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ELITE COACHING PATHWAYS

ABOUT THE INITIATIVE
ELITE COACHING PATHWAYS

Football has historically been, and still is, a predominantly male-
dominated industry. Despite the rise of women's football in recent
decades, we still have a low proportion of women in coaching
positions, especially at the elite level. The reasons for this are many,
both structural and individual.

Currently, several initiatives are being made within Swedish football
to increase the number of female coaches and support them in
their leadership journey. We see this as a crucial part of the
transformation process, where

Elitfotboll Dam aims to further develop this through its platform
and role in elite football in Sweden, to influence current structures
and environments in which coaches operate.

The leagues within Elitfotboll Dam, Elitettan (EE) and OBOS
Damallsvenskan (ODA), are dependent on requirements for
coaching licenses, which are affected by established structures in
Swedish football.

We aim to develop elite football in Sweden by challenging and
influencing the perception of what a competent elite coach is and
should be.

OBJECTIVE

. We want more people to see the elite coaching profession as
a possible career path.

. Create opportunities for more women in elite coaching
positions within elite football in Sweden.

. Open up the job market in football for women.

. Increase knowledge and awareness of the structural barriers
within elite football in Sweden for women as elite coaches.

ELITE COACHING PATHWAYS AREAS OF IMPACT

5.1 ELIMINATE DISCRIMINATION AGAINST WOMEN AND
GIRLS

5.5 ENSURE FULL PARTICIPATION OF WOMEN IN
LEADERSHIP AND DECISION-MAKING
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Lack of Clarity and Professionalism in Clubs

The level of professionalism and clarity in
recruitment processes varies between clubs. Some
clubs have a clear idea of the type of coach they
seek and their expectations, while others lack clear
guidelines and act more ad hoc. Lack of clarity and
disorganization in the process can create insecurity
and anxiety for coaches.

Clear Expectations and Involvement

A clear and structured onboarding process, where club
management and sports directors outline both short-
term and long-term expectations for the coaching team
and the squad, fosters security and understanding for
coaches. This increases the likelihood of coaches
thriving and staying longer in the club. Involvement in
the process is essential but must be combined with clear
guidelines and expectations from the club.










ELITE COACHING PATHWAYS

SUCCESS FACTORS FOR INCREASING AND RETAINING
WOMEN IN COACHING ROLES

ldentify and guide interested players into coaching through education and assignments.
Support and encourage women to apply for and complete advanced coaching courses.
Ensure clubs have a clear strategy for the team’s and coaching staff’s future.

Create safe, respectful, and calm working environments.

Foster strong, cohesive coaching teams.

Provide support during pressure and setbacks.

Change the perception of the coaching role as a legitimate profession.

Offer mentorship and networking opportunities for elite coaches.

Foster an inclusive culture that recognizes and values the expertise of all coaches, regardless of gender
Provide media training and support during media scrutiny.
Ensure all elite women’s teams have relevant resources and facilities.

Enable daytime training during weekdays.

S11NS3d JAILLVLITVNO | WVa 11091041113



g
<
3
=
&
O
Z

AbRongyy,







QUANTITATIVE REPORT
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UEFA LICENSEE HOLDERS
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The diagrams represents the percentage of personel retaining an
UEFA license in Mv B, A and PRO.

** |n the data regarding Mv B, UEFA Mv A licensee holders is T AR LT
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ELITE COACHING PATHWAYS

LEARNINGS

The insights for initiating change discovered in this report consist of four steps that can
serve as the foundation for making coaches in OBOS Damallsvenskan and Elitettan feel well,
perform effectively, and want to remain in their coaching roles.

Based on our findings, here are four essential steps to make it happen:

Foster security and unity within coaching teams
Clear roles, shared goals, and mutual respect are the foundation
for coaches to feel good and perform at their best.

Ensure gender-balanced and supportive teams
Balance between women and men creates a safe, motivating, and
high-performing environment.

Highlight today’s female coaches as role models
Showcasing women already in coaching inspires others to follow in their
footsteps.

Hire women in roles that don’t require UEFA licenses
Provide entry points through non-licensed roles - and give women the chance to
grow into elite coaching positions.
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