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Abstract 

This study investigates the experiences of top women leaders in Malaysian sports 
associations with regard to discrepancy of gender and leadership roles, organizational 
discrimination, and pipeline problem in sport organizations. Data were collected through 
in-depth, face to face semi structured interviews, observations and document analysis 
involving seven women leaders in national sport organizations. The theme that emerged 
from the data was “experiences” related to the discrepancy of gender and leadership 
roles, organizational discrimination and leadership pipeline problem. These experiences 
result in the bias judgment against women as leaders, being denied of access, less 
supported and women being denied access to leadership positions. The results were 
discussed using the role congruity theory, homologous reproduction and pipeline 
problem. The findings in this study concluded the prejudices within the sporting system 
of the country contribute to the diminishing number of women role models because they 
opt to get out from the system than to embroil themselves into the situation. 
Consequently, there is a higher possibility for a fewer aspiring women leaders to pursue 
for leadership position. 
Keywords: Sport Leadership, Leadership Roles, Pipeline Theory  

 
Introduction 
Leadership can be described as the ability of an individual to influence, and enable subordinates 
to achieve the goals of an organization (House, Hanges, Javidan, Dorfman, and Gupta, 2004; 
Saybani, Yusof, Soon, Hassan, & Zardoshtian, 2015). Even though leadership is not a male 
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prerogative, the literature suggests leadership has been predominantly dominated by males, not 
only in sport, but also in other sectors such as business organizations, political parties, and the 
military (Eagly & Karau, 2002).  

Some authors pointed out that women are less likely than men to be associated with 
leadership (Latu, Mast, Lammers, & Bombari, 2013), and women face more challenges than men 
which reduces their ability to become leaders. In sport leadership predominantly dominated by 
men, female leaders would likely to receive a negative evaluation to possess leadership roles for 
such premise of violating women’s social characteristic standards. This negative evaluation thus 
prevents women from even being categorized as leaders (Scott & Brown, 2006) specifically in 
sport organizations. 

According to Turkel (2004), few women become top leaders because of a lack of women 
leaders in the lower level. Mariani (2008) suggests women are underrepresented in male 
dominated fields such as leadership because few women are prepared to enter those fields. 
Other reasons for the lack of women leaders are women’s family responsibilities and the 
tendencies for women to display leadership traits and of level positions (Browne, 1999). 
Greenhaus & Parasuraman (1999) proposed the idea of a “pipeline problem” to explain for the 
lack of qualified women leaders. 

Coaching and leadership at the lower administrative level, are the career path to top 
leadership positions in sport, but because of there are few women at the lower level makes it 
difficult to move into top leadership positions (Massengale, 2009). Even though there are more 
women as athletes and officials which can be a source of leadership pool, but the 
underrepresentation of women is still prevalent in the higher level of management.  

This phenomenon of the underrepresentation of women in top leadership positions in 
sport is an issue that attracts the attention of every sport woman advocate to break the barriers 
so that women can have better opportunities and realize their full potentials. The issue of women 
underrepresentation in sport leadership is currently one of the main issues at the forefront of 
the society (Inglis, Danylchuk, & Pastore, 2000). Sport management researchers have conducted 
research produced findings with regard to diversity in leadership on women representation in 
top leadership positions (Sartore & Cunningham 2007), but most of these studies were done in 
the West at different levels of sport leadership positions (e.g., Massengale: 2009, Hancock & 
Hums, 2014; Lovelin & Hanold, 2014; Hederson, Grappendorf, & Burton, 2011).  

In Malaysia, there is a lack of study on the issue of women underrepresentation 
leadership positions. Most were conducted on managerial positions in the business sectors, (e.g., 
Osi, Ilac, & Amante, 2012; & Subramaniam & Arumugam, 2013), economics (Saadin, Ramli, Johari, 
& Harin, 2016), as well as politics (Sobritchea, 2000). Although, opportunities for Malaysian to 
participate in the workforce in the country are increasing from 43.05% in 2008 to 50.79% in 2017 
(https://www.theglobaleconomy.com/Malaysia/Female_labor_force_participation), and the 
government has embarked on a policy of 30% women’s equity in managerial and leadership 
position in the public sector, but very few women held top leadership positions in sport 
associations (Daud et al., 2013). Thus, there is a need to provide an in-depth understanding on 
the underrepresentation of women in sport leadership positions of sport organizations in 



International Journal of Academic Research in Business and Social Sciences 

Vol. 9 , No. 11, November, 2019, E-ISSN: 2222-6990 © 2019 HRMARS 

 

1432 
 
 

 

Malaysia.  
The study seeks to investigate the lived experiences of women leaders purposively 

selected from the national sport organizations and among the top executive leaders of the 
organization, who were directly involved in decision making and administration. Specifically, this 
study investigated women top leaders’ experiences related to the prejudices brought about by 
perceived incongruity of gender and leadership roles, homologous reproduction and pipeline 
problem and how these perceived sociocultural and organizational barriers impede their ability 
to ascend in leadership positions.  

The current study sought to address the following research question: What experiences 
do women leaders encounter that are associated with the discrepancy of gender and leadership 
roles, organizational discrimination, and pipeline problem in sport organizations?  
 
Theoretical Framework 

In this study, the constructivist paradigm was used to understand the perspectives of top 
women leaders in Malaysian sports organizations in order to create the meaning of their 
experiences. This approach allowed the research participants to fully and freely describe their 
own experiences (Creswell, 2013). Based on the role congruity theory (Eagly and Dickman, 2005), 
a behavior is positively evaluated if it is in alignment with categories constructed by society. 
Characteristic such as leadership is socially constructed aligned to men’s gender roles thus 
women who exhibit such character are negatively evaluated and perceive to defy woman social 
gender roles.  

The social construct differentiates men from women as opposite gender thus differ in 
capabilities and performance. When women perform characteristics not socially categorized for 
them, they were perceived incongruent to their gender roles. According to this perspective, 
women face hindrances in acquiring leadership position in sport organizations because of the 
notion in society that such behavior is only suitable for men who have traditionally held roles in 
the organization. These perspectives act to keep women to lag men and women are less 
competent for the position of leadership positions.  

The traditional and cultural practices of Malaysia provided a greater explanation for this 
notion since gender roles still upholds in considering leader emergence. These traditional and 
cultural practices create homologous reproduction (Kanter, 1977) for the dominant males who 
are in the majority, to reproduce more leaders based on social and/or physical characteristics. 
This can be seen in Malaysian sport organizations where this systematic reproduction is being 
accomplished by hiring and promoting men who are in the majority, to top leadership positions 
in sport. This theory significantly provided a deeper explanation to the existing structural 
organizations in Malaysia which is apparently dominated by men.  

The homologous reproduction perspective provided an explanation as to whether the 
country's social male dominance model of leadership had an impact on women's under-
representation of leadership positions in sport. Turkel’s (2004) pipeline problem theory explained 
that few women ever reach to top leadership positions because of a lack of women at the lower 
level. This is attributed to the limitations among women which include self-limiting behaviors, 
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lack of intention to pursue for leadership positions and lack of connection and engagement in 
the sport system, consequently contributed to the low representation of women even at the 
lower level of management, making the selection pool limited hence, created a pipeline problem. 
This in turn led the majority males to produce more leaders because of the perception of a lack 
of potential leaders among women in the organizational pipeline who aspire to be top leaders.  

In this study, the theoretical framework consists of the interplay of the three theoretical 
perspectives to give meaning to the experiences of the women sport leaders through social 
constructivist research paradigm to construct their knowledge inductively. The theoretical 
framework examined the sociocultural, organizational and personal experiences of the women 
top leader that shape the construct of the reality of the social world where they live and work. 
Hence, the three theoretical perspectives acted as the rationale of the current study and 
constructivist set of beliefs provided greater explanation of the underrepresentation of women 
in sport leadership of sport organizations. 
 
Methods 

In this study, a qualitative phenomenological research design was used to collect data 
using face-to-face semi-structured interviews, observations and document analysis. A total of 
seven participants were chosen from among women of top leaders in Malaysian sports 
association. They were members of the Executive Board, General Secretary, Head of the 
Department, President, Deputy President, and Vice President of sport organizations in Malaysia, 
with at least two years’ experience in that position. Each participant was interviewed three times 
with each session lasting about 40 minutes. In addition, the researcher also observed meetings 
and events in which the participants are involved. Women’s Underrepresentation in Sport 
Leadership Pipeline Problem Homologous Reproduction Role Congruity Culture and Tradition 
Expectation Perceive Gender and Leadership Roles Self-limiting Behavior Limited Networks 
Treatment Discrimination Access Discrimination Besides using digital recorder, field notes were 
also taken to record things which the recorder could not capture such as the emphases placed 
on certain issues or phrases used, emotions displayed or facial expressions.  
A constant comparative analysis, involving a data-analytic process, was employed to have a 
better grasp of the data. This process involves comparing each interpretation with the existing 
findings as it emerges from the data analysis until properties of all categories and its relationship 
between other categories are clear (Parry, 2011). Beginning from organizing data from 
documents, field notes observations were also analysed as well as transcripts of interviews. This 
process allows immersion in the data to obtain the sense of it and continues until the initial 
coding process following Charmaz (2006). In the next step, themes were developed, codes 
identified and groped to form broader and overarching themes. 
 
Results 

The theme that emerged from the data was “experiences” related to the discrepancy of 
gender and leadership roles, organizational discrimination and leadership pipeline problem. 
Whereby, the participants convey their experiences which they personally encountered whether 
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they are the primary subject or the women leaders in general, where these experiences lead to 
the notions of role congruity theory, homologous reproduction and pipeline problem. The 
consequences of such theories were the bias judgment against women as leaders, being denied 
of access, less supported and lack of women in the leadership pipeline. The participants have 
common experiences which were identified as subthemes: gender stereotypes, organizational 
prejudice and candidate pool problem. 
 
Gender Stereotypes 

Role congruity theory predicts that female leaders experience prejudice because the role 
of leader aligns more closely with the stereotypic male gender role than it does with the 
stereotypic female role (Ferguson, 2017). Hence, social construct stereotype resulted to 
designate women in a leadership position and expected to act and behave according to gender 
role prescription attributed to them.  

The participants in the study affirmed that because of how the society stereotype 
women’s gender and leadership role they were placed in a role secondary to men or in a position 
for women affairs. Although in the sport organizations of the country there were no written 
policies that prohibit women not to contest for the highest position in the organization, however, 
it is stereotypical and customary for women to be placed in a specific position for a particular 
role. Interviewee 1 is hopeful for a time to come that women will be more daring to run for 
position atypical to what is accustomed. 

 
“I want women representation not base on the two positions. I would like to have it on 
the Vice President to be woman there. I would like to have Deputy President of X Council 
to be woman, not to be dictated in a position for the women. But then the truth is we 
need to have an organization that accepts women as leaders in the sport organization. 
Like X Council itself never have any women on the top level, always men. And then they 
will have a position specifically for women and that women only go for that spot. There’s 
a time women should be carrying themselves well and saying, you know, I can be a 
president of an association. We should stop representing the women only. We should be 
strong enough to say that we can represent the men as well. Yes, we can.”  

 
Interviewee 2 concurred to this idea identifying qualified women leaders who could be 

in a position known to be for men rather than just being in one position assigned for women 
because it is for women. 
 

“…because even look at X Council, all the Vice Presidents are men except for the woman 
Vice President role. Why aren’t there more women? Like Ms. W shouldn’t be fighting 
with Datu X and Dr. Y can also be in that Vice President role. Anna also can be Vice 
President and Datu Z also can be Vice President…but because men are in power so they 
get to control where women are placed in a certain situation.” 
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Organizational Prejudice 
Organizational prejudice is brought about by homologous reproduction. It is a notion 

developed by Kanter (1977) which emphasized three interacting determinants in the 
organization’s structure such as, power, opportunity, and proportion. To illustrate in an 
organizational setting, as one gains power, more opportunities of like image personnel are 
available, thus in return will increase its proportion (Knoppers, 1987).  

The consequence of homologous reproduction where the majority is in control over a 
setting or situation by power, opportunities and proportion they likely to have the capacity to 
discriminate the minority. The participants in the study experience two forms of prejudice such 
as “treatment discrimination” and “access discrimination” which they considered restraining 
factors for women to attain leadership positions in the sport organization. It is apparent that both 
access and treatment discriminations are present at the organizational level of sport 
organizations and negatively impacted women in leadership positions (Burton, 2015). 
Interviewee 3 cited an example of an ex-athlete where she helped to make her way for leadership 
but because this woman was vocal to speak her mind thus, the organization made it difficult for 
her. 
 

“But sometimes, the limitation is also the association. Because I know of one ex-athlete 
who comes back and I make the way for her, put her as this thing and she was doing well 
with the juniors. But the association is not happy with her because she speaks her mind. 
So, they made life very difficult for her so, she decided to come-out. I think it’s still very 
much a man’s world.”  

 
Interviewee 4 as well alluded in her own encounter where she felt discriminated with the 

treatment men showed to her (and women in general) in her organization. 
 

“But hopefully, men can allow us to be more active and strengthen the policy to get 
women more involve. Allow us! Definitely we cannot compete with them. But please 
allow us. Because it affects….still affect. You know, sometimes, they don’t listen to us. It’s 
not that easy for us to convince them. They make us so difficult…they don’t make us so 
easy. But if you ask me personally, I take this as a challenge for me. So, I learn more, I 
learn how to control myself, my emotion, my temper how to put in. To make them until 
they surrender, they must say yes!” 

 
In addition to the kind of discrimination other participants’ experience, Interviewee 7 also 

noted a kind of discrimination in the discrepancy of rewards given to women. She pointed out:  
 

“When they give any ahh…achievement awards, for example, for leaderships, for sport 
leaderships they always think of a man, they will give the award to men. Whereas actually 
we have other kind of sports which is women’s hockey…women’s football. But they will 
think the game as the men’s game. So, the women’s only fill in, just to fill the…it’s like a 
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quota to them.” Interviewee 6 as well agreed to the evident treatment discrimination in 
the organization by placing in a position or job they (women) do not deserve because of 
gender issue “but sometimes they are not really putting us in a right place, in the right 
job, where the genders are problem.”  

 
Candidate Pool Problem 

Another experience the participants encountered in the sporting system of the country is 
related to the pipeline problem. The participants in this study, who represent different 
organizations experience difficulty to look for potential leaders thus, recognize candidate pool 
problem. With the limited hiring pool of candidates, it resulted to create problem in the pipeline 
of leadership.  

Pipeline problem (Turkel, 2004) is another hypothetical explanation for the 
underrepresentation of women particularly in sport leadership.  

This idea of a pipeline problem explained that not many women ever reach to the top 
leadership because there have been not many potential women leaders in the lower level. 
According to this point of view, the lack of women leaders is due to the absence of women getting 
ready to enter those fields (Mariani, 2008). It is likewise ascribed to assortment of causes, 
including family obligations and acquired tendencies for women to show less of the attributes 
and inspirations that are important to accomplish and make progress in top level leadership 
positions (Browne, 1999).  

Malaysia has been participating in many international sport competitions such as, SEA 
Games, Asian Games, Commonwealth Games and the Olympic Games. In the history of the 
country’s participation, women athletes’ participation as well increased. However, the increase 
of women athletes does not translate to the number of women sport leaders. The organizational 
leadership pipeline still lacks women aspirants thus, translate to a candidate pool problem for 
future leaders.  

The participants in this study recognized the need for more women athletes to be bolder 
in aspiring for leadership position. The participants considered that among anybody else, athletes 
were the most ideal to take over leadership since they were already in the sporting system and 
has already acquired knowledge and background about how sport organization is being run and 
done. Nevertheless, based on the current situations the participants noticed that in all state sport 
organization there is always a lack of women aspiring for leadership positions. Subsequently, the 
National State Associations hence were struggling for candidates to endorse and elect.  

Interviewee 5 recognized this problem to emanate from the lower level particularly at the 
state level. She further emphasized that the scarcity of women at the state level is the great 
contributing factor to the underrepresentation of women leaders in the national pool. She 
reiterated that because there were no women advancing from the state level of the leadership 
pipeline, thereby provided an opportunity for the majority (i.e. men) to dominate in the voting 
system at the national level: “Because if you look at how the voting system, mostly it is state 
representative. So it’s like the national representative will have the state representative to come 
to the election to vote for the executive board that is representing the national. So, at the state 
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level, we already have no women representing the state then when you come to the national 
level, the pool is all men and then who’s gonna vote [for women].” 
 
Discussion 

The experiences of the participants related to the discrepancy of gender and leadership 
roles account the prejudices they directly or indirectly encountered in the sport organization. 
Being designated in a leadership position and expected to perform under perceived gender role 
inhibit women to exhibit leadership capabilities and limit gender potentials (i.e., being a woman). 
According to Hoyt and Murphy (2016) and Vial, Napier and Brescoll (2016), the main reason for 
women to hardly reach top leadership position is because of the stereotype-based lack of fit 
between women's characteristics, skills, and aspirations and those supposed necessary for 
effective leadership. The researchers further explain that the gender stereotype-based 
expectations do not only affect who people see as “fitting” to the preconceived notion of a 
leader, but they also affect women themselves personally. This is apparent to what the 
participants voiced-out, in which they similarly said that being stereotyped can be stressful and 
emotionally affecting their leadership roles. At some point when the situation gets tougher, they 
stop for a while, reflect and intrinsically motivate themselves. Although the participants 
mentioned above were able to gain back their passion and zest in working towards the 
betterment of the sport system of the country, they were aware that sociocultural perception 
has already been entrenched within the sport community and can hardly be changed. Similar 
contemplation as suggested by Kerr and Marshall (2007) state that eradicating gender role 
stereotypes that continue the inequalities between men and women cannot be achieved by 
single individuals or in a short term. If women persistently penetrate top positions where they 
can influence organizational change, it is more likely that shifts in the perceptions of women at 
work will occur. However, the harder task to eliminate gender stereotyping involves a change in 
culture, both within the workplace and in the wider community (Greenhill, Auld, Cuskelly & 
Hooper, 2009).  

The findings of this study pertaining to the presence of gender stereotyping in the 
organization, such as women leaders were designated to a particular leadership positions and 
expected to behave according to the perceived gender role is an evident of societal perception 
of role congruity (Eagly & Diekman, 2005) which suggest that women as leaders (especially in top 
positions) behave inconsistently with social gender role expectation (Eagly & Karau, 2002; Ritter 
& Yoder, 2004). Women are expected to behave communal characteristics, such as 
compassionate and mentoring (Tiell & Dixon, 2008), which is atypical to the preconceived leader-
notion as being agentic associated to allocating resources, strategic decision making, and 
disciplining (Tiell & Dixon, 2008) where such characteristics are positively evaluated when it is 
enacted by men and perceived to be for men. In fact, Eagly and Karau (2002) described 
management itself as an “incongruent” social role for women because men stereotypically 
exhibit controlling and dominant “agentic” behaviors perceived to be more closely associated 
with positions of management whereas women exhibit more “communal” behaviors associated 
to being nurturing or serving as a role model. Therefore, women are viewed as incapable of 
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handling the responsibility of power and leadership with their sensitivity traits of compassion, 
understanding and warmth (Turkel, 2004).  

Research has identified gender stereotype as a major barrier to career development, 
particularly in male-dominated fields (Schein, 2007). Researchers in sport management also 
found that gender stereotypes created a barrier for women especially those seeking for top 
leadership position (Burton et al., 2009; Grappendorf et al., 2004; Whisenant et al., 2002). The 
consequences of gender role stereotyping may segregate men and women into leadership roles 
where men expected to be in the senior and executive management, while women in the 
secondary role or administrative staff (Burton et al., 2009; Whisenant et al., 2002), where to some 
extent, women assigned in these roles were cannot gain the necessary skills to advance such as 
in finance management, organizational decisions, and strategic planning (Hancock & Hums, 2016; 
Burton et al., 2011; Grappendorf & Lough, 2006). Evident to the premise is the comment made 
by Begum saying, “sometimes they are not really putting us in a right place, in the right job, where 
gender is the problem.” Sartore and Cunningham (2007) discussed that gendered stereotypes 
contribute to the underrepresentation of women in top sport leadership. They explain that 
gender stereotypes start from, and are entrenched in, traditional practices, influencing every 
aspect of women’s lives and enhancing the beliefs of women’s inability to pursue positions of 
leadership.  

Women leaders in this study also revealed discrimination in accessing opportunities and 
positions in the organization, the type of discrimination when an individual in a group is denied 
access to opportunities and position in organization or profession. In this current study, the 
evidence of male dominance in the higher position of sport organization, enables them to have 
the capacity to control access and promote those who exhibit the same characteristics socially 
and organizationally as theirs. Particularly, access discrimination happened in the election 
process in the organization such as women’s position has no voting rights, whereas the majority 
of the voting rights came from the positions where men are occupying; setting specific number 
of women to be in the position; and promotions in positions depend to whoever is in the position 
making the promotion (and in most cases men are in the position). Similarly, access 
discrimination is manipulated by the group who are in the majority of the organization.  

In this study, the occurrence of treatment and access discrimination is a manifestation of 
organizational prejudice attributed to homologous reproduction Kanter (1977) in the 
organization, which hypothetically suggest that the dominant group within an organization make 
every effort to “carefully guard power and privilege” by systematically reproducing like images 
based on social and/or physical characteristics (Sagas, Cunninghum, & Teed, 2006). In addition, 
Kanter (1977) emphasized that homologous reproduction is a result of three interacting 
determinants in the organization’s structure, which are, power, opportunity, and proportion. The 
male dominance of the sport organizations in this study enables them as a group to capitalize on 
their power to easily access organizational resources required to be successful in inhibiting 
opportunities for women, thereby perpetuating greater proportion in the organization. 
Consequently, women experience being denied access, thus fail to acquire higher positions 
because men typically take control of the selection process and access to positions.  
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According to Dominici et al., (2009) homologous reproduction theory can explain the low 
recruitment of women into administrative or leadership positions in an organization. Such 
concept explains men who are in the positions will favor men in the recruitment process, thus 
exclude and discriminate against “the other” (or women in particular) who are different (Norman, 
2010). Aside from the discrepancy of gender and leadership roles and organizational 
discrimination the participants’ experienced perpetuating to the low representation of women 
in top leadership position of sport organization, they also encountered problems within the 
leadership pipeline. According to Carli and Eagly (2001), the lack of women in powerful positions 
used to be explained by many as a pipeline problem that is the interpretation that women with 
appropriate education and background were not available. The participants emphasized that the 
scarcity of potential women in the pipeline of leadership consequently created a candidate pool 
problem. It has been emphasized in the previous chapters of this study the increased 
participation of women in sport as athletes, but such increase does not translate to the number 
of women in the leadership position.  

The findings of this study revealed that candidate pool problem emanates from lack of 
programs aiding potential women to enhance their leadership skills and to keep them engage in 
the system. Additionally, women also have low self-efficacy in persistently asserting their 
leadership capabilities and ability to approach goals, tasks and challenges signifying their lack of 
belief in their own capabilities to organize and manage possible situations particularly in sport 
management. These two contributing factors signify the lack of preparation for women to enter 
the leadership positions, thus signaled the scarcity of women in the leadership pool, which 
eventually created a pipeline problem as such that there are no available women down the 
pipeline to be selected for the position.  

The standpoint of pipeline problem theory (Turkel, 2004) assumes the 
underrepresentation of women in top leadership positions is due to the lack of women with 
enough potential to become leaders (Mariani, 2008). It is also attributed to the inherited 
tendencies for women to show less of the qualities and inspirations that are important to 
accomplish and make progress in top level positions (Browne, 1999). In the context of sport 
leadership, a non-traditional career for women, the path to higher level of leadership includes 
coaching and lower administrative level, but since there is a shortage of women at the lower 
level, the path to move into the higher levels of administration become increasingly troublesome 
(Massengale, 2009). The increased participation of women as athletes in the country provide the 
potential candidates in the selection pool and could have ceased the pipeline problem, but the 
underrepresentation is still prevalent in the higher level of management of the sport 
organization. The findings of this study concurred to the “leaky pipeline” phenomenon, whereby 
women athletes who enter the pipeline as the potential candidates for selection subsequently 
leave the career field due to such reasons as personal limitations, feelings of isolation, and lack 
of support (Hancock & Hums, 2016).  

The outcome of pipeline issue in sport is the absence of women acting as mentors to other 
women and to create a social network among other women. Social networking and mentoring 
create a forum for the exchange of knowledge and experiences among women in sport leadership 
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roles (Ismail & Rasdi, 2007). Through social networking and mentoring, women role models in 
sports administration lend a voice to women in sport, show women in decision-making positions, 
and realistically portray the possibility that women are qualified to be sport leaders and possess 
the ability of leading (Coakley, 2001). In addition, pipeline problem provided men the belief that 
there have not been visible women long enough in the organizational pipeline wanting to 
advance in leadership (Turkel, 2004), thus having the opportunity to take advantage of 
reproducing only themselves (i.e., other male leaders).  
 
Conclusion 

The experiences of the participants related to the discrepancy of gender and leadership 
roles, organizational discrimination and pipeline problem accounts the difficulties women faced 
in moving around the sport system of the country. Gender stereotyping was evident where 
women were labelled as unfit for leadership capabilities and expected to exhibit perceived 
societal gender roles. As such, positions in the organizations were identified to be occupied by 
specific gender (favorably by men), and social expectation toward gender roles placed women in 
subordinate roles in the organizations. Access and treatment discrimination were also apparent 
in the sport organizations of the country. The participants directly or indirectly experience denial 
in opportunities and privileges, treated unjustly and verbally harassed.  

The discriminatory experiences which the participants encountered do not only affect 
them but as well as women in sport in general, including women’s involvement leading to top 
positions such as coaching, officiating and other subordinate administrative positions. In addition, 
participants also encounter difficulties relating to women’s shortcomings and dispassionate 
attitude toward sport leadership which translate to the shortage of finding potential leaders. 
Furthermore, the dominance of men in sport and leadership inhibits women to penetrate access 
in all forms of pursuits, thereby contributed adversities in development and representation. Sport 
management particularly leadership in higher level of representation is still evidently occupied 
and govern by men. Although there have been amendments in policies and reforms have been 
implemented in local and international platforms but it does not still cease the issues. The more 
persistent women leaders navigate in the pipeline of leadership in sport the more obstacles they 
need to deal with which subsequently create prejudice among women in sport in general. The 
findings in this study concluded the prejudices within the sporting system of the country 
contribute to the diminishing number of women role models because they opt to get out from 
the system than to embroil themselves into the situation. Consequently, there is a higher 
possibility for a fewer aspiring women leaders to pursue for leadership position. 
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