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Abstract

Black Male Intercollegiate Athletic Administrators: Ascending the Career Ladder
A Qualitative Analysis and a Case Study

Keith Michael Champagne

Chair of Supervisory Committee:

Professor of Education Dr. James Antony

Educational Leadership and Policy Studies
The purpose of this study was to analyze the usgdegsentation of Black men in intercollegiate
athletic leadership positions at the NCAA Divisidevel at predominantly White institutions of
higher education (PWIHES). This was accomplishedufph an analysis of how Black men
advance to leadership positions in a setting antepsion dominated by White men. Second, the
study sought to understand and determine what pakssocial, and institutional factors
influenced the careers of Black men and what gresethey utilized to limit actual and/or
perceived barriers that impact their career success
The participants were eight Black male intercobegiathletic administrators and two college
presidents from major NCAA Division | level PWIHE®mM around the country. The research
method was a qualitative study and a qualitatise cudy. The primary data sources were

telephone and face-to-face semi-structured intetvieith the participants, phone follow-up



conversations, on-site observations at participamisersities, media releases, and institutional
documents.

The data were analyzed using open coding and guresta comparative analysis in which four
themes emerged from the analysis. These themes ({@raentoring, (2) networking, (3)

institutional commitment to diversity and inclusj@nd (4) institutional racism.
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Chapter One

Introduction

“Diversity has become the rallying cry of mainstne@merica including the hallowed halls of
academia. Although colleges and universities achosgrica are working to increase the
number of women and minority faculty, this pushdieersity in higher education seems to stop
when it reaches the Athletic Department level.” Blarence Underwood (2005)
Changing Demographics

One of the most enduring characteristics of higdtrcation in our nation has been its
ever-broadening commitment to serve all of the ttut®ns of the diverse society that founded
and supported its colleges and universities (Undedy2005). Our nation is now thirteen years
into the 2% century and it is quickly becoming even more dieeais a society. In fact, by the
year 2030, demographers project that approximd@lyercent of all Americans will be people
of color U. S. Census (n.d.). As our country eesland develops into a truly diverse society
with amazing cultural, racial, and ethnic diversttyis new society will explicitly require
significant changes in the nature and complexitihefnation’s colleges and universities
(Underwood, 2005). According to Duderstadt (200&)ry aspect of the modern university,
from our most fundamental activities of teaching &arning, research and scholarship, to our

most cherished values such as academic freedosrsdiy and tenure are being reexamined to

determine whether they will continue to be relevandur future.

Current State of Intercollegiate Athletics at the NCAA Division | Level
Given these remarkable changes currently takingeplaour society, it is appalling and

shameful that Boards of Trustees and college anatrgity presidents continue to allow the



current status quo in their intercollegiate atlle@partments -- specifically, the lack of Black
men in leadership positions in intercollegiate eiilak throughout the nation. Today, women and
people from diverse populations who seek leadersbgitions in American higher education and
in intercollegiate athletics face enormous odd® [Badership in the power structure in college
sports remains overwhelmingly White (Lapchick, 2008 essence, the low number of Black
men in leadership positions in the nation’s intdegpate athletic program is because college
sports (in general, and the major revenue produsiiogts specifically) continue to be controlled
by “old White men” who have the power and perksl are not about to share their power and
perks with anyone who is non-White. This “old bayigb” is comprised of institutional
governing boards, university presidents, athletieaiors, major sports coaches, print and
broadcast media management, athletic departmestdrspand major sponsors; all of whom
benefit from the current status-quo (Lapchick, 208&ge, 2007; Underwood, 2005; and
Shropshire, 1996). In addition, Sage (2007) speadiff suggested “the higher levels in
organizations of all kinds, where the greatest pomestige, and material rewards reside, are
more insulated from direct scrutiny, so those wbiotiol access to the higher levels tend to
employ subtle strategies for maintaining discrintong practices” (p.10). He further states that
this discrimination has been, and continues t@legticed by those individuals who control
access to the coaching and sports managementopssititypically White, able-bodied,
heterosexual males (Sage, 2007).

Moreover, these White men have made it extremdlicdit for racial minorities to break
into these higher paying, more prestigious posstionntercollegiate athletic leadership at the
nation’s colleges and universities (Fink, Pastarel Riemer, 2001). This issue of exclusion and

discrimination, such as denying a person accean twrganization, profession and/or job based
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on membership in a social category; (peruse Cutaimg 2007; Cunningham and Sagas, 2005),
and the underrepresentation of racial minoritieatietic administration and head coaching
positions in college sport at predominantly Whiistitutions of higher education (PWIHES) has
been studied and analyzed, and scholars and drdis all reiterated the need for the diversity
and inclusion issue to be addressed in collegaspagyemang and DeLorme, 2010; Anderson,
1993; Brooks, Althouse, and Tucker, 2007; BrowrQ20Cunningham, 2010; Cunningham,
Bruening, and Straub, 2006).

Given the insights of the scholars and researahergioned earlier into issues of access,
discrimination, and the underrepresentation of@esof color in intercollegiate athletic
leadership positions, the conclusion might be drévam, at this time in intercollegiate athletics,
White men who control college sports may not belithat it is in their best interests to engage
in a process and /or campaign to completely difsetbe nation’s intercollegiate athletic
departments’ leadership and management ranks x@anme, Derrick Bell's (1980, 2004)
interest-convergence principle asserts that Whitddolerate or support the advancement of
persons of color particularly when it promotes ttlosvn self-interest. By extension, Bell's
arguments might suggest that the large numbersaakBnen student-athletes at PWIHEs
currently participating in the major revenue-pradgcsports advances the interest of White men
who control access to college sports, and thatthesrests will continue to converge because
college sports is now a multi-billion dollar indgsas a result of including young Black male
student-athletes over the last 40 years (Bell, 28@2ger, 2005).

On the other hand, the “interest of White men” @Bldck men” seeking high level
leadership positions in intercollegiate athletion@uistration and sports management have not

fully “converged” because these White men are nepg@red and/or ready to allow Black men in
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large numbers to provide leadership and managefoeatmulti-billion dollar industry,
regardless of their backgrounds. For instances tihsider the case of one of the best Black
men to ever participate in a sport and excel attliege and professional levels: Mr. Winslow
Kellen. If he were a White man, he would be a pgréandidate sent directly from “central
casting” for any intercollegiate athletic departiiernthe nation. In Kellen Winslow’s personal
narrative (as written by him in the forward to Rregor Kenneth Shropshire’s [1996] book about
his failed attempt to secure the athletic direst@osition at his collegiate alma mater) is a
propitious and powerful story of how racism is sgrained in the hiring process of
intercollegiate athletics.

Even though, Mr. Winslow was approached by theckeaommittee and then made the
list which included the final three candidatestfog position (Director of Intercollegiate
Athletics) the University’s Chancellor decided icefthe then Associate Athletic Director for the
position. Winslow questioned how his race mightentactored into the Chancellor’s decision
not to hire him. He pointed out how everyone inealwn the final decision process was a White
male over the age of 55 years with a backgrounchndiféerent from his own. In acknowledging
that the individual who was hired could possibly&éeen more qualified for the position,
Winslow speculated, given his own impressive bagkgd (i.e. law degree, practical business
experience, former student-athlete status, leagessills, stellar professional football career),
that had he been a White male the job probably avbal/e been his to turn down. In Winslow’s
words:

What my experiences have taught me time and tiisie &gthat race is still and will for

some time to come, be a major factor in the desisiaking process for off-the-field

positions in professional and college sports. la wWorld of sports there exist two sets of
rules: those for the field of play and those fdrtbé field (Shropshire, 1996. xv).



Racial and Gender Report Card: College Sport

The current demographics of the majority of iotdlegiate athletic departments in terms
of leadership and who serves in those leadershspigas are not reflective of the current racial
and ethnic diversity existing in our society (Lajogéh 2009, 2010, 2011, and 2012). For instance,
according to the latest Race and Gender Report (B5&RC) report from The Institute for
Diversity and Race in Sports, White men held theratelming percentage of positions in all
three of the NCAA's divisions at 88.8%, 92.7%, &&d2% in Divisions |, 1l, and lll,
respectively. This compared to 90.0%, 92.0% an@%4n 2007-2008 respectively. In
comparison, African-Americans (Black men) held 7,84%, and 2.2% of the positions
respectively in Divisions I, Il and Ill. This is komparison to7.2%, 3.8%and 1.8%in 2006
respectively. In addition, at the Associate Diredewel positions, White men comprised 88.5%,
82.8%, and 92.6% of the total population at Divisipll and 11l respectively. And, African
Americans held 8.2%, 14.4%, and 5.4% of the posdtiat each level. Moreover, as of October
2010, there were eight African American athletiediors at Football Bowl Series (FBS)
institutions; and of the 120 Athletic Directors wbeersee FBS football-programs; there were
106 (88.3%) who were White men. The Black men idetuthe following eight: Warde Manuel,
University of Connecticut; Derrick Gragg, Univeysdf Tulsa; McKinley Boston Jr., New
Mexico State University; Gene Smith, The Ohio Statéversity; Daryl J. Gross, Syracuse
University; Kevin Anderson, University of Marylan@pllege Park; David Williams I,
Vanderbilt University, Craig K. Little Page, Unigtty of Virginia and Bernard Muir, Stanford

University.



Diversity and Leadership in Intercollegiate Athletics: An Illusion

Leaders in college sports are responsible for @eeng and supervising one of the most
prized possessions of a major college or universitge risks associated with a major NCAA
Division | Intercollegiate Athletic Program are ydrigh and when college or university
presidents and boards of trustees launch nati@aatkses for intercollegiate athletic leaders they
always purport to seek the most talented and gedldandidate for the position. However,
according to Lapchick (2010) this may not be theec#n fact, the most recent report published
by Lapchick’s Institute of Diversity and Ethics$ports (IDES) tells a completely different
story. Black men are not being hired in increasirigige numbers to lead major intercollegiate
athletic programs. The numbers of Black men hiredny athletic administration positions
remain low, and many of the Black men who are sssfodly hired do not progress from one
position to another at the rate of their White deumparts. There appears to be a “glass-ceiling”
that is preventing the successful progression aratfeancement from one intercollegiate
athletic leadership position to the next for Blackn (Lapchick, 2010). Furthermore, modern
intercollegiate athletics has been transformedthy fnoney” and the “participation” rates of
increasingly large numbers of young Black male sttighthletes in the major revenue producing
sports such as football and men’s basketball. Tihigjrn, has transformed intercollegiate
athletic departments into “mini-sports” franchises.

Consequently, the underrepresentation of Black imnégadership positions in the athletic
departments at our nation’s colleges and univessiiill continue to be a major issue facing
boards of trustees and presidents at PWIHEs. Amdstue of diversity and inclusion has been,
and will continue to be, a major issue facing aglend university leaders in the remainder of

this 22" century -- especially if persons who are differ@ng)., Black men) from the historical
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and traditional majority [holding leadership pasits] in sport organizations (i.e., White,
Protestant, able-bodied, heterosexual males) agatimface an antagonistic environment (Fink

et al., 2001).

Bringing a Critical Race Perspective to Intercollegate Athletics and Sports Management

Critical Race Theory (CRT) can assist researchedsscholars in identifying, analyzing and
advocating for and/or changing those structural@rtliral aspects of intercollegiate athletics
that maintain subordinate and dominant racial pmsstin and out of college sports, and sports
associations and organizations (Singer, 2005; Daka Singer, 2010). In addition, CRT and
gualitative research can allow scholars to maksesand better understand how the exclusionary
structures and practices negatively impact persboslor in intercollegiate athletics and college
sports, and what needs to be done to either disenand/or eliminate these exclusionary
structures and practices. As researchers and sshala need to implement critical race
methodology into our examination and study of nac{sovert), lack of diversity, exclusionary
policies and practices by including the “voicestignarratives” of those persons who are, and
continue to be, the victims of racism and/or ofleems of discriminatory practices in our
research processes (Singer, 2005).

Subsequently, as researchers and scholars, webmastare of, and consider the challenges
and obstacles to, conducting research in intergialle athletics and college sports. First, there
are Whites and persons of color who have wholedégrembraced the “color blind” and race
neutral perspective constructs that form some@fdlindational basis of Critical Race Theory,
as well as the premise that racism is a normatiteiral behavior in American society that will
be resisted, if not completely rejected (Singe03)0Second, Duncan (2002) pointed out that

there are problems that emerge when persons af a@ocialized to embrace perspectives of
7



members of the dominant group. For example, persbaglor who are socialized in various
institutions that certify them to assume positiohsesponsibility in society uncritically accept
and/or identify with the values that inform thetihgions to the destruction of communities of
color. Third, it may be very challenging to conduttat scholars call “emancipatory” research
with persons of color who have “favorable” and “sessful” experiences in society, and as a
result believe and assert that racism is an old™isuried in the past. Fourth, proposing to
conduct research through the lens of Critical Reueory may be difficult for the few persons
who are currently benefitting and having successtercollegiate athletic administration and
sports management as they may not be easily cawitacsupport research studies designed to
critically investigate and analyze cultures, stnues, and policies of intercollegiate athletic

departments and sports organizations where thely (lamcan, 2002; Singer, 2005).

Real Reasons for Underrepresentation in Intercollegte Athletics

It is sine qua northat the “real” specific and/or exact reasonglierunderrepresentation
of Black men leaders of modern successful Divigioriercollegiate athletic departments (that
are purportedly committed to diversity, inclusiand social justice on their campuses) be
diligently examined and studied. This is becauseBMmen have become, and will continue to
be, the major contributor to the multi-billion damil“economic” engine that drives today’s
intercollegiate athletic programs at the nationgstime college and university athletic
departments. And qualified Black men in the fiefdntercollegiate athletic leadership and
administration are not being hired for senior lealip positions at the same rate as their White
counterparts at these institutions.

This problem has perplexed scholars and researtdrarsgany years. In fact, in 1993,

Anderson began to systematically investigate thk ¢d racial diversity among the NCAA



Division | coaching and athletic director ranks aaticluded that Blacks were missing from the
most “prestigious” positions in intercollegiate latics. In 1996, the prominent legal scholar
Kenneth Shropshire wrote, “In the harshest of tetires sports industry resembles a black-
bottomed pyramid: large numbers of African-Ameriedinlete-participants, but few African-
Americans in non-playing positions at the highesels” (p. 456-457). Shropshire (1996)
concluded that the disparities in African-Americapresentatives in coaching and managerial
positions might be due in part to racism at thétutson and unconscious or “old boy”
sponsored mobility philosophy at the next levelistiexcluding ethnic minorities from leadership
positions in sport. Additionally, Brooks and Alths®i(1999) concluded head coaching and
administrative career paths of African-Americanféedifrom White coaches and administrators.
These scholars found factors such as “old-boy nédsip“isolation on campus”, “stereotyping”,
“racism”, and “tokenism” have an impact on hiringdatermination decisions. In 2001, King and
Springwood stated, “Race continues to imprint caéegiate athletics, as well as the idioms,
identities, and imaginaries animated by it androublegiate athletics (sports) has become an
increasingly important space in which individuaiziggle over the significance of race” (p. 8).
We are well into the Zicentury of intercollegiate athletics at our natorolleges and
universities and presidents are still adheringltofahe myths, biases, and stereotypes of the
20" century for why they cannot hire African Americdosleadership positions in their

intercollegiate athletic departments.

My Positionality and Personal Investment
Researchers such as Alexander (2006a) and Gr#@iag) call for us (scholars) to bring
our identities, history, assumptions, desires, @lgkfs to the forefront of our work rather than

disguising our positionalities with illusionary @gfivity. In an effort to respond to Alexander’s
9



and Griffin’s call of embodying self-reflexive remeh, | must admit to and own the assumptions
that | bring to this particular study, and explaig reasoning for pursuing this study. First, |
assume that the world of sports management anprtfiession of intercollegiate athletics are

not entirely exempt from and devoid of racism. Sed assume that PWIHEs are truly not
color-blind organizations. And third, | unequivagabelieve that there is more than meets the
eye operating within the world of NCAA Division Ithletics regarding higher education
institutions’ hiring of Black men and their caregtvancement, with my belief specifically being
that hiring is not based solely on qualificationsl anerit.

Moreover, | am an African-American (Black manhigher education who has done the
following: (1) overseen and supervised an NCAAlctdegiate athletic program and its
personnel in the role of an executive level higkducation leader (an Associate Vice President
for Student Affairs and an Assistant Vice Presidenteadership and Diversity), and (2)
overseen, and supervised an intercollegiate athdefpartment on a day-to-day basis as a sitting
(Athletic Director) responsible for 14 NCAA Divisidl Athletic Program sports and their
associated personnel. | am also a graduate ofréstigious Sports Management Institute and |
have completed the National Association of Collegirectors of Athletics Sports
Management Program. | have been a member of thesSpmwyers Association. | have
participated in several discussions and meetingsealCAA’s National Convention regarding
intercollegiate athletic leadership and diversigues.

| bring specific insights, expertise, observaticarsd narratives based on my lived and
professional experiences in higher education atedtdallegiate athletic leadership and
administration. For example, during my six-yeaiosop in intercollegiate athletics

administration, | consistently heard the followimpgptes regarding the low numbers of Black
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men leading athletic programs at PWIHESs: (1) “AdncAmericans are not qualified and/or
intelligent enough to lead intercollegiate athlgtrograms”; (2) “White men are a better fit than
Blacks to oversee a major athletic program”; (3héy [Black men] do not have the skills and
networks that are required for long-term succedberfield”; (4) “Black men will not be able to
fundraise because persons with money do not wagivéotheir money to Blacks in
intercollegiate athletic leadership positions”; {(Bifluential White alumni are not comfortable
with Blacks in leadership positions in college atids”; and (6) “A Black man has a better
chance of becoming a University’s President thethletic Director.”

Consequently, given my intercollegiate athletienaistrative and diversity experiences,
my position is a significant asset to this resed@tause | possess insider experience,
knowledge, and sensitivity; and | bring unique apdcial insights to the study of this
phenomenon: the “problem” and/or “issue” that s tionsistent and continuous
underrepresentation of Black men in NCAA Divisiomtercollegiate athletic leadership
positions at PWIHEs. Thus, | am inclined to condbd particular study and to generate
scholarship that raises the social consciousnasgssteengthens and enhances the movement for
social and leadership changes, needed in collegéssham definitely seeking to interrogate and
change the status quo of college sports and tifegsion of intercollegiate athletic leadership
and sports management.

Intercollegiate Athletic Leadership and the Dearthof Black men
This study is timely because a small number oftsppanagement scholars have focused
their research on intercollegiate athletic leadgrand diversity; thus, this study is designed to
bring another perspective (an insider’'s perspertvéhe on-going conversation that is currently

taking place at various levels: the National Caliég Athletic Association (NCAA), Blacks
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Coaches’ Associations (BCA) and sports managenmegrams around the country. With the
application of Critical Race Theory (CRT) and Sb€lagnitive Career Theory (SCCT) to
College Sports and Sports Management, this stutlevitribute to bridging the gaps in
understanding what has been and is currently hapgpéma profession that continues to be

dominated by White men year after year.

Theoretical and Conceptual Framework

In order to comprehensively investigate and imigate the problem of the
underrepresentation of Black men in intercollegaitdetic leadership positions at the NCAA
Division | level at PWIHESs and to keep race atftrefront of my inquiry, | present Critical
Race Theory (CRT) as the theoretical frameworkti@ research combined with a conceptual
framework of Social Cognitive Career Theory (SCGAhjch offers numerous possibilities for
interrogating and examining this phenomenon. If isrgoing to challenge and/or confront the
limited inclusion of some Black men in senior |eathgps positions in college sports based on
race, Singer (2005) posited sport management sshett@uld begin to develop a thorough
understanding of race-based epistemologies. Hemaemded the use of Critical Race Theory to
confront the prevailing (Eurocentric) ways of knagriand doing in college sports and
specifically “intercollegiate athletics”. The fagwn race and institutional racism cannot be
dismissed or ignored for, or by, Black men immeraed embedded in predominantly White
sports organizations, fields and professions.

Moreover, Social Cognitive Career Theory (SCCTQvaed me to explore the personal,
social and institutional factors that influence taeeers of Black men in intercollegiate athletic
leadership and administration. SCCT also assistedamining the factors which allow Black

men to develop coping mechanisms to manage andatawihallenges and obstacles in their
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path on the way to reaching their current positigtackett and Byars, 1996). In essence, SCCT
permitted a thorough examination of how the intetisas of particular influences signified
precursors of self-efficacy, outcome expectatiamsl personal goals that may have influenced
career choices and behavior. Social Cognitive Garkeory also integrates factors to explain
how careers are chosen, what individuals expent treeir choices, and how they cope with
barriers to achieve and attain their goals (Siteds, 1997). Coping efficacy is the ability to
possess confidence in one’s ability manage comgueidifficult situations one my encounter in
their career paths (Bandura, 1997). In additiorzZouand McWhiter (2001) reveal evidence that
coping efficacy in people of color can counteraet hegative effect of perceived barriers on
career development and achievement. These obstasiaaclude racial discrimination. Thus, it
is from this conceptual framework that | interragghtareer socialization, career advancement,
and institutional factors that impact the careecsgs of Black men in intercollegiate athletic
leadership and administration. By linking Criti€®ce Theory (CRT) and Social Cognitive
Career Theory (SCCT), | am utilizing the premised tenets of (CRT) complimented by the
ideas from (SCCT) together to focus on race anggmatl agency to expand our understanding of

this phenomenon.
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Chapter Two

Review of Literature
This literature review includes a review of theezdgl theories, tenets, and concepts that
will inform and guide my work. Specifically, | wipprovide a review of Critical Race Theory and
Social Cognitive Career Theory that relate to théanrepresentation of Black men in
Intercollegiate Athletic leadership positions at IPAEs that sponsor NCAA Division | athletic
programs. Each of these theories is vital to thedation of, and supports the rationale for,
studying this phenomenon in the nation’s collega @mversity intercollegiate athletic

departments.

Critical Race Theory

Critical Race Theory: The Lens for Understanding ard Examining the Experiences of
Black Men in Intercollegiate Athletic Administration

Critical Race Theory (CRT) has been successfullizetl to explain various
phenomenona in the law, and most recently in #dd Bf higher education. As a result Critical
Race Theory is an appropriate lens for investiga@xamining and understanding the
experiences of Black men in intercollegiate atbldepartments at the nation’s colleges and
universities.

Premises and Foundational Ideas in Critical Race Téory

Critical Race Theory (CRT) is a theoretical posittbat challenges the mainstream
notions of race, racism and racial power in Amarisaciety. Ladson-Billings (2000) argued that
an epistemology is the nature, status and productfiknowledge, and the way one knows and
understands the world, but it is also a “systerknmiwing” (p. 257) that is linked to worldviews

based on conditions under which people live anchléghe also asserted that learning
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institutions, society and the structure and pradacbf knowledge have been designed to create
individuals who internalize the dominant worldviéve., a Eurocentric perspective), and
knowledge production and acquisition processesqbaBillings, 2000). In essence, racism is
evident in all social institutions and cultural giiaes within our society, including sports and the
media.

Critical Race Theory (CRT) began as a movemeatb¥ist legal scholars whose goal was
to expose and resist the workings of racism insmaiety. It began in the nation’s law schools
with the ground breaking research and scholarshipdoviduals such as Derrick Bell, Richard
Delgado, Kimberley Crenshaw, and Patricia Willianten, as a group, they were disenchanted
with the stalled progress of traditional civil rigHitigation to produce meaningful racial reform
(Taylor, 1998). Several defining principles andetisnof Critical Race Theory are embraced, and
adhered to, by scholars, these include:

1) Racism is endemic in American society: deeply imgrd legally, culturally, and even
psychologically. In short racism is still a partafr society and it's in many social
institutions including college sports. Even thougjittical Race Theory advances a
strategy to foreground and account for race andmam social institutions, it works
toward the elimination of racism as part of a larg@al of opposing or eliminating other
forms of subordination based on gender, classukagpeg and race (Matsuda, 1991).

2) Critical Race Theory is an interdisciplinary appio#o issues of race, borrowing from
several traditions such as feminism, critical legjakdies and others provide a more
complete analysis of people of color. This elenwr@ritical Race Theory encourages
researchers and scholars to question the apprepeiss and potential of their theoretical

frameworks to explain the experiences of peopleotdr (Tate, 1997). This is an
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3)

4)

5)

excellent example of why scholars who study, andtw@study, intercollegiate
leadership and sports management should consitieingt Critical Race Theory when
investigating, examining, and analyzing the expexés of people of color in college
sports organizations.

Critical Race Theory grows out of a history of semining and reinterpreting civil
rights law(s) in light of their inherent limitatisnand suggests that the laws designed to
remedy racial inequality were often undermined ketbey were implemented. Critical
Race Theorists insist on the critique of liberalismguing that liberalism has no
mechanism for sweeping changes that are neededperty address institutional and
systemic racism. Progressive change in Americdrtutisns such as intercollegiate
athletic leadership, and college sports in genealowly taking place (Ladson-Billings,
1998, 2007).

Critical Race Theory poses a challenge to the dantilegal claims of neutrality,
objectivity, color blindness and meritocracy angipothat these claims are camouflages
for the self-interest of the power entities in saciety who preside over powerful and
prestigious institutions (Tate, 1997).

Critical Race Theory suggests that Whites wikktate and/or encourage racial advances
for people of color only when they also promote Wlsielf-interest (Bell, 1980, 2004).
When considering the increasingly large numbeBlatk student-athletes participating
in intercollegiate athletic programs at PWIHEs #mellow number of Black men in
intercollegiate athletic leadership positions &t shme types of institutions, Davis (2007)
suggested that the motive to win games and genenataue is a plausible explanation

for why Whites integrate on the playing field imga numbers, but not within the
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leadership positions of the nation’s college angensity intercollegiate athletic
departments. And lastly,

6) Critical Race Theory challenges history and reguardistorical examination of law and
the acknowledgement of the experiences, storiesparsonal narratives of people of
color in analyzing the law and what is inherenvum society. Critical Race Theory
scholars continue to discuss the importance ofc&band how personal narratives and
stories of people of color can be used to challehgéprevailing narrative” and/or
“discourse” and “add necessary contextual conttutee seeming ‘objectivity’ of
positivists perspectives” (Ladson-Billings, 1998 1f).

Critical Race Theory scholars have asserted thaegamination of race and racism must
begin with an understanding that “Whiteness” hanheositioned as the optimal status criterion
in our society Donnor, 2005; Singer, 2005). Thdhespresent social order where Whites have
created a system of human domination or a constellaf institutions, ideas, and practices,
which have successfully enabled them (Whites) toea® and maintain power and privilege

over other racial groups and people of color (MQrii993).

Applications to Intercollegiate Athletic Leadershipand College Sports
Critical Race Theory allows researchers and gracars to examine seemly large systems
and institutions such as colleges and universitied,sports associations and organizations, to
influence opportunity without systemically and ingionally reducing the role of individuals as
important agents and actors in the access and oypyityrprocess (Tate, 1997). Harrison and
Lawrence (2003) also argue that Critical Race Tyeangs to light the inherent racism in
college sports and colleges and universities. Aalttily, Critical Race Theory scholars contend

that modern racism does not occur indiscriminatelstead modern racism and racial inequality
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are systematic because it privileges and normatiatsral messages, institutional policies, and
practices that function to provide Whites with aértadvantages directly and indirectly. Hylton
(2009) posits that the racial structuring and cadification of modern college sports are multi-
billion dollar enterprises that provide an impottaantext where racism works (sometimes
overtly and covertly) to protect the special angbarticular interests of Whites while
maintaining the racial status quo.

Thus, when applied to intercollegiate athletidEahip and college sports, Critical Race
Theory can uncover and/or ferret out the underlgngal mores and institutional prejudices that
assist in perpetuating those racial stereotypdsatieaa part of the fabric of sports in our society
Critical Race Theory can certainly serve as them&aork for challenging both past and present
institutional arrangements in sports that racidigcriminate, subjugate, marginalize, and
oppress (Nebeke, 1998; Delgado and Stefancic, Ziager, 2005).

Americans have believed in recent times that gell@nd professional sports in this country
are supposed to be a “level playing field” whereerdoes not matter. However, Critical Race
Theory allows us to really see sports in our coufdar what they really are: another racially
charged and contested arena that senior acadesderteand governing boards turn a blind eye
and deaf ear to, thereby ignoring what is realgreh- racism, discrimination, and exclusion. In
terms of race and intercollegiate athletic leadptr<Britical Race Theory offers a different way
of knowing and engaging in a conversation aboutthreent nature and state of intercollegiate
athletic leadership, and college sports in gen&v#hin the past few years, some researchers in
college sports and/or sports management who haetaped toward, and continue to embrace

positivism (Frisby, 2005); Olafson, 1990), haversmkledged that interpretive (Inglis, 1992)
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and critical science scholars are important torauiéegiate athletics and sports management
research.

Nevertheless, Singer (2005) urges researcheesitmusly consider how Critical Race
Theory’s epistemological and methodological baseshe applied to research in intercollegiate
athletics. There are several research issues aiteprs within intercollegiate athletics and
sports organizations that researchers could usie@iRace Theory and qualitative research
methods and techniques to address. Among theskearmderrepresentation of Black men and
the lack of racial, gender, and ethnic diversityoamthe ranks of leadership within
intercollegiate athletics (Fink and Pastore, 1998k, Pastore and Reimer, 2001; Lapchick,

2003); and discrimination based on race, ethniaityl gender (Brooks and Althouse, 2000).

Emerging Community of Critical Race Theorists in Intercollegiate Athletics and College
Sports

Over the past several years, an emerging smalireoriy of sports-researchers has utilized
Critical Race Theory to examine the current stht@asm, diversity, exclusion and
discrimination in intercollegiate athletics, andlege and professional sports. In studying these
salient and provocative issues and problems, relsei& have applied the constructs, tenets, and
elements of Critical Race Theory to make senshettrrent state of affairs in college, and
other, sports organizations. Through observatifotsis groups, interviews, surveys, and case
studies these researchers have pinpointed thatwaod discrimination are having a significant
negative impact on the experiences of Black mesmadus levels in college and professional

sports.
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Several scholars have used race-based epistem®logtonducting their research in
intercollegiate athletics, applying Critical Raceebry as the framework to examine, analyze,
and understand issues and problems.

First, Singer, Harrison, and Bukstein (2010) agplihe tenets of Critical Race Theory to the
five grading components used by the Black CoachAssociation (BCA) Hiring Report Card,
including communication with the BCA, time frameasch committee demographics,
candidates interviewed, and affirmative policiesi$sess the hiring process of NCCA Division |
college football programs from 2004 to 2009. Upondaiuding their analyses, they found that
“race” does indeed matter and that it is an impuartansideration as we attempt to understand
and address the dearth of racial minorities inhth&d coaching ranks of NCAA college football
programs at the FBS and FCS levels.

Second, Agyemang and DeLorme (2010) also sougimderstand the underrepresentation
and paucity of Black head coaches at NCAA footbaWl subdivision level utilizing Critical
Race Theory. They specifically analyzed the Reards on Collegiate Demographics and
Hiring Practices (RCCDHP), they found that altholglad coaching opportunities tend to come
open every year, White coaches are the ones whactureally being hired for these head
coaching roles as more and more Black coachesaaseg over.

Third, Agyemang, Singer, and DeLorme (2010), case study focusing on Black male
athletes at a major university in the United Stadgplied Critical Race Theory to understand the
perspectives on race and athletic activism in threext of American society and sports. These
scholars found that Black male student athletegVed: (1) race is still an important issue in
American society and sports; (2) knowledge aboeitatttivism of Black athletes from the past is

important; (3) differences in the mindset and adi& toward activism between current and past
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Black athletes exist; and (4) Black athletes haxesaonsibility to speak openly on social issues
and causes today.

Fourth, Singer (2008) conducted a focus groupimatedviews with four African American
male athletes regarding their educational expeegm@s participants in a “big-time” college
football program at a PWIHE. Singer found that: dthough these African American males felt
that they derived certain tangible benefits frormbgearticipants in this football program, the
term “student-athlete” was an inaccurate descrpbdiowho they were, especially given the
expectations and tremendous time demands theicipation in football-related activities placed
on them as students; (2) their football-relateghoesibilities counteracted their ability to take
full advantage of the “free education” that theyreveupposedly receiving as college sport
participants on athletic scholarships; (3) thereengtructural constraints in place that limited and
inhibited their ability to fully reap the benefifsat associated with being members of the student
body.

Fifth, Singer (2005) in a case study which incllidesingle focus group and in-depth
interviews with four African-American male footballayers in a high-profile college sports
program at a PWIHESs in the Midwestern United Statasidated the experiences of these
students. He observed that these students feltabsim manifested itself in terms of African
Americans: (1) being denied access to leadershdprajor decision making opportunities in
college and professional sports; (2) being tredtidrently than their White counterparts; and
(3) having to impress the White male power broketk their athletic prowess on the fields of
play before they are even considered for oppoigsito be in high-level management positions

of leadership and authority in professional anddasollege organizations.
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It is only recently that this small community @helars has been utilizing Critical Race
Theory as an analytic and explanatory mechanismrimriding insights into the current state of
affairs in intercollegiate athletic leadership aatlege sports regarding issues and problems
such as the under-representation of Black ment@naallegiate athletics in highly visible
positions, such as intercollegiate athletic direceind major sports-head coaches. As
demonstrated by the five studies outlined aboveic@&rRace Theory is an appropriate lens and
its major constructs, tenets, and elements arecaabe for the consistent and continuous
examination of the issues of race, racial discration, racial privilege, and racial diversity (or
the lack thereof) in intercollegiate athletics aatlege sports.

The community of scholars cited above has proyitl@dugh their research, a significant
foundational starting point for those of us who énawdesire to conduct research that addresses
issues and/or problems in intercollegiate athlediod college sports. | realize these scholars’
research only begins to uncover the veil of whatthaditionally and historically been taking
place in college athletics over the last 40 yeassan emerging researcher, | fully embrace the
small body of work that has already been completgdrding racism and the lack of diversity in
college athletic leadership and administration. fids2arch that | am seeking to conduct will
build upon, and extend, the important work thatdlesady been done regarding racial
minorities (in particular, Black men) within interdtegiate athletics.

Furthermore, in my research, | intend to examme @nalyze the underrepresentation of
Black men in “senior leadership” (professional)ifoss in intercollegiate athletic
administration at PWIHES that sponsor NCAA Divisidevel athletic programs. | will do this
through an analysis of how Black men advance taitsdeadership” positions in a setting and

profession dominated by White men. | am seekingnierstand and determine what personal,
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professional, social, and institutional factorduefce the careers of Black men, and what
strategies they have utilized to limit the actuad/ar perceived barriers that impact their career
development and advancement.

As Ladson-Billings (2002) stated, all of the rasbar’s “selves” are invested in this work
and in this case that “self” is me: a Black man ordcher intercollegiate athletic administrator. |
am aware that my experiences as an athletic admatus could be an advantage (or
disadvantage). However, | came to this study withdxpertise, experience, and credibility that
will be needed to establish trust, rapport andatiosship with research participants.

Consequently, for me as a researcher in this stDdiical Race Theory is an appropriate
epistemological and theoretical foundation for gtad the underrepresentation and career
ascension of Black men in intercollegiate athleiesause it provides a context and/or clear
guide (Arimino and Hultgren, 2002) for the resegpobcess. Throughout history, PWIHES have
institutionally and systemically discriminated agstiBlack men. My use of Critical Race
Theory recognizes this context, and confrontsghigly’s inquiry in a manner guided by the

structure and guidance posited by the theory.

Social Cognitive Career Theory
Application of Social Cognitive Career Theory to Irtercollegiate Athletics
Social Cognitive Career Theory (SCCT) was deriiveth research conducted by Lent,
Brown, and Hackett (1994, 1996). SCCT is grounaeBlandura’s (1997) general social
cognitive theory, which emphasizes the importarfqggeosonal agency in the career decision
making process and attempts to explain the mannghich both internal and external factors
serve to enhance or constrain that agency (Ban@i@88, 1997). On point with Bandura’s

(1997) theory, SCCT recognizes and acknowledgesititaal interacting influences between
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people, their behavior, and their environment. Bead1997) identified this interaction as

“triadic reciprocality”, in which personal attriteg such as internal cognitive and affective states,
physical attributes, external factors, and ovehavéors or actions, all operate as interlocking
mechanisms that affect one another bi-directioradlya causative agent in the process (Albert
and Luzzo, 1999).

Further, SCCT explains the development of caredramademic interests, the career choice
process, and performance outcomes (Chartrand, 1886@jtionally, according to Lent, Brown
and Hackett, (1996) career interests directly grilce career choice goals and career aspirations
that increase the likelihood of certain career cégior choice actions to be attained.
Accompanying the triadic causal system (which eterthe mutual influence between three sets
of factors-the personal, environmental and behqvBCCT operates in a framework that places
the importance on three social cognitive mechanishish appear to be especially relevant to
career decision making and career developmenteffegdbicy, outcomes expectations and goal
setting (Chartrand, 1996).

Moreover, self-efficacy is defined as “people’dgment about their capabilities to organize
and execute courses of action required to att@mésired types of performances” (Bandura,
1986, p. 391). Self-efficacy, which appears toHeerhost important element of personal agency,
derives from four major sources: (1) actual persaneomplishments; (2) internal states; (3)
observational or vicarious learning; and (4) resgsnfrom the social environment that can
impact views of personal accomplishments and/@rial states (Lent and Brown, 1996).

Another important component of SCCT is outcomeeeigition. Outcome expectations are,

as one would expect, an individual’s belief in hilnwngs will turn out (Lent, Brown and Hackett,
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1994; Lent and Brown, 1996). These outcome expgeoware based on past experiences and/or
accomplishments (either successful and positivensuccessful and negative).

Lent, Brown and Heckett, (1994, 1996) assertahaird important component of Social
Cognitive Career Theory is establishing goals &edoles that they play in the self-regulation
of an individual's behavior. Goals may be definedlee determination to engage in a particular
behavior or activity, or to predict a particulatute outcome (Albert and Luzzo, 1999). By
setting goals, individuals help to plan, organad] guide their own behavior. The goals are
interrelated and influenced by self-efficacy antcome expectations. This process of
developing interest; a skill set; and expertisa particular assignment, endeavor, or task (and
experiencing positive outcomes) will result in theerall development of goals to enhance
and/or continue an individual’s participation (Bana, 1997). According to Lent and Brown
(1996) if the opportunities in which an individuslexposed are narrow or if individuals feel
they have little probability for success in thatleavor, the result is an inaccurate occupational
self-efficacy or outcome expectation. Bandura (398fbrms us that goals appear to be an
important aspect through which individuals are dblexercise their personal agency. SCCT
informs us that there is a complex interplay amang between self-efficacy, outcome
expectations, and goal setting; and all of thepe@s work together to help individuals exercise
personal agency and become self-directed espewdhytheir career decision-making and

career development (Lent, Brown and Hackett, 12996).

The Role of Perceived Barriers in Career Success
We must understand that the interplay betweerhife® major components of SCCT (self-
efficacy, outcome expectations, and goal settimghat occur inside a vacuum, nor do they

function alone in shaping interests and various@aoutcomes. The exploration of issues such
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as race, ethnicity, gender, external and intemetbfs, and barriers on career choice have also
been an essential and integral component of SC@mnd@ra, 1997). The external and internal
factors are explained through SCCT as being “olyje@nd perceived influences” (Lent, Brown
and Hackett, 2000). The objective factors suchxassure to the quality of educational
experiences and financial support available toymitsaining options can potentially impact an
individual’'s career development and advancemest.law an individual decides to appraise
and respond to the social, personal, and envirotahfactors (either positively or negatively)
can impact the meaning and sense making and/otraotisn of the environment and/or the
person ( Barrett, 2000).

Additionally, SCCT may be particularly relevanttbe perception of career-related barriers
in its explanation of the importance of coping&dfiy. Coping efficacy refers to the degree to
which individuals possess the confidence in thieilitg to cope with more complex and difficult
situations (Bandura, 1997; Albert and Luzzo, 198@rording to Bandura (1997), perceived
barriers and/or obstacles that might otherwise gmegertain successes or accomplishments
related to specific tasks may not be detrimentéhtdse who exhibit high levels of coping. In
essence, individuals who possess relatively higblseof coping efficacy are more likely than
those with low coping efficacy to engage in effad®vercome perceived and/or actual barriers
associated with a particular goal or objective cl¢dt and Byars (1996) explained, “Strong
efficacy for coping with obstacles and barriers mesult in successful performance despite
expectations of barriers and impediments such@asmaand discrimination” (p. 329).

SCCT (similarly to traditional models of careeedny presented by Super and Holland,
such as personal agency) is connected to an indiVginterests, attitudes, core values, and

career choices (Chen, 2006; Lent et al., 2002; #apas and Hargrove, 2001). Under optimal
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conditions, the theory holds that people will setereers that are consistent with their interests
(Barrett, 2000; Stitt-Ghodes, 1997). Neverthel&ssial Cognitive Career Theory is dissimilar
from those theories (Super and Holland) by progdircultural context for understanding career
development (Lent et al., 1996; Perrone, Sedlandkfdexander, 2001; Pope-Davis and
Hargrove, 2001). Particularly, Lent et al. (199€¢agnized and acknowledged that optimal
conditions do not always exist. They posited, “eroit need, educational limits, lack of family
support, or various other considerations may inhit@ pursuit of an individual’s primary

interest or preferred career goals” (p.392).

There are researchers (Barrett, 2000; Pope-Dadisiargrove, 2001) who contend that
more studies are needed relative to SCCT and jiscaion to African Americans and the
cultural specifics of this population. They arghattas a theory, SCCT does not address how the
unique history of slavery, Jim Crowism, and peegistacism and discrimination has impacted
the self-efficacy, outcome expectations, and peatisgnals of African-Americans. Also,
according to Barrett (2000) SCCT does not artieutedw an individual’s motivation and sense
of personal agency are maintained when outcomesistently fall below expectations
regardless of self-efficacy and behavior, whicthesexperience encountered by many African-
Americans. The concerns of these researchers yrealied.

Nevertheless, Lent et al., (2002) have succegsipiblied SCCT to understand how the
social cognitive process relates to African Amarieaomen’s career development. Since the
experiences of African-American men regarding racad racial discrimination may be similar
to Black women, excluding sexism, | am comfortalith the proposition that SCCT can be
appropriately and successfully applied to the galegelopment and ascension of Black men in

intercollegiate athletics leadership in Americathéugh there are no published studies where
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SCCT has been applied to the career developmerdasaomhsion of African-American men, |
believe that SCCT is an appropriate theoreticah&aork to examine and understand the
following: (1) career pathways; (2) barriers angtables; and (3) experiences of Black men in
intercollegiate athletics and sports managemena #Aesult, | will use SCCT as an additional
framework for exploring the personal, social, ingtonal, and environmental factors that affect
Black mens’ career development and ascension, &atl strategies they have utilized to limit

actual and/or perceived barriers that impact tbaieer development and advancement.

Summary and Implications of the Literature

First, through the application of Critical Raceebhy, research on racism, discrimination,
and the lack of racial and ethnic diversity in iot#legiate athletics leadership has elucidated
that racism in intercollegiate athletics operateslarly to that in our greater society. It is
systemically and institutionally inherent in thendoof college sports and in the profession of
intercollegiate athletics leadership. The Blackeriala primary stakeholder group in sports
(particularly in the context of intercollegiate kttics) career aspirations and outcomes of
marginalized groups (particularly athletes and eiisl of color). Researchers also now know
that Critical Race Theory can be used as a suagessthanism or tool to call for and produce
positive changes in intercollegiate athletics. Bpeh as a result of this kind of research, scholars
and higher education leaders can develop and ingsiestrategies to dismantle the current
exclusionary systems and practices in intercoltegaghletics. In essence, Critical Race Theory
is a framework from which to explore and examin macism in our society privileges
“Whiteness” as it disadvantages others becaudeeof‘Blackness” (Hylton, 2009).

Second, researchers have successfully appligd|&mgnitive Career Theory to

understand the social cognitive process as ilase® to persons of color-especially African-
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American women. Thus, SCCT can appropriately awndessfully be applied to the career
development and ascension of Black men in intezgalte athletics leadership. Overall, SCCT
offers researchers a framework to examine and statet the career pathways, barriers,
obstacles and experiences of Black men in intexg@te athletics; a profession dominated by
White men. In applying the lens of Critical Race2®ty and Social Cognitive Career Theory, we
can better examine and understand this phenomémonnderrepresentation of Black men in
“senior leadership” positions at Predominantly WHitstitutions of Higher Education at the

NCAA Division | level.
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Chapter Three
Research Strategy and Design

Purpose of the Study
The purpose of this study was to examine the uagersentation of Black men in
intercollegiate athletic leadership positions ad&minantly White Institutions of Higher
Education (PWIHE) that sponsor NCAA Division | atit programs. This was done through an
analysis of how Black men advance to leadershiftipos in a setting and profession dominated
by White men. This study sought to understand aterchine what personal, social, and
institutional factors influence the careers of Blaten and what strategies they have utilized to

limit actual and/or perceived barriers that imphetr career development and advancement.

Questions to be Answered
The questions that will undergird this study anenfdational and interrelated questions that will
assist in defining the scope of an overall multipkethod qualitative research study. These
guestions are as follows:

1. What are the career paths of Black men in iotegiate athletic leadership or
administration?

2. What factors influenced Black men to choosearar the field of intercollegiate athletic
leadership or administration?

3. How and what factors have influenced and/or éiied the decision making by university
presidents when it comes to the hiring of Black rfeenntercollegiate athletic leadership
positions at NCAA Division | level institutions?

4. Why have certain university presidents hiredcBlmen as intercollegiate athletic directors
at the NCAA Division | institutions when so manyets have not hired Black men?
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a. How have university presidents perceived the highglack men as
intercollegiate athletic directors at the NCAA BGilan | level?

b. What influenced their decision to hire Black menetad their institution’s athletic
programs, and to what effect?

5. What factors have influenced Black men’s cadsselopment and/or advancement in the
field of intercollegiate athletic leadership at tHEAA Division | level, and what
obstacles and challenges have Black men in thesgges encountered along their
career paths? How have they successfully managkdangated the obstacles in the
path on the way to reaching their current positiainthe NCAA Division | level?

6. What factors, conditions and/or processes haveated the career advancement of Black

men in intercollegiate athletic leadership at tH@® Division | level?

Design of the Study
Given the overall research questions undergirdingqualitative study, | employed two
different qualitative research strategies: (1) Aibgualitative study and (2) A case study (partial
case study). Employing these two qualitative redeatrategies yielded two chapters of findings.
This multiple methodological approach to the statlgwed me to deepen the knowledge base
and uncover descriptions of the lived experiend¢ekeparticipants that are rich and thick.
Below, | will explain each qualitative researchastgy, the basic qualitative study strategy and

the (partial) case study strategy.

Section | - Basic Qualitative Research Study
Basic qualitative research served the methodadbgieproach for conducting part one of

this study. First, Merriam (2009) explained that basic interpretive qualitative research is
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interested in “understanding the meaning a phenoméas for those involved” (p.37). All
forms of qualitative research have the basic presnid understanding the meaning individuals
have about their words. Qualitative data was ctdeor this study that offered thick, rich
descriptions about the phenomenon being studiecoing to Merriam, for a basic interpretive
qualitative study, “... the researcher is interestednderstanding how participants make
meaning of a situation or phenomenon, this meaisingediated through the researcher as
instrument, strategy is inductive, and the outcasraescriptive” (p. 6).

A “basic interpretive” qualitative design and afal) case study were best suited for this
particular study because this design enabled roertduct an in-depth exploration of a
phenomenon that has received little scholarly &tiar(i.e., understanding the career
socialization, development, and advancement oflBfaen in intercollegiate athletic
administration at Predominantly White InstitutiafdHigher Education (PWIHES) at the NCAA
Division | level.
A basic qualitative study for this part of my resgawas more beneficial in exposing and teasing
out the complexities of Black men’s career socalan and advancement in relation to how race
and other factors have been perceived to influéimeie career paths. As the researcher, | was the
primary data collection instrument. In essenced the flexibility of collecting information
about the research context and study participant®immunicating with them face-to-face and
over the telephone. These interviews resultedvidyhonest, and colorful illustrations of their
current and past lived-experiences in intercollegédhletic administration and leadership.

Sample: Settings and Participants
In selecting the participants for this study, nmalwas to specifically identify participants

within the populations who could contribute the masight about careers in intercollegiate
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athletic administration. In order to gain resultattare steeped in rich thick description,
purposeful sampling was used to identify and sdlexparticipants for this study (Merriam,
2002). Purposeful sampling is based on selectimgfimation-rich” subjects for in-depth study.
Merriam (1998, 2009) posits that purposeful sangplurthers the “assumption that the
investigator wants to discover, understand and igaight and therefore must select a sample
from which the most can be learned” (p. 61). Pa(&f02) further concludes purposeful
sampling and the use of “information-rich casesdyiesights and in-depth understanding rather
than empirical generalizations” (p. 230).

A purposeful sampling technigue was used to ifiesglect six (6) Black men with at least
15 years of experience, who were between the dgé® years of age and 63 years of age, and
who were currently working in the field of intertegiate athletics at NCAA Division | level
athletic programs at Predominantly White Institnf@f Higher Education. These participants
worked at institutions from across various regiohthe country (e.g., Pacific Northwest,
Southwest, South, Northeast, East, and Midwest.pBnicipants were in the following types of
leadership and administrative positions: threengl the most “senior” leadership positions of
Athletic Director, and three (3) held the positmirSenior Associate Director. | selected these
Black male intercollegiate athletic leaders becahsg were all working at PWIHES that
sponsored premiere NCAA Division | level athletrograms with rich histories and traditions.
All of the participants were also employed by unsittes that fielded major revenue-producing
sports such as football and men’s basketball agsktimstitutions also had long histories of
having rosters in each of these sports that wargaosed of mostly African-American student
athletes. In addition, all of the participants heldsters and/or other professional degrees.

Moreover, they each provided me with the opporjutatconduct face-to-face in person and
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telephone interviews. At the time of the studyx*garticipants was a manageable number for a
gualitative study of this nature, but it shouldnmted that these six also constituted a fairly
sizeable proportion of the entire population ofdlanale athletic administrators at the Division
| level.

| specifically conducted interviews in the follavg settings: (1) on site within each of the
Division | level NCAA Intercollegiate Athletic Depanents, and (2) at the NCAA Annual
Convention. | conducted my interviews at the plaaed events listed because these settings
provided me with the best opportunities to intenyiand spend “real time” with, my study’s
participants. Furthermore, these settings wererenmients in which the participants were most
at ease and comfortable to have in-depth conversati

The sample participants | arranged for this stoifigred a range of insights into their career
socialization, career development, career advancgmoareer success, challenges, and barriers
impacting their own trajectories (but, by extensialso those of other Black men in
intercollegiate athletic leadership).

Black (African-American) men see the world diffietly in terms of race and race relations.
This is based on history and experience with vargncial, political, and educational institutions
in this country, and also a result of encounteloth “institutional” and “individual” racism in
America. Intercollegiate athletic leadership anthamstration is a field and profession that is
currently, and has historically been, dominated\thyite men. Thus, | interviewed Black men
working in the field and profession to determinavitbey have actually been treated and
responded to such treatment in the profession.

| sent all requests for participation in the stuéye-mail (see Appendix A), and all of the

participants responded via e-mail either persor@ityhrough their administrative assistants. All
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responses and dates and times for our interviews @anfirmed via telephone. In confirming
their participation in this important study, | arened all of their questions. In our conversations,
all of the participants stated that they understihedneed for such a study and they voiced that it
was long overdue in college sports.

After agreeing to participate, | sent the follogyimaterials to all of the participants:
interview consent forms, (See Appendix B), anditiberview guide-questions (See Appendix

C).

Data Collection Strategy and Procedures

The primary method for collecting data for thistpe study was semi-structured
interviewing. | utilized semi-structured interviawg because | realized from viewing the work of
critical ethnographers that the interviewee isauistructed as a mere subject, but rather a
person with significant personal agency, historpezience, expertise, and insight (Madison,
2005, Griffin, 2008). Thus, the semi-structurectimmtews allowed some rapport to be gained
between the interviewer and interviewee (Hammeratey Atkinson, 1995). In essence,
according to Burgress (1992), “the researcher diastiablish a framework within which the
interview can be conducted.... it is flexible, busialso controlled” (p. 107). The interviews
were conducted with a list of questions, with endsetifollow-up, and-with prompting
guestions. The interviews flowed like regular casations, as we discussed the field and
profession of intercollegiate athletic leadersmp administration, with special emphasis placed
upon the participants’ descriptions of their enirp the field and profession, and of their career
ascension as Black men. The questions were deswgtlethe goal of putting all of the
participants at ease regarding their entry intopttedession and their ascension up the career

ladder in intercollegiate athletics. The interviemere representative of the hierarchy of the
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administrative structure of a typical NCAA Divisiditevel intercollegiate athletic department

and what | brought to the interviews in terms of oayn personal agency, history, experience,
and insights from my years in the profession alldwee to appreciate the substance and value of
human details without clinging to the positivistigtions of objectivity, validity, and reliability
(Madison, 2005, Griffin, 2008).

From the interviews with these participants, rhem about their career paths, experiences
with institutional racism, impact of their mentotiseir professional networks and networking
strategies, their educational backgrounds, andbitters that positively or negatively impacted
and/or influenced their careers. | recorded athefinterviews using two digital recording
devices. | had all of the digital recordings prefesally transcribed to ensure accuracy, which
ultimately produced excellent transcripts. Eackmiew was transcribed as quickly as possible
to identify any needed improvements and additigp@stions to be explored and/or clarified.
This allowed me to quickly capture and comprehenerviewees’ current work setting climate
issues and/or any other environmental factors @sgures that impact, or may have impacted,
these participants in a previous and/or currentgssional setting, thereby guiding my follow-up

conversations with each of them.

Data Analysis
Given the large volume of data that | collected Hre iterative nature of data analysis, |
developed a plan for managing data for easierenattiand analysis. For example, | followed
Marshall and Rossman’s (2006) analytic procedwesdnducting analysis: (1) organizing the
data, (2) immersion in and wallowing in the dag),denerating themes, (4) coding the data, (5)
offering interpretations through analytic memog,g@arching for alternative understandings,

and (7) writing the report or other format for presng the story” (p. 165). For this study, the
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transcribed digital recordings of the interviews&vased for data analysis using the constant
comparative method. According to Goetz and LeCor(f81), this method “combines
inductive category coding with a simultaneous congpa of all social incidents observed” (p.
58). As social phenomenon the data were recodedlassified; and they (the data) were also
compared across categories that began with thgsasalf the interviews. In addition, “As
events are constantly compared with previous eyasts topological dimensions, as well as
relationships, may be discovered” (p. 58). Theip@dnts’ interview responses were organized
according to the questions and responses. Thiesemg and the data organization allowed me
to note and document themes that emerged fronntbesziewees’ responses. For example, if all
of the participants repeatedly mention the impartaof “networking” and “mentoring” to their
career ascension in intercollegiate athletics¢bidd emerge as a theme. This process was
employed throughout the data analysis processné&kestep consisted of coding by segmenting
the themes into larger clusters and primary coldaswere assigned these themes. Miles and
Huberman (1994) argue that “coding is analysisetdew a set of transcripts--transcribed and/or
synthesized, and to dissect them meaningfully, evkéleping the relations between the parts
intact--is the stuff of analysis” (p. 56). My iraticoding revealed themes such as mentoring,
networking, institutional commitment to diversitydainclusion, and institutional racism and
exclusion. These themes represented what parttsigammunicated about their experiences,
stories, and felt senses as intercollegiate athéetministrators.
Limitations and Issues of Data Quality
Ensuring Trustworthiness and Credibility
| evaluated and critiqued this qualitative reskdrased on the paradigm from which

qualitative methods have been derived. Qualitatosgcepts of validity and reliability, or
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trustworthiness and credibility, are strategieddescribe the specific criteria that are used to
evaluate qualitative research studies (Glaser &radi$s, 1967; LeCompte and Goetz, 1992;
Lincoln and Guba, 1985). | ensured that this waredible study by confirming that the findings
that were generated were understood and basec atath to be derived from the study.
Trustworthiness is the extent to which researctlifigs are believable.

To ensure credibility and trustworthiness | usedtsgies such as thick description
(reflected complexities in the data), member chégkeg back to the informants to see if the
analysis made sense to them and reflected thearexjes), and keeping a journal that
enhanced my reflection and processing. Also, | @skestions in this study in a manner that
allowed and insured that all participants had #raes opportunity to respond equally to the
guestions. In my analysis | used verbatim transgrighich provided “rich and thick”
descriptions of participants’ career experiencefanfield of intercollegiate athletics leadership.

Moreover, | analyzed field notes, observationsspand media releases for triangulation. |
took steps to clarify and validate my interpretatad the collected and gathered data such as: (1)
acknowledging and disclosing my subjectivities uaggstions, biases, experiences, expertise, and
core values; (2) reviewing field notes, conductiagual interviews, and listening to digital
recordings for tone, cadence, voice reflections@aged with personal thoughts and feelings
which came about as a result of the interview @sc€) engaging in member checks or
checking with participants to verify the accuracglaneaning of statements or answers to
guestions; and (4) reviewing the coding processimitidl or preliminary themes for accuracy in
the coding and analysis processes.

Furthermore, | maintained an audit plan for theadallection and analysis. | had colleagues

review my field notes, research journal, and amalyading scheme. With such processes, | was
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aided in the decision-making that assisted in ecingrthe study’s credibility (Merriam, 1998).
My methodical organization of the data collectiose an analytic journal, and other notes
enhanced the credibility of this section of theegesh study.
Ethical Issues and Limitations

| engaged in and conducted this qualitative re$esr a very respectful and ethical manner.
My only role in this study was that of an objectresearcher and scholar and | did not mistreat
and/or exploit anyone being interviewed for, ansbagted with, this research. | embraced and
adhered to all traditions and positive expectationgonducting excellent and responsible
qualitative research. | fully understood that mdrtiemonstrating the trustworthiness of my data
was to recognize the limitations of my study akadw that as a researcher and scholar | have a
responsibility within the context of my study tolfneeaders of my completed study to
understand the nature of the data that were cetlemd analyzed. | discussed what was
different, unique, and particular about my studsite, sample and/or respondent-participant
selection and why that might be of interest to mtlveho will read my study. Also, | was aware
that the size of the pool of respondents or (tim&did number of respondents) in this section
and/or part of the study may be seen as a limitaiad some of my own biases that | may bring

to this study can be seen as limitations also.

Section II- A Qualitative Case Study Approach
Research Design
As indicated earlier, the other qualitative reshastrategy that | am employing for this part
of my study is a case study (partial case studgjageh, which included two institutions: (1) A

Midwestern State University Intercollegiate AthteBrogram and its University President and
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Intercollegiate Director; and (2) an Atlantic Colstiversity, Intercollegiate Athletic Program
and its University President and Intercollegiatblétic Director. The (partial) case study
approach was aimed at better understanding thdfispaecision making of two different
University Presidents to hire Black men to lead anersee their major and successful
intercollegiate athletic programs. In conducting tiesearch | specifically utilized a (partial)
case study in order to explore the decision makirtgvo major university presidents to hire
Black men as Intercollegiate Athletic Directordtair respective institutions, why those
decisions were made, and how those decisions wérally implemented and received at these
two major universities. By focusing on these twaovarsities and their respective presidents, |
had a better understanding of the two universigsjolents’ behaviors and decision-making
processes as leaders; the institutions’ visionssimms, climates, cultures, core values; and what
messages were sent to the world of intercollegittketics with their respective hiring decisions
and their subsequent announcements.

The (partial) case study method provided me wWighdpportunity to gain a “rich”, “thick”
[an embedded] description of the phenomenon urtddy sn a manner that brings a clear and
concise understanding to the reader (Yin, 1994 islier, 2009). Also, a “case” is generally a
bounded entity (a person, organization, behavvatlition, event, or other social phenomenon)
(Yin, 1994). The case serves as the main “unihafysis” in a case study. The essence of a case
study, the central tendency among all types of sasdy, is that it tries to illuminate a decision
or set of decisions why were they made or takew, were they implemented, and their result
(Schramm, 1971).

A (partial) case study approach gave me the oppibytto examine a complex unit of

analysis (i.e., two major universities with veryga NCAA Division | athletic programs) that
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have multiple variables that are very importantimlerstanding the two major university
presidents’ decisions; how and why they were mhde/; those decisions were implemented,;
and the actual impact of those decisions (Merr2®09; Schramm, 1971). According to experts
in case study methodology, case designs do natthiéebasis for “generalizing findings to
larger groups of participants or cases”; by inahgdmore varied cases, the findings are likely to
be viewed as applicable to a variety of contexis, farther allow the phenomenon to be
explored more deeply by testing its conceptual dades under different conditions (Yin, 1994;
Merriam, 2009). Moreover, Yin (2003) notes that witempared with the single case study
design, the multiple case study design is moshikeonger and will often produce more
compelling evidence and more robust implications.

A qualitative, (partial) case study approach ie gart of my study enabled me to capture
informants’ interpretations of reality and thewrdd experiences. The best way to get this
information and data was to visit these two unies, to observe, and interview the presidents
and athletic directors. | recorded the intervietwsk field notes, and sought to begin
understanding the two cases’ institutional cultupessidents’ decision making, and the
presidents’ attitudes and behaviors. Qualitatigeaech according to Strauss and Corbin (1998)
is “any type of research that produces findingg'‘aived at by statistical procedures or other
means of quantification” (p. 10-11). It can referésearch about lived experiences, behaviors,
decisions, emotions, or feelings, as well orgaronad leadership, functioning, cultural
phenomena, and social movements. In addition, MilesHuberman (1994) state that the power
of words can prove to be more convincing to theleeahan quantifiable and/or summarized
numerical data, and what a person says in hisroowe words is more believable than the

numerical data which may be too difficult to contprad.
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This particular tradition of qualitative resealcke., case study research) is the most
appropriate strategy for this second part of mggtecause of the nature of the research
problem. According to Patton (1990) a few of theiladites of qualitative research include being
holistic; offering broad perspective; encouraginductive analysis, personal contact, insight
development; and providing unique case orientadiwhdesign flexibility. These are
characteristics that are right on point with therm goal of this second part of my study; and
facilitate and allow for direct contact with infoamts/participants required to uncover answers
the research questions.

Gaining Access

Gaining access to conduct research with elitegpsrsan be time consuming and difficult.
Elite persons (e.g., university presidents, atbldtiectors, and associate athletic directors) are
segments of society that are typically not easilseasible and/or available through normal
channels. Engaging and conducting research withkmelwn and/or famous persons may
require the researcher to confront and overcomeymaexpected challenges and roadblocks to
gather much desired and needed information (Agygm20ill). For example, gate keepers and
handlers for these persons and their organizatialue the time of their employers. As such,
requires great and consistent persistence in dodéne researcher to begin their investigation or
study (Altinay and Wong, 2007; Okumus, Altinay, dwaper, 2007; Agyemang, 2011 & 2012).

Patten (2002) articulated that for researcheesasted in conducting research with elite
populations, there will certainly be consideralmest and effort spent gaining the desired access.
Moreover, Lee (1993) stated researchers have tbup’ with constant and dedicated hard
work, loneliness, powerlessness, confusion, antk guassibly some suffering at the at the hands

of those being studied” (p.120).
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In addition, Singer (2005) asserted this as dtezl to research done with student-athletes in
big-time college sports programs. Considering f#g$, one can empathize with the potential
difficulties when referring to university presidsrand/or big time intercollegiate athletic leaders.
This is certainly the case with university presideamd major intercollegiate athletic leaders
responsible for sports programs and organizatialisough their administrative staff, chiefs of
staff, and public relations personnel helped astste] in gaining access, the two presidents
initially identified later decided that given thatare of my research they would not participate in
my study. For example, when the president at AtaDbast University learned of the nature of
my research study, he refused to grant an intervidso, the president at Midwest University
who previously agreed to grant me an opportunignged his mind after he resigned from the
university. However, both of these presidents dahgfull access to all university documents,
and strategic and diversity plans. In spite of saliffeculties, | was granted interviews with both
of the intercollegiate athletic directors and | vaiswed visit the two universities and attend
athletic department meetings. However, if not &rdcity, persistence, diligence and repeated
attempts to contact the staffs of these elite pex;isbmay not have been granted interviews with
anybody (Agyemang, 2011).

Sample: Settings and Participants

| conducted the (partial) case study part of digsertation at two major NCAA Division |
level institutions for the following reasons: (Hoh has historically and traditionally
longstanding successful intercollegiate athletmgpams, (2) both presidents have hired Black
men to lead and oversee their intercollegiate athbeograms, (3) each university has a

demonstrated commitment to diversity and inclugjwind (4) each president is an attorney and
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ascended to the president’s position after firsting as a dean of a law school. At these two
Universities, | interviewed both of the intercolietg athletic directors.
Research Sites

The Midwestern State University, President

Dr. James Smith is president of The MidwesterneSthniversity, a world-class public
research institution and one of the nation’s masirdyuished land-grant universities. As chief
executive officer, he oversees Midwestern State&’sampuses, 65,000 students, and 48,000
faculty and staff. Smith is among the most highdpexienced and respected leaders in higher
education, having been named in 2009 by Time magazs one of the top 10 university
presidents in the United States. Prior to his serat Midwestern State, he led Southeastern
University (2001-2007), vy University (1998-2000he Midwestern State University (1990-
1997), the University of High Mountain (1985-1998hd Westside University (1981-1985).
The Midwestern State University Intercollegiatelétilc Director

Calder Michaels is in his seventh year as direat@thletics at Midwestern State
University. He is widely recognized among the lead# his profession and he has been named
“one of the most powerful people in collegiate sgdvlichaels was named the university’'s
director on March 5, 2005. On March 17, 2008, Riesi Smith promoted Michaels to assistant
vice president/director of athletics, and he hdmseguently been named associate vice
president/director of athletics. Michaels is thgh¢h person to hold the athletic director’s
position at Midwestern State, and the second Afri&merican to do so. At Midwestern State
Michaels oversees the nation’s most comprehensigteae of its most successful intercollegiate
athletic programs. The department sponsors 36 fuliged varsity sports with more than 1,000

student-athletes regularly competing for Big Temfecence and NCAA championships. Under
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Michaels’ leadership, the Midwestern State athéetiepartment has thrived, winning many
conference and national athletic championshipsaavatds.
Atlantic Coast University President

August Anderson is the president of Atlantic Cdasiversity. As the 3% president,
Anderson leads the state’s flagship institutiorhv@?,000 students, 12 colleges and schools,
9,000 faculty and staff, an annual $ 1.7 billioregiing budget (including $500 million in
external research funding) and a $1 billion ddilerdraising campaign. In support of academic
excellence, his priorities are innovation and ee&aeurship, diversity, and globalization, the
land-grant mission of public service, and the depelent of a mixed-use neighborhood center in
the city.

Previously, he served as the executive vice peesidnd provost at The University of Up
West. He also served as the dean of arts and ssietdrivate University, director of executive
policy and chief policy advisor to Governor Jackdohnson of State-West (now the U.S.
Ambassador to China), vice chancellor for acadaffars and dean of faculties at the
University of Mountain, and dean of the UniversfyNortheast Law School.

The Atlantic Coast University, Intercollegiate Adtit Director

Gary Jones was hired in September of 2010 as ihetiatdirector at Atlantic after serving in the
same position at the Academy. Despite two yeatsstha unprecedented change in Atlantic’s
Athletics, Jones has led the Giants on a pathhsbegun with unparalleled success. In his first
year on the job as director of athletics at theitic Coast University, Jones completed two
outstanding head-coaching hires in football and’seasketball that gave the Giants a head
start at success in those two high profile spémt&aunching the Giants on their path to success,

Jones has instituted an inclusive management stgtecombines a passion for providing a
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guality experience for Atlantic’s student-athletath a thoughtful business acumen that has him
managing the Giants’ $59 million dollar budget amare than 180 employees. His leadership
skills are also prominent nationally, as he wastelk president of the National Association of
Collegiate Directors of Athletics (NACDA) in Jun@22. He previously served as the vice

president of the organization.

Data Collection Strategy and Procedures

To provide a rich and thick data description of-paytial-case study (Patton, 2002), |
collected data based on my experience in intergialle athletics and from the following
sources: interviews, administrative and media-sde&lated documents, video recordings of
press conferences announcing hiring decisionsranadiucing new intercollegiate athletic
director hires to the public, participant and dirglsservations to successfully complete this
gualitative case study research. According to 200@) sources of evidence for case studies
include documents, archival records, interviewstigipant and direct observations, and physical
artifacts. | used all of these sources of evideéoamllect data for this (partial) case study. In
order to avoid potential restrictions due to thaeikability of limited sources, Yin (2003)
recommends that numerous forms of information libegad from university documents such as
press and media releases, publications, mediagjuidechures, letters, and websites.

Interviews

| used open-ended semi-structured questions witerviewing the two university athletic
directors to gain an understanding of and specsadjhts into the decisions of the university
presidents regarding the unique hiring of Black rieelead and oversee their large and
successful intercollegiate athletic programs, anidtierpret their experiences regarding the

hiring of Black men in Intercollegiate Athletic Leéarship (Merriam, 2009). In interviewing
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these two Black men hired as intercollegiate attddeaders by these presidents, | sought to
determine how they interpreted their hiring by thego major university presidents and the
impact on those hiring decisions on the field ¢érnollegiate athletics and other Black men in
the profession. The semi-structured interviewsveatid for some rapport between the researcher
and the interviewee (Hammersley and Atkinson, 198b¢ssence, according to Burgress
(1992), “the researcher has to establish a framewdhin which the interview can be
conducted...it is flexible, but it is also controlteg. 107). The interviews were conducted with
embedded follow-up and prompting questions andrtezviews flowed like a regular
conversation, as we discussed their hiring as Bhaek to lead intercollegiate athletic programs
at the NCAA Division | level and the impact of tleolsiring decisions. All of the interview
sessions lasted 35 to 60 minutes and | recordext ik interviews using two digital recording
devices. | had a professional transcribe the irg&ry to improve accuracy, which ultimately
produced excellent transcripts. Each interview tkasscribed as quickly as possible to identify
any needed improvements and/or additional questabs explored or clarified. This allowed
me to accurately capture the essence of lived expmss, interpret and analyze leadership styles,
decision-making, and behaviors of participants.
Observations

| visited the two institutions to engage in direbservation to see the how the institutions’
visions, core values, and commitments to divesity inclusivity were implemented and/or
practiced, which may have informed policy decisiand resulted in certain kinds of hiring
decisions and actions by the institutions’ presislefllso, my visits to these two institutions
allowed me to see how certain institutional elera@mfiluenced leadership decisions and the

impact of those decisions. | did this by attendimgintercollegiate athletic directors’
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management team meetings at each institution.drgbd the leadership behaviors and styles of
these athletic directors and observed how thesketsavere viewed by those at their respective
institutions. | also gained insight into how thegidents and intercollegiate athletic directors
related to one another. | kept detailed journatsfaald notes for every observation undertaken.
According to (Lincoln and Guba, 1985):
Observation maximizes the inquirer’s ability tagp motives, beliefs, concerns, interests,
unconscious behaviors, customs, and the like. ®@btien allows the inquirer to see the
world as his subjects see it, to live in their tfimmes, to capture in its own natural, on-
going environment (as cited in Guba and Lincolr§1,%. 193).
In addition (Lincoln and Guba, 1985) believe thbservations can and do take place in either
everyday/natural and/or created or fixed settiMgny researchers/inquirers prefer natural
settings because they do not know what is knowmhat is to come or occur.
Review of Documents
Document Analysis

| used documentary evidence to complement, suggigrand highlight what | learned from
the interviews conducted with the intercollegiat@etic directors at each university. The various
institutional documents also assisted in understgnithe overall institutional climate,
institutional commitment to diversity and inclusjalture, core values and priorities at each of
the universities, and the climate in each of thergollegiate athletic departments. All of the
documents assisted me as a researcher in undengjdine leadership styles of the highly visible
leaders at these two institutions. Moreover, theudeents assisted in the identification of
prominent themes that were connected to my reseprestions (Miles and Huberman, 1984).

The following documentary sources were reviewé&jinfedia/press releases, (2) internet-

posted videos of press conferences announcingtiihg bf the athletic directors, and posted

interviews with the athletics director, (3) websjté4) university strategic plan; intercollegiate
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athletic program strategic plans, and diversity @motusiveness plans and (5) university and
intercollegiate athletic department annual repdrte sources of evidence that | used varied
from institution to institution depending on recdekeping and subject availability. Thus it was
critically important that | diligently followed aleads of information (Peterson and Spencer,
1993). Multiple documentary sources allowed meditect and organize a wide range of
concepts and were intended to lend support to aiynsl and/or findings. According to Yin
(2003), the researcher’s assertions gain strefitbnverging lines of inquiry” point to the

same conclusion (p. 92).

Data Analysis in Case Studies
According to Merriam (1998) a case study is aansive, holistic description and analysis
single bounded unit and providing an understandirthe case is the significant consideration in
analyzing the data. Stake (1995) explains:
Keeping in mind that the case(s) we are tryingriderstand, we analyze episodes or text
materials with a sense of correspondence (for gescy within certain conditions). We
are trying to understand behaviors, issues, andexdrwith regards to our particular
case... We try to find the pattern or the signifi@atiaough direct interpretation, just
asking ourselves “What did that mean?” For moresepies or passages of text, we must
take more time, looking them over again and agafiecting, triangulating, and being
skeptical about first impressions and simple megun 78)".
In an effort to do so, the data analysis was gllgea strategy of thick, rich description.
For my data analysis, | utilized strategies by Néerr (2009) and Miles and Huberman, (1994). |
approached my analysis by: (1) reading each irgertianscript, observation, and all field notes,
along with each document review analysis, and aptlie data using open coding; (2) assigning
themes to the data which enabled me to use thalqadases and/or labels to identify patterns

and themes; (3) identifying themes which preparatialowed me to create analytic and/or

focused codes, enabling me to scan the entiresgatsystemically for instances of themes at
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work; (4) performing content analysis of institutéd records to identify prominent themes; and
(5) generating assertions from the themes by Imkind connecting them together and seeing
how they were related to one another and what gre&zormation they provided about my
research questions. Each code was connected larchspuestions, as recommended by Miles
and Huberman, (1994).

In addition, | analyzed each participant’s answerthe interview questions separately. |
performed three levels of content analysis on #ta tb thoroughly understand the theme,
trends, and interview responses emanating fromreésens, field notes, institutional records
and documents. For the interviews, | analyzed tmyinformation that was provided by
participants in direct response to specific intevwguestions. The second level of analysis was
conducted utilizing the constant comparative metbioahalysis designed by (Glasser and
Strauss, 1967; Strauss, 1987). A “narrative metifahalysis” (Connelly and Clandinin, as
cited in Merriam, 1998) was used to analyze thaest@nd experiences of the (partial) case
study interviews in order to understand perspegctieeision-making, core values, institutional
commitments, and worldviews. The use of semi-stmect and open-ended questioning format
was used for perspectives, core values, and |daigedscision making styles to emerge.

I maintained field notes from observations andowgs documents in a chronological
manner. | collected and analyzed my data simultasigpwhich allowed me to accurately and
precisely define a phenomenon as it emerged arnlezhme to focus more specific sites and
interview questions. After each data collectionqrobservation of meetings, and/or interview,
| compared and coded data in order to identifylandte similar and divergent themes (the
constant comparative method). | worked to bridleprgrvious knowledge and experience as

much as possible to avoid biases when emphasizentjived experiences” of informants. |
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employed a coding system that enabled me to an#tigzéata and consider changes that may
occur according to the emerging themes.
Limitations of the Case Study Design and Issues Bfata Quality

According to Patton (2002), in qualitative inquihe researcher is the key instrument in the
data gathering and collection, therefore, the mebes needs to be sensitive to the data and to
have a skill set that will assist in making goodid®ns regarding the filtering of the data as he
or she collects, analyzes, and interprets that éRegarding data quality, by drawing from
various data sources and different informants ¢ater information-rich cases, this study yielded
credible data. In any research study, complicateorslimitations arose. For example, one of the
presidents who | previously identified to be intewed for this part of the (partial) case study
decided he did not want to be interviewed for frasticular research study at the time. Both of
the university presidents dropped out of the stubich was an unintended occurrence and |
recognize the limitations inherent in not havingsé presidents’ perspectives-especially when
trying to understand the motivations and behawdrzresidents. | realize that there are usually
limitations in the interview process when one temfpting to collect data due to elite persons
and/or populations not being available. The intambf the (partial) case study was to add to the
knowledge base for understanding the underreprasemof Black men in intercollegiate
leadership positions at NCAA Division | level at BNEs, and why they are hired and not hired.
| also intended to provide a meaningful jumpingmdint for further research and practices
regarding the hiring of Black men for leadershigifions in the nation’s college and university
intercollegiate athletic departments, which coelad to social and organizational changes in
higher education in general and, specially, ineg®l sports. The matter of gaining entry to a

university and access to its elite leaders requemetstant efforts to build trust with everyone
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who will be affected by the study (Lincoln and Gub885). In addition, | was aware that my
skills as an up and coming researcher might ledgkdeeaveakness in the data quality in that | may
not have been able to mine for data in a manneétblaed the most relevant information and/or
probe responses from my participants in the mdstt¥e ways.

Nevertheless, | addressed this by engaging irotlghr preparation that included verifying
guestions with relevant persons such as my colksgino were conducting their own research;
and my knowledge and experience from a previoudysts a resource. Moreover, my
experience as an intercollegiate athletic direatat as a higher education administrator and
leader provided me with expertise, experience,anshsider’'s perspective. Given that the goal
of this study was to capture the real and unfittereices of university presidents and
intercollegiate athletic directors, | remained esdible as possible as a researcher. | did constant
member checks with all participants who were intamed to ensure accurate interpretations of
what each informant said during interviews. | uageker review system with researcher
colleagues who were not involved in the data cabbecto assist me in double-checking for

probable biases.

Validity and Reliability
Merriam (1998) has identified two-types of valdiinternal and external. Internal validity
deals with how research findings match and mesh redlity. The observations and interviews
in this study would not be able to stand alonetHtiercore values, ways of knowing and doing of
each participant will probably determine their domsted realities. In a qualitative case study,
constructions of reality are studied and realityiesved as ever changing, holistic, and multi-
dimensional. Given this perspective, internal vigfics a strength, rather than a limitation, of

gualitative study research because multiple petsscviewed in context are not being ignored.
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Merriam (1998) suggests six basic strategies tamedninternal validity which are: (1)
triangulations of data sources and methods of argl{2) member checks, (3) long and short
term observation, (4) peer examination, (5) pgr&tory or collaborative modes of research, and
(6) researcher’s biases. In order to achieve cilagifor this study, | engaged in all of the
strategies that are listed about by (Merriam, 1298) utilizing “document analysis” in concert
with the semi-structured face-to-face and telephoteviews also enhanced this process.
Generalizability

This part of the overall study focused on two ensity presidents and two Black male
intercollegiate athletic directors. In case stuelyerarch, findings are generalized in the manner
traditionally attached to the term in experimemgslearch. The desired is, rather, to bring to light
the personal experiences of those subjects whovalagus major roles in the universities and
their leadership styles and decision-making. Infation collected and obtained from research
subjects may provide other university presidents@hers with a better understanding of, or
new insights into, the hiring of Black men for irtellegiate athletic director positions.
According to Patton (1990) generalization in qadiNte research demands that it be practical,
arguing that it should “provide perspective rattien truth, empirical assessment of local
decision makers’ theories of action rather tharegalization and verification of universal
theories, and context bound extrapolations ratien generalization” (p. 491). In essence, while,
| did not generalize to other universities and pl&sts, my goal was to provide rich, thick and
useful descriptions that will allow for “reader gealizability” (Merriam, 1998). Reader
generalizability refers to the extent to which adsfs findings apply to other situations and the
people in those situations. Firestone (as citddenriam, 1998) calls this case-to-case transfer. It

is entirely the practitioners’ decision and judgmefithe applicability of one case to another,
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and what to determine what applies and what clebrés not apply. In the case of this particular
study, others may choose to replicate this cashy gpartial case study) in their own research
regarding Black men in sports management.
Reliability

Reliability refers to the extent to which the @ findings can be replicated, and
reliability is created when there are enough datanfexhaustive and complete sources to ensure
confidence in the study (Merriam, 1998). Also, sitice term reliability in the traditional sense
appears to be something of a misfit when appliegutditative research Merriam (1998),
Lincoln and Guba (1985, p.228) suggest thinkingualtiwe “dependability” or “consistency” of
the results obtained from the data. In essendegr#han demanding that outsiders get the same
results, a researcher wishes outsiders to conatirabnsidering the data collected, the results
make sense, they are consistent and dependabledMef998). Thus, | was as detailed as
possible about my intent to use triangulation atéiostrategies to enhance the internal validity
of this case study part of my overall study.

Confirmability

Lincoln and Guba (1985) stated that confirmabiktychieved when those researched are
the persons who answer the questions and notskaneher. Additionally, confirmability takes
place when the appropriate methodology is takemawtdge of or exploited. There has to be an
adequate distance between the researcher andstagaebed; and this ideal defines the neutrality
of the researcher. For example, when | conductedhtlerviews, | was very careful not to share
my opinions, values, or beliefs on how | felt abthé topic at hand. Engaging in such behavior

as the researcher would have influenced particgba@sponses or answers. Lincoln (2009)
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stated that keeping a reflective journal assistcimeving comfirmability. Thus, | utilized a
reflective journal to help me in accomplishing tgcsal.
Transferability
Lincoln and Guba (1985) and Patton (2002) alkestahat the goal of qualitative research is
not to generalize to the general population; irdté@e term refers to the level to which a study
can be transferred or applied in a different confé€kis can be done by providing-thick-rich
description of the research so that the researetaigng to conduct studies in different settings

can utilize your study as a guide or benchmark wdwrducting their own studies.

Ethics and Ethical Behavior

| abided by and adhered to all of the ethical merations of qualitative case study research
as a researcher. For example, | submitted allefeélquired proposal and supporting documents
to the Human Subjects Review for approval and esetoent; | also stated how | planned to
implement and carry out my investigation. And, ohoeceived approval for Human Subjects
Review, | contacted all of the study’s participaatsl provided them with information regarding
the parameters of the study. My document infornhednt of their participation in the study being
voluntary and that they would not be penalizethéyt chose not to participate in the study.
Moreover, the document also notified all particitsatthat the interviews would be digitally
recorded and | informed them that their identitieaild be kept confidential that all files will be

stored and locked in my office.

Prior Knowledge
During the analysis process | was tempted to assigbel to what | considered the “trues”

or the “truth” any preexisting concepts and theooéCritical Race Theory and/or Social
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Cognitive Career Theory. | worked to set aside @grgeived notions, assumptions, theories
before analyzing and interpreting any data antbinedd the data to speak for themselves while
maintaining a critical look or view of any valu@ssumptions, and theories to be gleaned from
the literature. | prepared myself and | guardedregdoringing up, or imposing, prior knowledge
and concepts or ideals to my view of the datamipdy allowed meaning(s) to naturally come

forth and to evolve through the data analysis atefpretation processes.

Conclusion

| fully recognize and acknowledge that limitatiangst in the study and design in this
section of the overall study. Nevertheless, thengfths outweigh them. My selection of a
(partial) case study for the research in Sectiaf thy study is very suitable for the research
guestions being posed and the nature of the prob&ng investigated. | hope my study will
have a probable and potential impact on interc@tegathletics and presidential decision-
making regarding the hiring of Black men for Diasil athletic director positions at PWIHES,
and perhaps on the climate for diversity and iriolusThese results will provide a rich and
holistic account of this phenomenon. Qualitativast study” research as a vehicle can deliver

good results in spite of the limitations that lloed above.
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Chapter Four

Section I: Findings from the Basic Qualitative Sedbn of the Study

In order to explore the phenomenon of the undeessrtation of Black men in
intercollegiate leadership/administration at Prechamtly White Institutions of Higher
Education (PWIHE) at the National Collegiate AtideAdssociation (NCAA) Division | level, six
Black male intercollegiate athletic leaders/adntraiers participated in this study. Three of the
men were Athletic Directors and the other threeen®enior Associate Athletics Directors. All of
these intercollegiate athletic leaders/administsateere at major sports institutions and/or
flagship universities from different regions of tb@untry. This chapter presents the findings of
the interviews with the goal of determining whatgmnal, social and institutional factors
influence their careers in a profession dominatetMbite men, and what strategies these Black
leaders have utilized to limit actual and/or peredibarriers that impact their career
development and advancement. As | will describmane detail below, the data analysis
identified the following themes: (1) mentoring, (®tworking, (3) commitment to diversity and

inclusion, and (4) institutional racism.

Study Participants

All of these Black men in this study are curremtigrking in the field of intercollegiate
athletics at major institutions around the couniinyorder to gain some insight and better
understanding of these Black men and what makes #émel their stories so special, | have
provided a brief description of each of them in fblowing pages. | have also assigned a

pseudonym for each of them. The Black men in thidysall shared common experiences,
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narratives, and stories about how they enteregbiession and subsequently ascended the

career ladder to reach their current roles asdotkgiate athletic leaders-administrators.

Brief Description of Intercollegiate Athletic Leades-Administrators

Phillip: Phillip has had a distinguished careemitercollegiate athletics that ranges from
being a student-athlete to a director of athlettsbecame an athletic director at his second
major university in March 2012. He is a graduata &fig Ten university where he played both
football, and track and field. He has been an AithRirector for the past seven years. Sports
Business Journal honored Phillip as a 2008 nati@dlnder-40 honoree. He has served on a
number of national and conference committees aaddsoIn September of 2011, he was only
one of three athletic directors asked to servéherCiollegiate Model Rules committee, a
working group of the Division | Committee on AcaderRerformance charged with broad
overview of the current NCAA Rules Manual. He wast jrecently appointed to an Athletic

Director Advisory Group by the NCAA leadership.

John: John is a bold leader and he leads one ohtis¢ innovative athletic programs in
the nation. John has been an Athletic Directoafgery long time at two major universities and
he is currently the highest paid Athletic Diredtothe nation. He has played an increasing role
in collegiate athletics with his service on a numiiieNCAA panels and committees. He is a
member of the Division | Academic Cabinet, whicliiesvs all measures dealing with academics
before they are passed on to the Board of Direckteds chairman of the five-member
Infractions Appeals Committee, which is responsiblenearing all the appeals for NCAA

violations and makes the final decisions regardmuge appeals. He is a member of the working
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group on NCAA enforcement that is planning the adopof an expanded four-level violation
structure for infractions as part of the NCAA Pdesit’s intercollegiate reform effort. He is also
a member of the SEC team of leaders responsibleeigotiating national television contracts for

the conference.

David: David is currently the Athletic Director atmajor west coast university. He was
the first Black Athletic Director in the Big Ten @f@rence. He once served as the Senior Student
Affairs Officer (Vice President for Student Affajr&hile serving as the Athletic Director. He
served as the president of a consulting firm tkaiséed colleges and universities in the
development of strategic business partnershipsipignHe currently serves on the NCAA
Management Council Leadership cabinet, which ishigbest level of oversight addressing the
legislative process of the NCAA. David is also amber of the NCAA Certification Committee

and served for five years as a member of the [misiMen’s Basketball Committee.

Danny: Danny was a former student-athlete who raked in Athletic Administration
at a major SEC university since 1992. He curresgiyves as the Senior Associate Athletic
Director. He supervises and is responsible forfalbioperations, football scheduling, and all

athletic construction projects. He also oversele@lgimpic sports and athletic training facilities.

Mark: Mark is a Senior Athletic Director who is pessible for the internal business
operations and fiscal planning, facility and loegat capital planning for the Athletic
Department. Mark served six years at a major cetholiversity in the Midwest where he

implemented specialized student programming dedigméacilitate the holistic development of
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student-athletes. During his tenure at the unitagrhie institution received the prestigious
Program of Excellence Award for Student Welfare Bredelopment for the National
Association of Collegiate Directors of AthleticsABDA) in 2000, and he was named three
times to the National Consortium of Academics apdr& (NCAS) Community Service Honor

Roll between 2003 and 2005.

Martin: Martin is a Senior Associate Athletic Ditecwho was a former student athlete
at a major mid-western university where he ledtéaen in rushing and played in two
consecutive Cotton Bowls. He is the former DirecbEnforcement at the NCAA. He has
served on a number of NCAA Committees includingltbadership and Development Training
Committee, Special Events Committee, Post-Seasotb&lb Sub-Committee and staff task
forces that concentrated on public relations, cammpgon and employment opportunities for
women and ethnic minorities. He is the former Rlesi of the Black Coaches Association and
he has chaired the NCAA Committee on SportsmaresmgpEthical Conduct. He has also served
as president on the Board of Directors for the dfatl Association of Athletics Compliance
Coordinators and he is a former member of the N@&Ademic Eligibility Compliance
Cabinet. He frequently participates on panel disicus on current topics in the National

Association of Collegiate Directors of Athleticsdatine American Bar Association.

Emerging Themes
The findings presented here are representativieeaiiemes that emerged during data
analysis utilizing the constant comparative procébe findings that emerged from the data
analysis are presented in detail with direct stoailed narratives from the six intercollegiate

athletic leaders capturing their lived experiencediective thoughts, and narratives. The
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following themes emerged from the data analysisgse from the personal narratives and
stories of the six Black men: (1) mentoring, (2)warking, (3) commitment to diversity, and (4)

institutional racism.

Mentoring

During the course of the interviews all of the mapants commented on the importance
of mentoring to their entry and success in thegssibn. Their mentors significantly influenced
the professional lives of all of the participarisr example, according to the following
administrators, mentors and continuous mentorifigenced their pursuit of graduate degrees
followed by their career success in intercollegattdetic administration and leadership.

Phillip explains,

My mentor in higher education was the Vice ProfosMinority Affairs at the

University of Michigan and he was influential aratifitated my remaining in higher

education. In terms of me moving administrativeltoiathletics my mentors were the

Administrators who first hired me and later a numtfeAthletic Directors all served as

early influential mentors for me: the former Unisgy of Michigan Athletic Director,

former University of Washington Athletic Direct@nd former Boston College Athletic

Director. The former Athletic Director of Georgi@dh University also mentored me.

Today my mentors and major supporters in interg@te athletics are major Athletic

Directors who have been very influential in my earguccess as a sitting Athletic

Director. | turn to these two athletic leaders hseathey are major successes in our

profession.
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In addition, David notes that his first two mentamsre very instrumental in his academic
development and career success.
An Administrator from Harvard University who wasethirst Black to ever play football
at Harvard and completed his degrees (MD, Ph.Dl aanMA in Psychology) was the
person who had the greatest impact on my persacatlemic, and athletic success. In
fact, he was the one who pushed me to pursue a BhdXo think about a career in
teaching and college athletics.
John added that his mentor and university presi@eilitated his entry into, and subsequent
success in, the field of intercollegiate athletics.
| was a faculty member in the School of Law at marsity and the president of the
university asked me to serve on various athletrorogitees and task forces always called
me upon. As a result of all of my service, the glest asked me to join his
administration as the Vice President for Studerfiaitd and University Athletics. So, it is
a funny thing. I mean, | started in the administrapiece of being in a world where the
athletic director reported to me, then | came dbwvere as a General Counsel and that
same guy, who was now the chancellor here, sawheh there was a problem in an area,
he would always send me over there to (Athleticgddress whatever problem he had.
Well, from that point, | became the General Couasel Director of Athletics. | guess |
was in the right place at the right time. | waseakko assume full responsibility for the

day-to-day operations of athletics.
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Mark noted that his entry and success in the psafascame as a result of his mentors, his

college football coach and his university athlelilector. These professionals both encouraged

him to seek and pursue a career in intercollegittketics.

He added,
| cannot say that | picked my profession. It wasialty something that was, I think,
picked for me. My first job in athletic administi@t was at a Catholic university in the
Midwest. My supervisor when | first got there whe person who would eventually
become the Athletic Director at Stanford. | wageunded my incredible and supportive
people. And, that is where | learned the most ahthletic administration. | learned
about the importance of working as a team, devefp@nd growing in this profession

from my mentor and supervisor at this institution.

Martin remarked that his entry into the profesgiesulted from his relationships with his
mentors and pure luck. He stated,
Really, you know, | think a lot of it is luck being the right place at the right time. It
really was; | mean, | think particularly for mintyriadministrators trying to break into
athletics and it is certainly true still today;d dot think as much as it was in 1975 when |
started and had all luck. My law school professibthe University of Washington
suggested that | consider a career in sports.uigiiomaybe a sports agent. My professor
mentioned to me maybe you should try the NCAAidIrtbt know much about the
NCAA or how they worked. | called out of the bldstlaw firm in Kansas City. They
informed me that they only represented the NCAfegal matters and they did not hire

for them. So after this, | called the NCAA and askéout employment opportunities and
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three weeks later | received a call from the ExgeuDirector of Enforcement at the
NCAA. He explained what his office did and he askealif | wanted a job because he
was looking for a Black person because of all trecBplayers coming into college
sports at the time. It was all pure luck and beeafsny first mentor; my law school
professor.

Danny gave an account of how his mentor helpedtbiget his first job in athletic

administration. He recounted,
An African American who was an academic advisorafitretes at my university when |
was playing football said your senior year is cogrim a close and you should take this
job when | leave. This man sent me to see a cofleg®all hall of famer and former
NFL pro-bowler who was at that time the Associatklétic Director. This man became
my first mentor and he hired me after graduatiowook on his staff as an advisor for
student-athletes. | did this work for seven yeais @hen he moved on to a new position
he recommended to the Athletic Director at the tihat | take his position. Once |
started this position, | began to think and belithat | could become an Athletic Director
one day and | started getting more interested iarahs of college athletics. How do |
become an Athletic Director or something of thauna? Once | decided | wanted to
become an Athletic Director, | left academic adwisand went on to The Tiger
Foundation to get fundraising experience somethinigh most African Americans do
not a get a chance to do early in their careers.

The emphasis placed on mentors and mentoring tie@nagh the voices of these Black men

highlighted the importance of mentors and mentgorasgthe impetus for earning advanced

academic degrees, entry into the field, and advaeoéand career success in the profession.
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Also, the career choice and career paths in inlegiate athletic administration and leadership
of these men were significantly influenced by ttsmademic, athletic, personal and professional
experiences and relationships with their mentomsnfdring made a difference for these men
because they were successful student-athletedlagedhat allowed them to experience social
acceptance in predominantly White settings suatolisge and intercollegiate athletic
leadership (Harris, 1995). According to Bell (198tividuals change systems and Whites may
support social justice and equity-oriented prastipet still believe that injustice can be
“remedied effectively without altering the statds/hites” (p. 522). In addition, Castagno and
Lee (2007) stated those in the majority (in thisecentercollegiate athletic leadership) will
advance social justice and diversity agendas “vdueh advances suit” (p. 4) their own interests.
Therefore, according to Milner (2008) people in powre sometimes, in practice supportive of
policies and practices that do not oppress andigis@ate against others as long as those in

power do not have to completely alter or change then ways, systems, and privileges.

Networking

The second theme from the personal narrativesesktBlack men uncovered the
importance of a powerful network and networkingte’s career success in the profession of
intercollegiate athletics. Networking has been gomaspect of this study and networking
benefits those connected to powerful administradoisleaders in the profession. Being a part of
a powerful network means developing, nurturing sustaining positive relationships in the
profession. And the strategies and resources @laita these Black intercollegiate
administrators and leaders in intercollegiate #itdevere definite factors in their career

development and advancement in the professionavextended period of time. There was a
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definite richness in the personal narratives ohazdhese Black men regarding the importance
and positive impact of a powerful network and métion of networking on their career
advancement and ascension in the profession. Aliesfe Black men had access to a powerful a
network of intercollegiate administrators and leadeho provided opportunities and guided and
facilitated their career advancement and succesgeiprofession. For example, Phillip spoke of
how networking shaped and advanced his career:
| did not get here alone; | learned from and enaadlat lot of people. | talk with a lot of
other administrators in the profession and | agkstjans about various situations that an
Athletic Director will be confronted with. | havereetwork of mentors who have and
continue to help me. | utilize my network of advsto understand how they came to a
certain decision. Part of leadership is weighirféedent perspectives on how to solve a
problem. And, so, that is part of leadership tHadve these mentors and advisors to help
me understand and grow with in the professionréfento have long-term success in this
profession as a Black man you have to surroundsgbiuvith people who will help you
write your success story. And, others will say thaye their own personal board of
directors or a cadre of professionals who they teanAnd, | would say that | have had a
significant group of people -- and still do -- wae considered some of the best at what
they do in the business that | can pick up the phmrsee at a meeting and talk about a
problem that | am having. Or, | can ask them alsomething they did and really
understand it because | built up whether you taétworking or a group that | have had
open dialogues with over time and trust their inputy to help me grow in the business

or profession.
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Additionally, David enthusiastically spoke abdue inetworking and leadership development

program (“The Pipeline”) that he and other sucaddehg-standing Black Athletic Directors

have informally instituted to assist up and contitgck men at the Senior Associate Athletic

Director level who show great promise and potentiddlecome Athletic Directors at major

universities.

He explained,
| think networking and leadership development argeuutilized tools. | feel that they are
very valuable. One of the programs that we oldegIstanding Black Athletic Directors
put together about six years ago was the creafiarspecial network that we call the
“pipeline.” Our goal and strategy is to bring youssfjican Americans who were
preparing to make that transition from Associatklétic Director and to start the
interviewing process. We spend two, two-and-a-talfs at various places around the
country to help them. We are committed to makingselyes available as a resource as
these young people were moving toward real categmge and advancement. It is
valuable. You can’t underestimate it. It has beémohthat has been used by a majority
of people for a long time. We are just catchingagBlack people in that vein. The
pipeline has been a valuable strategy in helpifgitay young Black administrators
along and to promote, develop, and advance thezecs

Networking in intercollegiate athletics is very genal and professional and it plays a major role

in the success of athletic administrators who leoeess to these powerful people who are a part

of such a network.

Mark shared his experience and view of a networkragtworking.
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In this profession, | have been around and haveabeeéss to some incredible people.
And, that is where | learned the most about athiatiministration and the importance of
operating as a team. It is about working as a farttils the kind of camaraderie that
helps you to develop. Everybody is at the top efrtame. You are around outstanding
professionals who are always there to help yowtomplish great things in the
profession. Three of my former supervisors are Atlletic Directors at major sports
institutions. So, | am in a family with and conregtto some very outstanding people in
the field who are always there for me. These atdynamic people. | was a participant
in the Sports Management Institute and | walkedyafn@m that institute with a broader
sense of who people were and what they were daitigei profession. | walked away
knowing the importance of networking and what a @dul network | had access to.
Martin explains the impact of networking on hisesarin terms of his development and
advancement in the field.
From 1975 to 1995, | worked at the NCAA in the Enéanent area. During my time
there | work with a group of men who are now sorhthe most powerful people in
college sports. For example, some of my formereagiles are major conference
commissioners and athletic directors. We all wortaggether for 20 years at the NCAA
and we have remained close personal friends arfdgsional colleagues throughout the
years. So, when | need something or | want to reeend a young person for a position
in athletics, I can just make a call and get thertine door. So you know, that was over
20 years ago that we all worked together. For imcsal get a call from an Athletic
Director and he says you knew my father and yokaamwith him when he was an

Athletic Director. We got some problems down hard my dad tells me you are the
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only one that he knows who can work all of thessbf@ms out. Are you interested in
coming to work with me on these problems? So ghikeé networking thing. He says | am
not going to interview anyone else. The job is ga@iyou want it. When you know a lot
of influential people this how it works and happé@mnsollege athletics.

Moreover, Danny explains how his personal and gsatsal network had profound impact on

this career in intercollegiate athletics.
All of the athletic administrators that | met andnked during my early years in the
profession became my personal and professionalonketwf advisors. For example, when
| was supervised by all of the men they gave merepces that young Black men in the
profession do not receive. | was given the oppatgun do fundraising as a new
professional. | had meetings with donors, boostarsing money and doing all of
fundraising for a new academic center for studérlietes at my university. Having
access to this kind of network and these powerf mvas the thing that kicked off my
career and pushed me into an area of athletic astnaition where | could really grow
and develop in the profession. When one of my ngtwadvisors moved to another
institution they still advocated for me and pushedcareer with the administrators that
replaced them. When the new president arrived orpag, he assigned me all of the
Governmental Relations assignments and duties lmas#te recommendation of my
former athletic director. This opportunity allowse to learn about the entire university
system because | worked with legislators and mesntiethe governor’s staff. My
former athletic director remained in the commuuitier he retired and the network that
he was a part of greatly influenced my succeskamtofession as an athletic fundraiser

and because of him | gained access to all of thgocations and corporate leaders in the
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state. He put me in the position to raise milliohsglollars for my university. This also
made me a saleable athletic administrator. Nowr) bae of the few Black administrators
in intercollegiate athletics who has distinguisihegself as an excellent fundraiser. | now
fly on a private jet engaging in fundraising adtas and events across the country.
The impact of mentors and networks contributediBaggmtly to the career choice, development,
and advancement of the Black men in intercollegaéitdetics. For example, the use of powerful
networks and influential mentors who intentionaltyd purposefully networked on behalf of
these Black intercollegiate athletic administraiafRienced their career progression and
advancement in the profession on an on-going bak&se men were able to leverage the
traditional White intercollegiate networking struct of as result of a convergence of interests.
For example, Lopez (2003) posits that interest eogence centralizes the belief that Whites (in
this case powerful men in college athletics andhéigeducation) will tolerate and advance the
interests of people of color (up and coming Bladleiicollegiate Athletic Leaders) only when

they promote the self- interests of Whites.

Commitment to Diversity and Inclusion

One of the overarching themes that emerged esudt 0f these interviews with these
Black men was the importance and impact of anturtgin’s commitment to diversity and
inclusion. Through this theme the Black men spdka&nanstitution’s commitment to diversity
and inclusion which resulted in university presidédecision to hire many of them as
intercollegiate athletic directors. The comments tbllow highlight the narratives, experiences,
and feelings of these Black men intercollegiate iagstrators.

David shared his views regarding diversity, inansiand “affirmative action”:
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| was the first African-American Athletic Directar the Big Ten. | think being a Big Ten
athlete, being a professional athlete, having laeprofessor, having had the doctorate
and, remember | was coming up in intercollegiakdetits at a time when the focus
wasn’t on appreciating diversity but on affirmataetion. There were lots of people who
wanted to and who recognized the face of collegei@idtration, and who wanted to do
something about it. So, | come along at a time wtevas what they were looking for. |
hate to say it this way, but no one could say “bex;ause you aren’t ready.” | had all of
the credentials and more than what most other pegighe time had. So, they couldn’t
say, “Well, you come back in three or four yeafhts, was because of this commitment
to affirmative action and some presidents werdrgllabout and looking to bring
different voices to the table. | was at the time ofhthose token and different voices.
Now, college presidents are starting to see thgevat having diversity in leadership.
This kind of leadership provides modeling opportiesifor all young people and | think
it is very important that we have different andl&aying voices because you need these
different and challenging voices in the room atttidde in college athletics.

John spoke of the university president who hired &nd stated,
My president had a firm commitment to diversity amclusion and in seeing athletics
and thinking differently about it and thinking athdlne meshing of it between Student
Affairs and Athletics. In addition to having a contment to diversity, he was always
asking me to help him to better understand theessnd problems around diversity and
diverse groups. And, | think when you start to khim the issues or issues of diversity,
which | always like about my president, he nevayptl like he had or knew the answers.

He was very dedicated and committed to being inatusie believed that athletics
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should be just as committed to diversity and inoluss the rest of the university. He
believed that you had to keep pushing this inclusind building partnerships in the
name of diversity.

Martin noted,
| worked in the deep-South and at the time | wae atsponsible for compliance and it
was my president and athletic director that comateid to everyone that they were
both very committed to diversity. They stressed thisend the word out to everyone
connected to and involved with our athletic progthat | was in charge and | was
supported and empowered by them to do my job;ahetjey hired me to do. Their
commitment to diversity and inclusion allowed tovda@reat success in my role as the
second in command and as the Senior Associatetitileector responsible for all legal
matters impacting the Athletic Department andtisient-athletes and personnel. In the
case and at that university the president cleatiyte tone regarding diversity.

Danny shared his views,
During my tenure at my institution, | served untleo university presidents and two
athletic directors who were firmly committed to eisity. | have grown and developed as
a professional in athletic administration becaudsayuniversity’'s commitment to
diversity and inclusion at all levels of the unisigy. | have been given opportunities to
learn and grow that many Black men do not receiweteer large powerful athletic
universities because of a commitment to diversityor campus. The majority of our
student-athletes and many of our coaches herelac&.B must say that | have
successfully climbed the athletic administrativeeea ladder because of a supportive

senior university administration that is strongbyranitted to diversity.
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Phillip noted,
| have a great relationship with my president amelis strongly committed to diversity
and inclusion. She works to create a great climateampus for every member of the
university community.

A university president’s demonstrated commitmerdit@rsity and inclusion was mentioned by

many of these Black men as the reasoning for theen hired at certain universities and/or their

growth and development in the profession.

Institutional Racism

For many of these Black men, their ascent to tpeseerful positions in intercollegiate
athletic administration and leadership did not esgithout some challenges and obstacles. They
expressed concerns regarding race and racismertatliegiate athletics and how, at times, it is
manifested covertly in college athletics. Theirostone, cadence, and vernacular spoke
volumes about their experiences and the impacad and racism on a person in this profession.
The personal narratives of these men revealedxberiences that they encountered during their
path to their current positions.

David expressed what was challenging for him allmstprofession. He explains,

| mean the typical, for example, challenge for hne tvas different than the other 300

Division | ADs I'd go to an NCAA Convention and tie&d be 297 White ADs and three

Black ADs at the time, there was one at Easterrhigan, University of Pennsylvania

and me. It wouldn’t take but 15 minutes for theethof us to get together. Obviously, it's

the watering hole effect, you know we were lookioga level of comfort and we found

that amongst ourselves. But the other ADs (Whitked)'t think about that obviously.
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They were mainstream; there were a lot of peogeltdoked like them. You know, those
were the little things that would happen that wewrwere different, obviously, for us
than for the majority. But overall, it wasn’t tHadidn’t see barriers, you know, like
“Keep out.”

John who has been in intercollegiate athleticafeery long time at two major universities one

in the Midwest and the other in the South sharedekperiences regarding race and racism in

intercollegiate athletics and college sports. Heakked,
You are in a lonely profession; it is not that plecgre not nice to you; but it is like
everything else. They’re more comfortable or appedre more comfortable with people
like them. | go to SEC meetings and there are tery noticeable things when the ADs
sit down in this conference: there is no woman thede is only one person of color. And
that’s the case kind of wherever you go. And guork that is just -- you gotta kind of
get over that point where they really, you knovs ikind of like the legitimacy of it all.
You do have the skill set. | mean, I'm an attornayent to law school. That wasn't an
easy feat; so | am not a dumb person, but theofatie matter is, “Yeah, but you may
not understand athletics.” Okay, so you do hawetestantly be able to show that you are
competent. But at the same token, and this is evtiex real hard part comes from. So |
sit in the situation where there are 14 ADs andetsea conference staff. Okay? No
women, all White males and me. We are dealingmoaey game, okay? And that
money game, which really is being pushed by fogteakn in this conference (and even
more in this conference) is being played by maybeétcent Black kids.

As our conversation continued John began to openare about race and racism in

intercollegiate athletics and college sports ana heople of color are impacted.
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John continues his personal narrative,
Now as a Black man, you may have a leg up if mleagues like you or me or maybe
even getting a job in this profession; but it ghtefession is not an easy place for a Black
person. | think it is almost impossible for a Bldeknale. But it is not an easy place to get
into the AD’s seat especially in the south. Remeamihe vast majority of universities
that compete are in small towns. Could | succelysfuh the athletic department at
Mississippi State? Absolutely. Could | get the jolstarkville, Mississippi? | really do
not know. People hire and bring in people to woithwhem that they are comfortable
with. These are institutional barriers that arevisgy as an obstacle to keep Blacks out of
athletics in general. Now, | do not think that thteeg purposely designing things to do
that. I think it just how they do things. You loakound universities and when they are
having the discussion about why there are so feaelBhead coaches, my answer was,
“Well who is hiring the head coaches?” The athktaectors are hiring; how many
Black athletics directors are there? Very few; \M&lo is hiring athletic directors? The
presidents are hiring them. How many Black pred&lare there? Very few; who's hiring
presidents? The Boards of Trustees are hiring geass; how many Boards of Trustees
are Black?

John speaking of institutional racism in in atldstispecifically and generally in higher

education stated,
It is all about who is doing the hiring and the idemns that they are making about how to
hire or not hire. If you look at my institution, vilave eight deans and we just recently
hired the first African American Dean of a Collesgethis University. She is the Dean of

the Divinity School. We have ten Vice Chancellarghas University and | am the only
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Black Vice Chancellor (Vice Chancellor of Athletiaad General Counsel). Thus, in the
institutions your White Board of Trustees, Prestdeand Athletic Directors are hiring
people who look like them unless they have a realmitment to diversity and inclusion.
And, by looking at the state of athletics and higkgucation very few institutions have a
real commitment to diversity and inclusion. Higleelucation has this reputation of being
liberal profession. You know, “Liberal crazies!nt’like, “If these are liberals, they
certainly haven't gotten the message about hirggpfe of color!”

John shared another example of how institutior@éna operates in intercollegiate athletics and

college sports. He noted,
The case with the former athletic director at thevarsity of Georgia is the other side of
this saga that people need to understand. Thisgyman would love to get back into the
profession; but | do not know if this professiorlwver give him a second [chance].
That is not what happens to or with White guyshis profession. They get second
chances. Fall down, put you up on somebody’s baatt then they will end up at West
Texas State and work their way back up. But youknee (Blacks) get only one shot,
the one bite at the apple.

John also stated,
There are many Black men working in higher educatibey have worked hard to get
there; they have advanced degrees; they work er @iteas of these universities as
higher education administrators. There are notritaaty differences between other areas
of the university and athletics. | mean there iswagic. This used to be a profession, you
know, where the old football coach got the jolis ihot like anything else you manage. |

always say the playing the game is the easy pare\erything else. There is absolutely
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no reason why | mean, | always say, if a Black wembe the President of the United
States, we (Black men) can certainly run an athiipartment.

Similarly to John, Martin shared his experiencemtarcollegiate athletics regarding
institutional racism and exclusion. He reflected,

It is really difficult for people (White) people et away from wanting to hire people
who looked like them and think like them. It reallyhard to break out of that mold.
Some do. A lot don’t. You have, most of your unsrgr presidents are White. They are
just White. In these cases, you get a universiggiplent who has little or no real
connections with athletics so they are asking thier president friends at other
universities who are also white or members of themmunity who are also white for
advice about athletics and hiring. So it just leads white university president to consult
with his friends and this president ends up jushfia white athletic director because
that is all these presidents know. So these pretsded up listening to a lot of other
White people about what kind of guy he oughta bimdpi Now, there are a lot of things
that are slowly changing. And, you know there hesrvery, very few Black athletic
directors and coaches.

Danny’s views echoed those shared by Martin reggrttie hiring of people who look
like them. He expressed,

| saw a situation at a Pac 12 University where B-guealified Black man who

was a sitting Athletic Director at an institutior@re he experienced great success
be passed over by that University’s president fwhde guy who was a senior
associate in the South Eastern Conference lessiempe and not much success.

Now, | don't see this as a case of individual nacan the part of the university,
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but | think the president is a part a larger systieat practices institutional racism
meaning that he is just doing what he is comfodalaing. You know, just hiring
a person who looks like him. You just have to malhat some people are just
used to being around and hiring their own; they fesl comfortable with their
own people. We (Black men) only get these kind®bfwhen you have a
university who is comfortable with and hiring Blagkople, or truly believe in
diversity.
Although these Black men shared their views regardistitutional racism and exclusion, which
at times can slow down a Black man’s career devedot and advancement in intercollegiate
athletics, they believed that the road to sucomsthem has been paved by mentors, powerful
networks of their mentors, and institutions thateha commitment to diversity and inclusion.
These mentors, their powerful networks, and instiis’ commitment to diversity and inclusion
have positively impacted and greatly enhanced &éineer development and advancement in the

profession for these Black men.

78



Chapter Five

Section II: Findings from the Qualitative Case Stug Section of the Study

In order to gain deeper insight and a thorough tstdeding of the phenomenon of the
underrepresentation of Black men in intercollegatdetic leadership and/or administration at
Predominantly White Institutions of Higher Educati@®WIHES) at the National Collegiate
Athletic Association (NCAA) Division | level, a qlimtive (partial) case study was also used in
this study. As stated earlier, the intent of theecstudy was to understand and determine what
personal, social, and institutional factors infloerthe careers of Black men and what strategies
they utilized to limit actual and/or perceived lbans that impact their career development and

advancement.

Emerging Themes

The findings presented here are representativieeahtemes that emerged during data
analysis utilizing the constant comparative proc&be findings that emerged from data analysis
from the case studies are presented in detailduitt personal narratives and stories from the
two athletic directors capturing their lived exgerces, collective thoughts, and narratives,
document analysis, and observations. The theméstierged from the data analysis process
echoed those found in the first part of the stydly mentoring, (2) networking, (3) commitment

to diversity and inclusion, and (4) institutionatism.

Mentoring

During the course of the interviews with theseettbldirectors they commented on the

importance of their mentors and mentoring to tkairy and success in the profession. Their
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mentors significantly influenced the professioma$ of these men. According to these

participants, their mentors influenced their caeeacess in intercollegiate athletic leadership

and administrations.

Willie explains,
Mentoring is very important because | believe thgbu are going to move up in this
business (college athletics) you have to have @anand people who will make
recommendations for you and bring you to the famtrAlso, before | went into
athletics, | had a mentor from Yale University wHemorked at the Xerox Corporation
and he always told me, “You have to inspect what gxpect.” And at West Point, | was
mentored by a General who taught me that you hatsdlk amongst the troops.”

Willie goes on to note how he got his first pasitin intercollegiate athletics,
One of my high school teammates and inspiratioaedgns in my life had been a football
game at the time with the Athletic Director and dgate Athletic at Stanford University
and they stated that they were looking for someliodhelp them in fundraising and
athletics. He (my teammate) said to the AthleticeBior that | have someone in mind for
you. He asked me for my resume and | later receaveall from the University and | was
hired after | interviewed for the position.

Willie continued,
| was also mentored by the first Black Athletic &itor to ever serve at the University of
Michigan and he always reminded me that intercategathletics was in fact a business
and it should always be run like a business.

Jackie concurs with Willie regarding the importan€enentoring in intercollegiate athletics and

how he first gained entry into the profession.
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He explained,
| was working at IBM at the time and had not agpt@get into athletic administration.
And, then a guy that | played football for at Notame had become the Athletic
Director at Eastern Michigan University and he ¢alkne into coming to work for him. |
fell in love with the profession then, in 1983. Figentleman was my first mentor in
athletics. The Athletic Director at the UniversitiyArizona who ultimately became the
president of the NCAA also mentored me. And, threnfer Athletic Director at the
University of Texas and the Executive Directortué tNational Association of Collegiate

Directors of Athletics (NACDA) Association.

Networking

The second theme from the personal narrativeseskthwo Black athletic directors
uncovered the importance of a powerful network #redmpact that networking has on one’s
career in the profession of intercollegiate atbhketNetworking has been a major aspect of this
overall study and networking benefits those whocarmected and have access to powerful
leaders and administrators in the profession.

Willie and Jackie both concur on the importance iamghct on mentoring in this profession for
Black men.

Willie spoke with a heavy heart of the program@afiThe Pipeline” that some of the Black
intercollegiate athletics directors spoke abouéation One of this study. He stated,

As sitting Black Athletic Directors, we are concedrabout the low number of Black

athletic directors in the profession. We are daagrything possible to increase those

low numbers. Three, four years ago, | thought thas a lot of promise because there
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were 10 to 12 of us (Black men) in this positiomélrcollegiate Athletic Director). We
(Black Intercollegiate Athletic Directors) got tager on our own and we started
developing a “Pipeline” and helping these younglecs and sisters to pursue these
positions. Now, the numbers have dwindled and dtatekly, | am disappointed. We
have to keep mentoring and pushing younger brotaissisters forward.

Jackie noted,
We have to keep doing what we are doing with thpékhe”. We have to prepare and
position young African American males and fematgssenior positions in the
profession. We have help them to position themsdiwethe interview process and
helping them to understand that it is going to takétiple opportunities, the right place,
and the right leader to hire someone of color. Awdwe have to be pretty structured in

our approach to helping these young people toagety for these senior opportunities.

Jackie further explains,
Mentoring, coaching, and networking are all abatihg the right environments. You
know, a great colleague of mine, the Athletic Dioe@at Oklahoma hired a young Black
man that | recommended as one of his number twas.ybung man was provided a
tremendous opportunity to grow, develop, and lsarthat he could become an Athletic
Director. It is really just about giving young Blapeople an opportunity and that is what
it is all about. As Black men (Athletic Directorsye have to come together and have our
list of guys. When the opportunity comes where &eehone of our guys who is in a
position to move to a senior level position, wenaéd to be supportive of helping him or

her to get the job. | think it is the positive apgch to making sure we have someone
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ready is more important than a rule or some polles and policies say you must
interview a person of color for a senior positienust frankly more symbolic. We are
trying to do things in a very institutionalized asygktemic manner. We are working with
the search firms and making sure that they knowmnwbar top men and women are. You
know, we are working with the Parker, with Beaucliwe are working with Hughes; we
are working with Neinas all to get these searangito call us when they have been hired

to find an athletic director.

Jackie also explains that his years in the prod@sand his role at his institution provide him

with a platform to be a voice for change in thefgssion specifically and college sports in

general.

He remarked,

| was the first Black president of the National Asstion of Collegiate Directors of
Athletics (NACDA) in 1994. This was a huge honor fiee to sit in that seat and serve
our association and be on that platform and reptesg association in a very public
way. It was a validation of my work performancet imthout regard for my color and
that was huge for me in this profession. And thieviausly the opportunity to be a major
athletic powerhouse institution is a huge platfavinch to speak from. | lead the largest
most comprehensive athletic program in the coufitinys is a testament to the work that |
was able to be a part of everywhere that | have beth different people. So, | can play
a role in changing the profession in terms of prongpdiversity and inclusion through
major networking. For instance, a young Black maimd hired as the Athletic Director

at Stanford University is an example of what wea(! Athletic Directors) are striving
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for in this profession. He is another example oawmappens when we consistently and

continuously work the “Pipeline” to do what we dgsd it to do.
The impact of mentors and powerful networks corgthto contribute significantly to the career
choice, development, advancement, and on-goingcatecess of Black men in intercollegiate
athletics. The Black Intercollegiate Athletic Leaslspoke fondly of the “Pipeline”. They spoke
with “voice” or experiential knowledge about thetféghat our society and intercollegiate
athletics are deeply structured by racism. Thus,dbllective “voice” allowed us to understand
and feel what they have encountered and experianaatkercollegiate athletics- in that they see
the “Pipeline” as a successful tool to overcomésra@nd exclusion in college athletics
(Delgado, 1995). These men fully understandingdhesusing their voice, experience,
knowledge, and access to leverage the traditiorrateMmetwork and networking structure to
increase the number of Black intercollegiate attletaders at the (PWIHES). According to
Ladson-Billings (1998) naming one’s own realityoslluminate the “voice” of the marginalized
and dispossessed in efforts to eventually effeetpasitive social change. In this case the
“Pipeline” (“Black Pipeline”) is a mechanism thatbeing used by established and long-standing
Black intercollegiate athletic leaders to changedtatus quo by developing and increasing the

number of Black men in the profession.

Commitment to Diversity and Inclusion

Commitment to diversity and inclusion continued®one of the overarching themes
that emerged from this study. Through this thenveais very obvious that Black male
intercollegiate athletic leaders and administras@sended to athletic director positions because

university presidents in their cases were commitbediversity and inclusion.
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Regarding diversity and inclusions, Willie offertis,
My president and |, we have a great relationshgidfully committed to diversity and
inclusion at the University; he hired me. We aghtiy together; we have already been
through some battles by going into the Big Ten @oerice and leaving the Atlantic
Coast Conference. We had to remove some sporte\angthing else that goes along
with that. He is Asian American and | am African antan; we are just great together
because we share the same core values and visidivéosity and athletic success.

Jackie explain his experience with his presidecdismimitment to diversity and inclusion in this

manner,
He is my man. He is a major player. | love him. Wk very well together. He and |
share the same philosophy on higher education.N&leethe same commitment to
diversity and inclusion in an institution. We shére same philosophy on athletics and
where it fits in higher education. He is a persdnaehd and mentor. | respect him a lot.
We have a great working relationship. We both hal@ of fun doing our jobs.

Jackie continued,
You know he really gets it. He is a big picturenker. He thinks at the 500,000 feet
level. He truly understands the value of diverditg.is Mormon and he just gets it. He
has been around the block. When you think abobeityas the president at West
Virginia. He was the president at Colorado. He Wi@spresident here twice. He was
president of Brown. He was president of VanderBiltof these are different cultural
environments. West Virginia is definitely a diffatglace than Colorado. Brown is a
different institution than Ohio State and VanderlAind so, he is a man who has had a

multitude of experiences with people from varioaskgrounds in many different and
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diverse educational settings. He is easy to wotk;wie is a straight shooter; there is no
gray area and there is no politics. He is justtgneanan being who knows how to change
things in an educational institution and | enjogtthecause it is very refreshing.

Jackie comments further on the importance of ditseasid how it is slowly having an impact in

a few places. He noted,
Now, you go into a number of athletic departmet®ss this country and there are
African Americans in senior leadership positionsimathletic program. And that was not
the case a few years ago. People are committegt@¢csidy and inclusion. So the
opportunities are starting to grow. There are oppoties for more African Americans to
be Athletic Directors in certain parts of the caynwhere they are committed to
diversity. And now there is a pool of people. Ndwere are more Black Athletic
Directors who can call an institution, campaignddslack person give strong
recommendations. Things are improving for Africaméicans; when | look at Athletic
Directors across the country, | know that theythigir environments, are hiring people of
color. For example, my friend at Duke and formedtiyNorte Dame has always hired,
mentored, and networked on behalf of African Aman& He has always been a forward
thinker, very inclusive, has always understoodvildee of and has been committed to
diversity. You know he is one of those guys whdkaround and says things have got
to change in this profession. My friend has alwagsn one of those guys who called for
diversity and inclusion. Besides my friend, themrevnot a lot of guys (White Athletic
Directors) who wanted to or attempted to createversle athletic department. He was
back in the day, and still is today, that persom whcommitted to diversity and who

knows how to create a diverse and inclusive athtipartment.
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In addition to the personal narratives of the dihlgirectors, the theme regarding a
commitment to diversity and inclusion is clearly@aled through document analysis of the
various documents from the two universities at hand
In an excerpt from the first university’s diverspian, here is what follows:

“The University is committed to becoming a lead@hwihe higher education community

with regard to diversity and the creation of camepuisure of inclusion that creates a

learning environment essential for educating sttsdeio will work and live in an

increasingly diverse culture. In order to achidvis tecognition, bold steps must be taken
to recruit and retain greater numbers of womenramabrity faculty, administrators and
staff, and to create a supportive environment irctwvkthey can succeed and reach their
fullest potential.”

“The president, provost, vice presidents, deansadirgenior administrators must be held

accountable for progress (or lack thereof) madedwvancing the goals of increasing

diversity and changing the campus climate to beoeeraupportive one.”
In another section of this same diversity plan s¢éadement from the university president that
reads,

“We stand committed to fostering and sustaininduagtistic, inclusive environment that

empowers all members of our campus community teeaeltheir highest potential

without fear of prejudice or discrimination.”
Moreover, in a document published by the athlegipadtment entitledA Higher Purposéthe

department shares one of its core values:
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“We will celebrate a climate of mutual respect aneersity by recognizing each
individual's contribution to the team.”
The second university in this case study also detnated a strong commitment to diversity and
inclusions as noted in its diversity plan entitlBadpectations for Excellence in Diversity and
Inclusion The following excerpts are from the plan thatludes a state from the university’'s
president:
“l am proud to be continuing the tradition of retpresidents at the university who led
us to outstanding accomplishments in the areaverglity and inclusion. | embrace and
am committed to our vision of promoting diversig/acore value and recognizing that a
diverse and inclusive community is one of our ggsstrengths as a university. The
diversity of our faculty, administration, staff,castudents is fundamental to who we are
and strive to become. Our commitment to our diverdan is visionary, inspirational
and inclusive; and calls on our university to sease leader for the nation in terms of
diversity and inclusion.”
In addition, to my document analysis, | gatheredulgh my observations that these two
universities in the study are led by universityguents who have a demonstrated commitment
to diversity and inclusion, and they are willingdamorking to achieve their diversity goals with
an unwavering vigor. The journey towards a divense inclusive institution appears to begin
with university leaders who fully understand andlimgly accept the university’s role in a
changing and ever increasing diverse world. | fotlnad these presidents and Black athletic
directors genuinely appreciated, understood, resdeand valued each other; and their core
values and commitments regarding diversity andusioh in higher education and

intercollegiate athletics. Especially when you h&tatements such as “we are into this together;”
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he my man;” or when the Athletic Directors’ say ‘iseMormon and he gets it;” And, we you
here a statement like this “I am African Americand de is Asian American--we just connect
and know what it is like;” | found this interestihgcause African Americans and Mormons, and
African Americans and Asian Americans who have momany instances, had such positive

connections and bonds in the work place, includhigper education and college sports.

The Black intercollegiate athletic leaders abowekspwith such pride about theirs and
their university presidents’ commitment to diveysaahd inclusion on their respective campuses.
If we are to fully understand what has transpiredh@se university campuses with these
presidents, we have to look beyond their magnansn@havior. In fact, we have to focus on
their self - interests regarding diversity and usobn. For example, what is evident on these
university campuses is that the interests of ti#aek intercollegiate leaders have converged
with the interests of the white university presigeell (1990) posits that the interest of Blacks
in achieving racial equality will only be accomméethwhen it converges with the interests of
whites. University leaders and other individualamye systems, policies, and practices at their
institutions to support diversity, inclusion ands justice effectively without altering and/or
changing the status completely for whites. (Be9RQ). In essence, white university presidents
will tolerate and advance the interest of theseBlatercollegiate athletic leaders because it
truly promotes their self-interests (Lopez, 20083duse on today’s university campuses white
university presidents of celebrated and rewardszhfiy for their commitments to diversity and
inclusion at all levels of their institutions. FHors always in a university president’s best eftor

promote diversity and inclusion.
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Institutional Racism
The Black men in this study expressed concerng#eatand racism are never far from the
surface or from people’s minds in intercollegiateetics and college sports and that racism at
times is manifested in intercollegiate athleticawndifferent ways. In their personal narratives
the Black men here shared their experiences.
Willie specifically shared an experience he hacedam how university boosters viewed and
referred to him and his president. He noted,
We've have made a healthy impression, both of herd was one donor who referred to
us as the “Chinaman and the Black boy.” Willie asated that there are still some White
boosters who still are afraid of a Black Athleticdator and his ability to make decisions
for a major intercollegiate athletic program. Frample, he shared this provocative
information.
For the most part, | mean my experience has besat gr this position. Everywhere I've
been, | got most people to buy in and they undedstealways talked about why do we
do this, and why we do it is because of the studémretes. Now, when | was first here
and | fired the football coach in my first two, ¢lermonths, | had some serious - at least
one serious death threat - where the police wetgdmimy house for about a week or so.
You go around and look, and | get emails and siiufey refer to me as a monkey and a
nigger and everything else. But the one thingsély is that yeah, this University is below
the Mason-Dixon Line, and there are some people thalieve would like to see
somebody who looked more like them and less likenmkis position.
Willie further commented on how the institution ysaa role in the exclusion of more Black men

in senior intercollegiate roles at major instituso He explained,
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| remain hopeful that we will see an increase mrithmber of Black athletic directors but
the problem is that the people who are hiring amitinmg the list together usually ask one
or two (White) folks in their Rolodex and they relsythem. The ones who continue to
get recycled, there’s a reason why they (Blacksijtdget jobs.

Willie shared that the NCAA has to play a majoerol addressing the underrepresentation of

Black men in leadership. He remarked,
Well, they (NCAA) have to commit-I'll give you arxample. The former NCAA
President was a friend of mine and he was committeliversity and inclusion. So, he
formed a task force. He had people come to Indsarabparticipate in a workshop that
people had to stay there two or three days andrheelf would be an active participant.
He’'d be there for each and every session. A yeaylagent to Indianapolis and the
current president had a diversity and inclusiontmgeHe addressed the group,
welcomed them for five minutes and left, and wagenseen again.

Jackie shared the challenge that he dealt witleagtbmpted to move from his first job as an

athletic director to a position at another univigrdte explained,
Now, there was a time when Equal Opportunity anfikrative Action were huge. You
know most institutions couldn’t interview a candilanless they could demonstrate they
had a diverse pool. So at this time, there werg fmlr Black Athletic Directors who
were in Division | A athletics. At that time theneere about 118 schools. So, | was
always in the pool to be interviewed. So, | wembtigh | think it was nine interviews
before | ended up landing my next opportunity. Arahkly, | went through a number of
interviews knowing that they were not going to hire. | knew who they were going to

hire. | was taught by my mentors to just keep gahrgugh the interviews because all of
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this would make me better in the interviews anduid meet people and learn more.
And so, | continued to do interviews even thougghéw | was not the guy they were
going to hire. So that was very challenging for theuas really just so challenging for
me. | looked at the positive side things. So th&tpe side of all of this was that | was
becoming an expert interviewee he says with chgcl8e my ability to respond to
guestions and that type of thing, | became prafican expert. So, | finally landed my
next opportunity at lowa State.
Jackie also gave me his view point the NationaltbalbLeague’s (NFL) Rooney Rule--a rule
that say all NFL teams must interview minority calades for head coaching positions.
Jackie was vehemently opposed to such a rule @ncollegiate athletics. He responded,
| am not a fan; | am not a proponent of that; llyethink what we need in college
athletics is to develop the systemic “pipelinetevelop and prepare Black men and
women for advancement in the profession.
Jackie’s opposition to the Rooney Rule is basdu®fears of going to interview after interview
based on the institution’s application and adhexdo@ffirmative action policies during his
early years in the profession. He commented,
You know the Rooney Rule is not truly providingeating more opportunities frankly
when you look at its effect because at the entiefiay all it says is you have to
interview someone of color. That is all they arendoSo, it is important that those of us
who are committed to diversity and inclusion inlegé athletics develop and get young
Black men and women ready for these athletic dirgobs systemically and getting

access to the right networks of people.
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As witnessed above, these Black men are fully awhtiee role institutional racism and
race play in the underrepresentation of Black nmentercollegiate athletic director positions at
the NCAA Division | level at (PWIHES). In order tnake sense of and to better understand the
institutional racism that these Black men interegidte athletics speak of, we have to consider
intercollegiate athletic leadership-positions-faes property of whites or the construct of
“whiteness as property” and the role it plays ptraeng institutional racism and maintaining
the exclusionary structure and practices in collggmts which still continue to negatively
impact Black men in intercollegiate athletics. Aating to CRT scholars such as Harris (1995)
whiteness as property for and with Whites in Uni&dtes comes with a distinct set of
ideological assumptions and dispositions, privilegad expectations that are linked to their
phenotypical appearance and sociopolitical st&osexample, White people over time and by
virtue of their existence have come to expect ahgdupon a unique and exclusive set of
benefits, predispositions, and socioeconomic @k associated with their whiteness, that has
been established through the legacy of conquestiamihation of people of color globally
(Harris, 1995; Lopez, 1996; Mills, 1997; Winant020Q Donnor, 2010, 2011). This is certainly
evident in the case at hand and in college spodsati when we acknowledge that white men in

general dominate the profession of intercollegadtdetic leadership and college sports.
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Chapter Six

Discussion and Conclusion

The purpose of this study was to examine the uegdegsentation of Black men in
intercollegiate athletic leadership and/or admraisbn at Predominantly White Institutions of
Higher Education (PWIHES) that field NCAA Divisidrathletic programs. This was done
through an analysis of how Black men advance tddeshnip positions in a setting and profession
dominated by White men. This study sought to urtdadsand determine what personal, social
and institutional factors influence the careerB8laick men; and what strategies they utilized to
limit actual and/or perceived barriers that imghetr career development and advancement. The
themes outlined -- mentoring, networking, commitirterdiversity and inclusion, and
institutional racism -- represent and illustratetipgpants’ views on this relevant and timely
topic. Even though tentative, the findings fronsttwo-part study (basic qualitative and case
study) offer some insights into a subject mattat tias received little scholarly attention. In the
following, |1 will discuss the themes in relationgho the research questions posed for this study.
In doing this, | will offer some theoretical andaptical implications. Following this, | will
provide the limitations and future research diatii

The first research question of this overall stuslyeal, “What are the career paths of
Black men in intercollegiate athletic leadershipraustration?” The primary objective was to
determine participants’ career paths in the prades\ll of the participants in the study
participated in intercollegiate athletics as stusemd had successful playing careers at major
athletic programs. With some of the participantsrthollege playing experiences were often a
prerequisite to them obtaining their first posisan the intercollegiate athletics and with others

their mentors who their mentors were at the tinodifated their gaining an entry-level position
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in the field. More importantly, even though thetgapants in this study were successful
students- athletes and they all have similar bamkagpls as professionals their entry into the
profession and career paths had a great dealwtdavho and how they were mentored once
they entered the profession. As evidenced by tramnatives, the common career paths taken by
many of these participants to the athletic direpmsition were guided by purposeful and
meaningful mentoring and career tracking on thé @iathe mentor and/or athletic director that
supervised them.

Not surprisingly, this aspect is supported by #eosd research question of the study
that asked, “What factors influenced Black menhoase careers in the field of intercollegiate
athletic leadership-administration?” The majorifyttee participants in this study were
influenced to seek employment in this field by antoe whom they had contact with during their
undergraduate years and/or during their yearsuglests. This is in line with Bandura’s theory,
Social Cognitive Career Theory, which recognizes arknowledges the mutual interacting
influences between people, their behavior, and grerironment. Bandura (1997) identified this
interaction as “triadic reciprocality”, in which ®nal attributes, such as internal cognitive and
affective states, physical attributes, externaidis; and overt behaviors or actions all operate as
interlocking mechanisms that affect one anothatit@etionally as a causative agent in the
process (Albert and Luzzo, 1999). This is certathly case with the majority of the participants
in this study.

For example, let consider some of their remarkdliptated,

In terms of moving administratively into athleticyy mentor was the university administrator
who hired me for my first administrative positiomdathe Vice Provost for Minority Affairs at

the University of Michigan and this person wasuefitial and facilitated my remaining in higher
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education. In addition to Phillip many of the otlparticipants shared very similar accounts of
their entry into the profession.

The third research question focused on “how and ¥awdors have influenced and/or
hindered the decision making by university presisl@vhen it comes to the hiring of Black men
for intercollegiate athletic positions at NCAA Dswon | level institutions?” According to the
participants in this study, university presidemising decisions were influenced by a
commitment to diversity and inclusion first anddorost. You had presidents whose personal
commitments to diversity and inclusion meshed whibse of the institutions where they worked.
This certainly rang true with the participants’ expnces in this study. For example, all of the
current sitting Black Athletic Directors spoke betr presidents’ commitment to diversity and
inclusion. In both sections of this study (the bagialitative section and the (partial) case study
section) the athletic directors and their univgrpitesidents were in agreement regarding
diversity and inclusion. In fact, this is evidendgdwhat is shared in the personal narratives of
the athletic directors and the excerpts from the iwiversities’ diversity plans cited in the case
study section this study. This helps us to sedliteet relationship between questions three and
four.

Question four of this research study asks, “whyeheartain university presidents hired
Black men as intercollegiate athletic directorthatNCAA Division | level when so many
others have not hired Blacks?”; The second paittieftwo part question reads, “how have
university presidents perceived the hiring of Blacgn as intercollegiate athletic directors at the
NCAA Division | level and what influenced their dsion to hire Black men to lead their
institution’s athletic programs, and to what effciAs noted earlier, the university presidents

who have hired Black men to lead their institutibase a demonstrated commitment to diversity
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and inclusion on their campuses. Second, these&lprds have perceived their hiring of Black
men as a great thing on their campuses and it dieriyonstrated them and their institution’s
commitment to diversity and inclusion as a reakomlue and achieving a desired university
goal.

In addition, for these presidents and Black atblétiectors, we are seeing “merging of
their self-interests” or a “convergence of inteteBbr example, a tenet of Critical Race Theory
(CRT) states “Whites will tolerate and/or encoureggal advances of people of color only
when they also promote White self-interest” (B&880, 1987). Thus, you have powerful
university presidents who in our society presiderqgowerful and prestigious institutions
making racial advances for Black men in the protesbecause their self-interest, their core
values, and institutional commitment to diversityglanclusion are being realized.

Moreover, as evidenced in these findings, the Braek who were hired by these university
presidents to lead their athletic programs are soiniee most educated and qualified men in the
profession. Many of the participants in this stidyd professional and advanced degrees such as
MBA, JD, and Ph.Ds., and they hold leadership pwsstin their professional organizations and
serve on many of the NCAAs most prestigious conaegt For Black intercollegiate athletic
leaders possessing the proper academic and parfassredentials is an important aspect of this
narrative and discourse. For example, there idiaflzanong Black student athletes that in order
to be able to successfully compete for leadershgoraanagement positions in college sports in
the future they have to dominate and excel on lawgmy field (Singer, 2005). Also, there is a
“prevailing narrative” in the Black community thstates in order for Black people to be
considered and hired for positions of leadershifneboth the public and private sector we must

possess the proper academic and professional ti@dexiong with our expertise and experience
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or we must be twice as qualified as and better tiaites who are seeking and being hired for
these same positions. Having academic and profedsicedentials such as MBA, JD and
Ph.Ds. is the Black community’s response to systemd institutional racism, discriminatory,
and exclusionary hiring practices in America and th certainly the case for Black
intercollegiate athletic leaders who are seekingdwance in the profession. Therefore,
university presidents, even though they are conechittd diversity and inclusion and who feel a
sense of responsibility to wealthy and influenbiabsters for the intercollegiate athletic leaders
that they recruit and subsequently hire are in ambetter position to justify the hiring of a
Black Athletic Director when that Athletic Directpossess outstanding academic and
professional credentials (MBA, JD, and Ph.Ds.) caragd to a white Athletic Director who may
not possess similar credentials.

The final three research questions pertained Jah@.factors that influenced Black
men’s career development and/or advancement ifidldeof intercollegiate athletic and
administration at the NCAA Division | level and thbstacles and challenges have Black men
encountered along their career path, (2) how thegessfully managed and navigated the
obstacles in the path on the way to reaching thetent positions at the NCAA Division | level,
and (3) the factors, conditions, and/or procedsatsttuncated the career advance of Black men
in intercollegiate athletic leadership and admmaisbn.

First, this study demonstrated the importance pd\werful network and networking to
Black men’s career success in the profession efentlegiate athletics. Being a part of and
having access to a powerful were definite factortheir career development and advancement

of Black men in the profession over an extendedpeaof time. These powerful networks of
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intercollegiate leaders provided opportunitiesdgdi, and facilitated the career advancement and

success of Black men in the profession. For exanseleeral of the participants noted, first,
| have a network of mentor and advisors who helganenderstand and grow in the
profession.

Another participant who is an influential membergiowerful network stated,
We created this “pipeline” and our goal is to brymyng African Americans who are
poised to become athletic directors along and ¢épame them to make the transition from
the Associate Athletic Director to the Director gpstting them ready for the interviewing
process. We are committed to making ourselvesablailas a resource as these young
people are moving towards real career change arahadment in the profession.

These two participants explained their experienitk and the importance of a network.
Accordingly the first one remarked,
| was a participant in the Sports Management ustiand | walked away from that
institute with a broader sense of who people watkvehat they were doing in the
profession. | walked away knowing the importanceetivorking and what a powerful
network | had access to.

The other participant explained,
From 1975 to 1995, | worked at the NCAA in the Enéanent area. During my time
there | worked with a group of men who are now sofrae most powerful people in
college sports. For example, some of my formereagiles are major conference
commissioners and athletic directors. We workeetiogr for 20 years and we have

remained close personal and professional frienagigfnout the years. So when | need
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something or | want to recommend a young persoa faosition in athletic, | can just

pick up the phone and get them in the door.

These participants’ experiences illustrated theartgmce of a powerful network with influential
intercollegiate leaders and how these networks bralyefacilitated the career development and
advance of Black men in the profession.

Second, the main challenge and obstacle that Bremkencountered along their career
path is institutional racism and its manifestatidparticipants spoke of institutional racism in the
following manner:

You are in a lonely profession; it is not that pleagre not nice to you; but it is like

everything else. They’re more comfortable or appedre more comfortable with people

like them. | go to SEC meetings and there are tery moticeable things when the ADs-
sit down in this conference: there is no womanthiede is only one person of color.

And, that is the case wherever you go. This pawici goes on to state,

Now, as a Black man, you may have a leg up if mieagues like you or me maybe

evening getting a job in this profession; but grigfession is not an easy place for a

Black person. I think it is almost impossible foB&Eck female. But it is not an easy

place to bet into the Athletic Director’s seate tsouth. Remember, the vast majority of

universities that compete are in small towns. Rebpk and bring in people to work with
whom they are comfortable with. These are thetutsbnal barriers that are serving as
the obstacle to keep Blacks out of athletics inegain
As witnessed by this participant, who is a longidtag member of the profession, institutional
racism is the main obstacle and challenge that@m&onting Black men today in intercollegiate

athletics. What we are witnessing, according toetkigeriences of Black men in intercollegiate
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athletics, is “Whiteness.” According to Critical €aTheory scholars, any examination of race
and racism must begin with the understanding thtiteness” has been positioned as the
optimal status criterion in our society (Harris959 Tate, 1997; Ladson-Billings, 1998; Ladson-
Billings and Donnor, 2005). That is the preseniaawrder where Whites have created a system
of human domination or a constellation of instilas, ideas, and practices that have successfully
enabled them (Whites) to achieve and maintain p@ndrprivilege over other racial groups and
people of color (Morris, 1993). This is certainly point with what is happening in

intercollegiate athletics with Black men as theytawue to develop and advance in the
profession.

With respect to the final-question—what factorsyaitions, and/or processes that have
truncated the career advancement of Black menendollegiate athletic leadership centered on
institutional racism. The participants expresseairtexperiences regarding institutional racism,
saying it stunted their career development andrazkraent along their path. In their personal
narratives participants shared their experiencés nace, racism, and institutional racism based
on how university boosters viewed and referredino énd his president.

We've made a healthy impression, both of us. Thxare one donor who referred to us as

the '"Chinaman and the Black boy’.” He stated that¢ are still some white boosters

who still are afraid of a Black Athletic Directon@ his ability to make decision for a

major intercollegiate athletic program.

This participant also stated that he received diéatats for a week based on his decision to fire
the football coach at his university during histifew months on the job and the police had to be
posted outside of his home for a week. He said,

“l get emails and stuff. They refer to me as a kaymand a nigger and everything else.”
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In addition, another participant shared his expees of attempting to move from his first
athletic director position at a smaller univerddya larger institution. He noted,

Now, there was a time when Equal Opportunity aniitiative Action were huge. You

know most institutions couldn’t interview a candilanless they could demonstrate they

had a diverse pool. So at this time, there werg fmlr Black Athletic Directors who

were in Division | Athletics. At that time, thereawe about 118 schools. So, | was always

in the pool to be interviewed. So, | went throughennterviews before | ended up

landing my next opportunity. And, frankly, | wettrbugh a number of interviews

knowing that they were not going to hire me. | krtbe guy that they were going to hire.

| continued to do interviews even though | knewalswot the guy they were going to

hire.
These are clear examples of factors and processesl lon institutional racism that have
truncated and slowed the career development arghadment of Black men in the profession.
These participants’ responses support the AgyeraaddelLorme, (2010) contention that
although head coaching opportunities tend to copam @very year, White coaches are the ones
who are actually being hired for these coachingg@s more and more Black are passed over.
This kind of recruitment and hiring process is aigily similar to what is going on with Black
men seeking intercollegiate athletic director posg in college athletics. This is also on point
with the finding of a study conducted by (Singearkkon, and Bukstein, 2010) which
concluded that after extensive search processes™des indeed matter and it is an important
consideration as we attempt to understand theldearacial minorities in the head coaching

ranks of NCAA college football programs at the F&8%l FCS levels.
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The comments emanating from the theme of instiafioacism clearly demonstrate, in
accordance with previous research applying theigesfeCritical Race Theory, that universities’
recruitment and hiring processes and practicebased on race, which becomes an exclusionary
practice in intercollegiate athletics groundednstitutional racism and “Whiteness.”

Summary

Critical Race Theory (CRT) helps to us to undermdtdre findings from this study in the
following manner: First, analyzing and advocatingdnd/or changing those structures and
cultural aspects of intercollegiate athletics tinaintain subordinate and dominant racial
positions in intercollegiate athletic leadershipc&nd, helping to make sense of and to better
understand how these exclusionary structures aaxtipes negatively impact Black men in
intercollegiate athletics and college sports, ahdtweeds to be done to either eliminate and/or
dismantle these exclusionary structures and pectithird, including the “voices” and
narratives of Black men in intercollegiate athletand college sports who are and continue to be
the victims of institutional racism and/or otheosris of discriminatory practices in college
sports (Singer, 2005; Ladson-Billings, 1997, 19B&e, 1997). Forth, assisting in understanding
how whites will tolerate and/or encourage and ftaté racial advances for Black men in
intercollegiate athletics and college sports onhewthey also promote white self-interests of
white university presidents (Bell, 1980, 2004)tlrifunderstanding whiteness as property in
intercollegiate athletic and college sports andrthe it plays in excluding Black men from
ascending to intercollegiate athletic senior leslligrpositions (Harris, 1995; Lopez, 1996;

Mills, 1997; Winant, 2001; Donnor, 2010, 2011). &g, enabling us to understand what
progressive change is slowly coming about in irdlegiate athletic leadership and in college

sports.
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Contributions of the Study

This study can be an asset to Boards of Truste@sgelsity Presidents, Intercollegiate

Athletic Directors and the President of the Natlddallegiate Athletic Association (NCAA) by

providing case-based evidence about the dynamiathtgtic administration recruitment, hiring

and career development, and the advancement ok Bisercollegiate athletic leaders and

administrators. This study can:

1.

Establish a sincere open and honest conversatumut #ie underrepresentation of
Black men in senior leadership positions in théedith departments of Predominantly
White Institutions of Higher Education that sponBarision | athletic programs.
Educate and inform Governing Boards or Boards akfiges, and University
Presidents, that they actually possess the augtanrd power to change the current
landscape and ecology of college sports by systdiyiand institutionally applying
the same strategies and initiatives to addresktkeof diversity and inclusion in
other areas of the university.

Encourage universities to engage in innovativelaid decision making in terms of
recruiting, hiring and retaining Black men for intellegiate athletic administrative
positions in the same manner that they pursue Biagkent athletes for their
intercollegiate sports programs.

Encourage the creation an institute similar toSperts Management Institute (SMI)
to specifically develop and train aspiring Blackkstic Directors who were not were
student-athletes in college.

Encourage young Black men and women who are aggmibecome Athletic

Directors to demonstrate their interest in intdemphte athletics early in their
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academic careers and assist them in gaining thpepmternships and positions that
will provide them with the requisite skills and exggnces which will enable them to

gain entry into the profession at an early age.

In terms of research, this study lends suppoteaénets of Critical Race Theory (CRT)
and it shines a light on how we can change thesntistate of intercollegiate athletics regarding
race, racism, and institutional racism. This stady also add to the knowledge base of work
regarding Black men and race at all levels of galsports. For example, this particular study
focuses on the important impact that an institt@mmitment to diversity and inclusion and
institutional racism can have on the recruitment hining of Black men in intercollegiate
athletic leadership positions at NCAA Division Vé&. And, we see what happens in college
athletics when the “interest” of a few Black memfiwerges” with those of powerful and
influential white men who have populated and dort@daollege sports for well
over 50 years. In addition, this study providesunflation for researchers to add to an area
where little research is present in terms of pmitesal leadership, diversity, racism, and
inclusion in college sports.

Practical Implications

The implications for the study revealed suggestfonsiniversity presidents and boards of
trustees and governing boards on how to respotitetpaucity of Black men in senior
intercollegiate athletic leadership positions. Thesgggestions include:

1. Blacks are not included in the hiring pools foriseievel intercollegiate athletic

leadership positions when university presidentssasking to fill positions in their

athletic departments.
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2. Intercollegiate athletics is still a profession wéene is hired based on whom he
knows and/or who knows him, rather than his quadtions.
3. Intercollegiate athletics is still a “White maledmhinated and exclusive profession.
4. Intercollegiate athletics lags behind other ardasumiversity hiring, and college
sports, in general, lags behind other employmestbsein terms of diversity and
inclusion.
Limitations
There are limitations to this study that shouldabknowledged. First, my sample size for
the basic qualitative section of my study was amtyBlack men and, in the case study section of
the study, | was unable to get the university pl@sis to commit to an interview. One president
did not want to participate in the study basedrendubject and nature of the research. The other
president resigned from his position after makiagpdatory remarks about another religiously
based university. In essence, it is not as easp@gsected to select and land interviews with
participants who are prominent university presidehinentioned earlier the difficulties that |
had with attempting to conduct interviews with @&s such as university presidents.
The study was also limited in that | only intervieavBlack male intercollegiate athletic leaders
and administrators at NCAA Division | level Predontly White Institutions of Higher
Education (PWIHES). There are only 8 Black menentty serving in the role of Director of
Athletics at the 120 NCAA Division | level (PWIHE])hat is only 7% of the 120 NCAA
Division | level Directors of Athletics are Blacken. Whites overwhelmingly hold the largest
numbers of athletic directors positions at non-EB@sion | institutions as well as at Divisions
Il and Ill. At the associate athletic director gasi, whites comprised 87.5%, 89.4% and 95.3%

of the total populations at Divisions |, Il and tdspectively. Consequently, | was able interview
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4.9% of the athletic directors and 4.0% of the eisde athletic directors at the Division | level
for this study.

Future Research Directions
There are a number of future research avenuegdearchers:

1. Scholars should continue to utilize and employG@ReEl framework in concert with
gualitative research designs to continue to ingagti issues of race and racism in
college sports.

2. Future studies could continue to use the combinatfdasic qualitative and case
study approaches to study the impact of racisnhercareer entry, development, and
advancement of Black men in college athletics.

3. Future research should be done regarding presadiészaidership and diversity and
inclusion, and the impact on the career succepsasidents who have a track record
of successfully implementing diversity strategiad goals on their campuses.

4. Finally, research should be done on how White dezds and athletic directors can
change the landscape of college athletics when $ké#t interests converge with the

interests of Black men at all levels of collegdetibs.

Concluding Reflections
Considering the conclusions and insights drawn ftlesistudy, it is critically important
that all of us who believe in and are investedallege sports solve this vexing problem. That is-
the underrepresentation of Black men in leadernsbsgstions in the nation’s major NCAA
Division | level (PWIHES). And, the only way thigxing problem can be solved is to fully

converge the interests of Black men aspiring teah@gh level athletic leaderships positions
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with those of the powerful white men who controllege sports. Thus, the way to get more
Black athletic directors is for those in powerfeatlership positions in college sports is to
completely diversified intercollegiate athleticsaditlevels in terms race and ethnicity. Whites
will have to realize that the advancement of pessafrcolor in college sports is indeed in their
own self-interest. Until this happens, race, raciand power will always be factors that matter
in college sports for years to come.

If more university presidents and provosts had betmtional, purposeful, and strategic in the
recruitment and hiring of Black men in intercollet athletics leadership positions, the career
development and advancement narratives that tiy sevealed might be less a matter of good
fortune, and more a matter of intention and stratéberefore,

1. University presidents may want to be more intergl@nd aggressive in seeking
Black men for intercollegiate athletic senior leesihgp positions at their institutions,
basing their hiring on a person’s qualificationgyertise, and experience (and not
solely on dipping into the same wells of formeriatilc directors, the majority of
whom are White).

2. University presidents and intercollegiate athldirectors may want to create a
Leadership Development and Training Institute magrdevelop, and create the next
generations of Black Intercollegiate Athletic Ditexs, which will greatly assist in
truly transforming the profession.

3. University presidents need to know that by hiringd® men as intercollegiate
athletic directors on their campuses they can sstokly move pass the status quo
and eliminate institutional racism and “Whitene@&/hite privilege) in college sports

regarding who is hired to lead their intercollegiathletic programs presently and in
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the future. They have the authority and power tange college athletics for years to
come.

4. University presidents, as evidenced by this stwdg have a demonstrated
commitment to diversity and inclusion should alwagse the hiring of Black men as
a part of their leadership agendas in the same emannvhich they have the hiring of
other Black university administrators as a patheir leadership agenda such a

provosts, vice presidents, deans and other sedimmastrators.

In my final moments of reflection, | caution the N& leadership, university broads of
trustees, and university presidents against adwactdr and instituting a college version of the
National Football League’s (NFL) version of the Reg Rule. The Rooney Rule appears to be
an illusionary process and practice that contiriaesglow whiteness as property in professional
sports management and leadership that preservesititent status quo in the NFL. For example,
it has been six long years since an African-Americas hired by an NFL team via an external
search as the Head coach. And currently thererdye3 Black NFL Head coaches out of 32
currently coaching today (Lapchick, 2012). This t&hess that is at work currently in the NFL
must be constantly “affirmed, legitimized, and paied” (Harris, 1995, p. 277). Whether in
professional and/or college sports, whiteness antgito other forms of property, gains its value
basically from exclusivity, and as a result of Hmindaries it creates to enforce, re-enforce,
and/or reorder the current and existing regimgsogfer and exclusionary structures and
practices (Harris, 1995; Donnor, 2011). Furthemmdrwe are truly going to change and/or
completely overall intercollegiate athletics andlexge sports-thus- eliminate whiteness and

eradicate institutional racism and discriminatorgqgtices, Whites in power and Blacks men who
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are seeking powerful leadership positions in c@lsgorts need to allow their respective
interests to converge and whites in essence nesthte their property interests with Black men.
Therefore ensuring that intercollegiate athletied eollege sports are the property of all men
both Black and white who are seeking to play megées in this social institution.

Consequently, whiteness will no longer continubecenhanced through the social
institution of college sports and structural int¢i@ns, economic, and educational status of
superiority that has been traditionally and histalty assigned to Whites by other Whites in
power naturalizing the current state of affairsathiorgives White people for creating and
maintaining exclusive, institutionally racist andaiminatory social institutions such as college

sports (Harris, 1995; Donnor, 2011).
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Appendices

A. Recruitment Letter — Black Athletic Directors

Recruitment Letters

Date

Athletic Administrator’'s Name
University

Address

City, State Zip

Dear Athletic Administrator,

| am writing to ask you to participate in a reséastudy. According to recent statistics
(Lapchick, 2010-2011), Black men are underrepreskimt Intercollegiate Athletic Leadership
positions at the NCAA Division | level in Predomintly White Institutions (PWI). | am
conducting a study to examine why this is the cham interested in hearing from you, a Black
Intercollegiate Athletic Director at the NCAA Divas | level, regarding the underrepresentation
of Black men in intercollegiate athletic leadersaim administration. Your in put is critical in
assisting with this important study.

| am undertaking this study as part of my doctetatlies at the University of Washington. This
study will contribute to the conversation about tinelerrepresentation of Black men in
intercollegiate athletic leadership positions & NCAA Division | level at Predominantly White
Institutions (PWI) that is currently taking placedollege sports. | may be able to create new
strategies to address and improve the currentlde&iBlack men in leadership positions in
college sports.

In this study my goal is to conduct an interviewwhawou in your athletic departments. | am
anticipating that each interview will take approxitely 50 -60 minutes to complete. Although
participants will receive no personal benefit awaed for their participation, your responses will
contribute to the expanding sports management letdye base.

Please be assured that your responses will bedemtial. | will not use the names of
participants, or any other information that woub@afically identify participants.

Thank you for considering this opportunity. | wok contacting you soon by phone to discuss
this you further. If you have any questions, plefagtfree to contact me by phone at 509-899-
1880 or email me at kmc34@u.washington.edu

Sincerely,

Keith Michael Champagne

Doctoral Candidate

Educational Leadership and Policy Studies
College of Education, University of Washington
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B. Recruitment Letter — University Presidents

Recruitment Letters

Date, 2012

University Presidents’ Name
University

Address

City, State Zip

Dear University President,

| am writing to ask you to participate in a resdéastudy. According to recent statistics
(Lapchick, 2010-2011), Black men are underrepreskimt Intercollegiate Athletic Leadership
positions at the NCAA Division | in Predominantlyhite Institutions (PWI). | am conducting a
study to examine why this is the case. | am intetes hearing from you, a University President
who has hired a Black man to lead your institussoimtercollegiate Athletic Program. Your input
is critical in assisting with this important study.

| am undertaking this study as part of my doctetaties at the University of Washington. This
study will contribute to the conversation about tinelerrepresentation of Black men in
Intercollegiate Leadership Positions at the NCAAiEIon | level at Predominantly White
Institutions (PWI) that is currently taking placedollege sports. | may be able to create new
strategies to address and improve the currentldefiBlack men in leadership positions in
college sports.

In this study my goal is to conduct an interviewwhwou in your office (University President’s
Office). | am anticipating that the interview wilke 50-60 minutes to complete. Although
participants will receive no personal benefit owaed for their participation, your responses will
contribute to the expanding sports management ledyel base.

Please be assured that your responses will bedsomial. | will not use the names of
participants, and/or any information that wouldntiy participants.

Thank you for considering this opportunity. | Wik contacting you soon by phone to discuss
this with you further. If you have any questionggse feel free to contact me by phone at 509-
899-1880 by email at kmc34@u.washington.edu

Sincerely,

Keith Michael Champagne

Doctoral Candidate

Educational Leadership and Policy Studies
College of Education, University of Washington

123



C. Interview Questions — Athletic Directors

Athletic Director’s Interview Protocols: Study dfe Underrepresentation of Black men in
Intercollegiate Athletic Administration and Leadeifs

Part I. Interview Protocols

1. Please tell me about yourself?

2. Were you a student-athlete in college? When and sgat did you participate in? (Why
not?)

3. When did you become interested in a career intithdeministration and leadership?
Why? Please explain?

4. Did you have any mentors? Who were they? In whaswiid they guide your career
development?

5. What was your first job or position in athletic adimtration? How did you get this job?
Were you helped by anyone to land this job? Tellapeut that position?

6. How long did you hold this job? Why? Please exgain

7. What did you learn about the field of athletic adisiration and leadership during this
time? Please explain in more detail?

8. How long have you worked in the field? What is thest important thing that you
learned over these years about yourself and tledfeathletic administration? Please
explain?

9. What challenges have you faced in climbing an &thé&lministration career ladder?
Have you overcome any adversity? (Can you exptamare detail?) Have your
challenges been similar to or different from youmte colleagues? Please explain?

10.What are your major accomplishments as a sittihiptat director? Why? Please tell me
about them?

11.Have you been discriminated against and/or havebgemn treated differently than your
white colleagues? Please explain? Do you have xaygles of this? How did you
handle it?

12.What has been your career path in athletic admatish and leadership?

13.Were you advised while you were a student-athlet®nsider a career in athletic
administration and leadership? If so, by whom? Huéte you advised against this
career path? Tell me more?

14.Did you receive a Bachelor's Degree and/or a Madbagree in an Athletic
Administration or Sports Management Program? Withydu think of the program?
How did this program shape your thinking and/orent practice? If at all, please
explain?

15.1f you were considering a career in the field toddnat advice would you want to
receive? Why? Please explain?

16.How are you treated by major donors and athletasters? Please explain? Do you
spend a lot of time with major donors and boostele® do you spend this time? What
activities and/or functions do attend together?

17.1s there any else that you would like to share \wi#®? Why? What? Tell me more?
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D. University Presidents — Interview Questions

The Ohio State University President’s InterviewtBeols: A Study of the Underrepresentation
of Black men in Intercollegiate Athletic Administian and Leadership

Part I: Interview Protocols:

1. Please tell me about yourself? When were you apgmias president?

2. What was your position before that?

3. Does your Board of Trustees or Governing Board lyold accountable and responsible
for the state of Intercollegiate Athletics at thisiversity? Please explain?

4. Do you think the Athletic Director’s position is anportant position on your campus?

Why do you consider this position to be an impdrfaosition?

Can you describe your working relationship with #tleletic director? Please explain?

Are you responsible for hiring the university’santollegiate athletic director?

What leadership skills, experience, and expertisgyau seeking when you are hiring an

intercollegiate athletic director at your univey8it

8. What do you think of the NFL’s “Rooney Rule”-whichquires minorities to be included
in the pool of candidates for head coach vacaraiesOregon State’s 2009 law-which
states that all state universities in the stateminiclude minorities in the pool for both
head coach and athletic administrative vacanciéssse explain?

9. What factors influenced you to hire your currenieinollegiate athletic director? Did the
candidate’s ethnic background factor into yourrtgrdecision? Please explain?

10.Do you think college presidents and chancellors aMgoresponsible for hiring
intercollegiate athletic directors and conferenoamissioners can change the
“landscape” regarding ethnic and racial diversitgollege athletics and sports
management? Please explain?

11.Do you think prominent White athletic booster whie major donors and fundraisers the
for the NCAA Division I's most successful athleipograms encourage or discourage
college presidents and chancellors from hiring Blaen for leadership positions in the
nation’s intercollegiate athletic departments and¢@ference commissioners? Please
explain?

12.Should Boards of Trustees and Governing Boards talldge presidents and chancellors
accountable and responsible for increasing ethmicracial diversity in the institution’s
intercollegiate athletic department? Please explain

13.What is your leadership philosophy regarding insitihal and systemic diversity and
inclusion in the modern university? Please explain?

14.1s there anything else that you would like to shaitt me?

No o
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E. Consent Forms — University Presidents & Athletic Diectors

UNIVERSITY OF WASHINGTON

CONSENT FORM for University Presidents & Intercgjigte Athletic Directors

TITLE OF STUDY: Black male Intercollegiate AthlethRdministrators: Ascending the Career
Ladder

Investigator

Keith Michael Champagne

College of Education

Educational Leadership and Policy Studies
Email: kmc34@u.washington.edu

Phone: 509-899-1880

INVESTIGATOR’S STATEMENT

| am asking you to be in a research study. Theqa#pf this consent form is to give you the
information you will need to help you decide whetbenot to be in the study. Please read the
form carefully. You may ask questions about theppse of the research, what | would ask you
to do, the possible risks and benefits, your rigista volunteer, and anything else about the
research or this form that is not clear. When fajlaur questions have been answered, you can
decide if you want to be in the study or not. Tpviscess is called “informed consent”. | will give
you a copy of this form for your records.

PURPOSE

The purpose of this study is to examine the ungeeseentation of Black men in Intercollegiate
Athletic Administration at predominantly white iitstions at the NCAA Division | level and the
analysis and understanding of participants peroaptof how Black men advance to leadership
positions in a setting and profession dominatedhbige men in the field of intercollegiate
athletics. This study seeks to understand andmeterwhat personal, professional, social, and
institutional factors influence the careers of Blaten and what strategies they utilized to limit
the actual and/or perceived barriers that impaait ttareer development and advancement. This
research is significant because there is littlditpiave research on the experiences of
professional Black men in intercollegiate athleitministration.

PROCEDURES

If you agree to participate in this study, you vad asked to participate in an in-depth, face-to-
face semi-structured interview. If more informatismeeded after the interviews, | may ask you
for follow-up interviews. With your permission, lilaudio record the interviews so that | can
have an accurate record of our interview-convessatshortly after the interviews, | will create a
written transcript of our conversation-intervievathwill identify you by a numerical code only,
and then | will destroy the original recording,\e®y only coded transcripts of the interviews. If
you desire a copy of the interview transcript, ll lwe happy to provide you with a copy.
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OBSERVATIONS

In addition to the one-on-one interview, | would@bbserve the interaction between the
participants (University President and Athleticézitor) during your regularly scheduled
meeting during my visit.

RISKS, STRESS, OR DISCOMFORT

All descriptive identifiers will be avoided. Youame and any other identifiers associated with
you personally will not be used. Note that the $isainple size may allow someone to recognize
the participant from his responses. | am awaredhahg the interview that some sensitive
information may be revealed. | will remind you befave begin the interview that you can stop
at any time. You will have an opportunity if youase to review transcripts to ensure that your
thoughts and words express your true intent and@oerate.

BENEFITS

| will use information from this study as the fowtidbn for my doctoral dissertation
and/or in future publications. This study will docent the professional experiences of Black
men in the field of intercollegiate athletics arahnthey ascend the career ladder.
Documentation of these experiences may highlighpigrsonal, professional, and institutional
barriers that Black male intercollegiate athleticénistrators are presented with and how they
learn to confront and/or overcome these barrietkeir career paths. This study may also serve
as a reference for colleges and universities sgakiimcrease the numbers of persons of color in
the field of intercollegiate athletic administratior he participants will have an opportunity to
tell their “career story” as an administrator e ffield of intercollegiate athletic and/or as a
senior administrator or university president whe haed Black men as intercollegiate athletic
administrators or leaders. This could prove beradfto the participant because this reflection
and acknowledgement of hard work and dedicatidheo careers will be revealed in their own
way. College and University leaders and leadeistarcollegiate athletics may also benefit from
understanding the career path development of Blaaxk who aspire to have careers in
intercollegiate athletics. There is also the patétihat you may not benefit from participating.

OTHER INFORMATION

Taking part in this study is voluntary. You mayusé to participate or stop at any time without
penalty or loss of benefits to which you are othseventitled. Information about you is
confidential. | will numerically code the study arfmation. | will keep the link between your
name and the numerical code in a separate andeslecation until June 2015. After this date, |
will destroy the information linking your identition to a numerical code. If the results of the
study are published or presented, | will not usary@ame or any other identifying information.

| may want to contact you again for future relagagtlies. Please indicate whether you give me
permission to re-contact you. Giving me permissmre-contact you does not obligate you in
any way. If you have questions about this resesiatly, please contact Keith Michael
Champagne at the telephone number and email listeéke top of this form. If you have any
guestions about your rights as a research sulpleetse contact the University of Washington
Human Subjects Division: 206-543-0098.
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Signature of Investigator Printed Name Date

Participant’s Statement

This study has been explained to me. | am voluimigéo take part in the research. | have had a
chance to ask questions. If I have questions &ieut the research | can ask the investigator
listed above. If you have questions about my rigista research subject, | can call the University
of Washington Human Subjects Division: 206-543-0098

| will receive a copy of this consent form.

| give permission for the researcher to@tape my interview.

| do NOT give permission for the resear¢bexudio-tape my interview.

| give permission for the researcher to metax me to clarify information.
I do NOT give my permission for the researthee-contact me to clarify
information.
Signature of Participant Printed Name Date

Copies to Investigator’s file
Participant
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