriate 

language was being applied to policy documents. More specifically, employees from these 

departments sought to ensure policy statements incorporated neutral language and were 

considered as ‘legally acceptable.’  

We rely on them for plain language. We rely on them for, you know, gender-neutral 

language, that piece. We have an accessibility coordinator, which right now she's more 

focused on physical accessibility, but also, accessibility requirements related to reading 

materials. (Adrian)  

 

Staff also communicated with Human Resources, Clerks, Communications, and Finance 

Departments. In Canber’s Corporate Access and Equity Policy, employees from the Department 

of Human Resources support “in preparing departmental plans for access and equity; keeping 

workforce statistics to support and track progress of access and equity policy and subsequent 

initiatives… [and] ensuring that all job descriptions utilize inclusive and neutral terms” (p. 3). 

Participants explained staff work with employees from Human Resources to review policies and 

practices to ensure the city and its Parks, Recreation and Culture Department are encouraging 

gender-neutrality.  
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And we work with our HR [Human Resources] department to kind of say, “what's best 

practice here?” Because of that we have the gender option of ‘X’ in our software, so, there's 

M, F and X. (Taylor)  

 

Participants described the Department of Human Resources role as overseeing city policies. In 

sum, this category highlighted how internal actors are involved in gender equity policy (i.e., 

policy subsystem) where actors play an active role in the development and implementation of 

gender policy.  

Community Actors Involved in Gender Policy 

The third category covers community actors’ involvement in gender policy. Participants 

described recreation staff, city members, and community groups to be either directly involved, 

not involved, or having limited involvement in gender policy. It was identified city staff, 

Council, hockey leagues, and female-based organizations were directly involved in the influence 

and development of the Canber’s Parks and Recreation- Gender Equity and Allocation of Public 

Recreational Spaces Policy. 

According to participants, Council is responsible for setting the norms for the city, 

approving corporate policies, providing a voice for community groups and directing city staff. 

For example, participants explained Council’s role to govern the city and protect its organization 

and therefore direct city staff.  

So, everything comes from Council. So, directions come from Council, staff directions 

come from Council. Staff could be proactive and moving legislation forward and helping 

with that. But really everything comes through usually through our staff direction, 

especially corporately, right? They have to approve it, right? So, it has to be approved 

through Council. So, the actor of that role, or that board, or that governance piece, is 

really there as their role to like, this is what we want to do to protect us from not doing 

something completely wrong, right? (Casey)  

 

In Canber’s Council, Boards, Committees Council- Staff Relations Policy, Council’s roles 

included making end decisions on policy, acting as the governing body to the corporation, and 
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voicing for residents in their respective wards. Councillors act as the representative of these 

divided communities (i.e., smaller communities and/or areas within the city) and voice these 

needs during Council meetings. It was identified that Council plays a primary role in approving 

city policies. Council’s role is to “determine corporate policy and make decisions about issues 

following consultation with City staff and community residents” (p. 2). In this policy, it was also 

noted city staff are responsible for maintaining a relationship with members of City Council and 

consulting with them on specific policy changes. To gain policy approval from Council, 

participants expressed that it is essential that they prepare members for policy conversations and 

changes.  

We could you know, [as] part of the process of the engagement would probably do a 

workshop with Council to get them to understand what we're trying to do and work with 

them in the process, and then when it comes to them and it's not like this ‘blindsided 

piece’, right? So, that they are actually true and we know you do one on one working 

sessions with Council and… or even the workshop to ensure that they're buying in on the 

whole experience, right? So, different way of working, but it gets the job done and 

everyone has a voice before it comes to, to the community because they're representing 

the community. (Casey)  

 

By preparing Council for policy conversations, it can provide members the opportunity to learn 

deeper about the existing issues and bring new ideas into discussions surrounding topics such as 

gender equity (i.e., opportunity for policy-oriented learning). Participants described Council as 

responsive, community focused, and supportive to community needs.  

It is a very close and well engaged community. I have never seen anything like it and 

that’s to Council’s credit. That they are so responsive and they include staff members for 

response in everything that happens… I think if there was ever a question or around, 

“can we be a part of the conversation to have greater gender representation?” whatever 

it is, they [residents] would feel quite comfortable going to council, quite sure of that. 

(Jodie) 

 



  84 

In Canber’s Staff Relations Protocol Report, Councillors engaged in Roundtable3 events and 

meetings regarding topics such as gender equality. For example, one of the Councillors was 

engaged in a Roundtable event which focused on International Women’s Day. During this event, 

questions were posed around achieving gender equality for girls and women.  

I also identified three main community service groups involved in city policies pertaining to 

gender. These included the Library, Police, and Emergency Services.  

We use our community partners to do that. We do things like partner with travel and library 

services and those folks [who] go into homes. We have an age friendly network where people 

linking together. We talk to our police and fire services that sometimes go into homes where 

people are more isolated. (Jodie) 

 

These community service groups were also recorded as ‘present’ when attending meetings 

pertaining to gender equity in the Canber Inclusivity Advisory Committee (CIAC) reports. 

Further, it was identified through analyses of the Canber’s website, Strategic Plan, and CIAC 

meeting minutes that members of community organizations (i.e., Youth, Crime Prevention, 

Region Diversity) and Committees of Council work together and share resources to reach policy 

deliverables. It was also identified during interviews joint venture groups, action groups, private 

user groups and clubs, and renter groups play a role in voicing input related to gender policy. 

Specifically, participants described the main organized bodies that play a role in gender policy as 

the “Big Five”:  

Cameron: So, ours would be, I call it the “Big Five”, but it would be Canber skating 

club.  

Researcher: Okay. 

Cameron: Those are the ones I was talking about like girls’ hockey club, [Name of local 

guys’ hockey league undisclosed] (rep), [Canber Minor Hockey Association 

Organization]. 

Researcher: [Canber Minor Hockey Association Organization] is?  

 
3 Roundtable events are conferences where the Region hosts collectively organizations, groups, businesses, and 

individual members to building systemic inclusion and diversity in local communities.  
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Cameron: It would be Canber's [Private name] to minor hockey association for [Name of 

local guys’ private hockey league] …There's one more, I think it's called the ‘women's 

hockey’ [women’s ringette].  

 

Out of these five groups, participants explained girls’ hockey was the group that played a leading 

role in the development of gender policy. For example, participants explained the growth of 

girls’ hockey sparked the need for a quick policy change.  

Alex: A lot of our sport organized bodies because it was them that were kind of part of 

that policy review at the time. 

Researcher: Okay. 

Alex: Girls' hockey was becoming something.  

Researcher: Right. 

Alex: Why don't I get more ice time? It was that flavour of things back in 2007, over 10 

years ago now. Right? So, they would have been part of the discussion in terms of where 

do we take the Gender Equity Policy at the time. So, other than that, I can't see too much 

because that's the only policy that we have… 

 

Further, this category described the relationship between city staff and community groups. It was 

identified maintaining positive relationships with community groups is important to ensuring 

quality recreation services and policy advancements. Staff described their relationships with 

community groups as positive during policy development stages. Community group 

representatives work with supervisors and, by engaging in an open dialogue, formed agreements 

on groups level of access to recreation spaces.  

And then they don't work amongst themselves, but they've come to an agreement of, 

“okay, we're going to get x percent of time, you're going to get ‘x’ percent of time”, each 

of the different groups. (Adrian) 

 

It was identified that a third-party consultant was hired to navigate opinions between recreation 

staff members and members of community groups. This consultant’s role was primarily to ensure 

that city staff were not being perceived as the sole developers of policy.  

So, I dealt directly with the user groups, so, I understood what the issues were and 

through discussion specifically with the ice users, the department hired a consultant to 

work with staff and we developed a gender equity policy. (Reese) 
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The consultant was hired to confirm the needs of the community and to determine the need for a 

gender policy.  

 In addition to community groups, Committees are groups of individuals who form 

together and advise Council on city policies. The City of Canber has fifteen Committees 

whereby citizens are appointed by Council and centre their efforts on specific needs in the 

community (e.g., cycling, downtown parking, transportation, seniors, sustainability, heritage, and 

agriculture). Participants described the CIAC as comprised of twelve residents and 

representatives from various local organizations throughout the city. The CIAC and Diversity 

Committee are identified as involved in gender-related matters and discussions. Through 

reviewing the Canber’s city website and CIAC 2016 Annual Report, members of the CIAC roles 

included: a) being a representative for under-represented groups, b) educate and create 

partnerships, and c) ensuring equity is being integrated into city policies, programs, and services. 

Members of the CIAC invited community stakeholders to help inform and create partnerships to 

work towards a more inclusive community. In the Staff Response to the CIAC 2011 report, their 

role is to “help ensure that the City applies an inclusion lens to its policies, services, and 

programs” (p. 9). In the Post- Meeting Minutes-CIAC 2010, it was noted members of the CIAC 

specifically “provide advice to City Council and city staff on policies, services, and programs 

related to inclusivity/diversity, as requested” (p. 3). The CIAC and Diversity Committee have a 

shared focus on concerns regarding fairness, accessibility, and inclusion.  

In sum, theme one highlights internal and external actors to gender equity policy within 

Canber’s Parks, Recreation and Culture department. Further, theme one identified the strategies 

each of these actors present to recreation professionals. It was apparent that recreation 

professionals seek to create opportunities for policy-oriented learning among actors (e.g., hosting 
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workshops to educate Council members on gender equity) to advance policy goals. Lastly, 

members of the CIAC play a noticeable role in ensuring city staff apply a gender equity lens into 

city policies. Figure 6 below illustrates the linkages between theme one categories and sub-

categories. 

 

 

 

 

 

 

 

 

 

 

 

 

 

Theme Two: Information and Guiding Principles that Direct Practice 

This theme described information and guiding principles that direct practice and policy 

development. Specifically, this theme highlights how community feedback, research, emerging 

trends, values, and guiding principles play a role in gender policy development within the Parks, 

Recreation and Culture Department. Further, this theme highlights the ways that recreation staff 

Figure 6. Categorical Linkages: Foundations of Gender Equity Policy in Parks, Recreation and Culture 
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align gender policy documents to Provincial policies, Federal policies, and guiding recreational 

frameworks (i.e., National Framework for Recreation Canada). Within this theme, three main 

categories emerged: (1) Research and Engagement Processes, (2) Guiding Values and Principles, 

and (3) Aligning and Adopting Gender Equity Approaches. 

Research and Engagement Processes 

The first category covers the types of engagement processes that are used as a method for 

gaining feedback, the types of feedback from the community and research and emerging trends 

which inform gender policy. It was identified recreation staff use interviews, focus groups, 

surveys, and mainly public meetings or consultations as methods to gain feedback. Participants 

explained engagement opportunities are accessible via online (e.g., surveys) or in-person to 

ensure all stakeholders can voice their input on a policy or community initiative.  

We either… either doing interviews, focus groups, public meetings or surveying. (Loren) 

 

By engaging in these channels of communication, city staff work towards improving recreation 

policy and services. Staff aim to listen to all groups when developing a new program, community 

initiative, or policy. For example, participants explained recreation staff listen to all demographic 

groups to identify their interests. Although, it was identified that adults are the most vocal group 

in the community and provide majority of feedback related to recreation. Participants explained 

that any feedback pertaining to gender were related to women’s only programs (i.e., Shinny 

Programs, Public Swims) and facility change rooms.  

We hear back in terms of what people's interests and wants are or likes or dislikes. 

Specifically relented… related to gender equity, unless we put the question out there, we 

don't specifically ask for it but we'll hear from it. So, that's how we heard from the, the 

small community group that wanted to have the women's only swimming as an example. 

(Alex) 
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This statement revealed that staff do not pose questions pertaining to gender, although receive 

gender-specific requests through surveys or consultations. According to all ten participants, the 

majority of feedback pertaining to gender equity is limited. Specifically, staff receive limited 

amount of feedback from the transgender community.  

In some situations where we just don't hear. Right? I'm thinking more in the transgender 

world. (Sidney) 

 

In Canber’s Corporate Access and Equity Policy, it was stated that city staff are responsible for 

researching growth projections and “any emerging trends that may have an impact on access and 

equity initiatives” (p. 4). These emerging trends were further explored during interviews. Staff 

identified a growth in Indigenous and transgender populations as two additional emerging trends 

that contributed to new policy frameworks. Specifically, there had been a recent growth of 

program participants and staff identifying as transgender.  

What emerging trends? [pause] There's all this stuff, different Indigenous populations 

[participant takes a deep breath] and all that trans stuff that's happening and transitional 

stuff. But I wouldn't say that there's a much of an, I don't know. I don't see a ton of an 

impact right now. (Loren) 

 

Participants explained that staff are open and inclusive to those individuals who are transitioning 

their assigned gender. Further, it was identified there had been a growth in female sport which 

sparked gender equity discussions between city staff, community groups, and residents.  

One of the biggest changes in the last 15 years. Specifically, in the arena area is the 

increase in females playing hockey, playing ringette, playing all sorts of different things 

and in their own leagues, not just one girl playing on a boys’ team. There's whole teams 

of female or leagues that's probably been the biggest difference, and like I said, we were 

a little slow to adopt, not because we don't want to, but the physical site. We have a lot of 

arenas; the older ones have four change rooms. So, you need two change rooms for each 

hour to have them ready for the next rental. (Charlie) 

 

The above data highlighted that the recent growth and awareness of transgender populations do 

not have as large of an impact on policy in comparison to growth of female sport.  
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Staff regularly research and refer to other municipal strategies to uncover ways to ensure gender 

inclusivity. Often these municipalities are cities or townships with similar demographics. By 

researching and consulting with employees from nearby municipalities, staff customize strategies 

that are applicable to their organization to ensure gender equity. In combination with employee 

suggestions, participants explained staff use information (i.e., articles) from community groups 

and/or other cities and townships that are implementing unique initiatives.  

Then people will either … send me articles or different information that they've heard 

through their networks and communications and connections and whatnot, and we may 

not even work day to day together. (Sidney) 

 

Articles provided information for staff to read on existing issues, trends, or new ways to create a 

stronger and more inclusive community.  

Guiding Values and Principles 

The second category addressed the Department’s vision, guiding principles, and values 

which direct policy and practice. Further, this category addressed the importance of aligning and 

integrating values with other department policies, municipalities, Federal legislation, strategic 

plans, and philosophical frameworks. First, policies are founded on the City and Department’s 

vision, guiding principles and values. The vision of the Department of Parks, Recreation and 

Culture was defined in Canber’s Master Plan as creating an engaging community. Specifically, 

in Canber’s Master Plan, Canber’s vision and values were presented as: 

providing an array of balanced participation opportunities that respond to the wide range 

of resident interests, and within key principles related to fairness and equity, accessibility, 

affordability, partnerships and evident need. (p. 1.2)  

 

A pronounced vision the Department of Parks, Recreation and Culture was noted in the 

Department’s recent guiding framework and expressed by participants as: 

(1) enhancing the quality of life for everyone, every day (Adrian) and; 
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(2) providing clean, safe and available facilities to all. (Charlie) 

 

Participants explained that it would be contradicting if policies did not reflect the Department’s 

vision and guiding principles. 

So, generally, any section policies or SOP’s [standard operating procedures] or processes, 

visions, we try and make sure it aligns with the department obviously. So, the department is 

first and then each section kind of falls under line, so, it wouldn't make sense if we 

contradicted what the department mission said. (Charlie) 

 

The Department’s guiding principles included increasing participation, creating play, and 

focusing on fundamentals. Participants explained that staff encourage residents to participate in 

all types of recreation opportunities.  

It’s more participation and getting people involved in recreation, whether it's participating 

in something passive and enjoying a park, or whether it's participating in a registered 

program or dropping into a program. That's what we look for, right? So, we're wanting 

healthy active community, that is enjoying the places and spaces that we offer to support, 

recreation and leisure in our community. (Casey) 

 

In comparison to previous years, recreation staff had shifted from their focus on catering to elite 

programming and sport, to physical literacy and fundamental skill development. A guiding 

framework (i.e., A Framework for Community Recreation in the City of Canber) provided by 

managers also indicated the following organizational values of the Parks, Recreation and Culture 

Department: (1) inclusivity and equity, (2) needs driven, (3) accountability, (4) market driven, 

(5) civic leadership, and (6) community growth. All four managers explained these organization 

values in the first meeting prior to interviews. They explained staff strive to ensure that 

recreation opportunities are provided based on the desired needs and interests of community 

members. Based on those needs, staff work to ensure that they are providing recreation 

opportunities that are affordable for users. Staff work with local partners to promote economic 

growth and sustainability and allow the market to operate private programming. Staff also seek 

to complement services rather than compete. Added organizational values expressed by 
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participants during interviews included building a sense of community, increasing participation, 

creating a sense of belonging, integrity, respect, and honesty, cleanliness, and ensuring safety 

and right to play.  

And it's all about coming down to two core values that we believe in and that is 

participation and creating a sense of community and those are the values of our business 

unit, and that's the vision and the mission statement for Parks and Recreation and so, 

what, you know it's like about play, but it's really about you know, creating participation 

and creating a sense of community. So, those are the two fundamental values and then 

how we do that as in different ways. (Casey) 

 

Participants expressed they personally value understanding the importance of recreation, ability 

to change lives, enhancing resident and staff experiences, providing enjoyment in recreation 

experiences, governance, connecting to the environment, and serving the community. 

Becoming a part of corporate team, it provides for a broader community was really 

important to me. I see it as community development piece. I see it as having the potential 

to change lives and the potential to change social interactions and to really create the 

foundation of how people relate to together within a community. So, it is both a vehicle 

for getting things done in my mind as well as end product of people coming together and 

creating a fun and engaging community. (Jodie) 

 

The above data highlighted the organizational values of the department and personal values of 

recreation staff. Participants explained their personal values of supporting communities and 

serving others aligned with the department’s organizational values of ‘right to play’ and building 

a sense of community.  

It’s like, we really want to create ‘play’ and we use play as a very broad definition, to 

support the value propositions that you know, that play delivers. So, it becomes a very 

inclusive space. So, yes, and so, they're very much aligned into our values… I've been 

involved in sport and recreation my entire life and the philosophy and the values of 

aligning to supporting that for our communities is one of the reasons that drew me back 

here; it’s wanting to do something in my community. That was a value based [on] my 

values. I wouldn't be here, if I wasn't into it, it wasn't aligning, let’s put it that way. 

(Casey) 

 

Staff also explained that it was extremely important to partner with groups that shared the same 

or similar organizational values.  
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When we decide that we are going to partner with someone and actually promote ourselves 

as partnering with them, we look [for] common ground and alignment in all of our goals 

and values. …anybody [who] isn’t following the kinds of values that we have on policies 

that we have in place, then we wouldn’t partner with them, or we would educate them to a 

point where they could make it a really great decision and see if they want to change how 

they are doing things so, that [they] can continue to partner with us. (Jodie) 

 

Reviewing this statement revealed that recreation staff choose to partner with community groups 

and private organizations that share the same organizational values that are embedded within 

their own city policies. By building relationships with other community groups and 

organizations, actors could optimize resources that meet their shared focus to advance inclusivity 

and gender equity policy goals.  

Aligning and Adopting Gender Equity Approaches 

The third category covers the ways recreation staff align existing gender policies to 

interdepartmental, corporate, and other municipal gender policies. Further, this category 

addressed the ways staff align gender policies to city documents (i.e., Strategic Plan, Master 

Plan) and guiding philosophical frameworks (i.e., A Framework for Community Recreation in 

the City of Canber; National Framework for Recreation Canada). Recreation staff refer to other 

municipal strategies to operationalize gender equity into their own policies and community 

initiatives. Specifically, participants explained staff review other municipal best practices 

pertaining to inclusion and gender equity: 

They're doing the best practice review, what other municipalities or like organizations 

are doing. HR have, we'll look at it also from that same lens from whatever Legal is 

advising. And they also bring in some of the work that they know is happening nationally, 

provincially around that area. (Loren) 

 

However, some policies from other municipalities are not applicable to the City and its Parks, 

Recreation and Culture Department due to different demographics and needs. For example, 

participants explained accessibility policies in other municipalities are not applicable due to the 
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different needs of user groups. Participants also explained policies are aligned between 

departments to ensure that the city is working together to create an inclusive environment and 

engaging community.  

But also some departments develop their own internal policy as well related to gender 

equity. (Reese) 

 

Specifically, participants mentioned the Department of Human Resources develops corporate 

policies and staff refer to those policies during their practice. It was also identified recreation 

staff align their policies to legislation from higher levels of government (i.e., Federal and 

Provincial). In reviewing Canber’s Master Plan, it was stated “the Department and Users will be 

aware of all legislative responsibilities with respect to providing equitable services and activities 

embracing gender equity…This includes communicating legislating requirements and supporting 

practices; sharing of information, policies and proactive approaches amongst Users” (p. 8). City 

staff must ensure alignment to Federal and Provincial guidelines and laws pertaining to gender 

equity. The importance of adopting Federal and Provincial policies was described by participants 

as meeting its required checklist. Recreation staff also referred to the Canber’s Strategic Plan, 

National Framework for Recreation Canada, and new department philosophical framework to 

guide policy development and implementation. Canber’s Strategic Plan acts a guide to help staff 

develop department policies.  

Taylor: It was pretty involved probably in terms of engaging the public and that is our 

guiding document now. 

Researcher: Right. 

Taylor: As well when we develop other policies. So, rather than engaging the public on, 

every single… 

 

Staff refer to their Strategic Plan regularly as opposed to scheduling consultations and engaging 

the public on each policy. Some participants explained staff prefer to not refer to the term 

“policy” rather apply their new framework to guide decision making. For example, participants 
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referred to their recently revised 2018 ‘Framework for Community Recreation in the City of 

Canber’ as a form of policy. Staff explained that the document, A Framework for Recreation 

Canada: Pathways to Wellbeing (2015), provided knowledge and directed the writing process of 

their own city documents. This framework now acts as a guide for staff to help them during 

decision making.  

So, we'll start to get rid of some documents and lean into this overall arching framework 

that we're going to call our framework for Parks and Rec [recreation], which is founded 

[on] the Recreational Framework policy. (Casey) 

 

During the writing stages of city documents, recreation staff referred to ways other 

municipalities had integrated the National Framework for Recreation Canada goals, principles, 

and priorities into their own frameworks and policies.  

Well we're in the process of trying to align ourselves more to the Framework at this 

point. Trying to figure out ways to go about doing that and a variety of people have done 

it in municipalities, have done it in a variety of ways. (Alex) 

 

Therefore, recreation staff are adopting approaches from various sources from multi-levels of 

government. Inclusively, this theme covered the ways research, emerging trends, guiding 

principles, and values play an integral role in the development of city policies. Further, 

recreation staff referred to other municipalities, Federal, Provincial, and departmental policies for 

guidance when developing policies or initiatives related to gender equity. This theme highlights 

how research, feedback, and values are used to support recreation professionals rationalize the 

need for a gender equity policy and inform policy criteria. Figure 7 below illustrates the linkages 

between theme two categories and sub-categories. 
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Figure 7. Categorical Linkages: Information and Guiding Principles that Guide Practice 

 

 

 

 

 

 

 

 

 

 

 

 

Theme Three: Fostering Gender Equity and Inclusivity 

This theme addressed recreation professionals understanding of gender equity and the 

strategies they use to ensure gender equity is integrated into their policies and practices. Further, 

this theme described the ways recreation staff define and foster inclusion. Within this theme are 

three main categories: (1) Understanding Gender Equity, (2) Strategies to Ensure Gender Equity, 

and (3) Ensuring Inclusivity for All.  

Understanding Gender Equity 

According to participants’ gender equity is considered as a sensitive and controversial 

issue. Specifically, this was a consistent view among participants and topics such as gender 

equity are typically refrained from conversations at certain times (i.e., election periods).  
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Sidney: So, that's where you sort of play and then there's also certain protocols. Right? 

So, with election, there [were] certain things that we know that we should hold back or 

not go forward particular[ly] if it’s overly sensitive or controversial. 

 

Some participants defined gender equity as ensuring equal access and treatment. Specifically, 

gender equity means everyone is treated equally and has the right to voice their opinions.  

Which means everybody is treated equally. Everybody has a right to their viewpoints, 

that everyone is equal. (Casey) 

 

Participants often used phrases such as 50/50 to describe equality. When using such phrases, 

participants only referred to equal representation of men and women.  

Like I’ve seen it come from, you know, the girls being part of the boys’ program to break 

away to growing their own program, to ringette having a program. Our soccer program in 

Canber, it's almost 50/50. The last time I talked to… was like 52 percent females, 40 percent 

males. (Reese)  
 

In comparison, while some participants defined gender equity as treating everyone equally, other 

participants defined gender equity as providing opportunities and ensuring full and fair access. 

Specifically, participants explained gender equity does not mean ensuring equal numbers.  

Equity for me is, it doesn't mean that there's equal number of something, but the equity to 

me is, does everyone have an opportunity? Right? So, within the corporation or within 

our areas, you know, you might look at it and you know, say, “hey, there's only one male 

to six females or whatever.” But I don't think it's a number thing. To me, it's just as long 

as everyone has an opportunity. (Sidney) 

This definition was also aligned with the Canber’s Gender Equity in the Allocation of Public 

Recreational Spaces Policy and the Master Plan which defined gender equity as “to be equitable 

and balanced and to appear to be fair; and in this context, providing opportunities to community 

members with some reasonable gender accommodations or special measures to help bridge 

programs and services which prevent full participation due to gender. It includes working to 

redress identified inequities and imbalances in opportunities to participate in active living” 

(Gender Equity in the Allocation of Public Recreational Spaces Policy, p. 5; also, mentioned in 

Canber’s Master Plan, p. 91). Within Canber’s Strategic Plan, working measures to redress 
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identified inequities included outreach strategies to ensure staff are knowledgeable of the 

inequities that exist. These outreach strategies were vague and are further explained in upcoming 

sections within this theme. Also, these divergent views propose implications for different gender 

equity policy advancements and outcomes within the City of Canber. Specifically, recreation 

staff who have different perceptions of gender equity and are provided with vague resources are 

likely unable to foster a gender equitable organization.  

Gender equity was also described as subjective. For example, one participant explained 

defining gender equity and equitable practices is subjective. 

By not doing the opposite? By not having, inequity as part of our service delivery, which 

is very subjective. (Alex) 

Gender equity was also described as complex. More specifically, participants explained gender is 

non-binary and involves multiple identities.  

Charlie: So, we have a universal change room with larger partitions. So, it's not simply 

male, female. 

Researcher: Right. 

Charlie: It's everything in between. 

 

Participants also defined gender equity as outdated and evolving. Specifically, participants 

explained the term gender equity traditionally emphasized the balance between men and women, 

and society is evolving to new perceptions of gender equity.  

It’s evolving. It really is. I would say that gender equity piece is an evolving piece for the 

City of Canber. (Casey) 

 

This definition of gender equity had shifted staff to apply an all-inclusive approach to their 

policies and practices. For example, participants expressed staff are removing the word “gender” 

and focused on being inclusive to all needs in the community: 

Um, it was the gender equity gave the interpretation of it being equal, meaning 50/50. So, 

there was a whole bunch of things related to gender equity that, I think were maybe 

misunderstood many, many years ago. And I think we've evolved since then. I think 
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gender equity was interpreted in a certain way ten years ago and now it's more on, 

inclusive, inclusiveness and I really even think the word ‘gender’ is being removed from 

a lot of the things that we're doing. (Alex) 

 

The implications of removing “gender” may include ignoring gender inequities that exist, 

furthering the lack of clarity in the meaning of gender equity and lowering the prioritization of 

gender equity policy deliverables and advancements. The Gender equity was also considered as 

‘must have’ in business. Specifically, some participants described this as a way of “doing 

business”.  

The inclusion of our Gender Equity policy that we have in Parks and Recreation is part 

of how we basically do business… So, at the present time, that particular policy sits with 

community development, but that doesn't mean that it's their responsibility to make sure 

that they’re implementing that policy. Right? The gender equity policies, not really a 

mandate, you can probably have it as part of your research. It's not necessarily a 

mandatory or list,’ thou must do’. It's more of ensure that equity exists in everything that 

we do. (Alex) 

 

Participants also explained gender equity is not an existing issue or relevant to the organization. 

These definitions were assigned to this theme and category since participants did not perceive 

gender equity as a challenge. This was identified by codes and phrases such as: (a) haven’t had a 

gender-related issue, (b) gender is not a factor, (c) gender is irrelevant, and/or (d) gender equity 

is not a need.  

Sometimes here I actually find and maybe this isn't the right thing to say. I don't think it's 

a problem, but I think we actually have on staff for example, a lot of women. We almost 

have like, it's not a problem. (Taylor) 

 

After the first set of interviews, it was clearly identified that some participants may feel there is 

either a need or no need for a gender equity policy. Therefore, I posed the question to 

participants around whether there was a need for gender equity in the department? The following 

quotation is a sample response to this question: 

I don't think we should have a need for it. I don't think that’s a need. I think that every, it 

should be just as it is, right? Either there should be accommodation for everybody just to 
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participate whether it's not just gender, it's accessibility too, right? So, I think that it's all 

inclusive, so, it's not something that should have to be labeled. (Charlie) 

 

The majority of participants also explained that recreation staff are concentrating their efforts in 

other areas.  

Physical access is an issue for us and language is far as the senior term or what's a 

respectful way of addressing individuals is really where we concentrate our efforts right 

now. That happens to, gender is almost irrelevant to that right. (Jodie).  

 

However, one participant voiced areas in the department where recreation staff could work 

towards being more gender equitable. Specifically, Sidney explained staff should focus their 

attention on applying equitable practices to scheduling and space allocation.  

Are we equitable across the board? Probably could be more in terms of space allocation 

and timing and whatnot. We don't have specialized programs, so, if that's something. 

(Sidney) 

 

According to participants, gender equity is not discussed regularly or part of everyday 

conversation.  

And if you talk about gender equity, like it shouldn't even be a conversation, right? Like 

they [participants and community residents] should be accepted, but that's an evolution 

of society. So, they have those policies where everyone has the right to play. (Casey) 

 

Other participants expressed that gender is not a topic that they care to highlight or notice as staff 

feel they are already welcoming to all members of the community. 

To me, total general gender equity in some ways, and this may come out wrong, but I 

don't notice gender. (Adrian) 

 

Overall, there are multiple definitions and understandings of gender equity according to 

municipal recreation staff. By reviewing my research journal and codes, the most reoccurring 

definitions of gender equity included: providing full and fair access, gender equity is irrelevant 

and/or not an issue, and evolving from traditional definitions of gender equity to an all-inclusive 
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approach to community services. The following figure presents and summarizes the definitions 

and meanings associated with gender equity according to recreation staff. 

Figure 8. Definitions of Gender Equity According to Recreation Staff  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Strategies to Ensure Gender Equity 

The second category addressed the strategies used by recreation professionals to ensure they 

are operationalizing gender equity into their policies and practices. These strategies and/or 

actions by recreation staff also provided underlying assumptions to additional understandings of 

gender equity. Five strategies emerged from data analysis: (1) removing labels and creating 

opportunities, (2) using proper language and communication, (3) ensuring inclusive imagery and 

brand, (4) ensuring gender representation of staff, (5) ensuring equitable allocation and 

distribution, (6) offering variety of programs, and (7) engaging in inclusivity training.  
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Removing labels and creating opportunities. In Canber’s Strategic Plan and CIAC 

Meeting Agenda, it noted engagements in the Equity and Diversity Roundtable event revealed 

the need to remove labels and recognize that there are several dimensions of diversity within 

communities. Participants explained they focus on removing labels and restrictions, normalizing 

gender, providing options and opportunities, understanding the barriers and educating on gender 

while maintaining a professional approach. For example, participants expressed they ensure 

gender equity by removing gender labels and restrictions on programs.  

Like if we have a family or a public swim, anyone could come to it. Like, do we have a 

strategy that saying, “you can come if you're transgender or if you're a male or if 

you're…” you know, we don't specifically address, address it like that. I guess maybe our 

strategy as we call things like “public swim” and “public skate” that means open for all. 

You know without any kind of age restrictions or gender restrictions anything like that. 

(Alex) 

 

In Canber’s Communication Gender-Neutral Language Policy, it was noted that staff are 

required to be mindful of occupational titles. Staff are required to ensure consistency and 

“parallel use of names and titles of address” (p. 1). For example, staff address colleagues and 

residents by either full name, surname, or a neutral title. This policy indicated that non-sexist 

language includes removing titles or labels that insinuate a man or woman. Rather than 

addressing an employee by “sir” or “madam,” staff are asked to address their colleagues by 

name. Participants explained staff are encouraged to start learning each other’s names rather than 

addressing colleagues or community members by titles such as “ma’am” or “sir.”  

Jodie: We do have some individuals [who] say, "hello ma'am or hello sir", very formal and 

we talk about a lot of coming in our environment that doesn't do those kinds of things. 

Researcher: Right. 

Jodie: And start learning names. So, that applies [to] gender as well.  
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It was also identified that participants seek to create options and opportunities (e.g., via 

registration forms) to ensure they are considerate of individuals who may not self-identify into a 

male or female category.  

We've got some software now that allows people to see self-identify based on a gender that 

they would like to choose or ‘X’. (Jodie) 

 

‘X’ refers to a non-binary option for those individuals who choose to not identify as male or 

female. Staff regularly try to work with program participants to meet any requested 

accommodations. Further, participants regularly seek to understand the barriers and educate 

others on gender inclusivity and neutrality. Canber’s Strategic Plan noted staff are encouraged to 

be proactive and identify inequities and barriers that exist among gender populations. 

Specifically, staff are asked to research and “understand the barriers to participation of both 

females and males in sport and recreation activities” (p. 94). This statement was also included in 

Canber’s Gender Equity in the Allocation of Public Recreational Spaces Policy. Additionally, a 

Council memo from 2016 (i.e., sub-titled as Gender Neutral Washrooms in City Facilities) 

highlighted the Human Rights Policy which reported that community organizations should learn 

about the needs of other gender identities such as Transgender and address barriers and change 

policies accordingly. Participants engaged in hosted workshops where they were educated by 

members of Organization B4 that advocates for rights and inclusion, self-advocacy, and youth 

development. Representatives of Organization B presented and fostered a discussion around 

inclusion and ways to approach gender neutrality.  

Taylor: I was educated by the [Organization B] in terms of like, … currently… 

Researcher: Yeah. 

Taylor: … but it's a way on the road to get to perhaps more options because they know 

that like every list of every single way people can identify is probably going to take a long 

 
4 Organization B: An organization that looks to support LGBTQ (Lesbian, Gay, Bisexual, Transgender, 

Questioning/Queer) and diverse groups, youth, adults and families in the local region. 
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time . But this at least gives people who don't fit into an ‘M’ or ‘F’ bucket an option … 

it's called “Whiteboard Wednesday”. 

Researcher: Okay. 

Taylor: To help educate staff… 

 

Participants explained staff are still learning ways to approach gender neutrality. Participants are 

educating others on new changes that reflect gender inclusivity such as the construction of 

gender-neutral washrooms. It was identified within Canber’s Multi-Year Accessibility Plan 

2019-2023 that staff provide accommodations for gender populations (i.e., men, women, 

transgender and gender queer) such as offering gender-neutral washrooms. Between the years of 

2013 to present, new gender-neutral washrooms were added to various city facilities such as city 

hall, community centres, and park pavilions. Gender-neutral washrooms represent approximately 

50 single use washrooms across the city. Single use washrooms are spaces where only one 

washroom stall is available. Often these washrooms are in public facilities such as Canber Public 

Library. Gender-neutral washrooms are currently being built and installed to remaining facilities 

and spaces.  

Looking at locations that didn't have only a male and female but had, you know, a 

universal washroom. So, if staff were going through a change or identifying you know, 

female, male, whatever, that there [were] always options for them. (Sidney) 

 

Participants also mentioned future renovations will include changing existing change rooms to 

all-inclusive changing areas which will offer private stalls for community members.  

Separate female, male and family changes rooms to one inclusive space that everybody can 

participate in with private stalls and then common areas. (Casey) 

 

Participants continue to understand gender-related barriers to participation by engaging in 

discussions with members of community groups.  

Reese: …with the girls' hockey. You really have to get their perspective on things. 

Researcher: Okay. 
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Reese: Their experiences, their knowledge, and their passion to be part of a program or 

get access to a facility or whatever it is. They can be real leaders in developing that 

because I can say maybe as a male, I understand what they're doing. 

 

Results revealed that staff are encouraged to maintain a professional approach in customer 

service and to lead by example.  

Typically speaking, again, in my experience, people are professionals and if you conduct 

yourself professionally and do your work and can answer the questions, you'll find that 

you do all right. (Taylor) 

 

Being professional included ensuring applicants were recruited based solely on skills and 

experience as opposed to gender. By ensuring professionalism, staff are less likely to act on 

personal biases.  

Using proper language and communication. The second strategy is incorporating proper 

use of language and communication in facility naming, daily conversations, city documents and 

forms, and dialogue between stakeholders of policy. According to the Corporate Access and 

Equity Policy and the Communication Gender Neutral Language Policy, staff are responsible to 

ensure diversity in the naming of facilities and recreation spaces. Within this policy, it was 

identified that the city ensures naming of facilities reflect a balance of genders (i.e., therefore 

implying a binary between men and women). Participants explained that facilities and recreation 

spaces are named either by last name, neighborhood, or street name. In some cases, facilities are 

named after owners of organizations or donors who pay for naming rights. One participant 

perceived the last name of owners, donors, and/or tributes as “gender-neutral.” 

So, that's an example of… I would believe that's gender-neutral. It's last name of the 

person. (Charlie) 

 

Participants also expressed that they are applying universal and neutral language to their 

programs, job postings, and daily conversations. For example, participants explained that staff 

apply pronouns in communications.  
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So, say, “he or she”, we would use “they” or something like that. Right? And then also you 

wouldn't say men, you know? “Open to men” or “open to women” or that type of thing, 

but it would be more of an all-inclusive type language that would be used. (Sidney) 

 

Participants expressed that staff create welcoming and judgement-free environments by engaging 

in “neutral conversations” and avoiding topics surrounding identity.  

But you know, we don't, we don't talk about lifestyles, we don't talk about sex, religion, all of 

those pieces. We try to make everybody feel comfortable and have neutral conversations, but 

also give them a place that if they do want to express themselves, then it's a safe environment 

to do that as well. (Adrian) 

 

Participants also described their communication channels with stakeholders as open and 

engaging. The city aims to create awareness and support gender equity principles including civic 

leadership, accountability, accessible and equitable governance, and citizen expectations. 

Specifically, in Canber’s Strategic Plan it was identified that the city collaborates with other city 

services (e.g., Library Services) to support events or initiatives that work towards inclusion and 

equity. These events are used to promote topics such as sense of belonging, awareness of 

diversity, address racism, and economics. By engaging in these events, elements such as gender 

equity are further communicated among community members. Cameron also mentioned that 

during task delegations, staff communicate with other stakeholders to divide and share tasks.  

 Ensuring inclusive imagery and brand. Third, staff aim to ensure there is an equitable 

gender representation in promotional materials. In the Canber’s Master Plan, it states that “the 

Department will utilize gender-neutral language in its publications, incorporate a balance of 

gender/representative backgrounds in visual and promotional materials and seek to promote 

equity in speakers and presenters” (p. 96). The details for ensuring gender and representative 

backgrounds in visual and promotional materials were unclear within this plan and were further 

explored in interviews. It was identified in interviews, that participants operationalize gender 

equity through inclusive imagery and brand identity. Specifically, this included inclusive 
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marketing, promotion, and program materials. Participants voiced marketing plays a key role in 

brand identity. 

Casey: So, part of my goal in marketing is adherence to brand and that's our value and 

that's our proposition, and that's our vision, and that's ours, and identity, right?  

Researcher: Right.  

Casey: So, our brand of who we are is inclusive, right?  

 

Staff either included images with either program participants from stock photography or no 

people at all.  

So, and it's not deliberate so, that I have to make sure that every single piece has 

somebody with a disability and somebody that is, you know, Muslim, whatever, it's just, 

it's general, right? So, if it's targeted at older adults the piece then we'll make sure that 

there's a good reflection of that in there. Well we have our leisure guide like when we do 

that type of thing. The imagery is reflective of either no people, right? So, nothing is 

called out on purpose. (Casey) 

 

Participants also expressed how they operationalize gender equity by displaying the Rainbow 

Teen Safe Space poster in recreation facilities and spaces. Imagery acts as a form of 

communication to community members. This poster is used to symbolize that the City of Canber 

welcomes those individuals from the transgender and gender queer community.  

Ensuring gender representation of staff. Ensuring gender representation among staff was 

identified as another strategy to ensure gender equity amongst recreation staff. Ensuring gender 

representation applied to not only programs and imagery, but to the level of diversity among 

employees and workers in the Department. In Canber’s Master Plan, it states, “the Department 

and Users will value the importance that role modelling plays in the future gender composition 

of sport and recreation” (p. 97). This requires ensuring equitable composition for coaches, 

managers, executive members, staff, and volunteers in non-traditional roles. This department 

facilitates mentorship by offering shadowing opportunities and training. While participants 

explained the hiring process is fair and transparent, participants acknowledged areas within the 



  108 

department which are male and female dominated. Specifically, there is a higher amount of 

female staff amongst all recreation employment positions.  

When we're recruiting, it's the best person for the position. To me it doesn't matter whether 

they're male or female. And that we all work together … the interesting piece in business 

services, I think I have 16 [staff]. We have one male and the rest are all female. (Adrian) 

 

Other female dominated areas included Finance and Aquatics. For example, participants 

described that overall Aquatics staff are primarily female, however Cameron described the ratio 

between male and female staff during pool hours as approximately 50/50.  

Trying to get pools would be a lot of aquatics, female but there are males. I don't know 

what the percentage is there because I don't… I wouldn't oversee that. But I know in the 

work and in the pools, it's probably 50/50. So, operationally when they work and when 

you use ‘operations attendant,’ that's what they're called there. But if you [have] four 

pools, you probably have two females, two males, and then you've got a female operator 

and a male. So, it's probably 50/ 50. (Cameron) 

 

Participants explained that Department areas such as Operations and Information Technology 

Services are male dominated. However, participants explained that there has been a growth of 

female staff in these related areas.  

I would say the last 10 years that definitely started to change quite a bit. In the last five years 

since I've been in this role, I've seen it change quite a bit. We have the community centres, for 

example, we have six full time staff and the four-main community centres and I think it's a 

balance right now of three and three in terms of gender. [Female employee] is the lead 

person here and I have [female employee] down at the senior’s centre, like there's a number 

of people [who] are lead roles who are female. On my leadership team, we have two females 

currently out of 10, so, that kind of goes up and down. We have lots of turnover on that team. 

(Charlie) 

 

Participants recognized that areas of the department were dominated by men and women. 

However, they often explained the reasons were due to lack of attraction for these positions.  

There's no reason why there couldn't be more females, doesn't attract more females and so, 

that's okay too, right? But, I don't... I’ve never had an issue regarding that I would have to 

bring up, but I know I'm empowered to do so if I did. (Jodie) 
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Ensuring equitable allocation and distribution. The City of Canber is supporting gender 

equity by striving to ensure equitable allocation and distribution of facilities, spaces, and 

program funding. In Canber’s Master Plan, it was noted the city allocates recreation spaces based 

on gender. The City aims to make sure that gender is not a barrier by establishing a criterion for 

the allocation of public recreation spaces. Within the Master Plan, it states, “using gender as a 

criterion for allocation of public recreational spaces will reduce a significant barrier to 

participation” (p. 94). In the Gender Equity and Allocation of Recreational Spaces Policy 

criterion indicated: “permitted space must be maximized and appropriate for the activity age and 

gender of participants; … equitable distribution of prime and non-prime hours will be respected, 

based on program need (p. 3). Staff behaviours of equitable distribution included being flexible, 

responsive, and reasonable. To ensure equitable distribution of spaces with respect to gender, 

solutions and approaches suggested by staff must be considered to be reasonable and achievable. 

Participants explained that recreation spaces are not distributed based on gender rather on 

program participation rates, preferred time slots, group size, and level of inclusivity. For 

example, spaces are more likely to be allotted to groups who have higher numbers of people, 

demonstrate diversity, and seek to promote fundamental skill development (e.g., public skate 

versus elite hockey tournament). 

The more individuals that you’re serving, and the more inclusive their program, and the 

more those are the two major ones, actually. That’s going to get you up the pecking chain to 

be able to pick your preferred times. (Jodie)  

 

The Parks, Recreation and Culture department has an existing Gender Equity and Allocation of 

Recreational Spaces Policy; however, staff expressed that they were considering changing and/or 

amalgamating this policy. Participants expressed their desired change to policy is due to their 

shifted focus on the youth population.  
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But I do know that it does talk about our focus right now and we're changing our Space 

Allocation policy. Our focus is on youth. That's where we'll allocate our space first. 

(Adrian) 

 

Spaces are primarily allocated based on programs and community groups’ needs. For example, 

Alex explained spaces are distributed according to the requirements of the program and 

resources requested from groups.  

Alex: But it's still the case today, so, that there might be more ice time for boys than there is 

ice time for girls. Right? Does the gender equity policy say, “that those should be equal?” 

It's appropriate based on the needs of our service delivery. So, it's to take that into 

consideration when allotting space … 

Researcher: Right.  

Alex: or time or resources for particular genders. 

Therefore, this strategy to operationalize gender equity encompasses a larger focus on need and 

inclusivity for all members when allocating or distributing recreation spaces.  

Offering variety of programs. The last strategy to operationalize gender equity is offering a 

variety of programs and adhering to program standards. Specifically, staff offer gender-specific 

and all-inclusive programs. In Canber’s Gender Equity in the Allocation of Public Recreational 

Spaces Policy, the city strives to ensure a “gender balance in offering programs; [and] 

introduction to sport and recreation programs” (p. 3). Participants explained that 2-3 percent of 

program offerings are gender specific. 

So, all our programs are pretty much wide open. We have very few that are gender 

specific. We do offer for anyone that identifies as male or identifies as female in the 

fitness realm more so. We offer some gender-specific programming. Each time we do that 

it's usually coming from a request from a group or individuals that they would like to see 

something that is more specific. Then we provide the opposite gender, so, we have a 

men's fit program for example, and in this demographic, we see about a 70%-%30 split 

female to male identifying. So, usually, anything that a group of guys want to get 

together, we try to ensure that we can do that. Since we did, we had to have ladies fit 

also. There is that balance that's there. (Jodie) 

 

Gender-specific program offerings were linked with fitness-related programs and public swims. 

One participant voiced that while she did not agree with gender-specialized programming, 
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women expressed a need for their own ice hockey program as a result of feeling men play too 

aggressively.  

Loren: flip then what you would think. They're saying that the men, they can't play with 

men, which is so not something I agree with. So.  

Researcher: What was the reason? 

Loren: Women only Shinny’s, they said ‘men are too aggressive, that they don't play 

nicely. They are their skill levels higher. Like all the anti-things that you would want a 

woman to say.  

 

Staff also adapted to cultural needs such as Muslim culture where women requested a need for 

exclusive swim program.  

There was a Muslim women’s group [who] cannot swim with you know… bathing suit 

because it can't be seen with their skin exposed, right? So, we have accommodated a 

women's only swim where we brought in drapes to close off the rooms and in case 

anybody came into the facility, they wouldn't even be able to access through into the 

pool. So, we create those. We have accommodations. (Casey) 

 

Participants explained while the department offers gender-specific programming, they primarily 

offer programs available to all residents (i.e., coed programming). Staff offer mixed programs 

based on the demographics in the city. Participants explained since programs are designed as 

open to all, staff do not rely on gender equity policies.  

It all starts on the need. Do we have specific transgender programs? No. But do we allow 

inclusivity? Yes. (Alex) 

 

While no specific transgender programs are offered or available, staff adhere to program 

standards to ensure they are treating every participant the same and avoid providing special 

accommodations.  

Engaging in inclusivity training. This last strategy, engagement in training, is a 

mandatory requirement for staff or volunteers working for the city. Specifically, recreation staff 

are trained on how to create positive, welcoming, and inclusive spaces. In the City’s 

Accessibility Plan, training linked to equity and inclusion included staff orientations that focused 
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on “Access and Equity” and “Respect in the Workforce.” The CIAC takes a lead role in 

providing inclusivity training (i.e., e-learning modules) for staff and policy development. For 

example, “each module includes interactive knowledge checks …[and] The modules cover all 

current legislative training requirements and provide employees and volunteers with the practical 

knowledge and skills they require to help create an inclusive and respectful community” 

(Canber’s Multi- Accessibility Plan, p. 4). Participants explained Positive Space training 

included learning about the diverse ways people can identify and appropriate terminology when 

referring to these identities. Staff were asked to complete work assignments by engaging in 

scenario-based exercises and conversations around gender inclusivity.  

You could go to an individual that has identified themselves and have a conversation with 

them and said, you know, “what's your life story?” It could be “here's something in the 

news” and you say, “Hey, I just heard this in the news about this. What are your thoughts 

with someone else to have that conversation?” Or it could have been, “Hey, I'm taking 

this training, what do you think?” (Sidney) 

 

In sum, this category uncovered the strategies used by recreation professionals to operationalize 

gender equity into policy development and implementation. Figure 9 below illustrates and 

summarizes each of these five strategies used by recreation staff. 
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Strategies to 
ensure 
gender 
equity

Removing Labels and 
Creating Opportunities

• removing labels and restrictions

• normalizing gender
• providing opporuntities

• understanding barriers

• being professional

Using Proper Language 
and Communication

• naming facilities

• using universal and neutral 
language

• ensuring clear language

• communicating diversity

• promoting an open dialogue

Ensuring Inclusive 
Imagery and Brand

• marketing and brand identity

• all-inclusive imagery

Ensuring Gender 
Representation of Staff

• identifying male and female 
dominated areas

• ensuring 50/50 representation

Ensuring Equitable 
Allocation and 
Distribution

• allocation model
• being flexible

• permitting spaces based on 
gender

• allocating spaces fairly

Offerring Variety of 
Programs

• offering gender-specific 
programs

• programs open to all

• adhering to program standards 

Engaging in Inclusivity 
Training

• equity training

• interactive training modules
• Positive space training

• engaging in training 
conversations

Figure 9. Recreation Staff Strategies to Ensure Gender Equity in Policy and Practice 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  

 

Applying an Intersectional Lens 

The final category addressed the ways recreation staff ensure inclusivity for all community 

members. Specifically, this category described how recreation staff define and create feelings of 

inclusion. One participant defined inclusion as ambiguous: 

It's very ambiguous. It's very kind of need driven, as opposed to gender equity, which is I 

think [is] a little bit more black and white. (Alex) 
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Further, it was identified inclusion and exclusion exist simultaneously. Specifically, Alex argued 

the purpose of inclusion is a result of feelings of exclusion. In some cases, community members 

request exclusivity based on interests and purpose.  

Alex: And it's a nice fancy word that feels good, but there is also exclusion that needs to 

happen at times for the right reasons.  

Researcher: Right.  

Alex: And it can't just be one or the other, it has to be a combination and understood kind 

of philosophically on both. What is the purpose? What's the need, what’s driving it, being 

inclusive? or it being exclusive?  

 

Staff foster inclusion by being welcoming, performing open and fair practices, and creating 

accessible and safe spaces. For example, participants explained they share a welcoming 

perspective (i.e., being respectful of others, open invitations to all such as staff social events), 

encouraging peer support, avoiding use of stereotypes, adhering to standards of inclusion, open 

and fair hiring, promotion of barrier-free and positive spaces, and being culturally inclusive.  

Right? And then we also talked to different people about because there's a designation 

for a Positive Space designation. So, we had talked to people about that and you know, 

“what were some things that we could do that we're sort of, that would make it a little bit 

more welcoming type situation?” (Sidney) 

 

Participants mentioned that recreation staff try to make themselves approachable to ensure others 

feel comfortable to ask questions or voice concerns. Staff engage in conversations with various 

groups to make sure members feel welcomed. Inclusion was also described as looking beyond 

gender and thus staff focus their attention in the following areas: accessibility, age-friendly, 

cultural inclusivity, and safety. Canber’s Multi-Year Accessibility Plan primarily focused on 

ensuring that staff “promote a caring, inclusive and respectful community where city programs, 

services and facilities are available to everyone, including people with disabilities” (p. 1). 

Participants explained how staff aim to ensure accessibility by addressing the physical barriers to 
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recreation participation. It was identified that inclusion and access were largely associated with 

removing barriers for people with physical disabilities.  

From gender, again, my… access and inclusion as they say, I look at it from more from 

that perspective of individuals with disabilities, right? So, and mental health. So, I don't 

know …if that’s the sort of comment? (Sidney) 

 

In Canber’s Strategic Plan, it indicated the City is inclusive to those with low socio-economic 

status by developing subsidy programs and reviewing policies on user fees. Specifically, 

recreation staff: 

have developed financial subsidy programs for individuals, families and other groupings 

who do not have the financial means to cover participant fees but who would clearly 

benefit from participation…This form of investment is important to support the principles 

of inclusion, fairness and equity and in supporting the personal development and healthy 

lifestyles of all residents.” (Canber Strategic Plan, p. 25) 

 

This was supported by participants who also expressed that one’s socioeconomic status should 

not be a barrier to recreation participation.  

So, that reduces also socioeconomic barriers, challenges, and that we really don't care 

who shows up. Like we don't exclude anybody from anything. (Loren) 

 

Managers explained in the first meeting that every service or program has a level of 

subsidization. It was also identified staff aim to ensure department policies are age-friendly and 

working towards newcomers. In Canber’s Strategic Plan, it was stated that staff are working 

towards ensuring “new comers and other groups feel welcomed at home in [Canber]’s inclusive 

and supportive civic environment. Services are open and accessible to all groups, and the city 

supports new cultural celebrations and initiatives” (p. 28). Participants expressed being culturally 

inclusive was important and a current focus for the department. Participants explained funding is 

currently being distributed to newcomer initiatives.  

It's just that the Federal Government has pumped the money into newcomers. So, 

everybody focuses on newcomers. I think they're going to change out in this next 
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reiteration. That there is a City team as well that that is looking at newcomers, but it's 

more on the arts and culture side. (Loren) 

 

Participants argued being culturally inclusive is beyond gender equity. For example, participants 

explained that everyone should be able access recreation. 

People, if you bring it up in a meeting or people take it really seriously; and that goes for 

not only gender equity but again, removing barriers. For anybody who would face a 

barrier in terms of accessing recreation. (Taylor) 

 

Lastly, inclusion and access also included ensuring safety for all community members. For 

example, participants explained the city conducts regular safety checks. This category revealed 

that recreation staff utilize an intersectional lens rather than solely a gender equity lens to ensure 

inclusion. Therefore, policies and frameworks in the department are designed to reflect this 

approach. Further, current funding and resources are being distributed to newcomer strategies 

opposed to gender equity policy initiatives. Inclusively, this theme covered how municipal 

recreation staff conceptualize and define gender equity, the five specific strategies recreation 

staff use to operationalize gender equity into policy and practice, and the ways inclusion is 

understood and practiced by staff. This theme provided data which helped answer this study’s 

research questions regarding the meanings of gender equity and strategies to operationalize 

gender equity into new and existing policies. The following figure illustrates the linkages 

between theme four categories and sub-categories. 

 

 

 

 



  117 

Theme 3: Gender 
Equity and 
Inclusivity

C1: Understanding 
Gender equity

defining gender 
equity 

gender equity is 
sensitive

gender equity is 
evolving

being equal (50/50)
having an 

opportunity

ensuring full and fair 
access

creating welcoming 
spaces

gender equity is 
subjective

gender equity is 
buisness

gender equity is not 
an issue

gender equity is 
irrelevant

C2: Strategies to 
Ensure Gender 

Equity

removing labels and 
creating 

opportunities

using proper 
language and 

communication

ensuring inclusive 
imagery and brand

ensuring gender 
representation of 

staff

ensuring equitable 
allocation and 

distribution

types of programs

C3: Applying an 
Intersectional Lens

defining inclusion

inclusion beyond 
gender

inclusive to socio-
economic status

ensuring physical 
accesibility

being culturally 
inclusive

ensuring safety

creating a sense of 
belonging

ambigious

exist simultaneously 
with exclusion

 

 

 

 

 

 

 

 

 

 

 

 

 

 
Theme Four: Challenges Associated with Gender Equity 

This theme covers the challenges associated with trying to operationalize gender equity 

into policy and practice. Specifically, this theme addressed the challenges and constraints 

recreation staff face when trying to apply gender equity in their department policies and 

community initiatives. Five categories define this theme: (1) Considering New Approaches and 

Constraints, (2) Lacking Awareness of Gender Policies, (3) Adapting to Change and New Ways 

of Thinking, (4) Ensuring Support and Representation for Transgender Individuals, and (5) 

Challenging Policy Stakeholders.  

Figure 10. Categorical Linkages: Gender Equity and Inclusivity 
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Considering New Approaches and Constraints 

This category addressed the challenges with considering new approaches to policy and 

service delivery. Specifically, this category addressed the challenges with educating staff and 

volunteers on neutral language and approaches, balancing demands and financial responsibilities, 

policy constraints, ranking gender policy, lack of resources for policy, competing views and 

values, and extensive training. 

Education of neutral language and approaches. First, participants expressed educating 

others on gender-neutral language had been a challenge for staff. Specifically, older staff and 

volunteers had been less exposed to new terminology and therefore less likely to incorporate 

gender-neutral language in their vocabulary.  

Again, some folks have been in their position for thirty plus years and changing their 

language is tough. So, it’s difficult on that end and then because we believe very much in 

community involvement in program delivery, our large volunteer groups, because they come 

infrequently some cases too, we may see someone every two weeks, we may see someone 

once a week or whatever it is. Keeping them updated on all the processes, procedures, and 

information that they need to know to do their job, it’s a great fill of time and then changing 

language, where we don’t have them around enough to create that sense of culture and to be 

exposed to it all the time is slow to come. However, I’ve got to say that a lot of folks that are 

volunteering with us they really want to be hip and you know, on top of the latest. (Jodie) 

 
The above statement revealed that shifting to neutral language requires education, practice, and 

time. Participants also explained younger generations are more educated and aware of the 

application of gender-neutral language.  

But I also find that, and I'm making assumption right here that most of our staff are fairly 

young and this isn't, they're growing up with gender-neutral language. Right? Whereas when 

I struggle with it still. (Loren) 

 

While there is demonstrated effort among staff to make this language shift, some staff still hold 

existing biases around gender and are less mindful to applying appropriate pronouns in their 
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daily conversations. Participants mentioned that staff tend to make gender assumptions during 

service delivery and may not be fully aware of their own biases.  

Making assumptions constantly that it really isn't even uh, people aren't conscious of it. 

Right? So, it's not even, they're not even screening their own communications for it. So, I 

don't think it's being applied. Because that’s people just talking with people or writing 

emails or whatever. So, there is still probably some biases that happen in that. (Loren) 

 

It was apparent recreation staff continue to struggle with shifting to neutral language. Staff are 

encouraged by managers to be mindful of their word choice and body language when 

communicating with others. 

Balancing demands and financial responsibility. Another challenge staff face is 

managing a variety of opinions and community demands. Participants expressed that staff are 

challenged with managing opinions from residents and staff.  

And I think the other biggest challenge is that working in such a large municipality, 

there's so many different opinions and ideas and whatnot; that everyone is not on that 

same page. (Sidney) 

 

Further, participants explained staff focus on the majority of interests requested by community 

members. Staff expressed there must be a desired need for a gender equity initiative.  

...and no one in there did we talk specifically about gender, we talked about interests of 

the community at large. Needs of the community at large! If that had out of all the 

surveying that there needed to be greater representation of this specific gender or more 

inclusive practices to welcome folks of transgender. You know, identification, we would 

have just got down that road, right? It was …felt it. (Jodie) 

 

Participants expressed that planning and policy development take time which is not well 

understood by community members who expect immediate outcomes.  

So, we do try to be responsive. We can't always react right away. Like we can't always 

implement the changes right away. (Adrian) 
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Participants also voiced that staff find it challenging to balance meeting community needs and 

expressed feelings of community disagreement. Specifically, participants explained the new 

construction of universal washrooms can expect resistance from community members.  

And the other challenges is sometimes, is that you will meet this person's needs, but then 

you have other people [who] don't agree. (Sidney) 

 

Participants explained they must balance their responsibilities of meeting community demands 

while being accountable to the taxpayer. Specifically, participants explained that policy requires 

funding.  

Where's the money coming from? And a lot of the times organizations will look to the 

City to fund particular interests or initiatives where that's not always the case. We don’t 

have a safe at back that has all kinds of money. (Alex) 

 

Participants expressed funding and fiscal responsibilities limit their ability to fund policies and 

community initiatives.  

Yeah. For us where that would probably come into play is a very strong guiding principle 

that Parks and Recreation the other, although we want to be fiscally responsible, we're 

not like a for profit shop. (Taylor) 

 

The City must balance financial constraints and evolving demands by residents to address these 

concerns. The managers supported this statement by explaining in the meeting prior to interviews 

that they hold a philanthropic view but must meet their “fixed costs.” In Canber’s Master Plan, it 

was identified that the City is: “balancing accessibility, fairness and equity and the social and 

health benefits of parks and recreation participation within the financial constraints and resources 

of the municipality, and the expectations and the ability of users and taxpayers to fund more an 

increasing policy challenge” (p. 72). This creates pressures for recreation professionals (i.e., 

managers and supervisors) who are trying to ensure fairness and equity with funding and 

accountability to the taxpayer. Participants explained there must be a demonstrated level of 

support for a policy to be funded. 
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They are, you know accountable to the taxpayer. So, that's another big, big challenge that 

they are faced and, right? So, is this something that needs to be funded? Should be funded? 

And does it benefit the majority of people and taxpayers? (Sidney) 

 

Participants described the funding and budgeting process as “inherent.” Participants explained 

that there are little changes in funding and the city's operating budget and often employees refer 

to prior year statistics to allocate and distribute funds. 

Because we're not, we don't say, ‘this is for girls’ hockey and this is for boys’. We just 

say, ‘this is for hockey and we don't, it's just kind of inherent in how we budget our 

money. (Adrian) 

 

Gender is not a factor when allocating funds, rather staff focus on funding opportunities for 

programs and services that embrace physical literacy.  

Adrian: So, ‘the grant's running out, how do we want to allocate our budget for that?’ So, we 

try to balance, and again, it's not based on gender, we try to balance based on are we 

providing a variety of opportunities for people to come in and participate at a fundamental 

level. So. 

Researcher: Okay. 

Adrian: To me, just the gender piece is built into it. It's built in but not, it's not a factor when 

we're allocating funds. 

 

This category reveals that funding is an important factor to support policy initiatives. Further, the 

City budget is developed based on previous years and adapted based on growth of programs and 

services. Gender equity was identified as not a factor when distributing funding within the 

budgeting process.  

Policy constraints. It was also identified that staff experience policy constraints when trying 

to operationalize gender equity in policy development and implementation. Specifically, 

participants felt that too many policies exist. Participants also discussed how policies (a) may not 

be needed or applicable to the department and (b) are developed by policy makers without 

knowledge around the topic.  

Reese: There may be direction or input without knowing kind of full story or what's involved. 

So, I can see that being a bit of a challenge.  
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Researcher: Okay. 

Reese: Just having staff more often dealing with so many policies to deal with everything. But 

in reality, it’s not the way things happen. 

Reese: So, it could be, you know, without a lot of background on the topic … may be 

presented with some issue in the community and they say, “we have staff develop this 

policy”. So, maybe a policy is not always required. 

 

Further, participants expressed that policies are stringent and prescriptive. Specifically, 

participants explained that policy is limiting staff to execute community initiatives.  

But it's almost like you can't have procedures within a policy that limits staff to what you 

have to do this. (Reese) 

 

Rather than depending on guiding policy documents, staff developed frameworks to support 

employees who require the flexibility to execute community initiatives.  

Ranking gender equity. In the Gender Equity in the Allocation of Public Recreational 

Spaces Policy, it was written that Canber “requires that addressing inequities experiences by 

Users are prioritized and given special consideration” (p. 2). In Canber’s Parks and Recreation 

Workplan report, approximately 50 city priorities were ranked on a spectrum from high to low. 

While the Gender Equity in the Allocation of Public Recreational Spaces Policy indicated gender 

equity is a priority, in Canber’s Corporate Policy Manual Changes report, gender equity was 

ranked low on the priority list. High level priorities included Council-related directions, 

budgeting, and health and safety. Participants verified these high-level priorities by explaining 

the importance of cleanliness and safety.  

We have three main priorities. ‘Clean’ and ‘safe’ is two of them. The third one is 

‘available’, which may be a little confusing, but what that basically means is it's 

available to all, and it's available for times when other in the past that may not have 

been. So, when I came into the role, there was a lot of predetermined times and things 

like that. (Charlie) 

 

Medium level priorities included policy development and revenue generation. Low level 

priorities that were considered important, but not time sensitive, included active living strategies 
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and updating the Gender Equity Policy. According to participants, policy monitoring and 

evaluation were considered a low priority.  

Whether they need them or not. So, it's just sort of a low priority area I would say. 

(Loren) 

 

In the context of space allocation, participants explained that larger groups have priority on 

recreation spaces.  

They may very easily take priority. So, if their allocation serves the broader community 

then they'll have more opportunity to get preferred space. Doesn't mean that we don't 

entertain both, just means that they might get a 1 hour slot that they’re looking for on a 

time that's available, where the larger users will get in first choices, and then second 

choices and third choices as we go down the line. (Jodie)  

 

Lacking resources for policy. Another challenge identified was lack of resources and 

support for policy. Specifically, staff and community groups lack time, funding, space, 

information and policy support.  

We welcome everybody all the time, but there is going to be a time where the inclusive 

process to allow people to feel welcome might require more funding and attention to 

make that happen, and I feel that’s welcomed in a youth spectrum, and once you become 

an adult, you’re supposed to muscle through it and do it yourself. (Jodie) 

 

Participants expressed staff lack resources and tools to help guide gender equity approaches. For 

example, staff struggle with balancing space allocation. Staff also feel they do not have the 

information or tools to ensure that gender equity is being integrated into policies and programs.  

I do not have any tools to say, ‘okay, yes we have gender equity’ or anything in our 

programs. It is more of a judgement call at this point. (Sidney) 

 

As a result, staff lack information to help operationalize gender equity successfully within their 

department.  

Competing views and values. Participants voiced another challenge they face, that is 

staff having competing views and values with co-workers and members of other stakeholder 
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groups. For example, participants explained some staff hold traditional views which poses a 

challenge for acting on new ideas or initiating changes within the Department.  

I would just say preconceived notions or historical beliefs is the biggest challenge we 

have. (Charlie)  

 

Specifically, some staff and members of community groups still hold gender stereotypes which 

conflict with an-inclusive approach.  

I think it's nothing formal, but I think just our traditional views of ‘what women are 

supposed to do? and be and what men are supposed to be?’ and that sometimes it's hard 

to help people work beyond that or realize that. (Adrian) 

 

Participants also expressed how it is challenging working with organizations that do not share the 

same values and views on inclusivity.  

Well, it's interesting because if you talk about inclusivity, right? And, our values are 

right, is that ‘everyone has the right to play’, right? And yet, some of those organizations 

are only concerned about that because of the dollar value and the revenue, and 

competitive whatever. (Casey) 

 

Specifically, user groups and commercial organizations tend to focus on competition as opposed 

to valuing the “right to play” and as a result unable to control the service outcomes that do not 

promote inclusivity. 

Or an alignment with values, right? So, that's actually one of the things that we're 

working on is… ‘how do you control that when you're not the group, but you have values 

that are trying to deliver those services, right? So, we have sports organizations that 

really are very competitive focus in their recreational component, is this, right? (Casey) 

 

As a result, tensions arise between outside organizations that impose a challenge to achieving 

gender equity and inclusivity principles in municipal recreation.  

Extensive training. Extensive training was identified as another challenge voiced by 

participants. Training sessions included engaging in situational scenarios, role playing, and work 

assignments. Training is mandatory for all staff and volunteers working for the City of Canber. 

Participants described training as timely, overwhelming, and intense. 
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But when you have a workforce of 700 part-time staff that then have to go in and try to 

log in and read and review and accept it, it's ridiculous. Like it's ridiculous. The amount 

of hours that a part time staff person has to do in training prior to their first shift is 

something like 21 hours. (Loren) 

 

Considering the number of staff in the department and employee turnover ratio, participants 

expressed the number of hours’ staff spend to review policy is overwhelming.  

Lacking Awareness of Existing Gender Policies 

The second category covers recreation staff level of awareness of existing and new 

gender policies within the Parks, Recreation and Culture Department. Specifically, this category 

addressed the lack of familiarity with gender policy, lack of awareness of policy monitoring and 

evaluation, lack of awareness of policy groups, and need to increase policy awareness. Further, 

this category highlighted inferences and assumptions of gender within policy. Participants 

demonstrated a lack of awareness of existing gender policies. Participants were questioned: what 

types of policies exist within the department? Participants were informed policies can be either 

informal or formal based on the definitions of pre-existing literature.  

In the context this study, being aware of policy was defined as the level of knowledge 

pertaining to known or existing policies. This was demonstrated either by stating existing 

policies or not requiring support of policy documents when providing a response. Lacking 

awareness of policies was defined as demonstrating and/or voicing a level of uncertainty, 

requiring support or assistance from either online or printed copies of policy documents, and 

requiring further prompting during interviews. Out of ten participants, six were as aware of the 

Gender Equity in the Allocation of Public Recreational Spaces Policy. Out of ten participants, 

five were aware of the Communication-Gender Neutral Language Policy. Out of ten participants, 

four were aware of the Corporate Access and Equity Policy. The following pie chart indicates 
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out of the ten participants, on average five of them were fully aware and prepared to implement 

existing gender policies.  

 

 

 

 

 

 

 

Participants demonstrated a lack of awareness of Canber’s Communication Gender Neutral 

Language policy.  

We have a communication agenda. We have a Communication Gender Neutral policy? 

Oh no that’s great! I’ll have to read it. [inaudible] didn’t know it exist, you could write 

that down. (Taylor) 

 

Some participants demonstrated this lack of awareness by printing and referencing gender 

policies via their personal computer during interviews. Four participants explained that the 

policy was as not a part of their “everyday world” and therefore depended on printed or online 

copies for reference during interviews. Further, participants demonstrated unfamiliarity with 

policies by taking long pauses between speaking (i.e., hesitation), uncertainty (i.e., using words 

or phrases such as “probably,” “no idea”), and/or explicitly communicating they were unsure of 

such policies. Participants were also surprised by learning certain gender policies existed, both 

Departmentally and Corporately. Specifically, one participant explained when consulted with 

Human Resources on a gender-related matter, Sidney was informed no policy existed.  

Figure 11. Recreation Staff Level of Awareness of Existing Gender Policies  
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Because I had worked with HR [Human Resources] when we had that. When that person 

is going through transition and they said [we] didn't have any policies or anything in 

place. So, it's interesting. (Sidney) 

 

Some participants also demonstrated lack of awareness of how policies are monitored and 

evaluated. As indicated by the following: 

But I actually don't know necessarily how we evaluate the effectiveness of the policies. 

(Taylor) 

 

Some participants also questioned whether recreation staff were meeting their responsibility of 

updating policy documents. As one participant explained it, 

So, whoever's responsible, whatever position is responsible for that should be consulting 

on that and updating it. Whether that happens or not, is it [a] totally different story. But. 

(Loren) 

 

Participants also argued that policies are outdated and have review periods but are unlikely being 

updated.  

It is built into the process that it should be, and our privacy commissioner sends it out to 

us every year. These are the policies that needs to be updated. “It's time for the review of 

blah” So, those things do come out. Generally, I would say that they're not being 

updated. (Loren) 

 

Some participants also demonstrated a lack of awareness of the stakeholders involved in the 

gender policy. Specifically, participants explained that they were unaware of community groups 

policy involvement, Council’s role in gender policy, Committees’ role in policy, and group 

dynamics in policy arenas.  

I think others do as well. I don't know how exactly they function advising Council. 

(Taylor) 

 

It was also identified by participants that gender was inferred in policy. Specifically, participants 

explained that gender equity is assumed or considered a “given” in policy and daily practice. 

 Loren: Gender equity is … 

Researcher Okay.  

Loren: … a given. Like it's not even something that we had to have with policy on 

anymore because it's just a given. 
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While methods of policy monitoring and evaluation were identified in theme one, this category 

revealed recreation staff may not be reviewing policy as often as they should be. This category 

suggested the methods of policy monitoring and evaluation are ineffective due to lack of 

awareness and poor execution. Participants explained they rely on staff taking initiative to 

become aware of existing policies.  

And have an open discussion. Um, we also try to… I don't share every single policy with 

staff. [researcher nodes] We…they need to take some initiative and take a look at the 

policies themselves. (Adrian) 

 

These findings revealed a need to increase awareness of new and existing gender policies among 

staff within the Department.  

Adapting to Change and New ways of Thinking 

The third category addressed the challenges of adapting to change and new ways of 

thinking. Specifically, this category identified how recreation staff are challenged with the 

evolution of forward thinking, resistance to change, and adapting to emerging trends. 

Participants claimed they find it challenging to keep policy relevant to the changes that are 

happening in the community.  

And the evolution of society and how we're growing and morphing, right? So, and then 

keeping policy current and relevant with that, right? And that's a bit of a challenge. 

(Casey) 

 

Participants expressed that while staff feel they are making the right decisions, they do receive 

resistance and push back from community members.  

At some point, we are going to need a gender-neutral washroom in here. We don’t have 

the capacity to put one in, so, one may have to be allocated. We have to look at that, that 

will be a challenge. That will definitely be a challenge. …So! It’s not about removing a 

washroom, but when the change occurs, when we do decide to move to that it will be 

huge! (Jodie) 
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Participants voiced another challenge in adapting to trends while public feedback may contradict 

changes suggested. 

Because they may not be ready for that change. Even though the legislation and policies 

are being moved and shifted and trends are moving into a different direction to be that 

way. There are demographics that find that type of change, very, very difficult. So, at 

some point sometimes that community consultation could seriously backfire against what 

we're trying to do from moving as a society, right so? So, that, so, those are some of the 

challenges. (Casey) 

 

As a result, staff choose not to consult with community members on every initiative. Participants 

expressed trends constantly in community recreation and staff are required to follow trends and 

adapt to these needs accordingly.  

Need is all dependent on…. it's different each season, it's different. Needs change, trends 

change, interests change… So, things have obviously evolved over time. So, it's not 

prescriptive, it's not based on each year, it's all based on needs. (Alex) 

 

Changes such as new registration forms which offer gender-neutral options for self-identification 

requires education. Staff expressed adapting to trends and changes in the community is timely 

and requires educating others.  

Ensuring Support and Representation for Transgender Individuals  

The fourth category addressed the challenges associated with ensuring support and 

representation for the transgender community. These challenges included lack of transgender 

representation, lack of knowledge pertaining to transgender individuals and experiences, and 

unidentifiable ways to support transgender individuals. In Canber’s Gender Neutral Washrooms 

in City Facilities Memo/Report, transgender and gender non-conforming groups were identified 

as one of the most disadvantaged in communities. Inclusions concerns were also noted in 

Canber’s Master Plan which included members feeling unwelcomed and not having equitable 

access to recreation services and facilities. Participants expressed concern over a lack of images 

to reflect the transgender community in marketing and promotion.  
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We haven’t included our transgendered individual [who] might have a certain look about 

them that’s identifiable and sometimes the coupling is important too. So, you’ll see in my 

imagery, we’ll often [have] two women together, maybe they’re a couple, maybe they’re 

good friends, it’s irrelevant to us but we don’t always have male-female representation in 

the same balance… where we show in other areas and that’s very conscious. I have to 

tell them, “take out the couple, take out the man, I want a 70/30 all the time and doesn’t 

always have to look like a straight female or male,” like you know what I mean? (Jodie) 

 

The above statement revealed that staff have not included images of transgender individuals 

because they are uncertain whether transgender individuals are identifiable to the audience in 

promotional materials. Participants explained that imagery is the best way to tell stories and 

showcase brand identity. Participants demonstrated uncertainty on how to integrate members of 

the transgender community into marketing.  

I don’t know that I have ever seen everybody that I would clearly say represents a 

transgendered community. I don’t if that’s a bad thing, but maybe there isn’t an image 

that necessarily does. (Jodie) 

 

Participants’ body language also demonstrated uncertainty by either raising their eyebrows, 

shrugging, and/or putting their hand on their mouth or chin area. Participants explained another 

challenge was being cognizant of transgender experiences. While some participants mentioned 

they were aware of community members who identified as transgender, others were unaware.  

I don't know that we've had, that I'm aware of, the staff identifies as transgender that I 

can recall. We may have and I didn't know that. (Taylor) 

 

When asked to expand on the reasons staff receive limited feedback from the transgender 

community, participants addressed those who identify transgender do not come to City-owned 

facilities primarily because they seek out other engagements in recreation.  

Sidney: Where people just don't come because. Right? “I just don't come to your 

facilities”. 

Researcher: Because? 

Sidney: Right? “I just don't want to go through that, I don't want to have to deal with 

that. I just don't come”; and we just don't hear.  
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Participants also explained that staff do not have the information or tools to support transgender 

individuals. One participant expressed that recreation staff who identify as transgender are often 

approached by program participants who are experiencing similar transitions.  

Sidney: So, that's a bit of a challenge too, and as I said, I do have a number of staff who 

are gay or identify, you know, whatever way. And oftentimes they are looked at as 

resources [participant chuckles]. 

Researcher: Yeah. 

Sidney: And yet they don't have all that information. 

 

This statement revealed that program participants seek assistance from others who also identify 

as transgender with the hope that they have advice and/or resources to support their needs. 

Participants were unaware of whether policies existed to help support these needs. It was 

identified in documents and interviews that no policy existed which explicitly tailored to 

transgender needs.  

So, the challenge is that I have to make sure my staff are trained and corporately I don't 

know if from a transgender, if there is any specific policies of do's and don'ts? Right? I 

know that probably sounds bad but you know, like treating people equally as how we've 

gone about it. Right? So, regardless, whether you are transgender or any other thing, if 

there's accommodations that need to be made, then we work with that individual. 

(Sidney) 

 

Participants voiced staff are trying to discover ways to support transgender community members 

through policy and practice. While participants voiced there are no transgender-specific policies 

and programs offered, they explained programs are available to all and staff collaborate with 

organizations and community members who bring awareness and education of the transgender 

community. 

Challenging Policy Stakeholders 

The final category of this theme covers the challenges recreation staff face when working 

with stakeholders of policy (i.e., user groups, members of organizations, city residents, Council 

members, and employees from other departments).  
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Policy constraints working with user groups. Participants discussed their experience 

with the following challenges when working with city residents and members of user 

groups/organizations: (1) members lack of resources and support for policy, (2) members 

disagree with one another, and (3) recreation staff lack control over programs. Participants 

voiced that some community groups do not have the capacity or resources to help support a 

policy.  

Sidney: Right? So, you know, if they wanted to support us, does an individual have the 

capacity or do they have people [who] can support us? Right? So, resources and then 

also a lot of them are not-for-profit.  

Researcher: Okay. 

Sidney: Right? So, they don't have the financial resources or maybe the space. 

Participants explained how user groups and members of organizations lack networks and support 

to achieve social action.  

Or they don't know how to do “collective action.” Like some of them, sometimes you 

have a group that's so small. (Sidney) 

 

Participants explained groups with higher human capacity accompanied with the same interests 

and shared concerns can have a greater impact on policy.  

Sidney: Right? And they're just one, maybe one small voice. So, the challenges is for them 

… they're may be doing roadblocks or challenges, helping them figure out who else has 

that same concern and how can you pull them together and make them more as one 

collective… 

Researcher: Okay. 

Sidney: … to have a bigger impact. Right? 

 

Participants also explained members of user groups engage in meetings where they request 

facility space and disagree on space allocation.  

Adrian: That's the model. It works with ice users. Doesn't work with any of our other user 

groups because they can't, they don't get along as well and they don't. 

Researcher: Oh? 

Adrian: So, we have to step in and mediate a little bit more. 
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Participants also voiced that city residents pose a challenge to recreation staff. Specifically, 

residents expect community changes based on their personal interests and situations as opposed 

to considering changes that are beneficial for the overall community.  

So, that's a challenge. Sometimes it's more from their life perspective and it meets their 

needs and so, we have to have that challenge of “yeah, let's work with them.” (Sidney) 

 

While staff seek to support individuals’ needs, larger changes must consider the broader needs of 

the community.  

Existing tensions with Council during policy decisions. It was also identified that there 

are existing tensions between recreation staff and City Council. In Canber’s Council, Boards, 

Committees Council-Staff Relations Policy, city staff are expected to “notify Council of changes 

to legislation and any unintended or unexpected impacts of policy decisions through written 

reports and/or presentations in a timely fashion” (p. 4). Further, it indicated that all staff should 

feel comfortable interacting and responding to Council requests. This suggested that there may 

be a possibility that not all staff feel comfortable with policy decisions made by Council 

members and therefore tensions could arise. These tensions were confirmed by participants who 

either rolled their eyes or smirked when questioned about Council. One participant requested to 

turn off the recording device when sharing thoughts and experiences with Council. Similarly, 

another participant seemed hesitant to discuss Council’s position on policy: 

So, it’s fresh in my mind…and I will keep my personal thoughts to myself about Council 

and political since your recorder is going. (Charlie) 

 

However, those participants who engaged in deeper conversations on Council expressed the 

following are challenges: (1) lack of expertise around gender equity, (2) fixating on individual 

complaints, (3) members holding subjective beliefs, and (4) election periods. For example, 
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participants explained that Councillors are not “gender experts” and therefore lack knowledge 

when contributing to gender equity policy. 

Remember, these are people, and they're humans and they come with whatever they come 

with, right? They're elected officials. It's not necessarily they have expertise in gender 

equity policy. That's not their skillset. (Casey) 

 

Participants voiced that Council members tend to focus solely on solving individual complaints 

and seek to keep their constituents content. A complaint comes in and they want to fix it the right 

way. In the meeting with all four managers, participants explained that “whoever yells the 

loudest wins at Council.” 

Loren: So, often with Council they get a complaint. 

Researcher: Okay. 

Loren: And then they want to fix the issue, but they are focused on the individual.  

Researcher: Okay.  

Loren: And maybe not taking it to a higher level, which is where they should be on the 

corporate norming of whatever the policy happens to be. So, they will try to fix the 

problem, as opposed to really upholding the policy framework sometimes, because they 

want to fix it for the person. 

 

As a result, broader issues become neglected and ignored by Council. Further, participants 

expressed Council members also hold their own beliefs that do not always coincide with new 

policy or community initiatives. Council members who had been in their roles for some time, but 

now have new elected officials in place who may have entirely different interests. Participants 

mentioned election periods propose complications for policy initiatives since new officials 

become elected. Participants explained that staff wait until new leaders are elected in Council to 

engage in conversations with Council on topics such as gender equity. 

Taylor: It's an election year, so, we won't be doing that then until the new Council is in 

place. 

Researcher: Okay. 

Taylor: And has kind of got their feet wet. But that's typically what you would do with a 

larger scale policy change. 
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Policy challenges with other departments. Lastly, participants expressed challenges 

when working with employees from other departments on city policies. Specifically, these 

challenges included: (1) poor communication, (2) different priorities, (3) higher workload, (4) 

lack of flexibility, and (5) lack understanding of the role of recreationists.  

Sidney: I think that corporately we're encouraged to work cross-departmentally. I think 

the challenge comes more with (a) priorities and capacity of certain people in time… 

Researcher: Okay. 

Sidney: …of their workload, just their workload impacts. 

 

Participants explained other departments are more legislated and therefore have limited 

flexibility during policy development.  

“You want to do what?” [participant and researcher laugh] “I can do that now! I have 

to wait five months from now” or you know? Some departments are so legislated, it's a 

more of a struggle to do. (Sidney) 

 

Another challenge expressed by participants was employees from other departments lacking 

understanding of the role of recreationists. 

Um…yeah. I guess a bit of the challenges… getting people [to] understand what we're 

doing as recreationists. (Reese) 

 

As a result, policy and service goals become more challenging to achieve. Participants explained 

meetings with employees from other departments can be educational and staff can learn from 

each other. It was also identified Human Resources typically present policies to staff without 

consultation. Participants expressed that employees from other departments dictating policy is 

considered a challenge. 

Loren: Them dictating policy. Yeah. 

Researcher: Yeah. Okay.  

Loren: That's a big challenge actually. They're constantly coming up with tons and tons 

of stuff. 

 

Inclusively, this theme covered the challenges recreation professionals face when trying to 

operationalize gender equity into new or existing policies. These challenges included considering 
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Theme 4: Challenges 
Associated with 
Gender Equity

C1: Considering New 
Approaches and 

constraints

shifting to neutral 
language and 
approahces

balancing demands 
and financial 
responsibility

policy constraints

ranking gender equity

lacking resources for 
policy

competing views and 
values

extensive training 

C2: Lacking Awareness 
of Existing Gender 

Policy

unfamiliarity with 
gender policies

awareness of policy 
monitoring and 

evaluation

being aware of policy 
groups

assuming gender

C3: Adapting to 
Change and New 
Ways of Thinking

future thinking and 
shifting philopshies

resisting change

adapting to change 
and emerging trends

C4: Ensuring Support 
and Representation 

for Transgender

lack of transgender 
representation

discovering ways to 
support transgender

being cognizant of 
transgender 
participants

C5: Challenging Policy 
Stakeholders

policy constraints 
working with user 

groups

existing tensions with 
Counci during policy

policy challenges with 
other departments

new approaches and constraints, lacking awareness of existing gender policies, adapting to new 

changes and ways of thinking, ensuring support and representation for transgender community 

members and challenging policy stakeholders. The following figure illustrates the linkages 

between theme four categories and sub-categories. 

Figure 12. Categorical Linkages: Challenges Associated with Trying to Operationalize Gender 

Equity According to Recreation Staff 

 
 
 

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

In sum, four key themes emerged from interview analysis: (1) Foundations of Gender Equity 

Policy in Parks, Recreation and Culture, (2) Information and Guiding Principles that Direct 
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Practice, (3) Fostering Gender Equity and Inclusivity, and (4) Challenges with Gender Equity. 

These themes highlighted the meanings that are associated with gender equity according to 

recreation professionals, the strategies and challenges associated with trying to operationalize 

gender equity into gender policies, and finally, the strategies and challenges other actors (i.e., 

community residents, community interest and user groups (i.e., “Big Five”, girls’ hockey), City 

Council, CIAC, city services groups (i.e., Library Services, Police Services) present when trying 

to operationalize gender equity into policies and practice. The following chapter strengthens the 

understandings of this study’s findings by integrating existing literature and the Advocacy 

Coalition Framework.  
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Chapter Five: Discussion  

This chapter includes a discussion of the major findings as related to existing literature on 

local government recreation in Canada, meanings of gender equity and gender equity in public 

policy. Through integrating the Advocacy Coalition Framework (ACF), the discussion of the 

results offers insight on how actors and external events influence gender equity policy within an 

Ontario municipal recreation department (i.e., policy subsystem). Specifically, this discussion 

brings awareness of strategies and challenges associated when operationalizing gender equity 

into new and existing policies. By reflecting on this study’s findings, this section provides 

noteworthy recommendations for municipal recreation professionals who seek guidance on ways 

to operationalize gender equity into their policies.  

Discussion and Implications 

A growing body of research revealed many gender inequities exist within sport and 

recreation settings (cf. CPRA/IRSC, 2015; Hoeber, 2007; Hoeber & Frisby, 2001; Soler et al., 

2017). These inequities have resulted in feelings of exclusion and policies have nurtured 

environments where members of the community, specifically transgender and gender queer 

individuals, are more likely to face prejudice and discrimination (Daly et al., 2015; Gillard et al., 

2014; Kulick et al., 2019; Schleien et al., 2009; Zitzelberger & Leo, 2016). The CPRA and IRSC 

(2015) recognized a need for Canadian sport and recreation organizations to apply a gender 

equity lens to their policies, programs, and practices. Local governments are responding to 

political pressures which require recreation departments to ensure their policies adhere to federal 

and provincial mandates, goals, and objectives. Within this study, participants verified they 

aligned their policies to the National Framework for Recreation in Canada (NRFRC) (2015) and 

federal and provincial guidelines. In the National Framework for Recreation in Canada, the 
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definition of gender equity and the strategies and challenges associated with trying to 

operationalize gender equity into new and existing policies are not clearly evident. Due to a lack 

of definition of gender equity and associated strategies in the national framework, recreation 

professionals are not provided with guidance on the steps and approaches to foster a gender 

equitable organization. By exploring challenges associated with operationalizing gender equity, 

service providers can work together to formulate solutions to advance gender equity policy goals. 

Scholars have agreed that the policy process is complex and influenced by multiple actors 

internal and external to the policy subsystem (Edginton, 2006; Hankivsky & Cormier, 2011; 

Houlihan, 2005; Lavigne, 2014; Marsh & McConnell, 2010; Pierce et al., 2017; Schofield, 2001; 

Weible & Sabatier, 2007). Researchers argued, that in order to tackle these inequities, actors 

within coalitions often worked together or demonstrate competing behaviours which could 

influence policy development and implementation (Shannon et al., 2016; Weible & Sabatier, 

2007). Policy studies were primarily focused on political-, environmental-, and economic-based 

research and therefore required attention in other disciplines (Houlihan, 2005; Pierce et al., 2017; 

Schofield, 2001). 

The analysis of the data in this study sought to understand the ways in which a local 

government recreation department applies a gender equity lens within new and existing policies. 

Specifically, this study addressed research gaps by exploring the meanings associated with 

gender equity and the strategies and/or challenges recreation professionals use to operationalize 

gender equity into new and existing policies. Aligned with the ACF, this study highlighted 

internal and external actors’ role in gender policy within a municipal recreation department. 

Further, this study provided insight on the strategies and challenges actors present to recreation 
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professionals during policy stages. This study also identified external events and shifts that 

influence local government recreation gender policy.  

Gender Policy in a Local Government Recreation Department  

This study uncovered access and equity policies that can be both formal and informal. 

Participants discussed formal policies. These policies were often labelled either corporate- or 

department-based. Formal policies were written in the form of policy statements and reports. 

Formal policies pertaining to gender equity consisted of the Corporate Access and Equity Policy 

(last reviewed 2012), the Communication- Gender Neutral Language Policy (last reviewed 

2017), and the Corporate Accessibility and Parks and Recreation-Gender Equity and Allocation 

of Public Recreational Spaces Policy (last reviewed 2012). These policies were originally created 

in 2007 and still inform and guide members of the Department today. Informal policies which 

focused on gender and inclusion included the guiding framework for the Department (an all-

inclusive document) and rules which encouraged staff to be inclusive, respectful of others, and 

mindful of pronoun use.  

Little research explored policy monitoring and evaluation methods in sport and recreation 

settings (Houlihan, 2005; Pierce et al., 2017; Schofield, 2001). This study addressed these 

research gaps by noting the formal and informal methods recreation professionals used to 

monitor and evaluate existing gender policies. Specifically, formal methods included reviewing 

and re-stamping policy, adhering to policy review periods, and utilizing a software system. The 

software-based system used by recreation professionals encompasses a variety of analytic tools 

which can be entered into a computer database. Findings of this study also supported others who 

have discussed soliciting feedback to ensure citizen participation such as consultations, 

interviews, focus groups, and surveys (Bingham & O’Leary, 2005; Grimmelikhuijsen & Feeny, 
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2017; Head, 2007). While quantitative evaluation methods are useful and timely, they only offer 

few options for respondents (Marsh & McConnell, 2010). The findings of this study revealed 

that recreation professionals do not pose questions around gender within these surveys, rather 

they addressed a gender need if community members demonstrated a high level of interest. This 

study found recreation professionals are not initiating conversations with community members 

about gender equity/inequity and, rather, rely on residents’ concerns to drive policy change. The 

findings demonstrated a lack of effort among professionals to engage in gender equity 

discussions and may attribute to meanings of gender equity viewed as inconsequential (Hoeber, 

2001). If recreation professionals are not posing questions around gender equity, this suggested 

that engaging in topics surrounding gender were not important and/or a priority. Further, the 

findings suggest a likelihood that professionals were unaware of the inequities that existed within 

the organization. Informal methods included monitoring everyday actions, having a critical eye, 

and engaging in organic discussions with residents and staff about existing policies. These 

findings confirmed that recreation professionals are taking steps to be accountable of their 

behaviour by being critical of their own opinions and body language (Cunningham, 2015; 

Theriault, 2017). Professionals demonstrated being proactive in other areas regarding addressing 

needs pertaining to gender, however these findings presented contradictions and ambiguities 

between staff beliefs and practices (Hoeber & Frisby, 2001). For example, professionals 

proactively applied gender-neutral language to conversation and registration forms but did not 

seek to understand gender barriers or view gender equity as an existing issue.  

RQ 1: Recreation Professionals Meanings of Gender Equity 

There was a striking resemblance between sport professionals, workers of private 

companies/firms and this study’s participants (i.e., local government recreation professionals) 
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meanings of gender equity (Ely & Meyerson, 2000; Frisby et al., 2007; Hoeber & Frisby, 2000; 

Meyerson & Kolb, 2000; Shaw & Frisby, 2006; Shaw & Penney, 2003; Soler et al., 2017). 

Recreation professionals defined and/or conceptualized gender equity as ensuring equal 

treatment (i.e., often described as a 50/50 approach- ensuring program offerings and allocation 

recreation spaces were divided in half or two equal percentages between men and women), 

having equal opportunity (i.e., described as “not equal numbers”), ensuring full and fair access, 

and creating welcoming environments (Ely & Meyerson, 2000; Frisby et al., 2007; Hoeber & 

Frisby, 2000; Meyerson & Kolb, 2000; Shaw & Frisby, 2006; Shaw & Penney, 2003; Soler et al., 

2017). Findings of this study also supported previous research that gender equity is interpreted as 

ensuring equal number of male and female programs (Hoeber & Frisby, 2000; Soler et al., 2017). 

Along similar findings of Hoeber and Frisby’s (2001) study, participants perceived program 

offerings as gender equitable: “almost 50/50…52 percent females, 40 percent males” (Reese). 

The findings of this study challenged claims made by Hoeber and Frisby (2001) who 

demonstrated the majority of sport programs are targeted towards men. Interestingly, when 

professionals referred to equality, they only discussed men and women. This suggested that 

recreation professionals conceptualize equality (not to be confused with equity) with binary view 

(Shaw & Frisby, 2006; Shaw & Penney, 2003). This also suggested that transgender and gender 

queer individuals may be overlooked in equality discussions within local government recreation 

departments.  

This study also supported previous claims that professionals also interpret gender equity 

as providing equal opportunities to men, women, and transgender individuals (Gillard et al., 

2014; Hoeber & Frisby, 2001; Meyerson & Kolb, 2000; Shaw & Frisby, 2006). Professionals 

explained that everyone has the right to participate and staff are welcoming of transgender 
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individuals. Further, professionals clarified that providing equal opportunity does not mean 

ensuring equal numbers which supports an understanding by recreation professionals of the 

differences between interpretations of equality and equity (Shaw & Frisby, 2006; Shaw & 

Penney, 2003). Canber’s Gender Equity in the Allocation of Public Recreational Spaces Policy 

and Strategic Plan also supported this interpretation as it stated gender equity refers to providing 

full and fair access and opportunity. The findings of this study provided new insights in that 

recreation professionals can hold competing conceptualizations of gender equity as either 

equality and fairness. This study uncovered that recreation professionals hold competing 

understandings of gender equity which suggested staff within the department shared a different 

vision of a gender equitable organization. Specifically, professionals argued gender equity was 

either ensuring equality or fairness of opportunity. This supports Shaw and Penney’s (2003) 

findings that staff in organizations lack understanding of the distinction between the terms of 

equity and equality.  

Findings of this study contributed to existing interpretations and meanings of gender 

equity. Gender equity was also viewed by recreation professionals as irrelevant or considered as 

a non-existent issue. This confirms previous research that argued that many professionals believe 

gender equity has been achieved and/or no longer applies to the organization (Hoeber, 2007; 

Frisby, 2006; Shaw & Penney, 2003). This study’s findings support Hoeber and Frisby’s (2007) 

results that revealed that recreation professionals are denying, and rationalizing, gender 

inequities often as inconsequential, not a priority (in comparison to other community-based 

issues), and not something that they care to highlight. This study provided a clearer 

understanding of these rationalizations as recreation professionals argued female sport is 

growing (i.e., girls’ hockey) and staff are shifting more to an all-inclusive approach. Findings of 
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this study also indicated that while it is the responsibility of all staff to adhere to inclusion and 

gender equity policy standards, professionals considered staff who oversee recreation 

programming, services, and scheduling would be primarily responsible for gender equity 

policies. Professionals expressed that these areas within the Department were more likely to face 

gender-based issues and therefore mainly responsible to implement gender policy. For example, 

some professionals explained that they did not rely as heavily on existing gender equity policies 

since they believed most inequities were experienced within those areas in the Department. 

Findings of this study build upon Hoeber and Frisby’s (2007) research by suggesting that not 

only do many professionals believe that gender equity does not apply to the organization, they 

believed gender equity only applies to specific areas within the Department that were more likely 

to face inequities such as programs and scheduling of recreation spaces within facilities. 

Recreation professionals also defined gender equity as evolving. Professionals explained 

that they are shifting to an all-inclusive approach that encompasses being mindful of not only 

gender, but other diverse community needs (i.e., ability, culture, and socio-economic status). 

Professionals are removing the word “gender” and are in the process of amalgamating existing 

gender policies to all-inclusive policies. While this approach seeks to apply an intersectional lens 

to policy and practice, this raises concerns about advancing gender equity goals. As Shaw and 

Penney (2003) argued, when there is a lack of specific mention of gender equity in plans or 

reports, there may be limited efforts among professionals to ensure gender equitable recreation 

opportunities.  

Findings of this study also contributed to existing interpretations of gender equity by 

identifying that recreation professionals define and/or perceive gender equity as a way of “doing 

business.” Professionals explained gender equity policies are not necessarily a to-do list but 
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exists in the Department to ensure equity subsists throughout programs and services. The term 

‘business’ is largely associated with neo-liberal ideology. Scholars (Cureton & Frisby, 2011; 

Shaw & Frisby, 2006; Shaw & Penney, 2003; Soler et al., 2017) explained that neo-liberal 

ideology involves sharing business-oriented perspective. As we review the interpretations 

discussed thus far among recreation professionals, the findings of this study suggest that 

municipal recreation staff hold competing values. More specifically, professionals held both 

social and neo-liberal values. For example, data within this study revealed recreation 

professionals valued the importance of recreation, ability to change lives, enhancing resident and 

staff experiences, and serving the community. These values reflected social liberal principles of 

social inclusion and community development (Cureton & Frisby, 2011). However, recreation 

professionals also defined gender equity as “business” and all agreed they aligned themselves to 

their departmental values which included being market driven and accountable. These findings 

reflected neo-liberal principles of efficiency and accountability (Cureton & Frisby, 2011). 

Professionals sought to market or privatize their services to better complement existing 

businesses. This confirms Cureton and Frisby’s (2011) findings which revealed “values from 

competing ideologies were sometimes held simultaneously by both individuals and their 

workplaces, and one set of values may contribute to those underpinning another ideology in 

certain circumstances” (pp. 19-20). This finding also suggested truth in other scholars’ research 

which argued that leisure policies pertaining to inclusion (i.e., gender policy) are symbolic to 

ensure the City and its Parks, Recreation and Culture Department is a branded advocate for 

social liberalism (Cureton & Frisby, 2011; Edginton, 2006; Hoeber & Frisby, 2001; Lavigne, 

2014; Shaw & Penney, 2003). However, this finding does not accurately confirm whether grant 

funding is a possible reason for adopting gender policies. 
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Findings of this study also contributed to existing definitions by revealing that recreation 

professionals interpret gender equity as a sensitive and controversial issue. Similar to Soler et al. 

(2017) study, participants did not demonstrate or express a fear associated with being labelled as 

feminist nor did they hesitate voicing equity concerns. Rather, professionals expressed that 

election periods are one of the most discerning times where they are reluctant to bring up policies 

pertaining to gender. Professionals explained this was due to turnover of elected officials who 

are new to council-related responsibilities and learning to meet the demands of community 

members. Professionals identified other moments (i.e., staff meetings) where they withheld from 

controversial conversations to remain ‘neutral’ to create an inclusive space for their colleagues. 

This finding might suggest that recreation professionals fear using inappropriate language in the 

context of gender-related discussions as opposed to the fear of challenging authority (Shaw & 

Penney, 2003). 

This study supported findings uncovered in the body of literature which identified that 

recreation professionals have multiple interpretations of gender equity. (Hoeber & Frisby, 2001; 

Meyerson & Kolb, 2000; Soler et al., 2017). This study suggested that professionals did not have 

a universal understanding of gender equity primarily because they also described gender equity 

as a concept which is subjective and complex. However, the findings of this also study revealed 

that municipal recreation professionals shared similar and/or at times identical meanings to 

service providers who worked in campus recreation and/or sport settings. Further, this study 

suggested that sport and recreation professionals were moving beyond traditional meanings of 

gender equity and sought to be equitable beyond gender needs. (i.e., socio-economic status, 

ability, culture) by utilizing an intersectional approach. 
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RQ 2: Strategies and Challenges Associated with Operationalizing Gender Equity 

Meanings of gender equity demonstrated underlying assumptions of the ways recreation 

professionals integrate gender equity into new and existing policies (Ely & Meyerson, 2000; 

Frisby et al., 2007; Hoeber & Frisby, 2000; Meyerson & Kolb, 2000; Shaw & Frisby, 2006; 

Shaw & Penney, 2003; Soler et al., 2017). This study contributed to existing research gaps by 

outlining seven strategies municipal recreation staff employed to operationalize gender equity in 

policy development and implementation. These included: (1) removing labels and creating 

opportunities, (2) using proper language and communication, (3) ensuring inclusive imagery and 

brand, (4) ensuring gender representation of staff, (5) ensuring equitable allocation and 

distribution of resources and times for facilities’ usage, (6) offering a variety of programs and (7) 

engaging in inclusivity training.  

The first strategy focused on removing labels and restrictions (e.g., programs), using 

gender-neutral language, offering non-binary options (i.e., registration and gender neutral 

washrooms), and learning about gender-related barriers. These findings confirmed recreation 

professionals were acting on recommendations noted by scholars to install gender-neutral 

washrooms and universal change rooms in city facilities (Beemyn, 2005; Daly et al., 2015; Jones 

et al., 2017). This strategy also involved seeking support and building networks with outside 

organizations (i.e., organizations which support human rights advocacy and seek to support 

transgender and gender queer individuals and diverse groups, youth, adults, and families) to learn 

about proper pronoun use and ways to be inclusive for all members in the community. This 

revealed that professionals are educating themselves on the needs of diverse groups including 

transgender and gender queer. This supports the argument that professionals were acting on 

recommendations to educate staff and teams on gender and transgender inclusion (Beemyn et al., 
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2005; Oakleaf & Richmond, 2017; Theriault, 2017). Professionals also welcomed opinions from 

residents and/or program participants on existing issues. However, professionals often 

approached female leaders in organizations and programs such as girls’ hockey to gain insight on 

equity issues which suggested that professionals perceived gender inequities as a women’s only 

issue. This finding is in line with the research by Shaw and Penney (2003). The findings of this 

study suggested that recreation professionals who only explored leaders in female-based 

organizations might fail to receive deeper insights on other inequities experienced by other 

genders (i.e., men, transgender). This might have led to the development of gender equity 

policies that only reflected the needs of women and possibly ignore the inequities experienced by 

men, transgender and gender queer individuals.  

The second strategy focused on applying proper language and communication. This 

included ensuring naming of facilities reflected a balance of genders, applying neutral language 

to postings and conversations, and creating judgment-free environments to open communication 

dialogues. Further, this strategy involved recreation professionals collaborating with other city 

services to support initiatives which promoted topics such as diversity and inclusion. It was 

identified library staff help host engagements pertaining to transgender and gender queer 

awareness. This finding confirmed that professionals were building working relationships with 

city staff to help sponsor transgender and gender queer events and campaign against transgender 

and gender queer inequalities (Beemyn et al., 2005; Oakleaf & Richmond, 2017; Theriault, 

2017). However, it remained unclear in this study whether gender policies were effectively being 

advertised to community members who attended these events. This finding also contributed to 

existing research by addressing that not only do professionals defined gender equity as ensuring 

an equal gender balance of programs, they sought to ensure a gender balance reflected in the 
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naming of city spaces and facilities. This was also identified within Canber’s Communication 

Gender-Neutral Language Policy. Professionals explained the naming of facilities were viewed 

as gender-neutral since they were named based on donors, tributes, and geographical locations. 

Facilities were, in fact, primarily named based on street names or neighborhood areas. Findings 

uncovered professionals were taking measures to remove male (“M”) and female (“F”) boxes in 

registration forms to allow participants to self-identify their gender and ensure job postings did 

not reflect improper pronoun use (Beemyn, 2005; Patchett & Foster, 2015). This finding 

suggested sport and recreation professionals were actively removing options that presented a 

binary connotation primarily within registration forms. However, it is possible hidden language 

and messages existed in other administrative materials that might perpetuate gender binaries such 

as staff records.  

The third strategy focused on ensuring inclusive imagery and brand. This included 

ensuring equitable gender representation in promotional materials to support brand identity, 

program materials, and facility signage. Professionals explained they operationalized gender 

equity by ensuring their marketing was inclusive and reflective of the diverse demographic of 

their community. Findings support existing literature which identified gender equity meant 

providing equal promotional and marketing support to men and women (Hoeber & Frisby, 

2001). Professionals emphasized the importance of imagery as a form of brand identity and a 

way of telling stories. Professionals either included images from stock photography of programs 

or do not portray any individuals within promotional materials. This suggested that professionals 

were avoiding binary portrayal of men and women in promotional advertisements and were 

cautious over representation of one gender. However, it was argued by a couple of participants of 

this study that imagery in community recreation was overlooked and perhaps professionals 
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needed to be more mindful of the ways images could promote safe spaces for all genders. Little 

detail was provided on larger marketing materials and representation for transgender individuals. 

(Gillard et al., 2014; Theriault, 2017). This strategy also included publicly displaying the 

Rainbow Teen Safe Space poster in recreation facilities and spaces. This confirmed professionals 

are acting on recommendations of scholars to display signs in facilities that indicated the 

locations are transgender and gender queer-friendly (Beemyn, 2005; Daly et al., 2015).  

The fourth strategy focused on ensuring gender representation of staff. This included 

ensuring a level of diversity among city workers. This supported existing gender meanings 

associated with equal staffing opportunities for men and women in organizations (Shaw & 

Frisby, 2006). This study contributed to existing literature by identifying that recreation 

departments are female dominated. More specifically, this study pinpointed which areas within a 

municipal recreation department are male and female dominated. Specifically, Finance and 

Aquatics were female dominated and Operations and Information Technology Services were 

male dominated. Participants of this study perceived that their hiring process was fair and 

transparent and did not favour gender when deciding on suitable candidates. Professionals 

argued that positions in these areas did not attract men and/or women. Therefore, this study 

suggested professionals are attracted to administrative positions opposed to offered ‘suitable 

positions’ that cultivate gender norms in line with the findings of Shaw and Frisby (2006). 

Professionals expressed and consistently reiterated that they did not hire or advertised positions 

based on gender. Policies that ensured neutral language in job postings were an active step by 

professionals to hire based on knowledge and skills. However, these dominated areas raised 

queries to whether specific constructs within the Department were encouraging men and women 

to seek out certain employment positions. Transgender policies were non-existent within the 
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Department even though the Department was largely comprised of female employees. These 

findings challenged the argument that the presence of women in an organization were more 

likely to support principles of inclusion and to influence transgender policy adoption (Cook & 

Glass, 2016).  

The fifth strategy focused fair allocation and distribution of facilities, spaces, and 

program funding. The city’s Gender Equity and Allocation of Recreational Spaces Policy 

criterion which noted spaces are permitted based on activity age and gender of participants. 

Professionals were questioned on clarifying this policy criterion but explained that they were in 

the process of amalgamating this document and were allotting spaces to groups based on 

program needs. Further, spaces were allotted on prime-time and non-prime time hours. 

Participants explained spaces during prime-time hours would be allotted to programs with higher 

participation rates, group size, and level of inclusivity (i.e., diversity among participants, purpose 

of utilizing the space such as focusing on fundamental skill development) rather than gender. 

Professionals expressed that boys receive more ice time than girls, but this was largely due to 

program need. While programs were primarily open to all, these findings also suggested that 

gender equity was being rationalized by professionals (Hoeber, 2007; Riege & Lindsay, 2006). 

Many of these groups and programs utilizing facility spaces were described by participants as 

privatized. The findings of this study revealed that neo-liberal ideologies impacted the allocation 

of facility spaces within community recreation (Brodie, 2007; Cureton & Frisby, 2011; Sager, 

2011; Tapper & Kobayashi, 2018; Thibault et al., 2004). A recent shift in the city’s youth 

demographic was evident and professionals were acting on serving the needs of youth in the 

municipality. This finding revealed external events such as demographic and social shifts (i.e., 

specifically the rise of youth populations) were altering resource distribution within the 
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recreation department. This finding paralleled the results of Cousens et al. (2006) and Karlis 

(2016). 

The sixth strategy focused on offering a variety of programs. Findings of this study 

revealed that the only feedback professionals received pertaining to gender was related to gender 

specific programming. These findings suggested that members of local government recreation 

departments are largely responding to gender inequities within program settings. The Gender 

Equity in the Allocation of Public Recreational Spaces Policy stated that the city strives to ensure 

a “gender balance in offering programs; [and] introduction to sport and recreation programs” (p. 

3). This supports existing meanings of gender equity as ensuring equal number of male and 

female programs (Hoeber & Frisby, 2000; Soler et al., 2017). Further, this study like that of 

others found recreation professionals perceived their program offerings as gender equitable 

(Hoeber & Frisby, 2001). Professionals noted that their demographic was seventy to thirty 

percent female to male split. Therefore, most programs were developed based on fitting the 

needs of the larger female demographic. Professionals also explained they always tried to offer 

programs for both men and women. The findings of this study suggested that recreation 

professionals were avoiding men from feeling that women were receiving special treatment that 

were congruent with Schneider et al.’s (2014) research. However, the majority of programs 

offered by the city were co-ed and only two to three percent were gender specific. This suggested 

that recreation professionals were working towards expanding programming to ensure they were 

considerate of transgender and gender queer individuals (Daly et al., 2015; Gillard et al., 2014; 

Grossman et al., 2005; Oakleaf & Richmond, 2017). However, it was identified there were no 

programs offered specifically for transgender individuals. This raised concerns for transgender 

community members who might seek programs which help them acquire skills through leisure to 
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assist their transition experience (Daly et al., 2015; Gillard et al., 2014; Grossman et al., 2005; 

Oakleaf & Richmond, 2017). 

The seventh strategy was engaging in inclusivity training. Specifically, professionals 

engaged in scenario-based training exercises that included presentations, discussions, and 

assignments to engage in conversations related to fostering inclusion. Professionals were asked 

to talk to a friend, colleague, and/or stranger about topics related to transgender and gender queer 

inclusion. This confirmed recreation professionals were taking steps to engage in training 

(related to transgender individuals and overall inclusion) where they could learn about inclusive 

language and how to respond to transgender and gender queer patrons (Beemyn, 2005; Daly et 

al., 2015; Gillard et al., 2014; Patchett & Foster, 2015; Theriault, 2017). Part of being inclusive 

was also described as providing an opportunity to all and creating a sense of belonging. This 

included avoiding stereotypes and open invitations to all staff events. The example used by 

professionals was male employees attending female social events such as baby showers. These 

findings challenged that subtle practices such as social events are primarily exclusionary of 

women within organizations (Shaw & Frisby, 2006). This study contributed to existing literature 

by describing the notion of inclusivity that could exist simultaneously with exclusion. 

Professionals explained there is a required need for exclusionary programs within an 

organization such as the requests made by community members for a gender-specific program. 

This interesting finding proposed whether gender equity and inclusivity can be fully achieved by 

sport and recreation professionals.  

This study contributed to existing research by exploring the challenges associated with 

implementing gender equity policies within a leisure context, specifically local government 

recreation departments (Cook & Glass 2016; Cunningham & Pickett, 2018; Frisby, 2006; 
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Hoeber, 2007; Jones et al., 2017; Pierce et al., 2017; Shaw & Penney, 2003; Theriault, 2017). 

Findings revealed four specific challenges that recreation professionals face when trying to 

operationalize gender equity into existing and new policies. These included: (1) considering new 

approaches and constraints, (2) lacking awareness of gender policies, (3) adapting to change and 

new ways of thinking, and (4) ensuring support and representation for transgender individuals. 

Specifically, recreation professionals were faced with education of neutral language and 

approaches, balancing demands and financial responsibility, policy constraints, ranking gender 

equity, lacking resources for policy, competing views and values, and extensive training. The 

findings of this study supported existing research that argued that sport and recreation 

professionals overlooked identity and employed a gender bias during policy and practice 

(Cunningham 2015; Oakleaf & Richmond, 2017; Patchett & Foster, 2015; Theriault, 2017). 

Specifically, this study revealed that recreation professionals were less mindful of their personal 

biases (e.g., when emailing colleagues or engaging with community members) and struggled 

with educating staff and volunteers on the use of neutral language. Professionals explained that 

staff were reminded to not make assumptions, they might not be fully conscious of their word 

choice and body language. Younger generations were seemingly more educated on gender-

neutral language and appropriate pronoun use than older generations. Findings of this study 

revealed older adults demonstrated more resistance to applying neutral language. Professionals 

explained they struggled to keep staff updated on new procedures and information since they had 

many volunteers. This suggested a need to develop an informative system to help support older 

adults and to update new staff and volunteers on appropriate language during service delivery. 

By implementing this system, professionals could limit the possibility of unintended prejudice 

towards transgender and gender queer individuals (Cunningham, 2015; Theriault, 2017).  
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Further, the findings of this study confirmed previous research that has highlighted the 

impact of neo-liberalism on local government recreation departments (Cousens et al., 2006; 

Frisby et al., 2004; Karlis). Findings revealed that recreation professionals are challenged with 

balancing community demands and being accountable to the taxpayers. Professionals expressed 

that they must meet their fixed costs prior to funding a gender policy initiative. As a result, 

recreation professionals are in fact facing economic pressures to ensure fairness and equity 

within Parks, Culture and Recreation (Cousens et al., 2006; Frisby et al., 2004; Karlis, 2016). 

This study revealed that professionals hold a philanthropic view when providing services 

however must meet their fiscal responsibilities. This supports Cureton and Frisby’s (2011) 

findings which revealed tensions exist within recreation departments because professionals seek 

to perform social liberal work but are pressured to be accountable and meet fiscal goals. 

Professionals also explained that funding is inherent based on previous years unless there have 

been notable changes in programming. This suggested that funding distribution has been 

informed by past policies and professionals may be neglecting areas within the Department to 

advance gender equity (such as transgender-centred programs) (Lavigne, 2014).  

Previous research presented policy understandings as a “messy” or “continuous”. This 

study contributed to existing policy studies by revealing policy was also viewed by professionals 

as prescriptive. Specifically, professionals felt that policies were stringent and as a result 

depended on frameworks which offered flexibility for staff during decision making. Further, this 

study revealed that professionals feel that policy makers do not have the adequate knowledge on 

gender equity to develop such policies. However, given that this study has already determined 

that recreation professionals have multiple understandings of gender equity; offering too much 

flexibility in policy opens the possibility of different policy outcomes (Hoeber & Frisby, 2001; 
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Meyerson & Kolb, 2000; Soler et al., 2017). Further, little detail within the policy leaves policy 

monitoring and evaluation open for interpretation and may make it challenging for professionals 

to track its progression (Marsh & McConnell, 2010). This study suggested that recreation 

professionals feel that formalized gender equity policies are stringent and as a result may feel 

pressured by not meeting other needs such as the type of programs and services that can be 

offered in the community. 

Previous scholars argued that policies are developed to respond to urgent issues (Marsh 

& McConnell, 2010). Further, public policies have failed due to higher prioritization of other 

issues (Riege & Lindsay, 2006; Schofield, 2006). Findings of this study build on policy failure 

theories by highlighting the discrepancies between how gender equity was prioritized in policy 

reports and by recreation professionals. While professionals discussed in initial meetings (i.e., 

during building rapport stages) that gender equity was an important issue, analysis revealed 

otherwise. Gender equity policy documents clearly addressed that gender inequities are 

prioritized, however a Canber’s Parks and Recreation Workplan report gender equity was ranked 

on the lower spectrum of this city’s priority list. Among several priorities listed within this 

report, priorities that were higher on the spectrum included facility health and safety inspections, 

software and administrative operating procedures and policy development (i.e., revenue 

generation policy). Professionals also lacked resources including time, funding, policy support, 

and tools to help guide gender equity approaches. These findings build on existing evidence that 

argues staff require more tools and support to implement policy (Schofield, 2006; Soler et al., 

2017). Findings of this study also revealed that staff hold on to traditional views or preconceived 

notions of gender (i.e., gender norms or expectations of men and women) which has made it 

challenging for staff to meet inclusivity goals and implement policy work. These findings 
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support scholars who argued the reasons professionals fail to ensure inclusion for transgender 

and gender queer individuals including employing a gender bias and lacking the ability to 

recognize cisnormative assumptions (Cunningham 2015; Oakleaf & Richmond, 2017; Patchett & 

Foster, 2015; Theriault, 2017). Findings of this study also revealed that while scenario-based 

training exercises were helpful in learning about diversity and transgender and gender queer 

inclusion, training was timely and overwhelming especially for new employees (Beemyn, 2005; 

Daly et al., 2017; Patchett & Foster, 2015). This suggested that new and existing employees may 

be disengaged from training exercises. These results should be considered when designing 

training modules to help inform and keep employees interested when reviewing the city’s gender 

equity policies. Consistent with previous research (Hoeber & Frisby, 2001), findings of this 

study showed that recreation professionals lacked awareness of the gender equity policies that 

existed within their Department and the local government. Specifically, this study reported five 

recreation professionals were fully aware of existing gender policies. Similar to Hoeber and 

Frisby (2001) work, recreation professionals demonstrated uncertainty and vocalized they were 

unaware of existing policies. This suggested that gender equity policy conversations were 

ignored unless there was a gender related issue (e.g., lack of ice time for girls’ hockey) that 

proposes a need to engage in gender equity discussions. Further, these findings suggested 

ambiguities between meanings of gender equity and implementation of policy and equitable 

practices. Scholars recommended professionals need to prepare to respond to resisting views 

from stakeholders on inclusive spaces (Cook & Glass, 2016; Theriault, 2017). Findings of this 

study indicated that recreation professionals were challenged with adapting to new ways of 

thinking. Specifically, this study contributed to existing research by noting professionals were 

faced with community members who demonstrated resisting behaviours to changes and trends 
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which supported gender equity (i.e., gender neutral washrooms). Findings indicated professionals 

challenged these resisting views from stakeholders (as identified in Theriault’s (2017) study) by 

choosing not to consult with the public on every issue. This was problematic since professionals’ 

neglected opinions and knowledge from residents who could inform professionals on alternative 

ways to ensure inclusive programs and services were successful (Vaid, 2012).  

Previous research identified the ways sport and recreation professionals ensured inclusion 

for transgender and gender queer individuals (Cunningham 2015; Oakleaf & Richmond, 2017; 

Patchett & Foster, 2015; Theriault, 2017). Only, few researchers explored transgender and 

gender queer experiences in the context of public recreation (Oakleaf & Richmond, 2017; 

Theriault, 2017). This study identified that local government recreation professionals are 

challenged with ensuring support for transgender community members. Specifically, these 

challenges included lack of transgender representation, lack of knowledge pertaining to 

transgender individuals and experiences, and unidentifiable ways to support transgender 

individuals. Professionals explained there were a lack of images to reflect the transgender 

community in marketing and promotional material of the Department and the local government. 

Further, they demonstrated hesitation and uncertainty on ways to include transgender within 

these images. Professionals did not feel they had the information, tools, and policies to guide 

their decision making. This study suggested that recreation professionals require policy tools that 

were specific to transgender needs. This supported Oakleaf and Richmond’s (2017) argument 

that “if parks and recreation agencies wish to provide equitable access, then their policy needs to 

explicitly include transgender participants.” (p. 118). More specifically, recreation professionals 

need policy tools which inform staff on service and program development for transgender 

individuals. Further, recreation professionals require policy tools to help identify ways to 
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represent transgender individuals in imagery within community recreation. Another challenge 

faced by recreation professionals was being aware of transgender experiences. Participants of 

this study showed acceptance of transgender and gender queer individuals, however some 

participants were unaware of staff and/or program participants who identified as transgender. 

These findings suggested a need to engage in transgender and gender queer supporting events 

and seeking out broader organizations that can help educate on the associated barriers faced by 

transgender and gender queer individuals in the community (Beemyn et al., 2005; Cook & Glass, 

2016; Gillard et al., 2014; Theriault, 2017; Oakleaf & Richmond, 2017). To address this, 

professionals could develop tools to help design inclusive programming for transgender and 

gender queer participants. Some professionals explained that those who identified as transgender 

did not come to city-owned facilities primarily because they sought out other engagements in 

recreation. This raised questions to whether the locations of existing Rainbow Positive Space 

posters were appropriate within facilities in helping inform transgender and gender queer patrons 

that city spaces were safe and inclusive.  

RQ 3: Actors in Local Government Recreation Gender Policy  

In alignment with this study’s theoretical framework, this study sought to identify actors 

within advocacy coalitions in local government recreation policy. An advocacy coalition is 

defined by its shared belief system and is comprised of multiple actors from a variety of 

positions (e.g., all levels of government, interest groups, staff) (Jenkins-Smith et al., 2014; 

Sabatier & Weible, 2007). Within this policy subsystem were two identifiable coalitions. These 

coalitions were determined based on organizational and personal values which stemmed from 

document and interview analysis. Coalition A was comprised of members who shared the same 

policy deep core beliefs and prioritized inclusion, human rights, respect, sense of belonging, and 
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creating opportunities to engage in the community. These primary policy actors included 

members from recreation staff (i.e., director, managers, supervisors, coordinators), City Council, 

Inclusivity Advisory Committee, Library Services Organization B (i.e., outreach support and 

services), Human Resources Department, Communications Department, the City of Canber’s 

Girls’ Hockey League, and Skating Club. Coalition B was comprised of members who shared the 

same policy deep core beliefs and prioritized economic growth, building revenue, competition, 

and establishing a business mindset. These primary policy actors included members of the city’s 

local men’s hockey league, Minor Hockey Association, recreation professionals who aligned 

with a neo-liberal ideology, Members of the legal department and employees from other 

remaining departments (i.e., Roads, Parks). A policy broker was identified as a strategic research 

consultant who was hired to affirm the need for a gender equity policy (Jenkins-Smith et al., 

2014; Sabatier & Weible, 2007). Specifically, this study clarified the involvement of a policy 

broker; recreation professionals hiring and working with a third-party consultant to help develop 

policy and facilitate discussions to help navigate actors’ opinions. Their role also included 

helping confirm and determine a need for a policy. 

Previous research explored actors’ roles within local governments including recreation 

professionals, elected officials, community residents, community interests’ groups, and non-

governmental organizations (Bingham & O’Leary, 2005; Crompton, 2009; Head, 2007; Lavigne, 

2014; Zhang & Feiock, 2010; Zimmermann & Allen, 2009). This study confirmed that recreation 

professionals’ roles included facilitating recreation, ensuring quality services, and reviewing and 

implementing city policies (Edginton et al., 2015; Frisby et al., 2014). This study contributed to 

existing understandings of recreation professionals’ roles in local government recreation by (a) 

specifying policy responsibilities of city staff and (b) distinguishing the differences between city 
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staff roles. Specifically, managers were responsible for owning, overseeing, reviewing, and 

implementing city policies. Supervisors and Planners were responsible for accommodating 

programs, marketing recreation, supporting other departments, implementing policy, and 

researching current policy issues and emerging trends. Coordinators provided advice to ensure 

recreation professionals were adhering to inclusivity and equity standards which were primarily 

found within city accessibility plans (i.e., Multi-Year Accessibility Plan). These positions were 

labelled as Development Coordinator or Inclusion and Accessibility Coordinator within the city.  

This study contributed to existing public policy studies by identifying actors who played 

a role in local government gender policy, but more specifically, the strategies and challenges 

they presented to recreation professionals (Houlihan, 2005; Pierce et al., 2017; Schofield, 2001). 

This study supported others that have found that elected officials were responsible for being the 

voice for community groups and approving corporate policies (Crompton, 2009). Further, this 

study verified that recreation professionals required legislative approval before finalizing policies 

(Zhang & Feiock, 2010). In addition to addressing issues voiced by residents, the Council’s role 

was to determine a need for policy based on consultations with city staff and community 

residents. Findings contributed to a deeper understanding of these roles which included setting 

norms for the city, governing the corporation, and directing city staff. Further, this theme 

identified that Councillors engaged in events that included discussions around gender equality 

(i.e., International Women’s Day). This study indicated that Council members primarily directed 

staff who faced the following challenges when trying to operationalize gender equity into new 

and existing policies: (1) officials lacked expertise around gender equity, (2) officials fixated on 

individual complaints, (3) officials held subjective beliefs, and (4) election periods drafted new 

leaders. Specifically, the turnover of elected leaders was framed as an external event due to a 
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change in beliefs which could eventually lead to a major policy change. This study contributed to 

existing research by revealing recreation professionals prepared Council for policy conversations 

by hosting workshops and meetings to shed light on existing issues in the community. This 

demonstrated that recreation staff engaged in opportunities for policy-oriented learning. City 

Council presented constraints by lacking knowledge and expertise around gender equity and 

therefore required education on gender issues. These were examples of some of the short-term 

constraints and resources of subsystem actors (Jenkins-Smith et al., 2014; Sabatier & Weible, 

2007).  

In addition to elected officials and recreation professionals, actors included 

representatives from Emergency Services (i.e., Library, Police, Youth Crime Prevention), 

employees from other departments (i.e., Human Resources, Legal, Communications, Clerks), 

and Committees of Council (i.e., Diversity Committee and Inclusivity Advisory Committee. 

While beliefs determined actors in coalitions, the resources they presented determined the 

capacity to translate these beliefs into policies (Sabatier & Weible, 2007). The Inclusivity 

Advisory Committee provided knowledge and expertise related to inclusion. The Committee was 

comprised of twelve residents and representatives of different stakeholders and acted as a voice 

for under-represented groups. This supported Head’s (2007) research that addressed 

representatives’ role in providing a voice for the needs and interests of the group they represent. 

In a combination of various committee members and agencies, the IAC provided recreation staff 

with strategies to ensure policies, programs, and services were not only gender-equitable but also 

supported all ages, abilities, and cultures. The IAC used presentations, workshops, e-learning 

modules to help educate staff and create interactive discussions on gender inclusion. The public 

library focused on one inclusivity theme and collaborated with city staff and non-profit 
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organizations to help support initiatives towards inclusion. Further, the library services provided 

venues to promote topics such as building a sense of belonging and increasing awareness of 

diverse populations.  

Employees of Human Resources provided expertise around policy writing and structure 

and helped craft policy by encouraging gender-neutral approaches. Employees of the 

Communications Department provided expertise on appropriate language and word choice when 

formulating policy documents. Employees from the Legal Department act as reviewers to policy 

documents to ensure (a) the city is adhering to Federal and Provincial laws and (b) protecting 

city rights. City Council presented few strategies to recreation staff, rather provided direction to 

staff to develop policies and acted as an advocate for community residents' needs and thus 

supported policy initiatives. The Committee was comprised of twelve residents and 

representatives of different stakeholders and acted as a voice for under-represented groups. This 

supported Head’s (2007) study that addressed how representatives provided a voice for the needs 

and interests of the group they represented. The Committee’s role was to help inform Council 

and city staff of the inclusion concerns that existed in their community and applied an inclusion 

lens to city policies, programs, and services. Employees from other departments presented short-

term constraints including poor communication, lacking flexibility (i.e., more legislated), 

information, and understanding of the recreationists’ role. Further, employees from other 

departments experienced higher workloads and therefore prioritized differently.  

This study contributed to existing knowledge on the role community residents, interest 

groups, and non-governmental organizations played in local government policy. Participants 

described these actors as “community partners” (Cousens et al., 2006; Crompton, 2009; 

Grimmelikhuijsen & Feeny, 2017; Head, 2007). These actors included members of non-profit 
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and commercial organizations such as the Local Ringette League, Local Men’s Hockey League, 

Local Girls’s Hockey League, and the Minor Hockey Association. This study added to existing 

research by addressing the level of contribution recreation professionals perceived to have in 

gender policy. Participants of this study explained they had little to complete involvement in 

gender policy. For example, some professionals explained that they had little input on corporate 

gender policy related matters. This suggested that supervisors and managers had little influence 

during the developmental stages of corporate-based gender policies. Rather, participants 

explained female-based groups and/or organizations would have greater influence over gender 

policy. This revealed that other actors had more leverage to advance gender equity policy goals 

(Jenkins-Smith et al., 2014; Sabatier & Weible, 2007). Professionals explained these 

organizations included female membership and leaders who could inform professionals on 

gender inequities. This finding supported existing evidence which demonstrated gender equity as 

being “conventionally theorized as a women’s only issue” (Shaw & Frisby, 2006, p. 484). This 

study confirmed that existing gender policies are informed actors outside the governing coalition 

such as policy analysts (Lavigne, 2014). Findings of this study revealed the following are 

challenges policy actors presented to recreation staff who tried to operationalize gender equity: 

(1) members lacked resources, (2) members disagreed with one another, (3) recreation staff had a 

lack of control over programs and (4) recreation staff differed in values relative to opposing 

coalitions. Specifically, members of user groups lacked networks to support social action and 

recreation spaces and venues to support policy change. As noted by Sabatier and Weible (2007), 

public support was required to shift funding, resources, and coalitions thinking. It was clear 

recreation professionals needed to help provide venues and spaces to engage in policy 

conversations. If coalitions could work together, knowledge transfer would occur and as a result 
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there would be larger support for a specific policy decision (Shannon et al., 2016; Weible & 

Sabatier, 2007).  

External Events and Shocks that Influenced Gender Equity Policy 

Findings revealed external and internal events that influence gender equity policies (also 

referred to as “shocks” when responded by coalitions). Examples of external shocks include 

changes in government and decisions in other policy subsystems (Sabatier & Weible, 2007). The 

Advocacy Coalition Framework assumes “the most important effect of external shock is the 

redistribution of resources or opening and closing venues within a policy subsystem” (Sabatier & 

Weible, 2007, p. 199). Findings of this study contributed to existing policy studies by revealing 

that turnover in elections and new elected leaders changed priorities and directions in recreation 

policy. Specifically, recreation staff refrained from conversations around topics such as gender 

equity during these periods (as stated by Sidney in the interview). External shocks can shift 

agendas and public attention on community issues (Jenkins-Smith et al., 2014; Sabatier & 

Weible, 2007). Recreation staff followed Federal government directions by re-distributing 

funding focused on newcomer strategies. Another external shock that sparked the need for a 

quick policy change raised concerns for equitable time and space in girls’ hockey. It was 

identified that the growth of girls’ hockey sparked the need for a quick policy change in 2007. 

This finding supported Marsh and McConnell’s (2010) research which argued that policies were 

developed to respond to urgent issues. Findings revealed that the growth of female sport acted as 

an external event which contributed the need for a gender equity policy. Further, this also 

suggested that the municipal recreation gender policy could be analyzed through a bottom-up 

model (Schofield, 2006). This supported previous researchers’ studies that noted the impact of 

demographic and social shifts on local governments (Cousens et al., 2006; Frisby, 2006; Karlis, 
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2016). Specifically, the city’s Girls’ Hockey League voiced inequities and concerns regarding 

space allocation and resource distribution. While external events and shocks were external to the 

policy subsystem, the following were internal shocks that influenced gender equity recreation 

policy (Jenkins-Smith et al., 2014; Sabatier & Weible, 2007). Examples of internal shocks 

included internal crises that required a need for a quick policy change such as changes in 

priorities, political resources, public opinion, information, attention to political activities, and 

financial resources. This study revealed gender equity policies within the corporation stated users 

were prioritized and given special consideration with respect to gender. This study revealed that 

the high priorities included (1) budgeting, (2) safety, (3) medium policy development, (4) 

revenue, (5) cleanliness, (6) availability, and (7) cultural inclusivity (i.e., welcoming 

newcomers). Gender equity and policy reviews were listed and described by recreation staff as a 

medium to low priority. However, Coalition A shared as a focus and values inclusion beyond 

gender. This included ensuring gender inclusion but also ensuring inclusive practices in areas 

such as accessibility, age, ability, culture, and socio-economic status. There must be a 

demonstrated level of public support to push policy initiatives. Findings revealed communication 

channels (i.e., surveys, focus groups, consultations) were used to identify feedback that 

influenced policy decisions. Specifically, there was limited feedback regarding gender equity and 

transgender experiences in recreation. Staff construct policies, programs, and services based on a 

needs-driven approach and received limited feedback to determine a gender need. This 

demonstrated current evaluation tools were not able to capture enough support to advance policy 

goals and reflect changes in public opinion (Jenkins-Smith et al., 2014; Sabatier & Weible, 

2007). User groups and residents demonstrated resistance to change such as the construction of 

gender-neutral washrooms. Without support from the community, policy actors were unable to 
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operationalize gender equity successful in policy. Therefore, policy impacts and outcomes 

included lack of awareness of policies and poor policy execution. Marsh and McConnell (2010) 

simply put, “from the perspective of policy-makers, putting together a strong alliance supportive 

of a particular policy can be construed as successful policy” (p. 572). These policy impacts and 

lack of community support suggested unsuccessful gender equity policy advancements and 

outcomes.  
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Chapter Six: Conclusion 

In summary, this study served to explore the ways in which a local government recreation 

department operationalized a gender equity lens within its policies. I relied on Merriam's (2009) 

instrumental case study approach to capture the ways recreation professionals conceptualized 

gender equity within a local government recreation department. Aligned with Merriam's (2009) 

work and the ACF, meanings of gender equity were derived by employing a 

constructivist/interpretivist paradigm. According to recreation professionals working in local 

governments gender equity was defined, conceptualized, or described as: evolving, being equal, 

having an opportunity, full and fair access, creating welcoming spaces, subjective to personal 

notions, business framed, not an issue and/or relevant, and sensitive. Strategies associated with 

operationalizing gender equity included removing labels and creating opportunities, using proper 

language and communication, ensuring inclusive imagery and brand, ensuring gender 

representation of staff, ensuring equitable allocation and distribution, offering a variety of 

programs, and engaging in inclusivity training.  

Challenges associated with operationalizing gender equity included balancing new 

approaches and constraints (i.e., education about the use of neutral language, balancing demands 

and financial responsibility, policy constraints, ranking gender equity, lacking resources, 

competing views, and values, extensive training), lacking awareness of gender policy, adapting 

to change and new ways of thinking, and ensuring support and representation for transgender 

individuals. Further, the ACF was used to examine the complexity of the policy process within 

local government recreation departments. Specifically, the ACF helped address actors’ role in 

presenting strategies and challenges to recreation professionals who were trying to operationalize 

gender equity into new and existing policies. Internal actors to the policy subsystem included 
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city staff from other departments, library services, emergency services, and elected officials. 

External actors to the policy subsystem included the Inclusivity Advisory Committee, users’ 

groups, and commercial organizations (i.e., Girls’ Hockey Hockey League, Minor Hockey 

Association, ringette league), and individual residents. By employing the ACF, this study drew 

attention to some of the possible external events and shifts that could impact access and equity 

policy initiatives including the rise of girl’s hockey, election periods of new council members, 

prioritization of safety, budgeting, and revenue, and resisting opinions by residents within the 

community on gender-neutral spaces.  

Implications for Recreation Professionals  

This study identified that recreation professionals do not have the tools and policies to 

support transgender and gender queer individuals within the community. It is recommended that 

recreation professionals develop policies that explicitly include directions for staff regarding 

transgender and gender queer needs (Oakleaf & Richmond, 2017). In turn, these policies should 

help staff design and offer programming which could assist transgender individuals in skill 

development in a leisure environment to accompany their transition (Daly et al., 2015; Gillard et 

al., 2014; Grossman et al., 2005; Oakleaf & Richmond, 2017). Considering that professionals 

were not aware of existing policies, it was also recommended that professionals collaborate on a 

more frequent basis with Human Resources to discuss effective training modules that are timely 

and can drive interest in gender policies. These recommendations target the challenge of a lack 

of awareness of existing gender policies and should prevent policy failure (Schofield, 2006; 

Soler et al., 2017). Policies also fail due to poor communication among actors, especially 

disadvantaged groups (Frisby et al., 2007; Riege & Lindsay, 2006). This study raised queries to 

whether gender equity policies were effectively being advertised to attendees at events that 
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which promote diversity and transgender and gender queer awareness. Recreation professionals 

should ensure that gender equity policies are being effectively communicated to patrons during 

events (i.e., often hosted by library services). Further, it is recommended that professionals 

engage in social-based events to learn about transgender and gender queer experiences, barriers 

to participation, and proper placement of facility signage (Beemyn, 2005; Daly et al., 2015). 

In terms of theory, this study offered a more in-depth understanding of internal and 

external actors who play a role in local government recreation gender equity policy. Based on the 

presented constraints among subsystem actors, professionals should rely on the Inclusivity 

Advisory Committee to help develop detailed questionnaires or consultations where they can 

pose questions to the community around gender. These questionnaires can provide deeper 

insights on the existing gender inequities experienced by community members and help inform 

policy development. Based on the lack of members and resources among community groups, 

recreation professionals should help provide venues and spaces to user groups and small 

organizations that seek to advance gender equity policy. This should help provide spaces to 

discuss policy related issues and gain enough support to achieve policy outcomes over a period 

of time (Sabatier & Weible, 2007; Weible et al., 2011). This study raised attention to the lack of 

expertise and knowledge of gender equity among some of the elected officials within the City of 

Canber. Professionals should discover ways to engage Council members in gender equity 

discussions and in turn provide opportunities for policy-oriented learning (Sabatier & Weible, 

2007; Weible et al., 2011). It is under the assumption of the ACF, that belief systems bring actors 

together to form into coalitions help advance policy goals (Sabatier & Weible, 2007; Weible et 

al., 2011). Further, it is assumed that actors require the help of coalition members to reach policy 

goals (Sabatier & Weible, 2007; Weible et al., 2011). Based on the expressed lack of control by 
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recreation professionals in this study, professionals should optimize these venues and invite 

opposing coalitions to engage in gender equity discussions. This should allow opportunities for 

policy-oriented learning and as a result may target a discussion around program inclusivity. 

Professionals should also rely on support from their Inclusivity Advisory Committee to help 

develop detailed questionnaires or consultations where they can pose questions to the community 

around gender. Recreation professionals should help provide venues and spaces to user groups 

and small organizations that seek to advance gender equity policy within their own community 

(Sabatier & Weible, 2007; Weible et al., 2011).  

Limitations of the Research 

It was beyond the scope of this study to investigate gender equity policies in other local 

governments. Merriam (2009) argued that generalizability can be perceived as a limitation in 

case study approaches. By only exploring a single local government recreation department, the 

findings are not generalizable. However, in line with qualitative inquiry and instrumental case 

study methodology, the goal of this study was to provide insights that can be transferred to other 

contexts (e.g., sport and recreation agencies/organizations and local government recreation 

departments) (Merriam, 2009). Arguably, “formal generalization is overvalued as a source of 

scientific development; the force of a single example is underestimated” (Flyvbjerg, 2006, pp. 

219-245; as cited in Merriam, 2009, p. 53).  

A second limitation to this study was performing a single case study. It could be argued 

that collective case studies offer “greater the variation across the cases, the more compelling the 

interpretation is likely to be” (Merriam, 2009, p. 49). However, Merriam (2009) and Creswell 

(2013) argue that multisite studies can be difficult to manage and often lead to confusion. This 

type of ambiguity stems from the extensive amount of diverse data. A single case study is more 
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defined and provides researchers with a central focus as opposed to creating cross comparisons 

(Merriam, 2009).  

A third limitation to this study was understanding gender equity policy from only a small 

portion of recreation professionals within the Department. It was beyond the manageability of 

this project to devote time as a single novice researcher to investigating additional recreation 

professionals’ experiences within the Department (Merriam, 2009). Meanings of gender equity 

and related strategies and challenges were therefore missed among other employees within the 

Department. However, the richness of participants’ responses and case descriptions, triangulation 

between interview and document analysis, and detailed logs throughout the stages of this project 

demonstrated rigorous and credible work which offered valuable contributions to existing leisure 

studies (Merriam, 2009; Starman, 2013). As explained by Yazan (2015), this study provided “the 

reader with a depiction in enough detail to show that the author’s conclusion ‘makes sense’ 

(Merriam, 1998, p. 199), thereby, to increase the credence of their interpretation” (p. 147).  

A fourth limitation to this study was to explore other actors’ understandings of the gender 

equity policy. This study was selective of recreation professionals due to their roles to oversee 

and implement recreation gender equity policies. This study was only able to capture the 

perceptions of recreation professionals’ perceptions of the short-term resources and constraints 

that were presented by these actors. It would be sensible to acknowledge that other subsystem 

actors have their own interpretations of gender equity and experiences when trying to 

operationalize gender equity into new and existing recreation policies. By recognizing the 

strategies and challenges among other actors, researchers could develop further insights into 

social dynamics within coalitions. Further, this study was unable to explore special interest 

groups who are under served and experiencing and advocating on existing equity issues. 
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This study was performed in a suburban city which consisted of a population of 

approximately 185,000 people and viewed as an economically developed area. This study was 

limited to the possibilities of exploring gender equity policy advancements in townships and/or 

cities with dissimilar populations. It is possible that cities that exceed 185,000 people may 

require more attention to inclusivity due to the diversity of residents, cultural backgrounds, 

businesses, special interest groups, and non-profit organizations. Further, it is speculated that 

cities with higher populations may have larger amount of resources (i.e., distributed by the 

Canadian federal and/or provincial government) to advance or leverage gender equity policy 

goals. Scholars noted that local governments are faced with existing pressures and shifts that 

impact local governments. These demands and pressures are likely to differ among communities 

primarily due to unique infrastructure and needs of community members. (CRPA/IRSC, 2015; 

Cousens et al., 2006; Crompton, 2009; Frisby et al., 2007; Karlis, 2016; Shannon et al., 2016; 

Zimmermann & Allen, 2009). While this study uncovered demographic and social shifts that 

impact local government gender equity policies, it is possible that external events in other 

communities produce a shift in gender equity policy change. One could also uncover additional 

internal and external actors and/or groups in the community who influence the advancements of 

gender equity policies. Lastly, the ACF assumes a time perspective of a least a decade (Houlihan, 

2005; Pierce et al., 2017; Weible & Nohrstedt, 2012). It was beyond the timelines of this project 

to study gender equity policy over the course of ten years. The benefit of studying policy over 

ten years allows researchers to gain a deeper understanding of behaviours between coalitions and 

ability to confidently identify policy impacts. However, this study adopted Weible and Sabatier 

(2007) suggestion to embrace the flexibility of this theoretical framework and selectively choose 

an area of the model that resonates with the researcher’s study. This study provided strong 
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theoretical foundations to studying public policy and helped focus on the complexity of policy 

issues (Houlihan, 2005; Pierce et al., 2017; Sabatier & Weible, 2007; Weible & Sabatier, 2007).  

Directions for Future Research 

Research on the meanings of gender equity according to recreation professionals is still 

limited and therefore should be further explored. Future research should also explore other 

municipalities' recreation departments since strategies and challenges are likely to be responsive 

to different demographics and demands of city residents. This study was limited to solely 

exploring recreation professionals’ perceptions of gender equity policy based on the roles they 

held in the Department as well as their policy involvement within the timelines of this project. 

Scholars are encouraged to fully examine other actors identified within this study to bring 

awareness of the complexity of the public policy process outlined by Jenkins-Smith et al. (2014). 

It would be beneficial to engage actors in a focus group environment to allow actors to develop 

relationships to help advance gender equity policy goals. Further, this research now needs to be 

extended to exploring the remaining components of the ACF model. Specifically, researchers 

could explore the degree of consensus needed for a gender equity policy change and identify 

relatively stable parameters which can influence gender equity policies within Canada. This 

study presented minimum insights on external events that can contribute to a shift in a policy 

system, however, researchers who choose to adopt this model can dive deeper into these 

understandings. These research topics may include exploring the ways technological shifts and 

media can frame policy issues and/or how the rise of youth populations have impacted gender 

equity policy. Majority of public policy studies had only explored federal, environmental, and 

economic policies (Houlihan, 2005; Pierce et al., 2017; Schofield, 2001). While this study 

contributed to public policy research, policy studies within the field of leisure studies remain 
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under explored. Further, if researchers have the means and time to adopt this theoretical 

framework, it is recommended to study gender equity policy over the course of a decade to gain 

a better understanding of the competing behaviours of coalitions. To date, few studies exploring 

the experiences of transgender and gender queer individuals have been focused on sport, 

collegiate, and commercial sector settings (Beemyn et al., 2005; Cunningham, 2015; 

Cunningham & Pickett, 2018; Kulick et al., 2019; Patchett & Foster, 2015). This study raised 

attention to the challenges recreation professionals face when trying to support transgender 

individuals through gender policy. It would be advised to explore the ways transgender 

individuals can be marketed through leisure imagery and how these strategies can be integrated 

within gender equity policies. In line with Hoeber’s (2007) research, we need to “continue to 

investigate what is stopping gender equity from being taken for granted as value that drives 

everyday decisions and practices” within local government recreation departments (p. 227). 

Cogitating on this study findings, it would be worth exploring the ways an intersectional 

approach to a policy may neglect gender equity concerns within communities. This study 

provided the stepping stones for recreation professionals working in local governments who seek 

to help advance gender equity and inclusion goals set out by Canadian Parks and Recreation 

Association (CPRA)/ Interprovincial Sport and Recreation Council. 
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Appendix A: Email Letter of Invitation for Recreation Professionals (Director, Managers) 

 

Dear Recreation Directors and Managers, 

 

My name is Megan McGinnis and I am a graduate student in the Department of Recreation and 

Leisure Studies (Faculty of Applied Health Sciences) at Brock University. I am currently 

conducting research for a Master’s thesis. The purpose of my research is to explore the ways in 

which a local government recreation department applies gender equity in its policies. 

 

The three guiding research questions for this study are: (1) What meanings do recreation 

professionals associate with gender equity?; (2) How do recreation professionals operationalize 

gender equity into existing and new policies?; and (3) How do actors in advocacy coalitions present 

strategies and/or challenges for recreation professionals trying to operationalize gender equity in 

their department’s policies? 

 

In this study, I am inviting recreation professionals to participate in this study. As a participant, 

you will be asked to participate in one interview, during which you will be asked to share the 

strategies and challenges you face when trying to operationalize or integrate gender equity in your 

department’s policies. Participation will take approximately one hour of your time. If the recreation 

centre is inconvenient as a location for the interview, I would suggest a Skype, phone call or 

meeting at a small café to conduct the interview. All interviews will be audio recorded with your 

permission. All those participating in this study will be given a $10.00 Starbucks gift card as a 

thank you for your time.  

 

Please note that participation is voluntary and individuals are not obligated to be involved. Please 

read the attached Informed Consent letter and decide if you would like to be involved in this 

research. Do not hesitate to contact me if you wish to volunteer or if you would like additional 

information.  

 

This study has received ethics clearance from Brock University’s Social Sciences Research 

Ethics Board (File:XX-XXX).  

 

With thanks, 

 

Megan McGinnis, Graduate Student 

Faculty of Applied Heath Science: Recreation and Leisure Studies 

Brock University 

St.Catharines, ON, L2S 3A1 

 

mm11kj@brocku.ca  

mailto:mm11kj@brocku.ca
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Appendix B: Interview Guide 

 

Introductory Questions: 

1. How long have you worked in local government? In what capacity?  

2. What is your current role in the department? How long have you been in this role? 

3. How do you fit into the organizational structure of the department? 

4. What is the mission of the department? Can you tell me anything of the creation of that 

mission? 

5. How would you describe the organizational values of your department?  

6. What is the vision of the department? How is this vision aligned with the National 

Framework for Recreation in Canada (2015)?  

 

Gender: 

1. Do you have gender-specific programming and services in your department? 

2. What type of programs and services do you offer for men? 

3. What type of programs and services do you offer for women? 

4. What type of gender policies exist within your department?  

5. What values do you associate with gender equity?  

 

Policies:  

1. What ways do you try to integrate the New National Framework for Recreation Canada 

(2015) into new or existing department policies? 

2. What ways do you try to integrate gender equity into new or existing department 

policies? 

3. What challenges do you face when trying to integrate gender equity into new or existing 

policies? 

4. Do members of City Council play a role when trying to integrate gender equity into new 

or existing policies? (Probes: what strategies and/or challenges do they present?) What is 

the nature of this role? 

5. Which community groups (advocacy coalitions) play a role in policy formation for 

policies involving gender? 

6. How are community interests groups’ perceptions, wishes, and attitudes taken into 

account when integrating gender equity into new or existing policies? (Probe: what 

strategies and/or challenges do they present?)  

7. How are community residents’ perceptions, wished, and attitudes taken into account 

when integrating gender equity into new or existing policies? (Probe: what strategies 

and/or challenges do they present?) 
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Appendix C: Participant Consent Form 

 

[Consent form on Brock University letterhead] 

 

Date: TBD 

 

Project Title: Exploring the Use of a Gender Equity Lens in Local Government Recreation 

Policies  

 

Student Principal Investigator (PI): Megan McGinnis, Graduate Student,  

Department of Recreation and Leisure Studies, Brock University 

Email address: mm11kj@brocku.ca  

 

Faculty Advisor: Lucie Thibault, Sport Management, lthibault@brocku.ca 905-688-5550 Ext. 

3112 

 

INVITATION 

You are invited to participate in a study that involves research. The purpose of this study is to 

explore the ways in which a local government recreation department applies gender equity in its 

policies.  

 

WHAT IS INVOLVED 

As a participant, you will be asked to participate in an interview where you will be asked about 

the ways you operationalize gender equity into new or existing department policies. Participation 

will take approximately 1 hour of your time. I would like to audio-record our conversation. If you 

do not want the interview to be audio-recorded, I will take written notes instead during the 

interview. After that process, I will follow up via email where you are encouraged to review my 

interpretations of the interview. After a week’s time period, I will then proceed with data analysis.  

 

POTENTIAL BENEFITS AND RISKS 

This study will explore the ways in which the National Framework Recreation in Canada (2015) 

‘gender equity’ priority is being implemented within a local government recreation department. 

Possible benefits of participation include helping to advance the state of knowledge of gender in a 

recreational context. Additionally, this study will provide insight to some of the existing strategies 

and challenges associated with trying to operationalize gender equity into departmental policies. 

However, due to the nature of this study, I cannot guarantee confidentiality. Participants’ identities 

may be detectable to other members of the organization depending on the size of the agency and 

location of the interview. To mitigate this risk, the process will take place in a secure and quiet 

space where employees have the ability to feel safe and welcome to share their perspectives and/or 

experiences with me. Employees will be sent information documents via email. Pseudonyms will 

be used to ensure that the organization remains private and general to the readers.  

 

  

mailto:mm11kj@brocku.ca
mailto:lthibault@brocku.ca
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CONFIDENTIALITY 

The information you provide will be kept confidential. Your name will not appear in any report 

resulting from this study, nor will be the name of the organization. Job titles will be generalized 

(i.e., supervisors or managers and departments will be under the umbrella of recreation). 

However, with your permission, anonymous quotations may be used. Time of interviews will be 

scheduled at the convenience of the employees through personal communication with the 

researcher. All interviews will take place on site at your convenience, in a location that is 

comfortable and closed off from the public.  

 

Data collected during this study will be stored in a securely stored and locked cabinet at my 

personal desk space, and electronic files will be stored on a password-protected computer. Audio 

files will be destroyed shortly after being transcribed (approximately six months after the 

interview). Electronic files of the data will be kept up until April 2019, after which time they will 

be relocated for the potential use of publication.  

 

Access to these data will be restricted to myself and my faculty supervisor at Brock University.  

 

VOLUNTARY PARTICIPATION 

Participation in this study is voluntary. If you wish, you may decline to answer any questions or 

participate in any component of the study. Further, you may decide to withdraw from this study 

at any time and may do so without any penalty. If you decide to withdraw, the interview will be 

terminated. You will be asked if you would like the information that you have shared up to that 

point to be included in the analysis or if you would like the information to be destroyed. 

 

PUBLICATION OF RESULTS 

Results of this study may be published in professional journals and presented at conferences. A 

summary of the results of this study will be available from the study authors in mid 2019. Those 

involved in the study, including the organization, will be offered a summary of the results.  

 

CONTACT INFORMATION AND ETHICS CLEARANCE 

If you have any questions about this study or require further information, please contact Megan 

McGinnis using the contact information provided above. This study has been reviewed and 

received ethics clearance through the Research Ethics Board at Brock University [XX-XXX]. If 

you have any comments or concerns about your rights as a research participant, please contact 

the Research Ethics Office at (905) 688-5550 Ext. 3035, reb@brocku.ca. 

 

Thank you for your assistance in this project. Please keep a copy of this form for your records. 

 

  

mailto:reb@brocku.ca
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CONSENT FORM 

I agree to participate in this study described above. I have made this decision based on the 

information I have read in the Information-Consent Letter. I have had the opportunity to receive 

any additional details I wanted about the study and understand that I may ask questions in the 

future. I understand that I may withdraw this consent at any time. I have received a copy of this 

document for my records. 

 

Name: ___________________________________   

 

Date: _______________________________ 

 

Signature: ________________________________ 

  

I agree to have my interview audio-recorded:     Yes      No 

 

I would like to receive a summary of the study findings when they are available:  Yes  No 

 


	Abstract
	Acknowledgements
	Table of Contents
	List of Tables
	Table 1.  Types and Number of City Documents Reviewed During Analysis 60

	List of Figures
	Figure 1. Advocacy Coalition Framework Applications by Policy Domain (n=161). 39
	Figure 2.  Flow Diagram of the Advocacy Coalition Framework 40
	Figure 3. Four-step Process to Recruiting Participants (Recreation Professionals) 63
	Figure 4. Examples of Open Codes Post Refinement 70
	Figure 5. Axial coding: Categories and groupings of open codes 71
	Figure 6. Categorical Linkages: Foundations of Gender Equity Policy in Parks, Recreation and Culture 87
	Figure 7. Categorical Linkages: Information and Guiding Principles that Guide Practice 96
	Figure 8. Definitions of Gender Equity According to Recreation Staff 101
	Figure 9. Recreation Staff Strategies to Ensure Gender Equity in Policy and Practice 113
	Figure 10. Categorical Linkages: Gender Equity and Inclusivity 117
	Figure 11. Recreation Staff Level of Awareness of Existing Gender Policies 126
	Figure 12. Categorical Linkages: Challenges Associated with Trying to Operationalize Gender Equity According to Recreation Staff 136

	Chapter One: Introduction
	Purpose of the Research and Research Questions
	Significance of Study

	Chapter Two: Review of Literature
	Local Government Recreation in Canada
	Selecting the Local Government: Heavy Responsibilities and Pressures
	Key Actors in Local Governments
	External Shifts and Pressures that Impact Local Governments

	Understanding the Meaning of Gender Equity
	Examining Gender Identities
	Exploring Transgender and Gender Queer Experiences in Sport and Recreation
	Transgender and Gender Queer Inequities and Constraints in Sport and Recreation
	Ensuring Inclusion for Transgender and Gender Queer in Sport and Recreation

	Gender Equity in Public Policy
	Defining Policy
	Public Policy Process and Development
	Challenges Associated with Implementing Gender Equity Policies

	Advocacy Coalition Framework
	Key Terms and Concepts
	Key Assumptions
	Weaknesses and Limitations of Utilizing an Advocacy Coalition Framework


	Chapter Three: Research Methods
	Taking a Qualitative Approach
	Utilizing an Instrumental Case Study
	Limitations and Addressing Critiques of Case studies
	Interview Protocol

	Analysis
	Transcribing
	Open Coding
	Creating a Master Code Document
	Axial Coding
	Theme Generation
	Trustworthiness and Credibility


	Chapter Four: Findings
	Theme One: Foundations of Gender Equity Policy in Parks, Recreation and Culture
	Policy Process in Parks, Recreation and Culture
	Department Roles and Responsibilities
	Community Actors Involved in Gender Policy

	Theme Two: Information and Guiding Principles that Direct Practice
	Research and Engagement Processes
	Guiding Values and Principles
	Aligning and Adopting Gender Equity Approaches

	Theme Three: Fostering Gender Equity and Inclusivity
	Understanding Gender Equity
	Strategies to Ensure Gender Equity
	Applying an Intersectional Lens

	Theme Four: Challenges Associated with Gender Equity
	Considering New Approaches and Constraints
	Lacking Awareness of Existing Gender Policies
	Adapting to Change and New ways of Thinking
	Ensuring Support and Representation for Transgender Individuals
	Challenging Policy Stakeholders


	Chapter Five: Discussion
	Discussion and Implications
	Gender Policy in a Local Government Recreation Department
	RQ 1: Recreation Professionals Meanings of Gender Equity
	RQ 2: Strategies and Challenges Associated with Operationalizing Gender Equity
	RQ 3: Actors in Local Government Recreation Gender Policy
	External Events and Shocks that Influenced Gender Equity Policy


	Chapter Six: Conclusion
	Implications for Recreation Professionals
	Limitations of the Research
	Directions for Future Research

	References
	Appendix A: Email Letter of Invitation for Recreation Professionals (Director, Managers)
	Appendix B: Interview Guide
	Appendix C: Participant Consent Form

